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Summary
Are entrepreneurs smarter, more
driven, and more prone to taking
risk than others? Can you see if a
founder team with no previous
experience has the potential
to build a successful business?
Many people today consider it a truth that an A
team with a B idea is better than a B team with an A
idea. The problem is just that no one has managed
to determine what qualities actually characterise
an A team. Much of the literature and research on
teams are based on studies of teams in established
companies, and the descriptions of start-ups are
often based on in-depth interviews conducted once
they have already become successful.
As incubators in Sweden, it is our mission to help
create growth in our regions and throughout Sweden. In order to contribute to the growth of these
companies, we as incubators must be able to both
select which companies qualify for admission and
then support them to achieve success. If we contemplate that the team is the most important parameter

in the building of growth companies, it is obviously
vital to establish knowledge on exactly what it is in a
team that contributes to the company's success. All
entrepreneurs, even successful ones, were once beginners. The question then becomes: Given the right
tools, would it be possible to identify – in advance
– which individuals or teams have greater potential
than others in becoming successful?
This project started with the hypothesis that this is
indeed the case and that there are actual measurable
abilities that characterise entrepreneurs who build
strong, innovation-based growth companies. The
project goal was thus to better understand what
characterises an all-star team and assess whether
there are objective tools that can measure these
characteristic qualities.
The project results are expected to constitute an
important piece of the puzzle and provide valuable insights into the work already carried out by
business coaches in the selection, recruitment, and
development of entrepreneurs and teams, thereby
significantly supplement existing team assessment
methods, such as interviews on team experiences,
references from previous partners, etc.
2

Dalirapport 260x210_02.indd 2

2019-05-20 14:52

FINAL REPORT PROJECT DALI

The selection of tools
By measuring in four completely different ways, our
ambition was to establish characteristic qualities while
reducing the risk of bias.
The tools used include:
•

•

•
•

Game Intelligence is the collective name for
tests based on research in cognitive neuroscience and neuropsychology. These tools measure
executive functions; abilities that
regulate the brain’s information processing,
thoughts, and emotions.
MAP (Measuring and Assessing Individual
Potential) is a personality test basically designed
based on an FFM perspective (the Five-Factor
Model or the Big Five).
Matrigma is a world-leading tool for measuring
intelligence.
SGP (The Start-Up Founder Profile) is developed
by Thomas Ahrens and is based on his empirical
studies of successful entrepreneurs.

The selection of entrepreneurs
The entrepreneurs we recruited have founded and
built at least one company based on an innovation,
and have, in their roles, been absolutely vital to the
company's growth over time. The average annual
growth of the companies is between 20% and 150%.
The project conducted interviews and tests with a
total of 18 entrepreneurs who have all had a decisive
role in building at least one company that, after
its product launch, achieved a turnover of at least

SEK 20 million within five years or at least SEK 100
million within ten years. 44% of the entrepreneurs
have built one or more companies with a turnover of
at least SEK 100 million within ten years.
In our study, we chose not to recruit entrepreneurs
who have built successful companies based on a more
mature product or market, or consulting firms.
Ten of them were part of a founder team of two
people.
83% of the entrepreneurs have or have had the CEO
role. 61% have college education, 28% have research
background.
Our main challenge was to reach the goal of at least
25% of the entrepreneurs included in the project
being women. We ended up at 17%.
We determined that the sample is insufficient in
order to make a reliable, quantitative analysis of the
collected data. However, when carrying out statistical
analysis, we found that there are correlations, but that
the study needs to be expanded in order to confirm
them. In this project, we have focused on conducting
a qualitative analysis.
The results of the analysis – is there an
entrepreneurial profile?
We can conclude that there is no one profile; there
are several. The perfect entrepreneurial profile does
not exist. We did, however, find several abilities and
qualities that we note are common and specific to the
entrepreneurial group.

In the study, we did not look at other key individuals
in the company but focused only on the entrepreneurs.
When comparing the objective test results of Matrigma (test associated with intelligence/IQ), MAP (the
five-factor model), and Game Intelligence (executive
functions), the latter stands out. Only in the Game
Intelligence cognitive tests do the entrepreneurs have
results that are considerably different from and far
exceed the mean value of the general population. This
particularly applies to the more complex cognitive
functions and the creative aspects.
The cognitive tests used are normalised against the
world population, which provides strong statistical
significance in the results, despite the limited number
of entrepreneurs. Clear cognitive strengths can be
identified in the tested entrepreneurs. They generally
have considerably higher cognitive capacity than the
general population. The basic machinery for information processing is thus well developed.
The group is strongest in more complex thinking and
problem solving. We can see here that these individuals have strong cognitive ideation and a holistic
perspective, that they are logical, and that they
have an outlook that helps them navigate a complex
environment and look beyond the horizon. In one or
more of these so-called higher cognitive functions, a
majority of the individuals attain maximum measurable results, or close, which corresponds to one in
1,000 individuals.
In some other quick and more basic abilities, they are
on par with two out of 100 individuals. Cognitive
flexibility – the ability to switch tracks without losing
focus on the essentials – is an interesting example.
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The group generally achieves high quality in their execution. The group also exhibits good self-awareness
in terms of their own capacity, with a small tendency
to underestimate.
About as many matching as complementary abilities
are identified in the tested founder teams, which
indicate that both matching cognitive functions and
complementary ones are important.
Several selected performance measures provide interesting indications, including high verbal skills, both
in normal and demanding tasks, good endurance,
and increasing performance over time.
Although it is not possible to confirm that an individual with a high capacity in these executive functions
will also be a good entrepreneur, you can most likely
say that, in order to succeed, an entrepreneur or
an entrepreneurial team also needs well-developed
so-called higher cognitive functions – individually,
in the team, or in someone closely associated. The
conclusion of the cognitive tests is that the abilities
and indicators mentioned above should be sought in
entrepreneurs and founder teams.
The personality analyses have been conducted using
MAP. MAP is based on the five-factor model and is
normalised against large control groups. It shows that
the group is not affected to the same extent by what
others think and feel, and dares to make unpopular
decisions. This can be effective for leaders at higher
levels, but may lead to employees at lower levels
experiencing a so-called transactional relationship
or atmosphere. This, in turn, may lead to a risk of
employees being less happy, less committed, and more
prone to change jobs. In order to prevent and counteract this, you may need to supplement with a leader

who, to a greater extent, represents a transformative
leadership in order to promote a stronger relationship
between employees and the leaders/organisation.
This means that employees get incentives other than
financial ones; they get a kind of “relationship” with
the organisation and the leadership, and they become
more committed.
We can also see that the entrepreneurial group can
be both relaxed and easy-going, but also have a
clearer vision and agenda for achieving their goals.
All this is contextual and depends to a great extent on
whether the person in question feels stimulated by his
or her tasks.
They can be slightly more relaxed with regard to
monotonous tasks and more focused on innovative
or “exciting” projects that are underway. The group
may have less need for structure and rules; they are
simply more flexible. They may find it difficult to finish tasks that are “boring” and they may be a bit easily
distracted. The downside to this within an organisation is that the behaviour may be contagious, thereby
creating a culture that is less prone to structure and
order.
The recommendation is to make sure that there are
individuals on the team who score in the higher range
of determination so that “things are completed”, but
also to help create a culture with clear structures in
processes and procedures.
We can also see that the entrepreneurial group has a
greater need for internal and external experiences
and often generates new ideas, and is perceived as
having unconventional and more independent values. They look for activities that allow for testing new
ways of thinking or unconventional ideas.
4
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Intellectually curious and happy to test new arguments and approaches, which is not an unusual thesis
when describing an entrepreneur.
There is a tendency to allow only limited space for
emotional moods and not attribute very much importance to them, where others may place great value
in these being acknowledged.
We cannot see that the entrepreneurs are more
intelligent than the “average Swede” when using
Matrigma to measure intelligence. Matrigma is
normalised against the general population. However,
the results of Game Intelligence tools show that the
entrepreneurs score above the general population in
several cognitive abilities and particularly in the more
complex executive brain functions. One conclusion
that can be drawn is that intelligence plays a role, but
that it is important to know what kind of intelligence
and how it is measured.
In the structurally conducted interviews using SGP
(The Start-Up Founder Profile), we found that all
entrepreneurs have very good self-awareness of their
own strengths and weaknesses, and that they are all
long-term culture builders. They have all contemplated their strengths and weaknesses and they were
all good at finding individuals who complemented
them. Sometimes in the founder team, sometimes in
the individuals who were included later on.
Almost consistently, they have a good nose for
customer benefits and building teams. They are not
necessarily lateral thinkers, but they are careful to
understand the rules of the game in order to make use
of the entire playing field. Neither may they necessarily have a self-propelled winning attitude, but they
are almost all willing to practice and prepared to work

hard to reach their goals. We can also see that the
five founder teams complement each other in their
profiles.

limitations in terms of time and resources, not least in
the early stages of selection and teambuilding.

One hypothesis is that successful entrepreneurs are
driven by a desire for rematch, often stemming from
a tough upbringing. In the test, this is referred to as
dandelion energy. This may be useful, but among our
test subjects, many described their childhood, family relations, friends, and school as harmonious.
The vast majority does perceive themselves as more
energetic than their surroundings and as people who
“gladly go the extra mile”, but this correlates poorly
with a tough upbringing.
Finally, we believe that our project has provided
evidence for the hypothesis that there are certain
abilities and qualities that characterise entrepreneurs
who build strong growth companies based on innovation. We believe that the project results can be used to
further strengthen the work already carried out at the
incubators.

1. Introduction

We also see that a next phase of the project would be
valuable for collecting more data in order to statistically analyse and further verify the hypothesis.

Application of the results in
the incubators’ HR process
Based on the project results, and along with an indepth study, we see good possibilities for strengthening the incubators’ HR process and decision support.
The conclusions and several of the tools can be used
today, but we also see opportunities to create one or
more sharp online tools suited to the incubators’ clear

1.1 Background
Many people today consider it a truth that an A team
with a B idea is better than a B team with an A idea.
The problem is just that no one has managed to determine what qualities actually characterise an A team.
Much of the literature and research on teams are
based on studies of teams in established companies,
and the descriptions of start-ups are often based on
in-depth interviews conducted once they have already
become successful.
As incubators in Sweden, it is our mission to help create growth in our regions and throughout Sweden. In
order to contribute to the growth of these companies,
we as incubators must be able to both select which
companies qualify for admission and then support
them to achieve success. If we contemplate that the
team is the most important parameter in the building
of growth companies, it is obviously vital to establish knowledge on exactly what it is in a team that
contributes to the company's success. All entrepreneurs, even successful ones, were once beginners. The
question then becomes: Given the right tools, would
it be possible to identify – in advance – which individuals or teams have greater potential than others in
becoming successful?
This project started with the hypothesis that this is
indeed the case and that there are actual measurable
abilities that characterise entrepreneurs who build
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strong, innovation-based growth companies. The
project goal was thus to better understand what characterises an all-star team and assess whether there are
objective tools that can measure these characteristic
qualities.
Behind the initiative are incubators Umeå Biotech
Incubator (UBI) and Stockholm Innovation &
Growth (Sting). We are in our nature two different
types of incubators, but what we have in common
is our desire to strengthen our expertise in HR. We
believe that we have a great deal of experience and
expertise in the corporate world, but that it's not
adapted to the conditions and realities of a start-up.
UBI is a leading incubator with focus on Life Science
companies. The challenge in Life Science is the time
it takes to develop products before a product launch
compared to, for example, ICT companies. In order
to build growth companies, UBI needs to understand
what qualities are needed in a successful team to help
their incubator companies complement their teams.
Sting is an industry-independent incubator, although
with certain focus on Deep-tech, Internet/Media,
Health and Sustainability. Along with the fact that we
are located in a metropolitan area, this means that we
have a large number of applicants (about 400 companies a year). Meanwhile, we only have the capacity to
admit about 30 companies a year into our programme
and a major challenge is thus to select which companies to accept.
We believe that the combination of our differences
makes Project Dali interesting for the incubator system as well as for other stakeholders in the ecosystem
that, like us, want to further their expertise in success-

ful HR for start-ups.
1.2 Purpose
Project Dali aims to provide the national incubation
system with insights on which abilities characterise
entrepreneurs who have the potential to build growth
companies. The tools evaluated and verified by the
project should be able to be used to facilitate the
selection process when admitting start-up companies
into incubators, and as input data when the teams
need development and/or reinforcement. They can
also be used to aid the decisions of both private and
public financial backers on investments, loans, or
funding.
1.3 Participating partners in the project
The project was initiated by Sting and UBI and co-financed by Vinnova. Jennie Ekbeck (CEO) from UBI
participated, as did Raoul Stubbe (Business Coach)
from Sting. Other project participants include
Anna Ljungbergh (Project Manager and Business
Angel), Anders Norén (CEO Game Intelligence
AB), Predrag Petrovic (PhD, MD, Senior Researcher
KI, and co-founder of Game Intelligence), Thomas
Ahrens (author of the book ”Den passionerade diktatorn” (The Passionate Dictator) and responsible for
developing the tool SGP (Startup Founder Profile),
and Marlene Vikström (Recruitment Consultatnt at
Vikström Rekrytering AB).
The participants are co-authors of this report.
For questions, please contact:
Project: anna@ljungbergh.se
Sting: raoul.stubbe@sting.co

UBI: jennie.ekbeck@ubi.se
Game Intelligence: anders.noren@gameintelligence.
com
MAP and Matrigma: info@vikstromrekrytering.se
SGP: thomas@ahrensinvest.se

2. Method
In this project, we used four different tools on a selection of entrepreneurs from Umeå, Malmö/Lund, and
Stockholm. We also collected background data, such
as annual growth, roles, capital raising, and educational level.
2.1 The selection of entrepreneurs
The entrepreneurs we recruited have founded and
built at least one company based on an innovation,
and have, in their roles, been vital to the company's
growth. The average annual growth of the companies
in the study is between 20–150%.
We conducted interviews and tests with a total of
18 entrepreneurs who have all had a decisive role in
building at least one company that, after its product
launch, achieved a turnover of at least SEK 20 million
within five years or at least SEK 100 million within
ten years. 44% of the entrepreneurs have built one or
more companies with a turnover of at least SEK 100
million within ten years.
Ten of them were part of a founder team of two
people.
83% of the entrepreneurs have or have had the CEO
role. 61% have college education, 28% have research
background.
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The project aimed for at least 25% of the entrepreneurs included in the project to be women, but we
ended up with 17%. The reason we did not reach
the goal of the proportion of women is that there are
presently fewer women who have founded a company
that meets the inclusion criteria. The women who met
the criteria were often in high demand, which means
that they did not have time or the opportunity to take
part in this study.

executive functions; abilities that regulate the
brain’s information processing, thoughts, and
emotions. The capacity of the abilities is strongly
linked to the understanding of behaviours and
performance.
•

In our study, we chose not to recruit entrepreneurs
who have built successful companies based on a more
mature product or market, or consulting firms.
We recruited a smaller control group composed of
five entrepreneurs, where the companies have not
achieved strong growth. Since all tools, except SGP,
are normalised against the general population, the
control group was used only to verify SGP. In the next
phase of the project, we will see that the control group
is expanded and gets a more significant role in the
study.
The selection of entrepreneurs was made by Sting and
UBI and was based on their respective network.
2.2 The selection of tools to measure
abilities
By measuring in four completely different ways,
we hoped to establish characteristic qualities while
reducing the risk of bias. The tools used in the project
include:
•
Game Intelligence is the collective name for
tests based on research in cognitive neuroscience and neuropsychology. These tools measure

MAP (Measuring and Assessing Individual
Potential) is a personality test basically designed
based on an FFM perspective (the Five-Factor
Model or the Big Five). MAP has been reviewed
by Det Norske Veritas, DNV (and received the
highest rating). DNV is a body that carries out
independent reviews to verify
the science behind the test.

•

Matrigma aims to measure the individual's
general mental capacity and provides clear
insight into how the individual is likely to handle
complex roles and situations. Matrigma has
been reviewed by Det Norske Veritas, DNV (and
received the highest rating).

•

SGP (The Start-Up Founder Profile) is a tool
developed by Thomas Ahrens and is based on
his empirical studies of successful entrepreneurs.
The test is based on interviews and enables the
scoring of entrepreneurs’ abilities and personality.

2.3 Qualitative and quantitative data
analysis
The above specified tools resulted in four quantified
datasets. These have been analysed by a statistician.
The analysis covers correlations both within and
between the datasets. Since the different tools were

more or less unknown to the project participants
beforehand, no hypotheses on correlations between
the tools were established prior to the project. It was
found that
there are correlations, but that the study needs to be
expanded in order to confirm them. In this project,
we have therefore focused on the qualitative analysis.
2.4 Cognitive tests from Game
Intelligence AB
Game Intelligence (GI) bases its business concept on
research in cognitive neuroscience and neuropsychology with senior researchers at KI as co-owners and
neuropsychologists as employees.
The tools measure executive functions; abilities that
regulate the brain’s information processing, thoughts,
and emotions. The capacity of the abilities is strongly
linked to the understanding of behaviours and performance. These cognitive abilities are important in
dynamically adapting your behaviour to a changing
environment.
Testing of executive functions has been used in research and clinics for over 30 years to understand and
treat people. However, they have seldom been used
for understanding of normal and high-performing
individuals.
Based on cutting-edge knowledge in cognitive testing,
and on its own globally ground-breaking research
studies, GI has developed a sharp tool for assessing
cognitive capacity, GAME analysis, aimed at this
audience. The tests are objective, standardised, and
normalised against the world population and cannot
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be manipulated or influenced by the subject
knowing how to respond. Since this type of testing
is new on the market, it is considered a “missing
piece”, providing never-before possessed in-depth
insights into the capacity and performance of
individuals and groups.

THE GAME ANALYSIS – EXECUTIVE FUNCTIONS, A TRANSLATION
”Abstract thinking”

OUTLOOK
LOGIC

”Finding the red thread,
focus on the important”

Attention

Strategic thinking

”See logical relationships” Rational thinking

Scanning

HOLISTIC VIEW ”Sorting into a whole” Conceptualisation

Cognition is measured through skills tests,
primarily computer-based but also with pen
and paper. In this project, we used the complete
test, which takes about 90 minutes. It is led and
interpreted by a licensed neuropsychologist with
certification in the GI methodology. Online testing is an important part of the company's progress
going forward. You can learn more about this in
Chapter 4.

GAS/BREAK

”Control impulses”

JUGGLER

”Multitasking”

”Understanding what’s
happening. Quickest
way to the goal”

Process
speed

IDEATION ”Creating within specified frames” Creativity

Impulse control

ALERTNESS

Short-term
memory

SPLIT VISION

”Speed of the brain”

”Storing
information”

SPEED

SNAPSHOT

Multi-processing

SWITCHING ”Switching tracks - keeping focus” Cognitive flexibility

Working
memory

”Processing information
in problem-solving”

PROBLEM-SOLVING

Redovisning av kognitiv kapacitet relativt normen
Redovisning av kognitiv kapacitet relativt normen
Redovisning
av kognitiv kapacitet relativt normen
Sammanfattning av testresultatet
Normen = Världspopulationen
EVALUATE

Note: Executive function in bold,
explanation in italics, and

ACCURACY

RULE FOCUS

”Perform within specified frames”

”Doing it right”

UPDATE

”Adapt and adjust with new information”

profile words in coloured box
The model divides the brain's information proSammanfattning
cessing into four areas. The executive functions
Normen = Världspopulationen
are sorted under each area (GAME), both in the
PRESENTATION OF COGNITIVE CAPACITY
RELATIVE TO THE av
NORM
Sammanfattning
testresultatet
= Världspopulationen
order they are tested and theNormen
order in which
the
The norm
Summary of the
brain processes information.

= the world population

The test results are summarised in, inter alia,
a spider diagram in relation to the relevant
comparison group and/or the world population.
The capacity is stated in standard
deviations relative to the norm.

Normen = Världspopulationen

av testresultatet

test results

Sammanfattning av testresultatet

For more information, please visit
www.gameintelligence.com
SD (Standardavvikelse)

SD (Standardavvikelse)

Andel av populationen SD (Standard deviations)
• 1 SD
= ca 15of%.
3 SD
av(Standardavvikelse)
20
Percentage
population
Andel
av populationen
15 %.
3 av50
20
• 2 SD 1=SD
ca= 2ca%.
1 av
• 1 SD ==caca
2 %.15
1 av%.
50 3 av 20
Andel av populationen
• 3 SD 23=SD
0,1
%.
1
av
1
000(Maximum
(Maxresultat)
SD = 0,1 %. 1 av 1 000
results)
• 1 SD = ca 15 %.• 3 2avSD
20= ca 2 %. 1 av 50
3 SD
• 2 SD = ca 2 %. •1 av
50 = 0,1 %. 1 av 81 000 (Maxresultat)
• 3 SD = 0,1 %. 1 av 1 000 (Maxresultat)
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2.5 MAP – personality test based on
the Five-Factor Model (the Big Five)
Measuring and Assessing Individual Potential (MAP)
is a modern and reviewed personality test designed
for use in selection, recruitment, and development.
MAP is a normative test. The norm group consists
of a population that is normally distributed and representative of the Swedish population. The distribution of educational level, gender, and age has been
reviewed and approved with the highest rating by Det
Norske Veritas (DNV), which is a
body that carries out independent reviews to verify
the science behind the test. The norm group is updated once every ten years.
The personality test is basically designed from an
FFM perspective (the Five-Factor Model or the Big
Five). MAP captures likely behavioural expressions
on five overall scales with five subscales per main
scale. For example, within the main scale “target
orientation”, a number of subscales are defined to
see differences between for example an individual's
“driving force and ambition” and “decision-making
style”, which may vary from individual to individual.
The subscales thus explain the main scale. The five
main scales are:
•

•

Social style – how a person relates to others in
his or her relationships (trust, communication,
selflessness, compassion, affection)
Determination – how a person approaches
different types of tasks (work intensity, conscientiousness, ambition, self-discipline, and deci-

•

sion-making)
Balance – a person’s general confidence in his
or her own ability and how he or she works in
stressful situations (emotions, temper, self-confidence, self-control, stress)

•

Extraversion – the degree of need for social
interaction and what energy is directed at the social environment (social need, social appearance,
pace of life, seeking thrills, cheerfulness)

•

Openness – the need for experiences and mental
stimulation (imagination, aesthetics, emotional
life, experiences, style of thinking)

MAP contains 200 questions and takes about 15–20
minutes to complete. All participants received links
by e-mail that they, when given time, could open to
complete the test.
Measured in Cronbach's alpha, the reliability varies
between .84 and .92 for the five overall scales. The
criteria validity for performance is r=31 (p<.05).
The technical manual, which includes, among other
things, reliability, validity, and other psychometric
properties, is available as PDF upon request. www.
assessio.com/tests/map/
2.6 Matrigma – intelligence test
Matrigma is a DNV-reviewed (with the highest rating) and world-leading intelligence test of matrix type
that captures the individual's general mental capacity
and provides clear insight into how the individual is
likely to handle complex roles and situations. Espe-

cially in situations when the individual cannot rely on
previous experience and knowledge; simply “What to
do when you don’t know what do to”.
Matrigma can be performed in a 12-minute screening
format version or in a full 40-minute version for increased accuracy. In this study, we used the 40-minute
version. Text links were sent to the participants by
e-mail.
The norm group consists of a population that is normally distributed and representative of the Swedish
population. The distribution of educational level,
gender, and age has been reviewed and approved by
the DNV. The norm group is updated once every ten
years.
Reliability in the form of test–retest (within 30 days)
was assessed on two separate occasions with the values r=.68 (p<.05) and r=.66 (p<.05). Internal consistency was measured through so-called local reliability
and varies between .79 and .91. Construct validity of
the tool was measured through correlation (r=.63,
p<.05) against the equivalent of RPM Advanced,
which confirms that both tools measure the same
construct (GMA).
In relation to work performance, the criterion validity
is significant (r=.35, p<.05), i.e. the tool predicts
successful work performance. The technical manual,
which includes, among other things, reliability, validity, and other psychometric properties, is available as
PDF upon request.
www.assessio.com/tests/matrigma/
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2.7 SGP – The start-up founder profile
Thomas Ahrens has developed an in-depth interview method for testing entrepreneurs. The questions in the interview are precisely worded and are
asked exactly the same way, word-for-word, in each
interview. Answers are then scored based on twelve
predetermined gradients (characteristics, abilities,
etc.), found by Thomas Ahrens through more than 20
years of empirical studies in fast-growing companies
to strongly correlate with successful entrepreneurship.
Thomas has also held
courses on the test with participants from the incubator system and Almi Invest. www.ahrensinvest.se
The hypothesis is based on the fact that the entrepreneur or entrepreneurial team largely fulfils twelve
success characteristics and parameters.
•

•

•

The inner compass: An internal image of what
company they want to create. That acts as a
compass that won’t be controlled by temporary
setbacks or trends. It also results in the ability to
make quick decisions.
Long-term culture-builder: The inner compass
is contagious. It provides the basis for building a
strong corporate culture.
Well-developed intuition: Experience is the best
education – recognising patterns and instinctively being able to make decisions.

•

Business-nose for customer benefits: More interested in the customers than in the technology.
Loves doing business and can smell a good deal.

•

Lateral thinker: Dares to stand up and
challenge monopolies and ingrained traditions,

•

thereby creating a unique position in the market.
Self-propelled winning attitude: Loves to win
and/or hates to lose. Self-motivated,
uncomfortable receiving praise.

•

Dandelion energy: Has energy for two, is unstoppable.

•

Helicopter leader: Starts with focus on details
and gradually lets to, letting others take over.
Can then switch between these two modes.

•

Self-awareness that builds: Complements him
or herself with others who know and want what
he or she does not master.

•

Sees the potential in people: Rewards drive and
desire more than experience and grades.

In this test, we also measure two additional parameters: Lorem ipsum

•

Flying start: Was the founder team already
relatively complete at the start?

•

Builds a team: Has the interviewed founder
gradually recruited complementary competencies and personalities in a well-thought-out way?

For more details, we recommend Thomas’s excellent
book “Den passionerade diktatorn” (The Passionate
Dictator).
In addition to the 18 entrepreneurs who met the
study's selection criteria (see Chapter 2.1), another
five entrepreneurs, who do not presently meet the
criteria, were interviewed. The results presented in
the report are based on the eighteen entrepreneurs.
The test contains 55 interview questions and takes
between 50 and 70 minutes to conduct, depending
on how elaborate the interview subject is.

A TYPICAL PROFILE WITH STRENGTHS AND WEAKNESSES ACCORDING TO SGP
The inner compass
Builds a team

6
5
4

Flying start

3

Long-term culture builder
Well-developed intuition

2

Sees the potential

1

Business-nose

Lateral thinker

Self-awareness that builds

Self-propelled winning attitude

Helicopter leader
Dandelion energy
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Samma som föregående
bild. Annat
format
Superentreprenörer
- Genomsnittshjärnan

3. Data and results of
each tool

functions, we can identify several strengths clearly
above average, including scanning, speed, and cognitive flexibility. Performance at normal and high
degree of difficulty is high and slightly decreasing
at normal difficulty, but continuously high even in
more demanding tasks.

THE AVERAGE
ENTREPRENEURIAL BRAIN

Complex
Despite the small selection of entrepreneurs, the
thinking
project collected some very interesting data. We will
describe the most important findings that the project
considers most interesting for each tool. The dataKomplext
and
tänkande
results are presented on three different levels

•

The entrepreneurial group – the common profile of the eighteen entrepreneurs

•

The individual – the individual entrepreneur's
profile

•

The founder teams – the team profile of the five
teams made up of two founders/entrepreneurs

The group has a high verbal ability in both simple
and demanding tasks.
The group exhibits good self-awareness in terms of
their own capacity with a slight tendency to underestimate.

Average

3.1.2 The individual
Peak Performance – Execute

At individual level, we
can see very clear peak abilities. A majority of the
individuals achieve maximum measurable results, or
close, in one or several functions. Just like at group
level, these are found mainly in the four abilities of
complex thinking.

3.1. Testing of cognitive capacity –
Game Intelligence
3.1.1 The entrepreneurial group
The group’s average brain looks like the picture to the
right. The average provides an overall picture of the
cognitive capacity of the tested entrepreneurs. Total
capacity is high and even. At the same time, the individual profiles differ, with both peaks and lows, which
is why any far-reaching conclusions based on the
group brain should be made with caution. The group’s
most obvious cognitive strengths are in “Execute”
in the upper left corner of the model, where more
complex thinking is found.

•

Creativity – The ability to create
within specified frames

•

Conceptualisation
– To sort and see the whole picture

•

Rational thinking – To see
logical relationships

•

Strategic thinking – To
OUTLOOK
be able to navigate in a complex
environment and see beyond the horizon

IDEATION

HOLISTIC VIEW

There are major individual differences in cognitive
capacity in certain abilities. The biggest difference can
be seen in impulse control, the ability to accelerate/
slow down.
3.1.3 The founder teams

LOGIC

Even among other, more basic and quick cognitive

The founder team individuals
In all of the five foundboth match and complement
each other clearly
er teams, all of which
comprise two individuals,
we can see that they both match and complement/
compensate each other in several areas in terms of
cognitive capacity. In this report, matching refers to
the individuals’ capacity being the same, or almost,

11
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and that this matching facilitates cooperation through
the brain's similarity in information processing. They
match each other in capacity in more abilities than
they complement each other. In this report, complementing/compensating refers to one individual
strengthening the other through higher capacity.
3.2 MAP – personality test based on
the Five-Factor Model (the Big Five)
3.2.1 The entrepreneurial group
In this section, the results are presented in Figures 1
and 2 with main scales. In case of interesting findings
at main scale level, the subscales will only be mentioned in text. These findings will be further analysed
in Chapter 4, where the subscales will be presented.

The results indicate that the group is within the
average score range on all the personality scales. This
tells us that the group “does not stand out” as having a
different personality compared to many other Swedes.
If you look closer within the results range, you can
see that some interesting patterns were found; for
example, in Social style, where the group is in the
lower
average range, indicating that this is a group
10
that tends
to be more direct, honest, and clear in
9
communication with colleagues and subordinates.
8
On the Openness scale, the group is in the upper
6,5
7
6,5 have a greater need
average
range, indicating that they
6
6 and external experiences, and that
for both
internal
5,5
5,5
5
5
they are
surroundings,
5 slightly more open to their
4,5
4 to generate new
which4 results in often being able
2

FIG. 1 GROUP – PERSONALITY
SD
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9

9
8

1

7
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5,63

5,95

5,58

6

5

5

Results show that the largest spread/difference
between the teams is on the Extraversion scale; the
3,5

3

Balans
2

Extraversion

3

4

Öppenhet

5

8,5

3
1,89

1,78

2,26

5,5
5

7,5
7
5

4

3,5
3

3
1,76

7

6,5

5,5
5

4,5

4

4

1,96

Figure 2 below
shows the results
of the personality
7,5
7
7
test of the five teams included
in the study.

6,5

6

4,89

2

8,5

8

0-3 Low
3-7 Average
7-10 High

5

3.2.2 The founder teams

FIG. 2 TEAM – PERSONALITY

1

(10

Standard deviation (SD) shows how large the spread
is around the mean value and, as we can see, the
group is less two standard deviations on all scales
except the extraversion scale, where the SD is slightly
higher.

3,5
3

3

MEAN

ideas and having unconventional and independent
values. The subscales Experiences and Style of thinking are the two subscales that primarily “bring up” the
results. (See Fig. 5, Ch. 4)

Figure 1 shows the results from the personality MAP
with its five main scales.

3

3,5

2
1

1

0

0
Social style

Determination

Balance

Extraversion

Social style

Openness

Determination
1

Balance
2

3

Extraversion
4

Openness

5
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degree of need for social interaction, i.e. the energy
directed at the social environment, how outgoing
you are perceived to be. Team 5, but also 2 and 4,
score high, which means that they are probably
perceived as having a greater need for surrounding
themselves with other people and actively seek other
people out, that they often get energy from the interaction, and that they are perceived as more talkative
and lively. In contrast, Team 3 is more withdrawn
and probably more cautious when making new
connections. The same is shown by the results on
the Openness scale, i.e. the need for experiences and
mental stimulation. We see a noticeable difference
between the teams here as well. Team 3 has a profile
of being perceived as more practical and pragmatic,
and often values logical reasoning and objectivity
more than teams 4 and 5. They, in turn, score high
and are perceived as more eccentric and unconventional in their reasoning, probably talking more

about vision and the big picture. A more homogenous profile can be seen on the other scales; that
is, the profiles are similar to a greater extent. On
the Social style scale, four teams out of five are in
the lower average range, i.e. a more straightforward
style.
3.3 Matrigma – Intelligence test

MEAN

9
8
7

•

The following “qualities” have been found to be
common denominators for those included in the
study (not the control group).
•

3.3.2 The founder teams

They all have very Good self-awareness of
their strengths and weaknesses

FIG. 4 TEAM – MATRIGMA
SD
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8
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7
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4

4

4,5

7

4,5

3
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2

3.4.1 The entrepreneurial group

Figure 3 below shows the group results of the intelligence test Matrigma. The group has a mean value of
4.84, which is within the average range. This means
that the group needs as much time as the “average
Swede” when it comes to learning and tackling new
complex tasks that require logical conclusion ability.

0-3 Low
3-7 Average
7-10 High

5

3.4 SGP – The start-up founder profile

3.3.1 The entrepreneurial group

FIG. 3 GROUP – INTELLIGENCE
10

Figure 4 below shows that Team 1 scores high and
the others score average. Two of the teams are in the
lower average range and one team is in the upper average range. Since we lack performance measures, it
is difficult to say anything about performance linked
to test results for the individual teams, except the
theory behind general intelligence. See Chapter 4.

2

$"%&

1

1

0

0

Intelligence
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•

•

They are all Long-term culture builders

•

They almost consistently have a good Nose
for customer benefits

•

They are almost consistently good at Building teams

site for becoming a successful entrepreneur.
Many find their energy in the passion for
their vision.

The following qualities have been found to be the
least significant for success, though not unimportant:
•

They are not necessarily Lateral thinkers,
but they are careful to understand the rules
of the game in order to make use of the
entire playing field.

•

They do not necessarily have a Self-propelled winning attitude, but they are
almost all willing to practice and prepared
to work hard to reach their goals.
Dandelion energy – it seems that a disharmonious childhood is not at all a prerequi-

•

•

We also see that those who are one of a pair complement each other to a very high degree.

•

We see no differences between men and women.

3.4.2 The individual
•

The profiles vary quite a bit between individuals.
We have not found any individual among the
successful ones who scores high in all parameters. Rather, they have different strengths and
different weaknesses, with the exception of
the two parameters Good self-awareness and
Long-term culture-builder, as mentioned earlier.
Everyone in the group had contemplated their
strengths and weaknesses and they were all good
at finding individuals who complemented them.
Sometimes in the founder team, sometimes in
the individuals who were included later on.

A FOUNDER TEAM THAT COMPLEMENTS EACH OTHER
The inner compass

The inner compass
Builds a team
Flying start

6
5
4

Builds a team

Long-term culture builder
Well-developed intuition

Flying start

3

1

Business-nose

Lateral thinker

Self-awareness that builds

Sees the potential

Dandelion energy

4

Well-developed intuition

3

Business-nose

1

Lateral thinker

Self-awareness that builds

Self-propelled winning attitude

Helicopter leader

Long-term culture builder

5

2

2

Sees the potential

6

Self-propelled winning attitude

Helicopter leader
Dandelion energy

We can also note that another common trait
in everyone in the success group is that they
are all very verbal, they love talking about their
journeys, what things led to a breakthrough,
and what things went completely wrong. They
are very educational. “The sharply worded is the
sharply contemplated.”
•

We see no differences between men and women.

3.4.3 The founder teams
We clearly see that those who are one of a pair
complement each other to a very high degree, see the
Figure below.
3.5 What we cannot find in the data
We cannot see that the entrepreneurs are more intelligent than the “average Swede” when using Matrigma to
measure intelligence. However, the results of Game Intelligence tools show that the entrepreneurs score above
the general population in several cognitive abilities
and particularly in the executive brain functions. One
conclusion that can be drawn is that intelligence plays a
role, but that what and how it is measured is important.
One hypothesis of Ahrens’s model is that successful
entrepreneurs are driven by some kind of desire for
rematch, often stemming from a tough upbringing.
In the test, this is referred to as dandelion energy. It
may definitely be that this helps. But among our test
subjects, many described their childhood, family
relations, friends, and school as harmonious. The vast
majority does perceive themselves as more energetic
than their surroundings, stating that they “gladly go
the extra mile”, but this correlates poorly with a tough
upbringing.
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4. Data analysis
The basis for the analysis is essentially explorative and
qualitative.
4.1. Testing of cognitive capacity – 		
Game Intelligence
When comparing the objective test results of Matrigma (test associated with IQ), MAP (the five-factor
model), and Game Intelligence (executive functions),
the latter stands out. Only in the Game Intelligence
cognitive tests do the entrepreneurs have results that
are considerably different from and far exceed the
mean value of the general population. This particularly applies to the more complex cognitive functions
and the creative aspects. This demonstrates that the
testing is useful already at this point. Although it
is not possible to confirm that an individual with a
high capacity in these executive functions will also
be a good entrepreneur, you can most likely say that,
in order to succeed, an entrepreneur or an entrepreneurial team also needs such functions – individually,
in the team, or in someone closely associated. This
should be seen as natural and not strange. These cognitive functions indicate the individual's ability to be
dynamic and adapt in logic and thought, as well as the
ability to be creative but also adaptable to reach his or
her goals. Simply put, qualities that are important in
an entrepreneur.
4.1.1 The entrepreneurial group
Total cognitive capacity – The tested group has a
high and even total average cognitive capacity. It is
at a level that corresponds to between about 5% and

15% of the world population. This means that the
group has the basic machinery to process information.
The most important finding is that the group primarily stands out in more complex information
processing and thinking;
•

Creativity stands out the
IDEATION
most. This involves finding the
maximum number of unique solutions while adhering to the regulations/conditions. The group
is very solution-oriented. Creativity is the ability
that stands out the most, averaging 1.6 standard
deviations above the norm.

•

Conceptualisation involves
HOLISTIC VIEW
sorting the most important
pieces of the puzzle in the right order into a
functioning whole. The group is good at creating
a functioning whole. This ability is almost as
distinctive as creativity.

•

Rational thinking entails seeing
LOGIC
important logical relationships.
The group is good at sorting and seeing how
things are connected.

•

Strategic or abstract thinking
OUTLOOK
is the ability to handle complex
concepts, symbols, and contexts, and to see beyond the horizon. They are good at navigating a
complex environment and seeing consequences
down the line.

They group also scores high in several of the “quicker

and more basic” cognitive functions. These include,
for example, scanning, cognitive flexibility, short-term
memory, and process speed. They all appear to be
interesting to look at in a selection situation. In the
eyes of the experts, cognitive flexibility appears to be
extra interesting.
•

Cognitive flexibility is the
SWITCHING
ability to switch between
different themes without getting off-track or
losing focus on what's important. This ability
is essential, for example, in dynamic contexts
where you need to be able to handle different
themes, in-put, or discussions without getting
frustrated and without getting off-track, while
being able to quickly change topics.

Quality of performance is generally above the norm
group. The test results contain a number of performance indicators;
•

Performance in simple and demanding tasks.
Here, we see indications on whether the individual tackles simpler tasks with a high or low
level of performance and whether the individual
raises or lowers performance at increased levels
of difficulty. This indicates under what circumstances a person performs best. Performance
was measured on the four factors of verbal flow,
information gathering, creativity, and impulse
control.
An interesting observation, probably of great
value to the incubators, is that the group as a
whole has a high verbal ability, just under two
standard deviations above the general popula-
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One of the most important and most powerful
observations is that several of the entrepreneurs
have one or several individual peak abilities at
the highest measurable level, corresponding to
0.1% of the world population (1 out of 1,000).

4

g

•

An absolute majority of the individuals has their
peak abilities within complex thinking (Execute).

Standard
Standarddeviations
avvikelse

in

•

To incubators and their coaches, the insight about
individual differences and capacity levels is very valuable in selection as well as in terms of what support
and coaching to give each individual and team to
ensure their abilities and thus performance.

INDIVIDUAL DIFFERENCES IN COGNITIVE CAPACITY

an
n

4.1.2 The individual

HOLISTIC VIEW

The ability of conceptualisation
OUTLOOK
(holistic view) also differs greatly
from individual to individual, as does strategic thinking (being able to navigate complex contexts and
seeing beyond the horizon). The above three abilities
appear to be extra important to complement and/
or optimise and compensate when it comes to
building entrepreneurial teams.

GAS/BREAK
The largest difference is seen in
impulse control – the ability to accelerate and slow down. Lower results generally signal
a more spontaneous behaviour, where impulses and
actions are allowed.

Sc

These eight abilities appear to be the most important
to look at when selecting entrepreneurs and in the
continued development of screening tools.

If properly managed, this can be an asset to an
entrepreneur and is linked to a great ability to initiate
things.

Individual differences in cognitive capacity
The difference is between 1 and 3.5 standard
deviations. The average is 2.3. These are great differences, testifying to the fact that there is much
room for different cognitive profiles.

n

Self-awareness. The test subjects’ estimation of
their own capacity relative to the norm indicates
the degree of self-awareness of strengths and
weaknesses, which is important for balance in
self-leadership. The group exhibits good and
balanced self-awareness and underestimates
themselves on average between 10% and 15%.

•

io

•

The ability of sustained attention (endurance).
Here, a demanding test is carried out at the
beginning and at the end of the intense testing
period, indicating the individual's endurance and
ability to perform over time and to sustain motivation and attention. A clear majority sustains
or increases his or her performance over time,
both in simpler and more demanding tasks.

All individuals in the group have at least one
ability that corresponds to 10–0.1% of the world
population. This means that all individuals have
clear peak strengths. Capacity level in combination with good self-awareness is probably
one of the most important explanations to the
tested individuals’ performance and documented
success.

nt

•

•

At
te

tion. A majority, approximately 70%, maintains
high verbal performance even in demanding
situations, where it is just less than one standard
deviation above the general population.
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4.1.3 The founder “team brains”

ual brains in these areas process information with the
same capacity and are thus synchronous.
Five of the matching abilities can be found among the
eight individually distinctive strengths. Three complementing abilities can be found among the same eight.
More information about matching and complementing can be found in the appendix.

The team individuals both match and complement
each other cognitively. The five founder teams have
a high and even average capacity. The teams have
different profiles with different peak abilities among
themselves. You can clearly see how the different individual profiles and abilities both match and complement (compensate) each other. They are both similar
and different. These insights are central to consider in
selection, development, and team building.

benefits from this visible compensation in capacity.
Coaches should ensure understanding of what these
capacity differences entail and also ensure this understanding in individual entrepreneurs and teams in
order to optimise and compensate performance.
Total capacity score – The individuals in the teams
who have the highest total capacity score of the two
individuals, have the highest score in three out of four
perspectives in the GI model (GAME).

Capacity differences between team individuals
Differences can be obBOTH KEY
served in all abilities. The
INDIVIDUAL AND TEAM
ABILITIES ARE FOUND
most common difference
EIGHT ABILITIES,
is one standard deviation. AMONG
THUS IMPORTANT
INDICATORS.
In some cases, differences
are greater – two or even
three standard deviations. This has great impact on
the executive ability. Cooperation probably greatly

The two individuals in the teams match each other
in capacity in a few more abilities than they complement each other. You can say that they are cognitively
slightly more similar than different. This matching
indicates that cooperation is facilitated, as the individ-

MATCHING/SIMILAR COGNITIVE CAPACITY
IN THE FOUNDER TEAMS

Different team profiles but a few common peak
abilities – Finally, it can be said that several different
team profiles can be observed among the five teams.
In all five teams, at least one of the individuals has
creativity and scanning as his or
IDEATION
her peak abilities. That is, the ability
SPLIT VISION

COMPLEMENTING/DIFFERENT COGNITIVE CAPACITY
IN THE FOUNDER TEAMS
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5

5

4

4

ng

g

ki

in

in

nk

th
c
gi

ra
te

St

na
lt

Ra

tio

ua
liz

hi

at
io

n

ity
tiv
ep
t
nc
Co

ro
l
nt
co

ls
pu
Im

Cr
ea

es
s
pr
oc

M

ul

ti

xi
fle
ve

iti
gn

Co

e

lit

y

y

bi

or

y

em

or
ng
ki
W
or

rm
te
rt
Sh
o

m

em
m

Sp

ni

ng

n

an

io
nt
At
te

Sc

ki
ng

gi
c
te
ra

St

Ra

tio

na

lt

th

hi

in

nk
in

g

io
n
al
iz

at

tiv
tu

Cr
ea

Co
nc
ep

ro
l
co
nt

e

pr
oc
e

pu
ls
Im

lit
y
bi

ul
ti
M

fle

xi

em
m

iti
ve
gn

Co

W
or

ki
n

g

m
m

or

or
y
em

ee
Sp
Sh
or

tt

er

Sc
an

nt

ity

0
ss

0

y

1

d

1

ni
ng

2

io
n

2

ee
d

3

3

At
te

SORTING

PROBLEM-SOLVING

LOGIC

17

Dalirapport 260x210_02.indd 17

2019-05-20 14:52

FINAL REPORT PROJECT DALI

to create solutions within specified frames, and the
ability to, in the moment, quickly process a large
amount of information and find the shortest path to
the goal.
4.2 MAP – personality test based on the
Five-Factor Model (the Big Five)
4.2.1 The entrepreneurial group
The lower score on the main scale Social style (Fig.1
Ch. 3.2.1) indicates that the entrepreneurs do not let
themselves be affected by what others think and
feel to the same extent, and dare to make unpopular decisions. This can be effective for leaders at
higher levels, but may lead to employees at lower
levels experiencing a so-called transactional relationship, where the leadership style is based on the
leader's ability to control organisational rewards and
routines that are determined by the performance
of the employees. This, in turn, may lead to a risk
of employees being less happy, less committed, and
more prone to change jobs (Argyris, 1960; Rousseau,
1989). In order to prevent and counteract this, you
may need to supplement with a leader who, to a
greater extent, represents a transformative leadership based on developing motivation with focus on
the employees’ relationship with her/him to promote
a stronger relationship between employees and the
leaders/organisation. In other words, employees are
given incentives other than financial/salaries; they
gain a kind of “relationship” with the organisation
and the leadership, a deeper relationship that can
contribute to the employees being more committed.
A relational psychological contract between employees and organisation.

The group is in the average range when it comes to
Determination (see Fig. 4), which indicates that
they can be both relaxed and easy-going but also
have a clearer vision and agenda for achieving
their goals. All this is contextual and depends to a
great extent on whether the person in question finds
his or her tasks/projects stimulating or uninteresting. Something we can see to a greater extent than
among the people who score higher on the scale,
who have greater endurance for repetitive, more
boring tasks. The subscale Ambition is in the upper
average, which shows that the group is generally
willing to invest energy in reaching their goals,
make an extra effort, ready to “aim high” regarding
that which is stimulating, i.e. the goals they set. Furthermore, the group's result in Conscientiousness
indicate that they can be slightly more relaxed with
regard to monotonous tasks and more focused on
innovative or “exciting” projects that are under-

FIG. 4 GROUP – DETERMINATION
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way. They tend to have less need for structure and
rules and are often perceived as flexible in their way
to approach a goal or a task. The downside to this
within an organisation is that the behaviour may
be contagious, thereby creating a culture that is less
prone to structure and order. The subscale Self-discipline is also in the lower range, indicating that
they may find it difficult to finish tasks that are
“boring” and that they may be a bit easily distracted. The recommendation is to also make sure that
there are individuals on the team who score in the
higher range of determination so that things that
“just need to get done” are in fact completed, but
also to help create a culture with clear structures in
processes and procedures. In summary, one could
imagine that a team is needed around the entrepreneur or that there is an entrepreneurial pair that
complements each other.

Self-discipline

MEAN
Decision-making

MEAN

SD

SD

SD
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On the Openness scale (Fig.5), the group scores in
the upper average range, indicating a greater need
for internal and external experiences and that they
often generate new ideas and are perceived as having
unconventional and more independent values. The
results on the subscale Style of thinking indicate
that they often seek out activities that allow them to
try new ways of thinking or unconventional ideas.
Intellectually curious individuals who happily test new
arguments and approaches, which is not an unusual
thesis when describing an entrepreneur.
However, the group scores in the lower average
range when it comes Emotional life, which generally
involves how receptive you are to your own emotional moods. It seems there is a tendency to allow only
limited space for these and to not ascribe very much
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What we have been able to see in the study is that the
group scores between the lower average range and the
higher range in what we call general intelligence (Fig.
3, Ch. 3.2.1). The same goes for the teams, where one
of the teams scores high, one team scores in the upper
average range, and three teams score in the lower
average range. There is, in other words, a relatively big
difference. We cannot conclude that the team with
a high score is more successful than the team with a
lower score since we lack correlation data. The analysis
is carried out on the basis of the performance criteria
included in the study (Ch. 2.1). Other examples of
performance data could be the return on equity,
valuation of the company in more soft values, such as
whether employees on the team around an entrepreneur feel that they are motivated and can affect their
work situation, which are often discussed and believed
to be linked to performance.
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Experiences that provide emotional, intellectual stimulus tend to be relatively important to the group (see
Experiences in Fig. 5). They are curious and happy
to try new things and places, but can be more bored
by routines. This reasoning has been suggested earlier
in the analysis of Determination (Fig. 4) – seeking
more exciting, new things – and we can see the same
tendency here on the Openness subscale.

4.3.1 The entrepreneurial group and
the founder teams

9

9

5

4.3 Matrigma – Intelligence test
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FIG. 5 GROUP – OPENNESS
9

importance to them, where others may place great
value in emotional moods being acknowledged. On
the other hand, all the more focus on, for example,
tasks.

MEAN
Style of thinking

SD

MEAN
SD

SD

What we can see is that there are no studies in this
area – how important general intelligence is in terms
of entrepreneurs. What we can draw parallels from
4,26
is the3,74
theory that is the basis for general intelligence
4,26
without entrepreneurs specifically being the study
2,31 This theory
subjects.
2,17 says that if the role requires that
the2,17
individual can understand how different things
relate to each other, that he or she is able to point out
a strategic direction, and is able to consider several
Självdisciplin
Beslutsfattande
factors
at the same
time (read: a complex leader role),
Beslutsfattande
the problem-solving ability will have greater impact.
The more complex and demanding a role and its tasks,
the more important the problem-solving ability. Even
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if the role is not complex, the problem-solving ability
still plays a role, but the importance of the ability
slightly decreases.
4.4 SGP – The start-up founder profile
In the project, we compiled the score of all “successful” entrepreneurs and produced mean values and
standard deviations for all questions and the twelve
gradients described above (the qualities).
The quality or success factor that received the highest
average score and also had the lowest standard
deviation is Self-awareness that builds. The average
score was 5.1 out of 6, and no participant had less
than 4. In addition, the participants gave very clear
and convincing answers regarding these aspects in
related questions and illustrated these with advanced
observations and examples. These people know their
strengths well without overestimating them. At the
same time, they are highly self-critical and thus very
keen to bring in other people who complement them.
The good self-awareness is probably essential for good
team building.
The quality or gradient that received the second to
highest score (4.9) is Long-term culture-builder.
Virtually all successful participants are very careful
to specify both a clear vision and clear rules for how
the company or team will achieve the vision. They set
fundamental values early on and establish processes
for decision-making when the company is newly
started. They are almost always very engaged in the
recruitment and in ensuring that all new employees
share the company's values and goals. They often
choose those who have the “right” attitude over more
qualified applicants. This is also where we see the biggest difference compared to our control group of less

successful entrepreneurs. They have often neglected
the work with vision and values.
Two other qualities that score quite high are
Business-nose for customer benefits (4.8) and
Well-developed intuition (4.6). A Business-nose for
customer benefits characterises people who focus on
the customers’ situation and their problems rather
than on the possibilities of technology. They seek
confirmation in the business deal itself and in the customer confirming the value of the offer by paying the
invoice. In the interview, it is clearly noticeable how
excited they get when they talk about their meetings
with customers. They are also very dedicated to the
sales process. Not all of them are clear sales people,
but they are consistently highly customer-oriented.
In technology-driven companies started by inventors,
engineers, or researchers, this is often the missing
quality. It is clear that at least one person is needed in
every fast-growing company who speaks for the customers internally and who makes sure their concerns
are acknowledged.
In Well-developed intuition, we measure how the
participants and the teams make business decisions.
Do they base their decisions on their own experiences
or do they rely more on external experts? We can see
that our most successful entrepreneurs often have
started their companies from self-experienced insights about a need or a hole in the market. They have
long kept their ear to the ground and learned how the
industry works and how the customer thinks. They
always get first-hand information. This experience
is probably a significant success factor and may also
explain why older entrepreneurs generally succeed
better than newly graduated academics and students
who start companies.

For some reason, we haven't found the three qualities most strongly linked to driving force – Lateral
thinkers (4.0), Self-propelled winning attitude (3.9),
and Dandelion energy (4.0) – to be completely necessary to succeed. This does not mean that they are
insignificant or unfavourable. On the contrary, many
of our individuals scored high in one or a few of these
qualities. Perhaps the questions used in the interview
need to be reworded or replaced by better selected
questions.
As interviewers, we have seen that the “lateral
thinking” in Lateral thinkers may above all involve
questioning status quo, choosing your own path even
though everyone thinks you're a bit “crazy”. This
is also well-known in innovation theory; start-ups
or entrepreneurs who try to challenge established
solutions with more of the same have very small
chances of success. You have to tackle the market in
a sometimes radically different way to have a chance.
So what does radical mean? Should the person be a
rule-breaker or just someone who sees new opportunities to use the playing field? The conclusion from
the interviews is that you probably have to be just the
right amount of “lateral thinker”, i.e. you don't break
the rules, but you redefine them.
In the Dandelion energy quality, we may have placed
too much focus on where the extra energy comes
from. The important thing is that you have that extra
energy, the ability to keep on going when most people
give up – not what caused the extra energy. The interview questions assume that it is some kind of tough
childhood, such as problems in school, fighting in the
family, traumatic events, or similar, that has created
the extra driving force. In our tests, we have not been
able to find any correlation between a tough child-
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hood and a higher level of energy. The energy may
come from a strong passion, or perhaps it is simply
genetic. However, almost everyone interviewed says
that they do feel that they have much more energy
than most, so it is probably an important success
factor.
Do all successful entrepreneurs have a Self-propelled
winning attitude? The answer to that question seems
to be no. At least not according to the questions we
use to measure this quality. Quite a few of the people
we interviewed are rather satisfied with what they
have accomplished and they do not feel competitive
neither in their private nor in their professional life.
If never being satisfied and only feeling validated
when exceeding your own expectations characterise
a winning attitude, this only fits in on less than half of
the subjects in our study. Could it be that the others
had luck and good timing? We don’t know.
A very interesting quality is that of Helicopter leader.
We presumptuously enough expected this to be a key
quality, but the scores indicate very varied results.
The helicopter leader has the overview and can thus
navigate the market well, while knowing that “the
devil is in the details”, always delving into the details
when these become critical. He or she has the ability
to switch between these perspectives to ensure that
the details and the vision match. If you look at the
results from the interviews in more detail, you can see
that when the team has grown from a single founder,
that founder often scores high in the helicopter leader
quality and when the team has two founders, they
complement each other to a certain extent by at least
one of them scoring high or quite high in this quality.
Perhaps two people, one detail-oriented and one
with the overview, can create a collective Helicopter

leader, if they have good communication.
A final quality that didn’t turn out as we had expected either was the Inner compass. Having a guiding
principle that determines what decisions are the
right ones, having a clearer “raison d’etre”, and a
clearer picture of what to accomplish by building the
company, is something that Singularity University
in Silicon Valley highlights as key in corresponding
studies. They even claim that having a so-called
Massive Transformative Purpose (MTP) is the most
important success factor for building a fast-growing
company. Our Swedish entrepreneurs have often only
had a smaller business in mind and the company was
often started as a hobby project because it provided
opportunities for extra income. Rather, the insight
about direction and vision has developed gradually. It
seems that success has spurred new success and that
the passion for the idea and the long-term plan is an
acquired quality.
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5. Discussion – subjective
views and reflections
on the project
5.1 Quantitative rather than qualitative
In Project Dali, we have systematically, albeit with a
very small dataset, tried to better understand what
characterises successful entrepreneurs or business-building teams. In slightly exaggerated terms,
you could say that we have tried to establish a profile
that characterises the ideal entrepreneur.
The question that immediately follows is what does
successful really mean? Is it when start-ups succeed
in attracting a lot of capital, is it when the company makes a profit, when the company achieves set
goals regardless of level of ambition, when sales
have reached a certain level, when the company is a
dominant player in its segment, or when the company has a certain number of employees? We have
chosen to focus on size and sales growth since these
are measures that also reflect the company's value and
increase in value. The specific criterion we have used
to classify as successful is tech companies that have
gone from zero to twenty million in sales in less than
five years or from zero to 100 million in sales in less
than ten years. It turns out that these companies are
not very many, and recruiting participants has thus
been a challenge.
The number of test objects that we have had access to
in our study is far too small to draw any statistically
significant conclusions. Instead, we have aimed to
find indications of which qualities are probably im-

portant and which qualities are probably not, despite
our prejudices telling us they should be. So, have we
found any such indications? Are there qualities in
successful teams that are absolutely necessary? Are
there myths about super entrepreneurs’ qualities that
we can dismiss? We would like stick our neck out here
and state that we feel confident that some of these
things jointly characterise successful entrepreneurs or
teams of entrepreneurs and that yes, there are myths.
However, to the question of whether we have been
able to establish a clear ideal profile of an entrepreneur, the answer is probably no. There are likely many
different profiles that can succeed – profiles that nevertheless have important common denominators.
5.2 Opportunities and limitations
An important point of our approach in this project
has been to use four very different ways to test the
participating entrepreneurs. This has allowed us to
measure one and the same quality in at least two different ways as well as measure qualities that can only
be identified with that specific tool, thereby obtaining
a broader set of qualities. We have had the opportunity to find correlations between parameters in these
tests. Another important aspect of our approach is
that, in some cases (far too few, but still), we were
able to test two of the founders in the same team.
This gave us insight into how their personal qualities
complement each other and thus fulfil a larger part of
a hypothetical profile.
The project has several weak points that leave many
questions hanging. The fundamental weakness is
obviously the limited number of people we have been
able to test. This is not just a matter of resources but,

as mentioned above, also limited by the small number of companies in Sweden that meet the success
criteria. We would have needed at least 50, probably
more, successful cases, which would have required a
very significant recruitment effort. With 50 or more
companies, we could have probably established, even
statistically, the significance of certain qualities, or at
least been able to describe a certain quality as a typical
characteristic of an ideal founder profile.
An underlying question, which obviously is even
more affected by the lack of data, and which we therefore haven’t been able to address, is whether there is
any difference between mixed teams and teams started by only men or only women. The only conclusion
we can draw is that we see no difference between the
male and the female participants that we tested in this
projects. Neither do we have any basis for drawing
conclusions regarding other types of diversity, such as
ethnicity, age distribution, etc.
Yet another important aspect to be aware of is that
our definition of success is not scientifically substantiated. Our observation is that there is ongoing research
on the topic, but at present, we haven’t been able to
find any relevant research findings to relate to.
Another weakness is the lack of a clear reference or
control group. It is very difficult to get “less successful” entrepreneurs to volunteer, and those that we do
have in our small control group may very well succeed later on. But in the Matrigma, MAP, and Game
Intelligence tests, we have a very large control group
in the form of tests conducted on a general population. In the case of SGP, we do not.
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5.3 Usefulness in incubator Sweden
So, can the incubators, including their ecosystems,
benefit from the findings of this study? We believe
that the answer is a definite yes, even if we don't have
sufficient statistics to draw any final conclusions. The
project has evaluated four different tools, showing that
at least two of these, probably three, provide relevant answers to assess or develop teams. We believe
that we have also increased our knowledge of what
is important and what is not and thus built a good
foundation for which issues need work in the incubator companies or companies you have otherwise
invested in. Furthermore, we have built a foundation
for formulating in-depth studies to understand what
distinguishes strong entrepreneurial teams from the
weak ones, and what is required in order to complement weak teams to give them good prospects for
success. We also have ideas for how to simplify and/
or automate some of these tools in order to use them
in the incubators’ everyday lives in an economically
effective way.
So, how can incubators (and accelerators) use the
tools we tested and the answers we obtained?
Incubators typically face at least four (described below) types of issues in everyday life that are related to
founders or founder teams.
5.3.1 Admission
The first issue arises in the selection of which start-ups
should be admitted into the incubator. The situation
among Sweden's incubators varies quite a bit, as there
are more applicants in larger cities than in smaller
ones. In Sting's case, the percentage admitted is less
than 10%. This does not mean that those rejected are

not good; it is more a matter of resources, as Sting
only has the capacity to coach about 30 start-ups a
year. Because our thesis in Project Dali is that the
team's ability is crucial to whether a start-up company
will be able to grow into one of few market-leading
companies in its segment, the assessment of the team
is a key aspect of the admission process. Over the
years, incubators have naturally developed a sense
for what is “the right stuff ”, but even though that
sense may not be wrong, there is a risk that elements
of confirmation bias and stereotypical thinking will
affect the admission decisions. For example, young
and enthusiastic are often seen as more positive than
experienced and objective. However, statistics from
American studies show that the latter usually succeed
much better. Better tools are needed here in order
to effectively distinguish good founder teams from
less good founder teams. Already at this stage, you
could use an adapted version of SGP as a final test
before definitely saying yes to admission. In its present
scope, the test is too time-consuming to be used on
all teams applying to the incubators and even more
so if you were to interview several or even all people
in the founder teams. But if you were to take 5–10 of
the most cutting questions (an interview of about 15
minutes), you would gain a much better idea of the
team and its profile than what we get today, and the
hour spent on a four-person team would probably
save proportionally more time in a team that is about
to crash once they have been accepted.
5.3.2 Recruitment
The second issue usually arises quite quickly after
admission to the incubator. At this point, the skills
missing in the team are already starting to show and
the teams are starting to realise that even though
you prioritise and focus, there are so many more
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tasks than resources. Companies thus almost always
need to recruit additional co-founders or employees
to maintain a high rate of development – perhaps
a board of directors or other type of management
support or expert group. To help the companies in
this process, a deep understanding is needed of what
challenges rapid growth in the number of team members entails, what types of skills are needed to build
a fast-growing company, and not least a sense for
what culture and values the current team has. Good
tools that map existing strengths and weaknesses of
the team, both professionally and personally, are very
important here in order to develop profiles of the new
people that need to be brought in. Through the Game
Intelligence test analyses, we know that the teams that
have succeeded score very high when it comes to all
their executive cognitive abilities. If there are shortcomings in the team here, it may well be worth using
GI at the end of selection processes for new employees in executive positions, such as CEO or COO.

through their coaches, can contribute their knowledge
and experiences from successful company building.
By testing the teams and identifying individual driving
forces, strengths, and weaknesses, the coaches can
support the teams, which have previously acted like
a herd where all decisions are made in consensus, in
finding roles that are based on their complementing
strengths. A common obstacle in this process is the
founders’ own egos and the image they have of themselves. Good test tools and assessments by a neutral
coach can play a significant role in creating mutual
respect between founders and other key individuals.
Being able to test the personalities is very helpful in
order to understand yourself and others with whom
you will interact. The Five Factors test is a great one to
use. Partly because it is wide-spread and there is access
to consultants who can help interpret and explain the
results, and partly because many have already done it
in other contexts and therefore have confidence in the
tool.

5.3.3 Team development

5.3.4 Crisis management

The third issue involves developing the existing team
members. Often, experience of entrepreneurship and
company-building is completely or partly missing.
Especially when companies are started by a “bunch” of
researchers or by teams coming straight out of college.
There is a lack of knowledge in how to build processes
around decision-making, how to formulate visions,
goals, and milestones, distribute responsibilities, and
manage follow-up. The importance of a strong corporate culture and of creating common fundamental values is also something they've rarely thought about. As
the teams go from 2–3 people to 10–15 people in often
less than two years, the founders’ leadership abilities
are tested. While some have it in them naturally and
quickly grow into their leadership suit, the incubators,

The fourth issue unfortunately often facing the incubators is that of trying to mediate in conflicts between
founders and/or key individuals. The worries the
teams go through in the form of long work weeks, a
high degree of uncertainty, different views on the road
ahead, etc., affect the mood and often lead to crises,
adversely affecting the pace and development and,
in many cases, threatening the very existence of the
company. It is also common for there to be a romantic view of what it means to work in a start-up, and
when reality catches up and the shimmering facade
cracks, some simply quit. An important component
in preventing and managing this is obviously having a
shareholders’ agreement with so-called vesting clauses
that regulate the return of shares when someone quits

early. But even more important are the founders’ attitude and their ability to avoid or manage the anxiety
caused by the uncertainty. In tough situations, there
must be people in the founder team who step up,
assume the leadership role, and bring the company
back on track. People who respect the time spent by
the founders and the money spent by the financial
backers. Incubators can sometimes play a role in mediating and helping the teams find their way back to
each other. However, it rarely works when the conflict
has been allowed to go too far and the trust within
the team has been broken. Instead, emphasis must
be placed on the incubators coaching the founder
teams in working with proactive team development
early on, thus creating a climate with a high degree
of mental security and open communication, so as to
recognise any potential conflicts at an early stage. Test
tools such as these may be useful here as well.
Regardless of which of the above mentioned issues is
involved, it is obvious that the knowledge of incubators and other players in the ecosystems around
start-ups, about what characterises successful entrepreneurs and company-building teams is key.
5.4 The ideal entrepreneur(s)
As discussed above – have we been able to establish a
clear ideal profile of an entrepreneur – the answer is
probably no. There are likely many different profiles
that can succeed, but that nevertheless have important common denominators. Either way, below is an
attempt to characterise a potentially successful team:
One answer to the question – why is the ideal entrepreneur so unusual in the singular? – can perhaps be
given by the fact that Self-awareness that builds was
the quality with the highest significance in the SGP
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test. The entrepreneurs’ accurate Self-assessment of
cognitive ability (GI) relative to the general population also indicates healthy and balanced self-awareness (even with a small tendency to underestimate).
All the successful entrepreneurs have, without
exception, scored high or very high in this quality. We
believe that the explanation for why this quality is so
central is that it, in fact, saves the entrepreneur from
becoming a victim of his or her own shortcomings
and by the fact that he or she, with this insight, willingly and quickly complements him or herself with
those possessing the strengths that he or she lacks.
The other quality that was significant was Longterm culture builder (SGP), and this is probably the
quality that also helps the team stick together longterm, gradually strengthen, and work more efficiently
together. This is also where Good verbal skills (GI)
come in very handy. Company management must be
able to formulate their ideas on the development of
the company well and communicate them educationally. The brain researcher’s description is that clarity of
thought and verbal skills are closely linked.
All teams may not initially have a person with a Business nose for customer benefits (SGP), but recruiting one as early as possible is vital to success. This
curious and Attentive (GI) person makes sure that
the entire team is driven by the desire to satisfy the
customer's actual needs instead of exciting technical
challenges.
Now the Inner compass (SGP) begins to develop, the
management and the team discover the opportunities
to grow the company and transform it into a serious
contender to the established industry players. With
a large dose of Lateral thinking (SGP), Flexibility
(MAP), and Openness (MAP), and with manage-

ment's Well-developed intuition (SGP), they decide
to outrun the establishment. Their extraordinary ability to Process (GI) market information, define and
conceptualise (GI) the problem, creatively solve the
problem (GI), either with new technology or a new
business model, or a combination of these, means that
the team now succeeds in producing a superior offer.
The realism of the model is ensured by the recruitment of team members with Good impulse control
(GI and MAP), who balance the wildest lateral thinking and impatience of the more spontaneous initiators
who realise the plan. Their exceptional capacity for
strategic thinking (GI) also means that they can produce a brilliant plan for taking the offer to market.
A long journey now begins that requires a lot of
Energy (SGP), Endurance (GI), and a Winning
attitude (SGP). High flexibility and the ability to
switch tracks (GI and MAP) without losing energy
or focus significantly facilitate the journey and the
management of inevitable directional changes and adjustments. The Helicopter leader (SGP) makes sure
to hold together the direction and changes with the
details and iterations of product and business model
development. The team grows and the management,
who Sees the potential in people (SGP) and who
scores low on the main scale Social style (MAP),
makes both new and existing employees grow by
setting requirements and following clear principles.
Now, employees with a high degree of Conscientiousness (MAP and GI) have been added, who
ensure quality and the ability to deliver. The longterm culture building means that the organisation can
handle the hardships and pains that arise along the
road to success. A road that hopefully never ends.
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