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Summary 
 

Purpose  

 

The purpose of this thesis is to investigate the distance between theory and practice in the 

field of management. 

 

Theoretical perspective 

 

In the literature review we have chosen to give insights on the concepts that are 

surrounding management students: organization, management, leadership and culture. By 

doing we were able to get a better understanding of the concepts that are fundamental to 

management studies. In addition to that, by selecting these concepts we could assimilate the 

key points of the theory on management and then have a better understanding of the context 

surrounding managers that we were about to interview both in Sweden and France. Finally, 

the theoretical block of this paper could allow us in the analysis section to verify if the 

theories available to management students could help explaining the current situation of 

contemporary managers. 

 

Methodology/ Introduction to interviews and access 

 

In the methodology section we strived to give understandings on our research strategy and 

our research approach but also on how we collected our data, chose our respondents and 

finally the method that we used in order to analysis the data collected in Sweden and 

France. In addition to that, we gave more details on the interviews but also described our 

feelings and impressions on the interview and the interviewees in the part entitled access. 

 

Empirical data and analysis 

 

We analyzed the data collected and carefully compare those with the theoretical concepts 

that used in the theoretical chapter thus leading us to use the same structure for the analysis: 

organization, management, leadership and culture. The empirics on management and 

leadership also motivated us to make a comparative analysis of the two concepts. 

 

Conclusion 

 

From our findings we were able to conclude that the first distance lies into the perspective 

of functions and skills of management and secondly that a distance lies in the way 

managers and the theoretical field of management look upon the issue of responsibility 

when it comes to management theories. 
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1 INTRODUCTION  
The introduction will first discuss the possible distance between theories on management 

and the practice of managers. Theories on management in this sense refer to the academic 

explanation on managerial issues, i.e the theories explaining how managers should act and 

the tools they should use. As will be presented in the theoretical part as well as some of the 

appendixes will show, there are several paths that the management subject has taken in 

order to explain management. Each of these approaches has a distinct perspective and 

focus. To grasp management in a manageable size the classical management perspective 

will be the focus of this thesis. Finally, we will go deeper into the problem statement, 

define the research question and finally describe the purposes of this thesis.  

We will start on a general level above the field of management. Then we will consider 

different inputs to the field in the form of organization, culture and leadership. This 

discussion will boil down to a problem statement and a clear purpose for this thesis. Much 

of the discussion will rest on the assumption of a possible gap between theories on 

management and the realities of a manager.  

1.1 Background  

What do people think of when hearing the word “management”? The most common 

explanation could be that it argues on “how to do things”. Another view could be within the 

English language where management could be seen as the physical upper structures of a 

company. If you take this physical structure of management you can involve managers, as 

they are considered to be dealing with management. When we as students started studying 

towards our master in Management both of us had a question in the back of our head: what 

can we do with this master degree? This question kept its grip as we both knew that we are 

not becoming managers by just studying at a business school. Through the education many 

interesting aspects of the field of management have been exposed to us studying but that 

question on how this matches practice kept hanging on in the background. This thesis can 

be seen as an attempt to close in on the practice of management. While closing in it is 

possible to study the distance and possible bridge between the researchers and academic 

field of management and the practitioners‟ reality in that sense. 

The theoretical side of this thesis will be labeled “theoretical field”. But in order to 

understand how the theories of management have developed through our modern history 

we need to look at the development in the respective countries. It migh be up for 

discussion, but one assumption for this thesis lies in the possible distance between the 

academic field of management and their practitioners, but also that a changing world will 

create a change in where the theories influencing business come from. This proposed 

distance will be developed further in the theoretical part under “theory and practice”, but 

for now we can say that this issue of distance can be disassembled into several aspects. One 

is that the people creating the theories and the practitioners are different individuals as well 

as physically living in different social contexts. The academic world and the “real world” is 

not always correlated some say. (Brownlie, Wagner & Svensson, 2008, Reed, 2009). To 

counter this percpective of a gap/distance, one could say that some theories are better at 

describing reality than others. Also that the perspective of time has an impact. Older 
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theories might be more suitable for explaining that time and space. But nevertheless is 

somehow a product of its reality. One issue that will be mentioned is the possibility of 

theories becoming self fulfilling, as practitioners believe in them and start following them. 

Thereby the theories are given life. The problem with assuming a gap is that you might 

create a distance by using it as a point of view. If your starting point is that there is a 

distance it might have a negative tone to it. This might impact the study, but we are aware 

of this fact and our aim is to follow the purposes statet below in a professional manner. 

Within the field of management there are two interesting developments. This development 

is a part of a bigger development of countries trading with each other and struggling for 

influence. The next aspect is the cultural implication of these developments. The first one is 

the rising of powers challenging the United States hegemony in business. The rising powers 

are called the BRIC (Brazil, Russia, India and China) (The Ascent of Money, 2009). If we 

can agree that these powers are currently rising, we could contemplate at the possibility of 

cultural impact in the context of management. As we will see in this thesis there are cultural 

impacts on a close relative to management; leadership, discussed in the GLOBE study that 

implies difference in leadership between cultures. The rise of new powers could possibly 

shift the balance and maybe the management paradigm. (House et al., 2004). If we continue 

the contemplating we could consider the implications on the Swedish and French culture 

and their coexistence with management theory. The point here is that there are cultures 

rising in the business context and this could have implications to Swedish and French 

management. (Hofstede, 2009). 

The second development is the rising complaints against MBAs, where Mintzberg is in the 

forefront arguing for changes. The underlying philosophy in training future managers 

through education without much practice can be questioned according to Mintzberg (2005). 

If you consider becoming a manager there are of course advantages with studies in 

managerial issues. But what could be examined is how deeply rooted these studies are to 

the contemporary practitioners in our immediate surroundings. Here leadership becomes a 

mayor part of the discussion. On a philosophical level the question becomes “can you drill 

a student into becoming a successful leader?”. Mintzberg even takes the discussion on a 

gap between management theories and practice one step further; for him the whole 

management paradigm is without an anchor and trying to “educate” people into being 

managers without any hands on experience is like “teaching people psychology without 

them having ever met another human being”. (Mintzberg, 2005). 

To further discuss management theory/practice a contemporary example from Sweden 

could be used. HQ Bank in Sweden has recently been in a crisis as 1,2 billion SEK was lost 

in their trading. In the aftermath of this situation, there is a hunt for responsible people for 

how this could happen. Recently the board of directors in HQ got a “free pass” on 

responsibility and there is also a hunt to get the manager from the trading department to 

take the responsibility. (HQ BoD news article, 2010). Regardless of responsibility it raises 

questions to how management students should think regarding their education, and how 

managers could think regarding their theoretical foundation. Managers in companies have 

most probably been thought more or less the same theories before they came to their 

position. There are as we could see above several perspectives to use here. Some believe 

that the management education is creating amoral foundation for future managers and some 
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believe that management theories are disconnected from the reality of a manager. (Ghoshal, 

2005, p. 79). Another perspective could be that the theories cannot be held responsible for 

bad moral behavior by individuals. In order to understand this on a deeper level studies 

could be done on contemporary managers in order to understand what they actually do, 

who they are and what they believe in when it comes to management and leadership. A 

preconception for us as students is that leadership is a fundamental part of management and 

therefore this could be interesting to study in order to see what practitioners believe 

regarding the impact of leadership in the managerial work. Here you could see what part 

leadership has in management and how big impact it has.  

For a company it is important to have a certain competence in order to reach objectives 

over time. To understand this issue of management and the possible gap towards practice it 

could be interesting to get a better understand for how managers work and think regarding 

their education and working life. Not from a perspective of students and research but from a 

practitioners point of view. This would create an opportunity to further understand the 

concept of management but from a practitioner‟s point of view. Furthermore this 

perspective puts emphasize on the proposed distance between theory and practice. If this is 

supposed to be studied some frames needs to be established to keep the research feasible, 

for this thesis the geographical aspects have been split in two. The two areas are the 

northern coastal line of Sweden and in France the cities of Beauvais and Rouen which are 

situated north/north-west of Paris. The reason for this split lies in the striving for this study 

to get another dimension regarding culture. If Sweden and France had 50 per cent each of 

the interviews, this could widen the joint perspectives of the respondents. This was possible 

to do as our purpose was not to generalize, but instead to understand our respondents well. 

Also the practical aspect of gaining interesting respondents was a clear reason. Since one of 

us is French and one Swedish, the gathering of respondents became more efficient when 

each could focus on its native language and culture. The third reason can be found in 

specifically one of our purposes below: To understand who contemporary managers in 

France and Sweden are. This purpose is without framing towards a particular industry but 

within the boarders of France and Sweden. Another frame is to consider a specific part of 

management to thereby cut down the space as the study otherwise quickly will become a 

large-scale study. Here the classical approach to management will be the main focus. The 

classical approach involves classical management theories originating from an industrial 

context. Taylor and Fayol are two influential individuals for classical management. Why 

this particular aspect of management is the main focus of this study, is mainly because it 

can be interpreted as the origin of the concept of management. The concept has taken a 

journey from Taylor and Fayol‟s days, but some may argue that the classical approach still 

has validity in contemporary situations. (Fayol, 1916, Lawrence & Edwards, 2000). A final 

point on the aspect of classical management could be made. As the context of business, 

industry and production philosophies has evolved since the industrial revolution, the issues 

of organizational structures will also be dealt with within this study. One of our 

preconceptions for this study is that we believed that managers are standing on (if you 

disregard their profession specific knowledge) a foundation of four pillars: Management, 

Leadership, Culture and Organization (Figure 11). 
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Finally something can be said about the results from this study. First of all it could give 

implications for the research field of management on how to closer bridge to practitioners‟ 

but it could also have implications for the practitioners in how they can develop as 

managers and leaders. If all the information is gathered from the respondents on how their 

thoughts regarding developing yourself then these inputs could be made into suggestions on 

how managers can develop themselves as managers/leaders. 

1.2 Problem statement  

If there is a gap in between theory and practice in management, it could be interesting to 

investigate this from the perspective of the practitioner. This should be done in order to 

understand the practitioner‟s situation in acclimatizing where management, leadership, 

cultural influences and organizational structures meet. From the literature mentioned in this 

study a lot has been written on how to deal with this gap between theory and practice 

(Reed, 2009, Duncan, 1974, Ven & Johnson, 2006), but it has mostly been done from an 

academic point of view thus the research could be enhanced through a closer research 

inside the practitioner‟s workplace and reality. To vitalize this research in the practitioner‟s 

reality some limitations have to be formed. As the research will be conducted in two 

countries, the specified regions in these countries supply of practitioners will be used. This 

context boils down to a clear research question to follow throughout the remaining part of 

this thesis. 

1.3 Research question  

What is the distance between theory and practice in the field of management? 

1.4 Purpose  

 To identify the perception of contemporary managers over managerial concepts 

 To understand who the contemporary managers in Sweden and France are 

 To understand the perception that managers have towards the managerial gap in 

theory and practice 

 To understand how contemporary managers relate to leadership in their managerial 

role 

To give propositions on how managers can develop themselves into becoming better 

managers and leaders 
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2 THE THEORETICAL PERSPECTIVE 
This theoretical foundation will consist of four blocks: Organizations, Management, 

Leadership, and Culture. To understand this structure it could be explained as organized 

according to width. First we will start with a wide perspective of organizations. Then we 

will move on to the central subject of management. Next will be a step down to the issue of 

leadership. Finally we will present some theory on the abstract subject of culture. Within 

the cultural block the issue of Swedish and French business and industrial culture will be 

emphasized to ensure a solid foundation for the empirical part of this thesis. 

2.1 Preconception 

We, as authors, believe that it is important to clarify here our position towards management 

studies before moving into the four theoretical chapters mentioned above. We acknowledge 

the fact that business and more precisely management studies differ in nature and content 

around the world and that we cannot pretend to provide in this literature review an 

exhaustive representative picture of all management studies worldwide. However we, as 

authors, believe that the purpose of a qualitative study is to create an understanding of a 

social phenomenon rather than measuring anything (Stenbacka, 2001, p. 551). Therefore 

we think that the theoretical block presented here does not cover management studies 

worldwide but the selected theories are sufficient to confront the data that we collected and 

that will be presented later on in this research paper. Therefore reaching our goals of giving 

an answer to the research question presented in the introduction, but also in-depth 

understandings and perceptions of the managerial work nowadays. Also, we think that 

attaching definitive concepts to a research and using systematic indicators for a study do 

not help in understanding the social world, thus affecting our comprehension of a complex 

social phenomenon (Blumer, 1954 in Bryman & Bell, 2007, p. 408).  

From our experience as management students, our choice of theoretical blocks is largely 

influenced by the courses taken during our time studying for the Master‟s program in 

management. As a matter of fact the syllabus for the program (Umeå University, 2010) is 

clearly delimitating the content of the management program thus focusing mainly on 

organizational and managerial challenges which justify our choice of „organization‟ as the 

first theoretical block and starting point and hereafter „management‟ as a second block. 

Further to that, the management program also emphasizes decision-making for most of the 

modules (Umeå University, 2010)  we took during our past semesters of study thus 

justifying our choice of „leadership‟ as a third theoretical block. Finally, the fourth and last 

block „culture‟ is justified by the decision taken by both authors to take the opportunity to 

conduct interviews in France and Sweden to enhance the quality and variety of the results 

for this research paper. 

Also, this structure of blocks has been chosen to fill the purpose of understanding the 

context surrounding Swedish and French managers from a managerial perspective. 

According to us this is the context that is needed to understand their situation and therefore 

the context needed to give an appropriate answer to our research question. Finally, as this 

thesis wants to understand practitioners from their perspective while at the same time 

looking to see if the theories available to students can be used to explain the situation of 
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contemporary managers. Contemporary managers refer to managers at the present time or 

in other words managers currently embedded in the field of management. 

2.2 Organizations 

To start up this part on organizations we will first discuss a definition on the concept and 

then how organizations can be viewed. This will then be placed against the view that the 

respondents have in order to fully view how well the theories can explain what the 

respondents express. 

2.2.1 Definitions 

According to Jones (1995) an organization is the intangible tool by which an individual or a 

group of people can reach a desired goal or something they value. Therefore, the 

knowledge, values and vision of an individual or a group of people are embedded within an 

organization so that: 

“people who value security create an organization called police force, an army, or a bank. 

People who value entertainment create organizations such as the Walt Disney Company, 

CBS, or a local club. People who desire spiritual or emotional support create churches, 

social service organizations, or charities” (Jones, 1995 p. 4). 

As Jones (1995) points out, an organization is the adequate response to a human need; 

organizations are created when both new needs and new technologies are emerging, on the 

other hand organizations die or are subjected to changes when needs have been fulfilled or 

do not appear to be as important as before. The combination of both new needs and new 

technologies as a prerequisite for the creation of an organization is expressed very well by 

Jones (1995) in a concrete example: “The need to handle increasing amount of information 

and the availability of an emerging new computer technology led to the rise of 

International Business Machines Corp. (IBM)” (p. 5). On the opposite side, organizations 

such as retail stores are continuously changing as they have to adapt to the continuous 

change of their consumers needs and tastes.  

According to Jones (1995) organizations are created by an individual or a group of people 

who believe that they have the right skills or the adequate knowledge to produce goods or 

services. Therefore, an individual or a group of people will create an organization as the 

response to a need they have identified; this process is generally referred to as 

entrepreneurship thus entrepreneurs are the people who have the ability to find the 

opportunities to fulfill specific needs by gathering a set of resources by which the needs 

will be satisfied. For the people engaging in the entrepreneurial process, the rewards has to 

be looked at from various perspectives, from spiritual to psychological benefits as well as 

financial. Finally, one should keep in mind that organizations are created by humans thus 

they are the mirror of our motives and our view of the world. Consequently, an 

organization´s behavior and its outcomes are the consequence of the way this organization 

is being managed, its social, institutional and political structure (p. 5). 

Jaffee (2001) on the other hand argues that it is difficult to give one single definition of 

organization due to the complexity of the concept so instead he presents the concept of 

organization in the light of three different perspectives: from (1) the perspective of Scott 
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(1987, in Jeffee, 2001) who defines organization by emphasizing its central elements which 

are the social structure, participants, goals, technology and the environment (p. 2) (see 

Table 1 in Appendix 1), from (2) the perspective of Hall (1999, in Jeffee, 2001) who 

defines an organization as a community characterized by a boundary, rules, hierarchy, 

communication system and a set of procedures whose activities are motivated by certain 

goals to attain for its members, the organization and the society (p. 5) and from the 

perspective of Morgan (1997, in Jeffee, 2001) who used metaphors and mental pictures to 

study the concept of organization since the way we see and define organizations “depends 

on our mental images of the essential shape and feature of organizations” (p. 6) and 

therefore organizations can be viewed as  machines, organisms, brains, cultures, political 

systems, psychic prisons, or instruments of domination (Jaffee, 2001, p. 6-9). 

Rue and Byars (1992) define an organization as “a group of people working together in 

some types of concerted or coordinated effort to attain objectives” (p. 228). 

Bolman & Deal (1997) discuss around the concept of organizations and looks at it from 

four perspectives: 

 Structural  

 Symbolic  

 Political  

 Human resource  

These four perspectives can be derived partly by the history of organizations and 

management. The structural perspective looks with the lenses of the old structures, where 

production and efficiency ruled in the spirit of Fayol and Taylor. The symbolic express the 

need for rituals and culture in the organization and how this creates a group feeling among 

other things. Moving on to the political perspective these lenses looks at the different power 

structures of the org., both formal and informal. Also how the leader needs to struggle with 

these structures in order to get things done. Finally the human resource perspective looks at 

the org. from a view of individuals that are creating something together (Bolman & Deal, 

1997). 

The concept of HR (Human Resources) is a fairly new concept but Mintzberg still fends 

this concept of arguing that “people have become “human resources” in business schools 

and so much business practice is further evidence of this problem [of looking at people as 

resources]” (Mintzberg, 2005, pp. 16). In a management book from 1990 written by 

Bateman & Zeithaml (pp. 43), they name the first period equivalent to the structural 

perspective “systemic management & scientific management”. They also argue for the fact 

that the market had a big appetite for products and add the fact that external influence was 

scarce, leaving the main task for managers to solve efficiency inside the walls of factories. 

Systemic management in this case was the first to evolve, when tasks and issues of the 

production was systematized. The scientific management took this need for efficiency 

inside the factory wall one step further. Here Taylor steps in to the picture and starts to 

measure different tasks and search for optimum in each step of the process. The man who 

created the GANTT-chart, naturally named Gantt was also active during this period and 
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also Henry Ford who applied the scientific management to his car production (Bateman & 

Zeithaml, 1990, pp. 47).  

The idea that the chief does it all, coming up with the grand strategy and then driving its 

implementation by everyone else, is frequently a myth left over from the mass production 

of simple goods (Mintzberg, 2005).  

2.2.2 Managing change 

One question that the respondents will be asked is regarding change. Therefore it is 

important to understand how change can impact an organization (and directly or indirectly 

a manager). As researchers a preconception to this study is that change is an issue that 

managers might have to deal with and therefore their attitudes in this matter could be 

interesting to understand. But below follows a theoretical perspective on the issue of 

change. 

Change in the organization 

Ivancevich et al (1989) identify two sources of change: external forces and internal forces. 

External forces are concerned with changes in the market place, technology and 

environmental changes while internal forces are concerned with processes and people (p. 

558). Rue & Byars (1992) identify three different categories of changes affecting the 

organization: technological changes, environmental changes and internal changes (p. 428-

429). Tosi & Mero (2003) identify four factors responsible for bringing changes in the 

organization and in the workplace: changes of the nature of the work, structural changes in 

companies, globalization and an increasing diversity at the workplace (p. 270-271). Jones 

(1995) focuses on organizational change and defines the concept as “the restructuring of 

resources and capabilities to increase the organization‟s ability to create value and 

improve the returns to its stakeholders” (p. 480), therefore change for Jones (1995) is 

involving human resources, functional resources, technological capabilities and 

organizational capabilities (p. 481-482). 

Sources of resistance to change 

Ivancevich et al (1989) expose the reasons why people would be eager to resist change, on 

this matter they identify four main reasons: (1) parochial self-interest when people resist 

change because they are afraid of “losing something they value” (p. 576), (2) 

misunderstanding and lack of trust when people do not understand change and its 

implications and also when there is a lack of trust between the initiator of change and the 

people affected by change (p. 576), (3) different assessments since initiators and people 

affected by the change make different assessments of the situation as they both have 

different data and different information on the situation (p. 576) and (4) low tolerance for 

change when people resist because they do not think they can develop the necessary skills 

to cope with change (p. 576). Rue and Byars (1992) identify six barriers to change in the 

organization: (1) fear of the unknown, (2) economic reasons, (3) the fear of losing value, 

(4) a threat to power, (5) inconvenience and (6) a threat to interpersonal relations (p. 431). 

Tosi & Mero (2003) underline that organizational structure, organizational culture and 

power structure in the organization are barriers to change (p. 273). In addition to that they 

argue that an organization can be a complex system with a set of interdependent part thus 
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interdependencies can also be a barrier to change (p. 274). Jones (1995) identifies obstacles 

to change at three different levels: organizational, functional and individual (p. 485).  

Lowering resistance to change 

Ivancevich et al (1989) argue that there are several methods in order to lower the resistance 

to change, such as education and communication, participation and involvement, 

facilitation and support, negotiation and agreement, manipulation and co-optation and 

explicit and implicit coercion (p. 576-577). Rue & Byars (1992) give several suggestions in 

order to lower the resistance to change such as building trust, discussing upcoming 

changes, involving employees, by making sure that the change is reasonable, avoiding 

threats, choosing the appropriate time for change and choosing the right place to implement 

change (p. 432-433). Tosi & Mero (2003) define overcoming resistance to change as “the 

process of unfreezing the organization and causing movement” (p. 275) and argue that a 

manager should first identify and understand an organization‟s key components also known 

as leverage points for overcoming resistance to change: the setting, the organization, the 

management and management skills, culture and teams and team-building (p. 276-277). 

According to Jones (1995) there are two main strategies to overcome obstacles to change: 

top-down change strategy and bottom-up change strategy (p. 488-489). By using a top-

down change the organization wait until the costs of not changing exceed the costs of 

implementing change and then the organization introduce the strategy for change. By using 

a bottom-up change, managers involve other managers and employees at all levels in 

discussions about the change (p. 488-489). 

2.2.3 The concept of organization from the perspective of SIT 

Moving on from change there is a theory that has been gaining ground in recent times 

called SIT. As students we were presented with this theory and it gave another dimension to 

organizations, management and leadership. In the leadership theory the SIT will be touched 

upon both from its original perspective but also from something called LMX theory. This is 

similar but with a main difference; the view on individuals as unique or as striving for 

homogeneity. But now we continue with SIT in an organizational context. 

Another way of looking at the concept of organization is from the social identity approach; 

from this perspective organizations are “internally structured groups, which are located in 

complex networks of intergroup relations that are characterized by power, status, and 

prestige differentials” (Hogg & Terry, 2001, p. 1).  

There are two main components to the social identity approach: (1) social identity theory 

(SIT) and (2) self-categorization theory (SCT). The main principle of social identity theory 

is that an individual defines himself/herself according to the social category he/she belongs 

to thus individual are defined according to the characteristics of the social category they 

belong to (Hogg & Terry, 2001, p. 3). Self-categorization theory is focused on explaining 

group behavior through the social categorization process (Hogg & Terry, 2001, p. 5).  

SIT and SCT are used for organizational researches and especially in order to get more 

insights and understanding on one key issue: organizational identification. Organizational 

identification happens when “an individual‟s beliefs about his or her organization become 
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self-referential or self-defining” (Pratt, 1998, p. 172, in Hogg & Terry, 2001, p. 14). 

Therefore, organizational identification is concerned with getting understandings on how 

and why individuals make the choice to identify with organizations and work groups over 

other groups. 

Pratt (2001, p. 14) stresses the importance of understanding the organizational 

identification process since a strong identification has positive outcomes for an 

organization in terms of turnover, productivity, motivation, satisfaction and obedience. In 

addition to that a stronger organizational identity will push individuals to make decisions 

and take actions that will favor the organization.  

On the other hand, Pratt (2001, p. 16) also stresses the downsides of over identification as it 

impacts negatively both the individual and the organization in terms of flexibility, 

vulnerability, trust, organizational dependence, initiative, creativity. In addition to that 

individuals can start to undertake antisocial and unethical actions and can be exposed to 

“the loss of an independent sense of self” (Mael & Ashforth, 1992, in Pratt, 2001, p. 16). 

The first key component to organizational identification is categorization and one of the 

main issues about categorization is clarifying boundaries between the ingroup and 

outgroups. Therefore, Pratt (2001, p. 17) presents three situations that make the ingroup 

(the organization) and outgroups (other organizations) more different thus easing 

organizational identification: (1) the more distinct an organization is compare to other 

organizations and the easier it is for its members to categorize themselves thus easing 

organization identification. In turn (2) organizational identification is enhanced when 

outgroups (other organizations) are salient thus emphasizing the difference between those 

inside the organization with those outside the environment. Finally, organizational 

identification is enhanced in a situation of interorganizational competition thus minimizing 

differences within the ingroup and focusing on differences between ingroup and outgroups 

members. In turn, intraorganizational competition maximizes ingroup differences thus 

diminishing identification. 

The second component acting as a basis to organizational identification is self-enhancement 

and it is concerned with ingroup members making comparison with outgroups in order to 

increase their “sense of self-worth” (Pratt, 2001, p. 17). Therefore, organizational 

identification will be eased if the target organization is (1) prestigious, (2) has an attractive 

image and (3) when the organization‟s identity is known for increasing its member self-

esteem. 
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2.3 Management 

“Easy formulas and quick fixes are the problems in management today, not the solutions.” 

(Mintzberg, 2005, p. 1.) 

The objective when creating this management block was to review the contemporary 

management theories as well as giving the reader a short guided tour through the 

development of the management field. Classical authors like Fayol will be linked to the 

current management field where several branches have been formed. The classical 

management theory called “Scientific management” consists of four key concepts, which 

are: "Planning, Organizing, Controlling and Leading". The theoretical landscape of 

management has then evolved into fields like: Strategic management, Contingency 

management and Japanese-style management. The structure created in the beginning with 

planning, organizing, controlling and leading have however survived. This thesis will have 

a focus on the classical management as it was considered by us as interesting to see as to 

what depth this theories still holds within the daily work of managers. This theory could 

have focused on the modern interpretations on management but it felt like more of a 

challenge to see if older literature and article still holds ground in the modern world of 

management. Shorter explanations and models on the modern perspectives on management 

can be found in the appendixes. 

“Management is a combination of science, art, philosophy, social sciences, psychology and 

industrial psychology.” (Pindur & Rogers, 1995, p. 75) 

2.3.1 The roots 

The reason why the field of management has the name “management” has to do with the 

history of the subject. When Taylor started to do research on how to increase the 

productivity in factories, the reason was to create structure on how to “manage” things in 

order to make them more efficient. You can if you want link this back to the gigantic need 

for output in this time, where the problem was not to sell, but to produce enough. The 

people/resources were supposed to be instructed and stationed in ways that increased the 

output. To understand the concept of management it is important to understand the history 

of the concept and the contemporary situation in order to finally create a point of view as to 

what direction this subject if moving. Throughout this part on the concept of management 

there will be a US perspective, as one fundamental thought of this subject is that is has 

strong roots in the US culture. This is not judged in any direction, only stated as a 

fundamental part of the development in this field. (Lawrence & Edwards, 2000, p. 14). 

Taylor and Fayols contribution to the early years of our current management paradigm can 

give a good input into how this developed (Fayol, 1911; Rue & Byars, 1992, pp.28-29). To 

move forward then the different branches of the management field can explain how we look 

at management today. Peter Drucker who is considered a management guru wrote in 2000 

about the subject of management. He discusses how the classical view of management boils 

down to a knowledge view on management as something static with one right way of 

structuring the organization and one right way of leading people. (Drucker, 2000, p. 12).  
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2.3.2 U.S.A 

"[...] America pretty-much invented management and has given the world a model of 

professional management and thereby provided a standard of competence for other 

countries." (Lawrence & Edward, 2000, p. 14) 

According to Lawrence & Edwards (2000, p. 14-27) the US dominance of business life 

over the world was unchallenged after the Second World War. The US accounted for 

around 2/3 of the industrial output of the world. Many countries around the world were 

trashed from the two wars and had difficulties with their efficiency in producing output. 

Here the US was much responsible for being the engine in the rebuilding process of the 

world. The US has had big influence on business culture during the 20th century and now 

in the beginning of the 21th century they are still big but losing ground if you look at them 

relative to others marching upwards. Most of the literature on the subject of management 

has been written in the US and this comes naturally if the arguments above are accepted. 

One final point to underwrite the fact of US dominance is the issue of currency. The US 

dollar is considered a reserve currency and it has been a currency that many economies 

have pegged their own currency against (Krugman & Obstfeld, 2009, p. 7). Only 

dominating economies have others pegging their currency against them and are considered 

a reserve currency.  

2.3.3 The meanings of management 

In this part we are going to discuss the different meaning of the concept of management in 

order to (1) clarify its meaning for the reader but also (2) to facilitate our own 

comprehension of the term and then delimitate the approach/definition of management on 

which we are going to base this research paper on. There is an exhaustive list of books and 

articles dedicated to management, therefore to make simple and avoid any confusion for us 

and the reader we have decided to furnish explanations on the term management from one 

source: Management – Principles and functions (Ivancevich, Donnelly and Gibson, 1989).  

According to Ivancevich et al. (1989) the term management can have several 

meanings/definitions; therefore to begin with we are going to define management in the 

light of four different perspectives: 

Management as a process  

Management can be looked at from the perspective of a process when it is referred to as the 

process of setting functions and activities performed by a manager (p. 4). 

Management as a discipline 

Management can be looked at from the perspective of a discipline when management 

implies that you are going to learn the theories, principles and concepts of management in 

order to accumulate the sufficient knowledge to be able to use these theories, principles and 

concepts in practical managerial situations (p. 4). 
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Management as people 

Management as people refers to the people who are embedded in the process of 

management thus management as people refers to managers of course but also to 

employees and all the people who are part of an organization (p. 4-5). 

Management as a career 

Management can be referred to as a career when the term is used to describe “the process 

of management progress through a sequence of new activities and, often, new challenges” 

(Ivancevich, Donnelly and Gibson, 1989 p. 5).  

Even though Ivancevich et al. (1989) have described the different meanings the term 

management can have depending on which perspective you look at it, they also specify the 

meaning they give to management in their text book; we believe that that very particular 

definition of management is consistent enough as well as explicit enough for our reader to 

understand where we are standing and what we mean when it comes to management thus it 

is the definition of management we choose to use throughout this research paper: 

“Management is the process undertaken by one or more persons to coordinate the 

activities of other persons to achieve results not attainable by any one person acting alone” 

(Ivancevich et al., 1989, p. 5). 

2.3.4 Different approaches on management 

According to Ivancevich et al. (1989) knowledge in the field of management comes from 

two types of people: (1) the actual practitioners of management thus managers themselves 

who wanted to share their own experience and (2) scientists interested in understanding and 

sharing the actual process of management as for these individuals managers are seen as an 

interesting social phenomenon as well as a unique social resource within the society. 

Therefore, Ivancevich et al. (1989) argue that if so many people have so many different 

motivation and purpose for contributing to the field of management, there is an obvious 

need to organize management knowledge thus easing the process of understanding the true 

meaning of that knowledge for the students of management. Moreover, the authors believe 

that management as we know it today, also known as contemporary management, is the 

result and combination of the three following approaches: (1) the classical approach, (2) the 

behavioral approach and (3) the management science approach. 

Therefore, in this part of our research paper we are going to focus on the three different 

approaches of management mentioned above, what they mean but also the contributions as 

well as the limitations of each and every one of them. By doing so we are going to 

“organize the knowledge so that it is meaningful to the student of management” 

(Ivancevich et al., 1989 p. 8) and for the reader to “see an evolution of what is known and 

what should be known about management” (Ivancevich et al., 1989 p. 8). 

The classical approach 

Pindur & Rogers (1995) looked at the history of management where they first discuss the 

classical management movement. Under this classical movement they put Scientific 

Management and General Administrative Management. The timeframe for this period is 
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1885 to 1940. Under this paradigm the classical theorist explained under our theoretical 

framework is salient but according to Pindur & Rogers they have limitations (1995, pp. 64): 

“The major limitation of the classical management movement are that it assumes that each 

worker is an economic man and will, therefore, work harder in order to make more money; 

it is most suitable for uncomplicated and relatively stable organizations, whereas most of 

today‟s organizations are complex and aggressive; it does not deal with the relationship 

between an organization and its environment; and most classical theorists regard 

employees as tools to be used to achieve organizational goals rather than as valuable 

resources.” 

As Ivancevich et al. (1989) mention it, a special attention was brought to management in 

the early phase of the 20
th

 century. Back then, managers were facing the same problem: 

how to increase both productivity and efficiency of the work force? The term classical 

approach is then the milestone marking the beginning of management study in order to give 

answers to the two issues, productivity and efficiency, that are both mentioned in the 

question above. 

According to Ivancevich et al. (1989) it is possible to look at the classical approach to 

management from two distinct perspectives: (1) from the scientific management perspective 

which is focusing on lower-level managers dealing with the work force on a daily basis and 

(2) from the classical organization theory perspective which is focusing on top-level 

managers dealing with managing the organization as a whole. 

- Scientific management 

At the very beginning of the 20
th

 century, business was significantly increasing and 

expanding thus raising concerns in terms of labor supply. There were two alternatives to 

that problem: (1) substituting capital and labor or (2) finding a more efficient way to use 

labor. The scientific management approach is dedicated to and focusing on the second 

alternative thus how to use labor more efficiently. The main contributor for scientific 

management was Frederick W. Taylor who implemented in steel firms in 1886 a brand new 

way of working both at the labor and managerial level. As a matter of fact Taylor believed 

that workers´ full potential was unexploited and consequently that productivity could be 

increased. According to Taylor the solution was laying in finding the right balance amongst 

management and labor interests thus finding the right harmony between both groups 

through for instance the optimization of the work task, training for the workers, and 

implementation of a reward system on a performance/money base to motivate workers but 

also avoiding conflicts between workers and managers thus developing cooperation by 

pointing out the common benefits for both groups of reaching the organization´s goals.  
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Division of labor

Authority

Discipline

Unity of command

Unity of direction

Subordination of individual interest to the common good

Remuneration of personnel

Centralization

Hierarchy of authority

Order

Equity

Stability of the staff

Initiative

Esprit de corps 

- Classical organization theory 

As Ivancevich et al. (1989, p. 9) 

mention it, the classical organization 

theory is not focusing on the work of 

low-level managers with the work 

force but on the top-level managers 

dealing with the entire organization: 

“the classical approach focused on the 

management of organizations while 

scientific management focused on the 

management of work” (p. 9). The 

classical organization theory had two 

main goals: (1) to establish principles 

that could ease the process of 

sustaining a large organization and (2) 

defining which functions were critical 

to managing organizations. In addition 

to that, Ivancevich et al. (1989) also 

point out that engineers were the first 

contributors to scientific management 

while executives were the first 

contributors to classical organization 

theory; one of them was Henri Fayol. 

Fayol was a manager in a French coal 

company and from his own experience 

as a managing director he published a 

book in 1925 entitled General and Industrial Management, in which he describes (1) 

flexible principles of management thus making those principles adaptable to most types of 

organizations and (2) functions of management. 

As Ivancevich et al. (1989, p. 10) point it out, Fayol´s 14 principles of management are not 

meant to be strictly followed by managers but instead they should be used according to the 

manager´s experience but also the uniqueness of the situation. These principles can be 

viewed in Figure 1. 

As we previously mentioned it, in the book that he published back in 1925 Henri Fayol was 

determined to introduce the notion of management as a process thus describing four 

management functions that managers should perform: (1) planning, (2) organizing, (3) 

commanding and (4) controlling (Ivancevich et al., 1989, p. 10-11). 

The main contribution of the classical approach was to consider management as an 

influential actor of any organized society thus stressing the importance of management and 

managerial acts not only within the business sphere but also within numerous fields such as 

medicine, law and so on  (Ivancevich et al., 1989, p. 11-12). In addition to that, Fayol´s four 

management functions (planning, organizing, commanding and controlling) have been used 

to as a starting point in order to train and educate managers. Finally, Ivancevich et al. 

Figure 1: Fayol´s 14 principles of management (Ivancevich et 

al., 1989, p. 11) 
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(1989) point out that the contributions of the classical approach are difficult to evaluate but 

are eventually significant since “many management techniques used today are direct 

outgrowths of the classical approach” (p. 12). 

On the other hand, as Ivancevich et al. (1989) point out, there are also limitations to the 

classical approach. The main criticism underpins that principles and ideas of the classical 

approach lack validity in nowadays context since the current business environment is very 

different from the past. For instance, organizations were subjected to more stability in the 

past whereas nowadays most organizations are confronted to a constant changing 

environment. 

The behavioral approach 

After the classical movement the Behavioral Management movement started in the 1920s 

as a counter reaction to the classical movement. The human relations approach will be 

described below. Finally the behavioral movement‟s strength according to Pindur and 

Rogers (1995) is the understanding of motivation and things that relates to the soft aspects 

of management. 

According to Ivancevich et al. (1989), there are two main reasons to the development of the 

behavioral approach; first of all there the classical approach could not provide answers to 

all the problems within the organization, especially in terms of efficiency. Second of all, 

managers still had significant problems in managing their subordinates. The behavioral 

approach is divided in two distinct sub-approaches: (1) the human relations approach which 

was popular in the 1940s and the 1950s and (2) the behavioral science approach which was 

popular in the 1950s.  

- The human relations approach 

 “The term human relation refers to the manner in which managers interact with 

subordinates” (Ivancevich et al., 1989 p. 12). Therefore, people following the human 

relations approach believe that managers should (1) understand the behaviors of their 

subordinates but also (2) understand the psychological, sociological processes and 

mechanisms influencing those behaviors.  

The behavioral approach pointed out the fact that the success of an organization depended 

on individuals as processes and functions were influenced by their behaviors as well as 

groups within the organization. Therefore, the human relations approach focused more on 

the social environment whereas other approaches such as scientific management was 

focusing more on the physical environment. Consequently, contributors of the human 

relations approach claim that management should also take into consideration the social 

factors which are affecting individuals such as social recognition. One interesting part here 

is Mary Parker Follett‟s first time in this field where she looked at conflict management. 

Her conclusion was that conflicts could be constructive instead of destructive. (Pindur & 

Rogers, 1995, p. 65). Finally, they also stress the importance of work groups since groups 

are generating positive social outcomes (acceptance for instance) thus motivating 

individuals and then increasing productivity. To conclude, the human relations approach 
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underlines the importance for managers to acquire not only technical skills but also social 

skills in order to be able to deal with subordinates and avoid  

- The behavioral science approach  

Contributors of the behavioral science approach are people who belong to the social 

sciences field such as psychologist, sociologist and anthropologist. They suggested that 

there is a much more complex side of man thus that we cannot only describe and 

understand an individual´s behavior from the perspective of the “social man” or the 

“economic man”. The behavioral science approach focuses on “the nature of work itself, 

and the degree to which it can fulfill the human need to use skills and abilities” (Ivancevich 

et al., 1989 p. 13). Therefore, according to behavioral scientists there are many reasons 

explaining why people are motivated to work, despite of money and social development.  

The behavioral approach has deeply contributed to the development of management from 

the people-managing perspective. On the other hand, contributions from behavioral 

scientists could not always be efficiently used in practice by managers and then improve the 

managerial process since communicating findings between researchers and practitioners 

has always been a problem, especially because behavioral scientists are using technical 

terms to share their knowledge with managers. In addition to that, there could be some 

interns disagreement amongst behavioral scientists since they come from various discipline 

(psychology, sociology), consequently managers could find it difficult to understand 

complex behavioral mechanisms in that kind of situation. 

The management science approach 

The next movement was quantitative. Now the natural science got an advantage again with 

one of the areas were “operations management”. The basic tenant of quantitative 

management can be extracted from the word quantitative; it is mathematics. This was 

developed in the 1940‟s. (Pindur & Rogers, 1995, p. 67) 

The management science approach is a modern version of the scientific management and 

its contributions; the management science approach focuses on “the use of mathematics 

and statistics to aid in resolving production and operations problems” (Ivancevich et al., 

1989 p. 13). As Ivancevich et al. (1989) underline, this approach is dedicated to provide 

adequate solutions to technical problems rather than behavioral problems. The approach 

was initiated during World War II when England was facing tremendous military problems 

thus formed “teams” of specialists (mathematicians, scientists, physicists) in order to solve 

these problems. When the war ended, American firms decided to use the same approach 

since the contributions of the “teams” have proved to help England face its military issues. 

Nowadays, “teams” make a mathematical representation of managerial problems so that 

they can easily change variables and factors so that they have an idea of what would happen 

in a real-life situation. 

The management science approach has made significant contributions in the field of 

production management and operations management; productions management is dedicated 

to “manufacturing technology and the flow of material in a manufacturing plant” 

(Ivancevich et al., 1989, p. 14) and operations management is almost the same as 
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production management with the exception that “it focuses on a wide class of problems and 

includes organizations such as hospitals, banks, government, and the military, which have 

operations problems but do not manufacture tangible products” (Ivancevich et al., 1989, p. 

14).  

Even though this approach provides a large amount of solutions, looking at management 

and managerial problems from the management science approach perspective is not enough 

since management and managing also include dealing with people within the organization.  

2.3.5 Looking at management through different lenses  

We can look and analyze the concept of management from three perspectives: by looking at 

the functions, by looking at the roles or by looking at the skills (Rue & Byars, 1992, p. 5). 

To better understand the presentation on management in this theoretical chapter the parts on 

functions, roles and skills can be used. Within the functions part you will find the classical 

interpretation on management. The engineers who tried to increase productivity in factories 

and did this by creating clear structures to explain the daily work of a manager. Within the 

roles you will find Mintzberg‟s earlier work which in many aspects is in conflict with the 

classical perspective. (Ivancevich et al., 1989; Mintzberg, 1990; Jones, 1995). 

Management as functions 

Managers engage in a set of activities categorized into categories known as functions of 

management (Rue & Byars, 1992, p. 6) which are part of the management process 

described by Ivancevich et al. (1989, p. 5). These functions are (1) planning, (2) organizing, 

(3) controlling (4) leading which is the function linking the first three together (Ivancevich 

et al., 1989, p. 5) but also (5) staffing (Rue & Byars, 1992, p. 6). 

The planning activity in the managerial process is dedicated to (1) set objectives for an 

organization both from a short and long term perspective and also to (2) select the best 

strategies in order to fulfill and attain the desired goals for that organization. The planning 

activity is performed by managers and is a crucial part of the managerial process for the 

organization as it will design the appropriate tools in order to deal with a fast changing 

environment (Ivancevich et al., 1989, p. 6). 

As previously mentioned, the planning activity was dedicated to set the objectives of the 

organization. Therefore, by organizing, managers are building the right structure in the 

organization so that the planned objectives can be accomplished. From a more in-depth 

practical perspective, a manager takes the selected tasks from the planning activity into 

action, assigning those tasks to individuals and groups within the organization in order to 

(1) fulfill the objectives but also to (2) implement the right structure so that the organization 

can work as a cohesive entity (Ivancevich et al., 1989, p. 6). 

The previous set of activities were dedicated to define the objectives and design the right 

structure; the next step of the managerial process is concerned with leading which is the 

activity dedicated to push the entire organization towards the desired goals. From a 

practical point of view, managers are going to interact directly with individuals and groups 

within the organization in order to supervise their work but also motivate them in order to 
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ease the accomplishment of the objectives. The leading activity is a tricky part of the 

managerial process since some managers can have so difficulty in developing their leading 

skills which require (1) the capability of managing tasks and (2) the ability to communicate 

and interact efficiently with people within the organization (Ivancevich et al., 1989, p. 7). 

The very last step of the managerial process is dedicated to ensure that the current 

performance of the organization is matching the performance previously planned. The 

controlling activity is performed by managers with the help of several tools: standards of 

performance, information between current and planned performance (to check a possible 

gap between the two), action in order to rectify a possible deviation between planned and 

current performance (Ivancevich et al., 1989, p. 7). 

Ivancevich et al. (1989) argue that the managerial process is a set of interrelated activities 

thus each and every function that we previously introduced are needed in order to create a 

cohesive system for the organization to work from a managerial point of view. Also, the 

authors argue that the four functions do not work in a unique sequential way but on the 

other hand many combinations are possible for the managerial process to work. 

In addition to that, Rue & Byars (1992) argue for a fifth function known as staffing. It is 

concerned with determining the human resources that are needed for the organization, the 

recruitment, the selection but also training those human resources and putting efforts in 

developing them (p. 6). For a more exhaustive description of the functions of management 

see Table 2 in Appendix 2. 

 

 

 

 

    

 

 

Figure 2 The managerial process (Ivancevich et al., 1989,  p. 6) 

Management as roles 

In his work, Mintzberg (1990) described four myths about the manager‟s job and gave his 

point of view about each and every one of them (p. 164-166): 

 “The manager is a reflective, systematic planner” 

o Managers are working at a slow rhythm, they are mostly engaged in briefs 

and discontinuous activities, they are more eager to go for action than to 

engage into reflective activities. This differs from the classical view upon 
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management and managerial work which sees managers as planners 

(Mintzberg, 1990, p. 164). 

 

 “The effective manager has no regular duties to perform” 

o The managerial work is encompassing regular duties related to the process 

of soft information in order to connect the organization to its external 

environment 

 

 “The senior manager needs aggregated information, which a formal management 

information system best provides” 

o Managers are using verbal information over formal information channels 

such as documents 

 

 “Management is, or at least is quickly becoming a science and a profession” 

o The lack of knowledge on procedures used by managers implies that we 

cannot properly speak of science or profession when it comes to being a 

manager 

Barker (2010) also discusses this characteristic of management and just like Mintzberg 

(1990) he states that management is not a profession. According to Barker (2010) 

professions are “made up of particular categories of people from whom we seek advice and 

services because they have knowledge and skills that we do not” (p. 54). Knowledge 

asymmetry, established boundaries of a field and knowledge requirements are elements that 

are determining what a profession is and what a profession is not (Barker, 2010 p. 55-56). 

This discussion can be connected to the educational part of management. We in this study 

want to (among other things) look at education and our respondents roles as managers. 

Whether it is possible to look at management as a profession or not is relevant in this 

educational perspective on management. 

By presenting these four myths, Mintzberg shows that we need to understand what the 

manager´s job really is thus that we need to go back to a basic description of the managerial 

work. Therefore, Mintzberg (1990) argues that the managerial work can be described 

through a set of roles (p. 168). With the formal authority of a manager comes the status 

which will lead to a set of interpersonal relations, then with interpersonal relations comes 

access to information and finally with access to information managers are able to take 

decisions and make strategic choices for the organization. 

Mintzberg (1990, p. 168) discusses the fact that the three interpersonal roles come from the 

formal authority of a manager: figurehead, leader and liaison. The figurehead role is 

concern with the “ceremonial duties” (p. 168) managers must attend to because of their 

function as the head of the organization. The leader role encompasses all actions taken by 

managers in regard to their responsibilities towards their subordinates working in their 

organization, direct leadership such as “hiring and training” (p. 168) and indirect 

leadership since managers “must motivate and encourage employees” (p. 168). The liaison 

role is concerned with managers communicating with people located outside the vertical 
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chain of command since according to Mintzberg (1990 p. 169) managers communicate 

equally with their peers and subordinates but communicate less with their superiors.  

Consequently to interpersonal roles, managers gather more information than any other 

individuals within the organization thus leading to informational roles: managers monitor 

since they are questioning subordinates and other contacts for information, in addition to 

that managers are disseminator as they share information gathered to subordinates who 

cannot access these information, and also managers are spokesperson as they also diffuse 

information outside of their organization (Mintzberg, 1990 p. 169-171).  

Consequently the outcome of informational roles is decisional roles in which managers are 

entrepreneurs since they are continuously trying to improve their organization in order to 

face a changing environment; they are also disturbance handler since managers are to be 

responsive towards crisis situation. In addition to that managers are resource allocators as 

they decide “who will get what” (Mintzberg, 1990 p. 172). Finally managers are negotiator 

as they dedicate a lot of their time negotiating since they alone have the authority to involve 

the organization‟ resources but also they alone hold information needed to accomplish a 

negotiation (Mintzberg, 1990 p. 172). For a more exhaustive description of the 

management roles see Table 3 in Appendix 3. 

 

Figure 3: The manager’s roles (Mintzberg, 1990 p. 168) 

Management as skills 

Some skills are needed to be a manager: technical skills, analytical skills, decision-making 

skills, computer skills, human relations skills, communication skills, conceptual skills 

(Ivancevich et al., 1989, p. 32-35) but also Rue & Byars, (1992, p. 9-10). 

A skill is “an ability or proficiency in performing a particular task” (Ivancevich et al., 

1989, p. 32). Identifying and categorizing skills is also a way of analyzing the managerial 

process (Rue & Byars, 1992, p. 9). There are seven managerial skills introduced by the 

literature on management and considered as important in order to be able to perform the 
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managerial job: technical skills, analytical skills, decision-making skills, computer skills, 

human relations skills, communication skills and conceptual skills (Ivancevich et al., 1989, 

p. 32-36; Rue & Byars, 1992, p. 9-10): 

- Technical skills: the ability to use a particular knowledge to perform a particular 

job. 

- Analytical skills: the ability to identify problem and be able to take necessary 

actions.  

- Decision-making skills: the ability of making decisions which is influenced by 

analytical skills. Poor analytical skills leading to poor decision making.  

- Computer skills: the skills to use computers. 

- Human relations skills: the ability to work, communicate and understand the people 

within the organization. 

- Communication skills: good communication is an important element of good 

managerial practices thus communication skills is the ability to communicate in the 

way that is best understood by other people within the organization but also the 

ability to ask for feedbacks in order to check that information communicated have 

been understood. 

- Conceptual skills: are the skills by which a manager has the ability to understand an 

organization system and its complexity. 

2.3.6 A framework of the managerial work 

Mintzberg (1994) also stresses the need to establish a framework representing the 

managerial job in order to understand it (p. 11); his model gives insights into the 

managerial job in order to furnish a better understanding for managers about their own job 

and a better understanding of manager‟s around them (p. 12).  

The person in the job: central to this model is the person doing the job and this person when 

taking the job as a manager is bringing a set of values; experience thus competences, 

knowledge thus mental models on how he or she perceives the world around to be. All this 

characteristics result in defining a manager‟s approach and style (Mintzberg, 1994 p. 12).  

The frame of the job: at the core of the managerial work is the frame of the job, the mental 

disposition that will define the strategy or vision of a manager for the unit he or she is 

managing. The three elements of the frame, (1) purpose – (2) perspective – (3) positions, 

generate all together the very first role of the model which is conceiving. The way 

managers conceive the frame of the job depends on the selection of frame and its clarity 

(Mintzberg, 1994 p. 12-13). You can find the frame in Figure 4 (see Appendix 4).              

The agenda of the work: the frame of the job as mentioned above is a mental representation 

thus requiring to be transformed into activities. This is done through the agenda of the 

manager implying a scheduling role. The agenda has two main components: (1) issues and 

(2) schedule (Mintzberg, 1994 p. 14). 
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The core in context: the frame and the agenda both have to be put into a context, in other 

words the context in which the managerial work is done. The unit of the manager is 

referred to as inside, the rest of the organization is referred to as the within and the outside 

refers to what is located outside of the organization (Mintzberg, 1994 p. 15). 

Managing on three levels means that managers adopt a behavior in order to transform into 

action conceiving and scheduling. Therefore they can manage (1) action, (2) people and (3) 

information (Mintzberg, 1994 p. 15). They can manage the levels they want but once they 

are done then they have to work with the one or ones left. Also, the level a manager favors 

will determine his or her style of management, therefore doers manage through action, 

leaders manage through people and administrators manage through information (Mintzberg, 

1994 p. 15-16). 

Mintzberg (1994) stresses the importance for managers to do their job in a well-rounded 

manner, in other words, managers should not emphasize only one aspect of the job such as 

only focusing on leading, or doing, or controlling. Instead, managers should look at the 

components of the managerial job as complementary to ensure the effectiveness of the 

model and the effectiveness of good managerial practice (Mintzberg, 1994 p. 22). 

In his book entitled The Nature of Managerial Work (1973), Mintzberg exposes a set of 

propositions about the characteristics of the managerial work and more specifically he 

states that a manager‟s activities (1) “are characterized by brevity, variety, and 

fragmentation” (p. 31) but also that managers (2) “perform a great quantity of work at an 

unrelenting pace” (p. 51). 

2.3.7 Management education 

To understand the perspectives of the management student and these individuals‟ 

perceptions some discussions could be made on management/business education. 

According to Hogan & Warrenfeltz (2003) the individuals who get professional “education 

in business, engineering, and science (including psychology) largely concerns technical 

issues. Very little attention is given to a systematic analysis of human nature, including the 

needs, aspirations, and capabilities of the students themselves” (p. 75). What this does is to 

create an imbalance between the technical knowledge of the students and their knowledge 

about the “soft” issues. 

Gilbert Ryle is quoted by Hogan & Warrenfeltz (2003, p. 76), as he made a distinction 

between “knowing that” and “knowing how”. This means that you can have knowledge that 

certain phenomena‟s exists, but it is another thing to know how to deal with it. 

There has been a rougher, critical voice on how the management education is being 

handled. Specifically the MBA education has got critique from Mintzberg‟s book 

“managers, not MBA‟s” (2004) and Rubin & Dierdorff in an article discussing 

competencies needed by practicing managers and how well the MBA‟s bridge this need 

(2009, p. 208). What Rubin & Dierdorff finds out is the balance between attraction to the 

MBA program and the needs from the recruiting companies. If the Universities designs 

their programs to have much free choice to study “fun” courses, then they will attract many 

students but will not make the best foundation for future managers. If they design the 
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programs so that they design required courses that will make a solid foundation, they might 

not get that many students. The company‟s on the other hand might want technical focus 

and not the soft issues, so there are a complex set of factors surrounding management 

education today. (Rubin & Dierdorff, 2009, p. 222).  

Another aspect of management education, except the ability to create foundations for 

individuals that study management, is to create a foundation of identity for the students. 

Petriglieri & Petriglieri (2010) discuss around this subject and argue for what they call 

Identity Workspaces. The aim is to go “beyond influencing what managers know and do, 

and supports them in understanding and shaping who they are” (2010, p.44). They argue 

that management studies are a place where you form an identity in the transition to your 

new professional role: “we argue that the identity workspace concept can be harnessed to 

understand the relatedness between corporations, managers, and business schools. We 

posit that business schools have been drawn to occupy a widening psychological distance 

between corporations and their employees – a distance created by profound changes in 

psychological contracts underpinning work relations.” (Petriglieri & Petriglieri, 2010, 

p.45) 

As you can read above the distance in their article lies in the corporation and their 

employees, not the student and reality as we argue in this thesis. But maybe the theory of 

identity workspace can be useful despite this fact, as business schools are included in their 

perspective. Identity workspace according to Petriglieri & Petriglieri (2010) is a place 

where you can build your identity, an institution. This cannot be done alone and also the 

individual building an identity will have periods of “uncertainty, confusion and anxiety” 

(Petriglieri & Petriglieri, 2010, p. 45). Why the issue of identity is important for this thesis 

is because the perspective of a management student has a special relationship to identity. A 

management student cannot identify with the profession of engineering, accounting, 

finance, teacher to name a few. The management student is in the profession of 

management. Here Petriglieri & Petriglieri (2010) continues on arguing in the subject by 

discussing the change in coherence and stability on long term employment. This creates a 

situation where people more change their organizational belonging and strengthens the 

need to have an identity workspace: “we argued that managers in fluid organizations and 

fast-moving sectors of the economy are less likely to rely on their corporate employers for 

the provision of social defenses, sentient communities, and rites of passage. As a result, 

they are likely to invest business schools with the function of identity workspace and use 

their courses to stabilize a fragile identity or transition toward a new one”. (Petriglieri & 

Petriglieri, 2010, p. 54). 

In addition to this section about management, you can find more information on 

management today by looking at Figure 5 (see Appendix 5). 
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2.4 Theory and practice 

2.4.1 The theory/practice gap: a recurrent problem  

Now we will move on from the different approaches to discuss the issue of theory and 

practice. As a fundament for this thesis lies in the fact that there is a distance between 

theory and practice, and we as researcher wish to study this distance and draw some 

conclusions; something could then be said about the proposed gap on theory and practice. 

The theory/practice gap has always been a matter of debate and discussion in the field of 

business and management research, what Reed (2009) referrers to as “a perennial problem 

in all fields of social scientific research and education that are symbiotically linked to 

domains of professional practice and organization” (p. 685). According to Duncan (1974) 

“throughout the relatively short history of systematic management, a curious skepticism 

has developed between the teacher-researcher in the field and the practicing businessman. 

This skepticism has contributed to incalculable inefficiencies resulting from the tardy 

adoption of innovative concepts and improved techniques of decision making. It also 

retarded management´s progression toward professionalism since similar conflicts are 

rarely evident in more established fields such as medicine, law and engineering” (p.724).  

Contemporary articles have shown that nowadays the theory/practice gap is still a matter of 

researches, debates and discussions within the field of management studies (Brownlie, 

Hewer, Wagner and Svensson, 2008; Reed, 2009; Brennan, 2008) and closing this gap is a 

challenge characterized by Brownlie, Wagner and Svensson (2008) as “an heroic struggle 

between the high-mindedness of theory and the allure of pragmatic everyday trials and the 

tribulations of heroic practitioners struggling in “the real world”” (p. 462).  

 A definition of the theory/practice gap  

There is not  only one single definition encompassing the complex nature of the 

theory/practice gap in business and management research, instead, the gap can be framed 

through three different approaches: (1) a knowledge transfer problem, (2) a philosophical 

problem and (3) a knowledge production problem (Ven and Johnson, 2006, in Reed, 2009).  

To begin with, the theory/practice gap can be framed as a knowledge transfer problem thus 

from that perspective the focus is on the way knowledge and findings are presented and 

communicated from academic researchers to a wider audience including practitioners. The 

work of Ven and Johnson (2006, in Reed, 2009) suggests that researchers are stuck in a 

single-minded position while working on creating knowledge and understandings thus they 

are not focusing on how to properly deliver the knowledge generated. Therefore, those new 

findings are not used by practitioners leading to an overall misunderstanding of the two 

sides and finally resulting in a situation in which the research community “ignores the 

practitioners community or, at best, marginalizes the status and significance of the latter´s 

needs and priorities” (Reed, 2009 p. 686). In addition to that, the work of Duncan (1974) 

suggests that the knowledge utilization process can be viewed as a macro communication 

process thus if a misunderstanding of communication can lead to an interference of 

information transfer then the same logic can be applied to the knowledge utilization process 

and then “once the process is understood, information transfer could be greatly facilitated” 

(p. 736).  
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Looking at the theory/practice gap from a philosophical perspective suggests that 

researchers and practitioners are motivated by two different epistemological interests and 

finalities (Reed, 2009); in brief, researchers are motivated by the need to create and test 

theories that could be used universally and for any purpose whereas practitioners are 

struggling to solve problem in a context characterized by high uncertainty and constant 

change (Reed, 2009). As a result, Reed (2009) describes a situation in which researchers 

and practitioners “are seen to be locked into incommensurable philosophical paradigms 

that present very substantial, if not insurmountable, barriers to cross-communication – 

much less collaboration” (p. 686).  

Finally, looking at the theory/practice gap from a knowledge production problem 

perspective implies to look at a lack of a clear positioning strategy within the sphere of the 

social sciences community; Reed (2009) argues that a lack of strategy from the researchers 

lead to the situation in which the results generated by management researches and activities 

lack “any sense of their strategic mission or operational role within the wider civic society 

in which they are embedded” (p. 686). To conclude, Reed (2009) depicts a research 

community stuck in its own system, oscillating between satisfying practitioners´ needs and 

satisfying demands of the social scientific community, despite any intellectual 

considerations.  

 The importance of the theory/practice gap  

Following Ven and Johnson´s work on how the theory/practice gap has been framed 

(2006), some authors just like Reed (2009) have express the importance of the theory/gap 

in regard to the long-term sustainability, institutional development and legitimacy of 

business school within the higher education systems. The main reason for this revival about 

the future of business schools is explained by the dominant place of research over teaching 

in business schools (Starkey and Tiratsoo, 2007, in Reed, 2009) but also the small and 

almost non-existent testing of validity and relevance of the research that has been 

undertaken. Starkey and Tiratsoo (2007, in Reed, 2009) justify the research dominance 

syndrome as the result of a complex interplay amongst several factors: “over-compensation 

for a deep-seated “academic inferiority complex”; institutional timidity in the face of 

increasing pressure exerted by external audit and assessment regimes (such as the research 

assessment exercise); the increasingly fragmented and ad hoc organization of business and 

management research (Whitley 1984a, b); and the ever-present resource constraints 

imposed by the “cash-cow syndrome” (p. 688).  

 What can we do about it? 

Some authors like Jones and O´Doherty (2005, in Reed, 2009) have made a pessimistic 

analysis of the future of business schools; according to them the typical business school 

model as we know it is experimenting a terminal state due to “its consistent failure to 

provide challenging and stimulating educational experiences for its students” (p. 691). 

Others like Antunes and Thomas (2007, in Reed, 2009) argue for a European response to 

theory/practice gap and business schools challenge and oppose US-based business schools 

to European-based business schools that have developed over time a different approach to 

education but also to business and management research. While US-based business schools 

have set and build their standards around the MBA model, European-based business 
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schools have developed another approach towards education by being culturally more 

diversified, putting a strong focus on social sciences, developing a richest and stronger 

international network but also by focusing much more on interdisciplinary work. As a 

result European-based business schools are what Antunes and Thomas (2007, in Reed, 

2009) qualify as niche-market orientated and “segmented players with distinctive 

intellectual cultures and brands that are much more open to innovative developments in the 

social sciences and the humanities and their implications for real-world practical problem 

solving” (p. 691). 

2.4.2 Theory and practice, connected to education 

 “Every time I am interviewed on this subject, I am asked, “Are leaders born or made?” 

My answer is “Yes”” (Lewicki, 2005, p. 242) 

On the issue of what could be improved in today‟s teaching from business schools is 

according to Jurgensen (being interviewed by Lewicki): Psychology. “Managers need to 

understand the different ways people are wired – the differences in their interpersonal 

styles.” (Lewicki, 2005, p. 242). During our master level education there has been no 

course in psychology mandatory. What has been studied is “People – the human side of 

organizing”, under Managerial Perspectives on Strategy, People, Projects and Processes. 

(Umu.se, electronic resource). This module focused to a great extent on the SIT theory that 

can be seen in the theoretical part of this thesis. 

Regarding morals in business education Sumantra Ghoshal (2005) “suggest that by 

propagating ideologically inspired amoral theories, business schools have actively freed 

their students from any sense of moral responsibility”. Here the author suggests that 

business schools are responsible for bad management behavior because of the amoral 

theories being thought (p. 76). A Swedish example of moral and responsibility in 

corporations is the case of HQ. In a recent news article the board of directors in HQ Bank 

has been “freed from all responsibility” (HQ BoD news article, 2010). But, is this behavior 

of a company acting badly and then not making the top people of the company responsible 

a business school responsibility can be questioned. 

“A theory of subatomic particles or of the universe – right or wrong – does not change the 

behaviors of those particles or of the universe. […] In contrast, a management theory – if it 

gains sufficient currency – changes the behaviors of managers who start acting in 

accordance with the theory.” (Ghoshal, 2005, p. 77) 

What Ghoshal is pushing towards in his article is the fact that if you consider the concept of 

management then you will not have to consider the ethical or moral aspects of your 

decisions. You have a clear “formula” on how to act and if you follow the template you will 

be right, even if some consequences won‟t be good. You will not have to consider if the 

things you do are moral or not, because after all you followed the teachings of 

management. He moves further and accuses Milton Friedman‟s liberal movement to 

penetrate contemporary management and organizational theories, and that the view of 

humans in these theories has twisted today‟s management theories into something bad. 

(Friedman, 2002; Goshal, 2005, p. 83-85). 
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According to Ghoshal the management science is far too focused on a natural science 

perspective in their explanation of management. This offsets the moral aspects of decisions 

and creates a deterministic approach where you only can follow the model and if things go 

wrong you still did the right thing. The other aspect is Mintzberg (1980) who looks at 

managers as people who do what is in front of them. What we as researchers wants to look 

at is this exposed gap between us as management students (representatives of the 

management science), and contemporary managers (the reality of management). 
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Concluding model on management 

 

Figure 6: Functions, roles and skills analysis (Schörling & Lange, 2010) 

To conclude, Figure 6 above shows the three approaches of analyzing management. The 

model is built on the literature and articles of Ivancevich et. al, (1989), Rue & Byars, 

(1992) and Mintzberg (1990). To further understand these perspectives you could say that 

the functions perspective of analyzing management focuses on what to do and can be 

considered to be the product of the old classical management approach. The perspective of 

roles can be viewed as a counter perspective to the classical management created mostly by 

Taylor (Scientific management). Another big contributor of classical management is Fayol 

who created the concepts of Planning, Organizing, commanding and controlling. In the 

Figure above this is explained by five concepts that are related to Fayol‟s original 

description. Mintzberg opposed these concepts and this perspective when he created the 

roles perspective (Mintzberg, 1990, p. 163). Finally the skills perspective focuses on what 

kind of skills that a manager needs in order to perform his managerial duties. 
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2.5 Leadership  

After presenting theory on organizations and management, the turn has now come for 

leadership. Here we will discuss theoretical connections to management and thereafter 

discuss the different theories on leadership that currently exists. 

Below we start this analysis by reminding the reader of the definitions of management and 

leadership used for this study: 

“Management is the process undertaken by one or more persons to coordinate the 

activities of other persons to achieve results not attainable by any one person acting alone” 

(Ivancevich et al., 1989, p. 5). 

”Leadership is a process whereby an individual influences a group of individuals to 

achieve a common goal” (Northouse, 2010, p. 2) 

What we can see is that management involves coordinating activities in order to reach 

results, while leadership is a process of influence within groups to achieve goals. 

Management is therefore more involved with structuring activities and leadership more into 

influence in groups. In order to understand the connection between the concepts we have 

several angles to take into consideration. The definitions of the concepts, the theories for 

the concepts and our respondents point of views. The definitions are only one each but the 

theories are several behind them and these does not always look at the concepts in the same 

way. Finally the respondents each look at these concepts from their respective point of 

view. Below we show an approximate summary of their perspectives in order to try to 

create a joint perspective of our respondents‟ point of view. 

On the perspective of the theories we have Fayol‟s theories that are central for the history 

of management (Fayol, 1916). Fayol discusses Leading as one of the four building blocks, 

as well as the “process approach” of management that has leading built in to their model. 

But the process approach is built on the foundation of Fayol so then this connection comes 

natural as one is built on the other. On the other management approaches presented in this 

thesis the leadership is less salient in their foundations. More is focused on other aspects 

like quality (Japanese-style management), strategy (Strategic management) and unique 

solutions (Contingency approach). (Pindur & Rogers, 1995). 

Mintzberg‟s theories place leader under the interpersonal roles together with figurehead 

and liaison. This means that according to Mintzberg the leadership in management is placed 

as an action performed in the interaction with other people. Leadership can therefore here 

be interpreted as something that has to do with relations to others. (Mintzberg, 1990). 

If we discuss the theories on a deeper level we can see that both theories shown above 

include leadership into the role of the manager and subject of management (Ivancevich, 

1989; Mintzberg, 1990). The theories on management used in this study more or less 

discuss the aspect of leadership. If you swap and look if the leadership theories look at the 

subject of management there are few connections to find (Northouse, 2010). Of course 

indirectly managers are involved in these theories but the leadership theories are applicable 
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on other situations than management and manager situations. Therefore management has 

leadership included but leadership does not necessarily have management included. 

Of course there is a difference in leadership and management, as one of them could be seen 

as dealing with the people and the other with the structures surrounding these people. The 

connection between them is that the classical management theories have “leading” as one 

of their building blocks (Fayol, 1916). But still the management theories have leadership as 

one part of their perspective. If you connect to the theories on leadership and management 

you could say that within the functions and the roles perspective you have leadership but 

not within the skills perspective of management (Ivancevich et. al, 1989). But the issue here 

is that we as management students believe that in practice leadership is a big part of what is 

needed from managers. At least that is what this study wants to find out, how our 

respondents view leadership and how they place it with their managerial role. 

Structures and solutions can create a frame, but the soft issues of leadership might get you 

there. Northouse (2010) has a definition worth looking at to understand our view on the 

concept of leadership for this study: “Leadership is a process whereby an individual 

influences a group of individuals to achieve a common goal” (Northouse, 2010, p. 2) 

The theories dominating leadership today can be seen through two dimensions: in parallel 

and historically. There are some theories that are older and there are some that are newer.  

Also there are some that co-exist and some that has moved in when others have been out-

dated. These leadership types will be presented and explained in order for the reader to get 

a general (hopefully clear) picture of the field. In the historical sense the issue of 

individuality can be made. Yukl (2009, p. 22) argues that some theories looks at the 

individual as other theories looks at the process in which leadership is done. When you 

look at the leadership theories you can see that the older theories has more a focus on the 

individual leader. The more you move forward to contemporary discussions, the more you 

move to the process of leadership in the organizational context as well as something that 

happens in the social interaction of people. 

This is also discussed in Yukl (2009, p. 25), where there even are discussions on separation 

between the manager and leader. Management and leadership are seen in this thesis as 

concepts that cross-function and overlap continuously. That is the pre-conception and how 

the respondents answer we will see later. 

To continue on Northouse (2010) discussion 

there is a distinction between what he calls trait 

leadership and leadership as a process. The 

difference here is that trait focus on inherent 

qualities in a person to be the driving factor in 

stating if a person is a leader or not, while the 

process viewpoint looks as leadership as 

something that occurs between a leader and the followers. Northouse explanation of this 

phenomenon is to create the difference not between managers and leaders, but instead 

between assigned leadership and emergent leadership. For this paper it could be easier if we 

see the management and the issue of managers as something assigned, while leaders and 

Trait Behaviors Process

Figure 7: The development of viewing leadership 

(Schörling & Lange, 2010) 
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leadership is viewed more from the aspect of a process and something that emerges. In the 

aspect of leadership as being a trait or a process, Rue & Byars as well as Ivancevich et al. 

view this as trait or behaviors. If you are to place behaviors you can map it between trait 

and process, as it doesn‟t see leadership like something that happens between the leader and 

the subordinates but it focuses on the behaviors of the leader and what the leader does. 

2.5.1 Older thoughts 

One important old leadership theory is the Great Man theory. This is in line with the issue 

of leadership as a trait. Here the focus is on the individual and this person‟s ability to be a 

leader thanks to different characteristics. Some people could therefore be born to lead, if 

they have the right recipe. The thought lies in strong leaders stepping forward when needed. 

(Northouse, 2010, p. 15). 

In the same category we have the skills approach. Here the leaders possess different skills 

that are needed to lead. You need to know about the area in which you lead in order to be a 

successful leader. (Northouse, 2010, p. 39). 

2.5.2 Development 

As the thoughts on leadership develop people start to consider the possibilities of leadership 

styles and also that certain situations give birth to leadership. The leadership styles have 

more a focus on behavior then inherent characteristics. In this perspective it is the behavior 

of the leader that is the recipe for good leadership. For the situational leadership we step out 

of the thinking that leadership evolves in groups where the leader is created. Here situations 

are where leadership occurs. Certain situations demand certain types of leadership. 

(Northous, 2009). 

When we look at the situational leadership the focus is on the leader adapting to what‟s 

needed of the situation. In more detail their suggestion is to look at how much competency 

each employee has and the motivation level they currently possess. If there is a high 

competence and high motivation, you need to take a step back and “delegate”. On the other 

hand, if the employee has low competence and low motivation; the leader needs to step in 

and “direct” the situation. Then there are a few situations in between but the essence lies in 

the two mentioned extreme points on each flank. On the backside they make no difference 

on issues of demographics on individuals and groups. What makes employees committed 

and what constitutes “competence” is never explained in Northouse book (2009).  

Blanchard et al. looks in his book “Leadership and the one-minute manager” (1986) at the 

situational leadership. Here they make a difference between steering and supporting 

leadership. The situational approach lies in the choice of moving between these two types 

of leadership. What is coherent with the earlier discussion from Northouse is that there is 

no discussion on the demographical aspect. There is no difference if you are leading in 

Indonesia or Finland. 
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2.5.3 Modern times 

 Contingency 

Contingency theory could be seen as a theory using the situational leadership discussed 

above, but also the leadership style approach. The word "contingent" can be described with 

other words as possible or uncertain. What contingency looks at is “which styles of 

leadership were best and which styles were worst for a given organizational context” 

(Northouse, 2009, p. 111). Involved in this theory is the concept of LPC. This stands for 

Least Preferred Coworker and was developed by Fiedler in 1964 (Yukl, 2009, p. 165). 

What you do is to place answer questions as a leader and this gives certain scores, where 

the total sum gives you a classification. What you can learn here is what kind of leader you 

are. 

Another area in contingency theory is the Path-Goal theory. Here much lies in motivating 

the members of the team to reach certain goals and thereby use different behaviors to get 

there. The leader can be supportive, participative, achievement-oriented or directive. The 

concepts can mostly speak for themselves, so maybe there is no need for a further 

explanation.  

 Interaction 

The development from contingency moved now into the interaction between leader and 

follower, while the situation before looked at how the leader could influence through 

different tools. One of these interactive theories was the LMX theory which stands for 

Leader-Member Exchange theory. This theory focuses on the interaction between leaders 

and followers. Here the relation itself between individuals is important in order to create a 

well functioning group. One approach this theory has is to conclude that all followers are 

not equal, as they make a difference between an "in-group" and an "out-group". This 

creates differences in responsibilities and loyalty.  

Hogg & Terry (2001), who edited the book on Social Identity Theory (SIT), has close 

connections to the LMX theory. Hogg et al. wrote an article in 2004 discussing LMX 

theory from a SIT perspective. The difference between these theories lies in the perception 

of personalization. If the group moves towards unique individuals, then LMX is stronger. If 

the group depersonalize and moves towards one clear group, then SIT is stronger. What the 

SIT-advocators argue for is the concept of “prototypicality”. This means that groups have a 

prototype which can be seen as the most appropriate leader. 

Group members attend carefully (both automatically and deliberatively) to prototypicality, 

such that more prototypical members are perceived to be and are endorsed as more 

effective leaders. (Hogg et al., 2004, p. 1002). 

What they find when they cross-test the theories of LMX and SIT, is that when one is 

strong the other is weak. The same goes for the other direction, when the other is strong the 

first one is weak. If you take this analysis to the next level, they argue that the theories are 

not enemies. They instead say that only one function depending on the level of 

personalization in the group. 
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2.5.4 Leadership today 

If we move from the psychological/behavioral approaches of SIT, there are a couple of big 

movements in the leadership area today.  

Transformational leadership is according to both our searches in the Umeå University 

library and Northouse (2009, p. 176) a part of the new paradigm in leadership. Here they 

make a difference between transactional leadership and transformational. Our 

interpretation of this is that the transformational leadership has a kind of glorification and 

ideal when it is described while transactional is more a description of leadership today. 

Transactional leadership involves a give and take approach, where for example kids get 

grades if they give back good results. A clear transaction is done. For the transformational 

leadership there is a journey involved, where both the leader and the follower are 

transformed throughout the process. One example could be Komatsu Forrest in Umeå, 

where the managers and workers are changing their way of working in order to reach a 

higher goal of long term survival. They now try to work according to the Lean Production 

system (Schörling, 2010). The importance when looking through the lenses of 

transformational leadership is that there is a transformation of the participants into 

something better (for additional information on lean production see Appendix 22). 

The second big movement in the field of leadership is authentic leadership. This theory 

involves the movement towards ethics and morals. It evolved from the transformational 

leadership approach where the first mentioned sentence was to create "authentic 

transformational leadership" (Bass, 1990). After this the first two article specifically on 

authentic leadership emerged in 2005 creating the foundation for the future research 

(Northouse, 2010, pp. 215). This movement towards morals can also be seen in corporate 

governance where the codes of corporate governance is emerging to create standards for 

companies on how to act in order to prevent bad behavior (Nofsinger et al., 2009). Also the 

CSR approach adapted by most companies is a movement aimed at morals (Kanji & 

Chopra, 2010). The general movement here is towards more ethics to cope with bad 

behaviors in the market.  

Implicit leadership is built on the assumption of the “cognitive categorization process”. 

This is a process in humans where we simplify the outside world in order to more easily 

understand it. We put things into categories to create structures of understanding. Implicit 

leadership works in this theme so that we have a perceived ideal in what attributes a leader 

should have. If we then meet someone that fulfills these “criteria‟s”, we consider the person 

to be a leader. The more criteria‟s that are met, the more of a leader the person is perceived 

to be. (Den Hartog et al., 1999, p. 223-224). To categorize this type of leadership theory 

you can place it within the LMX and SIT theories. They also have this categorization thing 

going on. 

For a recap on leadership theories see Table 4 in Appendix 6. 

2.5.5 End notes 

In the field of leadership there has been a movement because of the knowledge society, 

from a person who knows what to do and tells the rest what role they need to have when 
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reaching the goal. One way of explaining it is to say that earlier the leader knew what to do 

and gave detailed instructions on how to do it. Today the leader doesn‟t have the 

knowledge of all the members of the team, he or she may even be without a field of special 

knowledge. Here all the knowledge about the task may lie in the team members, creating a 

different role for the manager. His role will no longer be that of directing tasks, but what 

role does he then have?  

The Swedish business landscape has a strong bias towards export, with export responsible 

for more than 50% of the GDP. According to Porter (1998), there are other aspects of the 

Swedish business landscape to take into consideration.  

What seems to be following as an important characteristic in Northouse, Yukl and the 

GLOBE project; is charisma. This is a concept that penetrates most of the leadership 

debate. One reason can be that leaders are supposed to be involved and show a “fire” in the 

path ahead. Leadership where the leader is moving backwards and needs to be boosted by 

the other members can be seen as problematic. GLOBE is something that will be discussed 

after the basics of Hofstedes five dimensions, but first something about Implicit Leadership 

which is a foundation in the GLOBE research. 
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2.6 Culture  

We now move into the last part of the theoretical blocks; Culture. Why this is implemented 

into the thesis is because of its possible impact on a manager‟s reality. A manager might 

have to deal with his/her tasks differently in different countries. Also if several cultures are 

represented in a team that a manager is suppose to lead, this could have implications on 

how things are to be done. Finally this thesis is dual from a cultural perspective, as five 

Swedish and five French respondents are interviewed. Therefore an understanding about 

these two cultures could help in understanding these managers. 

To explain culture Hofstede (1980) has been the most influential in a business context. His 

five dimensions (Hofstede, www.geert-hofstede.com) have given an understandable view 

on cultural specifications in different countries. The dimensions were in the beginning four 

but then a fifth was added later to end up in the five dimensions we have today. They are 

the following: 

 Power Distance Index (PDI) 

 Individualism (IDV) 

 Masculinity (MAS) 

 Uncertainty Avoidance Index (UAI) 

 Long Term Orientation (LTO) 

 

Figure 8: Five dimensions of Sweden & France (http://www.geert-hofstede.com/) 

Above in Figure 8 you can see the five dimensions from Hofstede‟s model applied to 

Sweden and France. Below you can look at the different concepts and what they mean. 

Power Distance refers to the structures of the culture in equality. If there is a high power 

distance then there is a further distance between the powerful and the non-powerful. You 

can see that France have higher score on power distance, meaning that they have a larger 

distance between powerful and non-powerful for example. Individualism basically refers 

to the level of individualism in the country. If there is a low level of individualism there is a 

high level of collectivism. Somewhat surprisingly Sweden has a relatively high value even 

though the prejudice is that Sweden is a strong collective. The strong socialistic social 

security net and strong unions are evidence of this collective approach. And France in this 

aspect has an almost identical score on individualism. Moving on we have the Masculinity 
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where the issue of men and women is focused on. Here Sweden is low which means that 

the roles and values of women and men in the society are relatively equal. France has a low 

score here but still more than Sweden. Uncertainty Avoidance confronts the cultures 

attitude towards an unknown future. Sweden has here a relatively low value which means 

that Swedes needs structures and plans in order to confront the unknown. France in this 

aspect has a much higher score meaning that they are more okay with the unknown so to 

say. This is an interesting concept to look at for this thesis as we will look at cultural 

aspects for a manager. Long Term Orientation is the new dimension, dealing with: 

Values associated with Long Term Orientation are thrift and perseverance; values 

associated with Short Term Orientation are respect for tradition, fulfilling social 

obligations, and protecting one's 'face'. (Hofstede, geert-hofstede.com, 2010) 

What you can say about this dimension is that it originates from Chinese studies and the 

teachings of Confucius. If we try to connect this discussion on the different dimension to 

the issue of management Hofstede discuss around this in the book “Organization and 

Culture” (Hofstede, 2005, p. 34). Here he argues that the management culture can‟t be 

disconnected from the culture of the nations‟ culture it works within.  

2.6.1 GLOBE  

Globe stands for: “Global Leadership and Organizational Behavior Effectiveness research 

program” (House et al, 2004, p.3). Why a discussion on this massive study is included is 

because of two arguments: 

 This GLOBE study has looked at leadership and culture throughout the 

globe to create knowledge and links in these areas. 

 The study has as one of its cultures “Nordic Europe” (Denmark, Finland and 

Sweden). 

 They also have one named “Latin Europe” (France, Israel, Italy, Portugal, 

Spain and Switzerland (French-speaking). 

One of the hypotheses of this thesis is that there is a cultural dimension to the leadership 

and management sector. There is not “one best way”, which creates a gap for us to 

investigate what the “best way” is in the Swedish context. This fits well with the GLOBE 

study‟s view of leadership as “implicit”, meaning that it is in the eyes of the beholder. The 

way you think a leader should be, is what you will look for when requiting a manager. 

What they did in the GLOBE study was to interview over 17 300 managers from 62 

different cultures. These managers worked in 951 different organizations (House et al, 

2004, p.1). In the book they create a cluster where Sweden is included together with 

Denmark and Finland. This cluster is called “Northern Europe” (House et al, 2004, p.191). 

The country of France is included in what they call “Latin Europe”, together with Israel, 

Italy, Portugal, Spain and the French-speaking part of Switzerland. When they approach the 

issue of leadership and culture, the theoretical foundation on the leadership side is Implicit 

Leadership (which has been discussed in the leadership part). On the cultural side they to a 

great extent use Hofsteedes five dimensions as a partial foundation. When all these 
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scientists have used partly the same foundation as this thesis has done, it gives us as 

authors‟ confidence in looking at the “right places”.  

Is it more important for a leader to exhibit behavior consistent with culture specific 

expectations, or for a leader to exhibit behavior consistent with universally held leadership 

expectations? (House et al, 2004, p.671) 

The authors of the book on GLOBE try above to discuss the cultural implications of the 

ILT (Implicit Leadership Theory). One interesting point they make is that the struggle to 

explain leadership mostly is an academic struggle, as the individuals out in the 

organizations itself has their own idea of “leadership”. Nevertheless the discussion on how 

leadership is influenced by cultural dimensions is important for this thesis as Swedish 

managers has somewhat different incentives (look at the discussion on Swedish companies 

and industrial history later on in the thesis). One example from the GLOBE study on 

Nordic Europe Leadership is that Self-Protection is extremely low. No other cultural cluster 

scored as low on this subject. What self-protection is all about is leadership labeled “self-

centered, status conscious, conflict inducer, face saver and procedural”. It approaches the 

issue of the leader creating safety and security. On the other hand the Nordics scored high 

on team-oriented and participative, which needs no further introduction. If you compare 

with the French counterpart “Latin Europe” then they have almost the same on this study of 

cultural space. The Latin Europe cultures “endorses Charismatic/Value-Based and Team-

Oriented leadership. Autonomous action would not be endorsed and Humane-Oriented 

behaviors would not play a particularly important role. Although participative leadership 

would be viewed favorably, the Latin Europe cluster would not be noted for it” (House et 

al., 2004, p. 687-690). 

2.6.2 Swedish business  

Sweden is the country which this thesis will conduct its research within together with 

France. The specifics of these countries business life and managerial aspect could be 

interesting to highlight. Interesting to look at could be how the industries have been build 

up, how the Swedish culture works and what incentives Swedish managers have in their 

daily work. This last part on incentives involves how much money you can make, what 

“success” means in Sweden and the historical development of the country. Finally the view 

of leadership in Sweden could be an important aspect to look at. 

Sweden was considered "neutral" during the WW2 and kept their industries intact. This can 

be one explanation to why Swedish companies are so successful now across the world. 

They got a head start rising above much of their competition. One important character who 

has done research on Sweden is Porter. Porter can be considered as one of the more 

influential on the issue of strategy. (Porter, 1990). If you look at different paradigms 

described in the foreword on Schumpeter‟s classic book from the 50‟s, there was first 

Smith, Ricardo and these thinkers who were in to describing capital and wealth. Later came 

Keynes, Hayek and Schumpeter on the issue of applying the thoughts of the first generation 

on the rising corporate world. Finally now we have Porter among others who has refined 

the process one more step and introduced strategy from a more aggressive angle. 

(Schumpter, 2008). 
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In the case of Sweden Porter has a written about how Sweden can be competitive and what 

competitive advantages exist for Sweden. For the Swedish business life the high bias 

towards international exposure and export around the world, the issue on cultural awareness 

is greatly emphasized in Porters "Advantage Sweden" (1990). Another aspect of the 

Swedish business life today is the high level of immigrants in Sweden that has created a 

multi-cultural society. This internal and external exposure to cultures gives Sweden a 

demand for knowledge on how to develop in cultural knowledge.  

The Swedish exports constitute roughly 40% of its GDP in 2009, while USA in 2009 had 

around 7 % of its GDP in exports. (www.cia.gov, Sweden & USA). It can be interesting to 

think about the implications this has for the business life of a country like Sweden which is 

active in exporting their products. If you are to sell products abroad, the need to adapt to 

other cultures and be able to communicate through cultural differences seems fundamental. 

For Sweden this can mean a need for managers with language skills, interest in 

international business life and the ability to communicate. 

One interesting aspect of the Swedish system is the issue of taxes. The taxes in Sweden are 

relatively high and it could be seen as quite hard to earn heavy amounts of money. If this is 

the case, then there might be other types of incentives for managers. The manager might 

not go to work in pursuit of personal success, but instead status, creating good products and 

long-term survival. (Porter, 1990, p.40). The current government in Sweden is on a crusade 

against the bonus system and have in Telia, which the state has a position in, pushed 

through a bonus stop in favor of higher fixed salaries. Important to stress is the fact that the 

current government is from the right wing, not the socialdemocratic left wing party that has 

been ruling most of the time during Swedens industrial history. 

 

Also the aspect of competition could be interesting to stress. As Sweden is a small country 

with several MNCs, the industrial clusters can create situations where big competing firms 

can be situated as neighbors but still get along pretty well. This can be realized through the 

fact that even though they are doing the same things, they work in an international 

environment where they don‟t step on each other‟s toes. The international market is so big 

that they manage to survive both of them without bigger problems. For countries with 

bigger internal markets then you fight around the same “pie”, which could create more 

fierce competition as once gain in market share rips the other company of that percentage. 

(Porter, 1990, p.44). 

 

Finally something can be said about the financial sector of Sweden. In order to create big 

international companies the need for finance is crucial. In Sweden there are a few strong 

banks that have followed in the industrial rise.  

2.6.3 Managers in France 

Lawrence & Edwards (2000) state that the word to designate managers and management in 

France is “a collective plural, les cadres” (p. 31) and even though the word can be used in 

the singular form it is more commonly used in the plural form. Also the word can be used 

to designate the different categories of managers within an organization: cadres supérieurs 

for senior manager and cadres moyens for middle managers. In addition to that, in France 
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un cadre is automatically associated to men whereas a female manager is designated as 

“une femme cadre” (p. 31).  

Lawrence & Edwards (2000) point out that the word cadres originally belongs to the 

military field, designating “an ensemble of commissioned and non-commissioned officers” 

(p. 31) therefore Lawrence & Edwards (2000) argue that using a military term to designate 

a non-military group is “lending to management a policing and control orientation” (p. 31) 

which in the context of France is to be linked to the need of instituting a formal authority.  

According to Lawrence & Edwards (2000) the expression cadres appeared in the 1930s and 

was first designating professional managers “who were seen as a third force, neither 

workers nor patrons” (p. 31). The term les cadres is well delimitated in comparison to the 

Anglo-Saxon term management since cadres conveys “more categorical precision” (p. 32). 

First of all, legal features such as having their own retirement plan and their own placement 

service distinguishes les cadres from other categories. Also, some communities always 

treat les cadres as a unitary group: politicians always acknowledge les cadres for their 

participation into the modernization and well-being of the economy and going for their 

political support is always refers to as going for “the cadre vote” (p. 32). Les cadres are 

also seen as a unitary group because the media treat them in that way, “speaking of cadre 

opinions, wishes, grievances, aspirations, and so on” (p. 32) therefore there are plenty of 

magazines and other products from the media devoted specifically to les cadres such as 

newspapers for example. Finally, les cadres are one of the first targets of advertisements 

and the consumerist system since they have both high incomes and educational level.  

 How to become a manager in France? 

According to Lawrence & Edwards (2000), there are different steps in order to become un 

cadre in France: 

At the end of high-school you can take the baccalaureate exam, known as “le bac” (p. 34), 

which is the exam granting access to university. There are several bac options, the most 

prestigious is Bac S, the science option, since it includes most maths, “where mathematic is 

seen as the purest test of abstract mental powers” (p. 34). The most ambitious people will 

go for Bac S but others can also go for other options such as economics and business 

studies.  

Even though le bac greats access to university, the most ambitious students will try to enter 

the “grandes écoles” (p. 34) which are seen as the best institution within France‟s higher 

education system. There are 140 to 160 grandes écoles in France and they are divided in 

two categories: engineering schools and commercial schools. The most prestigious 

commercial school is HEC (Haute Ecole de Commerce) in Paris, but you also have 

prestigious commercial schools in the provinces known as ESC (Ecole Supérieure de 

Commerce).  

The grandes écoles are very different from universities: (1) they have the reputation to 

attract smarter people, (2) they are smaller in size, the grandes école have hundreds of 

students when the universities have thousands, (3) grandes écoles have a stronger network 

and are better connected to influent organization such as the government and companies, 
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(4) the grandes écoles are very selective but “if you can get in, you will assuredly „get out‟ 

(graduate), and live happily ever after in a career sense” (p. 35). 

In order to get into the grandes écoles, you have to pass a very competitive exam known as 

the concours. The concours is prepared during two years or more in an école préparatoire 

known as prépa after getting the baccalaureate exam and it is well known in France that the 

time spent in prépas “will be the toughest experience you ever have; you will work harder, 

be more focused on study, more committed to striving for „final victory‟ than at any other 

time in life” (p. 35). But all French managers are not coming from grandes écoles, some of 

them come from universities and the IUT (Instituts Universitaires de Technologie) offering 

shorter courses than universities.  

 Strengths of the education system 

According to Lawrence & Edwards (2000) the importance given to credentials can mislead 

foreigners on the French system thus making it important to review some of its strengths: 

(1) French managers have a high formal education cleverness, (2) they are capable of 

sustaining hard work concentration cultivated through years of study, (3) the French 

education system is good at developing intellectual qualities, (4) the French education 

system confers both oral and written skills to managers, (5) most French managers are good 

with numbers and (6) have a strong “culture générale” (p. 36). 

 An understanding of French management 

Lawrence & Edwards (2000) argue that in France management is considered as an 

intellectual task: “it is about analysis and formal decision-making, about the ability to 

master complicated issues quickly and make rational judgments upon them” (p. 38). 

Lawrence & Edwards (2000) also affirm that even though this conception of management 

and its elements are present in other countries, they are more important and emphasized in 

France rather than a rational approaches and elements towards management.  

Lawrence & Edwards (2000) continue and state that this conception of management 

described above is echoed in advertisements for management positions: importance of the 

educational requirements or some adverts stating which particular grande école is most 

likely to be suitable for the position. 

 Career development   

Lawrence & Edwards (2000) argue that for a student graduating from a grande école, 

making a career will be pretty easy and “career development will largely take care of itself” 

(p. 39). Also, they make a list of some choices that are in the hands of the newly graduated 

students: (1) big companies only, (2) avoidance of retail at all costs, (3) choose a business-

to-business company instead of business-to-consumers (4) choose a company based in Paris 

and finally (5) choose conceptual activities rather than tangible.  

 Generalist versus specialist 

Lawrence & Edwards (2000) sustain that in order to describe management in a society, one 

should first identify which approach is dominant: generalist or specialist. According to 

Lawrence & Edwards (2000) the generalist orientation believes that “management is a 
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matter of personality, social skills, leadership qualities, getting on with people” (p. 40) 

therefore a person with these qualities will be a good manager in any type of field. On the 

other hand, the specialist orientation believes that management is concerned with “seeing 

discrete jobs each requiring special and different, knowledge and training” (Lawrence & 

Edwards, 2000 p. 40).  

According to Lawrence & Edwards (2000), France has a generalist orientation of 

management but one that is different from the US and England: the French generalist 

orientation of management is more of an intellectual generalism and therefore sees the 

concept of management as “the challenge of business and industry, and for that matter of 

government and administration, require the response of a trained mind, the product of 

educated cleverness” (p. 41). 

 Relations at work 

According to Lawrence & Edwards (2000) relations at the workplace in France are very 

formal therefore French people are more likely to make a clear distinction amongst the 

work and non-work sphere therefore “relationships at work, that is to say, are less likely to 

be carried over into leisure time” (p. 41). Consequently, Lawrence & Edwards (2000) 

argue that French people will be more likely not to relish details about their private life and 

also they will be less eager to participate by sharing “autobiographical information” (p. 

42). Also, Lawrence & Edwards (2000) emphasize the importance of the hierarchical 

dimension in the French workplace thus “there is less mixing across ranks or levels” (p. 

42).  

In addition to that, Lawrence & Edwards (2000) explain that even though managers from 

other countries think meetings are a loss of time, French managers have a good opinion of 

formal meetings claiming that it is at the core of the management work, “as the only way to 

get things done” (p. 42). Finally, Lawrence & Edwards (2000) comment about work groups 

and expose the fact that they are mostly motivated by “common interests” (p. 42) and “the 

defence of droits d‟acquis (acquired rights and privileges)” (p.42). In addition to that they 

claim that group works are “job-specific, section-specific, and function-specific” (p. 42-43) 

and therefore groups will not tend to include any other people coming from other 

hierarchical positions or levels. 

 Downsides of the French system 

The very first downside of the French system that is pointed out by Lawrence & Edwards 

(2000) is concerned with recruitment. In the late 1990s French companies claimed that they 

would select a wider profile of candidates that is to say enlarging the recruitment and 

facilitating access for candidates coming from universities and IUTs. But still, the larger 

amount of candidate were recruited from the grandes école which “is quite simply 

demotivating and limiting for everyone else” (p. 43).  

In addition to that Lawrence & Edwards (2000) explain that French managers only do 

things well if the project/task is worth an intellectual benefit, otherwise they will not do it 

well. Consequently Lawrence & Edwards (2000) point out other downsides such as a lower 

commitment of French companies to small projects/tasks, difficulties in implementing, 
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teamwork as a forced process rather than a natural one and motivational problem for French 

managers. 

Finally, Lawrence & Edwards (2000) claim that the third biggest downside to the French 

system is the unitary elite of French managers all coming from the grand écoles: they are 

smart, flexible and organized but they lack “variety of abilities” (p. 46) needed to face a 

changing environment and its demands. 
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3 METHODOLOGY  
The methodology will be divided into two parts. First the academic angle of the research 

then the specific considerations of this study. Some choose to have separate theoretical and 

practical methodology but here it will be one heading with two parts inside.  

3.1 The world of academic research 

Below is a Figure to illustrate the world of academic research. On the left side the “natural 

science” approach is the underlining philosophy which can be seen as the foundation for the 

approach. Objectivism, Positivism, Experiments and Deductive research are all part of the 

natural science view of science. On the other side, “social science” is dominating the right 

side with humanistic values and a more subjective view of the world, research philosophy, 

research strategy and research approach. 

 

Figure 10: The natural and social science (Schörling & Lange, 2010) 

This study will be situated more on the right wide of the model above but there are areas 

where the position might be discussed. This will be done for each part separately below. It 

is important to remember that the separation displayed in the models is to a great extent 

open for discussions on each studies perspective. 

Data collection method

Respondents, interview type, research limitations

Research approach

Deductive Inductive

Research strategy

Experiment Survey Action research Grounded theory Ethnography

Epistemology (View of knowledge)

Positivism Interpretivism

Ontology (View of the world)

Objectivism Pragmatism Subjectivism

Natural Science                                             Social 
Science
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3.1.1 Research considerations 

Here the academic angle of the research will be discussed. This can be seen in the same 

way as the “funnel” most common in the introduction part. We will start in the view of the 

world and then move down the ladder to end up in this specific study and how it will be 

conducted. 

3.1.2 View of the world 

Management as a field of studying could be seen as a field in constant change. The values 

driving the development forward are constantly changing. When Taylor started to do 

research on how to get workers more effective, the market situation was endless demand 

where the efficiency in producing output was the only bottle neck. Today competition is 

fierce and there are other factors that have become important for managers. Now the issue 

of lean production for example could be more the case, where the efficiency lies in 

producing exactly the amount demanded and never keep big inventories. This could shift 

the view from “one best way” to situation dependent. Therefore, our view of the world 

leans more towards constructionism then objectivism. The people in an organization are the 

creators of change, not the victims. The people are not seen as separate entities from their 

surrounding but instead as part of the constantly changing context. (Bryman & Bell, 2007, 

p. 23). 

“Management theory and practice has leaned towards treating organization culture as a 

variable, something that the organization “has”: something that can be manipulated, 

changed in order to produce the sort of state desired by manager. The subjectivist 

viewpoint would be to reject this as too simplistic and argue that culture is something that 

is created and re-created through a complex array of phenomena which include social 

interactions and physical factors such as office layout to which individuals attach certain 

meanings, rituals and myths.” (Saunders, Lewis & Thornhill, 2007, pp.109) 

3.1.3 View on knowledge 

One of the basic tenants in positivism is that science should be objective. The view from 

our side is that an objective point of view is an ideal that should always be strived towards. 

The reality on the other hand will always be influenced by subjectivity as soon as people 

get involved. If there are pure numbers then there can be some kind of “pure” objectivity. 

The number 3 will always be the number 3. People on the other hand are too complex to 

ever become objective. Worth emphasizing though is the constant struggle towards 

objectivity, but subjective influence can never be completely washed away. As the research 

is going to build on management, leadership and culture the human aspects of the research 

will be so large that the positivistic aspect won‟t have a too big part. This thesis will try to 

look at what people actually do, and therefore behavior is important. According to 

Saunders, Lewis and Thornhill (2009, pp. 100-130) one important aspect of social science 

is that as the scientist examines the social issue that affects the context. This is not the case 

within most part of natural science as the atoms or the movement of a ball does not get 

affected by what conclusions that are made from the research of the scientist. When you 

look at behavior it is easy to slip towards social science more than natural science, hence 

easy to move towards interpretivism more than positivism (Bryman & Bell, 2007, pp. 18-

21).  
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For this research the interpretivist perspective is the foundation thanks to the way in which 

we then could understand our respondents. With an interpretivist view it is important to try 

to “enter their world” and thereby gaining knowledge on the subject. For us we tried to 

understand their point of view from their perspective. For this purpose interpretivistic views 

on gaining knowledge is the most suitable. (Saunders, Lewis & Thornhill, 2007, p. 106-

107). An alternative could be the realism view but this focuses more on what we as 

researchers perceive by our senses. We wanted instead not to focus on what we see, feel 

and hear but instead what our respondents feel, see, encounter, value and so on. 

3.1.4 Axiology (Statement of personal values) 

To discuss axiology means that you believe that human values guide people in their choices 

and how they work. This implies that our values have had an impact on why we chose this 

subject and how we have conducted this multiple case study. To understand what we would 

like to emphasize under axiology a good start can be to understand the ethical dimension of 

the word value. According to Saunders, Lewis & Thornhill the word values is more linked 

to the word opinions (2007, pp. 110. To describe our values we are more describing our 

opinions in the field we are studying (management).  

Our values when it comes to management are that how management is to be conducted in 

different countries that are culturally different and that there is a disconnection currently 

between what the concept of management implies during education and what management 

is out in practice. These values lay in the fact that learning in school and doing in practice 

can physically never be the same thing. There is a natural dividing structure between them. 

What this study is trying to understand is how deep the distance is and also to understand 

how the two parts can understand each other, on which aspects they are closer and more far 

away from each other, and finally to contribute in this understanding for the scientific field 

of management by doing this. It is important to emphasize the values of no “one best way”. 

This research that has been done have not had the goal to give a single answer to this 

distance, but instead to give a deeper understanding to this issue and thereby looking from 

different angles and discuss different ways to look at management in the moments where it 

is in sync with the reality examined in this multiple case study. 

3.1.5 Multiple case study as research strategy 

The strategy for this thesis can be explained by the concept of a “Case study” by Saunders, 

Lewis and Thornhill (2007, p. 139). The arguments are that in a case study you can develop 

a “rich understanding of the context of the research and the processes being enacted”. This 

understanding can be done by semi-structured interviews like we did. Also this case study 

was done with multiple cases, meaning that we used several sources in order to gain a rich 

understanding in the subject. To use a multiple case study is a way to really dig in and 

understand a few issues closely. In our case we wanted to shape the research to gain 

understanding of managers from the practitioner‟s point of view. This understanding can be 

gained by using each respondent‟s situation, values and thoughts to understand their 

particular situation. 

The purposes for this study can also be described as exploratory (Saunders, 2007, p. 133). 

This as we had a perspective of how we as students see the surroundings of a manager, but 
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we wanted to explore how a managers surrounding looks like according to him/her. If you 

do an exploratory study you have the opportunity to find explanations to a phenomenon. 

For us this phenomenon can be found in the RQ of the distance between academic fields 

and contemporary managers. The final thing concerning the choice of research strategy was 

the ability to be flexible, as the exploratory study gives. 

3.1.6 Research approach 

The theoretical blocks of this thesis consists of Management, Organizational theory, 

Leadership and Culture. The research has been done in a deductive way in the sense that 

management theories have been tested through research. In the inductive sense the four 

theoretical blocks has been looked at to explain the Swedish and French business life if the 

Managerial framework has limitations. 

This means that this research has mostly been done through a deductive approach but in the 

end a discussion is made in an inductive spirit to create a leap forward in this subject. How 

to look at the theoretical choices is through the academic perspective. When we as students 

look at a manager we consider him/her as being surrounded by these four academic fields: 

 

Figure 11: The surrounding of a contemporary manager (Schörling & Lange, 2010) 

 

Figure 11 above shows how we as student look at the surrounding of contemporary 

managers. 

The 
reality of 
a manager

Organizational 
theory

Management 
theory

Leadership 
theory

Cultural 
dimensions & 

knowledge
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3.2 Qualitative data collection method 

Apparently the dominant point of view has been on natural science for a long time within 

research, but the tides seem to be turning on this issue. In USBE (Umeå) the qualitative 

study has become more common in recent years according to one professor at the school. 

There is no clear connection between the subject and the strategy for the research, meaning 

that business research is not usually done in either quantitative or qualitative manner. One 

example could be Hofsteede‟s (2005) quantitative research on culture around the world. If 

you follow the logic of social science as the figure above says; Hofsteede should have done 

qualitative studies as this is more developed to explain social issues in society. This was not 

the case and means that it is important to reflect on how to grasp results that are possible to 

get good “value” in.  

For our study the quantitative method could be worth looking at, but as interviews would 

give more contexts in the gathering of experience from respondents. The quantitative 

method does not give the same opportunity to understand each respondent‟s values on a 

more colorful scale. Also, this study wanted to understand how the contemporary 

manager‟s reality looks like when it comes to attitudes and choices. In future research there 

would be an opportunity to conduct research in a quantitative manner in order to get more 

validity to generalize the results. But in this first step that this thesis can be seen as, the 

qualitative research gives the right amount of depth. Of course much research has been 

done on managers‟ reality (Mintzberg, 1980, Mintzberg, 1990, Mintzberg 1994).  

Another choice that was done was to conduct a semi-structured interview style in the 

qualitative field could give us that “space” needed to understand and reach our purposes of 

this thesis. The study has a deductive character as we want to see if the theories that we 

have included are matching reality, but in the same time we wanted to leave room to other 

structures if we were wrong. Therefore the study has an inductive character as well as we 

want to give propositions to managers on how they can develop (see Purpose of this study).  

3.2.1 Choice of respondents 

As mentioned in the introduction, this research paper is investigating the distance between 

theory and practice in the field of management. Consequently from the start the choice of 

respondents was delimited to managers thus to people who are actively leading and setting 

the right structures within an organization so that their employees or subordinates can 

achieve high performance (Bateman & Zeithaml, 1990). Further to that we kept in mind 

that the main purpose of a qualitative study is not to measure anything but instead to create 

understandings of a social phenomenon (Stenbacka, 2001, p. 552). In sum, our sampling 

method was including two main variables: (1) the definition of managers as presented by 

Bateman & Zeithaml (1990) and (2) the scope to collect an in-depth perception of the 

reality from the managers. Therefore, by using the two variables described above, the 

selection method lead us to pick a large and diversify list of organizations in terms of fields, 

industries and activities. Further to that we focused on trying to select managers on the 

basis of their strategic importance within the organization they belong to (Bryman & Bell, 

2007, p. 458) so that we could dramatically increase the chances of getting in-depth 

thinking from these managers thus understanding who they were, their understandings of 

managerial concepts, how they related to their leadership role but also what was their 
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perception of the distance between theory and practice. Together with our supervisor we 

decided to select ten respondents in order to get enough data while not over-doing the 

interview process time wise. 

In addition to the two variables mentioned earlier, it was decided to also include into the 

selection process two other units, time and context, as described by Hammersley and 

Atkinson (1995, in Bryman & Bell, 2007, p. 460). The time unit meant that the sampling 

selection and interviews were to be continuously made during and extended period of time 

in order for us to get a better perspective upon the whole process. That is the reason why 

the respondents selection has been going on from June 2010 to August 2010. Moreover, 

according to Bryman & Bell (2007, p. 460) is it important to include to the sampling 

method a context unit to ensure that behaviors are to be observed in a variety of locations. 

Therefore, with (1) the context unit in mind but also (2) the overall in-depth understanding 

of a social phenomenon condition, it was decided to select respondents in each author‟s 

respective country which were France and Sweden and therefore incorporate the context 

unit to our selection method in terms of culture, type of organization and places. 

Consequently, interviews in France took place in the towns of Beauvais and Rouen. 

Interviews in Sweden took place in the towns of Umeå and Piteå. Other reasons lie in the 

fact that we decided to split up into two countries and two cities, among them to get multi-

facetted answers. Also it would give us another dimension to the cultural aspect if we had 

two countries of doing the study from. To continue with, it gave a good balance between 

the writers as both could “contribute” from their home country and use the knowledge of 

their respective culture. Finally, the interview process was simplified as most of the 

Swedish respondents wanted to do the interview in Swedish and by making half in France 

this inequality was balanced. 

Even though all the settings selected and previously mentioned allowed us to generate 

sufficient data for this qualitative study, one could address some critics about the sampling 

strategy we opted for. To begin with, one could argue that by selecting only one respondent 

to represent an organization the data collected could then lack reliability since “it is unwise 

to rely on a single respondent to know everything about the organization” (Bryman & Bell, 

2007, p. 197) but also that each respondent is embedded in the role and position he/she 

belongs to thus lacking objectivity about the subjects discussed during the interview. Once 

again, we argue that our first concern was to generate in-depth understandings about 

managerial issues and never to generalize or measure findings. Other critics could be 

formulated about the fact that we decided to make a selection of respondents in two 

different countries. The negative aspect of this “duality” in culture is that of practical 

character.  The Swedish interviews were conducted by Egon alone except the first interview 

with Mr. Adolfsson where both Egon and Julien were present. For the French interviews 

only Julien was present. The implication this has for the thesis is the possibility of gaps in 

interpretation. There is a possibility of differences in conducting the interviews and this put 

pressure on the data analysis as we analyzed the respondents together. The best option from 

a methodological perspective would have been if both the researchers had knowledge in 

both languages and could be able to be present together through all interviews. But this was 

done and we despite this fact believe that the cross cultural results that can be extracted 
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from this research can be of scientific value for the field of management. This as the dual 

nationality of the thesis creates another dimension to the analysis and conclusions. 

3.2.2 Type of interview 

When choosing the type of interview to conduct you have a few choices: telephone 

interviews, a focus group interviews, or a one-on-one interview. (Creswell, 2007, p. 132). 

For us the choice was without doubt the one-on-one interview approach. This as we 

deliberately framed the regions close to us in order to get face to face with our respondents. 

When doing this the informal communication, surroundings, mood and spirit is far easier to 

interpret. The analysis of the empirical data collection is then enhanced through this 

richness in context from the interview situations. If the interviews were done by handing 

out a interview guide for example, the result would have been that all the intangible context 

of moods and attitudes between the lines would have been left out. As one purpose of the 

thesis was to understand who contemporary managers are this information given through 

discussions with the respondents were seen as important.  

What is hard to master is still the access of thoughts that the individual has. Usually if you 

interview an individual that has a certain role in an organization, the person is speaking as 

the front figure of this organization and therefore the interpretation of the values behind is 

hard to comprehend. The challenge is to break through the organizational façade and be 

able to understand what is beneath the surface. Creswell approach this issue by arguing to 

interview people with the authority to speak their mind without compromising their 

position (Creswell, 2007, pp.133). How to conduct a qualitative interview can be done 

according to three methods below: 

 Structured interviews 

 Semi-structured interviews 

 Unstructured or in-depth interviews 

The three concepts above consider the strategy regarding questions. Depending on which of 

these approaches you choose, a space to maneuver outside the questions will be created. 

The structured interviews are close to a interview guide where you fill out the answers and 

conduct the interview quite standardized. On the other hand, the unstructured interview is 

done informal and non-directive. In between we have the semi-structure interview where 

there are a clear set of questions but with room to maneuver outside when the interviewer 

considers it to be relevant. (Saunders, 2009, p.320). Our choice ended up at semi-

structured, as this gave us the opportunity to get our supervisor to pre-check the questions 

and also to send the questions in advance to our respondents so that they have a chance to 

reflect on them. Issues of managerial and leadership character is something that they work 

with all day, but to reflect on it in order to speak about the roots of the area can require 

some preparation. Worth noticing is that we also mentioned that follow up questions would 

be made during the interview, but that they had a general idea on what we were interested 

in discussing. 
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3.2.3 Justifying the interview guide 

When the interview guide was created we started by looking at the theories we had and then 

tried to create questions that would cover the academic fields of the theoretical part. This 

meant that each theoretical part got a few questions to cover the issues that we wanted to 

discuss there. The other aspect we wanted to cover through the interview guide was to gain 

understanding to solve our purposes. We did not just want to test deductively if the theories 

included held, we also wanted to understand who our respondents were when it came to 

management and leadership. 

Another issue that was considered when writing the interview guide was the build up of 

sentences and the angle of the question. If you create the question so that it is possible to 

answer yes or no then you do not open up for a wider answer. By creating the question 

through words like “what was your perception of…”, you give more space to answer. Of 

course it was not possible to do this with all questions but when the possibility was given 

we tried to create the questions in this manner. The questions that had a more yes/no 

character turned out to work well anyways because the respondents were fully prepared to 

explain their thoughts in each part. Furthermore there was a perception from our side to 

create the interview guide in a manner that did not move the respondents in certain 

directions, but instead opened up for them to explain their thoughts. One example of this 

was their discussion on their education. We did not through our questions or attitudes give 

judgment on their specific level of education or specialization. What we were interested in 

was how they perceived to be affected by their education. (Bryman & Bell, 2007). 

After the first interview when we discussed our impressions we realized that there were 

some questions that were unclear and that some questions were unnecessary. This can be 

seen in Appendix 24 where both sets of interview guides can be found. These changes were 

done to facilitate the coming interviews to give as much as possible to the data analysis. We 

are, even though this can be considered as the best thing to do, aware of the fact that this 

creates a tension to the truthfulness of a thesis. But our opinion in the matter is that as long 

as the reader can have all the information about what has happened during a thesis, the 

reader can feel that the writers are creating a transparency in their writing. 

3.2.4 Data analysis method 

The process of doing interviews, making transcripts, creating the empirics and then 

analyzing these empirics is closely linked together. The transcribing was done by using the 

recordings from the interviews and then writing down what was said, word by word. This 

could have been done in two ways. Either alter the text so that it would have been easier to 

read, or keep it written as it was said. We chose to keep it as close to the actual dialog as 

possible. When the respondents were given their transcript to be able to comment, some 

reacted as the text was hard to read sometimes as it was raw. But it was kept this way when 

we analyzed as it gave a better feel for what they meant and also it was easier to remember 

the actual discussion when the transcripts were raw. For this thesis the transcripts was in the 

next step summarized based on five categories that then were analyzed further. The end 

structure of the data and analysis chapter is not exactly the same but this can be seen as a 

continuous process towards the end results. This means that even as the empiric data is 

being presented the analysis has already started. There has been a selective effort into how 
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to present the empiric data. (Saunders, 2000, p. 387). This thesis has used a theoretical 

framework meaning that you use the theories as categories when you organize your 

analysis (Ibid, p. 391). 

3.2.5 Ethical considerations 

When looking at ethical considerations the important question to ask as a researcher is “are 

we hurting anyone?”. Are there any direct or indirect individuals or groups that could get 

hurt from this thesis? From our perspective the most obvious are the managers. They are 

the ones that expose their attitudes and values towards their management structures and 

leadership. This exposure also means that there are certain risks that people might use this 

information against them, even though the information is not negative to start with. 

(Saunders, 2000, p. 133). What we did was to be perfectly clear on what we wanted to 

research and the purpose of the research. Also they were given the possibility to be 

anonymous but all respondents chose to have their names in the study. 

Regarding the organization there was a possibility that what the managers express and the 

organization does, don‟t always agree. Maybe a manager exposed something that does not 

hurt the manager but the organization this manager works within. All the respondents are in 

some form of position where they have power. Their power can be affected by this study 

where their intentions can be good but that they expose something that is not considered 

(Saunders, 2000, p. 131). The choice we made regarding the respondents, were that one of 

our purposes was to understand who the contemporary managers were. This purpose was 

best met by clearly identifying them in the thesis with names and their position, what 

organization they worked in. This compromises the respondents by exposing them but at 

the same time makes the reader come closer to the reality of the respondents. The purpose 

was not to generalize about managers in general but instead to understand who these 

specific managers were and what values and experience they carried on. This should not 

compromise the authority of these managers as the things discuss are more to their views as 

a manager, not specific issues for the business they are involved in. Also what was 

discussed and said by the respondents they chose to develop more. They could choose how 

to answer and what to tell. Another perspective is the cultural perspective. There was a 

possibility that our interpretation and analysis of cultural aspects were done in a 

questionable way and that generalizations were made that hurt the people of the culture 

respectively. To solve this we tried to use a professional method to analyze the data and 

draw solid conclusions. Fourth, the University that we have as the management student 

origin could get hurt by our analysis of the situation and the way we described the 

contemporary education. There was a possibility that the differences between the US MBA 

education and the management education at USBE in Umeå were so different that a 

generalization to business schools were not qualified to do. Finally the students could get 

compromised by the way we presented management students throughout this thesis. 

3.2.6 Communication with the respondents 

The communication with the respondents were done before, when they were asked to 

participate. Also when the interviews were conducted, but there were some communication 

done with the respondents a few weeks after the interviews: 



53 

 

Ms. Magnusson and Mr. Adolfsson contacted us to clarify a few things about their work 

experience and educational experience: Ms. Magnusson by telephone and Mr. Adolfsson by 

mail. Regarding the French respondent Mr. Spaggiari and Mr. Couvreur were contacted by 

mail in order to get clarification about some basic information about their respective 

organization. This was needed for the presentation of the organizations. 

3.2.7 Equipment used during the interviews 

The Swedish respondents were interviewed by Egon with an application downloaded for 

iPhone 3G. The name of the software was: RecordPad.  

Julien recorded his interviews in France with a Sony ICD-BX800 digital voice recorder; 

this microphone can provide up to 534 hours of recording time and offers the possibility to 

record in Super High Quality mode (Sony, 2010). 

3.3 The interviews 

You can find an introduction to the interviews and more information on the interviewees by 

looking at Table 5 in Appendix 7. 

Also, the interviews were conducted in many different organizations: a police station, a 

nurse school, a hospital, four companies, a city hall and a fire department. For further 

details on the organizations see Appendix 8. 

3.4 Literature selection and critique on secondary sources  

One important part of the management part followed the same logic as the leadership part; 

to create an understandable picture of the contemporary management and leadership fields. 

In some sense create a “snap shot” of what these two fields currently look like. The 

management books were found by searching for “management” in the university library at 

Umeå University. The foundation in the thesis built on articles where built by extensive 

searches on Business Source Premier at the University library of Umeå. This was done 

mainly for the management part and the cultural part. On leadership and culture we aimed 

at gaining understanding mainly by the “accepted” theories used in university courses.  

In the leadership section Peter Northouse book “Leadership” (2009) must be seen as the 

dominating literature used. It was found by looking at the literature for a leadership course 

at Umeå University. When the book was googled with “Syllabus” included there were 

several leadership courses all around the world that used this book as a core for the course. 

The objective on the leadership section is (as mentioned above) to create a picture of the 

field so that the reader can get an understanding on what kinds of theories that dominate the 

theoretical discussion. When leadership was searched at Business Source Premier, 

Transformational leadership and Authentic leadership was mostly discussed on the recent 

articles.  
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4 EMPIRICAL DATA AND ANALYSIS 
In this section, we present the data collected for the four blocks that we have mentioned and 

identified as important in the theoretical chapter: organization, management, leadership and 

culture. After presenting the data for each block and their sub-categories, we confront our 

findings to the theories thus resulting in several analysis and implications related to our 

research question and purposes. 

4.1 Organization 

4.1.1 The concept of organization 

For Ms. Rosencrantz this question raised a lot of enthusiasm. She described how every 

organization, whether they are for profit or non-profit, have goals. They also have a 

business model as to how they are supposed to fill the needs of their customers and make 

money (if they are a regular company). For her the organization is the structure and she 

believes that this “organizing” that you do should be a consequence of these goals and 

needs: “What you want to do, why you exist and what you want to achieve. The 

organization becomes a consequence of these things.”. Ms. Rosencrantz continues by 

arguing that this is the area where companies usually fail. Companies end up having as a 

goal to create the optimal organization, instead of focusing on fulfilling needs. 

Mr. Rieglert started by stating that “an organization is a gathering of people”. Then he 

discussed different goals that an organization might have and ended up with “An 

organization then is a balanced mix of competence where different individuals have 

different tasks, but together they are supposed to solve a big task!”. 

Both Mr. Adolfsson and Ms. Magnusson emphasized the need for clarity, the need to 

understand how it has been built and what this organization is doing. Then you can 

understand your own role in the organization. Mr. Adolfsson continues by saying that on a 

local level (“his” police station), he had clarity. But on a national level this was vaguer as 

there were changes happing currently. Also that historically the local police station had a 

more salient role and the last years this has been pushed to change into a more national 

identity. Ms. Magnusson also mentions the importance of connecting the different parts of 

the organization, all the way from BoD through the executives, managers and with the 

remaining employees. This total connection and communication is according to Ms. 

Magnusson “extremely important”. When she says connecting she means that everyone has 

to be involved in the same kind of thinking when it comes to “what we are suppose to work 

with”. 

Mr. Tapani follows the same pattern as Ms. Rosencrantz when it comes to purpose. He 

also believes that there is a risk for organization to end up believing that the organization is 

a purpose in itself. He explains it as “starting in the wrong end”, meaning that you first 

create an organization and then tries to find something to do with it. He concludes that their 

organization is involved in delivering a service and knowledge. The discussion then moves 

on to symbols and identity: “That an organization symbolizes something and that internally 

you identify yourself with something”. He moves on by mentioning the municipality‟s 

internal effort to make the organizational boundaries lower, but that this resulted in people 
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reaching for their organizational identity more desperately. With this identity he adds that 

values are connected. Within an organization you have a set of values that follows. If you 

do not fit with these values you can have a hard time integrating in the group. If you then 

want to change these values his recipe is strategic groups that are spreading these values. 

The other alternative is that all employers agree to the changes directly. To push change 

from above is pointless and this is exemplified by a sponge: “It can be compared to a 

sponge in a bucket of water. The sponge will stay at the bottom as long as my hand is 

holding it down, but as soon as I let go of the sponge it will float up to the surface. As long 

as I can push for this change it will continue, but as soon as my energy is drained the 

change will stop”. 

Mr. Ainseba from Beauvais‟ Hospital sees the concept of organization as the overall health 

system organization and considers it as a challenge: “find in the society in which we‟re 

living in, what is the wish of this society in order to receive proper care”. He goes on and 

argues that the overall health care organization should be governed according to “the 

wishes of the society after a debate, what does society want?”. 

Mr. Hesse from the IFSI sees IFSI‟s organization as complex: “there is an internal 

organization that is easy to identify and then there is the environment that impacts on the 

organization. Today we don‟t have all the ins and outs. There is a complete reorganization 

of our environment”. He goes on and argues that in the past, external organizations were 

clearly identified: who they were and also what were their particular areas of intervention, 

but he explains that “since 5 years we don‟t really know who we‟re dealing with”. Mr. 

Hesse explains this situation by the fact that as a director of institute, he has four 

guardianships: the hospital, the Ministry of Health, the Regional Council and since 2004 

the Ministry of Higher Education, therefore “This is what makes the organization complex 

because we have four guardianships but they are struggling to coordinate with each other, 

in addition to that we have budget issues It becomes very complicated”. 

Mr. Daufresne from SMEG sees an organization as a way to set landmarks to help people 

in the society: “It‟s about having landmarks, who does what”. He goes on and discusses the 

importance of having an organization within the company in order to get landmarks thus 

getting a structural transparency: “a customer, a salesman or an employee of the company 

must know quickly who to call, who they have to refer to”. He argues that if there is no 

organization within the company, then it is a mess and “everyone take care of everyone and 

everything”. 

Mr. Spaggiari from SMEG sees organization as the most important part of his job as a 

manager because “we talk about organization with everything, from procedures to staff 

management, it‟s a very broad word”. He goes on and describes organization as “the real 

heart of the job” and defines organizing as managing the people and managing priorities. 

But Mr. Spaggiari specifies that organizing is not about taking decisions but it is about 

“having a global vision which gives the ability to manage things”. 

Mr. Couvreur from Beauvais‟ City Hall sees an organization as mandatory: “the 

organization is necessary for me, any structures can‟t work without organization. The 

society is organized, a company is organized otherwise there is nothing, there are no 
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results”. Mr. Couvreur goes on to discuss the importance of men in the organization and 

how putting the wrong people at the wrong place will result in nothing to work: “when 

you‟re mounting a flowchart you don‟t take people into account. The difficulty comes at the 

end, when you have to put names in the boxes. That‟s the most difficult”. Further to that, 

Mr. Couvreur discusses the fact that an organization is necessary because an organization 

allows people to know where they are within a company or an administration since 

according to Mr. Couvreur people need to know who they refer to: “Even the number one 

in a company needs to know who he refers to” and “from the bottom to the top everyone 

must know where they are in the organization because in some occassions in your 

professional life it is useful”. In conclusion, Mr. Couvreur thinks that the success of an 

organization depends on small details: “it‟s like a watch or a clock, it has to work well, and 

in order to work well, the most important is the people”. 

 Analysis 

When looking at Figure 12 (see Appendix 9) we can see that the respondents have radically 

different ideas on the concept of organization. Therefore to clarify their thoughts on this 

particular issue we are going to try to associates each respondent‟s answers elements of the 

several definitions of organization that we have previously mentioned in the literature 

review.  

The very first observation when looking at Figure 12 is that the respondents do not look at 

the concept of organization from the perspective of SIT and the definition given by Hogg & 

Terry (2001, p. 1). Instead we are going to link the empirics with elements of definitions of 

the concept of organization from the perspective of Jones (1995), Rue & Byars (1992), 

Scott (Scott, 1987, in Jaffee, 2001, p. 2), Hall (Hall, 1999, in Jaffee, 2001, p. 5) and 

Morgan (Morgan, 1997, in Jaffee, 2001, p. 6). 

From the empirical data we can see that Mr. Hesse is the only respondent to mention the 

theme of environment when discussing the concept of organization which is in line with 

Scott (1987, in Jaffee, 2001) and more specifically the environment element but it is also in 

line with the notion of boundary highlighted by Hall (1999, in Jaffee, 2001, p. 5). Mr. 

Ainseba‟s thoughts on the concept are in line with Hall (1999, in Jaffee, 2001) and more 

specifically the organizational activities impacting on the society (p. 5). Mr. Daufresne‟s 

definition of organization is in line with Scott (1987, in Jeffee, 2001) and more specifically 

the social structure element (p. 2) but also with Hall (1999, in Jaffee, 2001) and the 

hierarchy component of his definition (p. 5). Mr. Spaggiari‟s definition of the concept of 

organization is in line with Scott (1987, in Jaffee, 2001) and more specifically with the 

participants‟ element (p. 2-3), with Hall (1999, in Jaffee, 2001) and the coordination‟s 

component of his definition (p. 5) and also with Morgan (1997, in Jaffee, 2001) and the 

brain metaphor of the organization (p. 6). Mr. Couvreur‟s definition of organization refers 

to social structure element (Scott, 1987, in Jaffee, 2001, p. 2) and the hierarchy component 

(Hall, 1999, in Jaffee, 2001, p. 5). Mr. Tapani‟s definition of the concept of organization 

and more specifically the reference to common values is in line with Hall (1999, in Jaffee, 

2001) and especially the boundary component (p. 5) but also with Morgan (1997, in Jaffee, 

2001) and his cultural systems metaphors (p. 7). Mr. Rieglert thoughts on the question are 

in line with Hall (1999, in Jaffee, 2001) and more specifically the participants‟ element of 
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Scott‟s definition (p. 2-3) but also in line with Morgan (1997, in Jaffee, 2001) and the 

cultural systems metaphors (p. 7). Ms. Rosencrantz is the only respondent to mention the 

aspect of needs for the organization which is in line with Morgan (1997, in Jaffee, 2001) 

and more specifically the organism metaphor (p. 6). Mr. Adolfsson and Ms. Magnuson both 

emphasize the need to see the outcomes of the organization which is in line with Hall 

(1999, in Jaffee, 2001) and the fact that organizational activities have outcomes (p. 5) but 

also with Morgan (1997, in Jaffee, 2001) and the machine metaphor of the organization (p. 

6). Also, we can see from the empirical data that Mr. Couvreur, Mr. Tapani, Mr. Rieglert 

and Ms. Rosencrantz are the only respondents to associate the concept of organization with 

goals which is in line with the definition of Jones (1995), Rue & Byars (1992), Scott (1997, 

in Jaffee, 2001) and Hall (1999, in Jaffee, 2001). 

 

Figure 13: Elements on the concept of organization (Schörling & Lange, 2010) 

The horizontal axis stands for the different elements identified after making an analysis of 

the empirical data; the vertical axis stands for the number of times each element have been 

referred to. 

When looking at Figure 13 we can see that the respondents mostly refer to outcomes and 

goals when defining the concept of organization according to our interpretation of their 

discussion on the concept. Consequently, in turn little attention is put on collaboration and 

synergy to reach these goals and to deliver outcomes. The implication of this is that our 

respondents did not focus on the work done by an organization when reaching these 

outcomes and goals, but instead the actual goals and outcomes were the most important 

criteria in defining an organization. (Jones, 1995; Rue & Byars, 1992; Jaffee, 2001; Hall, 

1999, in Jaffee, 2001; Scott, 1987, in Jaffee, 2001). Also, the fact that the respondents give 

little attention to the individual at the center of the organization is re-enforced by the 

difficulty to connect their answers to SIT‟s definition of the concept of organization (Hogg 

& Terry, 2001, p. 1). As a matter of fact, we can see from Figure 13 that the respondents do 
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refer to organization as a social structure but the implications for the individuals and their 

own identity at the center of the organization are not mentioned (Hogg & Terry, 2001).  

4.1.2 Identifying with the organization 

Mr. Adolfsson gave a descriptive clarifying on how the directives from the Swedish 

government move down to the policeman on the street. This is a way to answer the question 

and establish his position as part of the organization. It is not good enough to feel a part as 

Mr. Adolfssons job partly consists of spreading a feeling of togetherness to the individuals 

situated below him in the hierarchy. He also repeats the disconnection between the 

department he works at and the police force on a national level. He more clearly identifies 

with the department, more than the national police force. It is not as easy to see his position 

in the national organization, but in the department his mission is crystal clear. 

What we then move into is the evolution of the Swedish police force. When Mr. Adolfsson 

started as a police man the local police departments were much smaller. There existed 

much more territorial attitudes between theses police departments. Back in the 60‟s the 

police departments were placed on a municipality level, meaning that each city had their 

own police department with territorial walls towards the next town. The development since 

then has been that the number of departments has drastically been reduced and the 

territories for each department have increased. Here he believes that the future will take 

away departments all together, there will only be one national police force. From a 

managerial perspective this makes the administrative tasks centralized with reduced costs 

as a result. The explanation for this development is according to Mr. Adolfsson that the 

police needs to co-develop with society. The police needs to reflect the developments in 

society. 

“Unique” was the key word used by Mr. Rieglert in his first part of answering this 

question. Unique in the sense that everyone in the organization needs to have their “unique” 

tasks that they are obliged to attend to. This creates a grid where nothing is left untouched: 

“This area is where I am expected to have an opinion. For me to take care of. For me to 

investigate. Here is the area where I should at least be.”. The obvious risk is territory 

mindedness. But according to Mr. Rieglert this approach should welcome cooperation. 

What is important is that no part of the production is forgotten. When he move to discuss 

his own part he works closely by questions like: “What should be prepared today? How 

does the planning look? How should we progress to become even better? How can we 

improve?”: “In my job it is hard to say „I do this every day, and then I‟ve done my part‟. It 

is changeable. If the process is working poorly and we have trouble at some part of the 

production, then we have to put in even more effort and more energy. Then you cannot say 

that „this is the minimum effort I will commit”. 

Mr. Tapani starts by saying that he definitely can identify with his organization. He then 

explains that the more you identify you can have a problem to step out of your identity on 

your spare time. You bring your work home. For him this was more a situation of his early 

career. Today he of course keeps his identity but can turn off work when he leaves the 

office. How to achieve this he believes lies in feeling secure within the organization. His 

solution is that the organization should work if he is not there: “I can let go. I don‟t have 
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that control issue. I don‟t need to call in every day to see if people have done this and that. 

I can do that when I get back. Then I can take care of the situation if someone hasn‟t 

maintained their responsibilitie”. Now the discussion moves into the concept of „trust‟. 

This seems to be an important word for Mr. Tapani and his leadership. He explains that you 

cannot assume that people cannot do things so that you need to control them. If something 

goes wrong you ask what went wrong. “I don‟t need to make any descisions in this house, 

as long as all decisions made are made in my „spirit‟ (in the spirit that I would have made 

the decision)”.  

Ms. Rosencrantz gave a short answer on this question, stating that she is task oriented 

since she works alone in her management consultant firm. She focuses on the task if she is 

to get the task done. 

This question about identifying with an organization can be looked at from within the 

organization also; if the departments of the organization identify with each other. This was 

the case for Ms. Magnusson as she felt that her department was a minority in the big IKSU 

association. But as an individual she definitely feels like a part of the organization. 

Mr. Hesse feels like he is part of an organization but considers that “any organization is 

extremely complex, making it difficult to be a manager”. 

Mr. Ainseba feels that he is part of an organization and part of the managerial decision 

taken in that organization since “as surgeons, we have a sit in the instances deciding the 

allocation of the budget”. According to Mr. Ainseba, there are several committees in an 

hospital in which doctors can voluntarily participate to in order to discuss issues related to 

budgets allocation, creating jobs, buying equipment so in other words issues related to the 

life at the hospital. Therefore, Mr. Ainseba sees himself as a manager as part of an 

organization since he can participate in these committees.  

Mr. Daufresne feels that he is part of an organization and explains once more that an 

organization within the company is necessary in terms of coordination and efficiency: “I 

think a company works very well when there is an organization and also when everybody‟s 

task is clearly defined”. He goes on and argues that as a person, he has a hard time 

delegating to others but through his experience he realized that one cannot succeed without 

other people: “you can‟t succeed without other people, you realize quickly that you can‟t 

assume everything and that there is necessarily a lack of time at some point, to the 

detriment of your family and at some point if you continue then you go straight to the wall”. 

Further to this, Mr. Daufresne once more refers to the importance of a good organization 

within a company and argues that a disorganized parent company can impact a subsidiary 

company even if the subsidiary company is well organized. In addition to that he states that 

frequent changes within an organization “it would create a disorganization at the end I 

think”. However he concludes that an organization is necessary and should be “in tune with 

our customers. Yes, you must be organized and flexible”. 

Mr. Spaggiari feels he is part of an organization, the organization being the parent 

company in Italy: “I think that managing about 50 people in France is not a problem to 
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understand that I‟m part of a team, the team of the parent company I acknowledge that 

there is a team in Italy, in France, a global team, so I‟m part of an organization”. 

Mr. Couvreur feels he is part of an organization: “I‟m part of an organization. Human 

resources manager is not independent… no we‟re in the organization, and I can tell you 

that the human resources manager is essential”. Further to that, Mr. Couvreur 

acknowledges that all the other services of the City Hall are also part of the organization 

and recognizes that “naturally the person who is a little bit outside of the organization then 

there are always operational difficulties, things that do not follow”. 

Analysis 

This part of the analysis is aimed at giving more insights on managers in their organizations 

and more specifically if managers from Sweden and France identifies with the organization. 

Also, in this section of the analysis we would like to examine if categorization and self-

enhancement (Pratt, 2001, p. 17) are actually the two basis of organizational identification 

as presented by the literature.  

To begin with, when looking at Figure 14 (see Appendix 10), we can see that a majority of 

our respondents do actually identify with their respective organizations, we can then say 

that organizational identification (Pratt, 2001) is a process that can be applied to the 

managers we have interviewed in France and Sweden.  

Consequently, if we go further into the analysis and try to identify if categorization and 

self-enhancement are the two components increasing identification, we can see that only 

four of our respondents are actually referring to categorization and the clarification of 

boundaries between ingroup and outgroups as a condition for organizational identification. 

As a matter of fact we have seen from the interviews that Mr. Adolfsson, Mr. Spaggiari, 

Mr. Couvreur and Mr. Tapani evoke a distinction between what they have identified as 

their ingroup (their organizations) and what they identify as being outgroups thus 

enhancing their organizational identification. In addition to that, we have also seen from the 

interviews that Mr. Rieglert is the only respondent whose evocation of uniqueness of the 

task performed allows us to link it to self-enhancement thus self-enhancement facilitating 

identification for Mr. Rieglert with his organization. 

To conclude on this analysis, we can say that although the respondents seem to identify 

with their organizations, their thoughts on the question do not give us enough insights to 

conclude that categorization and self-enhancement are the two components acting as a basis 

for organizational identification. 

4.1.3 Changes in their organizations 

Mr. Adolfsson here focuses on how the police force generally has a hierarchical 

organization and that this is the way it always has been. The news are that they are trying to 

create a more clear organization with a national seal. The national identity of the police is 

to shine through. Mr. Adolfsson discusses the change in his organization and believes that 

he has been able to adapt to these changes as he somehow wanted them. He talks about two 

developments that have affected the police force. First the centralization towards a national 

police force from the earlier decentralized municipal police. The other thing is the IT 
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development that in his opinion has accelerated the change inside the police force. Earlier 

the change came gradually in small doses, but now the change is going much faster.  

Mr. Tapani focuses his answer on the natural entering and exiting of people in the 

organization. There has been a change in expectations he says. Earlier they recruited people 

from the streets to become fire fighters. These people were then sent off to a centralized 

education. Now they recruit fully qualified fire fighters that have opinions in areas. Earlier 

the managers could shape the recruits more easy, as they trained them “from start” so to 

say. The municipality of Umeå went through mayor changes in the beginning of 2000. The 

fire department was merged with the environmental department of Umeå. This made a 

change in the managerial structures. Now there became one manager for the new 

department while the previous managers were placed one step down in the hierarchy.  

Ms. Rosencrantz, which views everything from a BoD perspective, looks at this natural 

development as the financial crisis of ‟08 that has given everyone a reason to look over 

their business models. Generally for the three companies she is involved in, there has been 

a shape up in the importance of having a solid balance sheet. Another thing is the customer 

relations that many have realized is important to uphold. For the company Pondus where 

Ms. Rosencrantz is chairman of the BoD, there are some changes taking place right now. 

She explains that the owners, herself and the CEO have been working on a change in the 

business model. This change is currently being implemented with the staff. How she reacts 

to change gives her a smile as she usually is involved in all the changes that are started. But 

she emphasizes the importance of „getting everyone on board‟: “Then you don‟t have to 

like it, but I believe that everyone has the right to understand „why are they doing this?‟”. 

The person who had big changes to share was Ms. Magnusson. From the beginning of the 

interview there were hints of big changes in the IKSU organization. On this question she 

had the opportunity to really explain what was going on. What had happened was that the 

organization had grown tremendously in a short period of time. In this growth they now 

have to deal with things that were easier for a smaller organization. One example she 

mentions is salary. There have been problems with the setting of wage rates. Now they 

have had an expert which has introduced something she calls “salary mapping”. Here they 

use a system of grading in points to find a suitable salary. Now they more easily can find a 

salary matching the needs of the organization. The other issue is that there is a new CEO in 

place. The new CEO comes from an organization dealing more with the minority tasks 

done by Ms. Magnusson‟s department. For Ms. Magnusson this means that probably this 

will give a kick-start for the increased feeling of joint forces between her department and 

the majority department. The new CEO joined in May of 2010 and the BoD have said that 

the time has come to “not grow any more right now but instead raise the quality on what we 

currently have!”. When asking if there are other changes she quickly replies: “There are 

constant changes. The offices are moved one day to here where we are sitting right now 

and you take the wrong way, then you don‟t end up at your office. There have been extreme 

levels of change. How you cope with it is through the commitment you feel for IKSU”. She 

continues by talking about her commitment to IKSU that lies in her interest in exercise and 

health. At one time Ms. Magnusson took a break from IKSU when things got too 

overheated but now things are working much better. To understand the growth of this 

organization they have moved from a turnover rate of 15-20 million SEK 15 years ago, to 
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80 million SEK today. If you calculate that means a growth in turnover of around 30-35% 

every year, for 15 years. Another explanation to how the employees can adapt to this 

massive growth (and thereby change), is as she says: “I think we have had such a growth 

also because of the energy in the staff. When I took the IFL education the other participants 

were surprised that we had to decelerate our staff. The other companies had problems 

getting people to work. Our problem was the other way around.” 

On the factory where Mr. Rieglert works, they have started to work out of a new 

philosophy sweeping over the world since many years back: Lean Production. This was 

implemented in 2008 so the change has just begun. The question has some interesting 

aspects as Egon works during the summer as a process operator while Mr. Rieglert is 

Egon‟s manager‟s manager. Mr. Rieglert starts off by saying that when this change towards 

lean production started in 2008 the staff gave 100% for the change. This as there through 

the years had been these kinds of suggestions where the staff tried for a while then went 

back to working like before. But this time everybody in management was unanimous that 

they were going to give 100%. The change that Mr. Rieglert experienced was the pace; 

everything now was moving so much faster. Projects that used to be one year were now 

divided into several projects with a short time span. This also pressured the staff as some 

took on more job than they could deal with. Sometimes you need to say no, he said. Mr. 

Rieglert also describes how the choice of developing the executive board through the 

program by the management consultant, was a natural development from the fact that a big 

part of the executive board changed members during a short period of time. Around half the 

board was new in their positions. What they felt that they needed in the board was clarity in 

“what are we going to do and how are we going to do it?”. This change occurred in 2007 

and is still in progress. 

In response to the question based on new structures and change within the organization, 

Mr. Hesse explains that because of a decentralization law they have had budget deficit 

problems and consequently to face this issue he believed it was important to be a team and 

increase communication: “when you ask a team to work more with less, you must be here 

and explain”. 

Mr. Ainseba explains that due to his job as a surgeon, he is constantly facing change: “we 

practice, we‟re go-getter, change comes and before it is introduced we move on because we 

know that life is a steamroller which evolves”. Further to that Mr. Ainseba says that every 

time there is a change, his response is to go ahead and to connect to the updates emerging 

to face change. 

Mr. Daufresne explains that once a new structure was forced on by the top management 

when he was asked to fire an employee: “I had a hard time to deal with it but I did it 

because it‟s my function to answer to my hierarchy”. However, he thought it was a strategic 

mistake: “I thought it was a strategic mistake in the long term and we could only see the 

short term. I think it is a mistake, but I‟m required to do it, I do it” (Daufresne, 2010). 

Mr. Spaggiari explains that what is expected from him is to establish a stronger link in 

order to streamline the information flow and the relations between Italy and France and 
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according to him the task is a basic task which is not generating a big change in the 

structure of the organization. 

Mr. Couvreur explains that every time there is a new department head, the first thing 

he/she does is to review and change the organization and make a new organizational chart. 

Further to that, he says that some executives do not respond very-well to organizational 

change; however Mr. Couvreur says that as a human resources manager he does not react 

negatively to organizational change and a new organizational chart: “it gives me an idea of 

the personality of the manager who just arrived, to see how he wants to work. It all depends 

on his personality but change, I‟m used to it, no worries”. Thereafter Mr. Couvreur 

explains that he observes how the new organization works for a few months and if it does 

not work he will say it. 

Analysis 

The analysis in this section is aimed at identifying the types of change the respondents are 

facing in their respective organization in an attempt to connect the empirics with our theory 

and therefore be able to gather more information on contemporary managers both in 

Sweden and France. In order to get a better picture of the empirics we can classify our 

respondents in two categories: (1) respondents facing internal change and (2) respondent 

facing external change. As we can see from Figure 15 (see Appendix 11) Mr. Adolfsson, 

Mr. Daufresne, Mr. Spaggiari, Mr. Couvreur, Ms Magnuson, Mr. Tapani, Mr. Rieglert, Ms. 

Rosencrantz are all facing internal changes (Ivancevich et al, 1989, p. 558; Rue & Byars, 

1992, p. 428). On the other hand Mr. Hesse is facing both internal change and external 

change in his organization, internal change being a consequence of external change 

(Ivancevich et al, 1989, p. 558; Rue & Byars, 1992, p. 428) 

The second step when looking at the empirics and Figure 15 (see Appendix 11) is to 

identify which particular types of internal and external changes the respondents are facing.  

Therefore from the data and Figure 15 (see Appendix 11) we can see that Mr. Adolfsson is 

facing reorganization, Mr. Couvreur is facing both reorganization and personnel changes, 

Mr. Daufresne faced internal change in terms of personnel, Mr. Spaggiari is facing 

change in terms of procedures and methods, Ms Magnuson faced change in terms of 

methods, procedures, management, personnel but also in terms of products/services sold. 

Mr. Tapani faced change in terms of management, restructuring of jobs and 

reorganization, Mr. Rieglert faced change in terms of methods and procedures. Ms 

Rosencrantz mentions that there are implementing a new business model into the company 

but does not specify more closely so we assume that these changes will involve the 

procedures, the methods and products/services sold. When it comes to external change, we 

can see that Mr. Hesse is facing environmental change and more specifically change in line 

with laws, political trends and economic trends but consequently he faced internal change 

in terms of budget adjustment. 
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Figure 16: Internal changes in their organizations (Schörling & Lange, 2010) 

The horizontal axis stands for the types of changes identified after making an analysis of 

the empirical data; the vertical axis stands for the number of times each element have been 

referred to. 

As we can see from Figure 16, procedures and methods are the organizational changes 

mostly occurring for our respondents. Secondary are changes in terms of reorganization and 

personnel, thirdly comes management and products/services sold types of changes and 

finally restructuring of jobs and budget adjustment. The main limitation of this chart is the 

fact that it does not show the types of change per respondent. Instead it sums the total 

number of times one type of change has been referred to. Ms. Magnuson is the respondent 

with the most parallel organizational changes occurring at the same time. Mr. Ainseba on 

the other hand is the respondent who did not mention any of the organizational changes 

described by Rue & Byars (1992, p. 429). The specific procedures and methods which are 

undergoing change for the different respondents vary and are never the same issues. Ms. 

Magnuson mentions a change of methods and procedures when it comes to the introduction 

of salary mapping into the organization. Here the procedure is negotiation of wage and the 

method to solve it is salary mapping. Mr. Spaggiari mentions the establishment of a 

stronger link between a French and Italian unit thus referring to an obvious change in the 

procedure and methods of communicating amongst the two organizations. Mr. Rieglert 

refers to lean production which is directly implying new methods. Finally, Ms. Rosencrantz 

refers to the implementation of a new business model in the company which will have 

obvious consequences over the methods and procedures of the organization. 
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4.2 Management 

4.2.1 The concept of management 

To put the word Management in a context that would suit the respondents, this word was 

connected to “boss” during the Swedish interviews. This decision narrowed in a negative 

way down the meaning and creative possibilities for the respondents, looking back at the 

interviews. If the respondents were to connect management with the Swedish words for: 

“Boss, steering, organizing” and so on, there would have been a different outcome most 

probably. 

Most of the time the respondents needed further explanation in order to understand the 

questions more in detail. Here there were two things that had impact on their answers: First 

of all the way that the interviewer explained the question, second how the words were 

described in Swedish and French. The language factor here was by far the biggest to have 

an impact on the interview, in other words; how the words were translated can change how 

they are interpreted, especially as the meanings were described. 

Ms. Magnusson discussed the ability as a boss of making the employees to feel safe and 

positive in their role but also to balance the “feel good” and profitability. As she puts it, in 

order to motivate the position a person has in a company you need profitability for that 

position. If not, then the person needs to be kicked. Therefore she first of all needs to see 

that every position has profitability, then she does everything she cans to get the people to 

feel good at the workplace. Mr. Adolfsson first specifies management as the responsibility 

to take decisions. Whether they are tough or easy decisions, the boss has the responsibility 

to make them. 

Mr. Tapani says that the boss has the formal position in the company. “Your 

responsibilities/tasks lies in doing this and that, you can therefore present yourself as 

Manager.” (Tapani, 2010). This means that the managerial aspects are the ones where you 

have a name on a door and certain responsibilities that you must attend to, or see to it that 

others attend to it. As Mr. Tapani is the highest ranked manager at the fire station, he also 

has to look at future managers. Here he makes a difference in complexity between the 

managerial side and leadership qualities that are involved: “It is easy to appoint a manager; 

you just appoint him or her. But when it comes to the leadership qualities you need to be 

have suitability, willpower, empathy and all that you may want from a person based on the 

values and the value-system you have”. 

This means that according to Mr. Tapani the difficult part of choosing which people that get 

the chance to climb in the hierarchy lies fully in the aspects of leadership. The rules of 

managing are easy to teach, the practice of successful leadership is far more complex. On 

the other hand Mr. Tapani argues that you don‟t hire a leader, you hire a manager. No one 

has a certificate of employment saying that you are a leader. Usually they say that you are a 

manager.  

The explanation presented by Mr. Rieglert was following the same pattern. The manager is 

formally appointed. With this position follows responsibilities and authority. “It is known 

in the organization so to say; you have a managerial position”. 



66 

 

The only Swedish respondent that immediately started to unfold the concept of 

management without aid to get started was the management consultant Rosencrantz. She 

discussed the issue of management out of her experience: How to organize and steer the 

company to move it forward. What Ms. Rosencrantz discussed was the “building of a 

structure and a business culture regarding management issues, which permeates the whole 

company”. She also discussed much of her point of view out of the perspective of the BoD 

because of her position as chairman of three BoD‟s in Umeå. This was interesting as she 

then could disconnect herself from the executive bransch as they focused on “how” to do 

things while the BoD focused on “what” to do. She also emphasized the importance of 

order in companies. Besides knowing what to do and how to do it, it should be done with a 

high degree of structure. It should be clear who is responsible for what and who has the 

authorization to make certain decisions. Finally she argued for clear visibility regarding 

money. It should be crystal clear for the people in charge where they make money and what 

things that are regarded as costs in the company; Financial control. 

Mr. Hesse from the IFSI described the concept of management as strictly related to the 

human resources and the concept itself related to the human aspect only: “Management is 

about human resources, it is the most difficult aspect but it is also the most interesting 

because it involves human. If we don‟t take into consideration the human aspect, it can‟t 

work”. 

Mr. Ainseba from Beauvais‟ Hospital sees management as a concept related mostly to the 

business sphere and deplores the fact that the concept is being implemented outside the 

business field but in the meantime understands this tendency: “to me it means managing 

teams, managing financial resources, or managing material resources. So the whole idea is 

to manage a stock, it must be sold somewhere at a certain time. In my head it's like that and 

now we will implement it everywhere. We manage everything everywhere, management is 

everywhere, at the hospital and elsewhere”. 

Mr. Daufresne from SMEG describes management as a term that is vague, “the difficulty 

is that there are different types of managers” and therefore “there are many types of 

management”. He goes on to describe management as a direction to give to men, as a 

direction to give to a team. Mr. Daufresne also describes a manager as a leader who must 

help his team, who must respond quickly and have some qualities and values such as 

“human, emotional, listening, respect, fairness” and “responsibility” as well. 

In response to the question related to the concept of management, Mr. Spaggiari from 

SMEG associates management and organization: “The concept of management for me is 

synonymous with organizing in any sense”. He goes on and sees management as something 

that can be applied everywhere and argue that the function of manager is then accessible to 

anyone: “You can be the manager of a little company in the city center or the manager of a 

subsidiary employing 500 people”. According to Mr. Spaggiari, to be a manager is “to be 

conscious that you‟ve responsibilities” but also that “you‟re managing a structure”. 

In response to the question based on the concept of management, Mr. Couvreur from 

Beauvais‟ City Hall states that he prefers the word coordination rather than management 

and the word coordinator rather than manager: “Me I coordinate a team, I coordinate a 
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group, I‟m here to bring out ideas”. He goes on to discuss his role as a coordinator and the 

fact that even though he brings out ideas, he is aware that he does not necessarily have the 

best ideas: “I‟m going to have ideas, I know where I‟m going. But then we‟re going to meet, 

we‟re going to talk and my point of view in terms of method is going to change but I‟m 

always keeping the direction”. According to Mr. Couvreur, a manager “must convince 

people of the goal towards which we want to go” and argues that if people are not 

convinced that the goal has to be reached, the project will fail.  

Analysis 

When looking at Figure 17 (see Appendix 12) we can see that the respondents do not define 

the concept of management from the perspective of a discipline, people, career (Ivancevich 

et al., 1989, p. 4-5). Also, they do not furnish a distinct definition of management as we 

saw it in the literature review: “Management is the process undertaken by one or more 

persons to coordinate the activities of other persons to achieve results to attainable by any 

one person acting alone” (Ivancevich et. al, 1989, p. 5). 

Instead the respondents are more inclined to look at the process of management from a 

different angle which we can connect to the approaches of analyzing management by Rue 

& Byars (1992, p. 5). From this perspective we can then identify if the respondents look at 

management from the perspective of functions, roles or skills. To begin with Mr. 

Adolfsson‟s perception on his role as a manager is in line with the decisional role and more 

specifically the entrepreneur role of the manager (Mintzberg, 1990, p. 171; Ivancevich et 

al., 1989, p. 38; Rue & Byars, 1992, p. 9). Mr. Hesse‟s definition of the concept of 

management can be analyzed by using the management skills categorization approach; 

therefore we can see that Mr. Hesse‟s definition is in line with the human relations skills 

(Ivancevich et al., 1989, p. 33-34; Rue & Byars, 1992, p. 9). Mr. Ainseba‟s definition is in 

line with both the interpersonal role as a leader and the decisional role as a resource 

allocator (Mintzberg, 1990, p. 172; Ivancevich et al., 1989, p. 38; Rue & Byars, 1992, p. 9). 

Mr. Daufresne defines the concept of management from the perspective of interpersonal 

roles with the manager as a leader (Mintzberg, 1990, p. 168; Ivancevich et al., 1989, p. 38; 

Rue & Byars, 1992, p. 9) and he sees management as functions and specifically the leading 

function (Ivancevich et al, 1989, p. 7; Rue & Byars, 1992, p. 6) but he also describes the 

concept of management from the perspective of management skills and especially human 

relations skills but also decision-making skills (Ivancevich et al., 1989, p. 32-33; Rue & 

Byars, 1992, p. 9). Mr. Spaggiari associates the concept of management with a function 

and especially the function of organizing (Ivancevich et al., 1989, p. 10; Rue & Byars, 

1992, p. 6), he also describes management as having the interpersonal role of a leader 

(Mintzberg, 1990, p. 168; Ivancevich et al., 1989, p. 38; Rue & Byars, 1992, p. 9) and he 

sees management as having both decision-making skills and conceptual skills (Ivancevich 

et al., 1989, p. 32-35; Rue & Byars, 1992, p. 9). Mr. Couvreur defines management as 

having human relations skills (Ivancevich et al., 1989 p. 33; Rue & Byars, 1992, p. 9) but 

also management as the interpersonal role of a leader (Mintzberg, 1990, p. 168; Ivancevich 

et al., 1989, p. 38; Rue & Byars, 1992, p. 9) but he also looks at management as functions 

and more specifically the leading function (Ivancevich et al, 1989, p. 7; Rue & Byars, 1992, 

p. 7). Ms. Magnuson‟s definition of management is in line with the approach that looks at 

the skills and more specifically the human relations skills (Ivancevich et al., 1989, p. 33-34, 



68 

 

Rue & Byars, 1992, p. 9) but it is also in line with the approach that looks at the 

management functions and more specifically the staffing function (Rue & Byars, 1992, p. 

7). Mr. Tapani‟s definition of management is in line with several interpersonal roles: 

figurehead and leader (Mintzberg, 1990, p. 168; Ivancevich et al., 1989, p. 38; Rue & 

Byars, 1992, p. 9). Mr. Rieglert describes management from the perspective of two 

interpersonal roles with the manager as a figurehead and a leader (Mintzberg, 1990, p. 168; 

Ivancevich et al., 1989, p. 38) but he also looks at management functions and more 

specifically the leading function (Ivancevich et al., 1989, p. 7; Rue & Byars, 1992, p. 7). 

Finally, Ms. Rosencrantz‟s definition of management is in line with looking at 

management as functions and more specifically the organizing function and the leading 

function (Ivancevich et al., 1989, p. 6-7). Ms. Rosencrantz also defines the concept from 

the perspective of managerial roles and more specifically the decisional role of resource 

allocator (Mintzberg, 1990, p. 172; Ivancevich et al., 1989, p. 38). 

Therefore from the analysis of the data collected we can present the results as such based 

on the approach to analyze the management job by Rue & Byars (1992, p. 5): 

Figure 18: Management through different approaches (Schörling & Lange, 2010) 

 

 

 

From Figure 18 we can see that the respondents look at the concept of management from 

different angles. The most dominating approach identified here is the approach which 

focuses on understanding the behaviors that one should adopt as to perform the managerial 

work. Consequently, we can say that from our respondents‟ perspective dealing with 

behaviors seems to be what they highlight when it comes to describing the concept of 

management. Another implication when looking at Figure 18 is that the second most 
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dominant approach identified here is the one focusing on the work a manager should 

perform also known as the functions approach. Finally, when looking at Figure 18 we can 

see that the approach used the less when analyzing the concept of management is the 

approach focusing on the set of skills needed to perform the job of manager. 

Even though these perspectives are somewhat opposing each others, that Mintzberg‟s 

critics when creating roles, there are still possible to use together in order to get a full 

perspective from our respondents. In addition to that Rue & Byars (1992) describe the 

complementarities of these approaches as a condition for effective managerial practices. As 

we will see in the next part regarding change and repetition, our respondents have a 

tendency to see their managerial job as subject to constant change. This might oppose the 

structures of the functions viewed to the left of Figure 18 but instead it can be viewed as a 

reaction to constant change. In order to deal with this change you might have a need for the 

structure of the functions perspective.  

Something should also be said about the skills‟ perspective as it only concerns half our 

respondents according to our analysis. The very first observation to make is that there could 

be a need to renew the set of skills needed to accomplish the managerial work and therefore 

the need to implement and emphasize new ones. Also, the skills‟ perspective lack focus on 

leadership and one new skill could concern the ability of being a leader. Finally, we can 

conclude when looking at Figure 18 that looking at the concept of management through the 

skills‟ approach might not be a suitable approach when discussing, describing and 

understanding the concept of management. 

This weakness in being able to interpret the respondents view on management through the 

skills‟ perspective could also be connected to leadership. In the older leadership theories, 

leadership is more viewed as a trait which includes the skills approach to leadership, here 

leadership are the skills that you have (Northouse, 2010). The skills that you have will 

furthermore give you the foundation of being a successful leader. The modern view on 

leadership is more focused on the process and what happens between the leader and the 

subordinates. Maybe this perspective spills over to their perspective of management where 

they focus more on the role of manager rather than the skills that they have as a manager.  

Mintzbergs discussion regarding the lack of knowledge in the management field and “the 

true nature of managerial work” can be both discussed and opposed here (Mintzberg, 

1990, p. 163). What Mintzberg wants is for the field of management to move closer to the 

realities of managers‟ and what they actually do. From our point of view as researchers 

after studying these ten respondents we can argue that there is a lack of knowledge from the 

practitioner‟s side on the different approaches in management and the different tools and 

models that can be used by managers. The interesting twist in this discussion is then what 

difference it would make? If our respondents were to learn about the foundations of 

management, the approach paradigms that has been salient through history and how 

contemporary management theories looks like, there is an interesting thought in what 

would happen. If Mintzberg is right, that the field of management is too far from practice, 

then it would not matter if our respondents were to learn management theories as they 

would be less relevant to them. But if these management theories were to give another 

dimension to our respondent‟s daily work then the field of management and the 
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practitioners would have a joint development in understanding each other better. Maybe the 

closer they move to each other the more synergy you would get from the joint venture of 

theory and practice. 

 

Figure 19: The synergy from theory and practice (Schörling & Lange, 2010) 

4.2.2 Change or repetition 

Generally on this question the respondents answered that their role gave them much space 

to work with solutions that they thought was fitting, but that the job had some hard angles 

that were not able to move as easy. They mostly said that what they were doing daily was 

changing all the time. There were always new challenges to deal with. On the other hand 

the managerial position they held gave them tasks with budgets for example, where they 

every month had to do the “same thing”. But this was not salient; the space given to work 

with the ever changing tasks neutralized the more static tasks.  

The perspective described above was the point of view found during the interview with Mr. 

Tapani. He argued that some aspects are reoccurring every month while other things 

change constantly. 

At IKSU the organization has grown tremendously the last 15 years, creating a need for 

consolidation after the massive growth. Therefore Ms. Magnusson argues for the need of 

structure currently taking place at IKSU. But the conversations moves to finding balance 

between space for creativity and structures. Too much space gives uncertainty seems to be 

what they have learnt.  

Mr. Rieglert discussed around the ability for them as managers and engineers to make 

improvement in the process of the factory. Here their newly adapted philosophy of “lean 

production” had pushed them to think in a new way. “What important areas of 

improvement do we have?” as he puts it. Moving on to the possibilities of creativity and 

improvisation there was much rooms to maneuver, but looking at the costs was the fence 

for most of the suggestions. This fence could be bridged by motivating the suggestions and 

argue for the positive outcomes for them.  

Ms. Rosencrantz argues that her job as a management consultant gave her constant 

change. This as she in her role as a management consultant is working alone towards 

companies and their needs. Moving on to her duties in three BoD‟s then she argues that 

change is what it is all about. When pushing this fact of tremendous possibilities to change 

as there is nothing above so to say, she responds: “If it was that easy to implement changes. 

[…] Usually I argue that realizing what needs to be done is the easy part, the hard part is 

Theory Practice Synergy
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to actually implementing the changes all the way to the end”. She continues by saying that 

this is the place where most companies fail. They change their strategies after two days 

when they don‟t get the desired results. 

Moving on to the police station where Mr. Adolfsson discussed around the “frames” 

surrounding his role. This concept of frames and the focus on what “task” every individual 

had within the organization was constantly reoccurring throughout the interview. Not that it 

became a feeling of repeating, more that it was a way of explaining how he viewed this role 

and this organization. What was stressed was the dynamics in adapting the resources 

available for the police to the needs of society for each specific day. In other words, moving 

the resources of the organization to where they were they are needed that day out in the 

society. 

Concerning his job as a manager, Mr. Hesse admits that there are always repetitive tasks 

but he also thinks that “things are less and less repetitive. You have to be more and more in 

the capacity of being extremely responsive, to the team of teachers, to the environment and 

to guardianships I mentioned before”. 

Mr. Ainseba also sees his job as strongly subjected to continuous change but in the 

meantime sees continuous change as a motivational factor “It's wonderful thereby. One can 

take the same patient, the same condition, the same disease, the same evolution, there is 

always a trap, always something to find out, always something special, something new”. 

In response to the question related to his own work, Mr. Daufresne feels that there is a 

basic routine “in the sense that there are always new accounts openings to sign, always 

budget pictures to follow” but he goes on an affirms that this routine is balanced by the 

diversity of people he meets both inside and outside of the organization: “I would say that 

there is a wealth that is important in human contact”. 

According to Mr. Spaggiari his job as a manager is characterized by a continuous change 

and admits that it is the most difficult part of his job: “it‟s the most difficult part because 

you can never be sure, parameters are always changing, things that make events different 

from what happened before”. He goes on and illustrates his thoughts with a concrete 

example: “For example, nowadays we manage monthly sales, turnover, etc ... but today 

there is a crisis which has changed all the settings so even references, things that for us 

who were in the business for a long time were still mechanisms, safety bases, have now 

moved”. As a conclusion, Mr. Spaggiari believes that the most important part for a manager 

is to be able to adapt to change. 

Mr. Couvreur sees his job as strongly subjected to continuous change: “I arrive in the 

morning, I have an agenda, I have an assistant, meetings, and things like that, but it never 

goes as planned”.  
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Analysis 

You can find a recap of the respondents´ answers by looking at Figure 20 (see Appendix 

13)  

In order to get more insights into the managerial work thus getting more information about 

the contemporary managers of Sweden and France we are going to analyze if the 

observations of Mintzberg are still valid and more specifically two of his propositions about 

managerial work characteristics concerning a large “great quantity of work at an 

unrelenting pace” (1973, p. 51) and the “brevity, variety and fragmentation” (1973, p. 51) 

of the activities performed by managers. In other words, in this section of the analysis we 

are going to figure out if managerial work nowadays is in line with the classical approach. 

Mintzberg can be seen as 

the perspective that best 

explains from a theoretical 

point of view what the 

respondents said about 

change and repetition 

(Mintzberg, 1990). 

According to the classic 

perspective managers are 

systematic planners and 

Mintzberg here opposes 

and says that allthough 

managers engage in 

repetitive tasks and duties on a regular basis, they are more oriented towards discontinous 

activities. (Mintzberg, 1990, pp. 164. Ivancevich et. al, 1989, pp. 6). Therefore from our 

perspective we will try to get more insight on the nature of managerial work by identifying 

which view that is the most dominating according to our respondent. That is to say if 

managers from Sweden and France engaged in activities that are characterized by change or 

repetition. 

Maybe it is the impications of the word but from the Swedish respondents all but 

Magnusson embraced change and had an attitude of striving towards it. Ms. Magnusson 

strived more towards structure thanks to the impressive growth in her organization which 

demanded more of Fayol‟s planning. Mr. Adolfsson, Mr. Ainseba, Mr. Spaggiari, Mr. 

Couvreur and Ms. Rosencrantz are the managers who strongly referred to change as to 

describe the nature of their work. On the other hand, Mr. Hesse, Mr. Daufresne and Mr. 

Tapani are the managers who referred to repetition and change while describing the nature 

of their managerial work.  

Mr. Rieglert had big changes currently because of the movement towards lean production. 

Even though this dominating change in his organization, he still wanted to keep this attitude 

of change and not fall back into stronger structures.  

Therefore what we can interpret from our respondents when connecting them to the 

theories about the nature of managerial work is that the dominating trend is most likely to 

Change Repetition

Figure 21: The imbalance between change and repetition (Schörling & Lange, 

2010) 
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Mintzberg‟s perspective towards the managerial role since our respondents are more 

leaning towards change and unplanned activities to explain the nature of their job. 

Nevertheless, some of our respondents have referred to repetition and regular duties to 

perform when describing their work even though these tasks were only a small part of their 

job. 

Finally something can be said about explaining our respondents out of a perspective of 

human resource management (Pindur & Rogers, 1995. Ivancevich et. al, 1989). As Figure 

18 expressed a perspective of viewing management out of human resource management 

perspective, this can also be forwarded to the discussion on repetition and change. Human 

resource management focuses on behaviors of people and embraces relations in their 

theory; this can be seen as being part of the job that is under constant change. People and 

relations will constantly evolve and it can be hard to view your job as repetitive if you view 

your job as being subjected to engaging in relations to people most of the day. We will end 

this analysis by referring to what Mr. Hesse said about people: 

“It will be changing for my area, the training methods are changing, financing methods are 

changing, the hospital environment is evolving, decrees that govern us are changing, it is 

bound to evolve. It‟s obvious […] you‟ve got to be reactive. The aspect of human resources 

is not always easy with the students but at least we‟re in contact with life”. 

4.2.3 The Future 

Mr. Adolfsson answered out of two areas: personal and as a leader. As a person Mr. 

Adolfsson believes that he will become more confident and become better at looking at 

things from a wider perspective. As a leader he will get a leadership education where he 

will learn more about the legal aspects that surrounds his job as a manager; labor law and 

administrative law more precisely. If the development to a national police is taken into 

consideration, he believes that he is in phase with this development and will develop as a 

leader no matter what role he might end up with in this future organization. 

Ms. Magnusson expressed her wish to give people working under her management more, 

to give them duties where they could use their university education more. When talking 

about her own development she believed that she will become more secure in her role, 

meaning that everything surrounding her in the organization (the structures so to say) will 

become clearer. This will result in her management reaching new levels. She can work with 

more confidence if the structures are clear around her. For this future she has high 

expectations. 

Mr. Tapani viewed the future out of age. The argument was that the more years that pass 

by, the more “tired” he will get. The fire that he has now will probably fade a little. The 

question then is how the co-workers will react. If he still can be a good leader he will be 

that for them, otherwise he does not hesitate to consider stepping down: “I have had the 

privilege to work here since 1988 at the same time as the previous manager of this fire 

station. When I replaced him I replaced this manager who had been the head of the fire 

station for 30 years. This means that the existing structures had formed and stabilized 

during a long time. But it also means that there were expectations of change with a new 

manager coming in. There was also in some sense a need for change. Then it can be seen 
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as easier to implement them”. What the discussion then moves on to is the courage to 

change as a manager. Mr. Tapani discusses the homogeneity in general regarding fire 

protection. They have hired other people then fire engineers and this has caused some 

changes by the pure nature of differences. At the fire station risk analysis reports are done 

and when they started to hire people from more diverse backgrounds these reports started to 

look very different. This is considered by Mr. Tapani as something useful as this diversity 

implements new knowledge to the organization. 

As mentioned earlier, Mr. Rieglert was the only respondent who clearly stated an area he 

wanted to develop in his leadership. This area he described with the word “coaching”. At 

another occasion during the interview Mr. Rieglert discussed the leadership policy that the 

factory recently implemented. Here one of the areas is coaching and is defined as follows: 

“To coach means to support, guide, encourage and promote positive qualities. It is the 

competence of the co-workers and their will to put this competence to work that decides the 

competitiveness of this paper mill We will therefore focus on developing our co-workers 

through continuous coaching” (see Appendix 25). The difficulty here, he described as how 

to make the coaching practical. How often to meet with co-workers to coach, how to make 

it natural and how to get it to work continuously were some of the questions. 

Finally Ms. Rosencrantz who looked at the question in a wider perspective, chose to start 

by developing profitability. She considers this to be a key to freedom as a manager: “[…] if 

you make your company profitable. Then you can stand strong and make your own 

decisions. Companies that are not profitable should be discontinued”. She continues by 

discussing the natural life cycle of companies, where they are born, live and then eventually 

die. With the newborn company‟s you will see new business model rising to match the 

changing world. Furthermore she believes that it will become increasingly important for 

companies to build relationships locally and internationally. She gives an example of a 

Japanese bank called Nomura that has started an IT-development department in Umeå. 

Apparently these people felt that Umeå was a low wage society compared to the alternative 

London. This type of crossings will become more common. When it comes to customers, 

she believes that keeping a tight relationship with customers and constantly communicating 

with them while creating the products is another key. She looks at it like companies should 

“involve” their customers in the development of products. 

In response to the question related to a possible evolution of his management methods and 

managerial approach in the next few years, Mr. Hesse describes a management that will be 

forced to evolve and change but points out that in his field, management will evolve 

because of a system that is being reorganized: “It will be changing for my area, the training 

methods are changing, financing methods are changing, the hospital environment is 

evolving, decrees that govern us are changing, it is bound to evolve. It‟s obvious. Today, 

everyone still believes that hospitals are funded by the state. Hospitals are not funded by 

the state. The financial backer of the hospital is the social security, the health insurance”. 

In response to the question related to the evolution of his managerial approach in the next 

few years, Mr. Ainseba thinks that financial management will be increasingly important 

because of a re-organization of the system in French hospitals, “we are in a period of 
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change”. On the other hand, Mr. Ainseba thinks that human management will not evolve as 

much as the financial aspect, “the approach will remain identical”. 

In response to the question related to a possible evolution of his role and approach as a 

manager, Mr. Daufresne sees an evolution as something that must happen since “I can‟t 

stay as I am, first of all because in management I still have a lot to learn”. He goes on to 

discuss the fact that the “consistency” and “thickness” needed as a manager can be obtained 

by experiences: “the more you learn, the more you deal with situations that are different 

and the richest you get, then you will be able to deal with people in the best possible way 

since you will already have experienced situations like these”. From a more global 

perspective, Mr. Daufresne sees changes coming for both management and managers: “the 

world is changing, one must be flexible and listen to people. Management will necessarily 

change and as a manager, if you‟re not up-to-date, then you‟re dead”. Then, Mr. Daufresne 

argues with the need for managers to be up-to-date, with new technologies especially such 

as “internet” and “mobiles phones” since these new ways of communication have 

dramatically changed the rules: “today you have internet on mobile phones, your business 

relationships have completely changed”. Finally, Mr. Daufresne concludes the discussion 

about management and managers and emphasizes this continuous learning process for a 

manager in order to gain thickness: “A manager is always learning. The guy who tells you 

„I know everything‟, he is not a shrewd guy. If you don‟t challenge yourself, you‟re dead. 

You‟re done”. 

In response to the question based on a possible evolution of his role and approach as a 

manager, Mr. Spaggiari makes the distinction between young managers, with little 

experience and old managers, with a lot of experience. According to him, old managers 

tend to look for answers in their own experience rather than “put yourself in a situation of 

„what if‟, what would have happened if I had done something else?”. On the other hand, 

according to Mr. Spaggiari, young managers tend to change and evolve much more since 

they are eager to constantly question themselves as to understand how they can improve 

their job as managers, “understand how to make things better”. 

In response to the question based on a possible evolution of his role and approach as a 

manager, Mr. Couvreur sees a management that will tend to be more oriented towards 

results. He goes on and discusses the implications of a management that will be oriented 

towards results: “socially, the staff will lose something”, “Objectives, results, It'll come 

down to that and certainly at the expense of the social climate”. 

Analysis 

You can find a recap of the respondents´ answers by looking at Figure 22 (see Appendix 

14). 

When the respondents approached this part of developing as a manager they did this out of 

one of the two starting points below. Either they started from the development externally in 

their organization, their line of business or the global development. Or the other approach 

was to start by looking at their personal perspective; how they can develop personally, their 

leadership and/or their sector specific knowledge. 
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From this perspective we can classify the respondents 

in two categories: (1) Ms. Magnuson, Mr. Tapani, Mr. 

Rieglert, Mr. Adolfsson, Mr. Daufresne and Mr. 

Spaggiari look at the development of management 

from an internal perspective. On the other hand (2) 

Ms. Rosencrantz, Mr. Hesse,, Mr. Ainseba, and Mr. 

Couvreur look at the development of management 

from an external perspective. 

One interesting aspect on the internal side that both 

Mr. Spaggiari and Mr. Tapani addressed was the issue 

of age. They believe that older managers will behave differently than younger managers. 

This fact is not discussed in any theories that we have found. 

From this starting point and in order to expose in which direction the respondents want to 

develop their approach as managers we can use Rue & Byars approach in analyzing 

management (1992, p. 5) thus from the perspective of functions, roles, or skills. 

 Functions Roles Skills 

Ms. Magnuson - - Human relations 

Mr. Tapani - Redefine 

interpersonal roles 

- 

Mr. Rieglert - - Human relations 

Mr. Adolfsson Leading Interpersonal roles - 

Mr. Daufresne - - Technical/human 

relations/conceptual 

Mr. Spaggiari - - - 

Ms. Rosencrantz Controlling -  -  

Mr. Hesse -  -  Conceptual/Human 

relations/technical 

Mr. Ainseba  Decisional Conceptual 

Mr. Couvreur Controlling - - 

Table 6: The future of management (Schörling & Lange, 2010) 

Through this study Ms. Magnusson had a human relations perspective and the best way to 

categorize this above was under skills, as human relations are one of the three (Conceptual, 

human relations and technical). (Rue & Byars, 1992, p. 5). Mr. Tapani discussed the aspect 

of age which the theories did not include, but he also discussed the implications of the 

change when it comes to his own role. This issue of roles can be linked to the roles of 

Mintzberg found in the middle section of Table 7. He could be interpreted as wanting to 

Internal External

Figure 23: Internal/external take-off point 

in approaching the future (Schörling & 

Lange, 2010) 
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develop his interpersonal roles, more specifically his role with the others. Mr. Rieglert was 

clear on his wish to develop coaching, which can be interpreted as human relations under 

the skills perspective. Mr. Adolfsson discussed both his leadership development and his 

confidence, which both can be found under Mintzberg‟s interpersonal roles. Interestingly 

enough the classical management as mentioned in the theory also includes leadership as 

one of its building blocks. Therefore leading is place under functions also (Ivancevich et. 

al, 1989). Mr. Daufresne‟s view on developing could be analyzed completely through the 

skills approach, as he wanted to develop his skills in the technology connected to his line of 

business, his understanding of people through experience and his conceptual skills to 

improve as a manager in order to have a better view of his organization and what he should 

do as a manager. Mr. Spaggiari only discussed age which was not discussed in these three 

approaches. Ms. Rosencrantz focused on profitability which can be seen as the controlling 

under functions. Her discussion on life cycles of companies more applies to organizational 

theory which is analyzed under the part on organization. Mr. Hesse was like Mr. Daufresne 

possible to analyze completely through the skills approach, where he wanted to develop his 

conceptual skills. Technical refers to his will to develop hospital specific issues and human 

relations refer to his view on “contact with life”. Mr. Ainseba wanted to develop his 

decisional role because he says that he has to improve his role as a resource allocator since 

the financial aspects of the job is more likely to take more space. The skills of finance and 

organizing can also be found under conceptual skills; therefore you can find it under skills 

also. Finally Mr. Couvreur focus on results and therefore this is linked with the classical 

perspective of controlling. 
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4.3 Leadership 

4.3.1 The concept of leadership 

For a leader it is important that people follow him/her according to Mr. Adolfsson. The 

leader needs to get the people in the group to feel safe and that they understand what the 

group is trying to do. If people are motivated the results will appear naturally. He also 

emphasizes the need to make people feel safe if you are their leader.  

Mr. Tapani explained leadership by referring to team sports. In team sports there are 

several leaders that point in the direction the team should take. The only appointed manager 

can be the coach in a team, and then you have leaders without formal title. 

Ms. Magnusson describes leadership as getting other people to grow. As a leader you 

should not race to be the best at everything, but instead get others to get even better. She 

explains that in her role she should not do treatments, create health profiles for people, and 

lead group training. Instead her role is to lead others who are good at those things and make 

them even better. 

When Mr. Rieglert starts to discuss the issue of leadership he says that as a manager he 

uses leadership to get the organization to deliver to the best of its ability: “In leadership 

there are many teachings. It is how I act as an individual in my managerial position. How I 

face other people. That‟s how I see it. Am I authoritarian? Am I dictatorial? Do I allow 

space for the staff to be creative? Am I straight forward and honest in my 

communication?”  

In Appendix 25 you can see how this leadership policy looks like. It is in Swedish but the 

topics are (roughly translated): Respect, Excellence & Responsibility. 

Under each topic there are a number of issues for the manager to adapt to in order to follow 

this policy. He discusses some of these aspects and clarifies that this policy is for the 

factory in Munksund only, not the whole SCA group. Mr. Rieglert then talks about formal 

and informal leaders. That some leaders are informal and considered by other to be worth 

following, while the formal leader is appointed to be a manager. “But just because you are 

appointed formally a manager does not mean that you are a good leader, or that you are 

considered a leader for that matter.” 

Ms. Rosencrantz has a different approach because of her odd position relative to the other 

respondents. Her position as chairman of BoD makes her look from another perspective. 

She argues from the perspective of leading a BoD. Here you always have an owner of the 

company that often is the CEO also. This she says can get complex as the person you as 

chairman are suppose to lead have full authority thanks to his/her ownership. What she 

considers as important in order for this equation to work is to have what she calls “courage” 

and “integrity”. The courage to tell the truth and the integrity to speak your mind, to say if 

you like something or not. She then explains the difference between a BoD and an 

executive board: The BoD is all about differences, as they need to have several ingredients 

to do a good job. These differences can create good strategic decisions in the end. The 

executive board needs to have togetherness in order to do a good job, as they are to move 

things forward depending on what the BoD decides. 
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In response to the question based on the concept of leadership, Mr. Hesse from the IFSI 

sees a leader as “someone who must take the decisions” (Hesse, 2010).  

Mr. Ainseba from Beauvais‟ Hospital sees leadership as the tool by which an organization 

or individuals can gain a competitive advantage in a very specific sector: “they rushed into 

this branch there and they took a big lead over others in this area which is very sharp and 

so they become leaders, in a region or nationwide”. This means that for Mr. Ainseba 

leadership is not on an individual level but more on a company level, that someone is the 

leader out of companies competing against each other. 

Mr. Daufresne from SMEG describes leadership as “having an aura towards others, it‟s 

having a rising influence over others” (Daufresne, 2010) and therefore he describes a leader 

as someone who has a rising influence so that others listen and respect him or her. He goes 

on and discusses the fact that a good leader can help a manager in his everyday coaching 

but on the other side a bad leader, if he/she disagrees with the manager, then “it‟s a 

disaster” (Daufresne, 2010). Further to that, Mr. Daufresne argues that leadership is not 

about being stronger than others but it is the ability to pull others: “it‟s the one who can 

lead others to excel” (Daufresne, 2010).  

Mr. Spaggiari from SMEG describes leadership as “knowing how to convey ideas and 

your motivation to the people you manage” (Spaggiari, 2010). So from Mr. Spaggiari‟s 

perspective leadership is not about imposing your ideas but instead leadership is about 

managing people and lead them in the direction “you believe in and in which you want to 

work” (Spaggiari, 2010). He also believes that leadership has nothing to do with hierarchy 

and therefore we can talk about leadership between colleagues who are at the same level in 

an organization, but at the end the outcome is the same: “it‟s always about successfully 

transmitting the ideas you have in mind to your colleagues” (Spaggiari, 2010). 

Mr. Couvreur from Beauvais‟ City Hall sees a leader as a captain: “it‟s the guy who is 

leading the boat and showing the direction”. 

Analysis 

You can find a recap of the respondents´ answers by looking at Figure 24 (see Appendix 

15). 

The definition of management for this thesis is as follows: “Leadership is a process 

whereby an individual influences a group of individuals to achieve a common goal” 

(Northouse, 2010, pp.2) 

The only respondent who discussed leadership around the perspective of influence as the 

definition used was Mr. Daufresne. Also as we will see below the perspective of looking at 

leadership as a process is not perfectly correlated to the views of our respondents. 
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Figure 25: Chart on the respondents´ perspective on leadership (Schörling & Lange, 2010) 

Above you can see in Figure 25 how we have categorized the perspectives that the 

respondents expressed for their view on leadership. The vertical axis shows how many 

times the perspectives where expressed and the horizontal axis shows the different 

perspectives (Trait, Behavior, Process). Some respondents expressed several perspectives. 

Mr. Rieglert both expressed a behavior and a process view. This was also the case for Mr. 

Daufresne who also was interpreted as viewing leadership as both a behavior and a process. 

Therefore the total sum of the perspectives is 12 as two respondents expressed a dual 

perspective. 

From this we can extract the fact that the most dominating view by our respondents are that 

leadership is something that you do, a behavior that you have towards your subordinates. 

The more modern view of leadership as a process that occurs between the leader and the 

subordinates are mentioned by three respondents but still can be considered to have 

influence. Finally the trait perspective was only mentioned by Ms. Rosencrantz who 

discussed the abilities that are important for a person who is a leader. 

Another interesting development here is the formal/informal discussion. Mr, Tapani, Mr. 

Rieglert and Mr. Spaggiari explicitly uses the word “informal” which can be connected to 

Northouse discussion on emerging leaders compared to assigned (2009, p.5). Assigned is a 

formal position, whereas emerging is an informal leader rising from the group. 

4.3.2 Leadership in their organizations 

For Mr. Adolfsson the key word that always circulates is “mission”. When asked about the 

leadership in his organization he immediately replies “mission tactics”. This is what has 

been directed from above him and what he directs to the people below him. Every person 

gets a mission that they are supposed to follow. This mission has certain frames that each 

individual needs to understand: “You cannot just be assigned your mission; you also have 

to understand it, to know the frames for your mission. You must have a dialog about your 

mission, to talk about it continuously.” (Adolfsson, 2010).  

Ms. Magnusson on this question discusses the implication of a growing organization 

where the leadership is struggling to keep up with the growing size. But first she states that 

the leadership is the opposite of hierarchical, instead the leadership can be described as flat. 
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There is a lot of space for the people working to be creative and there is a high level of 

informality where she felt that she could talk to her boss in both fun, relaxed subject but 

also to be serious when needed. Where she believes the weakness lies is at the 

communication as where the size has increased the distance between each manager has 

increased. The managers around the organization can co-operate much better she says. An 

example of this she says is the recruitment process. Here the important thing is to hire 

people who can do different things around the organization. If a manager hires a person that 

only can do one thing, then this can cause excess capacity that doesn‟t add up with the 

costs: “You can‟t hire a masseuse to work with that 100%. Then this person will „work 

himself to death‟. To justify this full time position you need to combine with the person 

taking on some group training and maybe sitting in the reception. Then the person can be 

productive the whole working day.” (Magnusson, 2010).  

At the factory where Mr. Rieglert works he tried to explain how they work with their 

leadership. He described it by quantifying questions that could be asked in order to reach 

the goals he had: “This is where we are going! This is what we want to achieve. Where do 

we have the problems? Is there something talking against this? „Yes! The evaporation 

section will hit the roof!‟ Okay, what can be done about that? Is that exceptional or is it 

totally outside what is theoretically possible? Often there is something that can be done in 

this situation.” (Rieglert, 2010). The answers here can vary from “never, not happening”, to 

“it will be hard, but we can try!”. The leadership then is to encourage this ability to try and 

think in ways that can take the process forward. It is all about reaching new all time highs 

in production. He is also clear on pointing out that this way of leading is just at the starting 

phase. They have not reached the efficiency in this area that he wants. Another aspect is 

that it is not only the production line managers who are supposed to work like this but also 

the production engineers. The production engineers are the ones that together with the 

process operators are supposed to be able to run the processes in the factory.  

For the companies where Ms. Rosencrantz is active they are all entrepreneurs, she 

explains. This means that within these technical driven companies they are eager to show 

that “this can be done” rules. She looks at the company‟s like they are young and hungry 

with a positive attitude. The leadership from her position she explains more as balanced, 

where she needs to place some structures for these entrepreneurs without extinguishing 

their creative spirit. In Pondus which is an older company the leadership might be more of 

motivating and inspiring. This according to Ms. Rosencrantz makes the leadership change 

depending on the phase the specific company is situated in. But generally she believes it is 

all about creating structures. 

What was emphasized when Mr. Tapani described the leadership at his fire station was the 

usage of roles as a way of legitimizing management. First of all they have different 

management roles at the station and out on a mission. According to him this is the way that 

they have been working as long as he can remember. The structures may have changed, but 

the fact that people walked in and out of roles has not changed. This makes it natural for the 

people working in this organization to walk in and out of roles. When Mr. Tapani is asked 

about how clearly stated these roles are he replies: “We have few rules but quite many 

directives. Rules are not to be broken but a directive is telling you approximately how to do 

and act. Then you can be forced by a situation to make a decision. If you would have known 
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more you might not have made that decision. If I were to make a decision today I might 

have looked different but that‟s the way it is.” (Tapani, 2010) 

Mr. Hesse states he encourages leadership: “an executive must have qualities such as 

initiatives, autonomy and proposals” and sees autonomy as the outcome of leadership. He 

goes on and discusses the fact that autonomy is an important part of his organization‟s 

framework: “I couldn‟t bear to have an executive everyday in my office asking me what he 

should do”. 

Mr. Ainseba indicates that leadership is encouraged for the young interns in training and 

they are especially encouraged “to be in a dynamic of constant change”. 

Mr. Spaggiari from SMEG affirms that usually in a team of people working together, 

leadership is encouraged when a person as been identified as a potential good leader, a 

person who is able to “address the efforts of the members of the group he belongs to in the 

right direction” (Spaggiari, 2010). Further to that, Mr. Spaggiari discusses the fact that 

leadership is not encouraged when “a leader is not in line with the company” (Spaggiari, 

2010), a situation which according to Mr. Spaggiari already occurred. He goes on and 

mentions that in the company daily routine, an individual with leadership skills can 

encourage others to “work well”, also to “address efforts” and “they take initiatives to 

improve operations”. Then he describes the ideal leader for his organization, an individual 

who his eager to fight to make things work better, contagious towards its colleagues and 

motivating them. However, Mr. Spaggiari states that even though leadership is about 

motivating people, it should not be done through formal authority: “without transpiring in 

the form of orders or by imposing your convictions”. 

Mr. Daufresne states that “leadership is encouraged to some extent” but leadership should 

not benefit the interest of an employee but instead should serve the interest of the company. 

He goes on and believes that if you ask the salesman what is right and wrong in the 

company then they all have the means to express what they think, but the leaders only “will 

give you the right information and if you listen to them you‟re going to improve the 

company”. Further to that, Mr. Daufresne states that he encourages leadership in his 

organization and therefore encourages people to be leaders but leaders who can bring 

“positive reviews” because “everybody is able to bring negative reviews”.   

Mr. Couvreur explains that the emergence of leadership is not really encouraged in his 

organization: “as I told you, our organization is very hierarchical and structured around 

our branches composed of the director and six deputy directors. I‟m not saying that their 

talent is stifled but unfortunately they‟re confined to their area of expertise without 

radiating beyond their department”. 

Analysis 

You can find a recap of the respondents´ answers by looking at Figure 26 (see Appendix 

16). 

Mr. Adolfsson‟s link to Path-goal theory lies in the fact that the leadership has to be 

adapted to the organization surrounding the leaders (Northouse, 2009, p. 125). The police 
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force that Mr. Adolfsson represents has a clear structure of setting up goals and then 

striving towards them. In the way that you can reach this goal every officer below Mr. 

Adolfsson gets space and support to reach these goals. His discussion about communication 

may lie more into the LMX theory; that the relationship that you build is where the 

leadership appears (Northouse, 2009, p. 147). 

Mr. Tapani‟s leadership can be explained as a mix of Path-Goal theory and Situational 

leadership (Northouse, 2009, pp. 89). Path-goal in the sense that he is striving towards a 

point where he can just be supportive and not have to look into details. He often referred to 

the sentence “in the spirit of…” his leadership. This meant striving towards a position 

where things are done in his spirit and not that he has to get involved in everything 

happening inside the fire department. On the other hand the department has a big dose of 

directive leadership as they on a mission is working without questioning orders. If 

something is to be done, they do it. 

The Transformational leadership is extracted through the fact that change was a reoccurring 

theme in the interview (Northouse, 2009, p. 171). What Mr. Tapani wanted was to create a 

change and develop himself, his co-workers and the organization as a whole. Mr. Tapani‟s 

discussion on roles in an organization has no real backup in the theory, but nevertheless 

opens up for an interesting discussion. It is possible to link it to the SIT theory and the 

identification involved there. But these roles create a distance between the individual and 

the role this person has in the organization. 

Ms. Magnusson is clear about pointing out the importance of balance between productivity 

and “feel good”. This sounds like LMX theory as your relationship is in focus, with loyalty 

and responsibilities. The situational approach can be found in the course she took in this 

theory but also her discussion on motivating employees. This is a thought in Situational 

Leadership. Her challenge lied in the growth of the company, creating friction and a need 

for communication. 

Mr. Rieglert described something that sounds like Transformational and Path-Goal. 

Through his questions towards his goal he wanted to transform himself, his employees and 

the organization into something better. But it was clear that it was a path-goal as the whole 

leadership was driven by reaching goals. “We want to achieve this, how can we do that?”. 

Ms. Rosencrantz used the IT-development company as an example when she described 

how she was to create structures around them but space for their creativity. This fits with 

the situational leadership where high competence highly motivated people needs just to be 

delegated. 

Mr. Hesse‟s interpretation can to a great extent be found in the translation to leader and not 

leadership.  This because of the translation to and from French as discussed earlier. But to 

analyze his perspective it could be seen as the great man theory and skills theory. It is about 

being autonomous and having certain traits that make you a leader. Mr. Couvreur and Mr. 

Ainseba have a similar perspective with the trait and great man involved in their discussion. 

Mr Daufresnes perspective was covered with values: Positive, influence, listen, improve. 

This clearly is the case of being authentic as a leader and influencing with the right values. 
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Mr Spaggiari‟s perspective seems to lie in the group dynamics of identifying a leader.Also 

that the leader has to follow the values of the organization. To place this as LMX or SIT 

can be discussed, but either way the discussion seems to lie in the identification of a leader 

as part of the group (Hogg & Terry, 2001, pp. 1). Also the discussion on motivating team 

members can be seen as a part of situational leadership. 

 

Figure 27: Leadership in their organization (Schörling & Lange, 2010) 

This analysis was done by trying to identify two leadership approaches for each respondent 

when they described the leadership in their organization. On the vertical axis of Figure 27 

you can see how many times an approach was extracted from their discussion and on the 

horizontal axis you can see which approach it shows. Worth mentioning is that some 

approaches were never appropriate in analyzing the answers by our respondents and these 

were the styles approach, the contingency approach, the SIT approach, the authentic 

leadership and the implicit leadership. As we will see later in this study Mr. Tapani 

expresses at one point a clear perspective towards contingency theory in both leadership 

and management. Ms. Rosencrantz also discusses authentic leaders at one point. But the 

analysis above is done on their perspective expressed during their answers on leadership 

explicitly. 

What we can see by looking at Figure 27 is that Path-Goal theory was the most dominating 

perspective by our respondents with the situational approach in a close second. Third are 

both the skills approach and the LMX-theory. The more modern approaches according to 

Northouse (2010), transformational leadership and authentic leadership, are only analyzed 

to be a perspective of our respondents in a total of three times. It is also important to 

emphasize the fact that there was no theory that clearly dominated. Several theories were of 

use in describing the perspectives of our respondents. 

To conclude this analysis we can say that Path-Goal theory and Situational leadership 

seems to be the dominating view of our respondents on leadership in their organization. 
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Situational leadership was being used in an education that Ms. Magnusson used which 

might imply that this is a theory that is being used in contemporary leadership education. 

This is not something that can be concluded but just implied. 

Finally we can make a cross-analysis to the analysis of organizations in this study, where 

we can see that outcomes and goals are the way that the majority of our respondents 

describe the concept of organization. This analysis is in line with the path-goal leadership 

which has a similar philosophy.  
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4.4 Management and leadership 

4.4.1 Connection between the two concepts 

Mr. Rieglert considers manager as something that you can be (a position, role). Then in 

this position you can use tools of leadership, something you do. Another way of putting it is 

that you use a certain style of management, but still it is something that you do. He explains 

that leadership is a tool that you use within your management. The discussion then moves 

to the leadership policy and the followed survey done to see how they are currently viewed 

as managers at the factory (but the survey was only for the members of the executive board 

at the factory). The survey was what he described as a 360-survey: “That means that every 

manager sends out a survey to every staff member directly working under him/her, plus one 

superior manager and two colleagues”. They developed the survey from the leadership 

policy discussed earlier. Every question origins from some part of the policy. What the 

results has given Mr. Rieglert so far is more knowledge about his strengths and weaknesses 

as a manager, which is good. Next regarding surveys and face-to-face the issue of 

credibility is discussed as people have different attitudes to tell the truth. Some channels of 

critique might be easier to use if you want the truth, some worse. Also how easy the 

respondents can hide in crowd affects the level of truth that reaches the manager. 

Mr. Tapani also looks at management and leadership like Mr. Rieglert, that as a manager 

you work with people and that means that you have to exercise some kind of leadership. 

“They are closely related”. He then moves on to explain that you need to develop your 

staff in order to develop the organization. That does not mean that developing your staff is 

a purpose of its own, but you need to do that in order to develop the organization. Next 

topic is the issue of firing people. If you have a small company it is harder as your 

relationship to them naturally becomes closer. A large organization can kick 1500 people as 

a decision from top management, but they don‟t have to look into these people eyes when 

they make the decision. Example of a manager at a large corporation is Nick Colin who he 

considered as tough. On the other hand he has a friend who had a smaller firm that gave the 

manager bad conscious when about to fire employees because of costs. 

Ms. Rosencrantz views it as follows: “It‟s all about who I am.‟Who am I leading this and 

am I doing it in my own way?‟. This then characterize how I manage, steer and work as a 

boss. I cannot one day be Mr. X and the next Mr. Y. It is extremely important to be yourself 

and then complement the weaknesses you have. Complement by surrounding yourself with 

people that can create wholeness. No one can be the best at everything”. This means that 

what kind of management that is used and what kind of leadership you use is dependent on 

what kind of person you are. The connection between the two concepts is your personality. 

She explicitly says that they are connected. 

Mr. Adolfsson looks at leadership as motivating and getting them to walk in a certain 

direction. Then the manager is characterized by the fact that someone needs to be the one 

that has to be responsible for making decisions in an organization. He says that he believes 

that the two concepts are “overlapping”. Moving to his managers below him he says that 

within the frames of their mission they have freedom, but if they move outside their frames 

he has the responsibility to place them back inside the frame. He refers to this as mission 

tactics and that if he were to manage everything with detail this would more be “commando 
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tactics”. This is more used in a situation of war he says, but that in some situations he might 

have to use this tactic if the situation demands it. 

Ms. Magnusson argues that it is connected and that you are „wearing both hats at the same 

time‟. You are a manager and a leader at the same time. What you need to do is to praise 

people when they do positive things. This is a good way of getting a positive respond 

through the organization, she explains. The society is tough enough as it is so people need 

to hear when they do something good. In her organization they have used empowerment as 

a tool to manage their staff. They have put together teams with masseuses, physiotherapists 

and naprapaths. These have different ideologies that they originate from but together they 

can create wholeness in the knowledge about the human body. Ms. Magnusson‟s job as a 

manager is to set up these teams and make sure that their work is going well. She doesn‟t 

question their knowledge so to say. When she meets with the different teams they discuss 

fictive cases and then everyone gets to ventilate their opinions.  

Mr. Hesse from the IFSI sees the two concepts as connected since “it‟s part of the role, 

you‟re supposed to be the one who has the leadership” and also strongly believes that a 

manager without leadership skills would lead to a catastrophe. He goes on and sees a leader 

as someone who can anticipate but also as someone who is in tune with its environment: 

“we must anticipate, be in tune with the environment, whatever your level of manager is, if 

you think you are the boss and you can relax, „I will make other people work‟, at one time it 

could have worked but not anymore”. 

Mr. Ainseba from Beauvais‟ Hospital sees management and leadership as connected but 

believes the best is to separate the two concepts: “to be a manager, to manage the finance, 

the teams, etc. And to be a leader because being a leader it takes a lot of work other than 

the management which is already very captivating, which is important”. 

Mr. Daufresne from SMEG sees the two concepts as connected mostly because of his 

current position within the organization: “a regional director is expected to be a leader, to 

take things head-on and to be able to impose things to his team. If you got a manager who 

isn‟t able to impose things to his team, for me it isn‟t a manager”.  He continues and 

explains that according to him a manager is someone who is able to make people do things 

and also who knows how to control things. Further to that he emphasizes his opinion on 

management and leadership as two concepts being connected since a manager must pull his 

colleagues towards a common goal for the company and push them to excel themselves. 

Then Mr. Daufresne states that a manager without leadership is not a manager. He 

continues and argues that in the present situation as a sales director, he could hardly 

manage a team if he was not also a leader: “even if there are some people you like as 

managers, there are times when you must know to refocus and you must know to be a 

leader and be able to say “no! You don‟t make this transaction, THIS is what you have to 

do”. But Mr. Daufresne specifies that you should refocus your team while listening to what 

they are saying because there are many ways of doing things and many solutions to one 

problem: “a manager is also able to listen, to do brainstorming; I‟m really into 

participatory management”. He continues and explains that a participative manager is a 

person who likes to go to fight, a person who likes to go on the field in order to defend a 
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position: “You got an idea, you think it‟s the good one and you must be leader on this idea, 

stick to it and be strong otherwise others will eat you”. 

Mr. Spaggiari from SMEG thinks that the two concepts are neither fully connected and 

neither fully independent: “I think a good manager should have both but there are excellent 

managers who don‟t have leadership, that‟s not what‟s necessarily needed to make this 

job”. Further to that, he acknowledges the fact that leadership can help a lot in order to 

establish yourself and progress rapidly, however he also thinks that leadership is not the 

most important part: “to me the most important part is the organization part”.  

Mr. Couvreur from Beauvais‟ City Hall thinks that the two concepts are connected. 

However he specifies that in his opinion leadership comes first: “leadership it‟s the person 

who gives the right direction and manager it‟s the person who will say, discuss, participate, 

tell how we‟re going to do”. 

Analysis 

When looking at Figure 28 (see Appendix 17) we can see that most of our respondents look 

at the two concepts as connected and only two of them, Mr. Ainseba and Mr. Spaggiari, do 

not look at management and leadership as connected. From the respondents looking at the 

two concepts as connected we can identify three different perspectives of looking at the 

connection. Ms. Rosencrantz approaches the connection by putting personality at the core 

of the two concepts and more specifically that management and leadership need to be 

streamed by an individual‟s personality in order to be effective and authentic. The next 

perspective by Mr. Adolfsson and Ms. Magnuson is focusing on management and 

leadership as two concepts overlapping thus that you need both in order to achieve your job 

as a manager. We could not interpret that these two respondents placed the two concepts in 

a hierarchical order but instead that they were both needed for a manager. The third 

perspective is either placing management on top of leadership or leadership in top of 

management. Mr. Tapani, Mr. Rieglert, Mr. Daufresne and Mr. Hesse are looking at 

leadership as a component of management; on the other hand, Mr. Couvreur is looking at 

leadership as the main component in order to be a manager thus considering management 

as a component of leadership.  

From the perspectives of our respondents described above, we can clearly see that most of 

our respondents do not look at leadership as the central tenant of the managerial process as 

described by Ivenacevich et al. (1989). The function perspective look at leadership as the 

component linking all the other functions together: planning, organizing and controlling. 

Mr. Couvreur can be seen as the only respondent whose thoughts are corresponding to this 

point of view thus the only respondent designating leadership as the critical function 

determining the effectiveness of managerial practices.  

On the other hand we can see that four of our respondents do not consider leadership as the 

central tenant of the managerial process; instead their thoughts are more related to 

Mintzberg‟s description of the leader role (1990, 168). Mr. Tapani, Mr. Rieglert, Mr. 

Daufresne and Mr. Hesse use leadership within management and their managerial role. But 

if you compare how these respondents describe how you use leadership within management 

their perspective can be viewed more as a tool that they use, more than the role that 
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Mintzberg discusses. Therefore we could say that our respondents view leadership more as 

a skill that you use. As we discussed in the part on “the concept of management” the skills 

perspective on management was not suitable to use when understanding our respondents 

but if “leadership” was included as a skill in management then this perspective would be 

more useful. It would also be more suitable to describe our respondents in this way. 

Mr. Tapani approaches the question through the difference between small and large 

companies and the attitudes and behaviors you as a manager/leader have. Both in leadership 

theory and management theory you have the contingency approach, where you adapt the 

organization/leadership to the situation. This means that if you have a small organization 

you act in a certain way; as well as if you have a group of accountants you use a different 

leadership than a group of soldiers (if we consider that they are supposed to do what their 

title implies them to do).  

Mr. Ainseba, Mr. Daufresne and Mr. Spaggiari all says 

that management is needed to be applied to something. 

“Managing what?” is a good way to describe it. On the 

other hand they all had quite different perspectives of 

what leadership was. Mr. Ainseba for example argued 

that management and leadership are disconnected from 

each other. This can be viewed in Figure 29 where you 

can see how these respondents wanted to apply 

management onto some profession. 

Mr. Adolfsson, Mr, Hesse, Mr. Daufresne and Ms. 

Magnusson all discuss management out of a HR-

perspective more or less. This can be seen as viewing management as a somewhat softer 

issue. On the other hand several respondents discussed the connection as formal and 

informal (Mr. Rieglert, Mr. Tapani & Mr. Spaggiari); that the role of manager is something 

formal with responsibilities while leadership is informal and more something you exercise. 

The French respondents here had more a perspective of leadership as pinned on someone, 

which means that someone needed to be the leader. Not that leadership is the process that 

happens between a manager and his/her subordinates. 

 

Ms. Rosencrantz and Mr. Couvreur both emphasize 

the importance of the individual. Here the person 

supposed to be involved in managing and leading is 

the key. Couvreur says the leadership comes first 

which can be seen as an individual level as his concept 

of leadership was “captain of the boat”. Ms. 

Rosencrantz puts both management and leadership 

aside and says that you cannot deal with these things 

unless your personality is up for it. 

Management Profession

Figure 29: Management and Profession 

(Schorling & Lange, 2010) 

Management

Leadership 
(tool/skill)

Figure 30: Leadership as a part of 

management (Schörling & Lange, 2010) 



90 

 

To further develop this discussion about leadership as a tool a contribution to existing 

theory could be made. The management foundation that has been tested in this study is the 

more classical management; especially the functions, roles and skills (Ivancevich et.al, 

1989; Rue & Byars, 1992). Within the first two approaches of analyzing management there 

is leadership included as a more or less salient part. The third approach skills does not 

involve leadership and here we could include it to make this approach more applicable to 

the reality of our respondents. Remember that you should not confuse this skills approach 

to the skills approach of leadership. That is an older theory of leadership looking at skills 

which can be connected to this approach but leadership and management theories are not 

the same thing. 

 

Figure 31: Implementing leadership into the skills´ approach of management (Schörling & Lange, 2010) 

The 
skills 

approach

Technical

Analytical

Decision making

Computer

Human relations

Communication

Conceptual

(Leadership)
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4.4.2 Developing your skills as a manager/leader 

Mr. Rieglert answers that in his organization they have a leadership program that they 

send their employees too, when they are about to become managers. This is a program that 

they undergo before becoming a manager, not during. In the case of Mr. Rieglert he took a 

crash course in this program because of lack of time. For the executive board of the factory 

on the other hand, they have a leadership program that they are currently undergoing. This 

program is design to develop the executive board as a group, not the individual managers. 

The management consultant responsible for the leadership program for the coming 

managers is also responsible for this leadership program the executive board undergoes. 

Mr. Tapani explains that they both have managerial programs and leadership courses. The 

managerial programs are for managers so that they can understand their position and the 

responsibilities that come with that position. The leadership course is done by the 

municipality and gives you an insight into the subject leadership. They have to examine 

thorough their candidates to be sure to get an individual that has the right skills and values. 

Then Mr. Tapani tells a story about a man he met that worked in the Swedish Armed 

Forces. This man said that it was not strange that the military could produce good leaders: 

“Imagine to every year get a new set of young recruits to exercise your leadership on. If 

you mess up what happens? You get a new set of recruits next year so that you can correct 

your mistakes!”. Mr. Tapani says that if he tested something and it didn‟t work, he would 

be the one leaving the organization. When he then gets asked about his opinion on 

experience versus studies, he responds that you cannot say that one is better than the other. 

Without experience it is hard to be a leader, as well as without theories it is hard to be a 

leader. The theories create a platform that gives you an advantage in your work. This 

platform he compares to the subject history. A friend told him that “you should know that 

you cannot make a decision about the future, if you do not understand the history.”. In the 

same spirit it can be hard to understand how to be a leader if you do not understand what 

doctrines that has been dominating, what waves of theories there has been. 

Ms. Rosencrantz has been having briefings on how to work in a BoD together with the 

others. This is important because comparing to other positions in a company the members 

of the BoD is personally responsible for if you do not behave. In Sweden there is a code of 

conduct for all “white collar workers” and she says that the BoD‟s have even tougher rules. 

One example is if you do not order a balance sheet for liquidation purposes when you 

should, you will be obliged to pay from your own pocket (not said if she meant the cost of 

the balance sheet from the accountant or if she meant something else). 

Ms. Magnusson mentions her IFL program and the course in situational leadership, but 

that it might be time to undergo another session of studies in the subject.  

According to Mr. Hesse, the only training he did was about financial management 

therefore he never followed trainings on management and leadership in the organization he 

is currently working in. He continues and explains that there are many reasons to that, first 

of all he says that is it difficult for managers like him take time to participate to these 

trainings. Also, he argues that to be interesting these trainings should take place with 

managers with the same hierarchical position as him: “the concern of this type of training, 
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to be interesting you must be amongst pairs. Obviously I can‟t address the same issues with 

my colleagues and health executives. I don‟t have the same vision on things, not the same 

issues”. 

Mr. Ainseba explains that he personally did not follow any training on management or 

leadership but some of his colleagues did: “the training exists, it‟s available, there are 

some who did it but the majority didn‟t”. 

Mr. Daufresne explains that he had “some talks” while working at Electrolux but “that‟s 

not at all what I expect from a manager‟s function, I think I really learned on the job”. 

Further to that he says that he did not really had any training about being a manager but it 

could have been a positive thing: “I think it would have been good, maybe I could have 

learned faster and I think it would be interesting to have one yet”. 

Mr. Spaggiari explains that he did not have any in the organization he is currently working 

at: “maybe there are interesting things to learn in the courses but I never asked myself the 

question, I never had the possibility to participate and I never tried to”. 

Mr. Couvreur explains that he did followed trainings but individually outside the 

organization. However he specifies that executives working at the City Hall are following 

trainings and course on management and leadership. 

Analysis 

You can find a recap of the respondent´ answers by looking at Figure 32 (see Appendix 

18). 

During the interviews with our respondents we have gained knowledge on the different 

ways in which you can improve as manager; here we are going to summarize and interpret 

these different possibilities that we have encountered. In this part of developing yourself, 

we cannot conclude how effective these training methods are, we can only say that our 

respondents have mentioned and used them. More on this can be found on the section 

dedicated to further researches of this study. 

As you can see in Figure 33 our first proposal is management education; here we focus on 

general knowledge in management that you think is relevant in order to improve yourself as 

a manager. This could be courses in specific management subject, for example project 

management or even a whole management program at the university.  

Some of our respondents mentioned training in courses that they have had in their 

organization regarding their managerial position. They were two sets of perspective on how 

to conduct these trainings; Mr. Hesse expressed a desire to do these trainings with people 

from other organization that had an identical position and role as him. The positive aspect 

of this is that it could give insights on issues that would not be identified on another 

configuration. Ms. Magnuson through her IFL education did this kind of cross-training 

where she studied together with other managers from different organizations.  

Mr. Rieglert explained the other configuration in which you have trainings with managers 

within one organization. The positive aspect of this method is that you create collusion 
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regarding the values and the culture of the organization since all managers gets the same 

training. Ms. Magnuson through her IFL education did this kind of cross-training;  

In addition to that Ms. Magnuson followed a leadership course and more specifically a 

motivational leadership course. Mr. Tapani, Mr. Couvreur and Mr. Adolfsson also followed 

a leadership course. These types of leadership trainings can be done within the organization 

or it can be done independently from the initiative of the individual himself/herself.  

We have also seen from our respondents that the skills needed as a manager/leader can be 

developed from time to time through experience thus developed through practice in the 

organization. This perspective is confirmed by the fact that some of our respondents have 

mentioned that they learned through experienced managers.  

To continue with, our respondents have also mentioned learning by using feedbacks; we 

have identified two types of feedbacks: Mr. Rieglert referred to survey feedbacks in his 

organization and more specifically a 360° survey meaning that he gets feedbacks from his 

boss, his subordinates and two managers on the same level as him. Mr. Daufresne referred 

to face-to-face feedback when he mentioned the yearly individual meetings he organizes 

with his co-workers.  

Finally, Ms. Rosencrantz focused on 

improving specific areas which was at 

the current time of the interview a course 

in learning on how to be in a board of 

directors. When she improves her skills 

in working in a BoD and the 

regulations/laws that they need to adapt 

to she is not directly improving her 

managerial or leadership, but the 

knowledge about BoD will possibly 

develop her job as a manager indirectly. 

Another example is the engineering 

knowledge of Mr. Rieglert. He said that 

his knowledge about engineering did not 

directly give him knowledge about being 

a manager, but it is an important part of 

his job to understand the process which 

the factory has. This part on specific 

skills can also be connected to the Figure 

29 in the part “connections between the 

two concepts” where management needs 

to be applied on to something, a 

profession. If you improve your skills in 

the profession/business you are in, this 

can help you and develop you as a manager/leader indirectly. 

Management education

•General knwoledge in dealing with management issues

Specific management 

•Specific knowledge for the management position in the 
organization

Leadership education

•Theoratical and practical education in leadership issues

Experience

•Developing as a manager/leader through experience

Survey feedback

•Different types of surveys aimed at devloping yourself as 
manager/leader

Face-to-face feedback

•Yearly individual meetings with subordinates aimed at 
getting feedback

Specific skills

•Improving skills specific to the business/organization

Figure 33: Proposal on how to develop as a manager/leader 

(Schörling & Lange, 2010) 
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4.5 Culture 

This section is dedicated to the implications of the cultural aspect over the managers we 

have interviewed. However, we did not find a room in this section to make a comparative 

study of France versus Sweden when it comes to cultural implications. The choice has been 

made to do so on the basis of practical considerations (Bryman & Bell, 2007, p. 33) since 

our strategy is to focus primarily on answering the research question and purposes. 

However, as we mention it later in the thesis, further research could be devoted to make a 

comparative study of French and Swedish managers. 

4.5.1 Exposure to cultural differences 

Mr. Rieglert’s responds to this question was that the only cultural mix occurs on the board 

meetings of the container board (steps above the factory Mr. Rieglert works at). There they 

mix different European cultures. When Mr. Rieglert approaches this situation he describes 

it through his response. What he has realized is that the other Europeans he communicates 

with are more straightforward with what is to be done. When he has described in detail 

what the problem is with something, he believes that a Swede can feel satisfied with 

making a flawless description. On the other end the counterpart is waiting for a short 

description of the problem, a plan on what to do about it and a timeframe on when they 

plan to have it fixed. 

Ms. Rosencrantz describes how the IT game company she is chairman in has a 

homogeneous crowd of guys working in the company. On the other hand you get a contrast 

if you look at the customers. These people are from all ages, from all over the world. She 

explains that mostly the players live in the western hemisphere and Asia.  

How this is approached by her is that she expects the staff to have a “worldwide mindset”, 

so that they don‟t just think Swedish surroundings and Swedish culture. The challenge for 

this company is to create characters in the game that people can appreciate worldwide. As 

with all other challenges Ms. Rosencrantz views this one as truly interesting. She also 

explains that as a manager it is important to understand these aspects, as they in the BoD 

are to make decisions on future strategies. 

Mr Tapani argues in a similar manner, that inside the organization they have a more 

homogenous group but externally they have to adapt to differences. On a national level 

there is a big discussion on this subject he explains. What he emphasizes is how the fire 

fighters are viewed from the outside. What they did at his fire department was to hire a 

woman that could inform immigrants of the fire department. She translated information but 

also informed by herself. She said the following: “What we now have been informing of, 

you guys could never do. Because if you guys would have appeared with your uniforms 

people would have become ice cold towards you, they had turned their backs against you”. 

He continues by saying that some cultures have a disgust against uniforms in contrast to 

Sweden. As a fire fighter he believes that wherever he goes he will be welcome and that 

they are working in the interest of the people in their society. But some cultures see it as 

“Oh here this corrupt bastard comes. Will he rob me or rape me?”. Compared to Sweden 

we have a trust towards our authorities. When moving forward to the question about his 

approach towards cultural aspects he says that these things are hard to see. They have no 
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one with a different cultural background hired in their work force. They are just regular 

Swedish men mostly. When it comes to women they have a few but there can definitely 

increase this number. Why they should do this he explains is because “you can‟t just have 

left-wingers in a football team, because then the right wing will be empty.”. Culturally they 

have a guy from England joining the force shortly but that can‟t be considered as radical he 

says. 

Within Ms. Magnusson’s organization they have had a blind woman working and some 

people from USA. Other then that the external communication involves many cultures from 

earlier jobs she has had and also at IKSU because of all the foreign exchange students. 

Within the police force Mr. Adolfsson says that they historically have a homogenous 

group of people working. The development right now is that they are trying nationally to 

get more cultural backgrounds into the police force, but also to get more women into the 

police force. The recruits have an advantage if they have a different ethnical background. 

He believes that it is important in the management to constantly evolve in line with society 

and that the police force should try to place managers in position who have the will power 

to drive this change towards more different cultural backgrounds within the police 

department. 

Mr. Hesse from the IFSI affirms that he deals with people with a different cultural 

background in his organization “If I look at the team of trainers, we‟re a joyful patchwork 

of different culture”. Further to that, Mr. Hesse describes the diversity of cultural 

backgrounds in presence within the organization, starting with himself as someone with “a 

cultural background rather German”, people from the staff who are pied-noir (Algerian-

born Frenchman or woman), members of the staff with different religious backgrounds 

such as Arabic, Jewish but also students of all cultures: “Black, blanc, beur. We are truly 

fulfilling our mission of public service, training and gathering place where all cultures 

making today´s France meet”. Further to that, Mr. Hesse says that gathering students with 

different cultural backgrounds is part of the pedagogical project of the school, in addition to 

that he sees diversity as a wealth: “I think diversity is what makes us rich just like what 

makes a wealthy manager, it´s diversity”. In response to the question based on his approach 

as a manager towards different cultures, Mr. Hesse says that he does not have a different 

approach towards other cultures. Further to that he explains that because the school is (1) 

public and (2) secular then “everything that belongs to the religious or philosophical sphere 

falls into the private sphere”, therefore “all kind of  religious ostentatious signs are 

prohibited”.  He goes on and exemplifies “occasionally I´ve seen students outside the 

institute veiled from top to bottom and that´s their problem but here no”. In addition to that 

he sees the concept of secularism as based on values of tolerance and also sees tolerance 

and respect as the basis of his job.  

Mr. Ainseba from Beauvais´ Hospital says that he regularly deals with people with 

different cultural backgrounds because “the hospital is the reflection of society” therefore 

he explains that you can meet people at the hospital who are exactly like people “you can 

meet when you´re in a pub somewhere”. He goes on and says that he has colleagues or 

residents (students) with “different colors”, coming from “different horizons”, they have 

“different religions” and “different ways of thinking”. In response to the question based on 
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his approach as a manager towards different cultures, Mr. Ainseba explains that he has 

always the same approach: “regarding the hospital, the  way we work in the service, the 

way we work in the operating room, the management of the daily tasks so to speak, it´s 

always the same”. 

Mr. Daufresne from SMEG affirms that he has to deal with people with different cultural 

backgrounds and in response to the question based on his approach as a manager towards 

these people with a different culture, he thinks that “cultural differences is the richest thing 

but also the most complex in terms of management”. He goes on and explains that the top-

management and direction of the company is Italian and therefore “they don´t work the 

same way as French people” which once again can make things more complicated in terms 

of management: “they can tell you yes and 5 minutes later they can tell you no”. Further to 

that, he discusses the fact that the solution to deal with cultural differences might be 

adaptability: “I´ve had a Muslim boss, it´s a totally different approach, the solution is 

adaptability to people I think that the most important fact is to listen, to be adaptable, but 

frankly to listen”. Mr. Daufresne finally says that you can make a mistake with someone 

whose culture is different than yours but the most critical part is to not make the same 

mistake “four times in a row”. 

Mr. Spaggiari from SMEG says that he has to deal with people with different cultural 

backgrounds since he moved from Italy to manage SMEG´s French subsidiary. In response 

to the question based on his approach as a manager towards different cultures, Mr. 

Spaggiari starts by observing that “between French and Italian there is not a huge cultural 

difference” but still he affirms that there are still small differences and in that case the most 

important is adaptability and communication, “the linguistic factor”. Also, he thinks that 

you have to be more focus and attached to small details otherwise “you´re not effective in 

your work”. In response to the question based on the difference between Italian and French 

management, Mr. Spaggiari thinks that in Italy there are many things that “you can take for 

granted” and therefore you have mechanisms and methods “which are part of the Italian 

culture”. Further to that, he says that when you move from one type of society to another, 

you do not have the same level of safety and then “you should be able to adapt to the 

cultural difference” because the approach to management is totally different. 

Mr. Couvreur from Beauvais´ City Hall says that he occasionally had to deal with people 

with different cultural backgrounds: “it happened, yes”. In response to the question based 

on his approach as a manager towards different cultures, Mr. Couvreur affirms that he 

approaches the situation “equally to other situations” and he does not make “any 

difference” from one person to another. He goes on and describes a real-life experience: 

while trying to solve an issue with an employee whose cultural background was different 

from France, the person suddenly started to protest to Mr. Couvreur suggesting that he was 

“a little harsh given its origins”. Mr. Couvreur decided then to stop the discussion 

“immediately” arguing that the person was trying to use “backward racism”but also that as 

a person he was “not like that” and as a manager he did not “work like that”. Further to that 

Mr. Couvreur says that sometimes there can be divergences on how to approach a project 

but from an ideological perspective rather than a cultural perspective. 
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Analysis 

The only Swedish organization from our data that had a strategy on how to include more 

cultures into the organization was the Police Force. They had a clear strategy for recruiting 

people from different cultural background into the police academy. The other Swedish 

respondents had exposure externally but hardly any internally. This fits with the discussion 

by Porter (1990) on big Swedish firms that are MNC‟s and needs managers with cultural 

awareness in order to business all over the world. In some sense you can say that the 

respondents are a miniature model of this aspect from a cultural standpoint. Inside the 

organizations (Sweden), there is homogeneity in culture. But externally there is a wide 

range of cultures to adapt to. For Swedish MNC‟s the important thing in order to do 

business all over the world is to have managers with a high level of understanding of 

cultural issues, but what if these cultural issues now becomes internal? Maybe a 

development in this direction will create a better foundation for the Swedish business to 

export their products. 

The French respondents had a whole different awareness and more concrete values on how 

to work with multi-cultural situations and experience in these areas. But when it comes to 

strategy the French respondents only had one who discussed a specific strategy on how to 

get a more multicultural organization. According to Lawrence & Edwards (2000, pp. 38), 

the French managers are supposed to know many things and to carefully explain that you 

have knowledge in cultural issues can be a cultural heritage in itself. But the interesting 

aspect between the French and Swedish respondents was the insight in the question. The 

Swedes were interested and curious, while the French expressed their values, strategies and 

experience in the area.  

To understand this issue of homogeneity in the organizations of the respondents; the five 

dimensions of Hofstede can be used. One of them is UAI (Uncertainty Avoidance Index), 

exposing the fear of the unknown. The Swedish homogeneity in their organization could be 

a victim of chance, or something that shows this uncertainty towards the unknown. The 

high level of tolerance shown by the French respondents can on the other hand be a 

symptom of the French high tolerance towards the unknown. 

To analyze the Swedish respondents homogeneity in a managerial perspective, the GLOBE 

study with its implying Implicit Leadership Theory underpinning it, can be useful. If the 

Swedish respondents have a low score in the UAI, then they most probably will perceive a 

regular Swede to be the most suitable manager. This in turn can create a barrier for a reality 

of multi-cultural management for the organizations of the respondents. This analysis cannot 

be generalized to the whole of Sweden as this is a qualitative study, but the analysis can be 

applied to the organizations represented in this study. The police station here becomes 

interesting as they had a strategy to create a more multi-cultural organization. If they 

succeed with this the officers higher up in rank will soon after be starting to match the 

organization when it comes to culture. This analysis builds on a joint perspective of 

Hofstede‟s dimension UAI and the GLOBE study‟s implicit leadership. This analysis ends 

with the quote from House et al (pp. 671): “Is it important for a leader to exhibit behavior 

consistent with culture specific expectations, or for a leader to exhibit behavior consistent 

with universally held leadership expectations?” 
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4.6 Theory and practice 

4.6.1 Preconception on being a manager 

In the case of Mr. Adolfsson the managerial aspects were not interesting to him in the 

beginning. What he was drawn to was the role as a leader in instructing police recruits. The 

leadership made him in a later opportunity get a managerial role. 

Ms. Magnusson had a similar argument where she never in the beginning tried to get a 

management position. What she did do according to herself was that she always have had 

the tendency to be the one organizing. It was a position that suited her. Before she became a 

manager her perception was “these are very skilful people” which means that she had a 

respect for them. 

For Mr. Tapani he says that he never aimed at manager. He explains that he of course 

always have had thought on the managers he has worked for and that you have learned 

from their good or bad behaviors. But what truly attracted was to change and develop. The 

best way to do this is by having a managerial position. 

The view point of Ms. Rosencrantz was similar when it comes to change and develop. She 

started at 18 years of age with her first managerial position and that this was a result of her 

will to influence and improve. Not that she wanted to improve her own situation but to 

improve the work place she was active in. 

Mr. Rieglert who has a background as officer in the Swedish military, said the classic 

Swedish phrase: “Leda och fördela arbetet (manage and distribute/allocate work)”. He 

continues by saying that the mission is to see to it that the people involved are working as 

hard as they can and that they are doing the right things. Also that the workload is similar. 

When questioned about the connection to his history in the military he replies that there are 

clear similarities: “It is all about getting the most out of the organization you are in”. 

Mr. Hesse from the IFSI explains that moving from his position as a teacher in the nursing 

school to his current position as a director brought some concerns about his relations to the 

students: “I knew that my relationship with the students would change radically because as 

a trainer I had a close relationship with the students which is inevitably linked to the 

function”. Further to that, he continues and explains that his conception of a manager´s 

work was that of a person being able to lead, to remind the rules and the regulation. 

Mr. Ainseba from Beauvais´ Hospital thinks that they do not think about the team so much 

when they are in the study phase. He continues and explains that at only perspective and 

priority is “to treat a patient” and “to know very well his pathology, to know very well the 

theory”. Further to that he also says that as a surgeon you are more focused on “the results 

you´re going to get with the patient” rather than focusing on managing a team and therefore 

Mr. Ainseba thinks that at the beginning you do not have “this fear of managing a team”. 

Mr. Daufresne from SMEG explains that before he actually started to work as the head of 

sale methods, he wondered how he was supposed to manage the team of salesmen he was 

working with: “my perception before I start was mostly about what I should do with them”. 

He goes on and says that before taking a position as a manager you do not always have 
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“clear ideas” about the job you are supposed to do, but Mr. Daufresne states that he was 

fortunate to have colleagues “who have opened my eyes” and helped him to understand that 

as a young manager “you must listen to the elder and ask yourself what is your function”. 

He continues and says that his first way of thinking as a manager was to help his colleagues 

with his knowledge but then found out that the function “is much more important than 

that”. 

In response to the question based on the perception of a manager‟s work, Mr. Spaggiari 

from SMEG explains that before actually working himself as a manager he was always 

very attentive to the way managers above him were working: “I tried to understand what 

were the means and the things that the managers I knew where using to take decisions 

regarding themes that I found myself managing in my corner at the early stages”. 

Mr. Couvreur explains that prior to work as the chief of the staff‟s office his perception of 

the position he was about to take was distorted by managers and management practices that 

were not adequate: “management practices, before 1968, where that the manager was 

rather someone who was, after all it was the authority, the hierarchy, things like that. So 

when I started my job I made stupid things because finally I just copied that”. Further to 

that, he says that he went to training and learned that he could no longer manage and lead a 

department and a team the same way they managed and lead in the 60s or the 70s.  

Analysis 

We analyzed this part from an inductive approach. Our purpose here lies in understanding 

who contemporary managers are, not to see if a theory holds or not. This part can therefore 

be placed under the purpose “To understand who the contemporary managers‟ in Sweden 

and France are”. From our perspective as students, the perception we have about 

management and managerial work is represented by the literature review and the theoretical 

blocks we have mentioned.  

When looking at Figure 34 (see Appendix 19) we can see that three respondents were not 

actually interested in being a manager but then for different reasons they ended up as 

managers. According to these answers by our respondents regarding aim, management 

seems to be able to evolve not through education but through interest. Mintzberg discusses 

how management is not a profession (1990, p. 166) which is also an issue raised by Barker 

(2010) and especially the fact that management cannot be considered as a profession since 

it lacks boundaries in the field (p. 55-56). For our respondents, they have made a clear 

choice in the field they want to work in for example, fire defense, business, engineering, 

medical, and so on. The interesting aspect then becomes what implications this as for 

management students moving into practice as managers. Maybe this means that you need to 

focus on a sector where your goal is to become a manager rather than having management 

as a goal itself. If we connect this discussion to the three respondents without a clear aim, 

they approach this clearly from the perspective of the sector relatively.  

Further to that, we can also see that three of our respondents‟ perceptions on management, 

Mr. Daufresne, Mr. Spaggiari, Mr. Couvreur and Mr. Tapani were largely influenced by 

experienced managers within their organizations. Further to that, two respondents out of 

three acknowledged the fact that they have learned a lot from more experienced managers. 
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We can connect this to the way of looking at the theory/practice gap in management from 

the perspective of a knowledge transfer problem (Ven and Johnson, 2006, in Reed, 2009) 

and conclude that knowledge transfer problem might be lowered when the knowledge is 

transferred from one manager to another within the same organization.  

Moving on with the issue of knowledge transfer from theory to practice, the existing barrier 

can still be penetrated. Mr. Rieglert can be seen as an example of this as he started 

describing his pre-conceptions from the educational background that he possesses. He 

admitted that his military background had an influence on his pre-conceptions prior to 

becoming a manager in his current organization. Consequently, in the case of Mr. Rieglert 

this means that even though there is a distance between his role in the military and his role 

in the paper mile as a manager, the values from the military still followed him in his new 

role.  

In addition to that when looking at Figure 34 

(see Appendix 19) and the empirics we can 

see that Mr. Hesse‟s preconception on the 

managerial work were focused on leading as 

well as responsibilities. This last component, 

responsibilities, can be seen as largely 

influenced by his prior position as a teacher 

which once again and just like Mr. Rielgert 

follows the same process of background and 

prior experiences influencing pre-

conceptions about the managerial work. 

Further to that, we can see that Mr. Ainseba 

focused on the technical aspect of the 

managerial role. This is matched by our 

previous analysis of how Mr. Ainseba viewed 

the future of management (see Table 6).  

The journey that our respondents have taken has varied. Some has started as students (see 

Figure 35), others as practitioners directly. They have then moved upwards towards the 

highest level where you have Management, a Profession and senior status. Either way all of 

them have in common that they have a profession where they practice their management 

and leadership. Us as management students have taken the journey in the academic world 

towards the highest level but without the real world where we are practitioners and are 

dealing with management in a specific profession. Our respondents that wanted (in some 

sense) to have a managerial position, expressed their wish through certain concepts. These 

respondents are Ms. Rosencrantz, Mr. Tapani and Ms. Magnusson. The concepts that they 

expressed were change, influence, improve, develop and organizing.  

4.6.2 The Reality of being a manager 

Ms. Rosencrantz gave a short answer on this question regarding her leadership most 

probably holding a similar style through the years but that her surroundings have changed. 

The places she has worked at differ but not her leadership. 

Academic 
world

Management

Education

Students

Real 
world

Profession

Practitioners

Age

Senior

Graduates

Figure 35: The journey towards becoming a manager 

(Schörling & Lange, 2010) 
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For Mr. Tapani the difference was that he in the beginning had to adapt to a new way of 

working. As a manager he could come home in the beginning and wonder what he had 

done that day; talk to people, go to meetings, discuss. To understand that this was his new 

job was a challenge compared to working as an engineer. 

Ms. Magnusson as at some points wondered about her role as a manager, if it is something 

that she wants to do. But after taking a break she has now realized that this is something 

that she wants. So her gap was that it was more intense than she perceived. Especially in 

the type of organization she is in where her interest in health and working life overlap. But 

what she says makes her tired is the more administrative/managerial parts of agreeing on a 

wage rate for example. The issue of leading is never mentioned. 

Mr. Adolfsson starts off by explaining that he‟s not managing directly. What he does is to 

lead indirectly through the officers below him. But when it comes to his perception he 

believes that the administrative tasks were much more extensive then he thought. To keep 

his focus on doing the right things he has four questions that he asks himself once a while: 

“Am I working within the frames of my mission? What constitutes as my group? What is 

my group doing within this organization? Am I really listening to the people I interact 

with? “ 

Mr. Rieglert answered that he could not see any principle difference between how he 

perceived management to be and what management is in practice. 

Mr. Hesse feels that there is no gap between what he perceived management to be and 

what he is actually doing now since he followed a 9 months health executive training and 

then “during this training you´ve heard about management, so for me it was not a huge 

surprise”. Further to that, Mr. Hesse admits that from his perception on management to the 

practice “the hardest part as a manager is the part dedicated to the management of human 

resources”, and he especially points out one challenge: “what´s difficult to integrate is that 

we´re no longer here to do things but we´re here to make people do things”. He continues 

and insists on the fact that to delegate to his subordinates requires efforts and especially 

detachment: “You need to stand back with that because when you ask something to be done, 

things are not always made the way you wish, in terms of fastness or decision making”. 

Mr. Ainseba thinks that there is no such gap in the medical field at the moment but 

because the French medical field is changing “maybe there could be a gap in the future 

between what we have learned at school and reality”. 

Mr. Daufresne explains that when you are a salesman “you think you have an important 

knowledge on the techniques, your attitude with people” but he states that when you start 

to work as a manager then “there are many tasks you were not expected”.  

Mr. Spaggiari explains that the gap between perception and practice can be radically 

different from one organization to another: “I think it should be noted that in a small 

company like SMEG, it‟s a very different job from what it might be in a big company”. He 

continues and says that the manager of a small company must necessarily manage many 

aspects of the organization and on the other hand he thinks that in a larger structure “there 

would be managers for each department”. Further to that Mr. Spaggiari thinks that the 
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depth of the involvement of a manager like him in a small organization is much more 

important than if he was in a larger structure: “in a larger structure I would have more 

possibilities to delegate rather than looking at things a little differently. Here you have to 

be involve if you want things to work”. 

Mr. Couvreur explains that according to him the word management is “scholastic, 

academic”. Further to that he says that the difference between the word management and 

the reality of the field is huge: “I can say that I‟m a manager but it will not match what is 

taught, not always what is taught”. He continues and states that at the beginning of his 

career he thought he could change people as a manager: “twenty years ago, twenty five 

years, I thought I would change men. And I was part of an association too and in the 

association I almost succeeded, to make them become better, but better as a personality 

and better at work”. Thereafter Mr. Couvreur explains he realized it was a big mistake and 

that the work of a manager is much more complex than that: “and I realized that it was a 

big illusion, it‟s a daily work and as soon as you let up a bit well then everyone wanders 

from the straight and narrow, goes back to his mistakes”. 

Analysis 

You can find a recap of the respondent´ answers by looking at Figure 36 (see Appendix 

20). 

The theories on the gap between theory and practice have interesting perspectives but what 

Mr. Spaggiari explains is that this gap can change depending on the type of organization 

you are in. This could mean that the theories that you learn can be more suitable in certain 

managerial roles and certain sizes of companies. Perhaps a smaller organization requires a 

more diverse set of skills for the managers. This is particularly in line with the way at 

looking at the theory/practice gap from the philosophical perspective (Reed, 2009, p. 686), 

in other words there is a need for researchers to consider specific situations such as the size 

and type of organization mentioned by Mr. Spaggiari rather than adopting a universally 

point of view while making researches. In addition to that, we can also see that what Mr. 

Couvreur refers to is also in line with this perspective. As a matter of fact he mentions a 

gap between theory and practice in a sense that the managerial work is complex and more 

specifically when it comes to dealing with people. 

We can analyze what Mr. Daufresne, Mr. Hesse said. This can also be connected to Mr. 

Rieglert and his expression for the future in his role to develop better interpersonal skills 

(see section “the future” in the management part). All three respondents discuss the need of 

knowledge in dealing with people. Mr. Daufresne talks about his expectations that did not 

include this issue and Mr. Hesse mentions that his management training did not preparing 

him to deal with the complexity of people and how to delegate. Here we can clearly 

identify a gap in their perception of what to deal with as managers and what they actually 

encountered. Mintzberg approaches this issue through his concept of interpersonal skills 

(1990, p. 168), also mentioned by Ivancevich et al. (1989, p. 37). Here the leadership role 

involves “directing and coordinating activities of subordinates” as well as dealing with 

motivation (Ivancevich et al., 1989, p. 37). What we can analyze from this is that theories 



103 

 

are not sufficient in addressing these issues but more that the respondent were in need of 

knowledge in this area. 

On the other hand, Mr. Tapani does not refer directly to a gap between theory and practice 

but to a gap and to a brand new way of working when taking another position within the 

organization therefore we cannot rely on the theory for this perspective. His transition was 

not from a perception of management towards a reality, but instead a transition in roles 

from a firefighter to a manager, where the daily tasks were totally different. 

In the part dedicated to “change and repetition” you can find Figure 20 (see Appendix 13) 

and the followed discussion about the respondents considering their administrative, 

repetitive tasks as a smaller portion of their daily work but nevertheless an important part. 

Regarding the gap between what they perceive management to be and what they actually 

do, Mr. Adolfsson and Ms. Magnuson identify these administrative tasks as something they 

did not foresee. On the other hand the theoretical aspect of classic management puts great 

emphasis on these administrative tasks. This can be seen as the planning, organizing and 

controlling functions of management (Ivencevich et al., 1989, p. 6; Rue & Byars, 1992, p. 

6). If you compare this to the figure mentioned earlier in this paragraph you can see that our 

respondents perceive the leading part of classical management as much more dominating 

than the other three functions. Consequently the gap here does not lie in the fact that 

management theory does not foresee the administrative tasks but that the respondents did 

not do it. 

Finally Ms. Rosencrantz and Mr. Ainseba did not perceive any particular gap but for two 

different reasons. Mr. Ainseba because of a strong emphasize on technical knowledge 

acquired during his education as a surgeon and Ms Rosencrantz firm belief in her authentic 

leadership which she believes stayed intact throughout her career. This is visualized below 

with Figure 37 where you can see how these two respondents gap was solved through their 

belief in leadership (Ms. Magnusson) and technical skills (Mr. Ainseba). 

 

Figure 37: The glue that extinguished the distance (Schörling & Lange, 2010) 

4.6.3 The use of education 

“You could say that the degree I have in engineering gave few managerial tools. What it 

did was to give me assurance in presenting data, economic results and arguing for a 

position. These skills are important but more on how to distribute and allocate resources 

and solve conflicts; here I have no education or training from the university. However my 

time as an officer in the military gave me some training.” (Rieglert, 2010) 

Th
eo

ry Management

"G
lu

e" Leadership

Technical skills

P
ra

ct
ic

e Managerial role



104 

 

For Mr. Rieglert it took him 17 years from the time as an officer to the time of his 

managerial position at the factory. What he argues for is that the knowledge and skills of 

being a boss is something that can weaken by time. On the other hand he believes that the 

positive side is that his personal maturity he has reached at 37 weighs up the negative side 

of the time loss in management. 

Mr. Tapani on the other hand has a degree both as an engineer and in business 

administration. His confidence as a leader lies much in the studies of business. He believes 

like Mr. Rieglert that engineering degrees give little support to the issue of being a 

manager. Besides these studies in business administration Mr. Tapani has during his 

working life taken courses in leadership given by the municipality. But then he falls back 

on the fact that his studies in business administration are what have given him confidence 

in his leadership: “I got the magazines from both the engineers and the economist‟s interest 

group. At one point they compared the leadership. You could say that there exists certain 

competitiveness between these two. Then they asked the following: Who can be considered 

to be the best business leader, the engineer or the economist?”. What they found was that 

the engineer was better at understanding the core process of the company, while the 

economist were dependent on the co-workers knowledge in these issues. Mr. Tapani 

himself considers his mix of both degrees to be working well for him. The next topic is his 

thought on the business administration studies he took. He was around 30-35 when he 

studied this and therefore he was older than many of his classmates. The difference in 

experience in his opinion gave him an advantage where he could implement the theories 

into his reality. 

Ms. Magnusson considers her education to uphold the knowledge that she needs to feel 

confident. Her knowledge about health from the university degree has been useful as it also 

included some business administration. Then her experience from IKSU has given her 

much knowledge. The courses she has taken while working in situational leadership and the 

IFL program that she went trough is also a useful experience. She believes that it is easier 

to assimilate the IFL program when she was involved in a job at IKSU because then she 

had been working with all the things they discussed.  

Besides the bachelor and master degree that Ms. Rosencrantz have studied to get, she has 

also been going through courses during her years in business. Now Ms. Rosencrantz has 

gone through a course on being a coach and a process manager program. A one year 

manager program for women is the next thing she did. Finally she currently studies on a 

program for working on BoD. 

In the case of Mr. Adolfsson the educational level in management of the Swedish police 

force has risen the last five years he says. There is now a managerial education for every 

officer where they have divided the management in three levels: Direct, indirect and the 

strategic level. The courses for these three are different and are done on part time during 

their working day. In Mr. Adolfsson‟s case it is scheduled 25% of his time at work the next 

two years. This education he says has already given something to the organization. It has 

created clarity to the structures that the police wants to have internally. Besides this 

managerial education they also have a leadership education that is done externally called 

“the five challenges of leadership”. On a more individual level Mr. Adolfsson has been 
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gone through an education in coaching and his view on educating yourself in management 

and leadership is the following: His experience has been useful to him and that being a 

leader/manager is something “that you have inside you, if you are that kind of person. You 

can study as much as you want or take courses, but if you don‟t feel confident in the role it 

will not work”. He continues by stating that you have to take uncomfortable decisions and 

that you never can be friends with everyone. You will have to live with the fact that many 

people won‟t like you. 

Mr. Hesse explains that the “toolboxes” provided by an education are not sufficient to deal 

with a manager´s daily work: “There are techniques for interviews and management but 

you have to stand back with that”. He goes on and admits that the tools provided by his 

education can be “useful” and “clarify some behaviors”, however taking things too literally 

can lead to “stereotyped discourses”. He continues and explains that during his training as a 

school supervisor, a consultant came and made a presentation on management: “it made me 

laugh, it was very American, they had defined eight different personalities such as the work 

alcoholic, the dreamer, the rebel, etc”. He did not like the fact that he and the other 

students were asked to work on stereotyped attitudes and behaviors: “but I´m not convinced 

that it works systematically, even if we want it or not. We´re all made of flesh and bones, 

we all have a story behind us”. 

Mr. Ainseba explains that his education provides all the necessary information to his job as 

a surgeon and as a manager but “data evolve so you must acquire new knowledge otherwise 

you´re lost”. 

Mr. Daufresne explains that very early in his life he stepped into the business sphere since 

his father had a restaurant: “so I quickly had an approach, even though it was a small 

business, a sense of business fairly quickly”. He goes and explains that while studying in 

order to get a BTS International degree he met people working in companies such as CEOs, 

he also participated in business meetings, made mistakes and realized that “the path 

between academic background and reality is not the same. There is a whole approach you 

don‟t see when you‟re at school”. Mr. Daufresne continues and says that during the time he 

studies, he spent two years in a company “with a boss who was a killer” and he declares 

that this is where he learned the most: “I was lucky enough to meet a man like that who 

taught me a lot and who was very tough, a true Jewish-Tunisian boss with all its splendor 

but with a vigor and qualities, not human because he was very tough, but undeniable 

business qualities and also a real manager, a real master of business”. Further to that, he 

says that you learn much faster when you have an early relation with the business world 

because “you understand more quickly what a boss wants you to do, where he wants to take 

you”. In addition to that he thinks that school is the place where you are given the 

foundations but “if you have school plus the chance of having a good company and a good 

boss, then you learn two times faster and you are two times more competitive than the 

others”. He goes on and says that he is not in favor of long studies but instead he believes 

that one create his own opportunities in life: “I really think we can be lucky in life but you 

also create it, you must create your own opportunities. The guy who is passive when he 

leaves school or when he is still there, "I'm doing a BTS but I can‟t found no internship”, 

no! You must be energetic, to me motivation is what you must have and what you must 

find”. 
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Mr. Spaggiari believes that the business school gave him the bases in terms of economics, 

finance management topics, organizing and planning. Further to that, he explains that it is 

up to everyone to use the bases the best possible way: “after that it‟s everyone‟s ability to 

find out how to apply them at work, because the bases of course are not enough. This 

synthesis is the true distance that there is now between school and the business world, it‟s 

kinda normal actually”. 

Analysis 

You can find a recap of the respondent´ answers by looking at Figure 38 (see Appendix 

21). 

Mr. Adolfsson, Mr. Spaggiari, Ms. Magnuson, Mr. Tapani, Mr. Ainseba and Ms. 

Rosencrantz all believe, at different levels that their education is sufficient to accomplish 

their managerial work but they also have certain objections that we are going to discuss 

below.  Mr. Hesse was critical about what education had to offer him, Mr. Rieglert 

mentioned that the engineering background has given him the technical skills required but 

less of the interpersonal skills which are needed as a manager. Mr. Daufresne has more of a 

practical oriented perspective where education only can help you to a certain extent. Finally 

Mr. Couvreur was totally focused on the practical side of the job since he started to work 

while he was still in high school.  

 

 

 

Figure 39: Who is responsible for the knowledge? (Schörling & Lange, 2010)  

If you look at and compare the perspectives of Mr. Hesse, Mr. Ainseba, Mr. Daufresne and 

Mr. Spaggiari, you can interpret an underlying discussion on the issue of responsibility. As 

you can see in Figure 39, all but Mr. Hesse put the responsibility on the right side of the 

Figure: this means that on the right side the responsibility of implementing the knowledge 

obtained through education is your own responsibility. If you compare it to Figure 40 

which is showing an onion shape, you can see that the confidence of an individual can be 

seen as the responsibility of the individual. 
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Mr. Hesse objected to what the concept from theory could give him as he did not believe 

that the knowledge was not useful. From the theory/practice gap philosophical perspective 

described by Reed (2009, p. 686) you could that the theoretical knowledge is too wide and 

does not take into consideration the diversity of narrowed situation and diversity of people 

that one can encounter in the practical field. Further on, looking at the right side of the 

Figure 39, these respondents place the responsibility of implementing of the theoretical 

knowledge in practice to the individual itself. Consequently, even though the theory does 

not have a perfect philosophical match, you can still extract knowledge that can be useful in 

practice.  

The concepts of “knowing that” and “knowing how” (Hogan & Warrenfeltz, 2003, p. 76) 

can be useful to further analyzing these issues. If you do not take responsabiity for the 

knowledge that you get during your education, you will only „know that‟ and not „know 

how‟. “Knowing how” (Hogan & Warrenfeltz, 2003, p. 76) can be seen as the next 

dimension when you learn to use the knowledge that you have. This perspective is also 

emphasized by Mr. Daufresne who puts an accent on three parts in order to develop 

education, a company to practice in but also a manager above you that will help you 

develop.  

The critics on business schools (Mintzberg, 2004; Hogan & Warrenfeltz, 2003; Rubin & 

Dierdorff, 2009; Petriglieri & Petriglieri, 2010) the importance for business schools to 

shape suitable managers. Consequently, these authors place the responsibility of creating 

suitable managers on business schools. But maybe, if we are to follow the arguments by 

Mr. Spaggiari, Mr. Daufresne and Mr. Ainseba, the business schools will only provide 

students with the „knowing that‟, giving individuals themselves the responsibility of 

„knowing how‟.  

On the other hand, if you include the heavy critic presented by Ghoshal (2005) the business 

schools are responsible for shaping bad managers since the foundtation of the management 

theories are amoral. Consequently, Ghoshal (2005) places the whole responsibility of 

shaping managers on the business schools; this could be one-sided especially if one 

considers the right side of Figure 39: instead the responsibility of business schools can be 

seen from another perspective. Perhaps the responsibility of business schools only lies in 

presenting alternatives for the management students, the “knowing that” (Hogan & 

Warrenfeltz, 2003, p. 76). Furthermore, the responsibilities of actually implementing these 

theories in practice lies with individuals. 

There is a focus on education giving tools and techniques generally by the respondents. 

What Mr. Tapani and Ms. Magnussion looks for is feeling confident by knowing that they 

have knowledge from studies. Others like Mr. Hesse, Mr. Ainseba, Mr. Daufresne and Mr. 

Rieglert also feel that their education has given them techniques that they can use in their 

profession. Hogan & Warrenfeltz argue for this fact, that what professional education 

mostly gets technical knowledge about their future profession. To understand the soft issues 

of themselves are not dealt with in the educational system generally (Hogan & Warrenfeltz, 

2003, pp. 73).  
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Mr. Adolfsson and Mr. Hesse discuss the issue of “who you are” and the implications your 

human nature has on your managerial role. Mr. Adolfsson mentions that you must feel 

confident in your role as a manager. Also Mr. Rieglert discusses this fact; that you as a 

manager can be helped by personal maturity. The critique towards management education 

lies much in these internal perspectives and this is something that is emphasized by most 

respondents as important in order to work as a manager. It also according to Mr. Tapani is 

the business and administration studies that have given him the confidence it needs. This 

must mean that it is the responsibility of the managerial education but more specifically the 

business education to create confidence and managerial suitability. This means that the 

theoretical perspective acknowledges a weakness in business education to the intrapersonal 

aspects. The respondents has a similar perspective that the education has given them 

technical knowledge which has given them confidence in some sense. But then we can 

conclude that there might be a gap in the fact that neither education nor practice seems to 

develop your internal maturity and confidence. This is in line with the discussion by Rubin 

and Dierdorf (2009, pp.222) about the balance between technical focus and soft issues; 

where technical focus now is the dominating side. This seems to be the responsibility of the 

individual to achieve maturity and confidence in being a manager. All that the education 

can give you is tools in “knowing that” certain issues exist (Hogan & Warrenfeltz, 2003, 

pp.76). You must deal with yourself on becoming a suitable person to be a manager. It 

seems like the respondents have turned to both technical aspects of being an engineer or a 

nurse to be confident, but also to the fact that they need knowledge in economic and 

business to be confident. It seems like what you need are three legs in order to be a 

successful manager. You need the technical know-how, 

the economic/business know-how, and the internal 

confidence/maturity. 

Furthermore regarding the Figure on a manager‟s core 

something can be said about the distance between the 

individual and this person‟s role as a leader and a 

manager. Maybe the role as a leader lies closer to whom 

you are as a person and the role as a manager is 

something that you step into when you work. In the fire 

department the people stepped in to their roles when the 

bell rang and it was time to put out a fire. The 

philosophical question then becomes: how much distance 

do you need to have towards your role as a manager? Too 

much and it becomes personal, too distant and it becomes 

unnatural. 

Education also seems to be a lever for the respondents. Mr. Hesse emphasize that you need 

your experience but that the tools given by the education is not sufficient alone. 

These technical tools consist of (interpreted from our respondents): Management, 

Profession specific, Engineering & Business administration. The kind of technical tools the 

respondents have gained or even had, varied for each of them. But they seem to have the 

attitude generally that gaining knowledge in these areas “nurtures” the inner core of Figure 

Technical 
tools

Leadership 
skills

Maturity 
Confidence

Figure 40: The managers core 

(Schörling & Lange, 2010) 
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23. Surprisingly the leadership skills are not discussed in the sense of education. The 

educational discussion is more focused on technical aspects. In the leadership part of this 

data findings leadership is more discussed from an organization specific perspective and 

not from the perspective that it is a responsibility for the individual to develop through 

education. Here the discussion could be taken one step further regarding the engineering 

education. As these managers also could need management education it would be suitable if 

engineering students also could take a master in management. Currently the USBE master 

is only available to business administration students. 
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5 CONCLUSION 
In this section, we anwser fist the purposes mentioned earlier in the introduction of the 

thesis, thereafter we answer the research question and finally we suggest further research to 

this research paper. 

5.1 Answering the purposes 

To identify the perception of contemporary managers over managerial concepts 

To begin with, we have seen that the concept of management in the literature review can be 

looked at from the perspective of three different approaches: functions, roles and skills. Our 

analysis revealed that managers in Sweden and France mostly looked at the concept of 

management from the roles‟ approach. Therefore, we can conclude that when it comes to 

the concept of management, contemporary managers are focusing on the behaviors to adopt 

while performing managerial tasks and activities. 

When it comes to the concept of organization we have seen that the theory embraces 

multiple views on the concept, however we have seen that our respondents are only 

focusing on one aspect of the definition and more specifically the outcomes and goals to 

reach rather than the implications for individuals within the organization in terms of 

organizational identification and its processes.  

When it comes to leadership, the respondents prioritize the behavior perspective rather than 

the trait and process perspectives.  

One theoretical block of this study focuses on culture and the cultural aspects of French and 

Swedish management. What we can see from our analysis on this subject is that the 

Swedish respondents and their organization were mostly homogenous and without any 

major cultural dimensions. On the other hand, the Swedish respondents still manifested a 

curiosity on the subject but lacked clear strategies on how to make their organizations 

multi-cultural in accordance with the developments of the Swedish society regarding an 

increasing cultural diversity. Moving on to the French respondents, they expressed clearer 

values on the subject and experience which can be explained by a lower fear of the 

unknown given by Hofstede‟s uncertainty avoidance index. But the French respondents 

also lacked clear strategy on this issue for their organizations. 

To understand who the contemporary managers in Sweden and France are 

To begin with, contemporary managers from Sweden and France do not have a similar 

journey in the educational sense that brought them to the managerial position they have 

currently. They all have a different education both when it comes to the subject studied and 

the degrees obtained. Some have several degrees, some have one degree and some are self-

made managers. There is also a difference in whether they have continued areas in which 

they wanted to improve or if they have stopped studying after their degrees. Therefore we 

can say that there is no connection between the degrees obtained and the managerial 

position/level. 
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Contemporary managers are focused on the roles and behaviors in their managerial job. 

Their job is highly affected by change with a smaller but mandatory portion of repetitive 

tasks. Contemporary managers are eager to work on developing their skills and abilities in 

the future and more specifically their human relations skills as they expressed a concern 

and need in better understanding the human/people aspect of their job. These contemporary 

managers are facing mostly internal changes and in terms of methods and procedures but 

also in reorganization and personnel. Contemporary managers focus on their behaviors and 

on leadership as the mean to pull and motivate people for the organization to reach its 

desired goals and objectives. The biggest difference between contemporary managers from 

Sweden and France lies in the area of cultural diversity.  

In addition to that, contemporary managers have penetrated the field of management 

because of a specific interest rather than for the job of manager itself. This issue refers to 

the lack of clear and visible boundaries for the field of management mentioned earlier in 

this thesis and consequently the need to recognize management as a profession (see Figure 

29). 

To understand the perception that managers have towards the managerial gap in 

theory and practice 

From our analysis we have seen that the gap between theory and practice could be 

explained by a lack of consideration by the academic field on the complex nature of the 

managerial work especially in terms of organizational settings and human management 

aspects. In addition to that we have seen that there is a clear knowledge transfer problem 

underlined by our respondents, concerning once again knowledge about the human aspect 

of management.  

To understand how contemporary managers relate to leadership in their managerial 

role 

From our analysis we have seen that managers from Sweden and France look at leadership 

mostly from a behavior perspective and less as a trait or a process. The majority of our 

respondents look at leadership from the path-goal theory with situational leadership as the 

second most used description. The dominating theories in the theoretical field are now 

transformational and authentic leadership. These theories were only a smaller fraction of 

the answers given by our respondents. One important aspect to mention is that our 

respondents usually did not discuss around the specific leadership theories, but instead 

these theories are expressed through our analysis of their answers.  

The respondents mostly look at management and leadership as connected but regarding 

softer issues mainly. Some of the respondents mentioned management as connected to 

softer issues and people compared to the structures of the classical management. Also, 

some respondents argue that management needed to be applied to something, asking 

„managing what?‟. 

Contemporary managers are looking at leadership and management as two connected 

concepts; however a majority of them look at leadership as a tool that they can use rather 

than a central tenant of the managerial process linking all the other functions together. 
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To give propositions on how managers can develop themselves into becoming better 

managers and leaders 

They could educate themselves more in Mintzberg‟s interpersonal roles and human 

resources management as this will enhance their knowledge in dealing with situation of 

change. Also, as we identified a lack of focus for the skills aspect of management and a 

strong interest in developing human relations skills in the future, managers could improve 

their managerial practices by developing their abilities in working, understanding and 

communicating with people within their organization. During their explanation of 

management there was not much wage put on the skills perspective while the discussion on 

future development had a majority discussing issues from the skills‟ perspective.  

If you look at the analysis of our respondents‟ perspective on organization and leadership, 

you can see a link through this analysis. What they have in common is the perspective of 

reaching goals and exercising leadership through behaviors. The old perspectives on 

leadership states that leadership attributes are inherent and that you are more or less born 

with these. If you view leadership as a behavior, you give space to the possibility of 

developing these behaviors through theory and practice. The implication for this is that our 

respondents have a possibility of developing themselves as leaders by educating themselves 

in the subject of leadership.  

When you are to learn management you can do this by gaining knowledge from 

experienced managers as four of our respondents mentioned it. The other aspect is to gain 

knowledge through theories but this involves a certain amount of knowledge transfer 

problem.  

We have found out that they are many methods that our respondents use to develop 

themselves in becoming better managers and leaders. These methods that we have 

identified are (1) management education, (2) specific education, (3) leadership education, 

(4) experience, (5) survey feedback, (6) face-to-face feedback and (7) specific skills. These 

methods can be proposed or offered by the organization or they can be used by the 

respondents independently from the organization, from their own initiative. 

5.2 Answering the research question 

“What is the distance between theory and practice in the field of management?” 

The academic field and our respondents have a dual distance; from the academic field on 

management some of theories are not helpful in understanding the perceptions of the 

managers. The functions‟ perspective and the skill‟s perspective have weaknesses here. 

From the managers‟ perspective, they have a weakness in the knowledge about the 

management theories.  

Another distance between theory and practice in the field of management lies in the issue of 

responsibility. All the institutions delivering theory as well as the practitioners that are 

going to use these theories have responsibilities, but they have different responsibilities. 
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The educational institutions have a responsibility of presenting choices in theories because 

then the practitioner can implement and use the theories that he/she finds appropriate. On 

the other side, practitioners have the responsibility to make a choice amongst the theories 

that are presented to them and that they have to use. Also, they have the responsibility to 

implement these theories to their reality, the „knowing how‟. Also, according to our 

respondents, confidence is also an important part of the managerial work. This confidence 

can be acquired through technical knowledge and through management and leadership 

theories. But the final personal confidence is the responsibility of the manager him-/herself. 

Another distance between theory and practice when it comes to management is the 

perspective on leadership. A majority of the respondents are considering leadership as a 

tool that managers can use thus stressing the importance for the theoretical field to include 

leadership in the set of skills needed in order to achieve the managerial work. 

5.3  Further research 

In the section dedicated to analysis the pre-conception of managers over the managerial 

work, we have seen that our respondents‟ conceptions over management are largely 

influenced by their background and education. Consequently, further studies could be 

conducted from SIT‟s perspective in gaining an understanding on how managers define 

themselves and their work in relation to their own identity.  

If practitioners obtain the existing knowledge on human resources management, further 

studies could be conducted to see if this makes practitioners more secure in dealing with 

people and issues relating to people in their managerial job. 

The identity of management students is one issue possible to do further research in. For 

example, a study could be made to see the identification issues that management students at 

Umeå University have to see how identity shapes their studies from their perspective. What 

are management students at Umeå University identifying with regarding their potential 

Master in Management? 

Finally, we as authors believe that further researches could be conducted in order to make a 

comparative study of the results obtained between French managers and Swedish managers 

as the results of such studies could have interesting implications for the field of 

management. 
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6 TRUTHFULNESS OF THE THESIS 
In this section we discuss the limitations, validity, reliability, generalizability and 

carefulness of this research paper; the criteria mentioned here will serve as basis to measure 

the quality of this thesis. 

6.1 Limitations 

One limitation is the concept of management. The managers being interviewed were asked 

about their immediate surroundings while the academic field of management focuses more 

on managing a company from a top management perspective. Especially the strategic 

management approach uses a higher perspective than the respondents we interviewed. 

Another limitation about the concept of management is how it was translated to Swedish. 

To fulfill the purpose of understanding the managers surrounding the discussion around the 

concept of management was more focused on the issue of being a manager. This resulted in 

a situation where the Swedish respondents mostly did not discuss the field of management 

but instead the subject of being a manager. 

Also, the gender issue is a clear limitation as the respondents consisted of eight men and 

two women. This imbalance in gender is a limitation as it does not give equal space to 

understand who contemporary female managers are. All the French respondents were male 

which means that there was no female representation at all on the side of the French 

respondents. A solution to this downside could have been to interview 12 managers, divide 

these managers in 2 parts with 6 managers for Sweden and 6 managers for France and then 

interview 3 male managers and 3 female managers for each country. 

To continue with, the issue of time is another one to take into consideration when looking at 

limitations. When there is a limited amount of time then you will automatically have a 

limitation to the width of the thesis. There has to be a balance and a time table that you 

follow (Bryman & Bell, 2007, pp. 79). If you then find areas that you did not expect in your 

time table this as to be balanced in order to finish the thesis in time. 

Finally, we would like to take the opportunity here to discuss the issue of language. The 

interviews have been conducted in French and Swedish and thereafter translated into 

English. We are aware that translating gathered data from one language to another can 

generate distortion of meaning and also that nuances are lost when transcribing oral data to 

written text (Polkinghorne, 2005, p. 139). However, we as authors believe that we have a 

sufficient understanding of the rules of language (Malhotra & Birks, 2007, p. 259) for 

French and Swedish as respective native languages for Julien and Egon, in order to make a 

correct interpretation of the interviews and therefore counterbalance the language issues 

raised above. 

6.2 Validity 

The most common issue with validity is to know “whether or not a measure of a concept 

really measures that concept” (Bryman & Bell, 2007, p. 164). However, when looking from 

another perspective, the basic definition of validity does not fit with the purpose of a 

qualitative study in the sense that in a qualitative study the purpose is not to measure 
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anything but to generate understandings of a social phenomenon (Stenbacka, 2001, p. 552). 

Consequently, in order to understand a social phenomenon, one is concerned with 

understanding another person´s perception of reality about a specific issue. Therefore, from 

this perspective validity is obtained “when using the method of non-forcing interviews with 

strategically well-chosen informants” (Stenbacka, 2001, p. 552). 

We as authors believe that we have reached good validity by selecting respondents who 

have a high degree of implication with the problem area studied in this research paper and 

by strategically selecting respondent from multiple fields of expertise and industry. Also, 

from our point of view good validity has been created since we have used semi-structured 

interviews so that our respondents could speak freely during the interviews thus increasing 

knowledge and understandings exchanged during the interviews. 

6.3 Reliability 

Reliability is concerned with knowing to which extent the results of a study are repeatable 

(Bryman & Bell, 2007, p. 40; Malhotra & Birks, 2007, p. 159). The classical definition of 

reliability presented here is lacking implications in the sense that a measurement method is 

not relevant for a qualitative study (Stenbacka, 2001, p. 552). Consequently, what matters 

when it comes to reliability is the possibility to have full access plus a meticulous 

description of the methodological process (Stenbacka, 2001, p. 552). Therefore, we as 

authors have worked hard on describing each and every step of the procedure used in this 

thesis: the selection of the respondents, the description of the respondents, the interviews´ 

access and so on. In addition to that, we have preserved the recordings of the interviews and 

they are available on demand. 

6.4 Generalizability 

Generalizability is concerned with knowing to which extent the observations made in a 

study can be applied to the population as a whole (Malhotra & Birks, 2007, p. 360; Bryman 

& Bell, 2007, p. 170). Therefore, a particular attention is given to the sample used in a 

study as the importance then is to create a representative sample (Bryman, 2008, p. 156). 

However, using the word sample in a qualitative study can be seen as irrelevant because of 

its association with a population whereas qualitative findings are not meant to be 

generalized to a population but instead the findings are meant to be generalized to theory, 

this type of generalization is known as analytical generalization (Stenbacka, 2001, p. 552). 

Analytical generalization struggles to generalize results to theory as theory is seen as the 

central tenant by which generalizability is made possible, for instance “the theory of 

neighborhood change that led to a case study in the first place is the same theory that will 

help to identify the other cases to which the results are generalizable” (Yin, 2009, p. 43). 

Therefore, generalizing the results to theory thus contributing to develop theory in a 

specific field is made possible by strategically choosing the respondents according to their 

relevance to the study and by not thinking in terms of statistical samples (Stenbacka, 2001, 

p. 553). From this perspective, we as authors believe that by carefully selecting managers 

from various industries who are located at different levels but also from two different 

countries, we have contributed to create implications for theories within the field of 

management thus achieving a satisfactory level of generalization for this study. 
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6.5 Carefulness 

Carefulness is concerned with the qualitative researcher making a systematic and careful 

description of the interaction between him-/herself and the phenomenon or reality that is 

being studied; from this description will transpire the quality of a qualitative study 

(Stenbacka, 2001, p. 555). From this perspective we as authors believe that we do have a 

good understanding of the reality concerning on part of the phenomenon under study and 

more specifically understandings (1) on management in theory but also (2) on belonging to 

the academic field of management to some extent. On the other hand, we as authors 

acknowledge the fact that we do lack understandings of the other side of the phenomenon 

studied and more specifically that we are lacking understandings on (1) management in 

practice and (2) on being a manager. Although we do lack understandings on one part of the 

phenomenon studied in this thesis, we have strived through a careful work with the 

literature review but also with the methodology to describe and give insights on our 

perception and interaction with the reality. 
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Appendix 1 – Elements of organization 

Table 1: Elements of organization (Jaffee, 2001, p. 4) 

Elements Examples 

Social structure Decision-making process, authority structure, 
relationships between workers on assembly 
line 

Participants Line supervisors, middle managers, production 
workers 

Goals Low-cost assembly of high-quality modular 
auto parts 

Technology Team-based assembly line 

Environment Suppliers of components for modular parts; 
large automakers who purchase the finished 
product 
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Appendix 2 – Functions of management 

Table  2: Functions of management (Rue & Byars, 1992, p. 7) 

Planning 

1. Perform self-audit – 
determine the present 
status of the 
organization 

2. Survey the 
environment 

3. Set objectives  
4. Forecast future 

situation 
5. State actions and 

resource needs 
6. Evaluate proposed 

actions 
7. Revise and adjust the 

plan in light of control 
results and changing 
conditions 

8. Communicate 
throughout the 
planning process 

Leading 

1. Communicate and 
explain objectives to 
subordinates 

2. Assign performance 
standards 

3. Coach and guide 
subordinates to meet 
performance 
standards 

4. Reward subordinates, 
based on performance 

5. Praise and censure 
fairly 

6. Provide a motivating 
environment by 
communicating the 
changing situation and 
its requirements 

7. Revise and adjust the 
methods of leadership 
in light of control 
results and changing 
situations 

8. Communicate 
throughout the 
leadership process 

Organizing 

1. Identify and define 
work to be performed  

2. Break work into duties 
3. Group duties into 

positions 
4. Define positions 

requirements 
5. Group positions into 

manageable and 
properly related units 

6. Assign work to be 
performed, 
accountability, and 
extent of authority 

Controlling 

1. Establish standards 
2. Monitor results and 

compare to standards 
3. Correct deviations 
4. Revise and adjust 

control methods in 
light of control results 
and changing 
conditions 

5. Communicate 
throughout the 
control process 
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7. Revise and adjust the 
organizational 
structure in light of 
control results and 
changing conditions 

8. Communicate 
throughout the 
organizing process 

Staffing 

1. Determine human 
resource needs 

2. Recruits potential 
employees 

3. Select from the 
recruits 

4. Train and develop the 
human resources  

5. Revise and adjust the 
quantity and quality of 
the human resources 
in light of control 
results and changing 
conditions 

6. Communicate 
throughout the 
staffing process 
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Appendix 3 – Mintzberg’s 10 management roles: description and activities 

Table  3: Mintzberg’s 10 management roles: description and activities (1980, in Ivancevich et al., 1989, p. 38) 

Roles Description  Identifiable Activities 

A. Interpersonal   

1. Figurehead Symbolic head; obliged to 
perform a number of routine 
duties of a legal or social 
nature 

Ceremony, status, requests, 
solicitations 

2. Leader Responsible for the motivation 
and activation of subordinates; 
responsible for staffing, 
training, and associated duties 

Virtually all managerial 
activities involving 
subordinates 

3. Liaison Maintains self-developed 
network of outside contacts 
and informers who provide 
favors and information 

Acknowledgement of mail , 
external board work, other 
activities involving outsiders 

B. Informational    

1. Monitor  Seeks and receives wide 
variety of special information 
(much of it current) to develop 
a thorough understanding of 
the organization and 
environment; emerges as 
nerve center of internal and 
external information of the 
organization 

Handling all mail and contacts, 
which are primarily 
informational, such as 
periodical news and 
observational tours 

2. Disseminator  Transmits information 
received from outsiders or 
from subordinates to 
members of the organization; 
some information factual, 
some involving interpretation 
and integration 

Forwarding mail into the 
organization for informational 
purposes, verbal contacts 
involving information flow to 
subordinates including review 
sessions and spontaneous 
communication 

3. Spokesperson Transmits information to 
outsiders on the organization’s 
plans, policies, actions and 
results; serves as expert on the 
organization’s industry 

Board meetings, handling mail 
and contacts involving 
transmission of information to 
outsiders 
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C. Decisional    

1. Entrepreneur Searches the organization and 
its environment for 
opportunities and initiates 
“improvements projects” to 
bring about change; supervises 
design of certain projects as 
well 

Strategy and review sessions 
involving initiation or design of 
improvement projects 

2. Disturbance Handler Responsible for corrective 
action when the organization 
faces important, unexpected 
disturbances 

Strategy and review involving 
disturbances and crises 

3. Resource allocator Responsible for the allocation 
of organizational resources of 
all kinds-in effect the making 
or approving of all significant 
organizational decisions 

Scheduling, requests for 
authorization, any activity 
involving budgeting and the 
programming of subordinates’ 
work 

4. Negotiator Responsible for representing 
the organization at major 
negotiations 

Negotiation 
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Appendix 4 – Four styles of conceiving the frame 

 

 

 

  

Passive style Driven style

Opportunisitc 
style

Determined 
style

Clarity of Frame 

Vague Sharp 

Selection of frame 

Imposed 

Invented 

Figure 4: Four styles of conceiving the frame (Mintzberg, 

1994, p. 13) 
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Appendix 5 – Management today 

For the management field of today the situation has moved into a multi-facetted field 

understanding management by using the different management approaches as perspective. 

The modern management approaches includes (Pindur & Rogers, 1995): 

 

Figure 5: Modern management approaches (Pindur & Rogers, 1995) 

To understand these approaches can be seen like understanding the different lenses that can 

be used to understand the surroundings of contemporary managers. In other words; 

understanding these approaches can be useful for this study in order to see what approach 

that becomes salient for the different respondents. 

“The 1970‟s created a flurry of writings, with the focus centering on the organization 

within a specific industry, industrial organization and transition. The recommendation was 

to look outside the organization and develop long-range plans which anticipated change 

and develop plans of action in order to take advantage of them. This is exemplified in 

Porter‟s Competitive Strategy”. (Pindur & Roger, 1995, p.73). 

 

 

The process approach

• The process approach is all about the four concepts explained in Figure 1, with planning, organizing, leading and 
controlling. This process is the view of management according to this approach. This means that the process 
approach can be seen as a renaissance of Fayoll‟s old perspective. 

The systems approach

• The systems approach discuss management out of two perspectives; Open and Closed systems. The open system 
involves the surroundings of the organization, not just the inside of it. The closed system on the other hand 
involves just the inside of the organization. Open is the modern way where you take the environment /surroundings 
into consideration, and the closed is the old scientific where the inside is important. 

The contingency approach

• The contingency approach is a reaction to the earlier perspectives where management was considered to be 
universal; one size fits all. Here the focus was to understand that each organization was unique and needs its own 
managerial solutions. 

Strategic management

• The strategic management is an approach circulating on the concept of “strategy”. “Strategic management involves 
four basic components: environmental scanning, strategy formulation, strategy implementation, evaluation and 
control.” (Pindur & Rogers, 1995, pp. 72). These four components needs to be worked through as a process in 
order to move the company forward in the right direction. This is the focus that our management course had at 
Umeå University during the first part of our education towards a degree in management.

Japanese-style management approach

• Japanese-style management involves the keyword “quality”. Here it is all about creating quality for the customer 
and creating an efficient, smart line of production. Total Quality Management lies under this approach which uses 
statistics to constantly improve the production process. 

The excellence approach

• The excellence approach has a built in striving towards improvement at all times. 
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Appendix 6 – Leadership theories 

 
Table 4: Leadership theories (Schörling & Lange, 2010) 

 
 
 

 

 

 

 

 

 

•Trait

•Leaders are bornGreat man theory

•Trait

•Your skills in the area can make you the leaderSkills approach

•Situations demand leadership

•BehaviorsStyles approach

•Motivation

•Structure of comptence and motivationSituational leadership

•Situational leadership

•Organizational context, adapt to organizationContingency theory

•Reach goals

•The leadership lies in adapting on how to reach these goalsPath-Goal theory

•Unique individuals

•The relation between members create leadershipLMX theory

•Prototypical perspective

•Has a perspective of creating leaders that best "fit the prototype"SIT theory

•Transformational leadership  is a contrast to transactional leadership

•In transactional you just do a task and get paid, transformational transforms the 
team and the leader. Change is the keyword.

Transformational 
leadership

•This theory builds on the different preferences of people

•The leader will be the one that best fits the values people have about what  a 
leader should be and how he/she should act

Implicit leadership



131 

 

Appendix 7 – Introduction to interviews and access 

 
Table 5: The respondents (Schörling & Lange, 2010) 

Interview 

Number 

Name of the 

interviewee 
Organization Place 

Position of the 

interviewee 
Date 

Duration 

(min) 

1 
Mr 

Adolfsson 

Police 

Department 

Umeå, 

SW 

Head of the 

public order 

department, 

northern 

Sweden 

08-07-10 60 

2 Mr Hesse IFSI 
Beauvais, 

FR 

School 

supervisor 
19-07-10 110 

3 Mr Ainseba Hospital 
Beauvais, 

FR 
Surgeon 19-07-10 46 

4 
Mr 

Daufresne 
SMEG 

Rouen, 

FR 
Sales director 22-07-10 152 

5 
Mr 

Spaggiari 
SMEG 

Rouen, 

FR 

Chief 

executive 

officer 

22-07-10 30 

6 
Mr 

Couvreur 
City Hall 

Beauvais, 

FR 

Human 

resources 

manager 

13-08-10 47 

7 
Ms 

Magnusson 
IKSU 

Umeå, 

SW 

Head of the 

Health and 

SPA 

department 

19-08-10 52 

8 Mr Tapani 
Fire 

Department 

Umeå, 

SW 

Head of the 

fire department 
19-08-10 64 

9 Mr Rieglert 

SCA 

Packaging 

Munksund, 

Piteå, 

SW 

Head of 

production 
24-08-10 71 

10 
Ms 

Rosencrantz 

CR 

Utveckling 

Umeå, 

SW 

Management 

consultant 
30-08-10 34 

 

In addition to Table 5 above, all interviews were conducted face to face with the 

respondents. 
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Access 

1) The police station 

At 9 o‟clock on the 8th of July, we walked in to the police station to interview Ronny 

Adolfsson who works as a police officer in Umeå. He greeted us positively and walked us 

to the cafeteria/restaurant that was closed for the summer. This location was quiet and 

empty with all the tables and chairs. We sat down at a table closer to the windows and the 

small talk was moving on in a good mood. He several times before, during and after the 

interview excused himself for not being good enough on English to conduct the interview 

in the English language. For Egon this was not a problem, but Julien could not contribute 

much because of this. But in the end all participants were involved because Julien 

explained the question more in detail when needed to embrace the full meaning of a 

question.  

Before the interview started we agreed to conduct it in Swedish in order to get a good flow 

in the communication. 

- Access 

When Mr. Adolfsson was speaking you could easily understand that he was speaking out of 

the role of a police representative. As the interview progressed the attitude was sliding 

more and more into how he worked and his personal belief in certain aspects. This created a 

depth in the interview. The surroundings was holding the access back somewhat as people 

came into the restaurant and passed through, creating a “dip” in the talking and stepping 

back the open chemistry created when people talk about inner beliefs. All together the 

access could be seen as good, because we were not interesting in getting knowledge about 

secrets within the police station walls. Our goal was to gain access to Mr. Adolfsson´s way 

of working and his attitude to things. His open attitude helped to create good access. 

2) The IFSI 

The very first interview in France took place at 16h00 on the 19
th

 of July at the IFSI with 

the school supervisor Mr. Hesse. Julien had a hard time finding the institute since it is not 

located in the hospital but close by. Despite this difficulty Julien made it on time to the 

interview and was asked to wait for a minute until Mr. Hesse came. The interview took 

place in the Director‟s office; the advantage of conducting the interview in the director‟s 

office was obviously the fact that the interview could then be performed in an isolate 

environment thus decreasing the chances of being disturbed by the environment. On the 

other hand, conducting the interview in the director‟s office was at first an inconvenient in 

the sense that it was not neutral territory but the interviewee‟s territory. 

Julien asked before the interview started if the interviewee would rather do the interview in 

French or in English. The interviewee chose to do the interview in French. 

This interview was performed by Julien only, since Egon was busy doing interviews in 

Sweden. 
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- Access 

The interview was very interesting in the sense that Mr. Hesse is an experimented manager, 

having spent many years as the director of the IFSI. The paradox here is that despite the 

high position of the interviewee within the organization, the level of access was relatively 

high as the interviewee was very opened to the discussion about management. In addition 

to that, the interview was interesting since the overall structure of the French health care 

system is being reorganized thus giving the opportunity to the interviewee to comment 

these changes and give his point of view on the past and new French health care system but 

also his point of view on the managerial implications. 

3) The Hospital 

The interview with Mr. Ainseba was planned the same day as Mr. Hesse, the 19
th

 of July 

but at 18h00. Julien went to the surgery department of the Hospital in which Mr. Ainseba 

was working and asked for him. A nurse told Julien to wait and some minutes after Mr. 

Ainseba showed up and the interview took place in his office.  

Julien asked before the interview started if the interviewee would rather do the interview in 

French or in English. The interviewee chose to do the interview in French. 

This interview was performed by Julien only, since Egon was busy doing interviews in 

Sweden. 

- Access 

The interview took place at 18h00 therefore Mr. Ainseba looked a bit tired most probably 

due to his day at work. However the discussion was very interesting and Mr. Ainseba was 

eager to share his experience and thoughts as a surgeon. Just like the interview this Mr. 

Hesse before, the level of Access was relatively high due to the changes in the French 

health care system that are directly affecting the work of Mr. Ainseba on a daily basis. In 

addition to that, the contribution of Mr. Ainseba is interesting because it gives another 

perspective on a manager‟s work due (1) to his position as a surgeon and (2) to the fact that 

through this interview we could get a contribution from a person who was not, at first sight, 

strictly embedded in the business sphere. In other words, Mr. Ainseba‟s interview opened 

new perspectives on a manager‟s work thus opening new perspectives for our thesis. 

4) SMEG 

Two interviews took place at SMEG on the 22
nd 

of July, finding the building was easy as 

well as finding both the offices of Mr. Daufresne and Mr. Spaggiari. The first interview 

with Mr Daufresne took place at 14h00 while the interview with Mr. Spaggiari took place 

at 18h00.  

Julien asked before the interviews started if the interviewees would rather do the interview 

in French or in English. The interviewees both chose to do the interviews in French. 

These interviews were performed by Julien only, since Egon was busy doing interviews in 

Sweden. 
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- Access 

The first interview took place in Mr. Daufresne‟s office and at the beginning Julien made 

the assumption that the interview would be quick since Mr. Daufresne just came back from 

vacation thus had to catch up with a large amount of work. However the interview lasted 

for more than 2h30 during which the interviewee clearly showed his intention to share with 

Julien his experience his knowledge but also his point of view on the managerial work. 

Therefore the level of access for this interview is rated as very high. 

The second interview took place in Mr. Spaggiari‟s office and is the shortest interview we 

collected. The reason for this is simple since Mr. Spaggiari, as the chief executive of SMEG 

France, has a lot of responsabilities and obligations regarding the company. However, the 

interviewee managed to balance and compensate the inconvenient of time by sharing his 

thoughts about his work as a manager thus making an important contribution to our thesis. 

Also, we thought that Mr. Spaggiari‟s high position in the company as a chief executive 

officer was a sufficient reason for exploiting the data he furnished even though the duration 

of the interview is only 30 minutes.  

5) City Hall 

The last interview in France took place on the 13
th

 of august at 9h00 at Beauvais‟s city hall 

with Mr. Couvreur. The city hall is a big building therefore it was really easy for Julien to 

find it and make it on time for the interview. However, the interview started at 10h00 since 

Mr Couvreur for professional reasons could not make it on time. The interview took place 

in Mr Couvreur‟s office. 

Julien asked before the interview started if the interviewee would rather do the interview in 

French or in English. The interviewee chose to do the interview in French. 

This interview was performed by Julien only, since Egon was busy doing interviews in 

Sweden. 

- Access 

The last interview in France with Mr. Couvreur was the easiest one to conduct for Julien 

since Mr. Couvreur is the interviewee whose professional status is the closest one to the 

core of the management field. Therefore, Julien felt that the interviewee understood the 

questions asked without asking any additional information to answer them. In addition to 

that, Mr. Couvreur‟s experience in the human resources field combined with his openness 

towards Julien about managerial issues result in ranking the access of this interview as 

high. 

6) IKSU Spa 

When it was time for the interview with Fia Magnusson at IKSU and the next four 

interviews, these interviews were done by Egon alone as Julien was busy with interviews in 

France. This was not a set back as the first interview was conducted in Swedish, creating an 
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excess feeling for Julien whereas he was contributing much better in France making 

interviews. 

Before 8:30 on the 19
th

 of August Egon walked in to IKSU in Umeå to conduct the second 

Swedish interview. Fia Magnusson greeted him politely a few minutes before 8:30 and they 

walked to a small room with two chairs, an armchair and a small desk with an old 

computer. 

- Access 

This interview was interesting as IKSU as an organization had been going through a 

massive growth period and according to Ms. Magnusson now was entering a phase of 

consolidation of the company. They needed to stabilize what they had grown to be. Here 

Ms. Magnusson was speaking as a front figure of the company but without covering up the 

fact that frictions could occur in companies that grow as fast as IKSU has done. The open 

atmosphere will make the access in this level good and honest. 

7) The fire station 

Here the time and date first was set to be Wednesday at 13:00. Because of the different 

interviews Egon missed and ended up believing the interview was to be at 15:30. At 15:00 

Egon called and explained what had happened and the interview was given a new time: 

Thursday 10:00. At this time Egon walked into the fire station in Umeå and through asking 

a man walking in the corridors, the office of Mr. Tapani was easily found. Before the 

interview started Mr. Tapani asked about Egon´s own beliefs when it comes to leadership 

theory and you could already sense that this person had looked forward to the interview and 

that this was a person that knew about the theories behind our current leadership climate.  

The interview was conducted at Mr. Tapani´s office and as with all the other interviews it 

was conducted behind closed doors to make the respondent more comfortable about talking 

about values regarding their leadership. The only interview that did not meet this closed 

door criteria fully was the interview at the police station, where the restaurant created a 

situation where people once in a while walked through the room. 

- Access 

This interview was easy to conduct as Mr. Tapani had no difficulties in talking. He spoke 

freely about his beliefs and was maybe because of his secure attitude towards his leadership 

not giving an impression of holding back. The access here can be considered as good. 

8) The paper mill 

This interview was done on the 24
th

 of August at Mr. Rieglert´s office in Munksund, Piteå. 

When Egon arrived he waved him in even though he was on the phone. The office had a 

writing desk and a bigger table for meetings with six chairs. 
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- Access 

The special case with this interview was that Egon at the time of the interview was 

employed at that paper mill as an process operator. This means that Mr. Rieglert was the 

manager of Egon´s manager so to say. During the interview this fact gave the interview a 

depth as Egon could understand from several perspectives what was being said. This could 

be seen as having both positive and negative implications for the access. Positive in the 

aspect of a better trust created as both the respondent and interviewer were co-workers. But 

negative in the aspect of the respondent being a manager of Egon, meaning that all flaws 

might not be willing to be unfolded as it could potentially hurt the leadership. Looking back 

this was together with the interview at the fire department the longest interview and this 

might be an effect of the depth discussed above.  

9) The management consultant / Board member 

This final interview was conducted at the office of Pondus in Umeå on the 30
th

 of August. 

Egon had a little hard time finding the entrance but finally ended up in the office. Ms. 

Rosencrantz greeted him politely and asked if he wanted something to drink. With a cup of 

coffe they walked into a room with a glass wall facing the office. The other people in the 

office could see them but not hear what was being said during the interview. This was the 

shortest interview and it has a good reason for it. Ms. Rosencrantz had a massive 

experience of leadership and was currently working on the board of three companies. While 

doing this she also had her own management consultant company. When the interview 

started the management consultant firm was discussed but after a few minutes we shifted 

more towards the board of directors jobs she was involved in. This was a natural 

development as she was using her leadership on these boards. As a management consultant 

she was involved in management issues, but not managing any people so to say. Because of 

the fact that boards of directors are managing in another way compared to operational level, 

the interview didn‟t become as extensive as the other interviews. 

- Access  

Here the access was questionable. Not many examples were given to underscore the values 

discussed. In some cases Ms. Rosencrantz explained more closely but the low level of 

access can be traced to the specific role she has. As a member of BoD they have not the 

same space to maneuver when explaining as much of the issues discussed and actions 

should be kept within those four walls. The conclusion is that the level of access is lower in 

when interviewing a member of a BoD then a manager within the operational sphere.  

Presentation of respondents 

1) Mr. Adolfsson  

Mr. Adolfsson is the head of a department called Public Order. When he explained what 

this department consisted of he said “everyone with external duty, outdoors in a uniform so 

to say.” (Mr. Adolfsson, Polisen).  Besides this external duty he also has some working 

with investigations that are not working outdoors. Finally he has some working in services 
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that are civilians. The total amount of staff underneath him is 167. 140 of these are police 

and 27 are civil employees. To help him manage his department he has one deputy officer 

and one that he calls “supportive management”. The region he is responsible for public 

order is Umeå, southern Lappland and Umeå coastal areas. 

According to polisen.se, they have the following setup: 

 Staff 

 Regional Criminal Investigation Department 

 Public Order Department 

Here above you can see the Public Order Department, where Mr. Adolfsson is the highest 

ranked officer. Of course he has a line of command above him, but everything going on in 

the public order department is his responsibility. He explains that between him and the 

policeman on the street, there are two officers. Above him there are two bosses in this 

county. The head of the county, then the head of his region Umeå and Southern Lappland 

and then we have Mr. Adolfsson on the same level as the head of the Regional Criminal 

Investigation Department. He also mentions the head of the Traffic department as an officer 

on the same level as him. This can‟t be seen on the homepage but can nevertheless be true. 

The total amount of staff underneath him is 167. 140 of these are police and 27 are civil 

employees. To help him manage his department he has one deputy officer and one that he 

calls “supportive management”. 

Mr. Adolfsson has been a police since 1983. The time in the police academy was 1982. He 

worked with external duty until 2002, then he worked in the police academy 3,5 yrs and 

ended then up in the Public Order Department. 

2) Mr. Hesse 

Mr. Hesse got a literary French baccalaureate in 1975, and then realized he wanted to work 

in the healthcare field and therefore worked as a psychiatric nurse for 15 years. After that 

he wanted to redirect and orient his professional career towards the training and teaching 

sector therefore he integrated Clermont de l'Oise institute where he followed a mandatory 

health executive‟s training. As a matter of fact if you want to be a teacher in a nurse school 

it is mandatory to hold both (1) a nurse diploma and (2) a health executive status.  

So Mr. Esse worked as a teacher in a nursing school for 10 years and then once again 

decided to give another direction to his professional career by taking a school supervisor‟s 

exam. This is very specific to the public sector in France; in the public sector in France the 

access to other grades and promotion results in a very competitive process since it is done 

through exams. Mr. Hesse passed the exam and took over his position as a school 

supervisor at the IFSI in November 1999. Therefore, Mr. Hesse has been the school 

supervisor for 11 years now. 

3) Mr. Ainseba 

Mr Ainseba‟s formation started with classic medical studies in a faculty. There is a first 

selection done during the first year at the medicine school which is a fairly severe selection, 
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which allows to chain a general round of medical studies then there is a second selection, 

which is known as un concours d‟internat. It is also a very selective contest greeting access 

to specialized medical studies. In other words, after succeeding that contest, medical 

students have to choose their specialty. Because society is evolving then medicine evolves 

and people who are embedded within the medical sphere evolve too. Therefore the choice 

of a specialty is function of time and needs of the society. For instance surgery could be 

chosen among the first at some point because it is fashionable and then there is a point 

where it will be cardiology, dermatology, etc.  

Therefore, after succeeding the contest, Mr Ainseba followed five years of specialized 

studies in surgery. After these five years of study, Mr Ainseba was on the field as a surgeon 

but supervised for two years. It is a mandatory part, when a student completes the second 

cycle of study he is then supervised for two years. After these two years, Mr Ainseba was a 

qualified surgeon and was able to work independently in a hospital or clinic. Therefore, Mr 

Ainseba is now a surgeon specialized in gastrointestinal surgery. 

4) Mr. Daufresne 

Mr. Daufresne‟s education started with a BTS in international trade, and then obtained a 

Bac +4 at ISD, the Institut Supérieur de Développement, based in Rouen. Then Mr 

Daufresne worked for a company called the CAFOM, which stands for Centrale d‟Achat 

Française Pour l‟Outre Mer. the CAFOM is a purchasing central for French overseas 

territories and manages the BUT stores for French overseas territories as well as other 

stores, and is also nowadays a purchasing central for BUT France therefore purchasing all 

products coming from Asia, Brazil and other destinations. In this company Mr. Daufresne 

was an assistant for three international buyers.  

Mr. Daufresne was working for the CAFOM for two years under a student learning contract 

and felt like the company was not offering him sufficient possibilities. Therefore he joined 

Electrolux France as a promoter of sales and learned there how to sell. He worked two 

years as a promoter of sales and thank to successful results was promoted as the head of 

sales methods. As the head of sales methods he supervised over 55 sales workers, 

especially new and young sales workers to whom he taught selling and business methods.  

Thereafter Mr. Daufresne took over a position of regional manager. At the time he had to 

manage Electrolux‟s big retailers known as enseignes but also the south-west region of 

France. From regional manager he was promoted as key account manager for the whole 

kitchen department of Electrolux and supervised all Electrolux‟s retailers in France for the 

kitchen department. As a key account manager Mr. Daufresne significantly increased the 

turnover from 15 to 30 million Euros or less near. After a year, he was given another 

opportunity and promotion as a key account manager for Electrolux‟s retailers for 

wholesalers and households, therefore retailers such as EXPERT, DIGITAL, 

CONNEXION or PULSAT. This was a very important part of Electrolux France since it 

weighed about 80 million Euros. 

Thereafter, Mr. Daufresne had an external opportunity in a company called SMEG which is 

the company he is currently working in. He integrated the company as a key account 
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manager since there was no such function in the company at the time. In the meantime, the 

sales manager had reached an agreement with the company in order to leave, consequently 

Mr. Daufresne was offered the position; he combined then a key account manager‟s 

position plus a sales manager‟s position. As a sales manager he supervised a team of eleven 

people plus assistants. In the meantime, the sales director left the company and Mr. 

Daufresne took over his position. He is now supervising a person at the product marketing 

department, a person at the operational marketing department but also two key account 

managers, three assistants, two regional managers and finally eleven sales representatives. 

5) Mr. Spaggiari 

Mr. Spaggiari followed a 5 years technical training in a high school in Italy, in order to get 

a baccalaureate degree specialized in the management of computer projects. Thereafter, Mr. 

Spaggiari studied another 5 years in a business school to graduate with a Master in business 

engineering. Then he started to work for SMEG Italy as IT manager, taking care of IT 

projects in a first time to finally being promoted as chief executive officer for SMEG 

France. 

6) Mr. Couvreur 

Mr. Couvreur was still in high school when he started to work for the City Hall. At that 

time most of his friends would work in the service sector such as banking, but nobody went 

in the administration because of the low salaries. Mr. Couvreur was working at the City 

Hall, doing little office jobs here and there. By luck, Mr. Couvreur was then recruited by 

one of the chief executive, and more specifically the chief executive in charge of the City 

Hall‟s services. The chief executive was known for recruiting lots of young people to work 

at the City Hall at that particular time since they realized that, in terms of employment and 

human management, 60% of the staff would retire in the next 10 years. That is the reason 

why the chief executive wanted to develop and put in place right away specific training 

plans for all youth who were in offices and elsewhere at the City Hall so that they could 

prepare to take over all these people who were retiring.  

Therefore, Mr. Couvreur and the youth working at the City Hall followed courses that were 

given by lawyers at university. Those courses allowed Mr. Couvreur to pass exams since it 

is the only way to get promoted in the French public sector. In the late 70s at the City Hall 

there was no department managing the staff, therefore a department was created and the 

decision was made to give to Mr. Couvreur the responsibility of that particular department. 

He worked there from 1977 to 1990 and at the beginning of the 90s it became the human 

resources department. So since the beginning of the 90s, Mr. Couvreur is in charge of the 

human resources department for which he extended the missions, from a pure 

administrative work to internal communication and trainings. 

7) Mrs. Magnusson 

What she considers herself to be responsible for is the treatment, health and lifestyle sector 

of the organization. These areas are gathered in IKSU Hälsa. 
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Here the education is sports pedagogue with a degree from Umeå University. Since then 

Fia Magnusson has been working at IKSU. One period of time she stepped out of the 

organization and worked with other things, but then came back. Inside the organization she 

has work her way up to managerial positions, but claims that this wasn‟t intentional. Other 

people saw this potential. Other things mentioned were two educational steps during her 

working life. One “IFL” education that taught her about business, connected to IKSU. This 

was given by a private company called IFL Entrepreneurs AB in Jönköping. There they met 

15 days during eight months. The course was taught externally but they worked with their 

company during the course. In Ms. Magnusson‟s case she reflected on IKSU. The other 

thing she mentioned was a course in Situational Leadership that she took in 2006. Here they 

met five times, three days each. 

8) Mr  Tapani 

Mr. Tapani has worked his whole life with fire protection. He has made his career within 

the organization. Now he is the head of the fire protection in Umeå. His education is as an 

engineer in fire protection and studies in business & administration from the University of 

Umeå. He has also attended a course in leadership given by the municipality of Umeå.  

9) Mr Rieglert 

Mr. Rieglert is the head of production for the factory in Munksund and has been that since 

2007. He has a degree in mechanical engineering and on top of this done what he called a 

“licence”, which means that he studied two and half years further, “Halfway to doctor” as 

he put it (Rieglert, 2010). 

10) Mrs Rosencrantz 

Ms. Rosencrantz is managing her own company that is focusing on management 

consulting. Besides this she is also sitting in the Board of Directors (BoD) for three 

companies. The one she mentioned was Pondus which was situated where she had her 

office as a management consultant. The other company she mentioned was dealing with 

computer games for Nintendo DS but the name of this company was never said. The final 

company was never discussed. 

Ms. Rosencrantz has an education as a preschool teacher, a bachelor degree in psychology 

and a master in pedagogic studies. She says that she has no degree in business & 

administration but has been dealing with business her whole life. Leadership experience is 

as she puts it “since I was 18 when I was a boss for the first time, then again when I was 

21”. She has also worked her last eight years as a director of a Bank. 
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Appendix 8 – Presentation of the organizations 

 

Police of Västerbotten 

If you look at the total number of employees that the Swedish Police has, the number is 

26 891 as of December 2009 (polisen.se). Västerbotten has 570 employees in their police 

organization. According to their homepage this county has the lowest crime rate in the 

country. There are 258 000 people living in Västerbotten. 

IFSI Beauvais 

IFSI stands for Institut de Formation en Soins Infirmiers and is a nursing school providing 

a three-year education and training in order to become a qualified nurse; there are 18 

teachers in the school and each year 129 students are graduating. (IFSI, 2010). 

Beauvais’ hospital 

Beauvais‟ Hospital is the second biggest hospital center of its region and covers many 

disciplines from medicine and surgery to obstetric; in 2009 over 2 000 professionals were 

working on the site and the hospital was offering over 900 beds. Also, we can mention that 

in 2009 Beauvais‟ Hospital made an investment of €13m. (Beauvais hospital, 2010) 

SMEG 

SMEG stands for Smalterie Metallurgiche Emiliane Guastalla, it is an Italian company 

founded in the 1940s and manufacturing domestic kitchen appliances. In 2009, 52 

employees were working for SMEG‟s French subsidiary in Rouen, all divided into six 

departments: accounting/finance, marketing, logistic, IT, after sales service and warehouse. 

In addition to that we can mention that in 2009, the company booked €36m in sales. 

(SMEG homepage, 2010, & SMEG presentation, 2010) 

IKSU Hälsa (IKSU Health) 

IKSU Hälsa is a part of the IKSU organization. IKSU consists of two legs, IKSU Hälsa and 

IKSU Förening (Association). This sports complex is situated next to the University in 

Umeå. The health section has treatments and a SPA on the other side of town, Umedalen. It 

was formed in 2003 and here we have Fia Magnusson working as the highest ranked 

manager. 

Fire Station Umeå 

The fire deparment in Umeå had 156 employees in 2009. The municipality has smaller 

stations spread out and they have people employed full time and part time. There is a small 

portion of administrative duties but most of the people working in this field are firefighters. 

SCA packaging Munksund 

This is a paper mill situated in Munksund outside Piteå, Norrbotten. It has a little more than 

300 employees and together with Kappa, another paper mill in the city, they generate 25% 
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of the European production. The product the produce is craft liner, the paper that is used to 

make cardboard boxes. 

CR Utveckling 

Ms Rosencrantz is running the management consultant firm CR Utveckling by herself and 

she is the only person working for the company. It was started in 1998 and was at that time 

focused on consultancy towards the tourism industry in Tärnaby, Sweden. Now the office is 

in Umeå where she is involved in companies from different industries. Her latest 

consultancy was towards the forest industry. Among other things she offers leadership 

training, coaching, organizational development and change management.  
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Appendix 9 – The concept of organization 

 

 

Figure 12: The concept of organization (Schörling & Lange, 2010) 
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Appendix 10 – Identifying with the organization 

 

 
Figure 14: Identifying with the organization (Schörling & Lange, 2010) 
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Appendix 11 – Changes in the organization 
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Appendix 12 – The concept of management 

 

 
Figure 17: The concept of management (Schörling & Lange, 2010) 
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Appendix 13 – Change or repetition 

 

 

Figure 20: Change or repetition (Schörling & Lange, 2010) 
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Appendix 14  – The future of management 

 

 
Figure 22: The future of management (Schörling & Lange, 2010) 
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Appendix 15 – The concept of leadership 

 

 

 

  

Figure 24: The concept of leadership (Schörling & Lange, 2010) 
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Appendix 16 – Leadership in their organizations 

 

 

  

Figure 26: Leadership in their organization (Schörling & Lange, 2010) 
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Appendix 17 – Management and leadership 

 

 
Figure 28: Management and leadership (Schörling & Lange, 2010) 
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Appendix 18 – Developing your skills as a manager/leader 

 

 
Figure 32: Developing your skills as a manager/leader (Schörling & Lange, 2010) 
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Appendix 19 – Preconception on being a manager 

 

 
Figure 34: Preconception on being a manager (Schörling & Lange, 2010) 
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Appendix 20 – The reality of being a manager 

 

 
Figure 36: The reality of being a manager (Schörling & Lange, 2010) 
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Appendix 21 – Managers and education 

 

 
Figure 38: Managers and education (Schörling & Lange, 2010) 
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Appendix 22 – Lean production 

Gough & Fastenau explains lean production as a production system that is connected to the 

Japanese car manufacturers. They also connect the concept to TQM (Total Quality 

Management), which in the appendix on the modern management approaches also has to do 

with Japanese-style management. (2004, p. 93). “Lean production systems are 

characterized by just‐in‐time production, continuous improvement, team‐based work 

arrangements and total quality management. Such systems purportedly offer employees 

opportunities for meaningful work and psycho‐social benefits absent in mass productions 

(i.e. Fordism), including multi‐skilling, increased consultation and communication, 

team‐based work and participation in and rewards for identifying and implementing quality 

improvements” (Gough & Fastenau, 2004, p. 93). 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



157 

 

Appendix 23 – Email correspondence with Mr. Adolfsson 

 
Email correspondence with Mr. Adolfsson about the additional question for him to answer 

 
Hej. 

Jag tror att jag kommer att utvecklas både som person och ledare. 

Som person kommer jag att få mer erfarenhet och rutin och förmodligen bli mer trygg i mig 

själv och se min omgivning utifrån ett bredare perspektiv. 

Som ledare kommer jag med kommande ledarutbildningar att utvecklas i en positiv riktning 

när det bl.a. gäller strategiskt arbete samt kunskap inom arbetsrätt och förvaltningsrätt. 

Och med tanke på den framtida utvecklingen av polisen i nationell riktning, vilket helt är i 

linje med mina värderingar och tankar om framtiden så kommer jag att utvecklas som 

ledare oavsett i vilken roll jag kommer att hamna i sådan organisation. 

  

Hälsningar 

Ronny  

 

>>> Egon Schörling<egon.schorling@gmail.com> 10/24/2010 4:13 >>> 

Hej Ronny, 

 

Uppsatsskrivandet är otroligt tidskrävande och nu tänkte vi höra om du 

skulle kunna tänka dig att besvara en extra fråga? 

De övriga fick denna fråga för att vi lade till den och därför blir det bäst 

om du kanske har möjlighet att besvara för att upprätthålla en jämvikt över 

intervjuerna. 

 

As a manager, do you think your role or approach will change/evolve in the next few 

years?  

 

Med approach menas de inställningar och värderingar du fört fram under intervjun. 

Men det kan ju vara svårt att minnas vad du sa, så om du bara känner för att lätt reflektera 

över närmsta åren; hur du tror att du kommer utvecklas. 

 

Med vänlig hälsning 

 

Egon Schörling 
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Appendix 24 – The Interview guides 

Interview guide – first version 

1. Could you give us some basic information about your background: education, 

degree, work experience, industries, and field of expertise? 

2. Before you actually started to work, what was your perception of the managerial 

daily work? 

3. Can you tell us if there is a gap between what you perceive management to be, and 

what you actually do? 

4. What can you say about the connection between how people educate themselves 

and their resulting managerial daily routines? 

5. How do you perceive the concept of “an organization”? 

6. Do you feel like you are part of an organization or that you are an individual 

performing a specific task? 

7. Do you perceive your job as being structured or subjected to continuous change? If 

yes, is improvisation a part of your manager´s job? 

8. What is the concept of management for you? 

9. What is the concept of leadership for you? 

10. Are you trained in developing leadership skills in this organization? 

11. Do you perceive management and leadership as connected or as independent from 

each other? 

12. Has any new structures been forced on the organization from the top management 

during your time here? 

13. Has any natural development occurred in the leadership/management structures of 

the organization? 

14. What can you say about the leadership in this organization, how would you describe 

it? 

15. Do you have to deal with people who have a different cultural background (different 

from Sweden) in: 

o …your team? 

o …your organization? 

o …your external communication? 

16. If yes in question 14) How do you approach this situation as a manager? 
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Interview guide – second version 

1. Could you give us some basic information about your background: education, 

degree, work experience, industries, and field of expertise? 

2. Before you actually started to work, what was your perception of the managerial 

daily work? 

3. Can you tell us if there is a gap between what you perceive management to be, and 

what you actually do? 

4. Could you tell us if you think that your education is in accordance with what‟s 

needed in your managerial daily routine? 

5. What is the concept of an organization for you? 

6. Do you feel like you are part of an organization or that you are an individual 

performing a specific task? 

7. Do you perceive your job as being repetitive or subjected to continuous change? 

What is the concept of management for you? 

8. What is the concept of leadership for you? 

9. Do you perceive management and leadership as connected or as independent from 

each other? 

10. In the organization you are working in, do you have training or courses about a) 

being a manager and/or b) being a leader thus developing leadership skills? 

11. Has any new structures been forced on the organization from the top management 

during your time here? If yes, how did you react to change? 

12. Has any natural development occurred in the leadership/management structures of 

the organization? (emerging individuals with natural leadership skills who took 

over) 

13. What can you say about the leadership in this organization? How would you 

describe it? Is it encouraged? 

14. Do you have to deal with people who have a different cultural background (different 

from Sweden) in: 

a. …your team? 

b. …your organization? 

c. …your external communication? 

 

15. If yes in question 15) how do you approach this situation as a manager? 

 

16. As a manager, do you think your role or approach will change/evolve in the next 

few years? 
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Appendix 25 – Ledarskapspolicy (double-click on the document to open the pdf) 
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