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Abstract                     

Some small privately held Swedish firms have chosen to adopt outside directors, despite costs 

and potential risks. This paper aims to investigate the reasons for recruiting outside directors 

and how outside directors are selected and integrated. Two case studies of two firms in 

different industries have revealed that the reasons are connected to attaining market 

competency, competency to give objective advice and competency to make the board 

more active and primarily professionally structured. These were resources that both firms 

found as important. Additionally, operational competency was important for the IT firm. 

Attaining access to networks and legitimacy was also a reason to recruit outside directors 

for both firms, but only the Management Consulting firm claimed it to be important. This 

finding might reveal an industry difference. Our research has also revealed that the selection 

is done through social networks and a deciding factor in selecting a candidate is their fit, if 

they share the same value foundation, have an attractive personality, and if there exist 

personal chemistry. Finally our research has revealed that a key factor in the integration is 

providing partnership. Appointing another outside director was also beneficial for the 

integration in the Management Consulting firm. 
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1. Introduction 
In Sweden there are approximately 1 million firms in total and roughly 900 000 of them are 

privately held. Small firms, defined by the European Commission as firms with 50 employees 

or less and revenues of less than 10 million euros per year (European Commission, 2003) 

comprise 99,4 % of these privately held firms in Sweden (Ekonomifakta, 2010). When taking 

a broader look it is evident that this is not only a Swedish phenomenon; small to medium 

sized firms comprise close to 95 % of all global enterprises and represent up to 60 % of 

private sector jobs (International Trade Center, 2014). In Sweden, these small private firms 

employ five out of ten of those who work in the private sector. They also account for 

approximately 40 % of the private sectors contribution to the Swedish gross national product 

(Ekonomifakta, 2010). Looking at these figures, there is no question that these firms are 

important contributors to the Swedish economy.  

 

In 2002, a survey conducted by the Swedish Agency for Economic and Regional Growth (In 

Swedish: Tillväxtverket) showed that approximately 10 % of small firms feel that they are 

under increasing competition from foreign firms. In 2014, this percentage had increased to 20 

% (Tillväxtverket, 2015). According to the same survey where almost 16 000 small and 

medium sized firms participated, almost 28 % stated that increased competition, both foreign 

and domestic, is a big impediment for growth and development. Lack of competent workers 

and human resources was stated by 22 % of the respondents as another big impediment for 

growth (Tillväxtverket, 2015). A survey conducted by PwC in 2012 showed that 30 % of the 

small business owners they surveyed stated that they lack the necessary competency to grow 

and develop their firms, especially competency connected to marketing and sales (PwC, 

2012). However, in the same survey, more than half of the respondents stated that they have 

ambitions to grow and develop their firms (PwC, 2012). A 2014 survey by the Swedish 

Agency for Economic and Regional Growth showed that having an active board of directors 

and outside directors in the board can provide benefits for growth and development 

(Tillväxtverket, 2014).  

 

By Swedish law, every firm is obliged to have a board of directors (Aktiebolagslagen 8 Kap. 

2005:551). The board of directors can be seen as the intermediates between the firm’s owners 

and the firm’s management. It is accountable to the owners and responsible for ensuring that 
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the CEO and management act in the best interest of the firm and its owners. The way they 

practically do this is to develop strategies for the company and oversee the work of the 

executive management including the CEO, whom is appointed by the board of directors to 

manage the day-to-day operations (Styrelseansvar, 2011). The role and responsibility of the 

board of directors can more clearly be divided into an economic responsibility, a 

responsibility to appoint and relieve company signatories, and a responsibility to oversee and 

control the general management of the company including the work of the CEO. By Swedish 

law, these responsibilities are required of every board of directors (Aktiebolagslagen 8 Kap. 

2005:551).  

 

While every board of director in every type of company need to adhere to these 

responsibilities, the board composition differs between public companies and private 

companies. In a Swedish context, public companies must have at least three directors. 

Privately held firms on the other hand are only required to have one director and one board 

deputy. There is moreover no requirement that the director is a different physical person than 

the CEO (Aktiebolagslagen, 8 Kap 2005:551). In other words, there are no legal requirements 

for these types of companies to have outside directors. In many cases small privately held 

firms have the same persons in management, their board of directors and as owners and 

satisfy only the basic legal requirements of having one director and one board deputy. Usually 

this director is the CEO and the board deputy is a family member (Nielsen & Lekvall, 2010, 

p. 13 f; Gabrielsson, 2004). However, in recent years some privately held small firms have 

started to incorporate outside directors (Fiegener et al., 2010, p. 292), possibly for growth and 

development reasons as shown in the survey by the Swedish Agency for Economic and 

Regional Growth. 

 

1.2. Problem discussion 
The reasons for incorporating outside directors, individuals with no economic ties nor family 

ties to a firm, into the boardrooms can be broadly defined into two categories: control and 

attainment of resources. By incorporating outside directors, the argument is that owners get 

better insight and control of the firm and the firm at the same time attains the necessary 

resources to increase its competitiveness. The findings have however in large part been from 

studies conducted on large publicly held companies (c.f. Daily et al., 1998, cited in 

Gabrielsson & Huse, 2005, p. 28). Considering that large companies face different task 



	   3	  

environments than small companies, the findings made on large publicly held companies 

might not be applicable to these types of firms (c.f. Fiegener et al., 2010, p. 291 f). One clear 

example of this is that the owners in smaller privately held firms are usually part of 

management (Nielsen & Lekvall, 2010, p. 13 f), which decreases the need for a control 

function. This function could though be necessary in large public firms with a dispersed 

ownership group. Some previous research have considered why privately held small to 

medium sized firms have incorporated outside directors, but this research has however either 

been of quantitative nature (c.f. Fiegener et al., 2010; Arosa et al., 2010; Brunninge & 

Nordqvist, 2004) or focused solely on family owned businesses (c.f. Johannisson & Huse, 

2010). While Johannisson & Huses (2010) article is of qualitative nature and conducted on 

privately held firms, it is as stated conducted solely on family owned businesses. There is 

research (c.f. Gabrielsson & Huse, 2005) that shows that ownership structure can affect the 

reasons for recruiting outside directors. Thus, privately held firms other than family owned 

businesses could have other reasons for recruiting outside directors or at least emphasize other 

reasons. Moreover Johanisson & Huse (2010) discusses the recruitment of director selection 

from different contrasting ideologies (entrepreneurialism, managerialism and paternalism), 

which is not the aim of this paper. Gabrielsson & Huse (2005) compare family owned 

businesses with other types of privately held firms when it comes to reasons for recruiting 

outside directors. However, this study considers 52 unpublished master theses and the study is 

moreover based on small to medium sized firms and not only small privately held firms. As 

such, to our knowledge, qualitative research on why small privately held firms recruit outside 

directors is scarce. 

 

Moreover, there is a potential risk for management when recruiting outside directors. The 

board of directors is ultimately responsible for how the firm is governed and has the 

responsibility to continuously evaluate the firm’s governance and financial situation 

(Aktiebolagslagen 8 Kap. 2005:551). Thus, they have incentives and requirements to observe 

the CEO and management, which could for the CEO and management be perceived as 

intrusive and make their day-to-day operations more difficult. Greater board control by 

outside directors can be perceived as decreasing discretion and freedom, especially as 

entrepreneurs have shown to have strong psychological ownership of their firms (Bruton et 

al., 2000; Finkelstein & Boyd, 1998; Nelson, 2003). This in turn, the loss of discretion and 

control, especially in the case of firms where the founders are still present, can decrease the 

motivation of the founders (Zajac & Westphal, 1994, p. 125). Moreover, some scholars show 
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that a director with no financial or family ties to the firm, such as an outside director, will 

have incentives to more quickly resign when they anticipate that the firm will perform poorly 

or disclose adverse news in order to protect their own personal reputation (Fahlenbrach et al., 

2010, p. 3). In other words, recruiting and having outside directors on the board does not 

come without risk. Moreover, an outside director that acts as a chairman in a Swedish small 

firm usually cost between one to three price base amounts per year (a government set amount 

used for calculating different benefits), which in 2015 amounts to 44 500 – 133 500 SEK 

(StyrelseAkademien, 2008). These problems show the risks and costs associated with outside 

directors and might explain why privately held Swedish small firms do not recruit outside 

directors. 

 

Moreover, the selection of outside directors in privately held small or even medium sized 

firms have been largely neglected (Johannisson & Huse, 2010, p. 355). There is research on 

critical drivers of director selection (e.g. Withers et al., 2012) but a broader look, as we aim to 

have in this paper that incorporates where these directors can be found, is scarce. Johannisson 

& Huse (2010) touches upon this in their article about outside directors in family owned 

businesses. However, it is not unlikely that the selection in family owned businesses differ 

from other types of privately held firms, especially considering that ownership structure has 

seen to influence the reasons to recruit outside directors (Gabrielsson & Huse, 2005). 

Recruiting an outside director arguably does not stop with selecting a candidate; the candidate 

must also be integrated into the board in order to fulfill the firm’s expectations. Identifying 

factors to ensure that an outside director is integrated in the board is therefore important. To 

our knowledge there is no research made on how outside directors could be integrated. There 

is however research conducted on how outside CEO’s and other executives should be 

integrated, and one of these studies show that 40 % of new corporate level hires depart within 

two years because of integration difficulties (Fernández-Aráoz et al., 2009, p. 10). This points 

out the importance of integration in the recruitment process, and also to some extent the 

importance of having some theoretical guideline on how to integrate. 

 

Considering the importance of small privately held firms in Sweden, the fact that theory 

within the field is scarce and that there exist costs and potential risks in practice to recruit and 

have outside directors, it is important to further investigate why and how outside directors in 

privately held Swedish small firms are recruited and integrated. 
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1.3. Research question 
Why do privately held Swedish small firms recruit outside directors and how do they select 

and integrate outside directors?         

 

2. Purpose of study 
Our study aims to answer three different but interconnected questions. First, we want to 

investigate why privately held Swedish small firms choose to recruit outside directors. 

Second, we want to investigate how they select them; where do they find these directors and 

why do they select a particular candidate. Third, we want to investigate how these directors 

are integrated into the boardroom. We have a rather broad purpose of study, however this 

aligns with our aim to give an in-depth overarching picture of the process of recruiting an 

outside director.  

 

2.1. Definitions 
The definition of an outside director, sometimes referred to as an independent director, is 

either narrow or broad depending on several factors such as country, if the company is 

publicly listed or a private company, and on which author you ask. According to Brunninge & 

Nordqvist (2004, p. 100), scholars usually define outside directors as individuals who are not 

employees in the company. Brunninge & Nordqivst (2004, p. 100) goes one step further and 

defines an independent director as someone who is not an employee in the company or 

member of the predominant owner family. The rationale behind this definition is to exclude 

individuals who might have incentives to view the firm with biased eyes (Brunninge & 

Nordqvist, 2004, p. 100). Following this rationale, we will take it even one step further and 

define outside directors as individuals who are not employees in the company or family 

member and/or employee of the predominant owner of the firm. We will define selection as 

where the outside director is found and why this particular candidate has been chosen. 

Furthermore we will define integration as factors to ensure that the recruitment of the 

outside director fulfills the firms’ expectations with recruitment. Small firms will in this 

thesis be defined as firms who employ less than 50 people and whose revenues are less than 

10 million euros per year (European Commission, 2003).   
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3. Contribution 
Our study contributes in primarily two ways. First, it fills a theoretical gap in research. As 

stated above, a qualitative approach, such as the one undertaken in this study, to answer why 

and how small privately held firms adopt outside directors is an angle that has been scarcely 

researched. Second, investigating the reasons of those firms that have chosen to include 

outside directors, and how they have selected and integrated outside directors may also be of 

practical value. Other firms that share similarities with these firms can possibly gain insight to 

what advantages and possible pitfalls there can be in recruiting an outside director.  

 

4. Theoretical choices 
To answer the why part of the question Agency Theory, Resource-based View of the Firm 

Theory, and Resource-dependency Theory has been used, in accordance with previous 

literature on the subject. These are theories that encompass the Rational Economic Perspective 

according to Withers et al. (2012). Agency Theory has to do with control and the resource 

theories, as their names imply, has to do with resources. Therefore, the reasons for recruiting 

outside directors have been categorized along two parameters: control and resources.  

 

Previous literature used in this thesis considering the why part have been based on quantitative 

studies, on qualitative studies, on small and medium sized firms and on public firms. While 

the reason for this has been to ensure that we do not leave anything relevant out, some 

deliberate limitations have been made in the literature review to include literature or reasons 

that are more likely to be applicable in the case of small privately held firms. This is especially 

the case in the section about possible competencies that the outside director can contribute 

with. For example a firm could recruit someone because they have merger and acquisition 

competency (Withers et al., 2012, p. 250). However, this and similar competencies are most 

likely not relevant for a small privately held firm and therefore, such competencies will not be 

listed. Furthermore, Withers et al. (2012, p. 253) show that factors such as poor firm 

performance can drive director recruitment. However, poor firm performance arguably leads 

to the development of some kind of need, possibly a need for a person with market 

competency. For that reason we have chosen to include the need rather than, in this case, poor 

firm performance. Moreover when it comes to small private firms, Nielsen & Lekvall (2010, 
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p. 26 ff), in their book about boards in small private companies, argue that the competencies 

needed is dependent on the firm’s current and future situation. The competencies required for 

the small firm and which the outside director can provide can be specific or more general 

(Nielsen & Lekvall, 2010, p. 26 ff). For example an outside director can provide competency 

on a specific project related to a new export venture or provide competency to increase sales. 

As the specific types of competencies for the small firm can be endless, we are in the theory 

section going to list more broad and encompassing types of competencies which outside 

directors can contribute with to the small private firm. 

 

The how part of our research question is constituted by the selection and integration of outside 

directors. The selection, as mentioned, is defined as where a candidate can be found and why a 

particular candidate is chosen. When it comes to where a director candidate can be found, 

there is some literature on the subject. Johannisson & Huse (2010) indirectly discusses where a 

candidate can be found when it comes to family businesses but do not provide a 

comprehensive framework. Malmström (2007, p. 21 ff) however, who studied competency 

acquisition in small firms, gives a comprehensive framework using a revised version of the 

Pecking Order Theory. As recruiting an outside director is in many ways a acquisition of 

competency, this revised version of Pecking Order Theory will also be used to answer where 

outside directors can be found. Regarding the second part of the definition, why a particular 

candidate is chosen, we have used theory on social factors, what is referred to as the Social 

Embeddedness Perspective (Withers et al., 2012, p. 255).  

 

To our knowledge, research regarding the integration of outside directors is scarce or non-

existing. Thus we have used theory regarding the integration of outside CEO’s and other 

executives as these share similarities with outside directors in the sense that they are both 

high-level decision makers. An extensive part of our literature in this part is based on RHR 

International (2012). RHR International is a consultancy firm and as such the research 

conducted by them possibly does not reach the level of academic rigor of scholarly articles. 

For example, scholar articles are examined before they can be published, which is not a 

criteria for consultancy reports. However, the findings are based on a mix of in-depth 

interviews and online surveys with over a 100 participants, stretching from senior-level 

managers and CEOs to consultants. There is furthermore no reason for us to believe that the 

content of this research is biased. In summary, an extensive literature search has been 

conducted in several different databases to ensure a solid theoretical foundation.  



	   8	  

           

5. Theoretical framework 
In this section we will describe the reasons behind the recruitment of outside directors and 

the selection and integration of outside directors. The section concludes with a summarizing 

theoretical framework. 

 

5.1. Reasons for recruiting outside directors 
 

5.1.1. Control 
According to Agency Theory there is a separation between ownership and control in some 

organizations. Owners, called principals in the theory, have let go of the reign of the 

companies to others, a management function, called agents. Agency Theory stipulates that 

these agents are inherently self-interested and try to solely maximize their own value (Jensen 

& Meckling, 1976). In order to align their interests with the interest of the owners, and reduce 

agency costs, the principals can increase their insight into the agents or management’s work 

by for example using a board of directors (Johannisson & Huse, 2010, p. 356).  In fact, the 

primary role of the board is to monitor the actions of the agents in order to protect the interest 

of the principals or shareholders (Eisenhardt, 1989; Jensen & Meckling, 1976; Mizruchi, 

1983, cited in Hillman & Dalziel, 2003, p. 384).  

 

In large public firms there are many dispersed shareholders and therefore a clear distinction 

between ownership and control. In small private firms however, this agency problem is not as 

prevalent as the gap between ownership and control is small to non-existent. As stated above, 

in most of these firms the owners are at the same time part of the board and part of the 

executive management, meaning that the agent is the same person as the principal. This 

reduces the need for a control function (Mallin, 2007, p. 67). However, in these companies, 

the agency dilemma can occur between other actors than the owners and executive 

management. For example, if the owners are replaced with stakeholders such as loan givers, 

the need for a control function is increased. These principals, the loan givers, often require a 

strong and reliable board of directors to govern that the agents, the executive management, is 
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using their capital efficiently (Gabrielsson & Winlund, 2000, p. 315; Fiegener et al., 2010, p. 

299; Brunninge & Nordqvist, 2004, p. 99). 

 

5.1.2. Resources 
The Resource-based View of the Firm states that a firm’s path to gain a competitive 

advantage is dependent on its tangible and intangible resources, with an emphasis on its 

intangible resources (Prahalad & Hamel, 1990). Resource-dependency Theory states that a 

firm’s competitive advantage is dependent on its ability to link itself with its external 

environment. As the firm must constantly interact with its external environment, either by 

gaining resources or selling services and goods, the firm should seek to gain control over its 

environment to reduce uncertainty and increase stability of resource flows (Pfeffer & 

Salancik, 2003). Combining these theories, a firm should attain and maintain necessary 

internal resources and external influence and control, in order to achieve a competitive 

advantage. Gabrielsson & Huse (2005), in their article about the benefits of and reasons for 

recruiting outside directors in small to medium sized enterprises, translate these theories to 

attaining competency, access to networks and legitimacy in order to achieve a competitive 

advantage in practice. 

 

Attaining competency 

Recruiting knowledgeable outside directors have been mentioned as a way of attaining these 

resources and in turn attaining a competitive advantage for small firms (Castaldi & 

Wortmann, 1984). Withers et al. (2012, p. 249) define human capital as skills, expertise and 

knowledge. Baysinger & Hoskisson (1990) show that outside directors provide different 

human capital than inside directors. Rosenstein & Wyatt (1994) show that this human capital 

has a positive relationship with shareholder wealth. As such, the human capital or competency 

of outside directors has by some scholars been shown to be very valuable for the company’s 

boardroom and for the company’s profitability.  
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Market, technical and operational competency 

Malmströms (2007, p. 5) study on small firms, divide competency into three categories: 

market competency, technical competency and operational competency. These competencies 

have been identified by scholars as strategically important for competitive advantages (c.f. 

Tidd et al., 1997; Berglund & Blomquist, 1999, cited in Malmström, 2007, p. 5). Market 

competency has to do with having the competency to sense market signals and act thereafter. 

Technical competency has to do with having the right technical competency to produce the 

products that a firm offers to its customers. Operational competency has to do with having 

the right competency to find errors in production and as such to reduce slack and costs 

(Malmström, 2007, p. 5 ff). Ek (1996, p. 46 ff) also emphasizes these competencies but uses 

slightly different terms in his book about board of directors in small private firms. Ek (1996, 

p. 46 ff) argues that three competencies are crucial to have in the board of directors of small 

private firms. According to him, there needs to be a competency in customer-related 

questions about marketing and sales. There should also be a competency in technical and 

production-related questions for both the manufacturing firm and the service firm (for the 

service firm it can be for example competency about how to renew a product). Moreover, 

there needs to be a business and administrative competency about how to make the 

organization work efficiently internally. As such, these competencies or the lack thereof can 

be reasons to recruit outside directors.  

 

Making the board more active and professionally structured 

Another reason to recruit outside directors is to make the board more active and 

professionally structured. Nielsen & Lekvall (2010, p. 13 f) argue that the boards of directors 

in small firms, especially those who are constituted solely by owners, are in many cases only 

there as a formality. They are not active in actually governing the organization and are 

furthermore not professionally structured. Having a board that is both active and 

professionally structured can be of importance when a firm reaches the size of around 15-20 

employees and starts to become more complex. Incorporating an outside director can 

potentially make the board more active and create a more professional structure (Nielsen 

& Lekvall 2010, p. 13 f). Fiegener et al. (2010, p. 297) further states that when a firm grows 

in size, the organization becomes complex and can potentially become an organizational and 

administrative burden that is too strong for management to handle alone. Fiegener et al. 

(2010, p. 295) discusses that the adoption of outside directors could create a more 

professional management structure, including a more professional board to handle the 
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increased organizational complexity. Thus, outside directors can potentially contribute with 

competency to make the board more active and more professionally structured. 

 

Objective advice 

Outside directors can also contribute with objective advice. Leach (2011, p. 100), in his book 

about family firms, argue that due to the fact the outside director is not as involved in the 

organization as an inside director, it can provide objective advice, for example regarding the 

firms strategy and which areas the firm should devote its focus to. Nielsen & Lekvall (2010, 

p. 44) also argue that an outside director can be a good discussion partner, especially for the 

CEO, and a way of breaking old thought patterns in the organization by providing an outside 

perspective. On the other hand, Stewardship Theory suggest that this lack of involvement in 

the organization makes inside directors better candidates than outside directors in regards to 

improving company performance (Muth & Donaldson, 1998, p. 6). However, there is no clear 

evidence to support this argument (Nicholson & Kiel, 2007, p. 596). As such, attaining 

objective advice through having an outside director who is a good discussion partner can be a 

reason for the small private firm to recruit outside directors. 

 

Industry-specific managerial experience 

Another reason is connected to industry-specific managerial experience. Kor & 

Sundaramurthy (2008) show that an outside director’s industry-specific managerial 

experience has strong effects on firm growth. Outsiders with such knowledge can assess 

strategies and evaluate performance more accurately. These findings were though derived 

from a quantitative study of firms who had just completed an initial public offering (Kor & 

Sundaramurthy, 2008).  However, according to Kor & Sundaramurthy other scholars have 

found that outside directors’ experience in the industry provides them with tacit knowledge of 

the opportunities, threats, competitive conditions, technology, and regulations specific to an 

industry (c.f. Boeker, 1997; Kor, 2003, cited in Kor & Sundaramurthy, 2008, p. 6). This 

reinforces that this competency could be an important reason to recruit outside directors for 

other firms as well. Carter & Lorsch (2004) furthermore show in their study that executives 

from the industry are for these reasons good candidates as outside directors. However, as 

Huse (1998, p. 225) points out, it is important to ensure that the competency is not duplicated 

but complemented.  
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Attaining access to networks and legitimacy 

The board of directors can provide the firm with resources that can help it towards better 

performance by reducing the firms dependency on external contingencies (Pfeffer & Salanick, 

2003), reducing uncertainty (Pfeffer & Salanick, 2003) and overall supporting the survival of 

the firm (Singh et al., 1986). In this respect outside directors are seen as a linking mechanism 

between the firm and its environment (Zahra & Pearce, 1989). Not only can the outside 

director act as a bridge between the firm and its external environment by reducing the 

knowledge gap between the firm and its environment (Leach, 2011, p. 100 ff), but also by 

providing access to important networks  (Leach, 2011, p. 100 ff; Borch & Huse, 1993, p. 24; 

Daily & Dalton, 1993, p. 69). Access to strategically important networks has been deemed by 

some researchers to be one of the most important functions of the board of directors 

(Gabrielsson & Winlund, 2000, p. 315). Nielsen & Lekvall (2010, p. 114) mention that firms 

might believe that the adoption of an outside director will provide them direct access to for 

example new clients. However, they point out that this is usually not the case. Outside 

directors will most likely only provide access to new contacts, which can lead to new clients.  

 

Withers et al. (2012, p. 249) define social capital as connections with other firms/valuable 

external contingencies and prestige. Above, the first part of the definition has been described. 

The second part, prestige, or legitimacy as Gabrielsson & Huse (2005, p. 29) choose to define 

it, is also important. Certo (2003) as well as Deutsch & Ross (2003) show that the 

appointment of outside directors serves as a positive signal for a firm, and many firms appoint 

directors on the basis of bolstering their own prestige. According to Deutsch & Ross (2003) 

outside directors reputation can function as a type of goodwill for a firm, allowing it to make 

credible promises to investors that it would otherwise not have been able to make. The 

appointment of a reputable outside director who provide prestige to a firm sends a compelling 

signal to investors especially if the firm itself is lacking prestige (Deutsch & Ross, 2003). 

Studies of initial public offering firms have also shown that there is a positive relationship 

between reputable or prestigious directors and IPO-pricing (e.g. Certo et al., 2001). According 

to Withers et al. (2012, p. 251), however, research overall suggests that there exist a positive 

relationship between the prestige of director candidates and the likelihood that they will be 

appointed to a board.  
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 Reasons for recruitment 
Control 
- Control function for owners 
- Control function for loan givers 

Resources 
- Competency 
- Access to networks and legitimacy 

- Control function for others 
    

Table 1 – Self-constructed table depicting reasons for the recruitment of outside directors in small privately held 

firms 

 

5.2. The selection  
As recruitment of outside directors is in many ways an acquisition of competency, theories on 

competency acquisition could also apply in this context. Research into competency 

acquisition by small firms has shown that these firms can acquire competency in primarily 

three different ways: through internal channels, through social networks, and through market 

acquisition (Malmström, 2007, p. 21). Malmström (2007, p. 21) argues that competency 

acquisition by small firms follows the Pecking Order Theory. According to the Pecking Order 

Theory managers have a specific order of preference when it comes to financing and rank 

their options of action accordingly (Myers, 1984). These preferences are based on the 

manager’s perceived risk, sourcing internally being perceived as least risky (Holmes & Kent, 

1991, p. 147). In Malmströms study (2007) of close to 900 Swedish small firms, competency 

acquisition is consistent with these results, showing that sourcing is done firstly through 

internal channels, secondly through social networks and lastly through market acquisition. As 

this study is only interested in the external modes, the first, internal, mode will not be 

discussed further.   

 

5.2.1. Social network acquisition 
Social network acquisition implies that sourcing is done through the entrepreneur’s personal 

or professional network, and emphasizes person-based trust, in contrast to market acquisition 

(Malmström, 2007, p. 114). Studies have shown that sourcing from ones social network can 

be very beneficial for the small firm. For example, it can facilitate market entrance and access 

in a fast way (Oviatt & McDougall, 1994, p. 36) It also gives access to competency that has 

already been developed and packaged by someone else and as such reduces the time to get 

access to the needed competence (Claude-gaudillat & Quélin, 2006, p. 176 f). It furthermore 

has the advantage of low costs associated with the competency acquisition (Winborg, 1999, 
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cited in Malmström, 2007, p. 24). Malmström (2007, p. 114) discusses in her study that hiring 

via recommendations from the social network is done because there is a belief that the right 

competency will be acquired and absorbed, as the recommendation is perceived as 

trustworthy. The lack of perceived trustworthiness is one reason to why market acquisition 

does not, in her study, show a significant relation with competitive advantages. However, 

social network acquisition has the drawback of mixing business with pleasure. Instead of 

finding and absorbing the “best” competence, it could result in the recruitment of relatives 

and friends (Malmström, 2007, p. 121). According to Malmström (2007, p. 121 ff) this is 

partly determined by the level of experience of the entrepreneur. The more experienced the 

entrepreneur is, the more likely this person is to find competency via the market when 

sourcing externally (Malmström, 2007, p. 121 ff). 

 

5.2.2. Market acquisition 
If competency cannot be found in the social network in a satisfying way, the second option is 

to source from the market. Sourcing from a market means acquiring competency that is not 

part of the entrepreneur’s personal or professional social network (Malmström, 2007, p. 24).  

In the context of outside directors, Ek (1996, p. 46 f) points out that potential candidates can 

be found through market channels such as The Swedish Academy of Board Directors (In 

Swedish: StyrelseAkademien). When it comes to the benefits of market acquisition, previous 

studies show that it is a fast way of acquiring insight into the firm’s external environment. For 

example, it has been found to be useful to acquire competence about entirely new markets at a 

fast pace (Malmström, 2007, p. 25). As with social network acquisition, it gives access to 

competency already developed by someone else and reduces the time to get access to 

competence (Malmström, 2007, p. 26). However, Johannisson (1999, cited in Malmström, 

2007, p. 115) points out that small firms often find market acquisition too expensive for 

acquiring competency.  
 

5.2.3. Selecting the “best” candidate 
The Rational Economic Perspective of director selection suggests that directors are appointed 

based on their ability to monitor and provide resources. In other words, outside directors 

provide human capital (competency) or social capital (access to networks and legitimacy) 

(Finkelstein et al., 2009, p. 227 ff, Withers et al., 2012). However, a growing literature 
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focuses on the Social Embededdness Perspective that suggests that social factors, such as the 

social nature of boards and board processes, are equally as important (Withers et al., 2012 p. 

255 f). According to Khurana and Pick ”A board is not a simple aggregation of individuals 

but is, in fact, a complex social system and must be understood as such” (Khurana & Pick, 

2004, p. 1260). Viewing the board in this light, directors who are selected are not necessarily 

those who can optimally serve the organization but are rather individuals who reflect the 

biases of those responsible in the selection of the director (Withers et al., 2012, p. 255 f). It is 

widely assumed that how individuals fit with the board is a major determinant of director 

appointment (Withers et al., 2012, p. 255 ff). Ladegård et al. (2014, p. 18) emphasize that 

value characteristics and personality are important to ensure a good fit and are the primary 

reasons to why a candidate is chosen. Leach (2011, p. 101), Nielsen & Lekvall (2010, p. 33) 

and Johannisson & Huse (2010, p. 376), argue that social factors such as personal chemistry 

are important to consider when selecting an outside director. Thus, the reason why a specific 

candidate is chosen is most likely because he or she not only fulfills a control function or 

provides resources, but is also a candidate who fits in the board by having similar values, an 

attractive personality and is one who there is personal chemistry with. 
 

The selection 

Where can the candidate be found? 
- Social networks    
- Market   

Why this specific candidate? 
- Personal fit - similar values, attractive personality, personal chemistry 

   

Table 2 – Self-constructed table depicting the possible selection of outside directors in small privately held firms 

 

5.3. The integration  
The research on how outside directors should be integrated is scarce. However, research 

considering how outside CEO’s and other executives should be integrated, exists. While a 

CEO and a director have slightly different roles, the former being more operative and the 

latter being more strategically oriented for example, they share at the same time similarities in 

the sense that they both are high-level decision-makers.  
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5.3.1. The role of the outsider 
Although scarce, previous research on outside CEO’s states that the outside CEO should start 

by listening to people and try to get a handle on the organizations internal and external 

environment, before making any changes and demands. Furthermore, the organization should 

be aware that real changes take time and as such give sufficient time for the outside CEO to 

achieve the expectations that the organization has on him or her (Karaevli & Zajac, 2012). 

This is in line with research made by RHR International (2012) on the integration of 

executives. This research states that full integration of an executive takes up to 9 to 18 

months, and that the organization must be aware that it takes time to fulfill expectations (RHR 

International, 2012). This research furthermore reinforces the notion that a newly appointed 

executive should begin by getting a handle of an organization and more specifically develop 

relationships with key personnel in the organization, before making any changes or 

demanding their support (RHR International, 2012). A study conducted by Fernández-Aráoz 

et al. (2009, p. 10 ff), published in the Harvard Business Review, shows that one of the 

reasons why an executive leaves an organization is failure to connect with key employees. 

RHR International (2012) moreover states that the executive must be aware of his or hers role 

and responsibilities. Role clarity is achieved through the executive understanding 

expectations, identifying key issues, defining deliverables and learning where their territory 

begins and ends. Fernández-Aráoz et al. (2009, p. 10 ff) shows that the primary reason why 

an executive leaves an organization is that he or she feels that the company had unrealistic 

expectations on them and what they should contribute with. As such, role clarity through 

understanding expectations can also be seen as something that is stressed by these authors. 

Fernández-Aráoz et al. (2009, p. 10 ff) also point out the importance of grasping how things 

get done in the organization and develop a sense of belonging and purpose. RHR International 

(2012) state that executives must also be ready to partly adapt to the reigning culture of the 

organization (RHR International, 2012). 

 

5.3.2. The role of the organization  
The organization, on the other hand, must take care of necessary administrative issues ahead 

of time, before the executive takes his or hers position in the organization. In order to fully 

integrate the executive and achieve whatever expectations there were with appointing him or 

her, the organization, ideally, provides partnership in the integration by for example 

recognizing what challenges exist and putting in place structures that will overcome these 
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challenges (RHR International, 2012). RHR International (2012) brings up some other bullet 

points to the successful integration of an executive that we have deliberately left out as it 

either does not apply to outside directors, especially in small firms, or are already part of the 

points already mentioned. The points mentioned above can be seen as the most important 

factors for a successful integration of an outside CEO or executive from the literature we have 

reviewed.  
 

The integration 
Requirements on the firm 
- Awareness that it takes time to fulfill expectations 

Requirements on the outside director 
- Listen and create connections before acting 

- Remove administrative hurdles - Have role clarity  
- Partner in the integration - Try to belong and adapt to the company culture 

 

Table 3 – Self-constructed table depicting the possible integration of outside directors in small privately held 

firms 

 

5.4. Summary of the theoretical framework 
 

Reasons for recruitment 
 

Control 
- Control function for owners 
- Control function for loan givers 
- Control function for others 

Resources 
- Competency  
- Access to networks and legitimacy  
 

The selection 
Where can the candidate be found? 
- Social networks  
- Market 

         
Why this specific candidate? 
- Personal fit - similar values, attractive personality, personal chemistry 

The integration 
Requirements on the firm 
- Awareness that it takes time to fulfill expectations 
- Remove administrative hurdles  

Requirements on the outside director 
- Listen and develop connections before acting  
- Have role clarity  

- Partner in the integration  - Try to belong and adapt to the company culture 
 

 

 

Table 4 – Self-constructed integrative framework       
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6. Method 
In this section we will describe the methodological approach taken in this study. We will first 

describe our research design. Then we will describe our sample design. The section ends with 

a description of the data collection process including how the data has been analyzed. 

 

6.1. Research design 
When investigating complex phenomena such as organizational processes or the social 

interactions behind certain outcomes, quantitative methods might be difficult to use (Patton, 

2015). Qualitative methods can instead be useful to investigate such phenomenon (Sofaer, 

1999). We want to answer questions that are of the nature why and how. Furthermore, we have 

a goal of attaining a rich and in-depth understanding of the dynamics enacted in the 

recruitment process of outside directors in privately held small firms. As such, we have 

conducted a qualitative method in the form of a case study, in line with Saunders et al. (2011, 

p. 321). The approach taken in this study has furthermore been a mix of a deductive an 

inductive approach as it is both theory-testing and theory-building (Saunders et al., 2011, p. 

124 ff).  

 

6.2. Sample design 
We have conducted a multiple case study consisting of two firms operating in different 

industries: one operating in the IT industry and one in the Management Consultancy industry, 

based on the information provided on their websites. In a multiple case study, data and events 

are compared across cases and the risk of misjudging a single event and exaggerating 

available data is reduced (Voss et al., 2002, p. 202; Yin, 2003, p. 45 ff). By conducting a 

multiple case study, we have reduced the potential problem of having findings that are 

industry-specific. At the same time, investigating different industries can potentially reveal 

industry differences. Conducting a qualitative study on this subject by investigating firms 

operating in different industries is to our knowledge a scarcely researched area. To ensure that 

our findings point to any industry differences, our case companies have been similar in 

regards to factors of ownership constellation and firm size. In line with the definitions used in 

this thesis, both of our case companies are small and are firms who have recruited an outside 
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director. Besides these criteria, our case companies were chosen because they provided the 

degree of access necessary to answer our research question.  

 

We have complemented these case studies with two separate interviews with two individuals 

outside of our case companies. One of these individuals has for many years been an outside 

director in the board of directors of several small privately held firms. Including this 

individual serves the purpose of increasing the generalizability of our findings, if we find 

patterns between his answers and the answers derived from our case companies. The other is a 

chief financial officer at an agency that works with giving credit to start-up companies. The 

latter individual has been included in the sample as he can contribute to our knowledge of 

how and if external actors influence the recruitment of outside directors. The former will from 

this point on be denoted Unrelated Outside Director and the latter will be denoted Credit Firm 

CFO. The findings from these interviews will be included in the presentation of the case 

studies’ findings.  

 

A purposive sampling has been deemed necessary because of the exploratory qualitative 

nature of our study. As we have conducted two case studies and have had few participants, 

our results can potentially be difficult to draw any general conclusions from. However, by 

relating our research to existing theory we can show that our findings from these two 

particular companies have broader theoretical significance and possibly be relevant for other 

similar firms (Yin, 2003, p. 47 ff; Saunders et al., 2011, p. 146 f). A potential drawback with 

our sample has been that we have solely interviewed firms that have recruited and maintained 

outside directors. It would have been interesting to also include firms who have recruited 

outside directors but have chosen to let them go because they were not a good fit. By doing 

this we would have attained more insight in what is important, particularly in the selection 

and integration, for the firms expectations to be fulfilled. However, as the expectations of 

recruiting an outside director are an unsubstantial part of this thesis, this limitation is not as 

strong as it would have been if we had emphasized this part. 

 

6.3. Data collection 
When undertaking an exploratory study it is suggested to use semi-structured interviews 

(Cooper & Schindler, 2011, p. 143 f). Thus, semi-structured interviews have been used to 

collect data from these two firms. This type of interview is very beneficial when it is 
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necessary to understand the reasons for decisions, attitudes and opinions and/or when the 

questions are complex or open-ended (Cooper & Schindler, 2011, p. 168 f), which has been 

the case in our study.  

 

6.3.1. Interviewees 
Our semi-structured interviews have been with owners, internal board directors and executive 

management. These individuals has been chosen because they have been the ones who have 

decided to recruit the outside director and been part of the selection and integration of the 

outside director. We have also interviewed the outside director to get as much a nuanced and 

honest view of the question at hand as possible. One of the firms has had five outside 

directors in total whereas two were still present at the company. The other three were active 

during the 1980s. To reduce the bias of memory to a minimum, in line with Ladegård et al. 

(2014, p. 7), and for practicality reasons, we chose to only include the two present outside 

directors. In order to further ensure that we attain a nuanced view of the question, our two 

case studies have, as stated above, been complemented with two separate interviews. Besides 

these individuals, no more interviews has been conducted at our case companies as we 

noticed after a couple of interviews that we got somewhat the same answers, indicating that 

we had reached saturation on the topic, which according to Yin (2003, p. 57 ff) and Kvale & 

Brinkman (2014, p. 156) is when to stop gathering new information. We could of course have 

broadened our sample size and included more companies. However, Yin (2003, p. 19 ff) 

argues that finding cases, getting access and conducting the research is a highly time-

consuming process. As our time frame was limited and our ambition was to do an in-depth 

analysis, two case companies was deemed enough for the scope of this thesis.  
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Table 5 – Self-constructed table depicting our interviewees 

 

6.3.2. Interviews 
 

The interview guides 

The interview guides used for the two individuals outside of our case companies (Appendix B 

& C) was constructed through theory relating to our research question. These guides had 

beside the function of contributing to our theoretical research, also the function of creating the 

interview guide used for our case companies (Appendix A). The interview guide used for our 

case companies were constructed partly by using the answers derived from the two 

individuals outside of the case companies, but primarily from theory relating to our research 

question. When it comes to for example why outside directors are recruited, the main theories 

that have been used have been Agency Theory, Resource-based View of the Firm and 

Resource-dependency Theory. These have to do with control and resources respectively. 

However, despite this, we did not develop specific questions such as: Was control a reason 

for recruitment? What resources were the reasons for recruitment? Instead, we asked: Why 

have you recruited outside directors? In other words, we let the questions be as much open-

ended as possible to attain as rich answers as possible, as suggested by Turner (2010, p. 756). 

In this interview guide, which was standardized to fit both companies, some questions on the 

organizations historical development was also included as such information could increase 

 
Respondents 
 

Interview 
Date 

Interview 
Type 

Firm IT CEO/Owner/Board Director 17/03/2015 Face to Face 

 
CFO/Owner/Board Director 17/03/2015 Face to Face 

 
Head of System Development/Owner/Board Director 18/03/2015 Face to Face 

 
Outside Director (Chairman) 09/02/2015 Face to Face 

    Firm CEO/Owner/Board Director 16/02/2015 Face to Face 
Management Deputy Executive Director/Owner/Board Director 15/04/2015 Telephone 
Consulting Head of Sales/Owner/Board Director 03/03/2105 Face to Face 

 
Outside Director (Chairman) 22/04/2015 Telephone 

 
Outside Director 10/03/2015 Telephone 

    Other Respondent Unrelated Outside Director 03/02/2015 Face to Face 

 

Credit Firm CFO 02/02/2015 Face to Face 
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our understanding to why and how the company recruited and integrated outside directors. 

The following table shows the connection between theory, our questions and our research 

question: 

 

Table 6 – Self-constructed table depicting the connection between theory, interview questions and research 

question  
 

The interview process 

All of our interviews were conducted between 2015-02-02 – 2015-04-22. Each interview had 

a time-span between 45-60 minutes. Eight out of eleven interviews were conducted face-to-

face and three of them by telephone. Telephone interviews are often regarded as inferior to 

face-to-face interviews due to lack of visual cues to draw upon (Novick, 2008) but in this case 

necessary due to the geographical distance involved. Moreover, we did not perceive any 

noticeable difference in the answers we got from these three interviewees compared to our 

other respondents. Before each interview, a draft of this guide was sent out by e-mail to the 

interviewee in order for him/her to prepare for it, in line with Saunders et al. (2011, p. 328 ff) 

and Kvale & Brinkman (2014, p. 105 ff). In this e-mail and during the interviews we asked 

for permission to record the interviews and assured our participants anonymity to get as 

honest and unbiased answers as possible, and as such enhance the credibility of our findings. 

To get further access to one of our firms it was also necessary for us to send out an e-mail 

certifying that the recorded material would only be used exclusively by us and furthermore 

destroyed at a specific agreed upon date. By doing this, we increased our credibility as 

interviewers and as such also the credibility of our findings. Directly after each interview we 

Main Theories Interview question Part of research question 
- Agency Theory Interview question Why 
- Resource-based View category 2 (Reasons for recruiting an outside director) 
  of the Firm  

  - Resource-dependency 
    Theory / Rational 
    Economic Perspective 
  

   - Pecking Order Theory Interview question The Selection 
  / Social Embededdness category 3 (Where the candidate is found and why a specific 
  Perspective 

 
candidate is chosen by the firm) 

   - Theory on Interview question The Integration 
  Executive Integration category 4 (Factors to ensure that expectations 

   
 

of the firm are met) 



	   23	  

asked our participants if we could quote them in the published material, in accordance with 

the recommendations of Trost (2010, p. 123 ff). One drawback mentioned with this type of 

interviewing is that it can be difficult to pinpoint similarities in the interview material in 

contrast to a less open-ended interview format (Turner, 2010, p. 756). Although our questions 

were open-ended, we conducted the interviews in a structured manner, which made it easier to 

later analyze the information. To further ensure that the interviews were conducted in an 

efficient and proper manner, after every interview we directly summarized the interview and 

structured it according to our interview guide and research question, in line with Trost (2010, 

p. 150). The benefit of this is that it becomes easier to analyze the data. The drawback is 

though that some material that could be useful could go to waste (Trost, 2010, p. 150). 

However, as we kept the audio recordings until the thesis writing process was over, this 

potential drawback was not a problem. After we were done with analyzing the data, we sent 

our findings to our participants to get their permission and answer on whether or not the 

findings truly reflected their opinions. This procedure, referred to as member checking, is an 

important aspect in increasing confirmability (Shenton, 2004). 

 
The process of analyzing the data was simultaneous as the data collection process, in order to 

avoid overwhelming data (Darmer & Freytag, 1995, p. 266 ff). However, the majority of the 

analysis was conducted after all of the interviews were done. When analyzing the data we 

translated the data from Swedish to English and then, case-by-case, searched for common 

themes in the interviews, in relation to theory and our research question, as suggested by 

Saunders et al. (2011, p. 480 ff). In this process, we were careful of not “reading between the 

lines” but rather try to be as objective as possible, in line with Trost (2010, p. 152). During 

this analysis process, we did not only look at the texts but also drew from our memory and 

searched after cues the interviewees gave us during the interviews. According to Trost (2010, 

p. 154), memory is also a form of text and of use in the analysis process.  
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7. Empirical findings 
This section consists of our findings from the two case companies. The first firm, named firm 

IT, belongs to the IT industry and the second firm, named firm Management Consulting, 

belongs to the Management Consulting industry. Below, we will begin by shortly describe the 

history and core business of each of these firms. This will be followed by a description of the 

reasons why these companies recruited outside directors, a description of how the outside 

directors were selected and how they were integrated. 

 

7.1. Firm IT 
 

7.1.1. From helping to becoming a business 
In the beginning of the 1990s three entrepreneurs set out to start a company, which would 

have the main ambition of helping a selected group of non-profit organizations to profile 

themselves on the web and digitalize their operations. Gradually through the years, because of 

problems with growth and profitability, the focus has broadened to also include the business 

community. During the last five years the firm have consistently increased their annual 

revenues to approximately 16 million SEK, and the firm’s biggest clientele and the largest 

share of their customer base are constituted by companies that have up to 100 employees. The 

number of employees in firm IT has also increased and today the firm has 13 employees. 

Operating in a fast-changing industry, the company’s service offering has also changed 

throughout the years and today the company offers cloud services and a specific set of IT-

related consulting services. Beside these changes, the ownership constellation, the board of 

directors as well as the management of the company has gone through several changes since 

the birth of the company. Today none of the original founders are present in the organization 

and the ownership and the board composition has gone through a shift from being primarily 

externally controlled to internally controlled by management, primarily due to the 

aforementioned growth- and profitability problems.   

 

7.1.2. Reasons for recruiting outside directors 
The Outside Director was recruited during the changes in the board structure. The changes in 

the board structure enabled the recruitment of a new board director. However, the CEO, the 
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CFO and the Head of System Development in firm IT, all of whom are present owners and 

board directors, describes that the underlying reason was however growth-related; the 

company needed to grow and become more profitable and they needed help with that. While a 

shift to a more internal ownership and board structure was a enabling step, the company still 

needed outside help to reach its growth and profitability ambitions. Head of System 

Development in the company, who has worked in the company since the beginning of the 

2000s and was one of the decision-makers in the recruitment of the Outside Director, 

describes that the company first thought of recruiting someone with IT expertise as they are 

operating in the IT industry. The Unrelated Outside Director points out however that 

competency should not be duplicated but complemented. This was also the line of thought in 

firm IT and after discussions internally, the company quickly determined that an outside 

director with competency to make their company grow and increase their profits would be 

more suitable.  

 

“At first we thought of getting someone with experience in IT, but then we realized that it is 

not necessary because we already know the technical parts well, so is it actually that we 

need?” - Head of System Development, Firm IT (Interview with Head of System 

Development at Firm IT HQ, 2015, Appendix D, Q.1) 

 

The company CFO acknowledges this as well and describes how they needed someone to 

help them accomplish their visions and goals of growing and increasing profitability. The 

Outside Director of firm IT describes that a tunnel vision was present within the company; 

there were a lot of ambition and talk but not enough power to act upon it. The Outside 

Director also pointed out that the company was in a locked position at the market and that 

their product mix was too broad and unspecific, which led to disappointing sales figures. 

According to the Outside Director, the company needed a clearer market strategy to increase 

their sales and also someone who could push the firm to implement this strategy in practice 

and act upon made decisions. The Head of System Development reinforces this and states that 

the Outside Director has helped with making the company more market-oriented as well as 

more efficient through identifying relevant key performance indicators and ensuring that the 

company acts upon them. Interestingly, the Credit Firm CFO, outside of firm IT, pointed out 

that firms in a growth phase or firms with ambitions to grow are more prone to recruit outside 

directors and can be benefited with recruiting such directors. The Credit Firm CFO 

recommends outside directors that has had previous experience of making companies grow 
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and become profitable. Such outside directors on the board of directors of growing companies 

can be very beneficial from a financial support standpoint, as they, for the investor, reduces 

the perceived risk of providing a loan.  

 

The Head of System Development describes that they did not have a specific profile but 

nevertheless had expectations on their candidate. The Head of System Development, the 

CFO, and the CEO, two of whom who were owners and board directors at the time of 

recruitment, describe a situation where they were looking for a candidate who not only could 

make them grow and become more profitable, but also a candidate who could provide a birds-

eye view. They were also searching for a candidate who could make the board more 

structured. The board was structured in the sense that they had regular board meetings but it 

was evident that the meetings did not lead to action. They needed someone who could 

contribute to making the board discussions more structured and more result-oriented by for 

example noting decisions and ensuring action upon these decisions. The Outside Director 

confirms this and state that he has helped the firm with these problems by ensuring that the 

degree of accomplishment of made decisions are discussed at every board meeting.  

 

“We were at a point in time where we had difficulties with growing, getting a good structure 

and attaining a birds-eye view on the financial situation and so on. We wanted someone with 

leadership skills and who has run larger organizations” - Head of System Development, 

Firm IT (Interview with Head of System Development at Firm IT HQ, 2015, Appendix D, 

Q.2) 

 

He furthermore describes that: 

 

 “We needed someone who could be present and drive the company forward”… “[The 

candidate] would come with new fresh thoughts and ideas, his network, his way of doing this. 

It would be a healthy injection” – Head of System Development, Firm IT (Interview with 

Head of System Development at Firm IT HQ, 2015, Appendix D, Q.3) 

 

It was also important that the candidate could provide access to networks where new clientele 

could be found. While access to networks was important, it was subordinate to the other 

aforementioned reasons. Competency, especially competency to make the company grow and 
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become more profitable, provide a birds-eye view, and to make the board more structured 

were the most important reasons for recruitment according to the Head of System 

Development, the CFO and the CEO. According to the Unrelated Outside Director 

competency is the most important attribute to look for in a new outside director. Attaining 

networks and legitimacy should not be the primary reason for recruiting an outside director; 

attaining competency should. 

 

7.1.3. The selection         
As explained by the company CEO, CFO and Head of System Development, the selection of 

the Outside Director was not a planned and structured process but rather due to changes in the 

ownership and board configuration of the company. It was, in the words of the CFO, event-

governed. The company had suddenly a hole to fill in its board of directors. To fill this hole, 

the company quickly realized that they would not be able to find a suitable candidate in-

house. Instead, they rather quickly looked outwards to find a suitable candidate explains the 

Head of System Development. At first, and as stated above, they were looking for an outside 

director who had IT-expertise. They quickly realized that what the company at the time 

needed was someone who primarily could make the company grow and make it more 

profitable. To find this candidate they started, not completely structured, to scan their social 

networks. All of the actors involved in the recruitment process were aware of market 

alternatives but were confident they could find a suitable candidate in their own social 

networks. The CEO of the company today explains that such market alternatives are probably 

more suited for larger companies with higher revenues. Moreover, the Head of System 

Development explains:  
 

“The individuals in your network, the individuals you know, is always a easier choice” – 

Head of System Development, Firm IT (Interview with Head of System Development at Firm 

IT HQ, 2015, Appendix D, Q.4) 

 

The Unrelated Outside Director explains, however, that recruitment should favorably be done 

through market alternatives. He points out though that this is because the likelihood of 

attaining a professional outside director is more likely through these alternatives. In Firm IT, 

even though the recruitment has been done through personal social networks, the candidate 

would never have been recruited if he were not deemed professional and met the company’s 
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demands at that point in time, explains the Head of System Development. Although the 

candidate that was chosen did not have specific knowledge about firm IT’s industry, the 

candidate had vast experience of board work and making companies grow and become 

profitable. After the candidate had been approached, in this case by the Head of System 

Development, the candidate met with the majority owner at the time and the rest of the 

owners and board directors. Much emphasis was put on whether or not the candidate would 

fulfill the reasons why the company was in the first place looking for an outside director, but 

also if he shared the values of these individuals, the company, and was a good fit.  

 

“…But in our case also someone who understood our values and our non-profit commitments 

as we had many customers that were non-profits”- Head of System Development, Firm IT 

(Interview with Head of System Development at Firm IT HQ, 2015, Appendix D, Q.5) 

 

After one meeting with the majority owner and the rest of the owners and board directors, the 

candidate was chosen as he met the aforementioned criteria. It was evident that the candidate 

had the same non-profit commitments, which showed the representatives that he clearly had a 

similar value foundation. Through his previous experiences and persona, he furthermore 

demonstrated that he was a competent individual who could fulfill the firm’s expectations. 

This in combination with showing that he had a similar value foundation led the 

representatives of the firm to easily connect with him.  

 

“We were in a position of need, he matched perfectly our criteria and he got along well with 

the majority owner” – Head of System Development, Firm IT (Interview with Head of 

System Development at Firm IT HQ, 2015, Appendix D, Q.6) 

 

Personal chemistry between the outside director and the firm’s owner is something that the 

Unrelated Outside Director also emphasizes. According to him, it is of outmost importance 

for the creation of a long-term relationship. Ensuring that this exists when recruiting an 

outside director is crucial. 

 

7.1.4. The integration         
The Outside Director describes that before he joined the company, he wanted a written 

directive from the owners describing their integrated vision and goals for the future direction 
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of the company. This directive was constructed by the organization with the support of the 

Outside Director when he first took his position. The Unrelated Outside Director states that 

this directive is of outmost importance before taking a board position and that organizations 

should always have such a directive in place before recruiting an outside director. According 

to him, this directive is important so there is clarity and unity.  
 

The Head of System Development says that before the Outside Director stepped in, they 

gathered every piece of financial information they had so the Outside Director as quickly as 

possible could get an overview of the company’s situation. When asked if having this level of 

transparency was a difficult thing to do, he replied: 

 

“It is of course a little bit difficult, but you become humble when you need help, you want to 

give as much as possible so you can attain as much as possible, and you feel grateful that 

someone wants to come and help you” – Head of System Development, Firm IT (Interview 

with Head of System Development at Firm IT HQ 2015, Appendix D, Q.7) 

 

He, as well as the CFO and CEO, all expressed the same perspective; being open and 

transparent was a key factor for the relationship with the Outside Director to work, and given 

the dire company situation they could not afford to not listen and were humble for new 

suggestions.  

 

The Outside Director, who knew he had to take on a more operative role in this company and 

as such be part of not only strategic but also operative decision-makings, also had a special 

way of advising. He describes that the first thing he did when he came in was to get an 

overview of the company situation, before making any changes. 

 

”I initally listened in a lot, especially regarding how the processes in the board worked” – 

Outside Director, Firm IT (Interview with Outside Director at Firm IT HQ 2015, Appendix D, 

Q.8) 

 

The process of listening before acting was slow, after three to four meetings (the firm has 

between four to five meetings per year) the Outside Director started to give advice. And this 

was also something that the firm was aware of: 
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”Every party was aware that this is a journey that is going to take some time”…”It is 

important to know that this is a journey  [and it takes time] before it really gives effect with 

taking in an outside director” – Head of System Development, Firm IT (Interview with Head 

of System Development at Firm IT HQ 2015, Appendix D, Q.9) 

 

Head of System Development also reaffirms this by saying that if the Outside Director had 

not taken things step by step and made us realize why what were doing was not working, the 

relationship and his suggestions probably would not have worked as well as it did and does 

today. Another factor to why the relationship was and is working and why every expectation 

was met was that the Outside Director shared the company values, which was also a factor to 

why he was recruited. 

 

7.2. Firm Management Consulting 
 

7.2.1. Business from the beginning 
In the middle of the 1980s a couple of former business students together with a research 

foundation stemming from a Swedish university decided to form a management consultancy 

company.  In the beginning, the company had seven owners but throughout the years the 

number of owners has been reduced. Today, only three owners remain, all of them the 

business students who were present when the company was formed. The company, which 

throughout most of its history has been characterized by organic growth, has increased its 

number of employees and today that number reaches 40. Besides change in the number of 

employees and owners, the company has also broadened its service focus from sole financial 

control to also provide operations management and change project management. The 

customer base has also become more defined and includes public health care, real estate 

companies, energy companies and the car industry. Today the company has revenues reaching 

approximately 50 million SEK.  

 

7.2.2. Reasons for recruiting outside directors  
Since the 1980s the firm has had in total five different outside directors. Three of them were 

recruited in the 1980s just when the firm was founded, and two of them were recruited in the 
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early 2000s. Today the latter two Outside Directors are left in the company. Bringing in an 

outside directors has always been a given in firm Management Consulting, according to firm 

Management Consulting’s CEO, Deputy Executive Director and the firms Head of Sales, all 

of whom are also owners and board directors in the company. According to these individuals, 

most of the reasons to why they brought in all of the outside directors are the same. The Head 

of Sales and the CEO claim that if you want to govern a company professionally you have to 

have an outside director on board. 

 

“You have to have outside directors. It is an advantage to have external forces” – CEO, Firm 

Management Consulting (Interview with CEO at Firm Management Consulting HQ, 2015, 

Appendix D, Q.10) 

 

“We wanted to govern this professionally and then outside directors are required” – Head of 

Sales, Firm Management Consulting (Interview with Head of Sales at Firm Management 

Consulting HQ, 2015, Appendix D, Q.11) 

 

The Deputy Executive Director explained that a consequence of recruiting these Outside 

Directors was that it led to a pressure to perform and be more prepared in board meetings, 

which made the meetings more structured and efficient. Beside this advantage, which was an 

important reason to recruit, the Head of Sales mention that it also provides legitimacy towards 

clients.  

 

“When you are a small company… when people are watching you and who is on the board, it 

is [important] that you have outside directors” - Head of Sales, Firm Management Consulting 

(Interview with Head of Sales at Firm Management Consulting HQ, 2015, Appendix D, Q.12) 

 

“We are consultants ourselves and are supposed to give good advice to others, you have to 

embrace it yourself and bring in outside directors, it is a given. Every company tries to have 

that if possible because it makes everything better”  – Head of Sales, Firm Management 

Consulting (Interview with Head of Sales at Firm Management Consulting HQ, 2015, 

Appendix D, Q.13) 
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The Deputy Executive Director reinforces this by stating that as consultants, considering the 

type of work they do, they must have outside directors to be credible. According to the 

Deputy Executive Director, one of the primary reasons to why they recruited one of the 

present Outside Directors was that this person provided legitimacy externally. The Deputy 

Executive Director explains that the Outside Directors has provided legitimacy externally and 

through that access to networks in one of their most important client segments, which one of 

the Outside Directors also points out. The Outside Director points out that while he has most 

likely provided legitimacy and deepened the firm’s access to this particular segment, he 

would never have taken the position at the firm if it were solely for these purposes. According 

to the Outside Director, it was very important that the he could and was expected to contribute 

in other ways as well, which the Deputy Executive Director further points out. The Credit 

Firm CFO states that small firms can be benefited of having competent and prestigious 

outside directors on their boards when it comes to financial support. The Credit Firm CFO 

explains that an important factor when determining to give credit to a firm or not, is how the 

board of directors look like. More specifically, the Credit Firm considers if there are 

competent individuals in the board of directors. In some cases, if the Credit Firm does not 

find the current board satisfying, they give the advice of recruiting outside directors, in order 

for the firm to attain financial support. In firm Management Consulting, The Deputy 

Executive Director explains that the Outside Director has also provided legitimacy when 

making internal decisions that affect the employees. That the Outside Director would be 

beneficial to legitimize internal decisions was an unintended positive consequence of 

recruitment. According to him, when a firm grows in size and reaches around 20 employees, 

it can become beneficial to recruit outside directors for this reason.  

 

According to the Head of Sales, the outside perspective was also an important reason to why 

they recruited outside directors: 

 

”However it is also important for the business as you attain the outside-perspective” - Head 

of Sales, Firm Management Consulting (Interview with Head of Sales at Firm Management 

Consulting HQ, 2015, Appendix D, Q.14) 

 

The CEO of the company also says that the most important function and reason to why they 

have brought in these Outside Directors is this outside perspective. An outside director brings 

new and fresh eyes to the table and provides a function of control that they are doing the 
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correct things. It is a safety net, in the words of the Deputy Executive Director. Having 

someone with an outside perspective on things provides a good discussion partner, something 

that the Head of Sales also points out. The Deputy Executive Director says that industry-

specific knowledge can be beneficial. However, the CEO and the Head of Sales point out that 

industry-specific knowledge is not necessary for a good outside perspective, as the board and 

management already possess this knowledge. What is important according to these latter two 

individuals is that the outside director knows how the business model in this industry works.  

 

One area that the company was less satisfied with was sales and one of the primary reasons to 

recruiting one of the present Outside Directors was because of his vast sales experience, 

according to the Deputy Executive Director. This is in line with the Unrelated Outside 

Directors suggestion, who argue that a firm should always complement and not duplicate its 

competency base. Although it was evident that the sales was not at a level which made the 

company be a risk, the company still wanted to increase sales. The Outside Director 

reinforces this and stated that he helped the company with sales through for example 

suggesting and ensuring that the owners let others in the company to take more sale 

responsibility.   

 

7.2.3. The selection 
Both the CEO and the Head of Sales emphasize that recruiting outside directors has always 

been given. The selection of all of these directors has always been the same; through social 

networks and handled by the CEO of the company. For example, one of the Outside Directors 

recruited in the 1980s was a former CFO at one of firm Management Consulting’s clients. 

One of the two Outside Directors present in the company today is a former CEO of an IT 

company whom firm Management Consulting has been doing business with since its 

foundation. The other has been a CEO of a large real estate company and has broad 

experience from working as a CEO and board director in other industries. This individual has 

in his different positions been a client of the firm since its foundation as well.  

 

The CEO states that recruiting through their own networks does not imply that they recruit 

unprofessional candidates. On the contrary, only professional outside directors that could 

contribute value to the company have been recruited. The Head of Sales points out that the 

added value of recruiting through your own networks is that you to some extent safeguard 
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yourself of not getting an outside director who does not work in the organization. The Deputy 

Executive Director reinforces this by stating that it is not enough for the outside director to be 

prestigious and by that provide legitimacy, there has to exist trust for the relationship to work. 

Recruiting through your own social network is a way of attaining a person who you can trust 

because you know that individual and know that you can work with that individual. 

According to the CEO, you miss all of this if you use market alternatives:  

 

“That [market alternatives] is a way if you are totally lost, if you do not have any outside 

director candidates in your own network. With your own network I do not mean that you 

necessarily need to know the persons yourself but it is always beneficial to have someone who 

can recommend someone… To go to a market alternative and lay out your thoughts and have 

someone to choose candidate for you, that is not always a given, especially if you are a small 

business owner. It is a big thing to take in a outside director from a market alternative and 

have that person look over everything… that is something that many are afraid of” – CEO, 

Firm Management Consulting (Interview with CEO at Firm Management Consulting HQ, 

2015, Appendix D, Q.15) 

 

Both of the current Outside Directors in firm Management Consulting point out that one of 

the primary reasons of why they decided to accept the offer of joining the board of directors 

was that they had a good chemistry and values that were aligned with those of the owners and 

subsequently managers and board directors of firm Management Consulting. One of them 

emphasizes that another primary reason was that he had a good understanding of their 

business. The CEO describes that the recruitment of these Outside Directors was although 

given, not a process in that sense; he consulted with the other owners and board directors and 

after that rather quickly decided to recruit the Outside Directors because of the established 

level of trust and the well-developed relationship that the company had with them.  

 

7.2.4. The integration 
Both of the present Outside Directors describes that they did not demand an ownership 

directive before they stepped on board because of the solid foundation they already had built 

with firm Management Consulting and especially its CEO through previous business 

dealings. The Unrelated Outside Director’s suggest that an ownership directive is however 

always important.  
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In firm Management Consulting it was clear that the Outside Directors knew what the firm 

was in need of and what they could and should contribute with. The Outside Director that was 

recruited first points out however that he had some difficulties getting his suggestions across 

initially; the company listened to his suggestions but did not really act upon some of them. 

This did though get better when the second Outside Director was recruited, as there was now 

an extra person who could back up his suggestions. According to the Deputy Executive 

Director, two outside directors on a board is always better than one as the other one can 

reinforce and back up the others suggestions. One of the Outside Directors furthermore points 

out that to get his views across he is careful of not demanding things but rather tries to 

persuade the board directors by drawing from his own experiences and through that gain more 

trust and confidence in his suggestions. For that to work he points out that there must exist an 

openness to new suggestions and ideas, which he states has been there right from the start, 

although it has been increased with the introduction of the second director. This view is 

shared by the other Outside Director as well. The Head of Sales in the company concurs and 

mentions that for outside directors to work in a company there must exist: 

 

“A degree of maturity in the leadership” – Head of Sales, Firm Management Consulting 

(Interview with Head of Sales at Firm Management Consulting HQ, 2015, Appendix D, 

Q.16).  

 

According to the Head of Sales and the CEO, such a degree of maturity in the leadership has 

always been present within firm Management Consulting.     
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8. Analysis & Discussion 
In this section we will compare our theoretical framework with our empirical findings to see 

which reasons are relevant in these firms and how the Outside Directors have been selected 

and integrated.          

       

8.1. Reasons for recruiting outside directors     

 

8.1.1. Is the control function relevant?  
The reasons for recruiting outside directors can broadly be defined into two categories: 

control and resources. The theory on control is derived from Agency Theory, which suggests 

that there should be a monitoring function in an organization, such as the board of directors, 

to control that management is acting in the best interest of the owners (Jensen & Meckling, 

1976). However, in both firm IT and firm Management Consulting, all owners are also part of 

management, reducing the need for a control or monitoring function, in line with Mallin 

(2007, p. 67). Moreover, none of the firms did either have external pressure to add outside 

directors to their board for control reasons as theorized by Gabrielsson & Winlund (2000, p. 

315), Fiegener et al. (2000, p. 299) and Brunninge & Nordqivst (2004, p. 99). However, it 

was apparent in both firms that one of the primary reasons for recruiting outside directors was 

to attain an outside perspective to ensure or control that they are doing the correct things and 

acting in the best interest of themselves as owners. This can be perceived as a control function 

and a form of Agency Theory in the sense that the owners, or principals, are recruiting outside 

directors to control themselves and their own behavior as agents. However, Agency Theory 

stipulates that the agents must be controlled because of their self-interest (e.g. Jensen & 

Meckling, 1976), which can hardly be argued to be the case in these firms as the agents are 

the same persons as the principals. As such we have regarded it as a form of resource in the 

form of competency instead.  

 

8.1.2. Resources in focus         

Competency important 

In firm IT, the reasons for external recruitment were primarily connected to the outside 

director’s human capital rather than social capital, as described by Withers et al. (2012, p. 
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249). In firm IT, although the process of recruiting an outside director was mostly event-

governed, the firm had for long been in need of additional resources to take their organization 

to the next step.  

 

Market and operational competency 

At first, firm IT thought the firm needed IT-competency but quickly realized that they had 

this competency in-house. This is in line with Huse (1998, p. 225) who suggest that 

competency should be complemented rather than duplicated. Malmström (2007, p. 5) 

discusses three types of competency; operational, market and technical competency, whereas 

the former two has to do with finding errors, reducing slack and costs, and sense market 

signals and act upon them respectively. Firm IT was seeking a competency to make the 

company grow and be more profitable. The Outside Director in firm IT pointed out that the 

firm had difficulties of specifying their market strategy and act upon decisions. This is clearly 

connected to market competency. None of the respondents expressively stated that the firm 

needed to reduce costs, but one of them stated that they needed to get a handle on the 

financial situation. This was furthermore a company that previously suffered from financial 

problems and it was evident that these problems were not completely resolved. It was also 

pointed out that the Outside Director made the company more efficient through focusing on 

relevant key performance indicators. As such it can be interpreted as they were also seeking 

someone with operational competency that primarily could help them reduce slack. Market 

and operational competency was thus by firm IT stated as an important reason to recruit an 

outside director.  

 

In firm Management Consulting, it was primarily market competency (or competency of 

customer-related questions, if we are to use Eks (1996, p. 46 ff) classification) that was 

sought if looking at their director profile. It was evident that a central reason to recruit was to 

attain someone with sale competency, showing that market competency was, as in firm IT, 

important. According to theory, industry-specific knowledge can be a reason to recruit outside 

directors. (e.g. Kor & Sundaramurthy, 2008). In firm Management Consulting, industry-

specific knowledge was not an expressed reason to recruit their Outside Directors, because 

they already had industry-specific knowledge through their many years of experience. This is 

in line with Huse (1998, p. 225) and also in line with the Unrelated Outside Director, who 

stressed the importance of complementing rather than duplicating the competency base. This 

is also why firm Management Consulting recruited someone with sale competency or 
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competency of customer-related questions, as they did not have this competency to the extent 

they wanted in-house. In firm IT, industry-specific knowledge was not mentioned in any way 

as a reason to recruit during the interviews.  

 

Objective advice 

In both firms, there were an ambition to attain someone with a birds-eye view, an outside 

perspective, or an objective view on things, which is in line with the argument by Leach 

(2011, p. 100) that outside directors often provide objective advice regarding for example the 

firm strategic direction. As suggested by Nielsen & Lekvall (2010, p. 44), the outside 

perspective of the Outside Directors in firm Management Consulting made them good 

discussion partners, which was another reason for recruitment. Interestingly, the outside 

perspective or birds-eye view was in both firms stated as one of the most important reasons to 

recruit an outside director and one of the most important functions of an outside director. The 

lack of involvement in the organization seems not to be a problem as stated by the 

stewardship model (Muth & Donaldson, 1998, p. 6), but rather a prerequisite for these 

directors to be able to give objective advice.  

 

Making the board more active and primarily professionally structured 

Attaining someone who could make the organization and board more professionally 

structured was also an important reason for external recruitment in both firms. Nielsen & 

Lekvall (2010, p. 39 ff) argue that the outside director makes the board more active and 

professionally structured because of his or hers previous experience of board work. In firm IT 

the Outside Director, through his previous board experiences, directly contributed to making 

the board more active and primarily professionally structured. In firm Management 

Consulting though, it was stated that having these Outside Directors led to a pressure to 

perform and be more prepared in board meetings, which in turn led to a more active and 

primarily professional structure with clearer reporting standards and more efficient board 

meetings. It is clear that the outside director can contribute both directly and also indirectly to 

creating a more active and primarily professionally structured board.  

 

Access to networks and legitimacy also of importance 

Access to networks that are strategically important has been deemed by some researchers to 

be one of the most important functions of the board of directors (Gabrielsson & Winlund. 

2000, p. 315). Interestingly, while firm IT was seeking someone who could provide access to 
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networks, this reason was subordinate to the competency criteria’s. Attaining legitimacy was 

never an expressed goal of firm IT but it was clear, both in firm IT and in firm Management 

Consulting, that the outside directors reputation of being experienced businessmen was a 

aspect of their appointment. This can be seen as further reinforcing the notion that there exists 

a positive relationship between the prestige of director candidates and the likelihood that they 

will be appointed to a board, as suggested by Withers et al. (2012, p. 251). However, in firm 

IT they did not appoint the Outside Director to bolster their own prestige, as suggested by 

Deutsch & Ross (2003), but rather solely for attaining the necessary competency. In firm 

Management Consulting on the other hand it was pointed out that an important factor to why 

they recruited one of their directors was to become more legitimate towards, in this case, 

prospective customers, as discussed by Deutsch & Ross (2003). In firm Management 

Consulting attaining access to client segments through legitimacy was an expressed important 

reason to recruit one of the Outside Directors. Interestingly, the Deputy Executive Director 

pointed out that legitimacy was also equally as important to establish consensus around 

decisions internally in the organization, something that we have not seen mentioned in theory 

that we have looked at. 

           

Potential industry difference 

One possible explanation to why it was more important for firm Management Consulting 

compared to firm IT with legitimacy and access to networks, is the organizational decline that 

firm IT faced. It is not unlikely to assume that the organizational decline that firm IT faced led 

them to emphasize human capital factors such as the directors ability to make the company 

grow and become profitable more than social capital factors such as legitimacy and access to 

networks. Another possible explanation is that firm Management Consulting is operating in 

an environment where it arguably is more important with social capital than in the 

environment firm IT is operating in. Firm Management Consulting, in contrast to firm IT, 

provides an abstract intangible service instead of a more tangible and clear service, and as 

such is possibly evaluated on other factors by prospective clients than firm IT. The service 

that firm Management Consulting offer is, for example, in contrast to the service that firm IT 

offer, arguably a service that tries to solve more substantive problems of which there can be 

more than one solution to. As such, it can require the client to conduct a lot of research before 

hiring a firm to determine that this specific firm has the right solution to the problem. In this 

research process, it is not unlikely that a well-known, prestigious outside director can give 

credibility and legitimacy to a firm, and strengthen the clients belief that this firm has the 
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right solution. According to the Credit Firm CFO they regularly check who sits on the board 

of directors when determining if to give credit or not. As such it is not unlikely that 

prospective clients as well look at the board of directors in the process of evaluating if a firm 

will offer a good solution to their needs, especially when it comes to an abstract intangible 

service such as management consulting. This emphasis on social capital or more specifically 

legitimacy and through that network access could as such be a possible industry difference. 

Deutsch & Ross (2003) findings that firms use prestigious directors to send compelling 

signals to investors, or in this case prospective clients, can as such be more prevalent for a 

management consulting firm than a IT firm.  However, there is no clear evidence of this and 

we can only see small indications in this study due to the nature of research question and our 

methodological approach.  

 

8.2. The selection 
 

8.2.1. Social networks acquisition or market acquisition?   
Although the Outside Director in firm IT was recruited through one of the employees 

personal network, the recruitment was nonetheless of a professional outside director. Both 

firms emphasized that they recruited professional outside directors. While no firm will state 

that they recruit unprofessional candidates, it was nevertheless evident that the individuals 

they recruited was in fact professional considering their background and their experiences.  

 

As to why they recruited from their social network, the Head of System Developments in firm 

IT described that the individuals in your own network is always a easier choice, most likely 

implying that there already exists a level of trust. By theory, this has been emphasized as a 

beneficial consequence of recruiting through social networks (Malmström, 2007, p. 114). 

Firm IT’s CEO also pointed out that market alternatives are more suited for larger companies 

with higher revenues, which implies that there is a cost-aspect in play as well, in line with 

Johannisson (1999, cited in Malmström, 2007, p. 115). Established level of trust was also a 

reason to why firm Management Consulting recruited through their social networks. Pecking 

Order Theory as defined by Malmström (2007, p. 21) suggest that competency acquisition is 

related to risk and that social network acquisition is perceived as less risky than market 

alternatives. Based on the interviews, this factor seems important for both firms, although 
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they do not explicitly use the term risk themselves. Instead, the representatives from these 

firms use words such as trust, implying that social network acquisition is safer or less risky 

than market acquisition. As such, our findings show that Malmströms (2007) version of 

Pecking Order Theory, where social network acquisition is preferred over market acquisition 

due to risk, is evident in these cases as well. Interestingly, Malmström (2007) find that social 

network acquisition could result in recruiting relatives and friends. Furthermore, the more 

experienced the entrepreneur the more likely he or she is to find competency via the market 

when sourcing externally, and vice versa (Malmström, 2007, p. 121 ff). Our findings 

contradicts this; in both firm IT and firm Management Consulting, the entrepreneurs were all 

experienced, but nevertheless inclined to primarily recruit through their own social network. 

Moreover, both firms emphasized the importance of recruiting an outside director who was 

professional and who could fulfill the needs of the company.  

 

8.2.1. Selecting the “best” candidate 
While firm IT and firm Management Consulting wanted a professional outside director, they 

also emphasized that they wanted someone who could “fit” in the company and who they 

could work with. That the individuals had values similar to those in charge and in the board, 

and were individuals, who there existed personal chemistry with, was important, in line with 

Nielsen & Lekvall (2010, p. 33), Leach (2011, p. 101) and Johannisson & Huse (2010, p. 

376), who all emphasize the importance of personal chemistry. In firm IT having the same 

value foundation was expressed as important and a way of creating personal chemistry and 

ensuring a good fit. In firm Management Consulting it was also important with fit. Firm 

Management Consulting’s representatives pointed out that it was important that they recruited 

someone they could trust and whom they knew they could work with, which is arguably 

connected to having personal chemistry with that person. This is in line with existing theory 

which states that social factors such as fit with rest of the board is a major determinant of 

director appointment (Withers et al., 2012, p. 255 ff), and that fit can be achieved through 

similar values, personality and personal chemistry (Ladegård et al., 2014, p. 18). While none 

of the firms expressively mentioned personality of the outside director as important they 

nevertheless implied it when mentioning the importance of values and personal chemistry. 

Interestingly, this focus on ensuring that the candidate will fit in the company was expressed, 

in firm Management Consulting as a reason to not recruit from market alternatives. From our 
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interviews there seems to be a correlation between social network acquisition and the theory 

on social factors influencing board appointments. 

 

8.3. The integration 
 

8.3.1 The role of the outsider 
Listen and develop connections before acting 

Although theory on integration is derived from how to integrate CEO’s and other executives 

into organizations, this theory is also relevant for integrating outside directors. In firm IT the 

Outside Director started by listening in and becoming aware of what problems were prevalent 

in the company, before making any changes, in line with theory (Karaevli & Zajac, 2012). In 

firm Management Consulting, although not expressed directly, the Outside Directors also 

listened in before making any suggestions. One of the Outside Directors in firm Management 

Consulting stated that he was careful of not coming across as demanding, indicating that he 

would listen and try to understand before making any suggestions. While both of the Outside 

Directors in firm Management Consulting also did listen before making any suggestions, it 

was evident that it was more prevalent in firm IT. As to why, it could be because of the lack 

of knowledge that the Outside Director had and the lack of confidence or trust that the 

Outside Director in firm IT perceived to have. It is not unlikely to assume that the Outside 

Director argued that he could not make any suggestions right away partly because of the lack 

of knowledge of the firm’s situation but also because of the lack of trust, and as such deemed 

it more reasonable to listen in, before making any suggestions.  

 

The trust-factor is also related to the suggestion that the executive should develop 

relationships or connections with key personnel in the organization before making any 

changes (RHR International, 2012; Fernández-Aráoz et al., 2009, p. 10 ff). In firm IT the 

Outside Director did not make any suggestions before approximately three to four board 

meetings so he could become aware of which problems the organization had and also, 

although not directly expressed but evident nonetheless, to develop good relationships with 

key personnel before making any suggestions. In firm Management Consulting, both Outside 

Directors already had good relationships and they could give suggestions from the start. 
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Role clarity and adapting to the company culture 

Theory emphasize that the executive should be aware of his or hers role and responsibilities. 

To achieve this role clarity, the executive must for example understand expectations and 

identify key issues (RHR International, 2012). In firm IT, the ownership directive made clear 

which expectations the owners had on the future direction of the firm, and consequently also 

on the Outside Director and what he should contribute with. By for example listening in and 

identifying key issues, he most likely also gained role clarity, as he understood what problems 

they had and consequently what problems he could and should contribute to resolve. In 

contrast to firm IT, there did not exist an ownership directive in firm Management 

Consulting. However, as the Outside Directors knew the key personnel in the firm and knew 

what they needed and what they wanted to achieve, it was clear, although not directly 

expressed, that they also had a good understanding of what was expected of them in their role. 

Moreover, the executive should develop a sense of belonging and purpose and be ready to 

adapt to the reigning culture (RHR International, 2012; Fernández-Aráoz et al., 2009, p. 10 

ff), which in both firms was arguably already ensured in the selection by recruiting 

individuals who either had similar values as the company members or were individuals who 

there existed personal chemistry with.   

 

8.3.2. The role of the organization 
Awareness that it takes time, removing administrative hurdles and partnership  

The organization on the other hand, must according to theory, be aware that it takes time to 

integrate and fulfill expectations, take care of administrative issues before the executive takes 

his or her position, and be a partner in the integration, by for example recognizing and 

eliminating challenges for the integration of the executive to be successful (RHR 

International, 2012). In Firm IT the Head of System Development describes that every party 

was well aware that this was a journey that would take some time. The Outside Director 

reinforces this by stating that he took the first three to four meetings  (the firm has four to five 

meetings a year) to just listen in, before making any changes. Firm Management Consulting, 

although not directly expressed, arguably also had awareness that it takes time to fulfill 

expectations as they have had outside directors since their foundation in the 1980s.  

 

In firm IT an ownership directive was necessary for the Outside Director to take his position, 

confirming the Unrelated Outside Directors suggestions. However, in firm Management 
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Consulting such administrative issues were not a problem because of the already established 

level of trust and knowledge between and about each other. This mutual understanding of 

each other meant that the firm did not need to give as much support to the Outside Directors 

but they were though there when needed.  

 

In firm Management Consulting, as in firm IT, providing a partnership was done primarily 

through being open-minded to new suggestions. According to representatives from both firm 

IT and firm Management Consulting, the firms’ ability to be open-minded to suggestions 

from an external party was the most important factor for the integration to work and for the 

expectations to be fulfilled. The representatives from firm IT point out that this was easier to 

do as they were coming from a crisis position where they could not afford to not be humble, 

and not listen to the Outside Director. In firm Management Consulting, one of the Outside 

Directors points out that his suggestions had better influence after the second Outside Director 

was appointed. This can potentially reveal that the company representatives might have 

exaggerated the degree of how open-minded they were and the extent they provided 

partnership in the integration. However, it was apparent that the Outside Director, before the 

second director was appointed, did have influence in the boardroom; the influence just got 

better when a second director was appointed. This is evident especially considering his 

statement that the owners, board directors and management of firm Management Consulting 

has always been open-minded. Moreover, firm Management Consulting has had outside 

directors since its foundation, indicating a maturity to open up to external parties. These 

factors combined lead us to believe that there existed a certain level of open-mindedness, and 

as such partnership. Appointing an additional outside director, something not mentioned in 

the reviewed theory, was one of the reasons why the expectations that firm Management 

Consulting had on the Outside Directors has been perceived as fulfilled by them.   

          

8.4. Summary 
For illustrative purposes, our theoretical framework can be used. In this illustration the 

abbreviation IT denotes stated reason to recruit an outside director in firm IT and IT* denotes 

a more important reason to recruit an outside director in firm IT. In the selection, IT 

represents where firm IT found their candidate and whether or not social factors was a 

deciding, important factor in choosing a specific candidate. In the integration part, IT 
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represents which integration mechanism was prevalent and IT* represents a more important 

integration mechanism. For firm Management Consulting, the abbreviation MC is used. 

 

Table 7 - Results 

 

In firm Management Consulting appointing an additional outside director was also mentioned 

as an important integration mechanism, something not found in the theoretical framework. 

Moreover, it must be noted that both firms stated that being open-minded and being able to 

take on suggestions was stated as an important integrating factor. We have as authors equated 

it to being a partner in the organization process.       

   

9. Conclusions 
Our research question that has guided this work is: 

 

Why do privately held Swedish small firms recruit outside directors and how do they select 

and integrate outside directors? 

 

Reasons for recruitment 
 

Control 
- Control function for owners 
- Control function for loan givers 
- Control function for others 

Resources 
- Competency (IT*, MC*) 
- Access to networks and legitimacy (IT, MC*) 
 

The selection 
Where can the candidate be found? 
- Social networks (IT, MC) 
- Market 

         
Why this specific candidate? 
- Personal fit - similar values, attractive personality, personal chemistry (IT, MC) 

The integration 
Requirements on the firm 
- Awareness that it takes time to fulfill expectations (IT) 
- Remove administrative hurdles (IT) 

Requirements on the outside director 
- Listen and develop connections before acting (IT, MC) 
- Have role clarity (IT, MC) 

- Partner in the integration (IT*, MC*) - Try to belong and adapt to the company culture (IT, MC) 
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The results show that the control function, which according to Agency Theory, is important in 

public firms, is not important for these smaller privately held firms. Although the birds-eye 

view our outside perspective could be regarded as a control function in accordance with 

Agency Theory, it has, as described in the analysis, been regarded as a resource in the form 

competency instead. The ability to bring an outside perspective or birds-eye view, which can 

be translated to an ability to give objective advice, was stated as an important reason to 

recruit by both firms. In addition to objective advice, it was for firm IT also important to 

attain someone who could make the company grow and become profitable, someone with 

market and operational competency, most likely due to the situation they were in. The lack 

of sale focus in firm Management Consulting also led them to emphasize market competency 

when recruiting an outside director. To create a more active and primarily professional 

board structure was also an important reason shared by the firms. Legitimacy and access to 

networks was also a commonality, but more important in firm Management Consulting. The 

reasons stated as important shared by the firms were as such market competency, attaining 

objective advice and attaining a more professional board structure. These can therefore 

potentially be important reasons in general for small private firms to recruit outside directors.  

 

Regarding the selection we have interestingly found that both firms use social network 

acquisition and have been uninterested in market alternatives. Our findings indicate that fit is 

essential in the recruitment of outside directors and that social network acquisition is a good 

vehicle of ensuring of attaining a candidate who fits and who there is personal chemistry and 

shared values with. As suggested in theory, it is not only the ability to gain a control function 

or more prevalent in these firms to gain resources in the form of competency, network and 

legitimacy that is important. Social factors such as fit, enabled through shared values, good 

personality and personal chemistry, are also important and seem to be what ultimately decides 

why a specific candidate is chosen.  

 

Both firms had integrations that led to fulfilling expectations, which can be due to the fact 

that we only interviewed firms who have recruited and maintained outside directors. 

However, they have maintained these directors because they have been integrated. As to why 

these outside directors have been integrated, one of the most significant factors seems to be 

fit, which was ensured already in the selection. Another significant factor seems to be being 

open-minded, especially from the firms’ perspective, which can be translated to being a 
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partner in the integration. Appointing another outside director was also beneficial and 

important for the integration in firm Management Consulting.   

 

10. Future research 
Future research could possibly do a quantitative study, using surveys, with a larger sample 

size of smaller privately held management consulting firms and IT firms, who have recruited 

outside directors, to more clearly investigate whether or not there are differences when it 

comes the emphasis on social capital or whether or not there are other industry differences. 

Such a methodological approach would provide more credible answer to whether or not there 

exist industry differences. Such a methodological approach would also make generalization of 

the reasons for recruiting outside directors in these types of firms and in these types of 

industries more possible. Investigating possible industry differences when it comes to reasons 

to recruit outside directors is to our knowledge an avenue that is scarcely researched and as 

such would offer great contribution to the field. Another field that is scarcely researched to 

our knowledge is why the outside director chooses to sit on a firm’s board of directors, 

especially on the boards of firms that are in a state of disorder or organizational decline. 

Considering the risk coupled with loss of prestige if the firm does not turnaround or even 

worse, falls into decline, and the fact that the director most likely need to put in more time in 

the firm, it is interesting to see what motives the individual can have to join the board. Our 

study has touched upon this as one of the firms we have interviewed was in a state of disorder 

when the Outside Director joined the board. However, a more comprehensive qualitative 

study has to our knowledge not been conducted. As such, a study investigating this would 

contribute to our understanding of the director selection. Future research could also try to 

interview firms who have had outside directors but chosen to remove them to more clearly 

pinpoint which integrating factors are important to ensure that an outside director fulfills a 

firms expectations. 
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12. Appendix 

12.1. Appendix A – Interview guide with Case Companies 
 

Questions asked to those responsible in the recruitment of the outside 

director 
 

1. Introductory questions 

What does your company do?  

 - When was the company founded and how has your journey looked like? 

What is your role in the company? 

  

2. Questions about why the company recruited outside directors 

Why did you recruit outside directors? 

 - Can you tell us about your specific expectations? 

 

3. Questions about the selection of the outside director 

Who were responsible in the recruitment and selection of the outside director? 

How did you get in contact with the outside director?  

 - Did you know about any alternative ways?  

How did the selection look like?  

 - Did you have several candidates to choose from? 

- Did the outside director make any demands, and if so what demands, before he or 

she said yes to the job? 

 - Why did you choose this specific candidate? 

 

4. Questions about the integration of the outside director 

How did you prepare to integrate the outside director? 

 - Did you need to do any changes to integrate the outside director? 

How was it at first when the outside director took his position in the board? 

- Did any differences arise between the outside director and management/board 

directors/owners? If so, how did you deal with these differences? 
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Has the recruitment of the outside director fulfilled your expectations? 

 - Can you mention any specific examples? 

- What has been important from the company’s part to fulfill these expectations? 

 

Questions asked to the outside director 
 

1. Introductory questions 

 What is your background? 

How long have you worked as an outside director in the board? 

 

2. Questions about the selection 

How did you get in contact with the company? 

Why did you choose to step in as an outside director in the board of this company? 

What conditions needed to exist at the company for you to be able to say yes to the job? 

 

4. Questions about the integration 

Can you describe how it was when you first stepped in the board of the company? 

 - Did they and do they listen to your suggestions? 

How do you think that you have contributed to the company? 

- What is important both from the company’s part and from your part for the 

integration to work and for the company to fulfill their expectations?  

 

Questionnaire to Case Companies in Swedish 
 

Frågor riktade till organisationsmedlemmar ansvariga i rekrytering av 

externa ledamöter 
 

1. Allmänna frågor 

Vad gör ert företag?  

 - När grundades företaget och hur har er resa sett ut?  

Vad är er funktion företaget? 
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2. Frågor kopplade till skäl till rekrytering 

Varför valde ni att rekrytera en extern ledamot? 

- Kan ni berätta mer specifikt om vad ni förväntade er? 

  

3. Frågor kopplade till selektionen 

Vilka var ansvariga i rekrytering av den externa ledamoten? 

Hur kom ni i kontakt med den externa ledamoten? 

 - Kände ni till alternativa rekryteringsvägar? 

Hur gick rekryteringsprocessen till?  

 - Hade ni flera kandidater att välja mellan? 

- Ställde den externa ledamoten innan han/hon tog uppdraget några krav och i så fall, 

vad för krav?  

 - Vad fick er att välja just den här kandidaten?  

 

4. Frågor kopplade till integrationen 

Hur förberedde ni er för att ta in en extern ledamot? 

 - Behövde ni göra några förändringar för att integrera den externa         

     ledamoten på ett bra sätt?  

Hur var den första tiden när den externa ledamoten klev in i styrelsen? 

- Uppstod det meningsskiljaktigheter mellan den externa ledamoten och chefer och 

interna ledamöter? Om ja, hur hanterade ni detta? 

Har rekryteringen av den externa ledamoten uppfyllt de förväntningar ni hade?  

 - Kan ni nämna några specifika exempel?  

  - Vad har krävts av er för att förväntningarna ska ha blivit uppfyllda? 

 

Frågor riktade till externa ledamöter 
 

1. Allmänna frågor 

Vad har du för bakgrund?  

Hur länge har du arbetat som extern ledamot i styrelsen?  

 

2. Frågor kopplade till rekrytering 

Hur kom du i kontakt med företaget?  
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Varför valde du att gå in som ledamot i företaget? 

Vilka förutsättningar behövde finnas på företaget för att du skulle kunna ta åt dig uppdraget? 

 

4. Frågor kopplade till integrationen 

Kan du berätta hur det var i början när du klev in i styrelsen? 

- Fick du och får du gehör för dina förslag? 

 

Hur tror du att du har bidragit till att organisationen utvecklats?  

- Vad är väsentligt från bolagets sida och från din sida för att integrationen ska fungera 

bra och för att bolaget ska få sina förväntningar uppfyllda? 

 

12.2. Appendix B – Interview guide with Unrelated Outside 

Director  
 

1. How common is it today that small privately held firms recruit outside directors? 

2. What are the most common reasons why small privately held companies recruit/do not 

recruit outside directors? 

3. What are the most important reasons to why small privately held firms should incorporate 

outside directors in their boards? 

4. What types of competencies are the most important for the small privately held firm and 

that an outside director can contribute with? Are there any differences between different 

company types? (Family businesses, venture capital-backed firms etc.) 

5. How does the attitude towards recruiting outside directors differ between different small 

privately held companies in different industries? 

6. What is your opinion of recruiting or selecting from the personal or professional network 

versus recruiting from the market?  

 - Should a firm recruit within or outside the industry? 

7. What is important from the company’s part and from the outside director’s part for the 

recruitment to be beneficial? 

8. Does the board work become more professional in small privately held firms if outside 

directors are included in the board? 
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Questionnaire to Unrelated Outside Director in Swedish 
 

1. Hur vanligt är det idag att mindre företag rekryterar externa ledamöter? 

2. Vad är de vanligast förekommande orsakerna till att mindre företag väljer att rekrytera/inte 

rekrytera externa ledamöter? 

3. Vad är de viktigaste orsakerna till att mindre företag borde ta in externa ledamöter i sin 

styrelse? 

4. Vilka typer av kompetenser hos externa ledamöter är viktigast för mindre företag? Finns 

det skillnader mellan olika företagsformer? (familjeföretag, riskkapitalfinansierade bolag etc.) 

5. Hur skiljer sig attityden gentemot att rekrytera externa ledamöter bland mindre företag i 

olika branscher?  

6. Hur ser du på att rekrytera ledamöter från sitt nätverk gentemot att rekrytera ledamöter via 

marknadsanskaffning?  

- Ska man rekrytera inom eller utanför branschen? 

7. Vad är väsentligt hos företaget och hos den externa ledamoten för att rekryteringen ska bli 

fördelaktig? 

8. Blir själva styrelsearbetet mer professionellt i mindre företag ifall externa ledamöter ingår i 

styrelsen? 

 

12.3. Appendix C – Interview guide with Credit Firm CFO 
 

1. How common is it today that small privately held firms recruit outside directors? 

2. Why do small privately held firms recruit outside directors to their board of directors? 

3. What type of competencies of outside directors are most important for smaller privately 

held firms? 

4. How does the attitude differ between companies operating in different industries in regards 

to the recruitment of outside directors? 

5. How does the attitude differ between family businesses and other types of companies in 

regards to recruiting outside directors? 

6. Do small privately held firms know of the different ways they can recruit and select outside 

directors? 

7. To what extent do you, as a credit company, look at the ownership and board composition 

to the companies you choose to give credit to? 
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- Do you have any demands that the companies you choose to give credit to has 

outside directors in their board of directors? 

8. Are you as a credit company active and participant in the recruitment process of outside 

directors, in the companies that you give credit to? 

9. Does the board work become more professional in small privately held companies if 

outside directors are incorporated in the board of directors? 

10. Can you see any differences in company performance depending on the board 

composition? 

 

Questionnaire to Credit Firm CFO in Swedish 
 

1. Hur vanligt är det att mindre företag rekryterar externa ledamöter? 

2. Varför rekryterar mindre företag externa ledamöter till sin styrelse? 

3. Vilka typer av kompetenser hos externa ledamöter är viktigast för mindre företag? 

4. Hur skiljer sig attityden mellan företag som verkar inom olika branscher i frågan om 

rekrytering av externa ledamöter?  

5. Hur skiljer sig attityden att rekrytera externa ledamöter mellan familjeägda företag och 

andra typer av ägarledda företag?  

6. Känner mindre företag till olika sätt att rekrytera externa ledamöter? 

7. I vilken utsträckning beaktar ni styrelse- och ägarförhållandena i bolag som ni ger 

finansiering till?  

- Har ni som kreditgivare några krav på att externa ledamöter ska finnas i styrelsen, 

vid utgivande av finansiering? 

8. Är ni som kreditgivare engagerade i rekryteringsprocessen av ledamöter till företag som ni 

bistår med finansiering till? 

9. Blir styrelsearbetet mer professionellt i mindre företag ifall externa ledamöter ingår i 

styrelsen? 

10. Kan ni urskilja skillnader i företags prestationer beroende på styrelsekonstellationen? 
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12.4. Appendix D – Quotations 
 

Quotations from Firm IT 
 
 

1. “Egentligen hade vi tänkt oss att ta någon med erfarenhet i just IT, men sen sa vi att 

det är inte nödvändigtvis så för vi kan de tekniska bitarna, så är det verkligen det vi 

behöver? - Head of System Development, Firm IT (Interview with Head of System 

Development at Firm IT HQ, 2015) 

 

2. “Det var ett läge vi hade svårt att få lyft, struktur och det här helikopterperspektivet 

ekonomiskt osv. Vi skulle vilja ha någon med ledaregenskaper som drivit större 

organisationer” - Head of System Development, Firm IT (Interview with Head of 

System Development at Firm IT HQ, 2015) 

 

3. “Vi behövde någon som kunde vara med och driva framåt” … [Denna kandidat] 

skulle komma in med nya tankar och idéer, sitt nätverk och sitt sätt att göra saker och 

ting. Det skulle vara en frisk injektion” - Head of System Development, Firm IT 

(Interview with Head of System Development at Firm IT HQ, 2015) 

 

4.  “De individer som är i ens nätverk, de man har lite koll på, känns alltid närmast till 

hands” – Head of System Development, Firm IT (Interview with Head of System 

Development at Firm IT HQ, 2015) 

 

5. “…Men i vårat fall också någon som förstod våra värderingar och ideella 

engagemang då vi hade många såna kunder” - Head of System Development, Firm 

IT (Interview with Head of System Development at Firm IT HQ, 2015) 

 

6. “Vi stod i behov, han matchade så perfekt det vi behövde, han klaffade väldigt bra 

med huvudägaren” - Head of System Development, Firm IT (Interview with Head of 

System Development at Firm IT HQ, 2015) 

 

7. “Det är det förstås lite grann, men man blir lite ödmjuk när man behöver hjälp, man 

vill ge så mycket som möjligt för att få så mycket som möjligt, och man känner sig 
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tacksam för att någon vill komma och hjälpa till” - Head of System Development, 

Firm IT (Interview with Head of System Development at Firm IT HQ, 2015) 

 

8. ”Jag lyssnade initialt in mycket, särskilt om hur processerna i styrelsearbetet 

fungerade” – Outside director, Firm IT (Interview with Outside director at Firm IT 

HQ, 2015) 

 

9. “Alla parter förstod att det här är en resa som kommer ta lite tid” …”Det är viktigt 

att förstå att det är en resa innan det riktigt ger effekt med att ta in en extern 

ledamot” - Head of System Development, Firm IT (Interview with Head of System 

Development at Firm IT HQ, 2015) 

 

Quotations from Firm Management Consulting 
 

10. “Du måste ha externa ledamöter. Det är en fördel att ha externa krafter” – CEO, 

Firm Management Consulting (Interview with CEO at Firm Management Consulting 

HQ, 2015) 

 
11. ”Vi vill bedriva det här professionellt, och då krävs det [externa ledamöter]” - 

Head of Sales, Firm Management Consulting (Interview with Head of Sales at Firm 

Management Consulting HQ, 2015)  

 
12. “När man är ett litet bolag… så handlar det om när folk tittar vilka som är med i 

styrelsen, att man har externa ledamöter” - Head of Sales, Firm Management 

Consulting (Interview with Head of Sales at Firm Management Consulting HQ, 2015) 

 

13. “Vi är själva konsulter och ska ge goda råd till andra, man måste anamma det 

själv, och att ta in externa ledamöter, det är helt självklart, alla bolag strävar ju efter 

att ha det om det är möjligt för att det blir mycket bättre” - - Head of Sales, Firm 

Management Consulting (Interview with Head of Sales at Firm Management 

Consulting HQ, 2015)  

 

14. ”Men det är viktigt för affären genom att man inför utifrån-perspektivet” - Head 

of Sales, Firm Management Consulting (Interview with Head of Sales at Firm 

Management Consulting HQ, 2015) 
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15. “Det [marknadsalternativ] är ju ett sätt om man är helt vilsen, om man inte har 

externa ledamöter kandidater i sitt kontaktnät. När jag säger sitt kontaktnät menar jag 

inte att man behöver känna till personerna själv men det är alltid bra att ha någon 

som kan rekommendera in någon… Att gå till ett marknadsalternativ och lägga upp 

dina tankar, sen ska någon välja ut en kandidat åt dig, det är inte alltid så självklart, 

iallafall inte om man är småföretagare. Det är en stor grej att ta in en extern ledamot 

från ett marknadsalternativ som ska in och titta på allting… det är något som många 

är rädda för” – CEO, Firm Management Consulting (Interview with CEO at Firm 

Management Consulting HQ, 2015) 

 

16. “En mognad i ledarskapet” – Head of Sales, Firm Management Consulting 

(Interview with Head of Sales at Firm Management Consulting HQ, 2015) 

 


