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Background: Companies operate in a dynamic and challenging business environment with a constant 
battle to become and stay competitive and achieve sustainable growth. The business environment has 
transformed rapidly in the past decade due to major globalization and internationalization processes, 
which have created a demand for mapping and understanding business value and core competences. 
Parting from the traditional, the focus within companies and research is shifting from tangible assets to 
human capital, such as knowledge, as the primary competitive resource. Knowledge is a concept that is 
both complex and volatile. Knowledge emerges and develops through processes of each individual and 
also from individuals merging together into groups – making it hard to manage. Sadly, without proper 
management of such resources and processes, it is competitive advantage cannot be exerted. Nowadays, 
most companies can be identified as knowledge intensive firms, where competitive advantage is related 
to the ability to create and apply new knowledge through mergers and acquisitions. For about 3 decades, 
researchers, governments and companies have been trying to develop methods to evaluate and measure 
intangible assets, but there is a lack of research on how it is done in reality. 
  
Purpose: The purpose of the study is to investigate Swedish holding companies’ approach to working 
with intangible assets, primarily knowledge; investigating the way it is leveraged and used in the holding 
structure to create knowledge as a competitive resource across the entire corporation. 
 
Method: A qualitative research is used with a sample of 10 Swedish holding companies varying in size, 
structure and sector in order to test a proposed integrative model formulated on theory. Purposive 
sampling is used for participant selection based on personal networks. 
 
Conclusion: Firstly, we found that the majority of the Swedish holding companies do not have a method 
for evaluating intangible assets in general. In the event of mergers and acquisitions, on the other hand, 
human capital is emphasized as a main factor for decision making. From the managerial point of view, 
there is an elevating need for developing a systematic approach to assess human capital when acquiring 
new subsidiaries, primarily in order to understand the value and context of knowledge. Secondly, 
Swedish holding companies have internal structures and work-approaches to identify key persons within 
the newly acquired subsidiaries and transfer their knowledge to the mother company. Furthermore, they 
try to maintain and create knowledge by investing on education and leadership, but in general, 
knowledge management is done subconsciously. Therefore, the general finding of this research is that 
the concept of knowledge management is in the beginning of its lifetime and there is a clear need to put 
more managerial emphasis on restructuring processes. 
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1 Introduction 
 

“It’s a great huge game of chess that’s being played—all over the world—if this is the world 

at all, you know.” – Lewis Carroll 

 

This chapter provides a general introduction to our research topic, its relevance and societal 

importance. Following from the background, a discussion of the problem definition is 

explained. Derived from the problem discussion, a research purpose and our research 

questions are presented. Lastly, the research perspective and the limitations and delimitations 

of the study are presented and core definitions for this study are elaborated upon. 

 

1.1 Background 

 
Companies operate in a dynamic and challenging business environment with a constant battle 

to become and stay competitive and achieve sustainable growth (Nonaka & Teece, 2001; Busco 

et al., 2014). The business environment has transformed rapidly in the past decade due to major 

globalization and internationalization processes, which have created a demand for mapping and 

understanding business value and core competences (Nonaka & Takeuchi, 1995). Companies, 

no matter the size and industry, are strongly reliant on competitiveness in the external 

environment but even so on how they can manage their internal environment. Historically, great 

emphasis has been put on acquiring and assessing certain traditional factors such as land, labor 

and capital. In opposition to the traditional approach by Adam Smith in Wealth of Nations, first 

published in 1776, where the main resources were capital, labor and land, knowledge is getting 

more attention from researchers and practitioners, being defined as the factor with the highest 

return (Bontis et al., 1999; Hadmark & Nilsson, 2008). Niculita et al. (2012) illustrates the start 

of change as of 1980, when New York Stock Exchange showed an interesting turn of events: 

stock prices started to rise above companies book value, indicating there is something more to 

company value than merely tangibles. As times are changing, the focus within companies and 

research is shifting to human capital, such as knowledge, as the primary competitive resource 

(Nonaka & Takeuchi 1995; Garanina, 2009; Edvinsson, 2002). In one sentence:  

“Ideas are the new currency.” (Edvinsson,2002:48) 
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Today, the companies that use their intangible assets better and faster are the ones who will 

succeed in the highly competitive environment (Bontis et al., 1999; Nonaka & Teece, 2001). 

Furthermore, as development is becoming more associated with innovation-intensive practices, 

rather than scale-based manufacturing, the role of intangible assets as value drives are becoming 

increasingly important (Ondari-Okemwa, 2010; Edvinsson, 2002). 

 

Knowledge is one of the main building blocks of intangible assets and is also the key to produce 

tangible value for the company. Hence, without knowledge an organization cannot produce 

value and derive competitive advantage. Successful companies have the capability to see the 

value knowledge can bring about and the importance to create and merge different sources of 

knowledge. But there is a problem: knowledge is a concept that is both complex and volatile. 

Its complexity lies in the intangible nature and the fact that it represents certain individuals’ 

minds and experience (Marr, 2008; Garanina, 2009; Busco et al., 2014; Hadmark & Nilsson, 

2008). Furthermore, knowledge cannot be obtained, maintained and created without specific 

processes, which makes it controversial to its nature (Davenport & Prusak, 1998). Knowledge 

emerges and develops through processes of each individual and also from individuals merging 

together into groups – making it hard to manage. On the other hand, without proper 

management, it is not resulting in competitive advantage as it will be left unexploited.  

 

Knowledge is embedded in the organization and influences every action either directly or 

indirectly. This brings forward the essence and the most crucial part when it comes to intangible 

assets such as knowledge. Organizations need to engage in knowledge creation, learn how to 

manage it and how to acquire and merge different external sources of knowledge together to 

generate competitive advantage as per new knowledge (Ciprian, Valentin, Mădălina, & Lucia, 

2012; Davenport & Prusak, 1998). Researchers, who promote the knowledge-based view of the 

firm, argue that the two ultimate goals of the organization are the (1) generation and (2) 

application of knowledge (Bartinau & Orzea, 2010; Nonaka & Takeuchi, 1995).  

 

Nowadays, most companies can be identified as knowledge intensive firms, where competitive 

advantage is related to the ability to create and apply new knowledge through mergers and 

acquisitions (M&A) (Newell et al., 2009). Business markets are dynamic and are shifting 

rapidly when it comes to innovation and new technologies (Bontis, Dragonetti, Jakobsen & 

Roos, 1999). The market demands firms to be up to date and the best performing companies 

are the ones that can generate new knowledge and leverage it within their business group. On 
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the other hand, this is not enough. The vision related to inter-organizational knowledge must 

be accompanied by serious managerial efforts (Bartinau & Orzea, 2010). The main challenge 

management is facing when it comes to knowledge is the creation and development of 

conditions that allow increasing value from intangible assets. Furthermore, it is essential for 

companies to reduce the focus of the tangible assets when it comes to value creation and instead 

learn and develop processes that allows the intangible into tangible measurement forms 

(Garanina, 2009). The question and importance of how management should work with its 

knowledge as intangible asset in order to create value is a topic that has been covered within 

bigger companies and high technology firms that are dependent on their knowledge to innovate 

(Niculita et al., 2012).  

 

Since the late 1900s, researchers, governments and companies have been trying to develop 

methods to evaluate and measure intangible assets (Garanina, 2009; InCaS, 2007). In 1996, a 

Swedish company, Skandia, was an early pioneer along with Leif Edvinsson, a famous Swedish 

organizational theorist, in developing a model for intellectual capital (IC) measurement (InCaS, 

2007). Identifying models that help determine and measure intangible assets has become a 

critical task for companies, most common of them are the Balanced Scorecard (BSC), Danish 

Guidelines and Residual Operating Income (REOI) (InCaS, 2007).  

 

1.2 Problem Discussion 
 

The issue of knowledge creation and how to leverage from intangible assets within your 

business is increasingly relevant for corporations that own subsidiaries and acquire companies 

to expand and enter new markets. The corporate form we wish to use as a subject for our study 

is a holding company, which is a common and unique structure for businesses in Sweden 

(Eicke, 2009). The most important aspects when going through M&A is assessing how to 

leverage newly acquired knowledge and make it explicit within the business group and create 

new knowledge among the subsidiaries to increase competitive advantage (Marr, 2008; Nonaka 

& Takeuchi, 1995).  

 

Holding companies can be defined as corporations whose main purpose is to obtain a 

longstanding interest in one or more legally independent companies. The holding company 

owns majority of shares (at least 50%) in these independent companies, also called subsidiaries 
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and the overall aim is to have full control over them (Daems, 1978). Holding companies are 

most likely to have subsidiaries within the same business in order to expand market shares. 

Holding companies are usually constructed in order for companies to manage with tax and law 

issues when doing M&A (Eike, 2009; Kågerman, Lohmander & De Ridder, 2008). Considering 

the fact that holding companies can be constructed for law and tax issues and also the most 

common structure for M&A in combination with little research, we can identify that there is an 

area that is unexplored and that needs to be researched. Interesting aspect to discuss is to what 

extent tax and law issues in relation of intangible assets are prioritized for the holding 

companies. Authors argue that when going through M&A, holding companies can work with a 

hidden agenda in order to make their business efficient and save capital (Daems, 1978; Eicke, 

2009). This truly profit-driven nature of M&A is contradicting the knowledge and value-

creating opportunities M&As can bring about. 

 

The interesting aspect that emerges is if holding companies focus are within the issue of going 

around laws and tax issues and not primarily focusing on their intangible assets specifically 

human capital. With less and to be more precise non-existent research regarding this topic, we 

argue that of 2017, it's about time to find out the issue of how knowledge is managed in holding 

companies and the search for transparency in holding companies should be brought up to light. 

Primarily because holding companies is the most common structure, and also the company 

structure in Sweden that goes through the most M&A (Eicke, 2009). Furthermore, the essence 

of intangible assets as of knowledge is nowadays a core aspect for competitive advantage, but 

the nature of knowledge is complex due to that it's humans that needs to be motivated and in 

the right environment to perform (Busco et al., 2014; Probst et al., 1998). So can it be that 

holding companies actually are missing out on a core aspect of competitive advantage by its 

hidden agenda of law and tax issues. There is a critical matter of research of holding companies 

and intangible assets, mainly human capital and how they interact with each other that are the 

core for this study.  

 

The topic of valuation of intangible assets and knowledge creation is very popular in research 

for the past three decades. However, just as mentioned very little research has been done on 

intangible assets in Sweden and especially on holding companies, due to its non-transparent 

company structure and unexplored nature in research. We found it outstandingly challenging to 

collect data (primary or secondary) on holding companies in general and especially in Sweden. 

This – hence the research problem – is in contrast with the fact that Sweden is not only world 
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leader in business reporting transparency, but also that openness is considered as a crucial 

building block of Swedish democracy (Iribarren, 2016). Therefore, we argue that there is a 

controversy between ideology and practice when it comes to reporting on holding companies 

as a corporate form.  

 

To a large extent literature promotes the concept of intangible assets and puts focus on the part 

of knowledge management (KM), the main focus is put on bigger companies in large scale 

economies in order to understand how to companies work and evaluate their intangible assets 

for knowledge and value creation (Garanina, 2009). Furthermore, research also shows since the 

past years that major work has been done in order to study the importance of intangible assets 

for companies to create value by making the intangible somewhat tangible by using numerical 

measurements (InCaS, 2007; Marr, 2008; Murty & Mouritsen, 2008; Bontis et al., 1999, 

Mouritsen et al., 2005). This  value-profit paradox is what makes the topic more interesting in 

this specific context. 

 

1.3 Research Purpose 

 

Derived from the problem discussion we would argue there is a need to examine how holding 

companies in Sweden evaluate their intangible assets in order to create knowledge and 

contribute to research with a general model on how the process looks like. The purpose of the 

study is to investigate Swedish holding companies’ approach to working with intangible 

assets, primarily knowledge; investigating the way it is leveraged and used in the holding 

structure to create knowledge as a competitive resource across the entire corporation. 

With the help of in-depth interviews with ten different companies and one respondent on each 

company we seek to gain a deeper understanding in the research matter. With the help of a 

qualitative study practical and theoretical implications will be given for holding companies in 

Sweden, whose management needs insight on how to obtain, create, manage and value 

knowledge. These will address the issues that the research questions (RQs) investigate. Firstly, 

we intend to gain deep insight into Swedish holding companies, combine our empirical findings 

with a theoretical model we created and offer a more generally usable model for holding 

companies all across the world. Secondly, this thesis intends to provide some empirical data on 

holding companies – something that we found to be a major gap in research.  
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1.4 Research Questions 

 

To achieve the stated purpose, the following RQs will be addressed:  

RQ1: How do Swedish holding companies evaluate intangible assets specifically human 

capital when they are acquiring or selling subsidiaries? 

RQ2: How do they maintain and create knowledge by using the intangible assets within their 

subsidiaries? 

 

1.5 Research Perspective 
 

The perspective of this thesis is based on the key decision makers (ideally found in middle to 

upper management levels) within each of the holding companies. Therefore, operational 

management and contractors’ perspectives are not covered. The choice of this approach is based 

on the fact that we find that it has clear advantages if we target respondents who take part in 

decision making and are aware of the processes and practices regarding knowledge. We argue 

that lower-level employees are less aware of how the corporation obtains, creates, manages and 

values knowledge. Firstly, we can approach our first RQs in order to understand how managers 

evaluate their intangible assets after acquisitions. Secondly, managers from the same business 

structures such as holding companies can gain knowledge when it comes to evaluation of their 

intangible assets to create knowledge and stay competitive. This study can also be relevant for 

managers of other corporate forms in order to understand the value of intangible assets and use 

models to evaluate their assets. Thirdly, lower-level employees, who are not involved in 

decision-making, can also benefit from this thesis when it comes to understanding their value 

in the process of knowledge creation within the organizational setting. Lastly, the study can be 

useful for anyone seeking more understanding on intangible assets, knowledge in particular, its 

importance for companies as competitive advantage and valuation both in Sweden and in the 

rest of the world.  

 

1.6 Delimitations 
 

As proposed by Easterby-Smith, Thorpe and Jackson (2015), when it comes to reflexivity, we 

would like to express our awareness of how different elements (social political, environmental 

aspects) can affect the research process. The delimitations of this study are threefold. Firstly, 
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the only country we collect empirical data is Sweden, and can therefore the outcomes will not 

be fully applicable to other countries. Broader view of the chosen research topic to for example 

Europe and rest of Scandinavia is not possible with the timeline and resources for this study. 

Hence, this study uses a qualitative approach and can therefore not as a quantitative study be 

generalized and applied to different contexts. Secondly, we only intend to interview key 

decision-makers in the companies, therefore the answers we obtain might be skewed in order 

for the company to look better in the public’s eye.  

 
1.7 Outline of the Thesis 
 

This section shows a disposition of the study that illustrates how the thesis is structured (Figure 

1.). First, under the introduction the background of the research topic is given in order to provide 

the reader a clear understanding of the thesis and its concept. Derived from the 

background, the problem, purpose and research questions are defined. Next, a 

section on theoretical framework is presented. Guided by a generic 

model developed by us, the relevant concepts and theoretical models 

for the thesis are discussed in order to provide deeper insight into the 

research topic. In the third section, where the chosen methodology 

and method are presented, we discuss how this research was 

conducted with detailed elaboration on research philosophy, 

research design and data collection. The scope of the 

methodology is described in detail as we felt that the size of the 

research gap requires well-grounded method and methodology 

choices. That is the reason why the different sections are arranged in 

a diamond shape – we think that Method & Methodology is the core. 

This is followed by the part that presents the empirical findings. 

Together with the findings, a deep and thorough analysis and discussion 

will follow on the interview respondents’ input in symbiosis 

with the theories, concepts and models presented in the theoretical framework. The last part of 

the thesis is an overall conclusion where the research questions will be answered. After the 

conclusion, limitations of the study and will be addressed. Finally, theoretical and practical 

limitations are presented along with addressing implications for managers and policy-makers.  

  

 

Introduction 

Frame of Reference 

Method & Methodology 

Empirical Findings 

Analysis & Discussion 

Conclusion 

Figure 1. Own Creation: Disposition of the Study 
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2 Frame of Reference 
 

“If everybody minded their own business, the world would go around a great deal faster than 

it does.” ― Lewis Carroll 

 

This section provides the theoretical foundation of the thesis. It includes theoretical 

perspectives and discussions, which will serve as a basis for the analysis of the empirical 

findings. The theoretical elaboration is put forward through the identification, management 

and valuation of intangible assets, knowledge creation and its management. 

 

The below presented framework (Figure 2.) will be the guiding model throughout the course of 

this thesis. The framework has been developed with regards to models and hypotheses 

presented below on knowledge creation, management and valuation in the organizational 

setting. The reason why the first stage starts on the top and goes on in clock-wise direction is 

to illustrate that we consider time as an important factor for the “knowledge-process” and the 

next stages of the model can only be achieved through time. Moreover, it is important to note 

that the rectangular boxes present the stages the organization steps into, while the circular 

elements represent the processes that are happening primarily on the individual level. 

 
Figure 2. Own Creation: The Model of the Thesis 
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2.1 Intangible Resources 
 

The relevance of assessing how knowledge is created, disseminated, retained and used in order 

to generate value has been an emerging topic in the globalizing world (Ondari-Okemwa, 2010). 

In our thesis, therefore, we acknowledge that knowledge is considered important throughout 

the value creation process, therefore we chose to focus only on that value stream out of the 

seven. According to a study (DTI, 2001) by the British department of trade and industry, the 

way an organization manages and utilizes knowledge is a considerable factor for success on the 

market. It is essential for an organization to not only develop its own knowledge, but also ensure 

that the most relevant knowledge is used effectively throughout the organization. Arthur (1996) 

argues that the most important characteristic of knowledge as an intangible asset is that 

companies can use the knowledge base they have now to leverage new knowledge, therefore 

accumulate it and increase competitive advantage. Following this argument, Bontis (1996) 

states that in the future, success will be less based on tangible resources such as financial or 

physical factors and more on the strategic management of knowledge. 

 

Even though Lev (2003) states that in 2000, Microsoft´s net tangible and financial assets were 

only about 10% of its market value, and 5% in the case of Cisco, Garanina (2009) finds that in 

fact, a cross-sectional study on Russian firms in five different industries (mechanical 

engineering, metallurgy, communication services, extractive industry and power engineering) 

yields no support to the claim. With an economic model approach, the author finds that tangible 

assets have significantly more impact on value creation that intangibles. It can be argued that 

the Russian market has different valuation approaches to intangible assets, therefore 

consideration of geographical location when it comes to asset valuation is advisory. 

 

2.2 Knowledge Within the Organizational Context 
 

Intangible resources have a quite unique characteristic: the stock of them can increase while 

being used (Diefenbach, 2006; Edvinsson, 2002). This is especially true for knowledge: 

knowledge can be generated by simply exchanging information through a conversation between 

two individuals (Nonaka & Takeuchi, 1995). When describing intangible assets, Stewart (1997) 

distinguishes among human capital, structural capital and customer capital. These are the assets 

related to the individuals within the organization, the processes and systems within the 
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organization and the relationships external to it. Greco, Cricelli, and Grimaldi (2013) categorize 

value-driving resources as “knowledge” if it deals with the combination of human tacit 

knowledge and organizational explicit knowledge (see Figure 3.), as earlier defined by Nonaka 

(1994). Tacit knowledge is furthermore divided into “know-how” and “corporate culture”, 

while explicit knowledge is broken down into the blocks of “intellectual property” and 

“process”.  

 
Figure 3. Value drivers (Greco et al., 2013) 

In order for knowledge to generate competitive advantage, Probst, Büchel and Raub (1998) 

define the 4 characteristics it has to fulfill: valuable, rare, imperfectly imitable and not 

substitutable. Knowledge is considered valuable if it is efficient, effective and results in some 

sort of economic added value. Rare knowledge is the unique combination of physical, 

organizational and human elements that is differentiating in nature. If the exact content of the 

knowledge cannot be easily acquired by competitors, then it is imperfectly imitable. The last 

requirement is fulfilled if knowledge is not replaceable by another resource of equal value.  
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In order to fulfil the purpose of the thesis, we will focus on competitive knowledge rooting in 

human capital. According to Leonard-Barton (1992) when it comes to dimensions within an 

organization that define core capabilities (Figure 4.), skills & knowledge is the most relevant 

one that combines firm-specific techniques with scientific understanding. This is the dimension 

that is mostly associated with the core capabilities of a firm and is most relevant to new product 

development. This dimension refers to the employees working for the organization and, 

therefore, consists of qualified and skillful employees. Senge (2006) and Probst et al. (1998) 

argue that an organization can only learn through learning individuals. Employees need to 

perform excellently in their profession as well as have technical skills and excel in “personal 

mastery”, which according to Senge (2006) goes beyond competence and skills. “It means 

approaching one’s life as a creative work, living life from a creative as opposed to reactive 

viewpoint” (Senge, 2006:131). 

 

 

The downside of the dimension is related to the issue of dominant and non-dominant disciplines 

e.g. departments within the organization. In an organization some areas become dominant as 

the resources are limited and some might be left in the shadow of the other areas. Due to this it 

might be difficult to attract talent to these non-dominant areas of the organization. As opposed 

to this, Senge (2006) states that organizations can only become learning organizations if they 

are considered as an interconnected system rather than a sum of individual, unrelated units. The 

dominance of units over others can increase the maybe already existing lack and imbalance of 

knowledge in the organization. Eventually, lack of certain skills and knowledge can harm new 

Figure 4. Core capabilities (Leonard-Barton, 1992) 
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projects and inhibit product development as they are difficult to change due to the fact that they 

are built over a longer period of time. 

 

As proposed by Figure 3., our model (Figure 2.) only focuses on knowledge as intangible asset 

for the entire process. We define the knowledge base of an organization as the set of intangible 

assets related to knowledge that a firm possesses and are underpinning the core competences 

of the firm (DTI, 2001). This constitutes the first stage, knowledge base of our model. Marr 

(2008) argues that managers can identify and map these resources by interviews and surveys 

across the corporation. As holding companies are characterized by very complex corporate 

structures, we argue that this is a very crucial step in order to successfully identify, manage and 

later, value intellectual property. 

 

2.3 Knowledge Creation 
 

Senge (2006) defines the learning organization a place, where individuals are committed to 

learn at all levels. Choo (1998) defines the learning organization where sense making, 

knowledge creating and decision making takes place with the help of interpreting, converting 

and processing information, which can also be called as the knowing cycle. 

 

Sense making of changes and developments in the external environment is crucial to develop 

an early insight of how the dynamic world will be shaped. This enables the firm to retain 

competitive advantage. The most crucial is to correctly filter and interpret information from the 

outside world (Choo, 1998). New knowledge is then created through strategic information use 

(Nonaka, 1994). This enables the firm to generate new capabilities. Lastly, organizations need 

to process the information to help them in decision making. In this thesis, we are mostly 

focusing on the knowledge creation process in order to see how well the companies in focus 

manage it. Senge (2006:270) states that “collaboration is the flip side of knowledge 

management”, which creates a knowledge network in which individuals can create value and 

find new sources of value. 

 

The earliest advancers in the topic of KM, Nonaka and Takeuchi (1995), differentiated between 

two types of knowledge – explicit and tacit – and created a model defining how the two 

assimilate in order to create more knowledge. Explicit knowledge is transmittable, systematic 
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and formal, e.g. annual reports or company presentation that are published and then available 

for everyone to read. Tacit knowledge is highly personal, hard to formalize and share, like social 

skills such as leadership or how to be a great salesperson. Explicit and tacit knowledge are 

complementary entities, interact with and interchange into each other. Nonaka and Takeuchi 

(1995) define the knowledge conversion cycle as the process of how human knowledge is 

created and expanded through social interaction between tacit knowledge and explicit 

knowledge. 
 

Nonaka and Takeuchi (1995) describe the so-called SECI- model (Figure 5.), where the four 

stages of knowledge creation are presented. The four stages are: socialization, externalization, 

combination and internalization, all of which are describing one scenario of knowledge 

creation.  

 
Figure 5. SECI-model (Nonaka & Takeuchi, 1995) 

Socialization is the conversion of tacit knowledge into other tacit knowledge. This can be 

sharing experiences and enhancing mutual trust, e.g. in informal meetings, bring people from 

different backgrounds or departments together. In the corporate setting, Apple Inc. (2017) 

emphasizes its focus on diversity and inclusion to increase their knowledge and innovation 

potential, encourage brainstorming, where employees are sharing experiences, observations and 

practicalities. This creates shared mental models and technical skills and builds a field of 

interaction. This practice is not only useful between the different departments, but also between 
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developers and customers and suppliers, giving valuable insights into needs and field for 

development, thus enhance better business relationships. Bratinau and Orzea (2010) asserts that 

only individuals with higher knowledge can transfer tacit knowledge to others and at the 

organizational level, this is what is called best practice. Furthermore, the authors criticize the 

model since many factors that slow down or inhibit knowledge transfer during socialization. 

 

Externalization is the process of converting tacit to explicit knowledge. This, according to 

Nonaka (1994), Nonaka and Takeuchi (1995) and Nonaka et al. (1996) happens through 

metaphors, analogies, concepts or models through dialogue or collective reflection. 

Externalization creates a network of new concepts and genuine new knowledge. Using 

metaphors is a way of perceiving or understanding one thing by imaging another thing 

symbolically. Contradictions between two thoughts in a metaphor are then harmonized by 

analog, which is carried out by rational thinking and focuses on structural/functional 

similarities. It reduces the unknown by highlighting the ‘commonness’ of two different things. 

However, discrepancies and gaps between images and expressions help promote reflection and 

interaction. Concept creation in new product development, an appropriate metaphor or analogy 

helps team members to articulate their hidden tacit knowledge, for example when a software 

engineer draws down his or her ideas to make them visible for everyone. Bratinau and Orzea 

(2010) claims that the efficiency of externalization can be fueled by motivation and education.  

 

During combination, explicit knowledge is integrated into new integral structures in order to 

make it more useable. Generally, documents, meetings, telephone conversations, or 

computerized communication networks are used to combine knowledge. Furthermore, the 

process entails the combination of the newly created knowledge and the existing knowledge 

from other sections. This can then be crystalized into a new product, service, or managerial 

system. Middle management plays a critical role in creating new concepts because they can do 

a lot of networking of the codified information and knowledge. Also at the top management 

level: mid-range concepts (such as product concepts) are combined with and integrated into 

grand concepts (such as a corporate vision). Criticism of the model by Bratinau and Orzea 

(2010) highlights the fact that it is not clearly states that information shall flow from a higher 

level of knowing. The authors exemplify the dissemination of news, that is already known to 

the audience, therefore knowledge transfer does not happen. 
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Internalization is an individual process, when explicit knowledge is turned into tacit 

knowledge. The process includes the internalization of oral stories or written knowledge and 

‘Learning by doing’. In this way, tacit knowledge becomes part of the organizational culture. 

Bratinau and Orzea (2010) argue that internalization can restructure old knowledge if needed. 

This process is the closing of the knowledge creation cycle and develops through social 

interaction.  

 

As tacit knowledge is accumulated at the individual level, social interaction with other 

organizational members is essential for it to spread. The concept of knowledge spiral describes 

that the interaction between tacit knowledge and explicit knowledge will become larger in scale 

as it moves up the ontological levels. Starting at the individual level and moving up through 

interaction, crosses sectional, departmental, divisional and organizational boundaries up to 

team then organizational level. In terms of business, when tacit and explicit knowledge interact 

an innovation emerges. The product created will then be reviewed for its coherence with mid-

range and grand concepts (or vision). What is required is another process at a higher level to 

maintain the whole integrity, which will lead to another cycle of knowledge creation in a larger 

context (ensure that there is no conflict with existing products). 

 

As opposed to the knowledge spiral, Argyris and Schön (1978) propose a different learning 

model: they present the process as a single-loop learning, double- loop learning and deutero-

loop learning with emphasis on cognitive and behavioral change. Hadmark and Nilsson (2008) 

criticize these models for their highly theoretical nature. Apart from others, the authors mention 

M&A as a highly practical knowledge-creating technique, which implies that existing 

knowledge is applied in new ways. Bratinau and Orzea (2010) emphasizes the fact that the 

SECI-model has been created to explain dynamics of innovation in Japanese firms, therefore 

there are discrepancies of interpretations of knowledge when compared to Western thinking. 

Furthermore, the flow of knowledge shall always be directed from the higher level of knowing 

to the lower. 

 

Relating to the theoretical model of this thesis (Figure 2.), we can argue that holding companies 

can generate new knowledge from the knowledge base with the help of socialization, 

externalization, combination and internalization (Nonaka & Takeuchi, 1995). Throughout the 

process, information from the external environment, new technologies and competition also 

contributes to successful value creation if managed correctly (Choo, 1998). As the process takes 
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place on both individual and the organizational level, we argue that there is a need to filter 

resources to put focus only on strategic resources, that helps holding companies enter the next 

stage of our model. 

 

2.4 Knowledge Management 
 

Many argue that the ownership of knowledge-intensive intangible assets is not enough for value 

creation. A competent management and strategy are prerequisites for the efficient use of such 

resources and the driver for generating competitive advantage (Ondari-Okemwa, 2010; Greco 

et al., 2013). Sima and Cruceru (2012) define the management of IC as a strategic activity that 

is at the “beginning of its lifetime” as managers are yet to be taught how to do it in a conscious 

manner. Information about IC is related to the development, sharing and application of 

organizational knowledge (Drucker, 1993). Mouritsen and Larsen (2005) argue that the 

attention dedicated to IC stops at a stage when it is measurable, while manage knowledge 

resources should be actively managed. 

 

Linking the possession of strategic resources to the process of organizational learning is the 

way to achieve competitive advantage (Probst et al., 1998). Through organizational learning 

the organization is regarded as a dynamic, integrated system that constantly changes. In other 

words, the organization is the product of social construction. Learning shows how developing 

organizational knowledge can account for major differences between organizations and their 

ability to advance. The key is to keep the balance between survival and advancement. The 

authors identify three concepts that can explain the process of organizational learning. 

Transformation refers to the structure of knowledge; distribution indicates how concentrated 

the knowledge is and integration refers to the combination of existing and new knowledge.  

 

Mouritsen & Larsen (2005) distinguishes first and second waves of KM, arguing that there are 

different ways of using IC for organizational knowledge development. While the first wave is 

focusing on individual performance, the second wave of KM is concerned with knowledge as 

a bundle of all skills and talents (Prahalad & Hamel, 1990). It is concerned with IC information 

as a means to develop knowledge resources in an organizational context (Mouritsen & Larsen, 

2005). In order to achieve this, there should be a clear focus within the organization on 

development of resources and identification of critical factors for success. This is the stage in 
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the organizational cycle where managers design the “constellation” of knowledge resources, 

including attention to possible ways in which different knowledge resources can substitute each 

other.  

 

Rumelt (2011) argues that identifying the critical aspects within an organization leads to better 

mapping of contextual competitive advantage. The author points out that a strategy for progress 

is required on at least one of four different “fronts”: deepening advantages; broadening the 

extent of advantages; creating higher demand for advantaged products or services, and 

strengthening the isolating mechanisms that block easy replication and imitation by 

competitors. 

 

As the 2nd wave of KM is shifting knowledge creation from the individual to the organizational 

level, taking away the human resource factor, what companies are left with at the 3rd stage of 

our theoretical model (Figure 2.) is a network of knowledge resources. Here, the statement by 

Sima and Cruceru (2012) regarding the sub consciousness of KM processes can be evaluated. 

The knowledge resource that managers of holding companies should actively manage shall be 

of strategic importance regarding the fact that the more complex the portfolio of the holding 

company is the more resources it has. Therefore, a strong filter shall be used in order to detect 

key performance indicators and focus on integrating only relevant knowledge (Probst, 1998). 

Once this information is processed and the knowing cycle presented by Nonaka (1994) and 

Choo (1998) is closed, holding company managers can now only focus on knowledge that has 

a strategic importance in generating competitive advantage.  

 

2.5 Integrated Reporting 
 

Even though intangible assets may have been around since thousands of years, it has been 

always difficult, if not impossible to measure their value (Ondari-Okemwa, 2010; Edvinsson, 

2002). Corporations, governments and researchers in the field of finance and accounting have 

been investigating the phenomenon since the past 3 decades in sought for developing a dynamic 

model (InCaS,2007; Niculita et al., 2012). As intangible assets are invisible and not easily 

measurable by traditional matrices, it is key for corporations to get to know and master in their 

most important operations (Bontis et al., 1999; Edvinsson, 2002). It is also a challenge for 

managers to always keep in mind what the most important intangible assets are to the company 
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so that they will not be disregarded when making strategic decisions on further improving the 

efficiency of key success contributing factors (Hauser & Katz, 1998). Apart from valuation, 

another perspective of having a unified measurement system is to understand the absolute effect 

of intangible assets on firm performance (Murty & Mouritsen, 2008). 

 

In contrast to most, Marr (2008) and Garanina (2009) argue that this limitation is just a 

misconception and there exist several tools through which IC can be measured and compared 

across organizations. This has led to the creation of several theoretical and practical approaches 

in finding a way to find a standard of measurements (Ondari-Okemwa, 2010). Bontis et al. 

(1999) argue that even though there is a set of measurement systems that can be used to evaluate 

and manage intangible resources, they either overuse assumptions (e.g. human resource 

accounting), lack specific measures (e.g. economic value added), are too rigid (e.g. balanced 

scorecard) or too limited (e.g. IC). According to IVS (International Valuation Standards) the 

most commonly used tools to evaluate intangible assets are the market comparison approach, 

income approach and cost approach (Sima & Cruceru, 2012; Garanina, 2009; Gheorghe, 2015). 

 

According to Blair and Wallman (2001) underestimation of the value of intangible assets 

accounts for the understatement of gross domestic product (GDP), therefore overstating the cost 

of production. On an aggregate level, this potentially leads to inappropriate or inefficient 

economic policies, highlighting the importance of accurate intangible asset valuation. 

 

In sought for an alternative solution, Scandinavian firms and governments started to experiment 

on voluntary IC reporting and have produces such statements since the 1990s (Mouritsen et al., 

2005; InCaS, 2007; Ondari-Okemwa, 2010). The result of such initiatives aiming to understand 

the value and effect of IC on the effectiveness of business processes has led to the creation of 

the Skandia Navigator and the Danish guidelines (InCaS, 2007; Mouritsen et al., 2005).  

 

As the value of intangible resources, especially knowledge and know-how is important across 

disciplines (e.g. change management, finance & accounting and human resources point of 

view), it is crucial to have a visual output that is understandable from both sides (Greco et al., 

2013). Integrated reports are not only useful for communicating the value of knowledge 

resources, but also serve as a management aid that can be used internally (Mouritsen et al., 

2005). The Danish guidelines serve as a model for IC statements. It is using the so-called 

‘analysis model’, which is a 4X3 matrix, that includes the most important dimensions of IC a 
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firm shall report on: human resources (employees), business relationships (customers and 

suppliers), infrastructure (processes) and technologies (Mouritsen et al., 2005; InCaS, 2007; 

Mouritsen & Larsen, 2005; MSTI, 2003). The other set of domains are the evaluation criteria: 

effects, activities and resources (see detailed description in Appendix 2). Ambiguities can occur 

if the model is not completed by correct figures related to the key activities. 

 

Referring to the theoretical model (Figure 2.) of this thesis, we argue that the 5th step, which 

allows holding companies to numerically present the value of their IC, is crucial when it comes 

to M&A (Blain & Wallman, 2001). As parent companies buy and sell shares of subsidiaries as 

a part of their daily operations, integrated reporting is a unified way to make intangible assets 

as comparable to other companies’ as possible. Managers of holding companies can leave the 

5th step of the model and enter into the stage of decision-making, which is serving as a bridge 

between the starting and ending points of the process, representing that managerial decisions 

shape the knowledge base of an organization (Mouritsen et al., 2005). Hence, once the strategic 

decision is made, managers are facing a new knowledge base, therefore the process can 

continue. As mentioned before, integrated reporting has dual functionality: it helps managers 

in decision-making when handled internally and it serves as a tool for value communication to 

the external world (InCaS, 2007). Therefore, we argue that this is the breaking point, where 

managers can make the best strategic decisions regarding M&A. 
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3 Methodology & Method 
 

“Alice: Would you tell me, please, which way I ought to go from here? 

The Cheshire Cat: That depends a good deal on where you want to get to. 

Alice: I don't much care where. 

The Cheshire Cat: Then it doesn't much matter which way you go.” 

― Lewis Carroll 

 

 This chapter is focused on our research philosophy and methodological approach. 

Furthermore, we describe methods used when defining, collecting and analyzing data. We 

argue why the chosen method is suitable given our research purpose and we end with a section 

on possible biases and ethical considerations.  

 

 

 

3.1 Methodology  
Research means the search for knowledge. Research methodology is defined as the process of 

how the whole study is conducted. Silverman (2013) claims the essence of methodology lies in 

how the researchers conduct the research that is custom-made to the research paradigm. The 

research paradigm is defined as how the researchers see and think and study reality. By making 

a detailed description of methodology, researchers are able to successfully convey their aim 

and vision to the reader.  

 

3.1.1 Research Philosophy  

 

According to authors research philosophy is an over-arching term regarding the development 

of knowledge (Easterby-Smith et al. (2015; Seale, 1999). It is based on assumptions done by 

the researcher of the reality and existing theory. Furthermore, it serves as the base for research 

strategy and deals with the function of drawing new connections to existing theory and also 

new dimensions. Important part of it is regarding collection of data and methodology. 

 

The first step of conducting a study is to choose a way of reasoning. Fundamentally, we can 

differentiate between two types of research: qualitative and quantitative (O´Leary, 2004). Based 
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on the fact that we wish to focus more on theoretical implications and have low data-intensity 

in this thesis, we chose to conduct a qualitative research. Gibbons, Limoges, Nowotny, 

Schwartman, Scott and Trow (1994) define this approach as Mode 1 research: it concentrates 

on the production of knowledge with academics working from the perspective on their own 

discipline and focusing on theoretical questions and problems. Therefore, the philosophical 

foundation of this research is based on interpretivist point of view (Saunders, Lewis & 

Thornhill, 2007). The main aim for interpretivist view is to comprehend to the chosen subject 

of research. Interpretivist differs from positivism, as the goal of a positivist research is to look 

for universal explanations that mostly are designed from quantitative research with numeric 

data and different hypothesis. This helps understanding those individuals’ different perceptions 

who are involved in social and organizational processes (Anderson, 2004). 

 

When it comes to the epistemology of this thesis, we take a social constructionist standpoint. 

We see the world as a construction and human actions as major part for our research that needs 

to be understood (Guba & Lincoln, 1994). This goes in alliance with the interpretivist research 

philosophy, hence it is built on the assertion that no “context-free” theory exists, as humans 

themselves are part of how they define reality (Jacobsen, 2002; Seale, 1999). We aim to provide 

theoretically abstract conclusions that are highly generalizable within the limitations of the 

research in order to derive practical implications (Easterby-Smith et al., 2015). Therefore, we 

argue that interpretivist research could reflect the aim of our research in the most appropriate 

way, which is to understand the research gap in depth and contribute to filling it with theory. 

 

According to the constructionist paradigm, the nature of knowledge is relative, as it is based on 

a consensus among individuals’ beliefs (Guba & Lincoln, 1994). Based on this relativist 

ontology, we use qualitative research for its explanatory nature, compared to quantitative 

research that has numerical measurements. Within the framework of this thesis that focuses on 

human actions when it comes to strategic decision making, we argue that a qualitative research 

has more advantages over quantitative research (Patton, 1999). We do not have a research 

hypothesis but research questions that we wish to answer in a textual manner rather than using 

numeric argumentation. One of the advantages is that qualitative research has a low degree of 

abstraction which most likely leads to certain proximity, which often in quantitative research 

can be lost. Furthermore, we argue that qualitative approach is more accurate when exploring 

an unknown subject, hence it’s not requiring a construction of a preliminary hypothesis for the 

research (Suddaby, 2006).   
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As interpretivist research is looking to find evidence through dialectical data, qualitative 

methodology is the most suitable (Guba & Lincoln, 1994). Furthermore, when it comes to HR 

research, qualitative data is the most suitable to collect accurate evidence on individuals’ 

thoughts and their own definitions (Anderson, 2004). The main advantage of qualitative 

compared to the quantitative research is the ability to comprehend the interview respondent’s 

different answers (Anderson 2004). In our case, this helps to understand how the evaluation 

and work with intangible assets can differ and also the similarities even with a low number of 

participants (Suddaby, 2006). Qualitative study also allows researcher to discover often-

subconscious thoughts that are generated with close interaction with the respondents. Finally, 

Andersson (2004) argue that a qualitative study also provides a more holistic view, which is an 

essential aim for this thesis.  

 

3.1.2 Research approach 

 

Different approaches can be chosen for a researcher when it comes to the relationship between 

the secondary and primary data. The different approaches are mainly; (1) deduction (2) 

induction (3) abduction (Jacobsen, 2002; Console, Dupre & Torasso, 1991). 

 

Deduction is defined by Jacobsen (2002) as a process, where the starting point for the research 

is based on the already existing theory. Furthermore, deduction defines that the relationship 

between existing theory and the empirical data are tested from formulated hypotheses where 

the collected secondary data from the existing data are tested against the empirical data. The 

deductive approach entails a certain risk when it comes to the direct impact the secondary data 

can have on the researcher, as it can shape or limit new perspectives of the subject of research 

(Jacobsen, 2002). The inductive approach works in the opposite direction, where the starting 

point of the process is the researcher’s empirical findings not the collected secondary data. The 

empirical data are then tested on the existing theory. Just as deduction, inductive approach has 

some risks. Most notable of them is that if the study is to be repeated, the outcomes would most 

certainly differ (Easterby-Smith et al., 2015; Patton, 1999). Abduction is a combination of the 

two approaches: deduction and induction. It is primarily based on the induction approach by 

formulating a hypothetical statement that is tested first through existing theory and then against 

the empirical data just as the deductive approach works in the relationship between secondary 

and primary data (Jacobsen, 2002).  
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We argue that there is no satisfying amount of research within our specific chosen topics for 

this thesis that can provide enough data for inductive or deductive approach. Therefore, we 

chose the abductive approach that will result in a fairly limited research within our research 

topic. It is difficult for us to generalize theory that can explain the different empirical findings 

in a correct way, on the other hand Easterby-Smith et al (2015) argue that a single-case study 

can be powerful if conducted with quality data. Furthermore, since this study has a limited of 

respondents the thesis will not be able to provide enough primary data of observations in order 

to generate a generalizable theory (Rothchild, 2006). The abductive approach aims to find the 

most likely explanation, which we argue is the most suitable approach for this thesis. Lastly, 

since semi-structured interviews will be used, the abduction is the most appropriate according 

to researchers in methodology (Rothchild, 2006; Alvesson & Sköldberg, 2008; Console et al., 

1991). The abduction approach provides a more in depth analysis of our research topic by the 

combination of theory and empirical data.  

 

3.1.3 Research Design 

 

Primarily, there are three different ways to design a research, namely (1) descriptive, (2) casual, 

(3) exploratory (Bryman & Bell, 2011; Creswell, Plano, Gutmann & Hanson, 2003). 

Descriptive research, as derived from its name, is about describing and measuring certain 

variables that are identified within the chosen research topic (Jacobsen, 2002).  Most 

importantly, the descriptive research is working from a systematic structure where hypotheses 

are being formulated and tested later on. However, researchers argue that the descriptive design 

is not the most suitable when it comes to exploring certain relationships between variables. In 

case of identifying correlation between two values or phenomena the casual design is most 

suitable (Gravetter & Forzano, 2012). Alvesson & Sköldberg (2008) argue that the exploratory 

design is different from the other two designs by its flexibility and its qualitative measurement 

tools. Just as mentioned in the section of research approach, there is a limited amount studies 

within the research topic, primarily in Sweden. Therefore, a hypothesis cannot be formulated 

and tested solely based on previous literature. This excludes both the descriptive and casual 

design, leaving us with the exploratory design as the most suitable approach for this thesis. 

Particularly, since this thesis aims to explore certain behaviors and work actions when it comes 

to working with intangible assets in Swedish Holding companies. Thus, we argue that this 

exploratory design will be the most suitable design in order to achieve a deeper insight to our 

chosen research topic and to fulfill the research purpose.  
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3.2 Method 
 

The method section focuses on to explaining how the collected data, in-depth interviews and 

furthermore the analysis were managed. Kruuse and Torhell (1998) describe research method 

as a way to systematically collect and analyze data.  

 

3.2.1 Data Collection  

 

Primary Data 

Anderson (2004) defines primary data as the data collected by the researcher for the purpose of 

the research topic. Opposite to the secondary data, primary data lets the researcher collect the 

information that is directly addressed for the specific purpose for the study (Saunders et al., 

2007).  Furthermore, primary data can be considered as more reliable than secondary data, as it 

is not based on previous researchers’ certain purpose and identified research gap. When it 

comes to collecting primary data there are several possibilities. Primarily used is through 

interviews and observations (Hox & Boeije, 2005). For this thesis qualitative semi-structured 

interviews are used with key decision makers within the two holding companies in scope in 

order to investigate their work with intangible assets within their business structure.  Yin (2013) 

points out that the most appropriate data collection method when it comes to explaining certain 

human actions and behaviors are interviews. As this thesis aims to identify certain behaviors, 

ideas and actions, we chose to use the semi-structured interviews instead of observations and 

interpretations of company documents. Collection of primary data can be time consuming and 

expensive (Bryman & Bell, 2011; Silverman, 2000). Therefore, there will be only a small 

number of holding companies that we approach with one interview within each. This saves time 

and provides us the possibility to go more in depth in a small number of cases rather than 

focusing on more companies and access a broader view of the topic. Morrow (2005) states that 

when it comes to quality in qualitative research, the number of interviews has little to do with 

data adequacy. We argue that this will give the study more quality and most importantly a more 

in – depth semi-structured interview is more suitable for this study purpose. However, when 

collecting primary data, researchers faces certain challenges when it comes to obtain adequate 

quality and truth in the primary data, in the next section the trustworthiness for the qualitative 

research will be presented.  
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Secondary Data 

Secondary data is defined as already published existing academic literature (Anderson, 2004). 

Unlike primary data, secondary data are not produced for the specific research, which is the 

major disadvantage of it (Hox & Boeije, 2005). It can have other purposes as well. Secondary 

data can be collected in order to reach a certain understanding of a phenomenon that does not 

have a direct link to the study. It is essential for a researcher in order to create a theoretical 

framework in order to achieve a better understanding of the research topic (Silverman, 1993). 

For this thesis the existing theory has been used in order to establish a framework for the 

research topic and to interpret the findings in the primary data. Hox & Boeije (2005) points out 

that collection of primary data is time consuming and expensive, which is another reason to use 

secondary data. Although it is easy to access and is economical, there is a strong need for 

criticism regarding reliability. Therefore, we must use an adequate amount of secondary data 

from various resources that support the thesis in order to achieve the trust and reliability. For 

this thesis, secondary data was used and presented in the theoretical framework section.  

 

3.2.2 Trustworthiness 

 

Researchers argue that a study must be open to critique and evaluation, no matter if the nature 

of the study is qualitative or quantitative. In qualitative research the quality is most commonly 

measured through reliability and validity (Silverman, 2000). Reliability is the degree to which 

the empirical findings in the study can be repeated yet still would lead to the same outcome, 

when the same method and measurement techniques are used (Malholtra & Birks, 2007). 

Validity is a criterion to assess to what extent the addressed research questions combined with 

the chosen method actually measures what it titles to. The earliest developer of such quality 

criteria combining validity and reliability, Guba (1981), describes the so-called naturalistic 

terms a trustworthy research has to fulfill: credibility, transferability, dependability and 

confirmability.  

 

Credibility refers to how the presented collected data represents reality and can also be named 

“internal-validity” (Patton, 1999). When it comes to ensuring the credibility the following 

actions were made for this thesis. Firstly, the secondary data as of the previous academic 

literature that was used for the theoretical framework was utilized to develop an interview guide 

for semi-structured interviews. Secondly, secondary data and primary data was systematically 

analyzed. Thirdly, the technique of equivalence was used, meaning that the interview questions 
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are using alternative wording with the same meaning in order to achieve that the respondents 

are accurate and honest (Patton, 1999). Fourthly, peer scrutiny was used during the whole 

process of the thesis writing. Which means that we have had four seminars with colleagues and 

supervisor to receive feedback. The seminar sessions are highly interactive and provides us as 

constructive feedback on approaches and methods used (Long & Johnson, 2000). Lastly, we 

asked each of the interview respondents to read through the transcribed material and validate 

their statements which ensured the credibility of the collected primary data (Silverman, 2000; 

Seale, 1999). 

 

Transferability is the second criteria to ensure trust in qualitative research and can also be 

named as the “external validity” (Patton, 1990). When it comes to transferability it can to some 

extent be difficult, hence it represents the external face of the study and in other words its 

possibility to be generalized. In case of a qualitative research this is one of the disadvantages 

because the study cannot be generalized to different contexts. However, for this study we claim 

to create transferability through certain actions; deep, thorough description of the methodology 

and method when it comes to how the study was performed (Long & Johnson, 2000). 

 

The third criteria, dependability, focuses on the regularity of the study’s results. To some extent 

its similar to reliability because the goal is to be able to repeat the study and still get the same 

outcomes. Furthermore, this is something that is more difficult for a qualitative research 

compared to a quantitative research. However, the accurate and detailed description of the 

research design, data collection process and how the transcribed material was validated 

increases the study’s dependability (Patton, 1990). 

 

The final criteria, confirmability, is by definition a criteria regarding how to make the study 

trustworthy. Several researchers argue that this is one of the most important criteria in 

qualitative studies as the researcher’s interest, motivation and personal interaction with 

respondents can cause bias (Long & Johnson. 2000; Guba, 1981). In order to prevent the 

potential of biases and make the study as confirmed as possible; effort and a thorough analysis 

in the chosen method part of the study’s strength and weaknesses is given (Long & Johnson, 

2000).   
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3.2.3 Grounded Theory 

 

According to Easterby-Smith et al. (2015) grounded theory is a building theory about a process 

that is already known in empirical data. Throughout the process, all data is compared to gain a 

general overview. Grounded theory is best used to describe phenomena in social sciences that 

has no explanation (Suddaby, 2006). Researchers must do the analysis in parallel to data 

gathering and repeat the process of comparison until no new themes emerge, therefore entering 

a so-called hermeneutic circle (Figure 6.), where they oscillate between theory, practice and 

data to derive knowledge (Jacobsen, 2002). Here, we did a deep investigation on what our 

interviewees described about their actions, what they are actually doing based on theory. It 

helps us to understand the gaps between theory and reality as well as intentions and actions.  

 

Grounded theory compares interviews, observations and develops theory about a process or 

context. It is an open and inductive approach to analysis where there are no priori definitional 

codes but where the structure is derived from the data and the constructs and categories derived 

emerge from the respondents (Glaser & Strauss, 2009). Grounded analysis is the linking of key 

variables (theoretical codes) into a more holistic theory that makes a contribution to knowledge 

in a particular field or domain. According to Suddaby (2006:636), the essence of grounded 

theory is to “elicit fresh understandings about patterned relationships between social actors 

and how these relationships and interactions actively construct reality”. 

 

 
Figure 6. The Hermeneutic circle (Jacobsen, 2002) 
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3.2.4 In- depth Interviews 

 

Just as described earlier, qualitative in-depth semi structured interviews were selected in order 

to gather empirical data for this study and eventually, fulfill the research purpose. Malhotra & 

Birks (2007) point out that the benefit with in-depth interviews is that it brings the researcher a 

personal and direct connection to the respondents where only one person at the time is 

interviewed. It also allows high quality data collection in a personal atmosphere with a small 

sample of respondents (Brannick & Roche, 1997). In HR research it is a common form of data 

collection (Anderson, 2004), therefore highly suitable for our research topic, that is mostly 

covering financial and human resource management topics. In order to answer the research 

questions, it is necessary to approach the respondents in-depth to reach the experiences and 

certain actions from the respondents that can only be collected by close interaction. The in-

depth interviews for this study are conducted with a semi structured interview guide and 

followed by an encoded question guide (see Appendix 4 and 3.2.8). Easterby-Smith et al. (2015) 

argue that less structured interviews give a higher level of confidentiality and enables the 

interviewer to develop secondary questions, leading to the possibility of exploring key topics 

more in depth. 

 

The interview questions followed a laddering up theory in order to create a more general picture 

of the respondent and its interpretation of the research topic (Reynolds & Gutman, 1988). After 

the more general questions the interview was followed by more specific questions to get more 

insightful answers. The interview was also ended with a question that allowed the respondent 

to reflect on the topic from their own perspectives and add more thoughts and interpretations. 

This allowed us to receive useful insights that could compare the respondents work role and 

industry (Reynolds & Gutman, 1988; Runkel & McGrath, 1972).  The interview questions have 

been constructed based on the theoretical framework in order to ask the correct and related 

questions to the research purpose and its RQs. The questions have been framed without 

theoretical concepts and strong emphasis has been put to avoid non-scholarly talk and jargons. 

Tracy (2012) argue that the importance to avoid jargon and scholarly talk is helping the 

respondents understand the questions. 
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3.2.5 Conditions for Data Collection 

 

The goal of this thesis was to collect empirical data via face to face interviews with key 

stakeholders in Swedish holding companies. Starting from a broader perspective, we argue that 

the population for our sampling is very small (selection conditions described in 3.2.7), therefore 

finding a means to reach out for potential respondents was very difficult. After successfully 

contacting a couple of dozen companies, we have experienced difficulties in getting a response 

from them in general, not to mention to get respondents to provide us with face to face 

interviews. We argue that this is due to the sensitive topic that we are exploring and the fact 

that we could not target the CEO or CFO of companies right away, but use informational email 

addresses or phone numbers provided on company websites, or getting in touch with people via 

LinkedIn that is not used on a daily basis by users. Furthermore, we faced challenges when it 

comes to geographical location and mobility, as we are based in different countries. The 

problem related to the interviews is that the original plan was that half of interviews are done 

face to face by one of us in Sweden, and the rest in Hungary via Skype and phone by the other. 

This was agreed with the tutor in order to achieve the level of fairness when it comes to 

empirical data collection. Due to the previously mentioned issues, combined with economic 

considerations, work related problems and mainly the issue of possibility to access respondents, 

we could not comply with the setup. 

 

After exploiting our extended personal networks as a chance to find the right respondents, we 

had difficulties in scheduling face-to-face interviews. Primarily, this was due to the fact that the 

respondents in their higher work positions have been out of the country due to dynamic work 

and has therefore preferred to do the interview on phone or Skype. When it comes to this thesis’ 

unexplored and sensitive topic, we strongly valued the possibility to get any chance for semi-

structured interviews, regardless the lack of possibility to conduct them face to face. The result 

of it was that the ratio of participation on the interviews among the two of us has been 

unbalanced. One of us with an extensive network of holding company representatives took the 

advantage to approach respondents for the research topic in person and do majority of the data 

collection. In conclusion, the need for personal network to approach respondents proved to be 

essential in reaching out for respondents and successfully involve them in the study. 

 

The performed interviews were as followed: one author conducted one face to face interview 

and one on Skype; the other author did eight interviews: three face to face, the rest on phone. 
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There is no universal rule regarding the sample size of interviews, however many argue that 

when further data collection does not give further insights the point of saturation is reached 

(Dworkin, 2012; Reynolds & Gutman, 1988; Dalenius & Gurney, 1951). We claim to have 

reached the point of saturation with 10 interviews, otherwise the number of interviews would 

have been adjusted.  

 

The face to face interviews was conducted in the respondents’ personal environment, which has 

been their work place and own choice of conference room/office. Authors argue that this 

enhances a more open and relaxed situation were the respondent feels comfortable (Chirban, 

1996; Easterby-Smith et al., 2015). Furthermore, before the interviews took place, all the 

respondents were offered the possibility to stay anonymous, providing a more opened and keen 

environment for discussions (Reynolds & Gutman, 1988).  

 

The interviews took between 18 minutes and 30 minutes - on average 24 minutes. Before the 

interviews were conducted all respondents received a general description with definition of the 

research purpose. Apart from this, more in depth description of the research topic was required 

in order for them to decide if they had any valuable insights to provide. During face to face 

interviews the interviewer was observant towards the respondent in order to receive and 

accurately review the desired in-depth answers. The respondents were given the chance to 

clarify and ask questions that came up in their mind. Authors argue that an interviewer needs 

to be aware of their own participation and impact on the respondent (Chirban, 1996; Reynolds 

& Gutman, 1988). Therefore, the interviewer observed body language and were self-aware and 

tried to impact as little as possible on the respondent. Eight of the interviews were recorded and 

transcribed. The transcripts have been sent to the respondents for verification. Authors argue 

that transcribing is time consuming, but it helps when it comes to coding the primary data and 

it makes the research transparent and efficient (Hox & Boeije, 2005; Patton, 1999). The other 

two interviews were not recorded upon respondents’ request, for these interviews only simple 

notes were taken. Tracy (2012) emphasizes the importance of respect towards each 

respondent’s will, thus the researcher needs to be flexible when it comes to changes in the data 

collection (such as the two respondents not willing to be recorded).  

 

The empirical collection of the in-depth semi structured interviews was not an easy process for 

this thesis, but we as authors are critical and are valuing the strength and weakness of the 

occurred situation. Firstly, weakness that has emerged from the situation is mix of data 
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collection methods. Interviews has been done in different ways, eight interviews have been 

done in Swedish and two in English. The choice of this approach is to comply with respondent 

preferences. Moreover, we felt that we could obtain more valuable data if they can answer and 

express themselves in their first language. However, this lead to difficulties to transcribe equal 

amount of interviews, as only one of us speaks Swedish. Considering the unexplored and 

sensitive nature of the topic, we decided to choose the option that could give us most valuable 

data. Further weakness is related to the phone interviews; lack of observation when it comes to 

body language and personal reflections, which could have been useful when it comes to 

analyzing and comparing the respondents replies to the questions (Novick, 2017). Secondly, the 

strengths, is primarily related to the possibility to approach a sensitive research topic. Due to 

our flexibility to solve the situation and approach the respondents has led to the possibility to 

collect data for an identified research gap, that without the personal networks would have been 

difficult to execute.  

 

3.2.6 Selection of the companies  

 

Companies were selected based on already existing networks. We intended to study across 

sectors and levels of complexity when it comes to structure in order to get a slightly broader 

overview on business practices. As the question of size and turnover was not answered after the 

first two interviews, we collected data from Amadeus (2017) to further describe the interviewed 

companies. Company number will interview and respondent number, presented in section 3.2.7. 

In Table 1. we summarize the basic descriptive data on the companies that we investigated 

throughout the study. 
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Table 1. Company Description 

Company Sector Ownership Structure Number of employees 

(in persons) 

Total Assets (in 

thousand Euros) 

Geography 

1 Real Estate No mother, 5 level daughter 134 91 Local 

2 Real Estate No mother, 3 level daughter 1 81 Local 

3 Health 4 level mother, 3 level daughter 9154 418 Local 

4 Packaging 

(services) 

3 level mother, 2 level daughter 1239 461 Global 

5 Packaging (goods) 2 level mother, 3 level daughter 

of corresponding AB 

2363 415 Global 

6 Metal 2 level mother, 2 level daughter 1878 1588 European 

7 Storaging No mother, 3 level daughter 220 35 Global 

8 Health 1 level mother, 3 level daughter 7892 567 Global 

9 Health 3 level mother, 2 level daughter 6234 254 Local 

10 Entrance Systems 3 level mother, 1 level daughter 45994 9378 Global 

 

Determination of ownership structure has been done as show in Figure 7. Here, we represent 

company 10, with 3 level mother and 1 level of daughter companies based on the information 

we got from Amadeus (2017). 

 

 
Figure 7. Ownership Representation (Amadeus, 2017) 

 

3.2.7 Selection of Participants  

 

The method we used for selecting the respondents is called purposive sampling (Anderson, 

2004). This sampling method is not using any probability mechanism, in other words, the 

sampling and selection of participants is a non-probability sampling method (Malhotra & Birks, 

2007; Anderson, 2004). This means that participants are chosen by the researchers based on a 

number of pre-set characteristics. For the purpose of this study the characteristics were: key 
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decision makers within their business, that can provide useful information for the research 

purpose and the RQs. Due to the chosen method and the research purpose, random sampling is 

not a method that would be suitable (Tongco, 2007). On the other hand, we could call it ad-hoc 

sampling as well, as respondents were chosen on the basis of availability (Penrod, Preston, Cain 

& Starks, 2003)  

 

The participants for this thesis were key decision makers that are enrolled in the decision 

making process of M&A (see Table 2. for detailed descriptions). Furthermore, the respondents 

are working within the holding companies presented earlier (see chapter 3.2.5). The work 

positons that the participants had was; CEO, CFO, owner/shareholder, group accounting 

manager, financial controller, manager for corporate development and lastly head of corporate 

HR. All of the respondents are working with M&A, where they sell or acquire subsidiaries 

ongoing. The amount of male interviewees has been dominating, as for this thesis only one 

female has been interviewed. This has not been the initial intention, our goal was from the start 

to have equal amount of females and males in order to achieve equality in gender split. Later in 

the process we understood the difficulties to receive data within the research topic, so the issue 

to choose participants determined by gender was not an option. In total approximately seventy 

emails were sent out to potential respondents, in total 3% of them replied and could assist with 

interview. The main amount of participants has been throughout one of the researcher’s 

personal network. 
Table 2. List of Participants 

Interview/ 

Respondent 

Date Time Participant Working position Interview type 

1/ Respondent 1 17.04.2017 24 minutes Male CEO/Owner Face to Face 

2/ Respondent 2 19.04.2017 18 minutes Male CEO/Owner Face to Face 

3/ Respondent 3 21.04.2017 25 minutes Male CFO Face to Face 

4/ Respondent 4 26.04.2017 23 minutes Female Group accounting 

manager 

Phone 

5/ Respondent 5 19.04.2017 25 minutes Male Head of Corporate HR Face to Face 

6/ Respondent 6 3.05.2017 32 minutes Male Group accounting 

manager 

Phone 

7/ Respondent 7 3.05.2017 27 minutes Male CFO Skype 

8/ Respondent 8 4.05.2017 18 minutes Male Head of corporate 

development 

Phone 

9/ Respondent 9 5.05.2017 24 minutes Male Head of corporate 

development 

Phone 

10/ Respondent 10 7.05.2017 24 minutes Male Group controller & 

Financial controller 

Phone 
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3.2.8 Interview Guide 

 

Constructing the interview guide is the process of transforming theoretical secondary data into 

research tools in order to be able to examine our research topic and answer the RQs (Anderson, 

2004). Transforming secondary data to measurement tools serves as the foundation of how the 

interview questions are designed when it comes to qualitative approach (Patton, 1990). The 

goal of designing an interview guide is to facilitate the primary data collection process. Table 

3. illustrates of the interview guide questions. Furthermore, the interview guide also shows from 

which theory and source the question is taken from. 

 
Table 3. Interview Questions 

Theme Purpose Link to Model Question Example of 
Reference 

Positioning To "warm up" for 
more complex 
interview questions 
and to analyze the 
position and 
expertise of the 
interviewee, 
therefore having a 
clearer picture on 
the positioning on 
the answers. 

Knowledge base, 
Knowledge 
Creation, New 
Knowledge 

What is your current 
position at the company? 

Saunders et 

al., 2007; 

Silverman, 

1993 

Knowledge base, 
Knowledge 
Creation, New 
Knowledge 

What does intangible asset 
mean to you? 

Bontis, 1996  

Probst et al., 

1998 

Knowledge 
Creation, New 
Knowledge 

How long have you been 
working with intangibles in 
the company? 

Leonard-

Barton, 1992 

Knowledge Base  Have you had previous 
experience working with 
intangible resources, 
especially knowledge? 
 
 

Greco et al., 

2013 

Knowledge 
Management 

To analyze how 
managers, deal 
with a new 
knowledge setup, 
we believe it is 
important to gain 
insight on their 
existing strategies. 
Furthermore, as 

Processing 
Information 

Are there existing formal or 
informal processes to 
effectively manage 
knowledge in the holding 
company? Could you 
briefly describe them? 

InCaS, 2007 

(organizatio

nal domain)  

Davenport 

& Prusak, 

1998 
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dynamic and 
flexible as holdings 
are, we need to 
assess whether KM 
is dynamic too. In 
this way, we can 
examine whether 
the corporate 
features match the 
corporate structure. 

Processing 
Information 

How has the process of KM 
have been evolving since 
the past few years? 

Sima & 

Cruceru, 

2012 

Filtering 
Information, 
Strategic 
Resources 

Do you have any specific 
strategy to retain talent and 
know-how in the new 
setup? 

InCaS, 2007 

(individual 

domain) 

Filtering 
Information, 
Strategic 
Resources 

How well do you think 
your employees are 
educated on the vision and 
the strategic resources of 
the holding company? 
Could you give an example 
of how it's done? 

Marr, 2008 

Knowledge 
Valuation 

To get a clear 
picture on 
knowledge as a 
source of 
competitiveness, 
we need to assess 
the importance of it 
in the holding as 
well as the 
practices related to 
organizing, 
maintaining and 
transferring it. 

Competitive 
Advantage, 
Valuation 

When looking for new 
potential acquisitions, how 
important are the intangible 
assets embedded in 
employees the subsidiary 
holds? 

Edvinsson, 

2002 

Valuation, 
Integrated 
Reporting 

Have you ever seen/used a 
valuation report on 
intellectual capital to better 
assess the value of 
intangibles in your 
subsidiaries/ potential 
subsidiaries? 

Niculita et 

al., 2012 

Competitive 
Advantage, 
Integrated 
Reporting 

If yes, how well do you 
think that reflected reality? 

Niculita et 

al., 2012 

Competitive 
Advantage, 
Integrated 
Reporting 

If no, how do you assess 
the value of knowledge 
embedded in employees in 
your company and potential 
new acquisitions? 

Bontis et al., 

1999 

Practices To assess the 
holding company´s 
general practices 
related to the 
business 
phenomenon of 
mergers, 
acquisitions and 
selling a portfolio 
company. 

Decision Making How often does your 
company go through 
mergers and acquisitions 
(entirely or partially with 
regards to shares)'? 

Mouritsen et 

al., 2005 

Decision Making, 
Knowledge Base 

Looking at the portfolio, do 
you consider your holding 
company as industry-
specific? Was it ever 
different or are there plans 
to change? 

Ciprian et 

al., 2012 
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Decision Making, 
Knowledge Base 

What do you think are the 
main reasons for buying 
and selling shares? 

Garanina, 

2009 

Decision Making, 
Knowledge Base 

How closely are these 
reasons related to intangible 
assets? 

Mouritsen et 

al., 2005 

Decision Making, 
Knowledge Base 

Have you ever 
acquired/sold a subsidiary 
solely because of its 
employees and (lack of) 
talent?  

Ciprian et 

al., 2012 

Nonaka & 

Takeuchi, 

1995 

Closing 
Remarks 

To smoothly close 
the interview 
session and to 
assess the 
efficiency of the 17 
preceding 
questions. This can 
give ground to the 
interviewee's own 
thoughts, we need 
to see if there was 
something missing. 

Filling in the gap Do you have anything in 
your mind that you think 
might be a good fit for the 
topic of this thesis, but we 
haven’t discussed it? 

Saunders et 

al., 2007; 

Silverman, 

1993 

 
 
3.2.9 Qualitative Data Analysis  

 

The interviews done where recorded and then later transcribed into anonymous written 

interview transcripts. When it comes to question formulation, Brannick and Roche (1997) assert 

that knowing exactly what information the researcher is interested in helps creating focused, 

yet not leading questions. Therefore, as a visual representation, Figure 8. shows how the themes 

of the interview are correlated with the different parts of the proposed analysis.  
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Positioning 

It is clear to see that the introductory questions are formulated in order to help in positioning 

the “actor” of the interview in the organizational context. This helps us understand what insight 

and effect the respondents have on the first stages of our model, namely knowledge base, 

knowledge creation and new knowledge. We assume that the closer the person is to direct 

decision making over intangible assets, the closer the picture he or she can give us to reality. 

 

Knowledge Management 

Going further on our proposed model, the second theme of questions is built around filtering 

information, strategic resources and processing information. We assume these questions will 

be guiding us in assessing how well KM is implemented and consciously developed over the 

time as well as the importance of human resources as an intangible asset. The focus is put more 

on the individual level, as knowledge creation (the previous step) is assumed to root from 

individuals then taken to a group and organizational level. We furthermore investigate how the 

vision of the company is communicated towards the employees, as having a common direction 

with the organization helps them develop further the necessary skills and competences. 

Therefore, the knowledge they create will be along the vision and strategy of the firm. 

 

Figure 8. Theme Formulation Figure 8. Own Creation: Theme Formulation 
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Knowledge Valuation 

Realizing the competitive advantage, valuing the competitive resources and communicating 

them in a tangible value sheet is what the third set of questions is built around. We assume that 

integrated reporting is not so widely used, therefore we aim the questions at understanding how 

else companies can make sure the real value of intangibles that create competitive advantage is 

reflected when it comes to selling or buying a subsidiary. 

 

Practices 

The last set of questions is aimed at understanding how key decision-makers arrive at taking a 

step ahead with M&A well as preparing for re-entering the cycle again and start with a new 

knowledge base. It is also very crucial to see if the holding company is owning subsidiaries in 

one sector only or across sectors, because then cross-contextual innovation should be also taken 

into consideration. The number of M&A can be an indicator of the speed of this cycle, which 

we assume is by nature different for each holding company. Moreover, the importance of 

intangible assets in buying and selling shares is also emphasized, as in reality, the true value 

intangibles carry is not perfectly reflected in terms of money. 

 

3.3 Criticism of the Chosen Method  
 

All research needs to be open for evaluation and criticism. The choice of method can be 

criticized and is also necessary when it comes to critically reflecting and analyzing the research 

process. The main reason for the choice of method is based on the research topic. As it a 

sensitive topic, including people, emotions and their links to financials and performance, it is 

difficult to collect data that could well describe reality. Therefore, in-depth interviews seem the 

most suitable in order to get as close as possible to the respondents and get as honest answers 

as possible. Furthermore, it is also possible to criticize the choice of method when it comes to 

the analysis of the content. However, the choice of the qualitative analysis of the content was 

chosen primarily to make the data clear by the help from categorization. This is beneficial when 

it comes to the process of analyzing the empirical data. 

 

Qualitative research methods have been criticized when it comes to the fact that they can be too 

dependent on the specific content of the topic (Larsson, 2009). Primarily, critics pointed 

towards our chosen method when it comes to the fact that it cannot be generalized or transferred 
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to other contexts. Literature shows that generalizability and transferability have two 

dimensions: (1) quantitative studies have larger amount of material in order to be able to draw 

conclusions and generalize and (2) transferability can be used by in-depth interviews and 

observations to identify a phenomenon (Schofield, 1993; Strauss & Corbin, 1990). 

Transferability in this sense can be reached based on the quality of the research when it comes 

to replicability of the research. Therefore, qualitative method has disadvantages for 

transferability and generalizability, however it can still be managed by a well-documented study 

(Larsson, 2009; Marton,1994). Authors contribute to discussion of qualitative research methods 

by stating that the criticism of lack of transferability and generalizability can still be done by 

using variety of cases of the same phenomenon. For this study we have been trying to apply 

this argument by choosing companies that work within different industries in order to achieve 

a higher state of generalizability (Strauss & Corbin, 1990; Larsson, 2005).  

 

Schofield (1993) states that qualitative research often produces interpretations and certain 

theoretical concepts such as descriptions of patterns. These patterns can be recognized in the 

empirical world, which, authors argue, are a variant of transferability (Larsson, 2009; Schofield, 

1993). To sum up, the argument for how qualitative research method can achieve transferability 

is by making the reader understand the described situations, processes and the certain 

phenomena by the help from the interpretations from the study. The aspect to enhance 

transferability and generalizability is facilitated by a discussion over the results provided 

together with a theoretical understanding for several situations of the processes of the study.  

 

3.4 Risk of Bias 
 

There is a set of risks regarding bias in the research process. During qualitative studies, our own 

motivation, interest and personality can affect the outcome by using personal reflections 

(Lincoln & Guba, 1985; Collier & Mahoney, 1996). There is a high level of bias for this 

research, from the start focus has been to eliminate and prevent this issue. To prevent biases 

and conduct a fair research, focus has been put on to achieve objectivity, confidentiality and 

fair treatment (Anderson, 2004). The high risk of biases is mainly due to one of the researcher’s 

personal connections to most of the respondents due to previous background within business of 

holding companies and M&A. In order to prevent and reduce the risk of bias this study has been 
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carefully conducted to reach a high level of validity, in other words emphasis has been put on 

objectivity (Anderson, 2004; Collier & Mahoney, 1996).  

 

Due to the awareness of the risk of biases for the researcher, extensive work has been done to 

be objective and transparent in the process of the data collection. One of the main actions that 

has been done for the objectivity is to be transparent about the situation during the thesis process 

with our tutor and colleagues, furthermore the issue of biases is also carefully conducted in the 

chapter of method.   

 

One of the greatest sources of potential bias in this thesis is the fact that one of us has personal 

experience with M&A and participated in the process of acquisitions done by one of the selected 

companies. Therefore, the risk of bias dependent on the company’s reputation are a factor that 

has been carefully considered. One of the criteria to reach trustworthiness in a study is 

confirmability, which is reached by that the study can be repeated with the same outcomes 

(Lincoln & Guba, 1985; Gerhard, 2008). In order to reach trust and confirmability caused by 

the bias of personal connections and previous experience of some of the respondent’s company, 

there has been a detailed description of the data collection process where we categorize the 

interview question by the use of our theoretical framework and then in a later stage we 

categorize the data carefully and then evaluate the results to increase this study’s 

trustworthiness. The respondents for this thesis has also been provided full anonymity in order 

to reach high level of confidentiality for the thesis. Anderson (2004) points out the importance 

for confidentiality by giving the respondents anonymity and also be careful with how the data 

is stored and shared between the researchers and the tutor. The researchers and tutor are the 

only ones taking part of the primary data transcripts.   

 

When it comes to the argument for why we have chosen to expose ourselves for this risk of 

bias, we argue that the advantages are so distinguishing and important that we could not miss 

taking advantage of the personal connections and previous experience to approach the research 

topic in the exact area and collect as much relevant and useful data as possible. Authors argue 

that the researcher needs to determine whether or not the risk of bias is worth the potential 

wanted outcome with own evaluation and careful consideration (Gerhard, 2008; Lincoln & 

Guba, 1985). We chose to take the risk with bias from personal connections and previous 

experience in order to gain valuable and most importantly rare data for a sensitive and 

unexplored topic. Hence, we argue that without the personal connection and the experience it 
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would be difficult to approach this topic and be able to gather satisfying quality and quantity of 

data. As per the high risk of biases and the demanding situation we put ourselves in, we made 

sure to comply with the process of fair treatment. Fair treatment is mainly concerned that the 

researchers are not taking advantage of the personal connections and networks in a pushy form 

of behavior towards respondents in order to get data. Instead, focus has been to approach all 

respondents equally with no pressure and not trying to take advantage of connections more than 

getting the contact information of the right persons for the research topic. Just as Anderson 

(2004) argues, the risk of biases due to personal connections is not a fact that can be neglected, 

instead researchers need to learn how to approach in a professional way where the fair treatment 

of all respondents is of high importance. 

 

3.5 Ethics  

Ethics is a system of moral principles (Easterby-Smith et al., 2015). Ethical behavior is designed 

to protect individuals and communities from exploitation, brutality and indifference (Israel, 

2016). It establishes boundaries of generally accepted behavior which is essential to consider 

when conducting interviews. Throughout the course of thesis writing, authors must be aware of 

research ethics (Anderson, 2004). According to Buchanan (2000) and Israel (2016) research 

ethics is used to protect the participants and ensure integrity. 

Social sciences involve people, but researchers do not have the inalienable right to make studies 

without the consent of the participants (Israel, 2016). When preparing a research design 

involving human subjects, one should justify the choices, meaning the risk and cost must be 

balanced against potential benefits (Easterby-Smith et al., 2015; Buchanan, 2000). This is 

especially true for studies involving HR aspects, as they are functioned by the power of 

relationships (Anderson, 2004). Furthermore, participants must have an informed consent of 

taking part in the study (Israel, 2016). For this purpose, we wrote a standard email including 

the requirements considering the data and the potential benefits from participating in the study. 

Moreover, we made sure to obtain adequate information about the companies in question to 

ensure familiarity and provided and informed consent in the very beginning of every interview 

to make sure the participants understand the research purpose and we pre-defined the key terms. 

When it comes to ethical considerations in the process of data collection, we ensured that 

participants can stay anonymous and kept a diary of our own reflections throughout the 
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interviews. According to Oliver (2010), companies or individuals have the right to keep their 

information from publicity, therefore an agreement between the researcher and the respondent 

has to be made. In the process of data analysis, we made sure to protect the anonymity of 

participants by replacing the company names in a logical manner and reported the data 

accordingly. We also made sure that when reporting, all sources are cited correctly and kept a 

transcription of all interviews for further references.  
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4 Presentation of the Empirical Findings  
 

“Which way you ought to go depends on where you want to get to...”  

― Lewis Carroll 

 

The empirical findings of the research will be presented in this chapter. For better 

understanding, the findings are categorized based on the structure of the proposed model and 

the new themes that emerged as factors affecting the model in reality. Namely: positioning, 

knowledge management, knowledge valuation and practices. The factors affecting the proposed 

model are categorized as: definition of intangibles, structure and size, geography, sector and 

drivers. The chapter will end with the presentation of the optimized model. 

 

The empirical findings are presented in a way that can contribute to the validity of our proposed 

model. The model, presented in section 2 can not only be broken down into smaller 

components, but also we are interested in external factors influencing it or defining the speed 

of the cycle. Therefore, findings will be first presented in relation to the parts of the model, then 

we examine the influencing factors we discovered as emerging themes.  

 

4.1 Findings on the Integrative Model 
 

4.1.1 Positioning 

 

As described in qualitative data analysis, the first theme investigated was positioning, that is 

constituting the basis for our study. 

 

Current Position 

All the respondents taking part in the research were in upper-middle or higher management. 

90% of them are or have been working with financials, one with human resources. 2 of the 

participants were acquisition managers, meaning it is their full-time job to seamlessly conduct 

acquisitions as part of the daily operations of the holding structure.  
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Definition of Intangibles 

Interestingly, before or in the beginning of the interview, most of them did not consider 

knowledge as an intangible. Two of them started explaining intangibles as a more generic term. 

“It´s impossible to touch.” (Interview 6, line 13) 

Then the more specific examples they gave were: goodwill, intellectual property, trademarks, 

reputation, IT system, brand, website, R&D cost, etc. One respondent included employee 

engagement, one specifically stated that human capital is not considered as an intangible asset. 

40% of the respondents had some previous experience with managing intangibles.  

 

Experience with Intangibles 

Despite the fact that they are all involved in key decision making, two of them stated not to be 

working with intangibles at all, not even in their previous positions. 4 respondents have been 

working with it for 10 years or more and 5 of them had a few years of experience. In total, 

exactly half of the participants had experience previously working with intangibles, the rest of 

them did not.  

 

4.1.2 Knowledge Management 

 

Knowledge management, as our second theme can be done in various ways. Focus on the 

strategic resources can be emphasized by effectively communicating the vision and strategy of 

the firm. 

 

Communication of Vision and Strategic Resources 

6 respondents stated that managers and key people are well aware of the vision and strategy of 

the firm, but the rest of the employees are not. Respondent 3 argued that the size and structure 

of the company inhibits successful communication of such things. 

“Yes, but I think, educated hard to say, now we are a fairly large and quite 

fragmented company so I'd say half know them, but half does not do that.” 

(Interview 3, line 181-182) 

60% of the companies educate only key people on making decisions with accordance to strategy 

and vision. Depending on the structure, respondent 3 raised the question of structure with 

regards to this communication: if a holding is too fragmented, there is either no single vision to 
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be deployed or the number of employees is so high that education per se is not possible. 

Furthermore, leadership training programs are counted as a form of strengthening vision in 

employees. Respondent 5 showed a printed brochure during the course of the interview that 

contained the 3 principles of the company, but stated that in general, this message is not 

reaching everyone.  

“I think they (employees) are in general not so well educated.” (Interview 

5, line 51) 

“It varies what you work with, my mind, the closer to the group and the 

management, the better you are. If you work on the ground, you have no 

idea what's going on.” (Interview 6, line 123-124) 

2 out of 10 stated that it is irrelevant for many employees to be educated on these matters as 

they are part of the operational management and work according to a job description. 

 

Knowledge Management Processes 

Our respondents listed both formal and informal ways in which KM is conducted except for 

two, which claimed to have no processes in place. The answers varied highly. One of them said 

it is embedded in the corporate culture, many listed trainings and trainee programs as a formal 

way to do it and one, Respondent 5, mentioned competence mapping as a tool to manage 

knowledge within the organization. Respondent 9 emphasized the importance to manage CEO 

knowledge as tool for planning succession when there is a great range of potential successors. 

“You have 50 subsidiaries, so you have 45 CEOs who are relatively senior 

in many areas, so you have a succession issue that is quite advanced.” 

(Interview 9, line 149-151) 

Respondent 7 stated that they are not focusing on developing such processes.  

“I think most of the knowledge is personal.” (Interview 7, line 42-43) 

The majority of the respondents emphasize conscious development of KM within the 

organization and realize that there is a room for improvement and a need to do so. Many 

highlighted the fact that there is and there will be room for improvement when it comes to KM.  
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“But if you look at human capital management it's infinite and looking at 

processes that are being done today, I would say they are much more 

profound and profound than many years ago.” (Interview 1, line 133-135) 

 

Retaining Talent 

Interestingly, only 2 out of 10 companies have stated to have no strategy to retain talent and 

know-how after going through an acquisition. 4 stated to have a more generally applicable 

strategy to do this, which is changing by every case, 3 having specific formalized processes in 

place to keep the employees of a newly acquired company.  

“Of course it is very important for us to keep him and his knowledge for at 

least 2-3 years in the company and try to transfer his knowledge to someone 

new.” (Interview 7, line 79)  

The main themes that emerged were the instance of having duplicate of several skills or 

positions after acquiring, later discussed in this chapter. Moreover, Respondent 8 highlighted 

the fact that it is important to have good managers, who make people want to develop. 

 

4.1.3 Knowledge Valuation 

 

Interviewees gave very diverse answers on the importance of intangible assets in new 

acquisitions, specifically related to valuation of them as a tool for decision making. 

 

Importance of Intangibles for Mergers and Acquisitions 

One company finds it irrelevant and unimportant as the role of intangibles is not essential in the 

sector where the company is in. 

“It would be applicable if you want to buy an ongoing large company, then 

you should definitely consider what resources are available and which can 

we benefit from. But we work with individual real estate and then it is not 

applicable.” (Interview 1, line 76-78) 

Respondent 2 states that they are more relevant when it comes to selling of the company 

(referring to future value). 
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“Do not think of them (intangibles as important assets when it comes to 

acquisitions) but it will be the day on which we will sell this company.” 

(Interview 2, line 79) 

Respondent 5 stated that they are not important when the reason for acquisitions is geographical 

growth, but when entering a new industry for example.  

“It depends. Sometimes the purpose is to gain geographical footprint, and 

then it is not important, but sometimes we would look to acquire certain 

knowledge in the industry where we are short and then, obtaining that 

intangible asset is the most important.” (Interview 5, line 25-27) 

On the other hand, in the healthcare sector, that is highly human capital intensive, intangible 

assets are very important to look at.  

“And in the healthcare sector you know, there must be academic skills to be 

allowed to do business and it is clear that then it is even more important to 

look.” (Interview 3, line 101-102) 

So in total, 4 companies found it very important, 3 stated it can be important sometimes, 

depending on the reason for acquisition and 3 stated they are not important. 

 

Valuation Tools 

When it comes to valuation, we inquired what measurement tools do companies use to 

effectively reflect the value of intangibles in subsidiaries or potential subsidiaries. None of them 

are using specific valuation reports, but 7 out of 10 has a different way of assessing intangible 

asset value.  30% does not use any specific valuation report, reasons being difficulty of 

measuring or that it is mainly done on a feeling basis or with the help on internal assessments. 

“…it's extremely difficult to measure” (Interview 1, line 93)  

Respondent 5 stated they are using generic consultant reports, while Respondent 7 and 8 

claimed to use valuation report on cash flow. Respondent 6 and 9 claimed to have their own 

way of assessment, but only for pure acquisitions. In broad terms, they are mostly assessing 

people’s education, skillset or leadership style as well as customer base and networks. 

Interviewee 1 stated to be using an external source to assess the value and interviewee 10 claims 

to utilize cash flow statement for assessment. 

 



52 

4.1.4 Practices 

 

Intensity of Mergers, Acquisitions and Sales 

The first aspect we are investigating is the number of M&A a company is doing on average. 

50% of the companies go through acquisitions several times a year, 2 of them very often 

(biannually) and 3 of them seldom. This, as we assume, can define the speed of the proposed 

model.  

 

Reasons for Mergers, Acquisitions and Sales 

Looking at the holding company’s structures, 6 of them are industry- specific and 4 of them 

work across industries that are somewhat connected, but they are roughly 50-50% selling 

services and products. Development, increasing value and capital has been the main aim for 

buying shares. Maintaining strategic focus has been the second most popular answer, while 

only 2 companies mentioned expansion as being the aim for acquisitions. 

“Well, it's about strategically wanting to grow in a market if you cannot 

make it organic, then you have to try to grow through acquisitions, that's 

probably the main reason XY has.” (Interview 4, line 43-45) 

A bit more than half of the answers were reflecting that these decisions are closely related to 

intangibles. None of the respondents are planning to change from holding company structure, 

mainly due to taxation purposes.  

“Yes, it is discussed (change), but it is usually associated with loans and tax 

issues.” (Interview 4, line 35) 

Effect of Intangibles on Decision 

None of the interview companies have sold a subsidiary due to lack of talent, but they did buy 

them for reasons related to knowledge. When they were asked how closely are the reasons and 

decisions for M&A and sales are connected to intangible assets, mostly they agreed that they 

are linked closely. 

“In a way, if you would say that intangible assets, if it is customer contact, 

for example, I would say that it is very closely linked.” (Interview 8, line 

70-71) 
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4.2 Factors Affecting the Integrative Model 
 

This section is dedicated to highlight the patterns that we saw emerging throughout the 

interviews. At the end of the chapter, we attempt to visually represent how these themes are 

connected to and shapes our proposed model (Figure 9). 

 

4.2.1 Definition of Intangibles 

 

The first category of reoccurring factors that emerged throughout the course of interviewing 

was the definition of intangibles. This was the theme that has shown to be shaping the 

respondents’ answers and business practices, therefore this themes forms the center of our 

optimized model (Figure 9.). It is important to see that all interviewees had somewhat different 

definition of them in the beginning of the interview. We argue that the definition of intangibles 

affects the speed of the cycle: the less companies are focused on human resources, especially 

knowledge, the less intuitive the process is, therefore the more concerted effort is needed to 

make KM processes effective.  

 

4.2.2 Structure and Size 

 

All the interviewed companies vary in size and structure. As holdings, as a corporate structure, 

are quite lose, we found companies that are holdings within the holding, companies that have 

direct subsidiaries and ones that have several mother companies connected with countless 

daughter companies. We also found that the size of the company, according to the interviewees, 

can influence the decision makers’ perception on the importance of implementing formal 

processes. We argue that the bigger a holding is, the more decisions they make on average per 

year that are related to M&A.  

 

4.2.3 Geography 

 

Somewhat related to structure and size, the next factor that emerged throughout the interviews 

are geography. This can, on one hand, be related to strategy: several companies mentioned 

expanding to new geographical markets as a strategic tool to further increase market share. We 

argue that the more aggressively a holding company is trying to expand geographically, the 
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more often they go through acquisitions, therefore increasing the speed of the cycle.  

Furthermore, employee retention was regarded as a means to keep existing customer base, 

network and market knowledge in a new country or sector.  

 

4.2.4 Sector 

 

A crucial aspect we discovered while doing the interviews was the question of which sector the 

holding company is present at. Firstly, we can talk about sector, or industry-specific holdings 

as well as cross-industry holdings. Moreover, as some industries (such as healthcare) are more 

human capital and knowledge intensive, we discovered it plays an important role when 

analyzing how holding companies handle intangible assets.  

 

4.2.5 Drivers 

 

Rooting mainly from strategic resources and vision, we realized that the drivers for the company 

have a great effect on the speed of the cycle. Whether it is distribution, knowledge acquisition, 

value generation or expansion, the key drivers for M&A and sales have a direct impact on 

strategic decisions. Profit-driven companies emphasize the monetary aspects of intangible 

resources and M&A much frequently than value-driven ones. Value-driven companies focus 

more on knowledge and experience as part of human capital and mention less the financial 

aspects. 

 

4.3 Model Optimization 
 

Based on the factors described above, we argue that an extension and critical revision of our 

proposed model has to be made in order to successfully fit it to reality (see Figure 9.). In the 

graph below we can see that the factors realized throughout conducting the interview are not 

part of the cycle proposed based on theory. Rather, they are individual factors that have an 

influence on the different elements and on how rapidly a holding company is going around all 

the stages of the model. However, we argue that the direction and size of the effect of these 

factors are very case-dependent. The factor ‘definition of intangibles’ is located in the center of 

the cycle in order to represent that the more aware the company is that knowledge is an 

intangible asset, the more conscious the cycle is. In summary, we argue that the essence of the 
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process described with the model is to create sustainable competitive advantage that adapts to 

the changes in geographical location, size and structure, the main drivers and the sector of the  

holding business unit. The boxes that are lined with an inconsistent border are the ones that are 

somewhat present in the process, but mostly not in an explicit or constant manner. 

 
Figure 9. Own Creation:  Optimized Integrative Model 
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5 Analysis and Discussion 
“It would be so nice if something made sense for a change.”  

― Lewis Carroll 

 

In this chapter a thorough analysis of the presented empirical findings will be given to further 

understand the nuances of the interview data. Moreover, the findings will be analyzed based 

on and linked to the proposed optimized model. Lastly, a discussion section will be presented 

in order to summarize and present the outcomes of the thesis in a concise manner. 

 

5.1 Analysis of Positioning 
 

An interesting aspect to start with is how the respondents define intangible assets, specifically 

human capital. 80% of the respondents did not identify human capital as an intangible asset, 

major categories that occurred were patent, license, goodwill and brand. However, after further 

elaboration on the question by the interviewer, all of the respondents agreed that human capital 

is in some way related to intangible assets via human resources. It is clear that the understanding 

of human capital as intangible asset is one of the main reasons for the sensitivity and unexplored 

nature of the topic. It is not common to analyze and be aware of human capital as an intangible 

asset due to its soft value and impossibility to measure according to the respondents. 

“Intangible assets for me are the assets in the balance sheet as I see it, then 

it is patent, customer register, goodwill.” (Interview 5, line 9-11). 

Here, we can clearly see a gap in the process: the management, who has the power and authority 

to manage processes around intangible assets are failing to do so as per lack of realization of 

intangible resources.  

 

Another finding is that the respondents’ experience working with intangibles had a direct 

impact on their knowledge and awareness of intangibles. The experience of the respondent and 

how close the person was to key decision making when it comes to M&A had a direct 

connection towards how and if they consider HR as intangibles. It is difficult to analyze the 

awareness of intangibles specifically human capital deeper, because 80% of the respondents 

that did not identify it to be an intangible was more focusing on the intangibles that can be 
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traditionally found in the balance sheet. This proves that human capital is difficult for 

companies to approach and value. 

 

Two of the respondents said to be truly successful in their M&A processes, and what also came 

in line with that was their awareness of intangibles. The lack of human capital is still an issue 

when it comes to reporting, however these two respondents considered the value of intangibles 

in their restructuring processes. Furthermore, holding companies located in the real-estate 

sector claimed to have no use of human capital in their entire business, as it is solely based on 

property ownership. In their case, our proposed model has little to no relevance (e.g. company 

2 having only 1 reported employee). In conclusion, awareness of intangibles has a great impact 

on the M&A in the case of holding companies, but especially the ones whose business profile 

is relying on knowledge, technology, experience or customer base. 

 

There is not much effort and engagement towards making a change and develop a way to 

approach and consider the importance of human capital in valuations. It is only the focus and 

consideration towards intangibles that we can map. The most common entry of intangibles, 

goodwill, is a sort of umbrella-term, that entails different meanings in each case, therefore not 

reflecting human capital in an explicit and effective manner. Based on our presented model we 

can agree that the more experience and knowledge the respondent had regarding intangibles the 

more accurate and consciously controlled the proposed steps appeared to be. Based on our 

results, we can state that clearly profit-driven business choices of holdings (such as the 

frequently mentioned tax exemption) creates a “blind spot” when it comes to truly 

understanding their ‘soft’ assets, eventually their own worth. However well our proposed 

integrative model can reflect reality, if the drivers are purely profit or expansion and not value-

driven, the whole process can happen in a subconscious way. Eventually, the lack of knowledge 

and awareness on human capital results in lack of strategy for KM in acquisitions, therefore the 

validation of our proposed integrative model can be highly limited. 

 

5.2 Analysis of Knowledge Management 
 

In order for a learning organization to function well, transparency and having common goals 

and a clear vision are essential (Senge, 2006). One of the interview questions was designed to 

help us understand whether the holding fails or succeeds in doing so. All of the respondents are 
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aware of the problematic issue when it comes to human capital – it is too complex and difficult 

to measure, employees coming and leaving and change in the competitive landscape. In 

practice, many of the respondents mentioned formal or informal processes that include 

internships, education and mentoring as a way to manage knowledge. According to Bratinau 

and Orzea (2010) the efficiency of externalization can be fueled by motivation and education. 

Some companies are using more sophisticated management tools rooting in HR such as 

competence mapping, assessing key personnel or preparation for succession.  

“It is both that we educate with the knowledge we have, and that we try to 

preserve the knowledge that already exists.” (Interview 4, line 149-151). 

What is interesting is the fact that they describe they have formal processes for education, 

internship and leadership, but in fact, these are knowledge creation not knowledge management 

processes. To manage knowledge an explicit strategy or process should be in place that focuses 

on how to understand the value and possibilities related to the human capital the company 

acquires or obtains (Marr, 2008; InCaS, 2007). Using standard education processes regulated 

by the management is not a way for knowledge management, but rather a functional tool to 

enhance knowledge creation. The only place where we could find a satisfactory level of 

knowledge management was the case of Company 7, where the respondent described how they 

started a new process just recently. It entails the use of functions and expertise rather than 

personal connections to create multi-functional teams to conduct M&A projects successfully. 

“We have a lot of knowledge divided into different persons that we mix 

together, working in a group […] I also discussed with the CEO that this 

was the first time we had this project and picked out each person instead of 

putting the team together from a personal point of view. It was the 

knowledge that was important. And I think it was a new way of thinking in 

terms of connecting a team. So I think this has been an improvement and it 

will be an example for future project.” (Interview 7, line 51-57) 

Overall, our respondents described difficulty to communicate and implement strategy and 

vision. All respondents agreed that the higher up in the management, the more effectively the 

strategy and vison are incorporated. The complexity is to communicate the strategy in holding 

company structure in several divisions and employees that sometimes work around the world. 

Strategy and vision should be integrated in the employees in order to enhance efficiency and 

strengthen organizational culture (Probst et al., 1998). This also comes in line with how well 
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the companies know their employees, if the strategy and vision is not a priority to integrate at 

all levels, organizational involvement and knowledge creation are hindered. When integrity is 

at a high level, all the practices and processes are built around the core organizational values 

and principles. Clearly, there is a crucial issue with lack of strategy and vison communication 

that hinders organizational unity (Senge, 2006). According to our integrative model, if the 

organizational goals are not clear for everyone involved in the system, effective knowledge 

management is at risk. 

 

The respondents agree that talent and know-how is challenging to keep in the organization, 

however for three of the respondents it is explicit priority as it is human capital they primarily 

acquire. Marr (2008) presents the issue and complexity of intangible assets in organization and 

management’s lack of ambition and knowledge towards handling it. Majority of our empirical 

data seems to confirm this assertion. Therefore, it is a surprise that about one-third  have specific 

strategy or process for KM in order to obtain and develop the knowledge within the company. 

The data collected from the respondents when it comes to their existing processes contributes 

to the model in that sense that we could get an overview if intangibles are included in that 

processes. Moreover, during Interview 1, when the respondent was asked if the company is 

thinking about acquiring knowledge that they would implement in the holding, said:  

“Yes, or on the contrary, implementing knowledge already available within 

the holding company.” (Interview 1, line 86-87)  

This gave a new perspective on the whole process we were not thinking before: it can be the 

case that a holding is acquiring a subsidiary to fix it with its already working processes and 

making it profitable again. 

 

In totality, we conclude that due to lack of realization and regards to intangibles at the first steps 

in the model, effective knowledge management is doomed to failure. In a few cases, the 

managers are lucky enough that due to subconsciously made decisions, they are in a situation 

where, guided by chance and experimentation, they arrive at good knowledge management 

practices. 
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5.3 Analysis of Knowledge Valuation 
 

When asking about knowledge valuation, we were surprised to hear that no respondent taking 

part in this study was ever using or seen a valuation report in order to understand the value and 

importance of the human capital. None of them has ever heard of integrated reporting or the 

Danish Guidelines. Instead they valuate the company by cash flows, forecasts and multiples. In 

one case, there is a third-party valuation company involved in the process. Answers yield the 

picture that management considers and evaluates human capital as long as it is effortless: more 

in a way of “feeling” and identifying key persons, who they are in touch with regardless. Still, 

a major part of human capital is not covered by the category of key persons that still can be 

truly important for the company. Example of such is employees that know the processes and 

system and that are well connected to the brand and can provide good service. There is a clear 

room for improvements to increase the efforts for effective valuation. Sadly, on an aggregate 

level, undervaluation of intangible assets results in over-estimation of production costs, 

therefore biased GDP in the country (Blair and Wallman, 2001).  

“We do not have a human capital valuation report, but a valuation model at 

the time of acquisition that looks into cash flow, technical knowhow, 

customer relationships etc. which can be found in the yearly financial 

report from our company.” (Interview 7, line15-16) 

We see that respondents consider these facts, but they are not aware of the possibilities that are 

available to implement in order to better evaluate human capital. It is not easy for companies 

to apply the presented tools for valuating human capital, nevertheless if it will be compared 

with the loss of human capital and how it affects the business, it should be worth it. According 

to theory there is a link to this dilemma of the complexity of the valuation tools, but it is more 

described to be an “attitude” issue towards drastic change of work approaches in the company, 

which is confirmed by our empirical findings (Mouritsen & Larsen, 2005; Murthy & Mouritsen, 

2008). 

 

Bottom line, there is an unquestionable problem with intangible valuation. Mostly it is coming 

from the fact that managers of holding companies are comfortable with accepting the general 

myth about intangibles being impossible to measure instead of looking for unconventional ways 

to do so such as integrated reporting or the Danish Guidelines.  
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5.4 Analysis of Practices 
 

The majority of the respondents worked or owned companies that frequently acquired 

companies and not often selling. Most of them did acquisitions every year, some of them several 

times a year. This study was aiming to approach companies that are within different industries 

in order to get broader view of intangibles and see if the knowledge of intangibles and its work 

approaches are related to industry. What was found is that companies that have subsidiaries in 

different industries are highly dependent on acquiring the right human capital in order to be 

able to get knowledge about market and services. We can see that companies that are dynamic 

and want to approach certain industries have a high demand to secure knowledge for the time 

following acquisitions. One popular way among our respondents to do this is to keep the former 

CEO of the newly acquired subsidiary. 

“…which gives us over a three-year period, we lock the former 

management for three years.” (Interview10, line 471-479) 

This is done in order to integrate the subsidies into the company and get the routines and 

knowledge for the new company and its markets. Furthermore, in company 7 the same is done 

to ensure that when they expand to a new geographical market, the customer base stays with 

them. More common practices that was done in order to enhance the knowledge creation and 

integrating the new subsidiaries was by focusing on key persons in the newly acquired company 

and let these key persons meet the key persons from the mother company. The respondents 

argue that this provides a smoother acquisition where the new subsidiary is intervened into the 

new corporate culture, strategy and new processes. Interestingly, a few respondents missed to 

list human capital as intangible asset, but throughout the course of the interview, they indicated 

that human capital is practically what they acquire and keeps their businesses running. This 

again consolidated our observation that managers of holding companies are blind and confused 

about human capital as intangible asset. 

 

When it comes to knowledge creation and how to maintain newly acquired knowledge Cipriani 

et al. (2002) argue that this needs to be done by an accurate valuation and mapping of 

knowledge resources in order to understand how the knowledge is connected to the companies’ 

value and brand. One striking example we got during the interviews is the importance of 
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reputation – a clear example of a factor that cannot be expressed numerically as it is, however 

it is key to keep after M&A. 

“Reputation, the owners' reputation, so human capital plays almost 95% if 

we are to acquire. If the human capital is not good, well, we do not even 

look at the financial numbers for the company.” (Interview 3, line 94-95) 

Primary reasons to buy and sell shares in companies turned out to be approaching new markets, 

securing certain positions, strategically keeping competitors away and obtain competitive 

advantage. What we can see in the responses is the fact that all the reasons to sell and buy shares 

are directly linked to intangible assets, but the interviewees do not realize this. The need for 

intangible assets are crucial in order to have competitive advantage. This provides a great 

contribution to our model because we see the importance for intangibles in the role of decision 

making in the process of mergers and acquisitions. Moreover, the speed of the acquisitions 

when it comes to the frequency of the acquisitions has a direct impact to our model – the more 

frequently a company goes through M&A, the more frequently they go around the circle, 

therefore the more refined their practices should be. 

 

One of the respondents described the approach of integrating the knowledge already existing in 

the company and by that making the new subsidiary incorporated with the mother company’s 

culture and strategy. Based on theory we can see that the respondents’ way of making use of 

intangibles and creating knowledge are the opposite of what we can expect. Theory emphasizes 

that newly acquired knowledge and its intangibles should be carefully considered and evaluated 

in order to see if there is new knowledge to our systems that could be useful to other divisions 

(Mouritsen et al., 2005). To some extent we see that the respondents are also considering this 

aspect, but due to the lack of valuation practices and defined processes for KM they are not 

there yet in reality.  

 

How management makes use of newly acquired intangibles is interesting to analyze. Many who 

has value-driven strategies say that know-how is what they value the most, while others, who 

are rather profit-driven have a different approach.  

“But it's usually not the "know-how-one" we want to eat without it's the 

mass you want to eat and it can be hard to value.” (Interview 8, line 31-33). 
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So in that sense we can see that companies understand what they are acquiring, even though 

they are aiming for the “mass” (customer base) they still need to have the human capital that 

underpins it. Referring back to Figure 3., it is very interesting to see that in both cases we are 

talking about value-drivers, but value-driven strategies focus on knowledge, while profit-driven 

strategies focus on relationship.  

 

The controversy that occurs when analyzing this study is how the respondents indicates that 

intangibles has a direct connection to the reasons of selling and buying shares but on the other 

hand they do not have a process or strategy to value it. This dilemma is highly visible when it 

comes to the question if the respondents have bought or sold a company solely because of its 

knowledge base. All of them agreed that they have not entirely done so, but the reasons are 

highly connected. One respondent in health sector stated that knowledge base makes 80% of 

the decision whether to acquire or not.  

“Not only, I would say, if you were to give an average, I would say about 

80% of the value.” (Interview 3, line 165-171). 

What is interesting is how human capital can have 80% of value in an acquisition but there is 

no process or strategy to develop and maintain it.  Nonaka and Takeuchi (1995) and Mouritsen 

et al (2005) agree that the use and understanding of human capital is crucial for competitive 

advantage. Based on the empirical findings, we can see that the respondents agree on this point 

but when it comes to practices, there is a major gap. This further justifies the importance of our 

research purpose and indicates that there is a high need for implementation of new practices.  

 

5.5 Summary of Analysis 
 

All things considered, the greatest and most fundamental problem we found with testing our 

model against empirical data is the definition of intangibles. This factor has an effect on all 

steps of the model from knowledge base to decision making. To begin with, if management is 

not aware that knowledge is not an intangible asset, the whole process is going on without the 

managers’ full awareness. Even though our respondents have a clear idea of what intangible 

assets mean, they usual refer to the types that can be found in generic annual reports: patent, 

trademark, goodwill. Some of them mention education and knowledge base as important factors 

when looking at M&A, but we did not get a confident picture that they are consistent with these 

statements. The interesting aspect is whether or not the lack of proper definition is true from 
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the respondent or if they are just ignoring the fact of its complexity due to the fact that they 

know how big of an issue they have within their organization when it comes to their low 

knowledge and process thinking towards human capital. 

 

Rooting from incorrect intangible definition, companies are not able to successfully value 

subsidiaries. This is mainly due to convenience from their sides: no interviewee is using 

valuation methods for intangibles, they are rather accepting the fact that they are impossible to 

measure or use generic valuation methods to translate intangibles to figures. At the same time, 

almost all of them agree that intangibles are highly related to M&A, making our proposed 

model more relevant to reality. 

Another factor we found critical is the size and structure of holdings. By definition there is no 

structure that holdings have to follow and when describing the companies that took part in this 

study, we faced the fact that indeed these organizations are highly complex. Due to this issue 

of fragmentation, we were not surprised that most of our respondents found it difficult to 

implement knowledge management practices across the organization. What is more, this factor 

is hindering successful employee education on vision, values and strategic resources – a key 

action that could create a learning organization. Seeing this picture, we agree that it decreases 

management incentives to spend time and energy on communication and valuation – the 

structure is so dynamic that it would not be a time well spent. On the other hand, this is not an 

excuse to not even try to do so, as it hinders employees to successfully filter and process 

information, therefore further helping the organization to work for the same strategic goals.  

 

When approaching the core of the analysis on the complexity of the human capital, it is truly 

interesting how the respondents act within different sectors. The reason to highlight this 

argument is to express the dilemma we see emerging in the data from the respondents, because 

they are more focusing on the importance of human capital but they can’t express any formal 

or informal processes for KM. Furthermore, the respondents within the health sector have high 

demand of human capital but still the respondents that are focusing on product development 

have more process for KM. In general, service providers valued know-how more, while goods 

providers valued customer relationships more. 

 

All respondents participating are having different strategic drivers that has a connection to 

intangibles. Companies in the health sector are mainly driven by value and to expand their 

knowledge base within different areas. Real estate sector is mainly driven by profit, if we look 
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more on the products and goods they are more seeking for market shares to expand or maintain 

competitive advantage. When looking at the drivers for the companies the common theme is 

how dependent each of the drivers are on knowledge by human capital. In sum, the proposed 

model’s applicability can depend on whether we talk about product or service-providers as well 

as knowledge-intensive, capital-intensive or labor-intensive sectors. 

 

Geography has a great effect on our proposed model. It intervenes with drivers, strategic 

resources, size and structure. Drivers related to geographical expansion are commonly 

discussed during the interviews – this strategy is shaping the speed of M&A, the acquisition of 

new strategic resources and makes the holding structure more complex. When spreading to new 

locations, their main aim is to acquire knowledge from the foreign market, gain competitive 

advantage and increase in size. Therefore, the knowledge the human capital has for the market 

is crucial and the companies are aware of this. Furthermore, acquisition of foreign subsidiaries 

strengthens the need in holding companies to excel at retaining human capital as they need them 

for seamless integration to the holding structure, for customer relations and market expertise.  
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6 Conclusion and Implications 
 “Well, I never heard it before, but it sounds uncommon nonsense.”  

― Lewis Carroll 

 

This chapter provides the overall conclusions from our research. Firstly, the two research 

questions postulated in chapter 1 will be answered. Later, the research contributions and 

certain limitations will be presented followed by a summary of the study. Lastly, theoretical 

and practical implications are presented as well as suggestions for further research linked to 

the study.  

 

6.1 Answering Research Questions 
The purpose of this thesis was (1) to explore how Swedish holding companies evaluate 

intangible assets specifically human capital when acquiring new subsidiaries and (2) to 

investigate how they maintain newly acquired knowledge after M&A. The thesis was grounded 

on two RQs which are answered below. 

 

RQ1: How do Swedish holding companies evaluate intangible assets specifically human 

capital when they are acquiring or selling subsidiaries? 

Evaluation of human capital in Swedish holding companies is dependent on definition of 

intangible assets linked to sector and drivers. To begin with, Swedish holding companies vary 

in understanding the definition of intangible assets. Some companies do not realize that human 

capital is part of the collective term “intangible assets”. In general, service providers value 

know-how, while goods providers value customer relationships. Furthermore, the more capital-

intensive the sector is where companies are, the less focus is put on human resources. As an 

unquestionable finding of the thesis, we can clearly state that Swedish holding companies are 

highly dependent on human capital when it comes to M&A, thus the problem of definition is 

the core of the inefficient evaluations. The controversy is how intangibles have a direct 

connection to the reasons of selling and buying shares, but managements do not have processes 

or strategies to value it. 

 

We found that the companies do not evaluate intangible assets of human capital, due to 

measurement difficulties. This leads to difficulties when it comes to integrating new corporate 

structures and systems within the subsidiaries because they have difficulties to understand their 
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new resources of human capital. Answers yield the picture that management considers and 

evaluates human capital as long as it is effortless – based on feelings and simple investigations. 

Based on our results, we can state that clearly profit-driven business choices of holdings (such 

as the frequently mentioned tax exemption) create a “blind spot” when it comes to truly 

understanding their ‘soft’ assets, eventually their own or the potential subsidiaries’ worth. 

 

In sum, we identified a need for ways to approach human capital when acquiring new 

subsidiaries, primarily in order to understand what they actually acquire and how to use the 

human resources that are located within the new subsidiary. Our optimized integrative model 

takes these factors into consideration to better explain intangible asset valuation in holding 

companies. 

 

RQ2: How do they maintain and create knowledge by using the intangible assets within their 

subsidiaries? 

As a result of the answer we found for RQ1, the lack of knowledge and awareness on human 

capital results in lack of strategy for KM in acquisitions. These are mainly related to structure 

and geography. In case KM strategies exist, the problem of integrity arises – if the 

organizational goals are not clear for everyone involved in the system, effective knowledge 

management is at risk. Interestingly, managers are in confusion with knowledge creation 

practices and knowledge management practices, therefore it is not surprising that Swedish 

holding companies cannot properly maintain and create new knowledge. The cases where we 

found proper knowledge management practices on place were simply the result of 

experimentation. 

 

Swedish holding companies have internal structures and work approaches when it comes to 

identifying key persons within the newly acquired subsidiaries and let them merge with key 

persons from the mother company or other divisions. They use this as a tool to successfully 

integrate new knowledge and leverage it. Defined by the vision, drivers and strategy, generally 

the most important consideration is to get the customer contracts and market running. The 

human capital is their most valuable resource to grow and maintain their market position, 

however, they are not performing well in exploiting it. 

 

We found a relation between the number and variety of acquisitions and underdeveloped 

management practices. Going through frequent M&A decreases management incentives to 
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spend time and energy on communication and valuation – the structure is so dynamic that it 

would not be a time well spent. On the other hand, this is not an excuse to not even try to do so, 

as it hinders employees to successfully comply with the organization’s to strategic goals. 

 

Summary 

Intangible assets are indeed really difficult to measure and evaluate, but it is not an impossible 

task to do so. Manager by manager, we see the differences when it comes to the definition of 

intangibles. Throughout the thesis, we argued that these definitions are highly shaped by factors 

related to the holding company such as geography, size & structure, drivers and sector. It is 

interesting is how human capital can have an enormous value in an acquisition but there is 

clearly a lack of process or strategy to develop and maintain it.  We would assume that the more 

frequently a company goes through M&A the more refined their practices should be. However, 

our empirical findings do not confirm this statement, mainly because of the lack of effort to 

KM. The attitude issue towards drastic change of work approaches in the company has proven 

to be very decisive: managers like to stay in their own heads and put little effort to intangible 

asset valuation and proper management. A new insight we gained when it comes to reasons for 

M&A is to fix a new subsidiary with already working processes and making it profitable again 

– a nice example of knowledge management. To conclude we can say that this is still a challenge 

and a crucial matter to consider and for companies to prioritize in order to make use of the value 

they possess in form of intangible assets.  

 

6.2 Research Contribution 
 

For this study the authors contribute to an unexplored and rather sensitive topic of intangible 

assets primarily human capital and how Swedish holding companies evaluate and work with 

intangibles. This thesis creates a theoretical contribution by providing rare insights into key 

decision makers view and work approach towards intangible assets; its importance and value 

in mergers and acquisitions. By exploring how the key decisions makers evaluate intangible 

assets, this provides significant practical and theoretical implications because management and 

leaders can learn that intangibles need to be valued more and it needs to be clear strategy and 

structures for human capital. Evaluation of human capital is essential in order to understand the 

importance and its value. By understanding the human capital further strategic leverage from 
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the intangibles within the holding company and its divisions is the practical and theoretical 

contribution from this thesis. 

 

Also, based on the qualitative analysis of the content performed by the authors that quantifies 

the qualitative data, the categorization done of the primary data can be used for quantitative 

studies within the same research topic. Another aspect is the extended model created by the 

authors, this model could be used for future research in other contexts and with different 

company structure with the same theories used for this thesis.   

 

6.3 Conclusion 
 

For this study the ambition was to get deep understanding of how or if Swedish holding 

companies evaluate intangible assets when acquiring or selling subsidiaries. Furthermore, 

explore the importance of intangible assets primarily human capital and how knowledge is 

created and maintained in mergers and acquisitions. To achieve this goal of the study, an 

extensive amount of previous research and academic literature was analyzed. This provided the 

authors with a deep grounded knowledge of the research topic and its research gap, which is 

crucial before conducting the study. The research was then conducted with ten qualitative in- 

depth interviews with key decision makers within Swedish holding companies.  

 

6.4 Research Implications 
 

For this section managerial, academic and policymaking resulting from the research are 

presented.  

 

6.4.1 Managerial Implications 

 

First of all, we can agree that the most important managerial implications rising from this study 

is how management within holding companies should use a valuation report for their intangible 

assets specifically human capital. The need for valuating human capital is for the management 

to understand the value of the human capital that they are acquiring. This should be done in 

order to understand key persons within the subsidiaries and how they should be managed and 

valued in order to understand the value each of the persons in the human capital contribute to 
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the company. From the the study we can see that the management does not know how to 

measure and valuate human capital because they cannot put a number on it and insert it in the 

balance sheet. Therefore, the managerial implications for this study based on the extended 

model is the use for Danish Guidelines and Integrated Reporting when it comes to valuating 

and measure human capital. Furthermore, we argue that just as the Danish Guidelines was 

constructed together with the Danish Government, we argue that it's possible to make use of 

the government when it comes to develop a similar model in Sweden. We argue that this could 

enhance the speed, capital and transparency regarding the need and importance for human 

capital.  

 

6.4.2 Academic Implications 

 

Ideas that has come up during the process of this study is the importance of this research topic 

and its demand for further research due to the major gap in holding company literature regarding 

intangible assets. Suggestion for further research would be to study X amounts of Swedish 

holding companies that acquire mainly human capital within the health sector and then look at 

two-three acquisitions under a certain period (2 years) and observe the process of how they in 

practice evaluate and integrate new knowledge with already exciting knowledge within the 

holding company. This could give unique insight to the topic, and not only view the research 

topic from the key decision maker’s perspective instead let the real world of practices show 

how intangibles are managed and how it affects the company.  

 

Furthermore, it would be interesting to study the research topic with a more generic model that 

consider tax and law aspects. The extended model presented for this thesis is conducted under 

Swedish circumstances. Therefore, would it be interesting to study the same research topic but 

in another country to see how the aspects of law taxes affects the mergers and acquisitions. 

 

Lastly, we argue that further research should be done in the research topic with conceptual 

mapping. The case we argue should be done, is to investigate several companies and do 

conceptual mapping of the human capital within the companies and look at each of the key 

persons with a “cause and effect” mapping. This would be done in order to understand each of 

the person’s value and how they affect the company when it comes to company culture, internal 

processes and most importantly the brand of the company. The conceptual mapping can be done 
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by interviewing employees and explore the brand its self and see how much these key persons 

are causing the brands reputation and also the welfare for the employees.  

 

6.4.2 Policymaking Implications 

 

The issue of how holding companies structure in order to approach tax and legal issues is 

common and well known in Sweden. This is one of the main issues why the research topic is 

sensitive and hard to collect data from, due to the fact that the management within holding 

companies resist to leak information about their existence and strategy. Working with human 

capital in that sense that this study recommends would establish a different mindset for 

managers and employees to identify and look under certain hidden processes and resources. By 

this a different policymaking of intangible work routines would be essential and a more 

transparent work approach would be a policy for the company.  

 

We found it very interesting that in a country like Sweden, where transparency is playing a 

decisive role in business practices, it was almost impossible to gather reliable data on holding 

companies. Therefore, the research implications for policy makers is to ensure that this code of 

transparency is used in the case of holding companies as well. 

 

Most importantly, the third implication is for governments to enhance and help companies 

across the country with regards to integrated reporting. It is a tool that can be easily taught how 

to use and could have enormous advantages on the aggregate level. Not only would it be useful 

when buying and selling companies, but also it could help reflect the country’s GDP more 

accurately. If intangible assets are not measured well, the cost of production can seem much 

higher than it actually is, therefore resulting in a lower GDP.  

 

6.5 Research Limitations 
 

Nothing is perfect, the same counts for this study, therefore some definite limitations should be 

addressed. Firstly, our sample is not random, as companies for empirical research has been 

chosen on the basis of already existing relationships and through networking event and can 

therefore be biased which is thoroughly discussed under the part of methodology and method.  
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Secondly, due to the sensitive and unexplored research topic it was a limited number of 

available academic articles of the topic that was published in Sweden. Therefor the majority of 

the sources are USA based and to some extent articles from Denmark. Thirdly, this study has 

only focused on a small amount of companies in Sweden and have therefore difficulties to be 

generalized to a larger context/population.  Furthermore, when it comes to the companies and 

the respondents interviewed the perceptions and body language etc. form them was not included 

in the thesis, we argue that this is a limitation because it could have given a broader view of the 

research topic.  

 

Finally, we argue that issue of different languages for the interviews is a limitation in that sense 

that it could be biases when translating the transcript from Swedish to English. Furthermore, it 

could also be a limitation that two of the interviews was held on English on Swedish 

respondents in order to collect the correct interpretation of the data. It's an issue to have data 

collected in two different languages which is a limitation for this research.  
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Appendix 1. Holding Companies 
 

Holding companies are established to control other corporations by the ownership of their 

voting capital stock. In other words, a holding company is applied to any company which in 

fact controls other companies referred to as subsidiaries (Hanafizadeh & Moayer, 2006). There 

are two general forms of holding companies: the first is one which derives its profits solely 

from the investments in the securities of its subsidiaries. This is called an investment holding 

company. The second type, which may derive profits from investment securities, also 

intervenes in the subsidiaries’ transactions and is called a managerial holding company (US 

Department of Energy, 1993) 

 

One of the main advantages for holding companies and also one of the main reasons to create 

holding companies; subsidiaries can be sold without tax consequences. For example, when a 

company is being sold, one can create a holding company that takes over the ownership of 

moving company and the entire tax-free profit goes to ones holding company instead of paying 

tax for the whole profit (30-60% tax). Furthermore, dividends from the subsidiaries are 

generally tax-exempt for the holding company (Eicke, 2009). Furthermore, advantages are that 

holding companies have 0 % tax on dividends and 0 % profit tax within the holding company. 

Holding company can also take dividends from other companies and will then not be obligated 

to pay tax on that either or selling of stocks (Kågerman, Lohmander & De Ridder, 2008).   

 

Based on the findings of Gold et al. (1994), Hanafizadeh and Moayer (2006) define 13 different 

processes that can be identified in holding companies: portfolio management, licensing 

strategy, negotiation support, financial management, dispute resolution, standards adoption, 

subsidiaries performance appraisal, subsidiaries capacity planning, common-service 

presentation, common projects execution, crises management, export development and 

innovation in holding companies. 

 

When it comes to structure of holding companies there is no general answer because they can 

vary extensively. However, authors argue that holding companies exists due to corporate 

control. Holding companies can be described as the financial institution in that sense that the 

they owning the major share of the equity capital (Daems, 1978; Eicke, 2009). 
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Appendix 2. Interview Guide in Swedish 
 

1. Vad är din roll inom XXX? 
2. Vad innebär immateriella tillgångar för dig? 
3. Har du någon tidigare erfarenhet av immateriella tillgångar, tänker då specifikt på 

kunskap (humankapital)?  
4. Hur länge har du arbetat med immateriella tillgångar inom XXX? 
5. Hur ofta genomgår ditt bolag förvärv och försäljning av bolag? 
6. Om man tittar på er företags portfölj, anser du att holdingbolag struktur är industri 

specifikt? Har tanken funnits att ändra bolagsstruktur? 
7. Vad anser du är de primära anledningarna till att sälja och köpa andelar i bolag? 
8. Hur nära är dessa anledningar om man tittar på immateriella tillgångar? 
9. När du tittar på potential förvärv, hur viktigt är immateriella tillgångar som ex. 

anställda och dess kunskap som finns inom de potentiella förvärven? 
10. Har du ngn gång sett el. använt en värderingsrapport gällande intellektuellt kapital, för 

att bättre förstå värdet av immateriella tillgångar inom dina dotterbolag el. potentiella 
förvärvs bolag?  

11. Om ja, hur väl tycker du att denna rapport reflekterade verkligheten?  
12. Om nej, hur värderar du det värdet av kunskap som finns hos dina anställda inom dina 

dotterbolag eller i potentiella förvärvs bolag?  
13. Finns det befintliga formella eller informella processer för att effektivt hantera 

kunskap inom ditt holdingbolag? Kan du isf, kortfattat beskriva dem? 
14. Hur tycker du att processen av kunskapshantering inom dina egna bolag och vid 

förvärv har utvecklats de senaste åren?  
15. Har du ngn specifik strategi för att behålla kunskap/kompetens vid nya förvärv?  
16. Har du ngn gång köpt ett bolag enbart pga. anställdas kompetens? Vers. Har du ngn 

gång sålt ett bolag i brist på kunskap/kompetens? 
17. Hur väl tror du dina anställda är utbildade inom vision och strategi inom XXX? Kan 

du ge ett exempel på hur det är gjort? 
18. Har du ngt du vill tillägga som vi inte diskuterat; som är relaterat till ämnet? 
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Appendix 3. Analysis of the Content 
 

Question Interview Answer Line in 
text 

Open Coding Second	level	
Coding	

What is your 
current position 
at the company? 

1 But I'm leading and running it. 9 Leader (CEO) Leader 

2 I am CEO, I am CEO so that it is the cohesive link; 
I'll be indirect or even direct (decision maker) 

8,10 Leader (CEO) Leader 

3 I am CFO for the business area called individual 
and family and it is within the area we make the 
most acquisitions and that is the growth area that 
XY has.; Then I have the role that after a scouting 
of which company we will acquire, I will take over 
to make "Due Diligence" shareholders agreement 
and agree so far that both parties sign the share 
agreement and that payment is made as well. Than 
we make a liquid settlement on the acquisition 
itself, then I hang on for a while to see that the 
acquisition is well included in XY, that's the part I 
have in acquisitions, since there are many other job 
roles as CFO 

8-9, 11-15 Leader (CFO) Leader 

4 Group Accounting Officer 8 Leader (CFO) Leader 

5 Head of Corporate HR 6 Leader (HR) Leader 

6 Group Accounting Manager 9 Group 
Accounting 
Manager 

Higher Manager 

7 I’m quite new at this position, I´ve been here for 2 
years. I´m a former auditor from EY, my role is to 
be the CFO of XY and also the financial manager of 
XY the manufacturing company – one of the parent 
companies.  

9-11 Leader (CFO) Leader 

8 Acquisition manager 13 Acquisition 
Manager 

Higher Manager 

9 I am an acquisition representative for all of the 
Group's acquisitions 

12 Acquisition 
Manager 

Higher Manager 

10 Group Controller for XY  & financial controller for 
XY 

309, 314 Group Controller 
& Financial 
Controller 

Higher Manager 

What does 
intangible asset 
mean to you? 

1 Well, yes, yes, it's good-will value, yes, there are 
some of the subsidiaries. Looking at the advertising 
industry, for example. Then there are cases of 
companies and maybe that some employees leave 
the company and start their own and then deduct 
human capital. And all of a sudden, the company 
has a problem. But it can be solved by joint 
ownership where human capital is very important. 
Looking at the real estate industry, it works 
differently. 

14, 23-27 Specific: 
Goodwill, human 
capital 

Specific 

2 Yes, the assets you can’t touch, sell and buy, it's an 
intellectual property right if I understood it all 
right.; So I'm not so knowledgeable about this with 
intangible assets and intellectual property rights, I 
do not have a good answer to that question. We do 
not work with that type. Those are rather larger 
companies, intellectual property is, as I perceive it, 
something that is built up for a long time. If you do 
not buy a larger company, look at a competitor or 
colleague, I would look at what they have for 
reputation in the market and there may be different 
from Malmö, Stockholm, Gothenburg or 
Kristianstad. Ehm, we are well established in 
Kristianstad but not in Malmö. But a company that 
wants to enter a market looks at how the company is 
perceived in the market that I would imagine, then 
IPR has a value, I would probably think in those 
terms if I would go and buy. I would probably do 
that. 

13,14, 162-
170 

General: can´t 
touch, buy ,sell 
Specific: 
intellectual 
property, 
something built 
up over a long 
time, reputation 

Generic 
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3 Then I really think about the IT system, brands, 
website, of course, customer base is a type of 
intangible asset, but first of all, I think of things that 
exist, then I think it's a brand, system, I think it's 
intangible assets, then You can always talk more 
about goodwill value, where kind of customer base, 
where you assess the ability of the incarnation.; 
Yes, so, when you set it in that context, it is of 
course also an intangible asset. We always look 
very much on intangible assets like human capital, 
what training does employees have in a company 
because we know that the difference to acquiring a 
company that has a good staff against a company 
that has a bad staff, is that difference Is very big, the 
cost of changing staff is very big, expensive to hire 
and recruit and, above all, the business is losing 
speed, which may cost even more money. So that's 
something we judge very much when looking at 
acquisitions and what a company is worth. Then we 
also look very much at what reputation the company 
has, it is also a type of value and one type of 
intangible asset of course. 

21-24; 27-34 Specific: IT 
system, brand, 
website, customer 
base, goodwill, 
training of 
employees, cost 
of changing staff, 
business speed, 
reputation 

Specific 

4 That's, intangible assets for me are the assets 
actually in the balance sheet as I see it, then it's 
patent, customer register "good-will" brands.; 
Mmm, I can agree with that, but the human capital 
is not in the balance sheet.; That's the difference, I 
think, and it's harder to evaluate and measure. 

11-12, 14, 16 Specific: patent, 
customer base, 
goodwill, general 
harder to evaluate 
and measure 

Specific 

5 As we are a company concerned with continuous 
innovation, for us intangibles (apart from a few 
entries of goodwill in the financials) are patents, 
trademarks and technology. 

9-11 Specific: 
goodwill, patents, 
trademarks, 
technology 

Specific 

6 It's impossible to touch. As you have different 
rights, licenses, patents, a part related to 
acquisitions depends on what it is for something.; I 
think that sounds like a wide definition in that case, 
there are licensing rights based on knowledge at the 
bottom, but I think it's difficult to say that human 
capital is intangible assets in that case. 

13-14; 24-26 Generic: 
impossible to 
touch Specific: 
rights, licenses, 
patent, human 
capital is not 
intangible 

Generic 

7 I think it was trademarks and of course goodwill. 
Research and development cost that you put in the 
balance sheet.  

26-27 Trademarks, 
goodwill, R&D 
cost 

Specific 

8 For me, it means brand, customer contact, any 
technology 

17 Brand, customer 
contact, 
technology 

Specific 

9 Ehhhm for me and XY so are intangible assets, 
there are very many human resources available in 
our care industry and also the culture that permeates 
the business. You can look at your parents' activities 
to take an example; so are the ones we look at. We 
are quite likely, in addition, that we take care of 
people who are vulnerable and often cannot speak 
for themselves like that. So when we look at 
businesses and businesses, we recognize if they 
have a staff group that is not engaged. You have a 
methodology that does not work or if you're just out 
and chasing money because there are many who are 
also or that we feel that You do not take seriously 
into quality, problematic skills and all of these 
different diagnoses that exist within what XY is 
dealing with and the different acquisitions we make 
for them are quite different depending on whether 
we look at Autism, ADHD, self-harmful Or 
whatever it may be, it's a bit different, we feel that's 
not in place, so it's an intangible asset that's not in 
place that we need to invest, so our antigen's interest 
is down or goes down, or The valuation, which we 
think is simply, is less good if we look at 
acquisitions. It's just those bits that are. Intellectual 
assets are patents, goodwill or definable licenses or 
trademarks, what it now might be purely technical. 
But for us, intangible assets are a sense of these 
issues, there are also documents for methodology 
and we have quality systems and all of these things 
that have a definition and a pair or system at the 

18-35 Employee 
engagement, 
quality systems, 
patents, goodwill 

Specific 
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bottom. Ehhmm, but for us, it's pretty much more 
than this system based on how we value it. 

10 Yes, it was a broad question, is about market shares 
or geographical presence for Different products, so 
from a more wider perspective, it is the kind of 
know-how such as customer service, service and 
product related to which each company is based 
when we acquire the type of "intangibles", customer 
contacts, knowledge of market conditions in the 
local market, To a very small extent, human capital  

320, 322,326 know-how, 
patent, customer 
contacts, 
knowledge of 
markets, small 
extent human 
capital 

Specific 

How long have 
you been 

working with 
intangibles in 
the company? 

1 10-something years. 35 10 Many Years 
2 Hrm, that's something you build up during a long 

process that you do, there's nothing you buy for the 
moment, nothing you buy. One builds on their 
knowledge and the staff's knowledge, building up a 
knowledge bank is what it's about. And thereby 
building a brand. 

29-31 - Not Working 

3 Within them, over the 4 years I worked in XY, it 
has been a part of my job, because the care business 
is so heavily dependent on human capital, so human 
capital becomes important. 

43-44 4 A few years 

4 For eleven years. 27 11 Many Years 

5 Since 2008 8-9 9 Many Years 

6 During my work life 29 30-40 years 
(assumption) 

Many Years 

7 If you call it formal intangibles, we have very small 
amounts, we are not working with it in that way. 

34-35 - Not Working 

8 I'm having a bit of trouble when you say intangible 
assets, because I do not really work with it. But I 
have been working on XY acquisition for 5 years. 

42-43 5 A few years 

9 Since I started March 2014 and before that, I had a 
similar role in one of the other care companies, so I 
just worked on the question we were talking about 
in late 2010. 

53-54 3 years here, 7 
years total 

A few years 

10 acquisition that XY did in 2002 was a lot about 
"know How "in a new market, you want to grow a 
lot in the skills, also a lot of service concepts, Then 
I think we talk very little internally about 
"intangible" about intangible assets in the way we 
do it indirectly when we talk about product, skills 
market share service contract, etc., but, we do not 
use the terminology we mainly have a couple 
People who work with more tangible intellectual 
property rights like trademarks, trademark 
registrations, patents, they are, it is a small 
organization with two people who are familiar with 
these concepts. 

349-351, 
355-359 

15 years Many Years 

Have you had 
previous 

experience 
working with 

intangible 
resources, 
especially 

knowledge? 

1 Yes, human capital, have been working with that for 
a long time.  

32 Yes, HC Previous direct 
experience 

2 No, I do not, we do not deal with the product we are 
dealing more with premises, offices, real estate. 
That is the product we provide. The other with 
intellectual property rights becomes the more if we 
go out and sell the company that you build a name, 
brand about it itself, but it's not the ones I work with 
so to speak. 

19-22 No No experience 

3 Not more than the experience that I've been 
acquiring even before I started working on XY, but 
I know human capital is the kind of business we are 
in, human capital is very important so the answer is 
only through experience that I know it's important. 

38-40 Yes, HC Previous direct 
experience 

4 No, not on human capital 23 No No experience 

5 Not really. 12-13 No No experience 
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6 Yes, you can say that I have. We work and balance 
costs for developing new products, robust processes 
that require a great deal of interaction between 
technically skilled personnel and IT technicians to 
understand the interface in the best possible way. So 
in this way I have been working hard on human 
capital during my years here at XY. 

18-21 Yes Previous direct 
experience 

7 I´m a former auditor from EY 9-10 No No experience 

8 No, I do not have that hard to say human capital, all 
acquisitions have a part in human capital itself, it is 
in the knowledge of the one who built it or is it in 
the technology, the brand, it's hard to say 

37-39 No, hard to say No experience 

9 Ehhhmm, yes, you can say that, but I've been in this 
care for 7-8 years, I've only worked with care, but 
I've been an accountant in my past life. I've been in 
this period when Would introduce IFRS and there 
are very much intangible assets and assessments, 
which are more difficult accounting issues, so it's 
really me. But from the accounting perspective, I've 
obviously looked at intangible assets based on 
valuation and balance sheet prospects more. Then 
exactly what it was, I will not remember it was so 
late then.  

44-49 Yes, 7-8years Previous direct 
experience 

10 Yes I have worked as investment manager at Bure 
Equity, which invested a lot in consulting 
companies ,so that was more about the soft values 
compared to the world we live in today, 

340-341, 
342-343 

20 years 
(assumption) 

Previous direct 
experience 

Are there 
existing formal 

or informal 
processes to 
effectively 

manage 
knowledge in the 

holding 
company? 
Could you 

briefly describe 
them? 

1 Yes, it's a bit in the corporate culture 119 Yes, corporate 
culture 

Yes, formal 

2 I have no good answer to the question, the processes 
we have is to send people on internship educations, 
but that is nothing intangible in itself.; Yes, it's 
employees you invest in and it's going to be for the 
company, so that's why they're doing it.; Yes, it 
varies, but there may be a couple of courses each 
year, but not for the same people, a guy has had a 
mentor for a year now and works with mentoring 
skills. On the economics side, they have to go to 
Malmö and attend economics courses, so there are 
some different approaches to the employees (every 
year). 

105-
106,108-
109,111-114 

Yes, formal: 
internship, 
education, 
mentoring 

Yes, formal 

3 Yes, I think we have a good informal process, we 
meet, people with different skills always meet key 
people in the companies we acquire, then we talk to 
each other who have met these people. We meet 
them at different levels, I'm an economist, but we 
also allow other business people to meet these key 
people, then we talk a bit internally with each other, 
such as. Kalle seems good, but Jocke seems 
unstable. So then we talk if the human capital is 
good so to speak and how to go about. Yes. So it's 
an informal process.; No, the formal process is more 
focused on the financial valuation. And human 
capital is more based on an overall assessment of 
key personnel within XY. 

127-132, 
134-135 

Yes, informal: 
talking to key 
people, 
assessment of key 
personnel 

Yes, informal 

4 No; Ehhhmm, so we are incredible, we have 
processes, they are on HR at existing companies, 
and there are certainly informal and formal 
processes. What's their name ... I can’t really 
describe them .. But you do not really look at the 
management of knowledge when acquiring.; 
Without it, though, you can still see the existing 
staff who are at the acquisition company, they are a 
good person and you want to keep that person, but 
nothing more than that ..; Maybe within purchasing, 
we have a big purchasing organization and they can 
get a share of XY's knowledge and so on. It is both 
that we educate with the knowledge we have, and 
that we try to preserve the knowledge that already 
exists. 

112, 125-
127, 129-
130, 149-151 

No, maybe within 
purchasing, 
preserving the 
knowledge in 
new acquisitions, 
teach them what 
they have 

No 

5 We have been working partly with competence 
mapping and related development activities for 
certain key employee groups, like packaging 

37-39 Yes, competence 
mapping, 
development 

Yes, formal 
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designers. Also, we have a 9 month trainee program 
for new hires. 

activities, trainee 
program 

6 Yes, it is on HR. Important that staff thrive and 
develop creates opportunities. Succession is an 
important part. A large part of the formal is to 
identify key people, succession is also very 
important. I think all major companies must have 
formal and informal processes for knowledge, 
otherwise it will be wrong. Important to make key 
people stay and also few people to stay within ex. 
research. Looking into agreements regarding 
privacy, etc. 

100-104 Yes, on HR; 
creating 
opportunities, 
succession, all 
companies should 
have formal and 
informal 
processes, 
agreements, 
privacy 

Yes, formal 

7 My first answer to that question is no. I think most 
of the knowledge is personal. As I can see it now, 
we have no routine or some way where we can 
collect this knowledge. It’s more different persons 
with a lot of knowledge in the ground, but we have 
not formalized it in any way. 

42-45 No, knowledge is 
personal. 

No 

8 Absolutely, we work very well with it, we have a 
whole business area called "learning" that only 
works with training of our existing staff and those 
who come in. We train approximately 8000 people a 
year. 

122-124 Yes, formal: 
learning (8000 
ppl/year) 

Yes, formal 

9 Ehhm, yes, there is a collaboration with our 
subsidiaries we have one, you have 50 subsidiaries, 
so you have 45 CEOs who are relatively senior in 
many areas, so you have a succession issue that is 
quite advanced, it has We, we have a structure and 
processes yes. 

149-151 Yes, formal: 
succession 

Yes, formal 

10 Yes, of course, it is a big group with many 
experiences and processes, from being the smallest 
to Has become the largest single division and it is 
clear that we have greatly benefited from the skilled 
skills in different areas that exist, both acquisition 
process R & D process how to work with follow-up, 
much of that competence has done, the journey we 
have made We have been able to do much faster 
than other divisions because we have been able to 
benefit from the expertise within the group, so there 
are a large number of processes that are well 
structured as acquisition, integration processes, 
product development as I mentioned but also 
follow-up of Other initiatives, there are also the 
number of other major projects that roll clear 
objectives to follow-up to improve operations in 
different respects . 

448, 450-457 Yes, informal  
and formal; 
internally in the 
company 
between the 
divisions, formal 
follow up product 
development and 
customer 
contacts, 
contracts 

Yes, formal 

How has the 
process of 
knowledge 

management 
have been 

evolving since 
the past few 

years? 

1 It gets better and it becomes more important and 
more important; Of course, it can be improved, but 
clearly we understand that human capital is very 
important. But if you look at human capital 
management it's infinite and looking at processes 
that are being done today, I would say they are 
much more profound and profound than many years 
ago. 

125;132-135 Importance is 
growing, HCM is 
infinite, processes 
are more 
profound 

Conscious 
Development 

2 It develops all the time. And it's needed. 120 Developing, 
necessary 

Conscious 
Development 

3 Ehh, yes. Good question. Actually interesting. The 
only thing is that we, I still think we have more 
discussions about human capital than before.; I 
think we have increased education efforts, of 
course, we want our newly acquired companies to 
take part in our education capacity, but it may not 
have developed so much in recent years. Without 
that, I would probably say there is an improvement 
potential we have. 

140-141; 
146-148 

Importance is 
growing, 
increased 
education efforts, 
involve new 
companies, there 
is still 
improvement 
potential 

Conscious 
Development 

4 NO answer   _ No 

5 Yes. We have done some of the above mentioned 
which we did not do before. 

41 yes Conscious 
Development 

6 : I want to be humble about the question when I'm 
not sitting on HR. But we are market leaders and I 

108-110 HR: being a 
market leader, 
growing market 

Indirect Development 
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think that's an indication that it works. Without this 
we could not maintain our market share 

share is an 
indication 

7 It was last year, or actually 18 months ago, we 
started a project with a start-up in Japan, a new 
subsidiary, a new warehouse. Then we started 
teamwork with different skills. I participated as 
financial skills and knowledge and we had out IT 
manager and one man who has knowledge for 
handling a warehouse, and a purchasing manager as 
well as one of the owners, who is a problem-solver. 
So on top of this, we also had the CEO involved. 
Maybe that is a little bit of an answer. We have a lot 
of knowledge divided into different persons that we 
mix together, working in a group. This was very 
successful. Yeah I think so. I also discussed with the 
CEO that this was the first time we had this project 
and picked out each person instead of putting the 
team together from a personal point of view. It was 
the knowledge that was important. And I think it 
was a new way of thinking in terms of connecting a 
team. So I think this has been an improvement and 
it will be an example for future project. How to 
work with similar projects in other parts. We had a 
project two months ago where we bought a small 
company, a manufacturing company, and we 
worked a little bit in the same way. It was an IT 
guy, me and a chairman of the board, who was also 
a former auditor. He has knowledge for 
investigating the company we were going to buy, 
making a minor due diligence. A light version of a 
due diligence. 

50-57, 64-72 New project 
setup: shift way 
of thinking--> 
combine 
knowledge, not 
persons 

Conscious 
Development 

8 As I said a little in the beginning, we have the 
utmost respect for the staff being our most 
important input if you are going to express it so we 
place incredible emphasis on leadership especially 
if you are to compete in an industry where it may be 
Difficult to compete with wages, it is important to 
have good managers who can motivate and keep 
their staff and feel that they can develop, and we do 
this by evaluating all the managers within the 
company twice a year, where they Those who do 
not keep their feet go out, "go out" might be wrong, 
but they are relocated and those who have more 
capacity can then move into the organization. 

129-135 Incredible 
emphasis on 
leadership to 
fight competition. 
Good managers, 
who motivate 
people, make 
them want to 
develop, know 
how to keep their 
staff. Evaluation 
biannually, 
relocation in 
need. 

Conscious 
Development 

9 Ehh We have come quite a long way, I have been to 
XY for 3 years and during these years we have 
learned that we have learned a lot about the 50 
acquisitions we have made since 2009 that we have 
done. Ehh and developed it quite structured and 
good, when we do it today we have a good structure 
where we know what we are looking for and have a 
large benchmark device to compare with, we can 
compare with other acquisitions that are close to us 
as well done. Well internally, we have also done 
quite a bit, one advantage that one gets bigger is that 
you have more muscle to put on joint activities so 
there we have a structure process for education, 
leadership and a bit like that  

155-162 Benchmark vs 
other 
acquisitions, 
developed a 
structure for 
acquisitions. 
Internally: 
education, 
leadership. 

Conscious 
Development 

10 They have become better and better, the more 
experience we gained themselves, but also through 
competence transfer from central and from other 
divisions 

462-463 Through 
experience, 
competence 
transfer are 
better, good way 
to acquire 
knowledge 
between the 
divisions 

Conscious 
Development 

Do you have any 
specific strategy 
to retain talent 
and know-how 

in the new 
setup? 

1 Shame to say it, but no! We have all our strategies 
in document, and then work through to illuminate 
and improve all the time, but no, not there, no, we 
have an improvement potential., Yes (you're 
thinking about acquiring knowledge that you then 
implement in your other companies), or on the 

139;141-142, 
86-87 

No, room to 
improve; 
Acquiring 
knowledge in 
new company vs 
implementing 

No 
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contrary, implementing knowledge already 
available within the holding company. 

knowledge from 
holding. 

2 No, it's like once again, if we buy an individual 
property, nothing's more than real estate, so I do not 
have the knowledge for them.; You get to a 
breaking point where you can handle items yourself, 
until you reach a limit where you have to hire and 
refill with several employees again. To have more 
customers, tenants. 

123-124, 
126-128 

No, rather to 
increase new 
hires,  

No 

3 Ehh, yes, you can say that it may not be a good 
strategy, because we try to be geographically close 
to the company we acquire. But now I'll think about 
how we work... We're pretty quick to identify which 
are the key people are and they want to meet our 
key people. It is still a kind of strategy, but I can say 
that there are quite a lot of acquisitions if you look 
at all of these 20, the last 3 years, the companies 
themselves are quite small in themselves, which 
makes it not too thoughtful choice. It's not like 
merging two companies into each other and laying a 
big plan for it. With making acquisitions every two 
months, it becomes a more informal process, but 
rather we focus on building up the contact areas. 
Then so it takes care of itself. 

152-160 Yes, because they 
are 
geographically 
close, building up 
the key contacts 

Yes, specific 

4 Yes, yes, we would like it, it's unique to each 
acquisition, depending on what's available for 
knowledge there.;  If it's specific to that country that 
XY does not already have presence, then we would 
like to share it and let them handle as much as 
possible so it's realized that you acquire one 
Companies that may not have so much knowledge 
and expertise in certain areas then we know we have 
it ourselves. 

141-142, 
144-147 

Unique to each 
acquisition, 
depending on 
what the new 
acquisition has 

Yes, generic 

5 Not a specific one; it would be set up for each case 
separately. We are not very articulated in this area. 

42-43 Not specific Yes, generic 

6 Obviously there is a strategy in connection with 
acquisitions. It varies from each acquisition, there 
are different types of skills and knowledge. The 
strategy focuses on retaining the people involved in 
an acquisition. 

113-115 Strategy, varies 
in each 
acquisition. 
Focus: retain 
people 

Yes, generic 

7 Yeah, I think so. What we are buying is often the 
knowledge of the people in the subsidiary. Since 
I’m here we made a couple of smaller acquisitions, 
all of these has been very… It has been the former 
owner who is the most important person in the 
subsidiaries we bought. Of course it is very 
important for us to keep him and his knowledge for 
at least 2-3 years in the company and try to transfer 
his knowledge to someone new. In some cases, they 
stay for more than this 3 years, they want to become 
the part of the group. It is important for us to keep 
them and get their knowledge into our group. ; And 
its’s important to keep these people satisfied. We 
often give them a contract with a percentage of the 
future income. Future percentage of the profit for 
the next 2-3 years. I think this period is enough for 
us to get to know the company and get a grip of it, 
then transfer the knowledge to a new person. ; 
Yeah, at the moment it is very informal, we are 
discussing this in the board and with the 
management team. Like how are we going to handle 
this in the future. But we are not there yet. We are 
thinking maybe about a trainee program, to get 
people into the organization that we can use in the 
future for these kinds of positions, like MD or 
working with export, sales. These key roles… We 
are not there yet, but we have the discussions with 
the management team.  

76-82, 85-
88, 91-96 

Yes, informal, 
talks about 
formalizing it: 
retain former 
owner for at least 
2-3 years for 
knowledge, 
customer base 
etc. Later 
knowledge can be 
transferred. 
Important to keep 
people satisfied: 
percentage of 
future profit. 

Yes, generic 
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8 We always have it, maybe it's a bit more on the 
system side, but it has a bit of knowledge and also, 
for example. So, we have made an acquisition 
where they have their own developed quality system 
and we have our own quality system, so we will 
definitely look at the functionality of the acquired 
company system and try to implement it in our own, 
but we are probably quite clear that We have a 
model we use, and we use it. But looking at 
functionalities in the acquired company is 
important. 

140-145 Yes, formalized, 
on the system 
side mostly: 
compare 
functionality of 
two existing 
systems, then 
change the newly 
acquired. 

Yes, specific 

9  Ehh, it's a little harder to answer yes, it's often the 
sellers in this industry who are on the high level of 
knowledge and they often have additional purchases 
related to the acquisitions, so that's one such 
component. Then we have that after an acquisition, 
one has one Introduction to XY, where you can 
meet various people and create a network where we 
can show that we are a good organization where you 
want to stay, we want to show that we do not take 
over to lay down, but to cooperate and Build 
something better. Many of these employees in the 
smaller companies need a bench mark to get some 
outside influences. And it's usually quite 
appreciated first, they may be a little skeptical. 
Maybe after a while, this might be fun and maybe 
very good .. haha 

165-173 Sellers: high level 
f knowledge, 
employees need a 
benchmark to see 
it's worth staying. 

Yes, specific 

10 It is a bit different from acquisitions to acquisitions, 
We have bought many small companies, and in 
many cases, family owned or privately owned 
companies have had a great deal of expertise in a 
smaller number of individuals, where we earn a 
"earn Up "with a 3-year purchase price, which gives 
us over a three-year period, we lock the former" 
management "for three years to get into the business 
in a good way and make us less dependent on the 
former founder Or the CEO a little because we have 
bought a number of larger companies and maybe it 
is not as sensitive, maybe it's more about 
transferring the skills we have previously worked 
up, implementing it as soon as possible, then we 
have To some extent also moved people who have 
been to new parts for a long time, not to a great 
extent but there are in some parts 

471-479 Secure 
knowledge by 
"earn up" 
contracts to make 
the owner stay 
and obtain the 
knowledge. 
Integrate 
knowledge from 
the divisions to 
new acquisitions. 

Yes, specific 

How well do you 
think your 

employees are 
educated on the 
vision and the 

strategic 
resources of the 

holding 
company? 

Could you give 
an example of 
how it's done? 

1 Ehhm, there is much more to be desired, but key 
people are very important.; Yes, not within the 
holding company, but within the operating 
companies, where we work with analyzing the 
market, looking at environmental factors, 
competition conditions, and creating a real 
homework, then doing our business idea so 
everyone knows, and below, there are strategies, or 
first visions of strategies for each part.; And we 
work through it once a year, so I feel that we're 
hanging on within this area. 

156,158-161, 
163 

Key people 
educated; very 
difficult within 
operating 
company to 
convey vision 
and strategies 

Managers and Key 
Personnel 

2 Yes, you can say, there are no documents, we are 
too small for those I think (about strategy).I believe 
they have a strategy for what they are doing: the 
trustees have a strategy, the finance department has 
a strategy they work with, it is rent-avi, billing, 
bank contacts, tenants. 
There is a job description on each, there is a strategy 
on how to do each job.; Good customer contact and 
good treatment, and I think so, because we do 
measurements with our customers in our dealings, 
every two years, both me and employees are 
working to make sure we have the best possible 
numbers for these measurements, and it is done by 
external companies.; 
(Which measures how customers) Perceive us, yes. 

132, 145-
147, 152-
155;157  

too small for 
documents about 
strategy, every 
department has 
their own 
strategies, 
measurement on 
company 
perception by 
customers 

No, partly 
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3 Yes, but I think, educated hard to say, now we are a 
fairly large and quite fragmented company so I'd 
say half know them, but half does not do that.; Yes, 
but most people know that we are trying to buy 
more companies, we are organically expanding that 
XY is a growth company, when we make an 
acquisition, it ends up in any region and all entities 
close to being affected in some way, so just by 
making acquisitions, they know it's done because 
it's in our strategy to do that. So it's more that it 
experiences it. 

181-
182,185-188 

Too large and 
fragmented to 
educate, half 
knows half 
doesn’t 

No, partly 

4 We have good training from the HR side in 
operations they call "United", where different 
people within the factories and they "benchmark" 
with each other.; They have the same tasks at 
different factories, they meet and they share 
knowledge with each other. That's one part of it. 
And then we have leadership training programs that 
started here at the Malmö office where they have 
lunch seminars to those who have employees 
reporting to them, mostly so that they can have the 
latest education within environment and health so 
we will get some higher knowledge. 

171-172, 
174-178 

Program to 
benchmark 
people, 
leadership 
training 

Managers and Key 
Personnel 

5 As you can see in the brochure in front of you, we 
have 3 core principles that we try and base all our 
practices on. CSR is great part of what we are 
doing. During our operations we are focusing on 
CO2 reduction and reducing waste, but these are 
guiding principles that you can never fully reach. I 
think they are in general not so well educated. 

47-51 Brochure to 
educate 3 core 
principles, still 
not well 
communicated 
vision 

Managers and Key 
Personnel 

6 It varies what you work with, my mind, the closer to 
the group and the management, the better you are. If 
you work on the ground, you have no idea what's 
going on. 

 123-124 Closer to 
management: the 
better educated 

Managers and Key 
Personnel 

7 Yeah, I think they are quite aware of the vision and 
the main words or something like that. The main 
word for this company is to be fast. Fast delivery 
and quality. Maybe you should call it speed. From 
getting an order to delivering it to the customer.  

109-111 Yes, main word: 
speed. 

Yes 

8 We work a lot with it, above all, we work a lot with 
values, we have 5000 employees and we, we are a 
"valuation type" of companies, we also have a 
vision, mission and strategy that goes out to the 
employees. The goal is that everyone in our 
business should know what we are doing and where 
we are going. But the most important thing is 
enough that they understand our mission and 
vision.; Lots, we have courses, we have developed 
our own developed "spec." Based on our value base. 
So there's a huge job with them. 

166-170, 
172-173 

Working with it, 
vision, mission, 
strategy. 

Yes 

9 Ahhh, it depends on what level you look at, these 
are caring people who have enough to learn the 
debit and credit that come from the municipality 
and did not have to worry about such issues .. hahha 
.. but no, it's caregivers Who does nothing but work 
with vision and strategy, you go a bit down the 
organization, so it's a rather irrelevant issue for 
most. You have to go up in the management at the 
companies or at the group level, but take for 
example. Group level with our main owners in a 4 
billion group, we have very clear vision and strategy 
wherever we want and why we have. But with 
10,000-11,000 employees, it's all about making 
good care for those who are here and now for those 
who live there, so it is! 

182-189 Depending on the 
level, rather 
irrelevant for the 
most employees. 

Managers and Key 
Personnel 

10 Not enough. Given that we have grown 5 times, and 
we are, we have offices from Vancouver to Oakland 
ehmm, and we are not like Ericsson with a large 
unit, but we are a federation of small companies. It's 
tough in a big organization to reach out to everyone 
and because we are so big. , finding a way To make 
everyone understand what the vision means to them 
it's a great challenge we have, and that's a lot about 
leadership, and there's a lot to do absolutely, so to 

499-502, 
503-506 

Difficulties to 
communicate 
vision and 
strategy to all 
individuals. 
Depending on the 
level. Big 
challenge in 
general, can be 
improved 

Managers and Key 
Personnel 
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some extent, there's information there but to get to 
each individual ...  

When looking 
for new 

potential 
acquisitions, 

how important 
are the 

intangible assets 
embedded in 

employees the 
subsidiary 

holds? 

1 No answer   No Not important 

2 It would be applicable if you want to buy an 
ongoing large company, then you should definitely 
consider what resources are available and which can 
we benefit from. But we work with individual real 
estate and then it is not applicable. Do not think of 
them but it will be the day on which we will sell this 
company. Then I think they will look at skills and 
resources, then they will come across these terms. 
But as we have built this up we have not thought of 
those terms. 

76-81 When buying an 
ongoing large 
company, 
individual real 
estate: not 
applicable; will 
be useful when 
selling the 
company 

Sometimes 

3 Eh, yes, I do not really know what grade I'm going 
to put, but they are really important, I can say. And 
in the healthcare sector you know, there must be 
academic skills to be allowed to do business and it 
is clear that then it is even more important to look; 
Do they have the social worker, do they have nurse 
skills, etc. So that's really important. 

100-103 healthcare sector: 
very important 

Very important 

4  What I would like to contribute to you is to say this 
instead: I do not really know. I would say that any 
kind of human capital that you look at could be. For 
example, if we take this Thai company that we 
bought in August last year, that was ehh… We 
bought it from the old owners who possessed a lot 
of knowledge about the market and knew very 
many people. They did not only have very good 
knowledge of the market but knew very many 
customers, and what we did was to look at the 
acquisition closely. Then we got a picture of what it 
might be worth. You have to add these parts, and 
what you are willing to pay out, and then you think 
you are prepared to pay an amount. If you have the 
old owners, then maybe you are willing to pay a 
little higher price to get them to sell to us and stay 
with the company. Eventually, we bought 60% of 
the shares and 40% was left with the old owners and 
thus we are bounded to their personal knowledge. 
Then you have to allocate the purchase price of the 
intangible assets, which is the customer register, 
trademarks, and what remains is a good-will. The 
good-will will then correspond to the synergies that 
one gets out of the acquisition and maybe even 
human capital. That's where the importance lies I 
think. 

59-72 Important: 
knowledge and 
customers in that 
geographical 
location 

Very important 

5 It depends. Sometimes the purpose is to gain 
geographical footprint, and then it is not important, 
but sometimes we would look to acquire certain 
knowledge in the industry where we are short and 
then, obtaining that intangible asset is the most 
important. 

27-29 Sometimes. 
Geographical 
footprint: not. 
Sometimes 
acquire for 
knowledge in the 
industry. 

Sometimes 

6 Knowledge is in the minds of people so it is 
important to secure and preserve. Then you must 
make it clear that people are not a live kid, they can 
stop when they want to. Applies to finding a way to 
connect people legally. Important to acquire 
competence transfer on site after acquisition. "One 
should not believe that you can have a person with 
all knowledge, it's very difficult". It is important to 
pass on that knowledge. 

71-75 Knowledge: to 
secure and 
preserve; connect 
people legally; 
competence 
transfer 

Very important 

7 Looking at the acquisitions that we already made 
and the ones we are about to do, what we have in 
pipeline, I think it’s very important with intangibles. 
What we are buying is knowledge. Often we are 
buying a sales organization. So far we were not 
interested in buying any manufacturing company, so 

117-122 Intangibles are 
very important; 
we are buying 
knowledge. It's 
only people and 
their knowledge, 

Very important 
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machines. Therefore, it’s really only people we’re 
buying and the knowledge of these people. Mostly 
the sales skills and the customer base. That is often 
the thing that we are buying and the network! 

skills and 
customer base, 
network 

8 So if you say, then if we take what you talked about 
on personal page knowledge, then it is about when 
we do, like when we chose to enter a new segment, 
we chose two years ago to enter a new segment, 
where was the knowledge and the contracts we 
wanted to use in the new segment important. So that 
in some cases; We want to buy volume of 
businesses that already exist in the segments we 
have, but when we enter a new segment or new 
country, the value of the intangible assets will now 
be valued ... But the intangible value we value is 
high. ; But it's all about a good-will and then it's 
going to be distributed 

80-85, 87 Entering a new 
segment or 
country: 
knowledge and 
contacts 

Sometimes 

9 Ehh, it's not, I'd say it's not really important, on the 
other hand, the correlation between the value of the 
company is very important to have a business like. 
The one your parents have, you can imagine a 
higher price tag because you feel good staff and 
good skills. But we have made acquisitions where 
we find that this is not good, but we are still 
interested because the price tag is different and we 
can afford to invest in this intangible asset, so you 
put the money there instead, so it's A big correlation 
if you can see it on the question. Then you have a 
huge problem to convince the seller; "You have less 
good quality" it's a bit like that .; Sometimes you 
see it a little, you're not up to date anymore, because 
you want to sell to a major player who can take care 
of the company and raise the quality. So because of 
the right methodology they can swallow it and 
understand and take a lower price tag, then maybe 
it's not so great, but so the correlation is high.; Yes, 
it's really important, it happens to be immediate, not 
very often, but it has happened absolutely, but if we 
buy 10 companies a year, then we may look at 20 
companies or something like that and those 10 like 
us Do not do, that's where there are no other 
reasons, and maybe 5 that we do not want just 
because they are worried about the purely intangible 
asset issues. 

103-109, 
111-114, 
117-121 

Not important 
during 
acquisition. On 
the other hand, it 
influences the 
price of an 
acquisition. 
(indirect) 

Not important 

10 Clearly, it has happened once again that we bought 
a small company because they have been licensing a 
market, but essentially, we are buying a company 
because they have a market presence 

420-422 Not so important 
due to that the 
mainly acquire 
products or a 
special market 
share. But it 
happens that 
intangibles can be 
important for the 
acquisition. 

Not important 

Have you ever 
seen/used a 

valuation report 
on intellectual 

capital to better 
assess the value 
of intangibles in 

your 
subsidiaries/ 

potential 
subsidiaries? 

1 No, it's extremely difficult to measure, but if you 
look at a financial statement, you have a profit and 
balance sheet, but it does not say much about 
human capital, it may be that good numbers run out 
employees, this we go through and very careful with 
(financial numbers) But the problem is 
measurability 

93-96 No, extremely 
difficult to 
measure, balance 
sheet doesn’t say 
much about 
human capital, 
measurability is a 
problem 

No 

2 No, I never think seen our used that. I've however 
seen real estate valuations. But no. 

88 No No 

3 The answer is then no, I have not done it, it builds 
more on a feeling and an assessment within the 
company. 

108-109 No, it is more of 
a feeling and 
internal 
assessment 

No, different 
assessment 

4 No, I have not, I was thinking about it earlier but 
no, I cannot recall. 

79 no No 

5 Not really, except for more generic management 
consultant’s reports.  

31-32 Generic 
management 
consultant report 

No, different 
assessment 
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6 Yes and no. Hard to explain. Depends on what you 
value. Applies to pure acquisitions, and there are 
various models developed by staff members at the 
stock exchange and Corporate Finance companies. 
Smaller acquisition then I think there is less focus 
and control on this valuation. But for those who 
make such big acquisitions, one must be extremely 
careful. The report not only looks specifically at 
human capital. Important to understand what you 
are acquiring and what is the value. The report 
looks at customer relationships, know-how, patents, 
many parameters that record, one acquisition is not 
the same as another. 

80-90 Pure acquisitions: 
company's own 
models are 
developed, 
smaller 
acquisitions: less 
focus. Reporting: 
customer 
relationship, 
know-how, 
patent, and other 
such parameters 

No, different 
assessment 

7 We do not have a human capital valuation report, 
but a valuation model at the time of acquisition that 
looks into cash flow, technical knowhow, customer 
relationships etc. which can be found in the yearly 
financial report from our company. 

15-16 Valuation report: 
cash flow, 
technical know-
how, customer 
relationships 

No, different 
assessment 

8 No, what we do after an acquisition is that we value 
a cash flow. When we value a company, what time 
our account manager is doing is making a PPA 
where you distribute "goodwill" on, customer 
contact, and then write it off for a certain amount of 
time, and then we may not add that much Weight on 
brands. 

92-95 Value cash flow, 
"PPA, 
distributing 
goodwill on: 
customer  

No, different 
assessment 

9 Ehhh, no not a valuation report, on the other hand, I 
always request a report of my operating comrades 
with me as part of those where we write an 
assessment of the status of the business and 
methodology and personnel skills and so on, but not 
any form of CEO report or consultancy report 
where you enter an external team, but on the other 
hand we make a form of mini report with such 
assessment questions we do. 

129-133 Mini report on 
assessing from 
operating 
colleagues 

No, different 
assessment 

10 Not so specific that we look at it as a specific asset, 
but the more normal approach is a discounted cash 
flow with a forecast of future profits, sales 
development and then a little multiples 

430-432 Value cash flow, 
forecasts, sales 
development, 
multiples. 

No, different 
assessment 

If yes, how well 
do you think 
that reflected 

reality? 

1-10     No no 

If no, how do 
you assess the 

value of 
knowledge 

embedded in 
employees in 

your company 
and potential 

new 
acquisitions? 

1 Yes, there is a company called Malmö Motivation 
House, which has developed a method; I value it 
very much, if I have good employees, they can 
come in and become a partner to enter the company 
and I associate the employees with us, at the same 
time they have a lot of skills in a certain area, but 
maybe less on another, so they At the same time, 
have a great need for us, they will be more 
successful by remaining in our company, where 
they can devote themselves to their specialist skills 
instead of having total responsibility. So it will be a 
win-win situation.,  

98;109-114 Malmö 
Motivation house 
report 

External source 

2 That is, if we were to go out and buy a larger 
company, where there are intellectual property 
rights then we would have to do it. 
(But there's nothing routine for you to do?) No., It is 
highly valued, it is those who take care of the day-
to-day operations and the practical work they are on 
the detailed knowledge, so one of these companies 
cannot drive themselves, it is not possible. 

91-92, 94, 
98-100 

No routine No 

3 Yes, hard to say. Somewhere, all companies are 
valued by multiples of results for a certain period, 
and at least we know that it's not a machine, our 
industry is not a machine that is ticking and 
running, it's staff that work there with people, then 
we know that the ability to recognize is not there 
unless the staff are good and have the right 
education and deliver the right quality so that one 
can say that we value them, yes, but you can say 
that the value of the company becomes Its staff 
actually because the other assets that come with are 
worth nothing for us if there is no business in them, 
so we do not put a price tag on the staff or so, but 

114-122 Value of the 
company 
becomes its staff 
(right education, 
quality) other 
assets worth 
nothing if there is 
no business 

Assess people 
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the value comes from The staff and that they are 
properly educated and if  we have quality in the 
human capital we will get new customers who want 
to pay for our services. 

4 Ehhm, it's just what you have to pay for, you get, it's 
really hard to value, you cannot put a value or a 
price tag on them. You have to take care of the staff 
and thus be aware of them and bring them into XY 
"atmosphere". They are well ..; Yes, I would say, 
but then the HR department would not answer the 
same.; They think they measure, knowledge through 
a model like they, a matrix they put in each 
employee, if they are good, if they potentially want 
to change, I don’t know anything about it. 

88-90, 96, 
98-99 

You cannot put a 
price tag on them, 
HR measures 
knowledge 
through a model 

Assess people 

5 We do not assess systematically. 35 No systematic 
assessment 

No 

6 I should be honest and say that it is very theoretical 
and I think that a valuation model does not always 
reflect reality. The report does not get better than 
the one behind it and manages the numbers. 

123-124 Very theoretical, 
doesn’t always 
reflect reality 

No 

7 Yeah, we often talk with the seller and we go 
through the customer base. What we are looking for 
is customers. Most companies we already know 
because they are selling our products, they are an 
agent or distributor of our products. Often we 
already know. What we are looking for is 
companies with many small customers. That is our 
main target. We are not that interested in a few and 
big customers. 

126-130 Already 
established 
relationship 
through retailing, 
talking with 
seller: customer 
base 

Assess people 

8 Thus, if you say worthwhile in kronor, it's difficult 
to say, but that's the most important asset we have, 
so every time we make an acquisition, we spend 
incredible time and resources on the transfer 
between the previous owners and We will be as 
good as possible so we secure the staff, because it is 
the worst that can happen to staff sticking in 
connection with the acquisition. So the whole 
process of securing the staff as an intangible asset is 
great, really important. There we spend a lot of 
time, since putting crowns and penny on it will be, I 
will not., No, but you make an assessment based on 
whether there are key people in the purchase that we 
need to secure., It's a bit on a case-by-case basis, but 
we have a model, we have made 14 acquisitions 
over the last two years. Ehh, so we have a pretty 
clear picture of how to communicate with the 
employees. 

101-107, 
111-112, 
115-117 

Have a model; 
Transfer between 
owners, secure 
staff (worst thing 
that can happen) , 
varying case-by-
case 

Assess people 

9 Not that we put an acquisition figure of 10 million, 
human capital is 2 million, we do not, but, we make 
an assessment, an assessment of whether it's bad 
quality, all my peers always think it's Bad quality 
and we are so good, so I usually ask what is bad and 
then it will be a bit more difficult to explain it to 
them. But there is, so when we often put a money 
on them, they have not had 2 years of education, it 
will cost 2 million, they have not had supervision 
they have too little nurse skills, we have to recruit it 
will cost half a million per Years, that kind of 
quantification we do, but it's not that we value it in 
the balance sheet on acquisition we do not. 

138-144 No numerical 
expression of 
HC, quality 
assessment, 
quantification: 
years of 
education 

Assess people 

10 Yes, as I said, we use a discounted cash flow 
multiple valuation and forecasts for future sales and 
profits, that's the primary way. 

442-443 No numerical 
expression of 
HC, primarily 
cash flow sales 
development 

Cash Flow assessment 

How often does 
your company 

go through 
mergers and 
acquisitions 
(entirely or 

1 Every year, in my case we have just built on, but we 
will sell a little more now and later on. But then my 
twin brother who works a bit in parallel, he is 
engaged in acquisition and sales and it happens 
much more often. He works professionally and 
much more large-scale. 

38-40 Many times a 
year 

Very Often 
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partially with 
regards to 
shares)'? 

2 Not often 35 Not often Seldom 

3 I have been there for the past 3 years and made 
about 20 acquisitions I guess. ; Yes, if we have 
made 20 acquisitions in the last 36 months, there are 
at least 1 acquisition every two months. Yes, every 
other Month approx. 

9-10, 47-48 At least 1 
acquisition every 
2 months 

Very Often 

4 In my eleven years we have made two sales and 
three acquisitions. 

30 3 acquisitions, 2 
sales in 11 years 

Seldom 

5 It is hard to say as it happens stochastically. But, we 
have been through a few small and one big 
acquisition since 2008. 

15-16 few small, one 
big 

Seldom 

6 Everything is a definition of often, our company is 
not based on buying and selling companies. ; 
Varies, but something happens every two years. Do 
not think it's such a relevant question. Look rather at 
net assets instead. 

32-33, 44-46 Every two years; 
Not relevant 
question, look at 
assets instead 

Often 

7 Hmm… I don’t think we´re selling any subsidiaries. 
They are never sold one from this group. Maybe 
there’s acquisition every second year. We made 
some last year, but these were companies that have 
been partners before, so we owned 40 or 60%, then 
we started the process and made them fully owned. 
I think from these, we made 3 last year. 

100-103 Acquisition wave 
every second 
year, no sales. 

Often 

8 Acquisition, several times a year. (sales) We also 
do, since I started in 2012, we started selling off 
business for two years, since then we have started 
buying companies instead. 

49, 51-52 Acquisition 
several times a 
year, no sales. 

Very Often 

9 Sales have never been done. Acquisitions have been 
made over the last 3 years, we have made about 10 
acquisitions per year. 

58-59 About 10 
acquisitions a 
year, no sales 

Very Often 

10 One acquisition per month. 364,366 added a couple of 
billion a year in 
turnover per year. 

Very Often 

Looking at the 
portfolio, do you 

consider your 
holding 

company as 
industry-

specific? Was it 
ever different or 
are there plans 

to change? 

1 I have had a lot of properties and there, the taxation 
becomes very powerful, bigger and bigger, and that 
means that it creates problems then I have now 
packed two properties which will then become a 
subsidiary of my holding company. It's a lot of 
money, but I see it as a way of securing and even 
then a way for in the future to be able to sell if I 
need and then let go of a crazy tax seat. 

51-55 Specific, 
Holding: 
taxation, security 

Specific 

2 Yes, we do something every now and then, when 
tax situations change, we need to follow the 
developments that take place. As property earlier in 
the 1960s, they were privately owned, as already 
existed in the companies, on a small scale, you first 
buy a property since you suddenly have some 
properties, then it's better to put all in a company, 
then You follow more the social development that 
happens to follow the tax evolution that happens., 
You build a holding company, then you buy another 
property under the holding company, we work with 
more mother and daughter companies, where the 
individual property becomes a subsidiary of the 
parent company. It is the most common real estate 
structure we are working with, holding companies 
become more an ownership structure issue. 

52-56, 37-40 Changes: when 
taxation 
evolution, 
Holding 
companies 
become more an 
ownership 
structure issue. 

Specific 

3 I would say no, because we have so many distinct 
business areas, but there is a desire to reduce the 
number of legal entities, but that's one thing. So the 
answer is no, we do not think in that thoughts., 
Ehhh, no, I do not know how to answer. I would 
probably say no, I have both worked in the 
pharmaceutical and transport industry and in the last 
few years in private care, and everyone basically 
has holding company structure., Or maybe it's more 
from outside, or, I do not think it's industry specific, 
I'd say more that it's structural-specific, you've got 
many legal entities that have different character, 
that's when holding company, I think shows up or is 
a good structure. So that's probably enough, or 
maybe it's a bit more industry-specific, because if 
you have a more diversified business or industry 

70-72, 56-
58, 61-66 

Not specific, 
desire to reduce 
the number of 
legal entities, but 
not holding 
structure, 
pharmaceutical, 
transport, private 
care : all 
holdings., 
Holding is the 
best if the 
structure requires 
different devices. 

Not specific 
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type that requires many different devices, holding 
companies are probably the best solution. 

4 Hrm .. ehhhm, No, No, I do not think so, no, I do 
not think so.; Yes, it is discussed (change), but it is 
usually associated with loans and tax issues 

35,38 Discussion on 
changes: loans 
and taxation 
change driven 

Not specific 

5 We look somewhat similar to other industrial 
packaging companies, however, our ability to 
deliver the same solutions in so many locations 
worldwide, we argue that our footprint is quite 
unique in the industry. 

18-20 yes, packaging 
industry 

Specific 

6 Yes, we are a holding company that controls the 
shares in XY and the operating companies. No, no 
thought of changing structure as this is proven and 
works very well. In terms of industry specifically, I 
would say no, more a method of acquiring and 
being able to divest. In our case, the holding 
company is owned by equal shares, two owners, the 
Wallenberg Group owns 50%. Holding company is 
a way to get even control and the influenza of this is 
created by the holding company so that you can 
control. ; We are a high technology company, 
although many do not believe it, since they think we 
are a heavy metal company. 
Can be found in many industries so it's not industry-
specific. 

50-56, 41-42 Changing 
structure: never 

Specific 

7 Yes, we are looking for companies that are 
somewhat connected to the main industry 

141 Specific Specific 

8 No, no .. 64 No Not specific 

9 Ehhh, no, not really, we work, we have 50 
subsidiaries who work a little more freely. We have 
a little different model than the other major players, 
it's a model we believe in and want to keep in 
essence. 

66-68 Not specific, we 
wish to keep this 
model 

Not specific 

10 We are in an industry, we do not have a holding 
company where we have portfolio companies in 
various unrelated or connected industries 

376-377, 
387-388 

No, we try to 
grow both 
productively and 
in the value chain 
where you are 

Specific 

What do you 
think are the 

main reasons for 
buying and 

selling shares? 

1 Primary reasons for buying and selling shares in 
companies, of course, it may be a way of 
developing something, if you have a small group, 
it's a way to create added value and capital. 

59-60 Way of 
developing 
something, create 
value, increase 
capital 

Development, value, 
capital 

2 Yes, we have sold a property in Malmö a couple of 
years ago. Yes, of course, then we sell that 
company. So, of course, yes, we do.; Yes, we had 
bought 3-4 years earlier. We tried Malmö as the 
market, then we left them by selling.; The primary 
is more, ehh, is in an industry that you are in a 
development phase, when you buy one then you buy 
an item that fits in the structure I have then you are 
on the purchase side. The sales side may be other 
parameters if I am in a decommissioning phase, like 
Malmö for us, it did not really fit us, then we left 
that market.; : It was a big object that required work 
effort, I did not have the time and resources to drive 
that property, as this property in Kristianstad was in 
a major development phase during that period. It 
was too much. 

42-43, 45-
46, 60-63, 
65-67 

Development, 
leave market if it 
doesn’t fit the 
company, lack of 
resources to drive 
it 

Strategic focus 

3 In principle, we do not sell companies, we have sold 
a company in Norway, but for other reasons. 
Basically, we do not sell the companies, that's not 
the point. I would say, in our case, it is not to 
increase the volume, but that we want to access an 
area, specialty that we do not have in our company 
it can also be a Geographic location where we want 
to find a step into the geographic market I would 
say. Ehh, ok, to small extent I would also say unless 
we buy it, someone else buys it, and it may be a 
competitor we do not want to get into our area. 

50-51; 79-83 Not to increase 
volume, but 
accessing a new 
area, 
geographical 
market, take 
chance away 
from competitors 
to buy it 

Expansion 
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4 Ehhhh Well, it's about strategically wanting to grow 
in a market if you cannot make it organic, then you 
have to try to grow through acquisitions, that's 
probably the main reason XY has. Then, if you want 
to get some production in a non-existent area, that is 
far from the existing business unit. We acquired a 
company in Thailand that had production and then 
we got a production site in Asia and it's easier to get 
value from there.; For XY, it (selling) has been to 
renegotiate the business, concentrate on what we do 
good and dare to knock off those that do not belong 
to the core business. 

42-46,50-51 Strategic: 
growing in a 
market, 
production in a 
new geographical 
area, selling is to 
renegotiate the 
business, knock 
off the units that 
don’t belong to 
core competences 

Expansion, strategic 
focus 

5 I guess if we talk about “buying and selling shares” 
in general, I would answer: to make money and/or 
to gain control/power. About acquisitions I believe 
there are partly other reasons, related to executing a 
certain strategy. 

22-24 Shares: make 
money, gain 
control or power ; 
acquisitions: 
strategy 

Development, value, 
capital 

6 On the other hand, we make acquisitions based on 
strategic choices, they are mainly linked to strategy 
not to gain market share, and also primarily what 
you mention, to access human capital. ; Yes, it is 
about to come across rights or skills, or the strategic 
acquisitions that are linked to rights licenses. 

33-35, 60-61 Strategic choice, 
grow market 
share, access 
human capital, 
gain rights 
through licenses 

Expansion 

7 What we are buying is often the knowledge of the 
people in the subsidiary 

76-77 We buy the 
knowledge of the 
people 

Strategic focus 

8 We have really cleaned the portfolio we have and 
removed companies we do not believe in and 
instead bought companies within segments we 
believe in more.; It's a bit of what I said, buying and 
selling, you should have a product mix of 
companies that you believe in having a portfolio of 
activities that you want to be within and it means 
selecting businesses and choosing.; So, no, we do 
not that way. It's key people who are important, or 
you are buying an agreement in a segment that we 
talked about earlier. 

54-55, 64-
66, 151-152 

Remove the ones 
we don’t believe 
in, buy new ones 
in the same 
segment, key 
people and 
buying an 
agreement in a 
segment of 
strategic choice 

Strategic focus 

9 Ehh, from our perspective, these are the two parts, 
and one wants to realize a value-added value, 
financially. It's probably one of them, then it's time 
to retire or do something else, but it's best The 
financial part. The other bit that we see is that you 
want to be part of something bigger, you want a 
billboard and help from specialists in our case, 
coupled with state regulatory requirements where 
you, like the state-of-the-art device, screw up the 
requirements more and more and you have to Have 
a fairly well trained and industry experienced in 
order to be relevant to say and meet them Permits 
and inspection requirements, and it becomes harder 
and harder when you are a small player, which is 
both good and bad, but they are two major parts; 
Money and skills. 

73-81 Money and skills: 
Added value 
financially, well-
trained, industry-
experienced 
people  

Development, value, 
capital 

10 mainly, getting a new industrial player, create an 
actor such as Can take big key accounts 
assignments 

392,394 Skills, 
competence, 
market shares, 
growth 

Development, value, 
capital 

How closely are 
these reasons 

related to 
intangible 

assets? 

1 Yes, yes, if you look at C4 shopping here, it's the 
biggest part of my knowledge, but by my twin 
brother, I have received human capital, then there 
are partners in this, who have experience of 
Construction so that we can build more efficiently, 
after all, we have managed to scale up the project, 
and then when we get the ECP into it, we can take 
further steps in this, with holding company as it 
becomes in this case, where you are used to buying 
a packet and doing something good, it may be out of 
harmony, but I can also enjoy it.; So thanks to the 
holding company structure, which allows us to sell 
from certain parts and come into context, the project 
will be much better, and in our case as I describe 
here, we also have come so far that we have 
removed all risk, and takes over this project, which 
then sees possibilities in this.; It’s usually very 
crucial, apart from the real estate industry, if you 

68-73, 75-
78, 80-83 

Holding 
structure: gives 
structural 
flexibility to 
make a project 
better, remove 
risk; retail 
industry: culture, 
distribution 
network. People 
matter 

Not related 
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look at retail, so the business culture is very 
important, so you look at the distribution network, 
but then you look at the people, it's those who 
matters. But there you can today you go in and buy 
where you see that there is a great potential and able 
to supply human capital to refinance and build up. 

2 I probably do not think of them at all when we work 
that way 

71 No Not related 

3 Yes, but they are very related, because for a 
company, actually we got an offer to buy a 
company just recently, but we noticed that the 
company has a bad reputation despite having a good 
financial position and Recognizing ability, and we 
also got a good price because we do not want to 
have a bad reputation in our company, so the 
importance for the human capital is crucial; 
Reputation, the owners' reputation, so human capital 
plays almost 95% if we are to acquire if the human 
capital is not good, well, we do not even look at the 
financial numbers for the company. Then it's not 
interesting if human capital is not good. 

89-95 Very related, 
almost 95% of 
decision making: 
reputation; If the 
HC is not good, 
we don’t even 
look at the 
financials. 

Very related 

4 No, I would not say it's linked.; 56 No Not related 

5 Not really close. 25 no Not related 

6 Has also made smaller acquisitions such as purchase 
researchers who started smaller companies, 3D 
Printing in Metal and further refined, where we now 
have a unique ability for 3D metal printing, so it's a 
lot of acquisitions associated with gaining some 
skills but also defending certain positions.; It's very 
close. But everything I would say is very dependent 
on the industry you work in when it comes to 
acquisition and how it is linked to intangible assets. 
We are the market leader in metal manufacturing, 
and we could not have been without the skills so we 
are completely dependent on human capital. 

37-40, 64-67 Very close. 
Purchased 
smaller 
knowledge-based 
companies to 
gain skills, 
defending certain 
positions. 
Everything is 
dependent on the 
industry and how 
it's linked to 
intangibles. 

Very related 

7 What we are buying is often the knowledge of the 
people in the subsidiary 

76-77 What we are 
buying is often 
the knowledge 

Very related 

8 In a way, if you would say that intangible assets, if 
it is customer contact, for example, I would say that 
it is very closely linked. We have chosen to change 
the entire company. In our industry, we speak of 
contractual contracts on our own and we have 
chosen to depart from being quite heavily 
contracted to be self-employed, buying up own 
companies, what distinguishes companies In your 
own right, you really have agreements with the 
municipalities, it's a customer contact, then it's the 
intangible asset you want and also that you have a 
lease to control the property you are in and that's 
also a part of the intangible. 

70-76 Customer contact 
is very related. 
Way to execute 
structural 
changes. 
Agreements with 
municipalities 
and property 
lease. 

Very related 

9 Ehhh, but they are well, the economic question is a 
little bit moment 22, if you show a high score but do 
not focus on the staff then you will see a high 
financial result, and then you think you'll get well 
paid and That's what we get if we do not look 
through it and feel that the staff and culture are not 
good at the company. We acquire so much that we 
feel that we're pretty good at that, ehhmm, and that 
way it's quite connected To that, because is it that 
we feel a shortcoming then we are usually not 
interested at all. THERE is no value of any of them 
there, one is good at looking at that, which I would 
probably say that most major players are acquiring 
intense then there is quite a strong link. But they are 
a bit counterproductive also actually .. 

88-96 Staff and culture 
must be good at 
the company. 
Missing 
intangibles in the 
valuation is a 
major 
shortcoming, 
makes us 
uninterested. 

Very related 
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10 yes, they are very close, but it's a lot of goodwill 
that's included when we buy companies, the 
physical assets is what we pay for, depending on 
what type of acquisition you can, it is a kind of 
know how in the process that we pay for 

399,408,409-
410 

Strategic market, 
customer 
contracts, 
geographical 
presence, don’t 
use the word 
intangibles within 
the company 

Very related 

Have you ever 
acquired/sold a 

subsidiary solely 
because of its 

employees and 
(lack of) talent?  

1 Yes, actually (acquired).;Yes, it was a smaller 
company, so it was just about accessing the skills 
and the network.;(Did you use the skills and then 
removed the company or how did you do?)No, no, it 
remains; Just, but there were some people who 
maybe went somewhere else that did not fit our 
corporate culture and system. 

146,148,197, 
200-201 

Yes, for skills 
and network. 
People shall fit to 
corporate culture 
and system. 

Yes 

2 No, to be crisp. But Malmö was more of a 
workload, too far away to make it effective. Then it 
was better to concentrate on Kristianstad. 

138 No, we got rid 
because of 
ineffectiveness. 

No 

3 Ehh, then I would almost say no to it, I would say 
no. Not only.; I would say, if you were to give an 
average, I would say about 80% of the value that I 
said if I would say so if the human capital had not 
been there and the price was very low then we only 
bought to. We understand that we will be able to 
compensate for that anyway, but usually we say no 
because human capital is not there, so I would say 
that it has absolutely 80% value, it's nearly a no-go 
threshold on acquisition.; Ehh, no, we have not done 
that (sold). 

164, 167-
171, 175 

HC is around 
80% influencing 
the decision. 

Yes 

4 Ehh, hrrm. Yes, yes, it's as you said earlier, it's their 
knowledge you want to acquire, so it was in 
Singapore when we made that acquisition.; And 
then we left that person in the company for 
appointment as CEO.;  Yes, just exactly (we felt it 
was a key person) and it's an important gateway on 
the market to keep it. 

156-157, 
159, 161 

Yes, its 
knowledge you 
want to acquire. 
Then keep CEO 

Yes 

5 No, not only because of that. 45 No No 

6 Yes, that can be said based on what we discussed 
before. No, not really. 

119 Yes, acquired, 
not sold. 

Yes 

7 Hmm… I don’t think we´re selling any subsidiaries. 100 No. No 

8 We pick up the companies and actually change their 
trademarks, so we change their trademarks. So you 
can say that. Then you can think of what more can 
be valued, what's left for value, it can be human 
capital. But it's usually not the "know-how-one" we 
want to eat without it's the mass you want to eat and 
it can be hard to value.; No, more customer relations 
and then there is a shortage in our industry of good 
staff. There is a lack of good staff. Recruiting 
healthcare staff was much easier earlier, now it is 
getting short.; Ehhh, no.; No, but we have sold 
companies where we ourselves have problems with 
the leadership, the activities have been good, but we 
have not got a grip on it in a good way.; Also, so I 
would not say that those employees are the reason 
we sold without believing in the market segment 
and the business model. 

26-29, 31-
33, 149, 157-
158,160-161 

Yes. We acquire 
then change their 
trademarks. 
What's left for 
value is human 
capital. Sold 
companies due to 
leadership 
problems or no 
belief in market 
segment or 
business model. 

Yes 

9 ehh, ehh .. No, you could not say that alone. 177 No No 

10 No, not what I know of. 486 No No 

Do you have 
anything in your 

mind that you 
think might be a 
good fit for the 

topic of this 
thesis, but we 

havent discussed 
it? 

1 if I'm going to be really honest, I think it's like this, 
brutally honest here, you're trampling on really sore 
toes, with all due respect, I think you're doing it, 
and it's good. Because they set goals in boards, and 
now it's trendy and you want to develop and move. 
But if you look at these big strong listed companies 
they buy, buy, package, package, but look at ------
(name) he is 50 divisions over us but if you look on 
the company Sandvik, for example. He’s looking on 
how to divide and make money on each part. It's 
just about making money, he's scrupulous to make 
money, sometimes it's good and bad, if you look at 
Volvo, during Gyllenhammar's time, you'll find 

184-191, 
168-170 

Trampling on 
really sore toes. 
They set goals in 
boards, you want 
to move and 
develop. Buying 
is about making 
money. Maybe 
my company is 
too small to work 
professionally 
with these issues. 
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more examples and examples with good returns., 
Actually, maybe my company is too small to work 
professionally with these issues. Because I think 
that, in general, today, many people are building the 
structures in order to be able to stock or be bought 
into other areas. 

2 I would think that it is doing well, If I have a 
company and buy another with intangible assets and 
employees, I’m sorry but I will buy it to sync in it in 
my former company to make it more efficient and 
rational. Unfortunately, it may cause over-
abundance, as there may be double the staff with the 
same skills. If you look forward and look into the 
future, it's a must to release some of them, because 
you cannot sit with double staff with the same 
owner and that's what ... The business community 
has worked so much in recent years, even other 
companies work, so I can imagine, sometimes it 
may be a natural reaction, but sometimes you may 
have to find other solutions. Then it is important to 
take care of it in a good way, take care of this in a 
good way, create a strategy for them, help the 
employees find a different position within the 
company. 

175-184 If I buy, I buy to 
sync it in with my 
former company 
to make it more 
efficient and 
rational. There 
can be double 
staff, double 
skills. You must 
let them go. It is 
important to find 
a different way 
and create a 
strategy for 
this!!! Find them 
a different 
position. 

  

3 I have realized that we actually work a lot more and 
value human capital much more at acquisition than I 
actually thought of if I should be honest. So that 
was an interesting thought. 

195-197 I realized we 
actually work a 
lot more and 
value it more 
than i originally 
thought.  

  

4 This with human capital is difficult, for me who is a 
figure person it's hard because it's impossible to put 
a figure on it.; We would like to measure 
everything, and find it in a balance sheet, and 
therefore human capital is so important, but it does 
not seem to be numerical.; Yes, exactly there, you 
can certainly get some other answers. Because we 
sell primary products. 

188-189, 
191-193, 
200-201 

Impossible to put 
a figure on 
intangibles as a 
key person 

  

5 NO answer   no   

6 Good question, what interests interest is interesting 
is how to protect human capital how it is not spread. 
It's not just about acquiring without being able to 
protect and preserve human capital. Again the 
succession is important. Knowledge must be passed 
on. Ensure that you have the resources to take steps 
further. Look at the annual report where you see 
that we have assessed customer relationships and 
technical know-how. I also think that it's difficult 
with a valuation model, it's so extremely theoretical 
can depend on who does it.; What I think companies 
can get better on is that before making the 
acquisition, you make your own acquisition model 
that you do carefully to arrive at the value of the 
acquisition not just linked to figures from the 
balance sheet. I think there are shortcomings in 
understanding more before an acquisition where 
you actually look at cash flow and customer 
relations, know how good will and actually put up a 
plan on how to handle this in the best possible way. 

129-134; 
139-144 

How to protect 
human capital is 
not spread. 
Succession is 
important for 
knowledge to be 
passed on. 
Valuation model 
is extremely 
theoretical and 
can depend on 
WHO does it. 
Companies 
should make their 
own acquisition 
modes that is not 
only expressing 
in figures. There 
are shortcomings 
in understanding 
intangibles before 
acquisitions. 

  

7 No   no   

8 Haha, yes, but it's the question how to value human 
capital in an acquisition. When we acquire a 
company, it usually has a brand. However, our 
acquisition strategy does not mean that we will 
focus on brand. However, our competitors have 
multi-brand strategy, i.e. the company's name lives 
on under an umbrella.; Ehhm, no, ehmm. It's 
difficult, that's what I wrote to you in the mail also 
from my perspective, I do not think so much about 

21-24, 179-
185 

Acquisition 
strategy doesn’t 
include valuing a 
brand, 
competitors have 
multi-brans 
strategy. Showing 
customers that we 
are good new 
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how to allocate the value of the assets we buy. 
There is a bit more going on in the accounting 
department, which has the allocation key that they 
have developed together with our auditors to suit 
our business. I do not think so much about those 
parts, in addition to the integration bit, make sure 
there are some customers we have to be there to 
show that we are good new owners, or are the 
employees we also need to be close to securing. 

owners and 
secure 
employees. 

9 I think it's an interesting topic that you're talking 
about, we have. Or maybe you could say this. We 
are, XY, is active in 3 different countries, with 
different customers, different framework 
agreements, other cultures And economies and also 
have different services on those such as Abuse, 
unaccompanied refugees, self-harmful personal 
assistance and there are huge differences in those 
activities, both economically and purely 
operationally. Which means that every time we 
present an acquisition, purely operational with 
economy, quality what we think the staff think, a 
whole revamp of the company. Then look, then all 
my models are completely different from case to 
case, and maybe the board says "we cannot have the 
same model", can we have the same "principle" to 
everyone? No, I say, because it looks different 
every time, when there are equal conditions, it looks 
different, including the supply of skills and these 
intangible assets, how do we look at these intangible 
assets, I see problem challenges yes maybe I 
structure the purchase price in a way, so the 
purchase price is part of the intangible Assets, 
because that's where there is no goodwill post, 
which is not in the balance sheet, and it is an 
intangible asset.; So, it's as many as many as the 
staff, even though you are not in the same company 
environment, it's different to how you look at the 
business in general. 
Then, depending on what you have for "scope" in 
the essay, but it's more from my own point of view 
not XY's then, if you look at this profit survey in the 
care, you want to point to that, so I had what it says 
is That you can earn money on the sofas in the 
house, the property through the horses, you can earn 
money, everything in the business, but you cannot, 
not, not, not invest in the staff and get back on that 
investment because they are the ones Is the quality, 
it is absolutely impossible to do that, that is what 
the investigation is about. It is a very interesting 
connection that you can look at in connection with 
intangible assets, you can look at it that would have 
been very interesting.; I am passionate about raising 
the wages of the low-paid people, but they are going 
to do lots of stuff, and you need help from the 
private actors, but you do not get any dividends on 
them as investors. 

198-211, 
213-222, 
225-227 

   

10 There is a development where we get the specialty 
and we get a competence center that is bigger, 
typical mass, what could have been done in the 
companies that we actually acquire, so we see skills 
increase and efficiency increase in many of these 
processes that we talked about here. 

527-530 Development in 
competence 
important in 
order for them to 
grow. High 
dependent on 
knowledge to get 
more 
specialization. 

  

 


