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Abstract 

Little light has been shed on the role of organizations in degrowth and post-growth economies. 

This thesis expands the discussion of degrowth to the organizational level through a comparative 

qualitative case study of three organizations in Copenhagen, Denmark. The investigation set out 

to discover strategic elements in the organizations which are considered useful for the degrowth 

transition. To that end, the investigation showed that creating value in collaboration with 

customers, democratic governance structures, and a reduction in work hours are key strategical 

elements beneficial in contemporary capitalism as well as in a degrowth transition. It is argued 

that the organizational form of member-driven cooperative is closest aligned to the degrowth 

paradigm. Building on these findings, a philosophical business strategy framework is proposed, 

comprising strategic implications, strategic goals and six core values: Meaningfulness; 

Collaboration; Sustainability; Democracy; Empowerment; Community. The researchers suggest 

a normative underpinning of the strategy framework with the capability approach of Amartya 

Sen. It provides a shift of perspective on organizational activity from mere economic 

development towards considering human development as the primary goal.   
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1. Introduction 

The sustainability and feasibility of economic growth is under an increasingly heavy debate. As a 

growing number of negative effects have been identified to be rooted in the overall economic 

growth paradigm, growth critique became increasingly mainstream. Indeed, capitalist societies are 

confronted with urging questions regarding the continuous growth pursuit. The idea that 

exponential growth on a finite planet is reaching its limits and the failure of the attempts to 

decouple growth from resource use build the basis for the contemporary debate. Recent 

economic crises, systematic exploitation towards workers and rising inequality have fuelled the 

debate and frequently also shed light on the practices of organizations. Critics have adopted the 

underlying assumption that contemporary capitalism with its emphasis on economic growth as a 

main goal is destructive and outdated (Johanisova, Crabtree & Fraňková, 2013). Whereas 

advocates consider growth as most effective in order to tackle issues such as inequality or to 

increase general life-quality, their opponents have already opened the discussion to new 

imaginings, embracing degrowth and post-growth economies. 

In an attempt to overcome the paradigmatic resistance of growth advocates the forerunners of the 

critical debate embody alternatives that aim to consistently and permanently improve the often 

maltreated environmental and human well-being (Kallis, Kerscher & Martinez-Alier, 2012). The 

growth paradigm has not proven to be enduring and favourable on this end. This led to a 

substantial amount of publications on growth critique. The Club of Rome’s report on the ‘Limits 

of Growth’ (1972) and Latouche’s ‘Farewell to Growth’ (2009) can be considered as milestones 

in the debate. 

The term ‘post-growth’ is the umbrella term for economies that neglect the current growth 

paradigm. It entails the term ‘degrowth’ which denotes a reduction of production and 

consumption that emphasises quality of life and enhances ecological conditions (Kerschner, 

2010; Herath, 2016). With the debate reaching the mainstream audience and the concepts of 

degrowth and post-growth economies theoretically assuming form, the roles of organizations 

become increasingly relevant in this regard. Given that organizations have a central function in 
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the prevailing economic system, efforts to conceptualize their contribution to a degrowth 

transition and a post-growth society have been insufficient so far (Liesen et al, 2014). This could 

be counterproductive to any efforts of realizing a post-growth society. Without a rather clear 

conceptualization of how companies and organizations can operate successfully in contemporary 

capitalism, but also in degrowth and post-growth economies, there might be little chance of such 

a transition to commence (ibid.).  

Therefore, the work at hand attempts to bring the debate furtherly to the organizational level. 

The researchers identified a gap which has to be addressed in order to embody the potential of 

organizations to be successful in contemporary capitalist societies as well as in degrowth 

transitions and post-growth societies. Thus, the researchers have investigated a sample of three 

organizations that operate successfully but are in at least one aspect aligned with the theoretical 

elaborations of the relevant literature. The three organizations operate in three different sectors 

and are all of different organizational forms. The findings which will be elaborated and compared 

in the analysis and discussion, have contributed to the formulation of a philosophical value set. 

This attempts to help organizations navigate into a potential transition period that has 

unforeseeable implications. This work thereby aims to bridge the research gap concerning a value 

driven strategy for organizations in degrowth transitions and post-growth economies by offering 

an analysis of a comparative case study, investigating the following research question: 

How is degrowth implicitly conceived in the strategy of three different organizations in 

Copenhagen, Denmark? 

As it will be later elaborated, a sub-question is considered as the overall intellectual ambition of 

the researchers: 

How can degrowth become a philosophical business strategy for organizations in the 

contemporary capitalist economy? 
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In order to answer the two questions, the researchers conducted three semi-structured interviews 

with the participation of workers from the Copenhagen based organizations Greencubator, 

Københavns Fødevarefællesskab and IIH Nordic A/S1. 

To fully immerse the reader into the topic, the paper will first present a literature review which 

grasps the ongoing debate amongst the most important scholars and of the research in connection 

to organizations. Furthermore, the review gives a presentation of the debate’s roots and an 

explanation of the identified research gap which will set the stage for the subsequent analysis. 

Following the literature review, a theoretical framework is elaborated to complement the 

researcher’s tools for analysing and discussing the data. First, the concept of a philosophical 

business strategy is clarified, afterwards the capability approach will be introduced in order to 

provide a philosophical basis of the study, last a preliminary theory of degrowth organizations is 

conceptualized. Thereafter, the methodological approach will be expanded upon. Here, the 

comparative nature of the case study will be justified, along with an explanation on how the 

researchers have chosen their interviewees and how the acquired data was analysed. 

Subsequentially, the paper will move on to an analysis of the data which will be followed by a 

comparison of the findings. Finally, the analytic endeavour finishes by presenting how degrowth 

is inherent to the strategies of the researched organizations and by creating a philosophical 

business strategy which will be concluded and delimited. 

 

2. Literature review 

In the following sections, a review of relevant literature concerning growth critique and possible 

alternatives will be presented. The review is separated into two major topics. The first part 

addresses the history and origin of the degrowth concept. While the Club of Rome is usually seen 

as the frontrunner in growth critique, many classical economists such as Adam Smith and John 

 

1 Please refer to appendix A for an overview of the interviews. 
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Stuart Mill already predicted that endless growth is not possible, which will provide a 

philosophical entry point. Afterwards an overview on the contemporary debate is presented, 

giving the reader a coherent and comprehensive idea of the concept. In the second part, we turn 

to the contemporary stream of literature which addresses the role of organization in the degrowth 

transition and post-growth society. Here organizational growth obviously plays a major role, 

therefore the first subcategory introduces studies on organizations which are in fact non-growing. 

However, it is important to postulate that simply not-growing is by far not enough as an overall 

strategy for organizations in the degrowth transition. Degrowth doesn’t imply that all organizations 

would need to shrink. Several sustainable organizations can still grow at the expense of 

unsustainable competitors. However, one assumption of degrowth is that many developed 

countries are ‘over-developed’, meaning that the overall economy is likely to shrink when 

pursuing the degrowth transition. Individual organizational growth is consequently just one aspect 

of organization and degrowth. Therefore, in the second subcategory alternative organizational 

models which are complementing the degrowth transition beyond the issue of organizational 

growth, are introduced and discussed. As the review will show, degrowth calls for radically 

rethinking the economy and the way we do business. Hence, this section directs the attention to 

concepts and strategies for doing business in an economy beyond the current growth paradigm.  

 

2.1 Origin of degrowth 

This paragraph aims to introduce the reader to the historically first works on the subject of growth 

critique. Furthermore, it aims to provide a point of view on society and economy as matters of 

concern and aims to illustrate the historic debate about economic growth. Looking at the 

economic history of man, economic growth is a rather young phenomenon (Roser, 2019). The 

prevailing assumption in neoclassical economic theory, is that GDP will grow infinitely over time 

resulting in an exponential growth curve (Raworth, 2017, p.247). Going back to early economists 

shows, however, that many of them acknowledged that growth must eventually reach a limit, and 
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rather takes the form of an S curve (ibid., p.251). The two opposing views are visualized below, 

to give an entry point into the review. 

 

Figure 1 - Exponential growth curve (Raworth, 2017)         Figure 2 - S curve of growth (Raworth, 2017) 

A milestone in the critique of growth is the Club of Rome’s publication called “The Limits to 

Growth” (Meadows, Meadows, Randers, Behrens, 1972) but it is certainly not the very origin. A 

number of philosophers, economists and biologists started to question the growth paradigm 

already before as Meadows’ et al correctly admit (ibid. p. 170). Zweig (1979) acknowledges that 

Meadows et al (1972) had an immense influence on the debate at that time while pointing out the 

forerunners of limits to growth. He casts light especially on the thoughts of Adam Smith, Robert 

Malthus, David Ricardo and John Stuart Mill in order to locate the origins of growth critique. 

The view of these classical economists was that growth is something that should be desired in 

order to have an increase in wealth or real income per head. However, Zweig’s work points out 

that all of them were pessimists in the long run. While admitting the desirability of economic 

growth, they questioned the infinite feasibility. According to Zweig (1979, p. 511), they did not 

only notice the possible appearance of limits to growth but feared them. They shared an opinion 

on the root cause for those limitations: A rather drastic increase in population would ultimately 

jeopardize economic and capital growth and finally lead to national economies which would not 

grow anymore, calling them stationary state economies (ibid.). 

Adam Smith and David Ricardo had pessimistic views of the stationary state. They predicted that 

it would ultimately be inevitable but emphasized that it would be unfavourable for society. 
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However, their thoughts were focusing on the very economic side and were influenced by the 

industrial revolution. Opposed to that, John Stuart Mill was the first to contemplate about 

necessary social transformations in regard to the economy and the only one who was optimistic 

in his predictions for a stationary state (ibid.). In his conceptualization, he drafted an economy 

which looked comfortable for “the life of a philosopher” as Zweig phrased it (ibid., p. 511). 

Moreover, Mill was the first to spend a line in his work on an increase of pollution, although his 

main concern was the limited possibility of renewing some of the industrial resources. He 

doubted and contradicted the reluctance Ricardo and Smith had for an economic stationary state 

(ibid. p. 519) but seemed surprised himself, that he had to believe in the stationary state as an 

improvement of people’s living conditions (ibid.) He admitted that a great social transformation 

would be needed to have people agree to a more equal distribution of wealth instead of having 

them compete for it. It was clear to him that growth can advance societies which are marked by 

a highly unequal wealth distribution, however, in his view, this did not apply to advanced western 

countries (ibid.). Most western countries would need an even more equal and sophisticated 

distribution of wealth to make a stationary state possible. For him, this stationary state would not 

mean stagnation for human development, quite the opposite, it would release the “intellect and 

energy of scientific discoverers” to “elevate the universal lot” (Mill in Zweig, 1979 p. 519). Mill 

recognized a part of the solution for his idea of stationary state economies in a growth limitation 

for the world population. He called for effective birth control and trusted in technological 

progress in order to make this positive stationary state possible (Zweig, 1979 p. 519). The social 

transformations he enunciated aimed at a more equal society (ibid.). The endless pursuit for 

wealth would need to end and humans would find themselves having no fear of unhealthy 

competition in return (ibid.). 

The model in “The Limits to Growth” (1972) supports the conclusions made by Mill. Looking 

at their implications shows how their thoughts and models are closely related. Mill developed 

verbally what Meadows et al calculated with computer power (ibid.). Their report – mostly 

referred to as the Club of Rome’s major contribution – analysed that it will come to a decrease 

in life-quality if growth will remain the ruling paradigm in economics. They drafted three 

scenarios of how the world could change and evolve until the year 2100. The first one shows the 
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development of the world if growth continues in the current acceleration and predicts ongoing 

growth until 2020 with a collapse in the middle of the century due to bottlenecks in resources 

(Meadows et al, 1972, p. 124ff). The second scenario assumes massive technological innovations 

which decrease the negative impact of growth. However, the collapse would not be avoided but 

only postponed to the end of the century (Meadows et al, 1972, p. 139ff). The third scenario 

finally shows a stabilized world in which technical and social innovations are combined in order 

to keep the population growth, industrial output and food supply on healthy levels (Meadows et 

al, 1972, p. 165ff). The three scenarios were recently reviewed with updated data, showing that 

the world is moving along the lines of the first and second scenario (Muraca in Bauer, 2015, p. 

108). The point of departure to the Club of Rome’s growth critique, is the limited supply of 

physical resources on the planet which would ultimately lead to an uncontrolled decline in 

population and industrial output (Meadows et al, 1972, p. 23). Nevertheless, the Club of Rome 

suggested that the world can still chose another path. Their analysis shows that the general 

possibility of altering the growth trend would stabilize the economic and ecological situation in 

order to make societies sustainable throughout the future (ibid. p. 24). 

Shortly after the publication of “The Limits to Growth”, Herman Daly (1974) made a major 

contribution to the historical growth critique arguing that it’s not enough to question the current 

pro-growth orthodoxy, but necessary to come up with tangible solutions for an economic order 

with little or no growth. His blueprint of a non-growing economy, namely the Steady State 

Economy is one of the most discussed alternatives to date. He argued that the Earth itself is a 

steady state system in which the amount of input – due to the earth’s physical finiteness – is 

ultimately always equal to the amount of output. Therefore, everything that is created on the earth 

is a realignment of things. The economy as a sub-system of the earth can only exist as a steady 

state system as well (Daly, 1974, p. 17). However, he set his focus primarily on rather practical 

political ideas. An economic steady state could be performed with two specific measures which 

need to be controlled centrally: An aggregate birth control and control of resource exhaustion 

(ibid. p. 19). Such control mechanisms would need to be implemented with the least possible 

impact on personal freedom (ibid.). He described this approach as providing macro stability while 

allowing for micro variability although he admitted that absolute macroeconomic control cannot 
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be assured, no matter how big the corresponding institutions are (ibid.). Nevertheless, he 

allocated a relatively high importance on public institutions with proposing aggregate birth 

control. This is grounded on his critique that growth is ineffective in alleviating poverty, therefore 

concluded the necessity for a public institution which could limit inequalities (ibid.). Inequality in 

wealth is a topic his forerunners have only superficially come into contact with. Regardless, his 

ideas were not on the political agenda in 1974. He located the reasons for that in the dogmatic 

growth belief in the academic debate (ibid. p. 20). Moreover, the positive predictions for future 

technology seemed overstated to him (ibid. p. 18). Daly continued his work on the steady state 

during his career, finally defining it as “an economy with constant stocks of people and artefacts, 

maintained at some desired, sufficient levels by low rates of maintenance throughput” (Daly, 

1991, p. 17). Arguing, that the stocks of physical wealth as well as population must be kept at a 

constant but not static level, he identifies three institutions of particular importance for 

maintaining a steady state (ibid., p. 180). Firstly, government-auctioned physical ‘depletion quotas’ 

in order to keep the stock of physical artefacts constant as well as the matter-energy throughput 

at a sustainable level. Secondly, he argues for controlling mechanisms in order to keep population 

within earth’s capacity. Thirdly, a distributive institution in order to reduce inequality by defining 

minimum and maximum limits on income and maximum limits on wealth (ibid., p. 50ff; Buch-

Hansen, 2014, p. 168). 

 

2.2 Contemporary debate   

After introducing the origins of growth critique, the following section is going to shed light on the 

contemporary debate and the birth of the degrowth movement. The English word ‘degrowth’ 

became frequently used after the first International Conference on Socially Sustainable Economic 

Degrowth for Ecological Sustainability and Social Equity in Paris in 2008, also marking the birth 

of degrowth as an international research area (Demaria, Schneider, Sekulova and Martinez-Alier, 

2013). Within this conference, the 2008 Paris Declaration of Degrowth emerged which describes 

the characteristics of a degrowth revolution as follows: an emphasis on quality of life rather than 



 

 

 

 

17 

quantity of consumption; the fulfilment of basic human needs for all; societal change based on a 

range of diverse individual and collective actions and policies; substantially reduced dependence 

on economic activity, and an increase in free time, un-remunerated activity, conviviality, sense of 

community, and individual and collective health; encouragement of self-reflection, balance, 

creativity, flexibility, diversity, good citizenship, generosity, and non-materialism; observation of 

the principles of equity, participatory democracy ,respect for human rights, and respect for 

cultural differences (Herath, 2016, p. 45-46).  

The main idea behind todays concept is usually defined as “an equitable downscaling of 

production and consumption that increases human well-being and enhances ecological 

conditions at the local and global level, in the short and long-term” (Kerschner, 2010, p.544). 

The majority of degrowth proponents agree on this definition, which argues for a reduction of 

production and consumption to sustainable levels with less resource use and pollution, resulting 

in an uplift of the environmental conditions. This definition entails already two separate 

conceptualizations of degrowth. On the one hand, reduction of production which is measured by 

the GDP indicator is referred to as GDP degrowth or economic degrowth. On the other hand, 

the down-scaling of consumption is usually termed consumption degrowth (Herath, 2016). Apart 

from these two definitions, there are several other definitions in contemporary degrowth literature 

which will be shortly defined in the following. Work-time degrowth, for instance, argues for a 

gradual reduction of working weeks, more holidays and earlier retirement. The concept criticises, 

that increased productivity due to improved education, skills, labour division and most 

importantly technological progress has led to the production and consumption of more goods 

and services instead of increasing free-time (Herath, 2016, p.45). Van den Berg (2011), argues 

that work-time degrowth would not only lead to less production and consumption, but also less 

work stress and therefore enhance human well-being. Physical degrowth, also referred to as 

sustainable degrowth calls for an equitable reduction and eventually a stabilization of society’s 

throughput. Mainly drawing on the work of Daly, throughput refers to the materials and energy 

extracted, processed, transported and distributed by a society (Kallis, 2011; Kreschner, 2010). 

Lastly, the term radical degrowth provides a broad umbrella definition which denotes radical 

changes in the economy concerning values, ethics, preferences, financial systems, markets, work 
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and labour, the role of money, profit making and ownership (Van den Bergh, 2011; Latouche, 

2009; Schneider et al., 2010). Fournier (2008), refers to it as “escaping from the [capitalist] 

economy”, which already indicates a problem connected to the definition. Contributions on this 

issue are generally rather normative and idealistic than analytical and realistic. Critics argue, that 

such a huge and imprecise idea, which lacks a thorough analysis will be unlikely to gain much 

political support (Van den Bergh, 2011). All these definitions show that the degrowth movement 

aims at reducing the worlds’ economies to a size which is within ecological limits, also referred to 

as “right-sizing” the economy. Once this right-size is achieved, there is a consensus in degrowth 

literature that the new goal is a steady state economy (Herath, 2016; O’Neil, 2012), which has its 

roots in the work of Daly (1974) and in classical economic thinking from John Stuart Mill and 

Adam Smith, as discussed above.    

 

 

Figure 3 - Degrowth transition to a steady state economy (O’Neil, 2012) 

The figure above illustrates the degrowth transition towards a steady state economy which wealthy 

nations must go through. Moreover, it represents the overall global transition which needs to 

occur to arrive at a sustainable level of the economy. The figure also illustrates the definition of 

important terms within this thesis. The term growth economy refers to the current state of 

economies in developed countries, where corporate behaviour and especially policies by the 
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government are generally aimed at contributing to growth in terms of GDP. The term degrowth 

refers to the phase marked by redistributive downscaling of production and consumption in order 

to achieve environmental sustainability, social justice and well-being (Herath, 2016). Steady state 

economies are the goal of degrowth and shall be discussed in detail below. Finally, post-growth 

economies is the umbrella term for economies which occur after the current growth paradigm is 

neglected, degrowth and steady state economies are therefore both post-growth economies. 

As already mentioned, visions of steady state economies have their roots in the work of Daly 

(1974; 1991) and in recent publications several scholars have tried to conceptualize “concrete 

utopias” for what comes after the currently prevailing growth paradigm (Buch-Hansen, 2014; 

Kallis et al., 2012; Kerschner, 2010; Martinez-Alier et al., 2010; O’Neil, 2012; Victor, 2014). 

However, it has been argued by Buch-Hansen (2014) that these visions fail to acknowledge the 

diversity of contemporary capitalism, which would inevitably lead to different forms of steady 

state economies around the globe. He differentiates between three forms of capitalism and 

accordingly provides a vision of three different forms of steady state economies which are to be 

considered. 

Firstly, ‘liberal capitalism’ as in the US or the UK is extremely market oriented viewing 

competitive relations between business as the best way to maximize wealth in society. Here, state 

interventions are rare, taxes and welfare programmes are low and societal redistribution is modest 

(Buch-Hansen, 2014, p. 169). In liberal capitalist economies, the most likely driving force behind 

the degrowth transition are broad societal movements such as the International Transition 

movement which experiments with home-based production, micro-enterprises, food-

cooperatives and local currency systems (ibid., p.170). This will lead to the ‘liberal steady state 

economy’, where the culture remains individualistic and competitive markets as well as the pursuit 

of profits within ecological boundaries remains desirable. Therefore, it is conceivable that efforts 

to decouple micro-economic profit seeking from macro-economic growth, as envisioned by Daly 

(1991), will be taken. In such a liberal environment, redistribution will play a small role, therefore, 

if Daly’s idea of minimum and maximum income levels is to be pursued, these will be relatively 

lower (minimum)/higher (maximum) compared to other countries. Moreover, Buch-Hansen 
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identifies a dilemma for the state in the liberal SSE, since policies to remain within ecological 

limits contradict the liberal ideology (ibid., 171). Therefore, steps towards establishing more 

social enterprises might only include the removal of legal and bureaucratic boundaries, and 

remaining within ecological limits might be outsourced to private companies or public-private 

partnerships which would ensure the levels are respected by acquiring and trading licenses. 

Concerning the problem of staying within population limits, tax breaks to families with one or 

two children and sanctions on families with more, combined with strong immigration laws are 

predicted (ibid., 2014, p. 171).  

Secondly, ‘state-led capitalism’ is characterized by strong connections between state managers and 

managers of large companies, since the state often intervenes in market relations to steer business 

development (e.g. with industrial policy plans). The welfare provision in state-led capitalism often 

occurs in the form of a social insurance model, with the state providing comparatively high 

transfer payments (ibid., p. 169). France, Italy, Spain, Japan and ‘rising powers’ like Brazil, Russia, 

China and India are to different extents examples of this form of capitalism. Here, centrally 

steered degrowth transitions are most likely. Countries with strong social and intellectual 

movements that support the transitions, such as France, Italy and Spain, which are also home to 

social movements such as large and dynamic worker-cooperatives can become frontrunners in 

the degrowth transition (ibid., p. 170). In the ‘statist steady state economy’ which will follow, an 

interventionist state steers the economy in order to stay within ecological limits. Markets and 

private companies still play a pivotal role, but state support in the form of economic subsidies 

and tax rebates for social enterprises and forms of renewable energy are likely to occur to a large 

extent. Eliminating inequality might not be the main target here, but minimum and maximum 

income levels are expected to be higher/lower as in the liberal form, while the system of 

transferable birth rights to stay within population limits could also be considered by the strong 

state (ibid., p.171).   

Finally, in ‘coordinated capitalism’ which is mainly observable in the Scandinavian countries and 

Germany, the state does not intervene directly in the market as much as in state-led capitalism. 

However, by providing strong sets of worker rights and welfare provisions organized labour is 
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given a powerful market presence (ibid., p. 169). Here, a process of “negotiated degrowth” 

between governments, employers’ and employees’ organizations, and various interest and expert 

groups is likely to occur (ibid., p. 170). In the following ‘coordinated steady state economy’, 

markets and competition are of less importance. While shareholder-owned corporations will not 

be eradicated, “their operation is subsumed to principles such as equity, solidarity and 

cooperation” (ibid., p. 171). Instruments like tax-breaks for social enterprises and heavy taxes on 

corporate profits will be largely implemented to transform the economy. Compared to the other 

two forms, redistribution to create equality plays a central role, which leads to very high minimum 

income levels while maximum limits on income and wealth are relatively lower. It is likely that 

policies on physical depletion quotas and population are implemented by the state, however, the 

precise content might be continuously adjusted and decided by networks of actors representing 

different societal groups (ibid., p. 171).  

In the contemporary degrowth debate two authors stand out, namely, Serge Latouche with 

“Farewell to Growth” (2009) and Tim Jackson with his work “Prosperity without Growth: 

Economics for a finite planet” (2009). While their work is aligned in criticizing growth societies 

rather than just GDP growth, their approaches to analyse the growth phenomenon are slightly 

different (Haapanen, 2016, p. 3492). On the one hand, Jackson considers growth as an institution 

that needs to be replaced (ibid. p. 3501). This replacement, however, can only be conducted with 

structural changes to society. He furthermore questions if growth is still an appropriate goal for 

the so-called global north. His proposed change in society and institutions consists of three 

aspects: establishing ecological bounds on human activity, disentangle society from growth 

economics and re-transform consumerism (Jackson, 2009, p. 204). His argument finds a point of 

departure in the suggestion to drastically decrease the resource intensity of human action. To 

achieve this decrease he distinguishes between relative decoupling and absolute decoupling of 

economic output and material throughput. If relative decoupling is performed in an economy, 

negative environmental impact could still increase, but not at the same rate as GDP would grow. 

Simply put, relative decoupling is about doing more, with less resources. For him it is needless to 

say that this approach will not be enough to stay within the ecological limits. In contrast, absolute 

decoupling is hard to achieve, as mentioned above and as his examples show (ibid., p. 71ff). 
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Additionally, the world economy is far from performing it. According to him, the growth 

advocate’s argument that it would be possible to decouple economic output from material 

throughput is a myth and therefore does not provide the ability to stay in the ecological resource 

limits (ibid. p. 67). Furthermore, he offers a perspective in which society needs to find a way out 

of social and institutional impediments which keep us working with a failing system (ibid. p. 102). 

Social changes, away from product ownership to a focus on product functionality for a broad 

mass and a general shift to collaboration and sharing with the goal to enhance human wellbeing 

are considered as essential to achieve prosperity without growth. On the other hand, Serge 

Latouche sets a focus on how the overarching pursuit of growth is affecting people’s actions by 

manipulating their values (Haapanen, 2016, p. 3501). He calls for a change in society as he 

identifies their general addiction to the “drug of growth” (Latouche, 2009, p. 20). To him the goal 

of growth is not to provide well-being. Rather economies only grow for the “sake of growth” itself 

(ibid., p. 3), which is in line with Jackson’s notion on an economy that is driven “by a distorted 

social logic” (Jackson, 2009, p. 204). Latouche therefore identifies altruism and cooperation as 

crucial for a degrowth society and introduces the following eight steps that could make 

fundamental change happen: Re-evaluate, reconceptualize, restructure, redistribute, relocalize, 

reduce, re-use, and recycle. In this so-called concrete utopia of a degrowth society, he argues that 

these actions can trigger the process from the bottom of the society (see detailed explanation of 

his eight steps in Latouche, 2009, p. 33-41). This view, that change has to be triggered bottom-up 

is encouraged by Kallis who states: “I propose that big social change does not take place by 

appealing to those in power, but by bottom-up movements that challenge established paradigms” 

(2011, p. 874). Both Latouche and Jackson are very clear and elaborate in their criticism of 

growth. However, this has been a subject of several critics, who argue that while their criticism of 

growth is of relevance, they fail to put tangible alternatives (Haapanen, 2016, p. 3500). Published 

three years later and taking both Jackson and Latouche into account, Muraca’s (2012) focuses on 

the ethical assumptions of growth and degrowth with respect to distributive justice. She 

investigates the implicit theories of justice behind both concepts, namely, welfarism, resourcism, 

and the capability approach. Taking the perspective of Sen’s ‘capability approach’, she argues 

that economic growth does not provide any more good after a certain threshold and shows how 
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the approach can “offer a more adequate normative underpinning for the conceptualization of a 

degrowth society” (Muraca, 2012, p. 535). Summarized, the capability approach argues that 

distributive justice should be concerned with providing people with ‘capabilities to function’ 

focusing on substantial freedoms to achieve a life one has reason to value (ibid, p. 538). This 

stands in contrast to the “hedonic idea of arbitrary preferences to be satisfied” since the approach 

requires a public space where everyone has a voice and can stand up for the things in life they 

value (ibid., p. 545). She concludes that degrowth and its emphasizes on the quality of life has 

considerable reason to make use of the capability approach as a possible theory of justice. Finally, 

a major contribution to the degrowth discourse has been made by D’Alisa, Demaria and Kallis 

(2015) with “Degrowth: A vocabulary for a new era” . The book is a collection of key debates 

around the degrowth topic and consists of 51 short entries written by more than 50 people and 

separated into one of four parts, namely, ‘Lines of thought’, ‘The core’, ‘The action’ and 

‘Alliances’. The ‘Vocabulary’ doesn’t aim for completeness or definite positions on the covered 

topics, rather it aims at providing the reader with, sometimes even competing, definitions, ideas, 

and concepts in the degrowth discussion. Amongst other things, the book covers issues of 

alternative organizations, examples include eco-communities (chapter 38), urban gardens 

(chapter 46), cooperatives (chapter 34), commons (14), digital commons (chapter 36), and work-

sharing (chapter 47) (D’Alisa, Demaria, Kallis, 2015).  

 

2.3 Degrowth and organization  

This part of the thesis is aimed at introducing the current literature that links the degrowth 

discourse to the organizational level. Even though degrowth emerged as a macroeconomic 

concept, there are already streams of literature dealing with the role and functioning of 

organizations in a degrowth transition or post-growth economy. However, it can be postulated 

that literature and overall attempts to translate concepts of degrowth and post-growth economies 

to the organizational level, with regard to business models, strategies and management concepts, 

are rather marginal (Kearins, Collins, Tregidga, 2010; Liesen, Dietsche, Gebauer, 2014). In the 
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following, the most important publications are introduced and divided into two streams. The first 

focusing on non-growing organizations and the second focusing on objectives complementing the 

degrowth transition beyond the issue of organizational growth. 

 

2.3.1 Non-growing organizations  

The first stream of literature within the broader degrowth discourse which focuses on organization 

is concerned with actual growth in organizations. Though a relatively small niche of scholars have 

focused on this issue, within the last few years some studies investigated how companies escape 

the growth paradigm and still manage to be profitable. 

One study which contributes in this field was conducted by Liesen, Dietsche and Gebauer (2014), 

who conceptualized Successful Non-Growing Companies (SNCs) as a possible form of post-

growth companies. By applying a document analysis approach the researchers examined 10 

SNCs with regard to their motivations, key performance indicators and management strategies 

and suggest that a prioritization of growth in qualities over traditional quantitative growth enables 

characteristics in a company that are advantageous for the transition to a post-growth economy 

(Liesen et al, 2014, p. 24). According to their study, common features in measuring success in 

SNCs are not only the quality of the product or services sold, but also include quality of work and 

life for people in the company. Furthermore, three of the studied producing companies increase 

their value-added from repair services, which can be linked to the required shift from production 

to service economy often called for by degrowth scholars (ibid., p. 24). Similar findings are 

presented by Wiklund, Davidsson, and Delmar (2003) who studied the motivations of managers 

in Small and Medium sized enterprises (SMEs) to grow or not grow their firms. Interestingly, the 

study showed that non-economic concerns seem to play a more important role than the possibility 

of personal economic gain or loss in the decision of managers to grow (or not grow) their business. 

More specifically, employee well-being and the resulting effects on work atmosphere are 

identified as major drivers for managers decision to not grow their company over a certain point 

(Wiklund et al, 2003, p. 27).   
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On a similar note, Burlingham (2016) analysed 14 privately owned companies that made an active 

decision against growing faster, getting bigger, going public, or becoming part of a large 

corporation (p. 20). In practice, these companies do not primarily aim for a maximization of 

business performance based on classic indicators like sales, market share, or profit. Rather, the 

shareholders of the companies have other, non-financial priorities in addition to earning a return 

on their investment. They were also interested in creating a great place to work, providing a great 

service to their customers, maintaining great relationships with their suppliers, making great 

contributions to the communities they lived and worked in, and being generally great instead of 

big (ibid., p. 18). The term “small giants” therefore sums up companies that do not sacrifice their 

identity in pursuance of becoming bigger or more profitable, they differ from ordinary companies 

“in their refusal to let go of the passion and their success in keeping it alive” (ibid., p. 17).  

In a recent publication, Cyron and Zoellick (2019) examined the role of individual business 

growth in post-growth economies. By challenging prominent views in entrepreneurship and 

management literature on business growth, they illustrate another perspective which, according 

to the authors, aligns the idea of post-growth economies and business growth. They argue that 

instead of focusing on growth, organizations in post-growth economies rather need to aim for 

business development, as a qualitative and collaborative process.  Using prevailing management 

literature, they investigate the ontology of business growth, meaning they ask the questions “What 

is business growth?”, “Why do businesses grow?”, and “How do businesses grow?” (Cyron and 

Zoellick, 2019, p. 206). In summary, their conceptualization of business development describes 

it as an “internal, qualitative process of improvement”. Moreover, compared to business growth, 

business development should be resourceful and not resource-based and it should emancipate 

firms from structural growth drivers on the grounds of resource versatility. Lastly, business 

development in post-growth economies should build on different forms of cooperation and treat 

strategies as market-spanning, collaborative plans which are aimed at resourcefulness and 

emancipation (ibid., p. 212).   
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2.3.2 Alternative organizations  

Due to the heterogeneous nature of degrowth discourse in general, there is no consensus on how 

companies would need to act and position themselves within post-growth economies. Some 

scholars have argued that even in a degrowing and a following steady state economy, organizations 

would still need to continue to pursue growth and a maximization of profits (Spangenberg, 2010). 

Therefore, literature on organization in degrowth economies doesn’t necessarily focus on 

whether and why organizations should or should not grow. Rather, the following studies focus on 

the implementation of other degrowth objectives and on organizations that do business in an 

alternative manner, such as social enterprises, cooperatives, or commons.  

A major contribution in this field has been made by Johanisova, Crabtree and Fraňková (2013), 

who linked the degrowth discourse to social enterprises. They argue that from a degrowth 

perspective, the dimensions of scale, place, environment and provisioning patterns need to be 

emphasized more in the social enterprise sector. Moreover, they contribute to degrowth literature 

by re-defining the economy in general. Going away from the neoclassical view where the market 

and the economy can almost be seen as synonyms, they draw on different sociologists works such 

as Karl Polanyi and define the economy newly by including non-monetized sectors, and 

conceptualize how social enterprises fit into this framework. (Johanisova, Carbtree, Fraňková, 

2013).   

Based upon a case study of a self-harvesting Community Supported Agriculture in Belgium, 

Bloemmen, Bobulescu, Le, & Vitari (2015) challenge the mainstream microeconomic model 

based on the homo economicus assumptions of self-interest and competitive behaviour, with a 

holistic approach of producers and consumers, based on trust, corporation and ecologically 

responsible behaviour. Moreover, they formulate economic characteristics of the holistic 

microeconomic agent such as non-maximizing, non-profit-seeking, searching quality versus 

quantity and smallness, as well as social traits such as sympathy, conviviality, cooperation, 

community participation and ecological responsibility. The paper concludes with the remark that, 

“[t]he original contribution of this model is the acknowledgement of the convergence of goals 

between the producer and the consumer. This is a clear departure from the mainstream 



 

 

 

 

27 

microeconomic model” (Bloemmen et al, 2015, p.114). The authors argue that the case study 

can be seen as a transition model between the capitalist economy in which it emerged and a 

potential degrowth society (ibid. p. 114).   

A closer relationship between consumers and producers is also one of the cornerstones of 

Hankammer and Kleer’s (2017) conceptualization of collaborative value creation (CVC) as one 

possible form of aligning business models with degrowth. They argue, that integrating consumers 

into the value creation process and assessing the technologies that enable such relationships 

complements the customer-driven paradigm. Then, products are better fitted to the customer 

needs which would turn “customers into prosumers, who co-create products, co-fund production 

and contribute to challenges with their own ideas” (Hankammer, Kleer, 2017, p. 5), according to 

the authors this could be an important step towards more sufficient consumption. Overall, they 

identify five CVC concepts with five different goals and specific technologies that enable them: 

(1) mass customization aiming at delivering products and services according to individual needs 

using online configurators, simulation of product designs and 3D-scanning; (2) Crowdsourcing 

aiming at collecting ideas and solutions from large communities using ideation contest platforms 

and broadcast search platforms; (3) Crowdfunding aiming at financing of projects by large 

communities using online fundraising platforms and digital payment systems; (4) Innovation 

toolkits aiming at collecting information from individual consumers to improve products and 

services using RFID chips, GPS sensors, smart data and adaptive products; (5) Commons-based 

peer production aiming at producing commons-oriented goods by voluntary contributions of 

large communities using internet platforms and computer-supported cooperative work (ibid., p. 

3). An example of integrating potential customers into the value creation process is also given by 

Wells (2018). He links degrowth, technological innovation, business model innovation and 

corporate governance with a case study of the mobility provider Riversimple. The small company 

aims at providing mobility at zero cost for the planet by renting out low-impact vehicles. 

Interestingly, the vehicle technology developed by Riversimple is open for external improvements 

and therefore available for third parties to develop further. In conclusion, Wells argues that the 

combination of democratic management structures, technology, and an innovative business 

model makes Riversimple fitting to a potential degrowth society (Wells, 2018, p. 11).   
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Building on the concept of collaborative value creation and further literature which connect 

degrowth and business, Khmara and Kroneberg (2018) provide an operationalization of degrowth 

in the context of organizational activity. By putting forward seven criteria, they aim at providing 

tools in order to assess whether an organization follows the degrowth paradigm: (1) Alternative 

understanding of business; (2) From business activity to activism and social movement; (3) 

Collaborative value creation; (4) Democratic governance; (5) Corporate leaders’ commitment to 

company values in personal life; (6) Reduction of environmental impacts at all stages of 

product/service life-cycle; (7) Making products that last and are repairable (Khmara and 

Kroneberg, 2018, p.724). Moreover, they use these criteria to assess the case company Patagonia 

in order to underline the relevance of the study in a practical context.   

Bocken and Short (2016) propose sufficiency as a driver of business model innovation for 

sustainability. In their paper, they argue that sufficiency-driven business models can moderate 

overall resource consumption by “curbing demand through education and customer engagement, 

making products that last longer and avoiding built-in obsolescence, focusing on satisfying ‘needs’ 

rather than promoting ‘wants’ and fast-fashion, conscious sales and marketing techniques, new 

revenue models, or innovative technology solutions” (Bocken & Short, 2016, p. 41). While a 

sufficiency-driven business strategy may be feasible for new start-ups and small companies, they 

argue that for large multi-national companies, which facilitate most of the world's consumption, 

such a strategy will be unlikely pursued. In these cases, company profits are dependent on 

conserving the high demand and consumerism in general (ibid., p. 60). This is in line with the 

overall degrowth discourse which emphasizes the need for rather small and localized companies 

instead of encouraging large multinationals.   

Furthermore, a critical question for organizations which do not follow the prevailing growth 

paradigm remains: If maximizing profits and sales should be neglected as the primary goal of 

organizations in degrowth transitions and post-growth economies, what should be the revised 

performance indicators for these organizations? On macroeconomic level, an important part of 

the debate around measuring the success of economies which do not have GDP growth as a 

primary goal is the internalization of external effects into the equation. On the organizational 
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level, an operationalization of external effects is partially given with the concept of full cost 

accounting (Schaltegger, Burritt, 2000). However, a shortcoming of this concept is that it cannot 

link an organization’s resource use with resource use on the macroeconomic level. Consequently, 

an evaluation concerning the sustainability of a company’s resource use is not possible (Liesen et 

al., 2014). For this reason, Reichel and Seeberg (2011) conceptualized the Ecological Allowance 

of Enterprise, suggesting that “every enterprise ‘owns’ a certain allowable ecological impact. To 

some extent this is a top-down procedure, moving from globally sustainable ecological impact to 

the industry and firm level” (Reichel, Seeberg, 2011, p. 81). However, the paper argues that an 

industry’s contribution to GDP determines the ecological allowance of said industry and therefore 

also for the companies within the industry. Since a fundamental critique in the degrowth discourse 

aims at the unsuitability of GDP as a welfare indicator, the Ecological Allowance concept should 

be treated with caution. However, the idea of calculating an allowance on pollution for companies 

seems promising and should not be neglected, specifically because it builds part of the basis of 

another important contribution, namely, the concept of right-sizing profits for organizations 

(Reichel, Seeberg, 2010). Here, Reichel argues that the minimum condition for a firm’s long-

term economic well-being (nWB) is that total revenue (TR) is equal to or greater than a firm’s 

capital costs (CC), which includes wages, R&D investments and calculatory costs like employer 

salary. Thereof results the strategic implication of increasing TR if below and even if above CC. 

Including ecological constraints into this equation connects TR to the total ecological impact of a 

firm (TEI), which can exceed the above discussed ecological allowance (EA) for a firm. If TEI is 

lower than EA, a firm operates in a space defined as ecological well-being (IWB), by combining 

these two conditions, nWB and IWB, four context situations can be formulated which are 

summarized in the table below. 
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                     IWB 

nWB 

TEI £ EA  TEI > EA 

TR ³ CC 
1. Right size Profits 2. Ecological 

Excess 

TR < CC 
3. Economic Loss 4. EcoEco Disaster 

Table 1 - Right-size profits (Reichel & Seeberg, 2010, p. 4) 

According to the authors, the right size profits where both conditions are met can be used as a 

synonym for a sustainable organization.  

 

2.4 Research gap and research question   

In summary, while interesting concepts exist in the literature, there seem to be significant gaps in 

knowledge concerning the role of organization in degrowth transitions and post-growth 

economies. Several scholars have emphasized the importance of individual organizations in a 

degrowth transition and postulated that there is a need for a bottom up approach, which includes 

the consumer as well as the provider for consumption, i.e., organizations. Literature is mostly 

concerned with single concepts and single organizational forms which are suited for post-growth 

economies, however, a tangible overarching strategy for organizations operating in the 

contemporary capitalist economy in order to enable a bottom up degrowth transition is missing. 

This thesis is a contribution to filling this gap by investigating three completely different 

organizational forms, operating in the current economic system, which to different extents 

incorporate characteristics of post-growth organizations. Consequently, the following research 

question is posed: 
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How is degrowth implicitly conceived in the strategy of three different organizations in 

Copenhagen, Denmark? 

Furthermore, the thesis puts an emphasize on the notion of human development and well-being 

in organizational life, making use of the philosophical capability approach. The conceptualisation 

of a unique and philosophically grounded degrowth strategy for organizations is therefore the 

overall intellectual ambition of the study. This ambition can be formulated into a sub-question: 

How can degrowth become a philosophical business strategy for organizations in the 

contemporary capitalist economy? 

It’s necessary to stress that this question is very open and broad in its nature. It would be 

overambitious to suppose that investigating processes, actualities and states of affairs in three 

organizations in the same country, even the same city, can lead to a finite. Therefore, the sub 

question has the purpose of guiding the research and to put the findings of the study into a 

broader context. The outcome will be an initial theoretical framework which can be elaborated 

with knowledge from future research and serve as guidance for organizations which aim at 

internalising the degrowth paradigm into their business strategy. Based on the research gap, 

research question, and sub-question the following section will introduce the theoretical 

framework of the study.  

 

3. Theoretical framework 

This section is providing the reader with the theoretical framework of the thesis. First, the concept 

of ‘philosophical business strategy’ is introduced in order to provide a thorough understanding 

of the sub-question and to delimitate the possibilities of answering the same. Second, the 

philosophical capability approach will be introduced, which will serve as a normative 

underpinning for the conception of a degrowth strategy by enabling a change of perspective when 

looking at economic activity of organizations. The link between degrowth and the capability 

approach has already been indicated in the review of literature with the work of Muraca (2012). 
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The theoretical framework will focus on the introduction of the overall approach and its 

implications for organization in general. This will serve as the foundation for the discussion where 

the link between degrowth and  the capability approach will be revisited and adopted to analyse 

the investigated organizations. Third, the construction of a preliminary theory of degrowth 

organization, comprising five organizational spheres is introduced. Inspired by degrowth 

literature, these spheres or criteria are to be ‘rethought’ compared to classical business 

understanding, if an organization is aiming at following the degrowth paradigm. Moreover, the 

criteria will serve as the foundation for the results section, where the table is going to be elaborated 

with learnings from the case studies. These learnings will further be analysed with the capability 

approach and operationalized as strategical implications.  

 

3.1 Specifying philosophical business strategy 

This first section of the theoretical framework is aimed at developing a theoretical understanding 

of the term philosophical business strategy, in order to clarify the intellectual ambition of the 

study. In textbooks on strategic management, business strategy is often defined as “a set of guiding 

principles that, when communicated and adopted in the organization, generates a desired pattern 

of decision making. A strategy is therefore about how people throughout the organization should 

make decisions and allocate resources in order to accomplish key objectives. A good strategy 

provides a clear roadmap, consisting of a set of guiding principles or rules, that defines the actions 

people in the business should take (and not take) and the things they should prioritize (and not 

prioritize) to achieve desired goals” (Watkins, 2007). Therefore, business-strategy can be 

understood as the means or the ‘how’ of an organization’s efforts to achieve its desired objectives. 

In contrast, business philosophy is the set of principles and beliefs a company is working toward 

to achieve success, they comprise an organization’s ‘mission’ ‘vision’ and ‘values’ (Wartnaby, 

2014). So what is meant by philosophical business strategy? As discussed above, the question is 

broad in its nature and tries to incorporate the degrowth objectives into the strategies of 

organizations. However, strategies are, as the definition above shows, extremely context 
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dependent and making a ‘one fits all’ strategy impossible. The concept philosophical business 

strategy is therefore concerned with underlying values, beliefs and principles as well as with how 

resources should be allocated and decision should be made, however, it cannot be seen as 

complete in either of the two conceptions. Rather it provides a guideline on aspects which are 

necessarily contained in the strategy and the philosophy of organizations which follow the 

degrowth paradigm without claiming completeness for either of the two. Moreover, the term 

‘philosophical business strategy’ was chosen because the results of the thesis are the outcome of 

combining empirical data concerning degrowth related business processes, actualities, and states 

of affairs from the three investigated organizations, with the philosophical framework of the 

capability approach. 

 

3.2 The capability approach 

In order to give a coherent picture of the capability approach, this part is separated into three 

parts. First, an introduction to the philosophical foundations is given, afterwards the approach 

will be specified, and finally a capability theory of work will be proposed. 

  

3.2.1 Philosophical foundations 

The roots of the capability approach can be traced back to a number of famous philosophers. 

According to Sen, his conceptualization has strong connections to Adam Smith’s (1776) analysis 

of ‘necessities’ and living conditions, Karl Marx’s (1844) notion of human freedom and 

emancipation, as well as Aristotle’s theory of ‘political distribution’ and his analysis of ‘human 

flourishing’ (eudaimonia) (Sen, 1980; 1984; 1993; Nussbaum, 1988; 1990; Robeyns, 2016). In 

addition, Sen often explains in his work that Rawls’s ‘Theory of Justice’ (1971), in particular his 

emphasis on ‘self-respect’ and access to primary goods “deeply influenced” the approach (Sen, 

1992, p.8). Still, the capability approach has been proposed as an alternative and improvement 

on the Rawlsian social primary goods metric, which focuses on general purpose goods like 
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income and wealth, opportunities and liberties, and the social basis of self-respect (Rawls, 1971). 

Sen’s critique argues that “the primary goods approach seems to take little note of the diversity 

of human beings. […] If people were basically very similar, then an index of primary goods might 

be quite a good way of judging advantage. But, in fact, people seem to have very different needs 

varying with health, longevity, climatic conditions, location, work conditions, temperament, and 

even body size. […] So what is being involved is not merely ignoring a few hard cases, but 

overlooking very widespread and real differences” (Sen, 1980, p. 215-216). In general, the 

capability critique aims at an inflexibility of primary goods as a metric of justice. Since they do not 

deal with human diversity due to their focus on ends rather than means, some groups of people 

are excluded from the scope of justice (Robeyns, 2016). Moreover, foundations of the capability 

approach are to be found in Sen’s critique of utilitarian welfare economics. Sen argues, human 

well-being in welfare economics is linked to either opulence, such as income and commodity 

command, or utility, such as happiness and desire fulfilment. These theories restrict “the 

judgements of states of affairs to the utilities in the respective states (paying no direct attention to 

such things as the fulfilment or violation of rights, duties, and so on)” (Sen, 1999, p.59). 

Therefore, whatever the further specifications of such theories, they rely exclusively on utility and 

therefore exclude non-utility information from our moral judgments (Sen, 1999, p. 62). Examples 

of such non-utility information which is excluded by utilitarianism includes a person’s additional 

physical needs due to being disabled, but also social or moral principles, such as human rights or 

the principle that men and women should be paid the same wage for the same work. These 

features and principles have no intrinsic value for utilitarianism and should play no role as long 

as total utility is maximized, on the contrary Sen believes, it is mistaken to think that such moral 

principles would not be taken directly into account in our moral judgments (Robeyns, 2016). 

Thus, Sen’s critique is aimed at normative theories which rely exclusively on mental states. He 

does not think that these mental states should not be included in normative theories, for they are 

functionings that we have reason to value, too. It is the exclusive reliance on mental states of these 

theories he rejects (ibid.). 
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3.2.2 Specifying the approach 

Initially, the capability approach was developed by Indian economist and philosopher Amartya 

Sen and has contributed to rethink the debates on inequality and poverty (Sen, 1992), human 

development (Sen, 1999) and social justice (Sen, 2009). The approach has been further 

developed by a number of scholars and philosophers and is now used to address  a range of issues 

such as gender (Nussbaum, 1999; Robeyns, 2008, 2010), education (Saito, 2003) and the study 

of work and employment (Salais and Villeneuve, 2004; Bonvin and Orton, 2009; Zimmermann, 

2004, 2011; Miles, 2013; Kolben, 2010). In detail, the capability approach as developed by Sen 

emphasizes people’s real freedom to choose the life they have reasons to value (Sen, 1999). In 

his Tanner lecture “Equality of what?” (Sen, 1987), Sen argues in response to this question that 

what matters first and foremost is the extent of freedom provided to people, thereby making 

equal freedom to act a major principle of social justice. Sen argues that social arrangements 

should be primarily evaluated according to the freedom they provide to a person to do and be 

what he or she values, in Sen’s word the “capability to function” (Sen, 1987). Therefore, it is of 

importance to distinguish between functionings and capabilities. Functionings are beings and 

doings, i.e., various activities a person can undertake and states of human beings. Examples of 

beings could include being educated, or being part of an organization with a sustainable purpose, 

an example of doings could be to vote on decisions on organizational matters. An important 

observation to draw from functionings as such is that it is a conceptual category which is morally 

neutral. Some functionings can be explicitly good (e.g., being healthy) or explicitly bad (e.g., being 

abused), but an evaluation of other functionings can be strongly dependent on the context and/or 

the normative theory endorsed (Robeyns, 2016). “Capabilities are a person’s real freedoms or 

opportunities to achieve functionings” (ibid.). Therefore, the distinction between functionings 

and capabilities is between the realized, that is achievements, and between the effectively possible, 

that is freedoms or valuable opportunities from which one can choose (ibid.). In the words of 

Sen, “the capability of a person reflects the alternative combinations of functionings the person 

can achieve, and from which s/he can choose one collection” (1993, p.31). Another important 

distinction in the capability approach is concerning means and ends. The approach stresses that 

when valuing something it is always necessary to specify whether it is valued as an end in itself or 
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as a means to a valuable end (Robeyns, 2016). For the capability approach, “the ultimate ends of 

interpersonal comparisons are people’s capabilities. This implies that the capability approach 

evaluates policies and other changes according to their impact on people’s capabilities as well as 

their actual functionings” (Robeyns, 2016). The reason for this focus on ends rather than means 

steers from the thought that people are fundamentally different and therefore also alter in their 

ability to convert means into capabilities and functionings. In how far a person can generate 

capabilities from resources and entitlements (or means) therefore depends “on the factors that 

determine how smoothly this conversion can be made” (Robeyns, 2010, p.27). Robeyns groups 

these “conversion factors” into three types, namely, personal, social, and environmental, arguing 

that “resources are only means to enhance people’s well-being and advantage, whereas the 

concern should be with what matters intrinsically, namely people’s functionings and capabilities” 

(Robeyns, 2003, p.63). Conversion factors thus represent how much functioning one can get out 

of a resource (Robeyns, 2016). The last important definition which needs to be discussed is the 

concept of agency within the capability approach. Sen describes an agent as a person who “acts 

and brings about change, and whose achievements can be judged in terms of her own values and 

objectives” (Sen, 1999a, p. 19). Moreover, he argues that in development activities, people need 

to be seen “as being actively involved – given the opportunity – in shaping their own destiny, and 

not just as passive recipients of the fruits of cunning development programs” (Sen, 1999a, p. 53). 

This conceptualization of agency displays again the need for real freedoms in the capability 

approach and moreover emphasizes the involvement of the people in leading their life in a way 

of which they have reason to value.  Lastly, before turning to the use of the capability approach 

in regard to work and organization, it is important to stress that the capability approach is an open-

ended and underspecified framework. Hence, the approach can be used for a variety of purposes, 

and be developed into different directions. Moreover, these character traits show that additional 

specifications are needed for it to become effective for a particular use (Robeyns, 2017, p.23). 

Robeyns (2017) proposes a clear distinction between “the general, open, underspecified 

capability approach, and its particular use for specific purposes”, calling the former “capability 

approach” and the latter “a capability theory” (p.24-25). In the following, the open framework of 
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the capability approach will be specified in the context of work and organization in a degrowth 

context. Hence, the goal is to arrive at a capability theory of work and organization. 

 

3.2.3 Capability theory of work and organization 

When developing a capability theory of work and organization, the first step lays in determining 

what capabilities workers might value, before one can think about organizational policies to 

establish or enhance them. However, Sen refrained from outlining a universally applicable list of 

functionings and capabilities, on the context that such judgements are necessarily context-

dependent and a matter of public reasoning (Sen, 2005). This does not mean that Sen is against 

a list of capabilities in general, rather such a list would need to be arrived at through a process of 

democratic deliberation (Drèze, Sen, 2002). Therefore, at this point it’s not possible to deliver a 

ready-made list of capabilities for all degrowth organizations, this would be against the very nature 

of the capability approach. Moreover, Sen does not discuss in detail how work and organizations 

fit within his capability approach, however, in Development as Freedom (1999) he makes 

important notions on the nature of economic activity: Firstly, he argues that the purpose of 

economic activity is not simply to produce goods and services but also to contribute to the welfare 

of persons. Secondly, he argues that freedom is not a means towards development, but a purpose 

of development. Simply reducing development to economic growth is therefore highly contested 

by Sen, rather he sees development as ‘a process of expanding the real freedoms that people 

enjoy’ (Zimmermann, 2012, p.20-21). This need to prioritize the creation of social opportunities 

and welfare over mere economic output in terms of monetary value, addresses the integration of 

economic and social development. Additionally, it shows how human beings at work are to be 

seen as the final purpose of economic activity (ibid.). In summary, these notions on human 

development show, how a shift in perspective occurs when investigating organizations through the 

lens of the capability approach. Instead of solely focusing on economic development, what counts  

first and foremost is that organizations should pay attention to the human development aspect by 

enhancing the real freedoms, i.e. the capabilities, of the people involved with the organization.  
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Therefore, Zimmermann (2012) argues, that studying professional development is a fertile entry 

point for posing the question of capabilities in the workplace. She defines professional 

development “from the standpoint of both personal development and career development as the 

outcome of the combined exercise of four capabilities: the capability of performing a job and 

work that one has reason to value; the capability of receiving training; the capability of participating 

(in the sense of having ‘voice’, i.e. expressing oneself and being heard); and finally the capability 

of combining private life and working life” (ibid., p. 21). Choosing these four capabilities already 

indicates how the approach takes into consideration how people may differ in conceiving work – 

“as a source of income, source of identity and social recognition, or source of self-fulfilment and 

achievement – and the resulting different meanings of work – as an economic product, a human 

activity and a social institution” (ibid.). Moreover, three essential dimensions of these capabilities 

in the work place are defined, namely, freedom of choice, empowerment and collective 

responsibility. According to the author, these dimension allow to conceptualize the features of 

capability-enhancing organization. As these dimensions include the “ethical notion of integration 

of economic and human development” (ibid., p. 22) the conceptualization of a capability-

enhancing organization serves as a benchmark rather than an ‘empirical species’. The corner 

stone of this benchmark is on the one hand “[a]n awareness of the differing values by which 

human action may be governed” and on the other hand an “enshrinement of equal 

empowerment” (ibid.). This benchmark enables the creation of a framework in order to identify 

sources of well-being and ill-being at work by balancing the demands placed on employees (e.g. 

job output, acceptance of responsibility) with the organizational resources provided for fulfilling 

them (ibid.). Lastly, the figure below visualizes how capabilities emerge from resources, 

entitlements and conversion factors. Moreover, it shows the different influences on the provided 

resources and the formation of conversion factors. These influences can stem from an 

institutional- (e.g. labour regulation), organizational- (e.g. organizational policies) and individual-

context (e.g. educational experience).  
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Figure 4 - Capabilities and influences in organization (inspired by Lopez-Andreu & Miquel Verd, 2013) 

As argued above, there can’t be a ready-made list of capabilities specified without respecting the 

special context of a particular organization and to the humans who must be the final authority in 

deciding which capabilities they value. Therefore, this part of the thesis will not argue for specific 

capabilities which should be enhanced in degrowth organizations. However, by taking the findings 

of the research into account, the discussion and results section will entail context-specified 

recommendations of capabilities for the three investigated organizations which would then need 

to be put up for democratic deliberation to the humans involved. The aforementioned four 

capabilities developed by Zimmermann (2012) will serve as an inspirational starting point.  
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3.3  Preliminary criteria of degrowth organization 

This last section of the theoretical framework is conceptualizing the knowledge gained from the 

literature review in order to provide a tool for assessing whether and in how far an organization 

is following the degrowth paradigm. In allusion to Serge Latouche’s eight R’s (2009), the 

theoretical groundwork here defines five R’s, or more specifically five calls to rethink different 

organizational spheres. The first column of table 2 presents the five criteria. The second column 

presents the related concepts, informed by the literature review, which can give guidelines and 

enable organizations to rethink the established criteria. It is important to postulate that the criteria 

are not disconnected and to be seen as completely separated, rather they are closely intertwined, 

can overlap and complement each other. For instance, the first criterium, ‘Rethink Business’ is 

very general and already 

encompasses the other 

criteria to different 

extents. The table should 

be seen as a preliminary 

theory which will be used 

to analyse the qualitative 

data from the case study. 

In the discussion & 

results part of the thesis, 

the table will be revisited 

and elaborated. Based 

on the analysis and in 

combination with the 

 

2 Sufficiency refers to the concept of “sufficiency-driven business model” from Bocken and Short (2016)  
3 Collaborative Value Creation refers to the concept from Hankammer and Kleer (2017)  

 Criteria Related Concepts 

1 Rethink Business 

Alternative understanding of success 
Sufficiency2 

Quality over quantity 
Collaboration over competition 

2 
Rethink 

Customer- 
Organization 
Relationship 

Collaborative value creation3 
Service economy 
Needs over wants 

3 Rethink Role of 
Employees 

Economic democracy 
Alternative ownership models 

Employee well-being and development 

4 
Rethink 

Organization - 
Nature 

Relationship 

Climate neutrality 
Ecological sustainability 

Long-lasting and repairable products 

5 Rethink 
Community 

Community embeddedness 
Local/regional embeddedness 

Knowledge sharing 

Table 2 - Degrowth organization, criteria & concepts 
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capability approach, the elaborated table will serve as an answer to the research question and to 

provide an initial framework for the posed intellectual challenge of the study. 

 

4. Methodology  

The following section describes the methodological approach chosen for the study. In detail, it 

will provide the reader with a discussion of the research philosophy, research structure and the 

methods used to answer the research question. Moreover, it ensures the applicability of the thesis 

in the academic debate. The methodological structure displayed in the figure below is inspired 

by Saunders, Lewis and Thornhill’s (2009) research framework. It consists of multiple layers, 

characterizing the research project and providing the reader with a comprehensive overview of 

the process, its tools and underlying philosophical assumptions.  

  

Figure 5 - Research onion (Saunders et al, 2009) 
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4.1 Methodological aspiration 

The work at hand was born with an aspiration to explore realities in three different organizations. 

The following part of the thesis will attempt to set out not only the used methodology but also a 

justification for its use. Furthermore, it will describe the process, or in other words, the road that 

was taken during the research. This paragraph mirrors a special importance for the research 

process as the parallel reflections on the methodological approach can add a certain awareness 

about the methodological implications of particular decisions made during the course of the 

project (Seale, 1999, p. 475).  

The combination of business studies and philosophy implies to connect with the world beyond 

academia. The core assumption of this study program is, that philosophy can be fruitfully applied 

to practices in organizations. The value in engaging philosophy with organizations was 

consequently underlined from the beginning of our study-program. Nevertheless, taking 

philosophy on a journey into organizational practice requires to reach beyond philosophical 

discussions. The way this thesis engages both philosophy and organizations is therefore through 

qualitative research. The correct use of methods as such is still controversially discussed and 

questioned respectively. Seale (1999) provides one possible answer to this: As the world becomes 

more complex, fragmented and, at the same time, globally interlinked, there seems to be an 

increased necessity to evaluate the ways of conducting qualitative research (Seale, 1999). 

Therefore, the philosophical assumptions will be conveyed in the following and will provide a 

point of departure for this chapter. This is important in order to understand the ambition of the 

thesis and avoid misconceptions for the further reading.   

 

4.2 Philosophical assumptions 

“Method, as we usually imagine it, is a system for offering more or less bankable 

guarantees. It hopes to guide us more or less quickly and securely to our destination, 

a destination that is taken to be knowledge about the processes at work in a single 
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world. It hopes to limit the risks that we entertain along the way. […] The implication 

is that method hopes to act as a set of short-circuits that link us in the best possible 

way to reality […]. But this, most of all, is what we need to unlearn. Method, in the 

reincarnation that I am proposing, will often be slow and uncertain. A risky and 

troubling process, it will take time and effort to make realities and hold them steady 

for a moment against a background of flux and indeterminacy.”  

(Law, 2004, p. 9-10) 

In accordance with this, the research method does not attempt to provide any ‘bankable 

guarantees’ as Law phrased it. This thesis can also not make the promise that the used method is 

flawless in order to uncover reality. The beliefs that guided the research through both, the design 

but also the process of the undertaken research, do not allow so. This paragraph will elaborate 

on these beliefs, thus explaining our ontological and epistemological assumptions.  

Ontology is the study of ‘what is’ or the reality as such, this means an ontological position makes 

assumptions on the nature of the world and its existence (Crotty, 1998). Epistemology is 

concerned with how we acquire knowledge and how we make sense of the world (ibid.). The 

philosophical assumptions taken by the researchers imply that knowledge is created by perceiving 

and interpreting. Moreover, knowledge and findings are produced by exploring the world of the 

organizations with the underpinning belief that the meaning of our findings is socially constructed. 

Our approach is therefore in clear opposition to objectivist and positivist assumptions, in which 

the researcher assumes to leave the world unaffected by himself. Rather the ontological position 

of constructionism and the epistemological position of interpretivism are taken. Thereby 

acknowledging that researchers and the subject of research are impacting each other reciprocally. 

Based on these assumptions and beliefs, an inductive approach was adopted with the aim to 

generate additional theoretical knowledge from the collected case data. In this context it is 

important to note that the applied inductive approach entails deductive traits as the researchers 

have been strongly informed about both degrowth theory as well as the capability approach when 

preparing for and conducting this research. The point of departure for this research is therefore 

not distinctively the collected data since the data has been acquired with information about 
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relevant theory. This take on the distinction of deductive and inductive research is underlined by 

Bryman (2012, p. 26f) who formulated that there is no “clear cut” between the two. 

 

4.3 The road taken 

Now, after elaborating on the aspiration of the methodological approach and the philosophical 

assumptions that guided the research from the very start, this section describes further 

methodological choices and reveals reflections of the researchers during the process. The process 

is divided into five phases. 

 

4.3.1 Comparative case study approach  

The researchers employed a comparative case study approach to the project. In the past, case 

studies have been proven useful for the analysis of particular phenomena in organizational 

contexts (Meyer, 2001). Especially the relation between one or several phenomena in the 

organization and the broader context of the organization was of interest for the research. Here, a 

case study offers the ground for a sufficient in-depth analysis (Gehman, Glaser, Eisenhardt, Gioia, 

Langley & Corley, 2018). For the work at hand, it was of crucial importance to have the data of 

three cases compared and contrasted as the researchers defined two addressable dots to guide 

the study: First, to acquire the needed ‘thickness’ in order to make conclusions which can be 

transferred into theory and second, to explain how the organizational context influences the 

success of both the organization but also of the internal initiatives which are compatible with the 

concept of degrowth.  

Therefore, a comparative case study approach based on qualitative interviews with three different 

organizations was chosen. All of the investigated organizations operate in Denmark and are 

located in Copenhagen. The goal was to identify patterns, similarities and differences. 

Furthermore, the studied organizations are shaped in different organizational forms with different 
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goals and challenges. This is of particular relevance in regard to the identified research gap, since 

earlier work within the field has mostly focused on one specific organizational form. The decision 

to study the respective organizations will be furtherly explained in the next section.  

 

4.3.2  Choice of interview partners 

To put the aspiration of engaging with the world outside academics into practice, interview 

partners in the form of organizations that are having at least one compatibility with the concept 

of degrowth but operate in the free market were chosen. Such compatibilities could be internal 

initiatives, a goal, a strategy or similar. However, organizations which are solely conducting 

research or are solely politically active were not taken into consideration. This was important as 

this study aims to analyse the feasibility and functionality of the degrowth concept in the non-

political free market economy.   

Besides the decision that there should be at least one aspect of compatibility, it seemed to be of 

crucial importance that the potential interview partner showed interest in the topic in order to 

make time for the interviews. Two of the organizations – Greencubator and KBHFF – addressed 

profound interest in the topic and in the outcome of the research project itself. The last one, IIH 

Nordic, declared interest as well, but also acknowledged the naturally larger distance between the 

concept and their organization. 

To first familiarize the reader with the organizations, a brief introduction to IIH Nordic, 

Greencubator and KBHFF is given in the table below. The table is followed by a justification on 

the use of those organizations as cases and on the choice of interview partners as suitable 

candidates in order to acquire a profound picture of the discussed issues. 
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Greencubator KBHFF IIH Nordic 

Greencubator is a non-

profit organization founded 

in 2016 that offers shared 

workplaces for early stage 

companies with sustainable 

business ideas. A network, 

events and a community to 

connect with during work 

hours, makes the offer 

complete. Customers can 

book workplaces in different 

packages as a short-term or 

long-term solution. Their 

vision is to contribute to the 

sustainable restructuring of 

the economy by acting as a 

catalyst for future oriented 

start-ups. (Greencubator, 

2019). 

KBHFF – Københavns 

Fødevarefællesskab – is a 

member driven food 

cooperative based in 

Copenhagen. It is operating 

seven local shops and 

maintains several 

partnerships to organic 

farmers in order to provide 

vegetables and fruits for its 

members. Only members 

can buy a bag full of 

vegetables and fruits for the 

price of 100dkk/50dkk, 

respectively. Members need 

to be committed to work at 

least three hours each 

month. There are two levels 

or hierarchy, the members 

and the board members 

(KBHFF, 2019). 

IIH Nordic is a leading 

digital consultancy founded 

in 2005 in Copenhagen. The 

company now employs 45 

people and has been 

awarded with the “Best 

Small Workplaces in 

Denmark” – Award in 2017 

and 2018. IIH Nordic’s 

main service is the advice in 

digital strategy, 

transformation and 

marketing issues. The 

company is furthermore 

known for the 

implementation of a 4-day 

work week which was 

intensively covered by 

Danish media (IIH Nordic, 

2019) 
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4.3.2.1 Greencubator 

Greencubator has been contacted as an interview partner as it is a development and growth 

platform for start-ups with sustainable ideas. The organization has been particularly interesting as 

it is accommodating several start-ups with business ideas that are related to aspects of the degrowth 

concept. Since the start-ups are supposed to grow during their accommodation at Greencubator, 

a certain controversy in regard to degrowth is present. This increased the researchers’ interest in 

interviewing a manager of the organization. The email correspondence revealed that 

Greencubator only employs one full-time employee in addition to several volunteers. The clients 

who rent the workplaces are also asked to actively participate in the process of improving and 

changing the workplace, making Greencubator an extremely social organization. 

Nadim who is the only full-time employed person at Greencubator, takes the position as 

community manager. In this role, he is responsible for the overall success of the organization. 

Therefore, he is taking care of the relations to the customers that use the workplace, he is reaching 

out to build new partnerships and he manages the office itself, meaning that the customers are 

provided with all the practical means they need. As mentioned above, Nadim is the only 

employed worker at Greencubator, but this has not been the only reason for contacting him as 

an interview partner. What also influenced the decision was the fact that Nadim has been a client 

of Greencubator, before he started to work for the organization itself. In this time, he used the 

workplace for his own project. He is therefore able to provide information from both the 

management but also client side. As Nadim and Greencubator have a certain demand of 

information about the topic of degrowth and organization, it was of reciprocal interest to conduct 

the interview.   

 

4.3.2.2 KBHFF - KØBENHAVNS FØDEVAREFÆLLESSKAB 

The cooperative model for organization is often discussed as a potentially fitting to a degrowth 

society (Johanisova et al, 2015 in D'Alisa, Demaria & Kallis, 2015). Johanisova argues that this is 
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due to the cooperative approach of ownership and decision-making. While ownership of 

responsibilities and tasks is usually shared between several members, the decision-making is open 

for participation from its members. Furthermore, the organization can set itself free of 

shareholder induced profit pressure (ibid.). Taking this into account, KBHFF has been identified 

as a potential role model for a degrowth compatible organization as it offers the above mentioned 

criteria. Additionally, the organization was one of the largest member driven food cooperatives 

with formerly over 10.000 and currently around 1.000 members. It is thus not only interesting 

due to its success but also due to its size. Many cooperatives lose their strong ethos and become 

profit-oriented organizations with time (ibid.). However, KBHFF has been proven to stay 

competitive over time even though it had a difficult history with a strongly declining member 

count. The organization’s goal did not change under the pressure of a declining member count 

and revenue.   

The conversation partner and access point was Nika who is both a paying member of the 

organization but also a member of the board. In her function as a board member, she is 

responsible for administration and accounting and contributes to the management of the sub-

groups which are conducting the day-to-day business. Based on her reports, the members then 

take actual management decisions in the general assembly. After an exchange of a few emails it 

became clear that Nika is taking the position of an ordinary member and a member of the board 

depending on the decision that has to be made. With her responsibilities and tasks in the 

organization she was knowledgeable in both aspects, the view of a manager and an ordinary 

member. In order to shed light on both aspects, Nika was the perfect fit as an interview partner. 

Subsequentially, an interview on which she showed equal interest was scheduled.    

 

4.3.2.3 IIH Nordic A/S 

In 2017, IIH Nordic implemented a reduction in working hours for every employee. They chose 

the concept of a 4-day work week as it promised to increase the satisfaction of their employees 

and a positive effect on productivity and revenue. Such a reduction from 37 to 30 working hours 
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per week is an aspect that is also discussed in degrowth literature (Schor, 2015, in D'Alisa, 

Demaria & Kallis, 2015). IIH Nordic is of particular interest as it competes with companies which 

do not engage in such a reduction of working hours and it has to be successful in the competitive 

environment of digital consulting. The indicative idea was that the organization might be aligned 

with the concept of degrowth in some respects, but in others may not.   

The first point of contact was the CEO Henrik Stenmann who was holding a lecture in a course 

of the researchers’ study program called Philosophical Investigations in Contemporary Work-

Life in April 2018. After a short email correspondence with him and the HR department the 

researchers decided to interview Frederikke Nygaard, an HR Specialist at IIH Nordic. She joined 

the company in 2018, one year after the 4-day work week was fully developed and implemented. 

Currently, she is responsible for both branding the company on the job market but also for talent 

acquisition and retention. Her work is closely related to the issue of the 4-day work week as the 

organization is mainly considering it as a promising HR initiative. The researchers’ email 

correspondence with her revealed that she can be considered highly valuable as an interview 

partner as she holds the organizations’ knowledge on how the employees and herself perceive 

the 4-day work week as well as on what grounds the initiative can be considered successful and 

how this is measured. On the day of the interview she had only superficial knowledge about the 

theoretical degrowth foundation of this thesis which made it particularly fruitful for the study, as 

she was not biased but had to answer the questions in the way she perceives them.   

 

4.3.3 Data collection strategy  

The data that will be analysed in this work was gathered through semi-structured interviews. This 

type of qualitative methodology provides the interviewer but also the interviewee with a certain 

freedom as it does not necessarily follow a strict structure. The freedom lies not only in the way 

the interviewee can answer the question but also in the ability of the researcher to re-adapt the 

questions during the interview itself. Here, the interviewee’s answers and the choice of wording 

can make a profound difference to the direction chosen by the interviewer and can therefore 
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reveal the interviewee’s underlying beliefs of the discussed topic (Bryman, 2012). Furthermore, 

interviews are a popular method to unveil contradictory statements and experiences of an issue 

or practice (Staunæs et al, 2005, p. 54). This derives from the spontaneity in interviews. As Kvale 

(1994) argues, interview questions can be seen as ‘translations’ of the research question into 

interview-compatible questions, since the abstract formulation of the research question would 

“hardly lead to spontaneous answers” (p. 135).  

The interview guide was structured in two parts4. All three interviews started with a rather fixed 

set of questions in order to immerse the interviewee and the researchers into the discussed topic. 

This part provided a high degree of comparability. As the interviews were conducted by both 

researchers – not only one – throughout the whole process, the fixed set of questions has been 

of special importance to avoid skewing by the researchers (Bryman, 2012). The second part was 

adjusted to the organization’s particular initiatives. This means that some questions are guiding 

each interview in different directions. This increased our in-depth understanding of the discussed 

topic with only a slightly lower comparability of the different interviews. However, as a limitation 

it should be mentioned that semi-structured interviews are conversations with a deliberately 

unequal power relation. It was the researchers, who defined the topic in the beginning and asked 

questions. Thus, it is also the researchers who controlled the conversation. It was not the purpose 

of the study to collaborate with the interviewee in an equal power relation, but rather to have the 

interviewee in the very position as an informant with spontaneous answers.  

 

4.3.4 Analytical strategy  

To analyse the acquired data and decipher its implications and presumptions, the work at hand 

has adopted a thematic approach to its analysis. This method focuses on the subjectivity of the 

acquired data and therefore fits to the researchers’ epistemological assumption of a interpretivist 

 

4 Please refer to Appendix B for the complete interview guide. 
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reality. Its goal is to identify and analyse patterns in the acquired data (Braun, Clarke, 2006, p. 6) 

and is most appropriate when the research has more than one informant or participant 

(Majumdar, 2019, in Gupta, Shaheen, Reddy, 2019). As this work aims to inductively generate 

theory that can be drawn from the gathered data, a thematic analysis has been identified as most 

suitable. However, it should be noted once again that the researchers have been informed by 

relevant theory at the time of identifying the themes in the data. 

The analysis consisted of several steps. Before the data was transcribed and coded, the interviews 

had to be recorded on several audio-devices. The following transcription of the interviews was 

then an important step not only to make the data more easy to use but also to let the researchers 

reflect thoroughly on the interview’s content. As it is suggested in relevant methodological 

literature (Majumdar, 2019, in Gupta et al, 2019) and to become fully immersed in the data, the 

researchers then re-read the transcribed interviews several times. This enhances the interpretive 

skills that are needed to code the material (ibid.) and practically lead to in-depth discussions 

among the researchers. The identified themes are ultimately a product of the transcription, re-

reading and discussion of acquired data. During the further process, the themes were reviewed 

several times and an overall story that is being told by the whole dataset has been agreed on. 

During the production of the final report, the researchers had the chance for a final analysis of 

the themes as they have been related to reviewed literature and the research question of this work. 

 

4.4 Limitations  

This last section of the methodology chapter will sum up the limitations of methodological 

choices that have been made before and during the process. As stated in an earlier part of this 

work, the researchers do not wish to guarantee the depicting of a flawless reality. Instead, this 

work should be judged upon its ability to present constructed realities based on a sound 

methodological and analytical approach. Especially the methodology of qualitative research is 

subject to profound criticism. The limitations that have been part of the researchers’ 

considerations will therefore be displayed in the following.  
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Due to the interpretivist epistemology of the researchers, it is apparent that the inevitable 

subjectivity of not only the data collection but also analysis can be subject of a critique. Therefore, 

it is important to note that the character, beliefs, values and perspectives of the researchers and 

the interviewees have greatly influenced the data collection as well as the analysis. The choice of 

adopting a comparative case study approach has to be addressed, since case studies are 

characterized by their strong contextualization, which can be a limitation. Critiques suggest that 

findings might not be generalizable outside the specific context. One example of such a 

contextualization is that all interviewed organizations are located in Copenhagen, Denmark. This, 

however, is a shortcoming of qualitative research with case studies in general (Shaheen, Pradhan, 

Ranajee, 2019 in Gupta, Shaheen, Reddy, 2019). With regards to the conducted interviews, the 

researchers have been aware of the subjectivity and contextualization that takes place during the 

planning and conduct of an interview. However, it was not the researchers’ wish to gain any 

statistical data but to acquire data with a proven richness that can only be achieved in the flexible 

and adaptable setting of an interview. 

 

5. Analysis 

From here forth, the collected case data will be presented and analysed in accordance to the 

preliminary criteria of degrowth organizations. As already mentioned, the data was collected in 

three different organizations and will thus be framed as a comparative case study. In order to be 

able to compare the findings of the three cases, each organization will be analysed according to 

the established criteria on its own.  

 

5.1 Greencubator – non-profit organization  

The first organization that will be analysed is the Non-Profit Organization Greencubator. A short 

introduction on the practices and on the interviewed community manager Nadim has been given 
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in the methodology section. Degrowth literature suggests that extending the non-profit and not-

only for profit sector in economies is one of many promising ways for a degrowth transition 

(Johanisova, Crabtree, Fraňková, 2013). Moreover, Greencubator is not only promising to 

contribute to the needed transition because of its own organizational practices and strategies, but 

also in its approach of ‘incubating’ start-ups which have an ambition to solve social and/or 

environmental problems with their business model. As mentioned in the methodological section, 

the interview was split into two main parts. The first part investigated the organization-degrowth 

criteria, while the second part was, in the case of Greencubator, aimed at understanding their 

deployment of volunteers in the organization. An explanation of why this phenomenon was 

chosen together with an account of the findings will follow in a separate sub-section of criterium 

three (‘Rethink Role of Employees’).  

  

5.1.1 Rethink Business 

Criterium one, ‘Rethink Business’, is probably the most general of the five criteria and 

encompasses the other criteria to some degree. In the case of Greencubator, to some extent the 

criterium is already met since the critique of following the ‘business-as-usual’ paradigm does not 

aim at the practices of non-profit organizations. However, the review of literature has given several 

more specific accounts on how to rethink business which correspond to findings of the interview. 

Firstly, in the degrowth transition and in post-growth economies, organizations need a new 

measure of success and substitute financial indicators (e.g. revenue, profit) with it. When asked 

how the Greencubator measures its success, Nadim gave an interesting answer which already 

shows the alternative understanding of business in the organization:  

“It's a good question, because we haven't been very good at that. And actually right now, 

we kind of send a survey out this week, it's the first time we kind of come to assess 

anything. We didn't have the resources to do stuff like that. But now it gets more important 

also, we are now in a process of setting new goals. And they have to be measurable. We 

have to measure what have we done to understand what can we do also. Yeah, but the 
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measurement has been very intangible mouth to mouth feedback. And also seeing how 

some companies grow.” (Nadim, 2019) 

The answer showcases that Nadim doesn’t understand success in terms of financial indicators at 

all. Rather, he sees the Greencubator as successful if the entrepreneurs renting desks in the house 

are happy with their environment and the support they get from the organization. This is despite 

the fact that there is a financial need for revenue at the organization. When asked specifically 

about the financial situation and how they deal with it, Nadim explained that they are currently in 

the process of paying back loans which the founders took out in order to renovate the place 

(Nadim, 2019). However, Nadim also explained that the financial situation plays a subordinate 

role in the strategy of Greencubator, even though it has gained more importance recently because 

of a new goal they would like to reach: “[…] we have some goals now. We want two employees to 

be paid by the end of this year, like have two full-time positions paid. And we have some goals, 

but we haven't measured anything yet” (Nadim, 2019). Degrowth entails a general suspicion 

towards organizational growth, however, hiring two more employees is very small-scale and as 

Nadim phrased it is only a goal they set themselves, nothing they are pushing for in a 

unsustainable way. This becomes more evident when one takes into account how they are 

currently exploring new ways of generating revenue to reach that goal. The textbook business 

administration approach would probably involve fitting as much start-ups as possible into the 

house. Later steps would be acquiring/renting new buildings and expanding the business 

practices, to get more market share and potentially eliminate competitors. In contrast, 

Greencubator tries to find solutions maximizing the use of resources already available to them. 

Currently they are experimenting with renting out their office space for external events on 

weekends and holidays (Nadim, 2019). In general, it can be postulated that Greencubator doesn’t 

follow a quantitative growth strategy. Rather, the goal of hiring two new employees can be 

categorized as organically growing to deal better with the daily operations in the house. Their 

agnosticism about maximizing revenue was showcased by another example Nadim made in the 

interview. Instead of being led by calculative revenue possibilities they could achieve with the 

desks available in the house, the organization made partnerships with start-ups which can help 

the entrepreneurs in their house with legal and financial tasks: “[…]we also try to make 
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partnerships, for instance, we just made a partnership with legal hero. They have a legal 

compliance platform, where they help start-ups getting the advice they need, connecting lawyers 

with companies […] they have a hotline that our companies can call on, they get the templates for 

contracts, the same we have with an accountant. He helps all the companies for free to some 

extent. In return, he gets a free seat here where he can sit” (Nadim, 2019). Thus, the strategy of 

generating additional value for customers through services instead of a profit-maximizing strategy 

through new or more physical products is evident.  

In addition to their internal understanding of rethinking business, the interview also demonstrated 

an alternative way of perceiving the competitive environment. When asked whether 

Greencubator sees other co-working spaces as competition, Nadim brought up their relationship 

to a similar organization: 

“KPH, that is a bigger house than ours. They just had seven years birthday. And they just 

launched the Danish Institute for Social Entrepreneurship and Innovation, I think it's 

called DISE. They have launched this institute. And it's basically the same thing we're 

doing. But it's not the same thing. It's significantly different. But it's the same way in that 

they think about the same way of doing things. They have a community, they have some 

initiatives. And they have a network part, that is free. It's the same, but it's a totally different 

way of doing things. They have a totally different DNA, we are different size, we are very 

different culture […] We are in dialogue with them. And we are actually in a dialogue with 

all the people who work within this, because we like to not find competitors, but partners. 

That's also part of the strategic analysis we are going through now is also to find our 

positioning in the market and in the ecosystem.” (Nadim, 2019) 

This showcases how the organization is not aiming at eliminating competitors for individual 

growth, rather they are aspiring to find a best-fit-for-all solution. In the start-up industry 

entrepreneurs often rely on support in regard to different organizational aspects, which can differ 

extremely if the companies are fundamentally different. Partnerships with organizations which 

are struggling with similar tasks can therefore be of great value for both sides, and especially for 

their customers. Some start-ups might simply fit better into the working environment of KPH 
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compared to Greencubator and vice versa. In such cases, relocating would be of value for all, 

especially for the entrepreneur. When confronted with the idea Nadim agreed, though such cases 

haven’t occured yet since the partnership is quite new.  

In summary, Greencubator is ‘Rethinking Business’ in various ways. Even though some of the 

explained features might be due to the fact that they are a non-profit organization, their overall 

strategic approaches, internal and external, are showcasing examples of how organizations can 

follow the degrowth paradigm in regard to business activity in the contemporary economy.  

 

5.1.2 Rethink Organization-Customer Relationship 

Criterium two calls for rethinking the way organizations see and interact with their customers. 

Again, it is of importance to note that the non-profit organization is in a special position to satisfy 

this criterium. However, as with criterium one specific knowledge on how this plays out in reality 

is of relevance. The customers of Greencubator are the entrepreneurs and start-up companies 

who rent desks in the co-working space. The interview with Nadim showed that this is not a usual 

customer to organization relationship, rather “It feels maybe more like you are in one big 

company, you're part of like a community. The community is actually I would say the greatest 

value we give to our customers” (Nadim, 2019). This showcases a way of creating value 

collaboratively with customers. The community doesn’t exist without the entrepreneurs, nor 

without the organization. In collaboration, customers and organization create value on top of what 

customers actually pay for, which is simply the space at Greencubator. The relationship between 

organization and customer in regard to decisions concerning the strategic development of the co-

working space and whether customers can influence them was explained as follows:   

“I would say to a very high degree, but it's not like we ask them what to do. In my 

experience, the companies which are very small they don't know what they need. So if I 

would ask them: What do you need? I'd also do that, but they often don't know what they 

need. So it's more like a we ask them what challenges they have, or what difficulties they 
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have. Then we can have that in mind. […] We have like meetings every half year, we call 

it the resident meeting with all the residents. We present stuff going well, stuff not going 

so well. And so they can come with their ideas and what they would like to happen, in 

these meetings. And we have a very, I would say, flat structure, there is some really direct 

communication on a daily basis about all kinds of stuff.” (Nadim, 2019). 

The main goal for Greencubator, as already discussed in the preceding section, is not to enlarge 

their customer base all the time by making the house attractive for a large spectrum of 

entrepreneurs. By emancipating themselves from the growth paradigm, the organization is 

enabled to provide outstanding solutions for their current customers. “We are adapting to the 

special needs of the current companies who are here” (Nadim, 2019). This finding is one example 

how the established criteria are not strictly separated but are intertwined and support each other. 

As reasons for the “good energy” and the collaborative environment in the house Nadim stresses 

that their customers enjoy a “high degree of ownership” for the house which leads to a “high 

degree of co-creation” (Nadim, 2019). The phenomenon of ownership will play a pivotal role in 

the section on volunteers, as well as in the capability analysis later on. For now, it can be postulated 

that the data indicates how enabling customers to take ownership over the product is a strategical 

option for successfully implementing collaborative value creation practices in an organization. 

Moreover, Nadim mentioned the co-creation aspect not only in regard to the customer-

organization relationship, but also to the customer-customer relationship. The shared agenda of 

creating a sustainable world, the ownership enabling environment and the good energy in the 

house result “in them [the residents] helping each other and creating synergies between the 

companies because they like to talk a lot together” (Nadim, 2019). Again, this interplays with the 

first criterium, by providing their customers with this collaborative environment, they also 

contribute to a more collaborative, rather than competitive, economy itself. The start-ups in the 

Greencubator don’t consider each other as competition, even though they probably often share 

target groups. Rather, they already incorporate a holistic view of the economy as a collaborative 

driver for sustainability.  
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Degrowth literature also stresses that organizations in the transition and in post-growth economies 

should follow a strategy of long-term relationships with all stakeholders, especially suppliers and 

customers. The long-term relationship with customers was also thematised by Nadim. He 

explained that some start-ups naturally leave the Greencubator when they have grown to a certain 

size. However, he also stressed that those companies remain a part of the community: “Also, 

when they stop [the residents to work from Greencubator ], they come back and say hello once 

in a while, they like to continue to be part of the community” (Nadim, 2019). This enlarges the 

value of all involved, since the continuously increasing size of the network enables more potential 

partnerships within, and learnings from, the community.  

In essence, the organization-customer relationship at Greencubator is of special nature. Closely 

intertwined with their approach of doing business in an alternative manner, the data shows how 

the relationship with customers is extremely close and collaborative. The notions of ownership 

and co-creation sum up a community focused value proposition resulting in a collaborative value 

creation process between customers and organization. Moreover, these aspects even disperse 

onto the customer-customer relationships creating synergies and co-creation between companies 

which could otherwise be potential competitors. 

 

5.1.3 Rethink Role of Employees 

Criterium three is concerned with the role of employees in organizations of the degrowth 

transition and post-growth economies. The staff of Greencubator includes six management board 

members and a chairman who is at the same time the community manager. Moreover, the 

community manager – Nadim – is the only paid full-time employee at the moment, board 

members are not compensated for their contributions. Additionally, 16 volunteers are currently 

part of the organization. When asked about the overall governance mechanisms in the 

organization, Nadim gave the following description:  
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“The governance is the management board. And the decision making is, especially in the 

people who invest with their time and energy, because that's how you get influence. It's by 

doing stuff. And the main decision making is of the community manager, because it is the 

work, the most kind of important role in Greencubator is the community management. 

So the community manager is like the overall decision making person. Of course, it is the 

chairman, and the management board, but the management board likes to give the 

community management as much ownership and decision making power.” (Nadim, 

2019). 

Degrowth literature calls for democratic governance structures which contribute to human 

development and involve employees in decision making processes. Greencubator does follow 

such a strategy, however, the extent is rather low due to its low number of employees. Still, 

Nadim’s answer indicates a strategy similar to democracy, which could be called power through 

engagement. By putting in effort, employees and also volunteers in the organization gain executive 

power. Currently the community manager is the executive role of the organization because he is 

the only full-time employee and therefore invests the largest amount of time. The management 

board doesn’t interfere by giving him specific guidelines or goals to reach, rather they trust him 

to lead the organization in the best interest of all stakeholders. It would be interesting to see how 

the governance mechanisms change if Greencubator reaches its goal of employing two more full-

time employees. If an organization reaches a certain size, it is necessary to install specific policies 

in order to guarantee democratic governance structures. For now, the power through engagement 

paradigm seems to be sufficient, but problems will arise when several employees invest the same 

amount of time and do not obtain the same decision making power. However, one aspect of the 

organizational practices at Greencubator indicates that foundations for democratic governance 

are already in place. When asked whether the organization provides their employees with 

transparency in regard to organizational-performance and financial information, Nadim 

explained: “Yes, to employees. […] we are basically pretty honest about our financial situation, 

what's possible? What can we do? What do we want to do? So that people know. There's a high 

degree of transparency among the team” (Nadim, 2019). If the organization grows in terms of 

number of employees, transparency will be a key aspect in order to guarantee democratic 
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governance structures. Another concept related to democracy within organization is to enable 

employees to become shared owners of the organization they work for. This relates to democracy 

in so far, as it would enable the people who are responsible for the success of the organization to 

also determine over the use of profits. However, since Greencubator is a non-profit organization 

such mechanisms are not incorporated into their organizational structures. 

In addition, the overall work-atmosphere at Greencubator was investigated in the data collection 

process. Nadim described “high flexibility concerning work-hours”, a “flat structure”, “no 

hierarchy” and a general approach of inviting “people to take part in this and it's up to them, how 

much they would they go into it” (Nadim, 2019). Perks like free coffee and tea, a Friday-bar once 

a month, group-activities, as well as agreements with restaurants nearby for lunch discounts round 

up the picture of an organization which considers employee well-being as fundamental. Lastly, 

Greencubator has a sister organization called “Surf and Work” in Thy, Denmark. The office-

space is located at one of the best surfing locations in the country, if employees or residents need 

some time away from the city, they can simply move to the sister organization’s office and work 

from there (Nadim, 2019). These perks are not restricted to employees but also are available for 

customers, displaying the interplay of criterium two and three and strengthening the 

abovementioned strong customer-organization relationship at Greencubator.  

In summary, Greencubator provides its employees with lots of freedom and responsibility and is 

following the degrowth paradigm to a certain extent in the sphere of organization-employee 

relationship. Due to the small size of the staff, decision-making power is organically given to the 

people who invest the largest amount of time. Moreover, the interview showed that important 

foundations for following democratic approaches are already in place and could therefore be 

manifested if future growth would require the need for them. Finally, Greencubator is following 

a strategy of providing employees with basic perks to simplify their daily work-life within the 

boundaries of their limited resources. 
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5.1.3.1 Volunteers at Greencubator  

As mentioned above, the majority of staff at Greencubator are volunteers. Currently, the 

organization employs 16 volunteers which are involved to different extents in a variety of projects. 

The concept of volunteers can be of value for a degrowth analysis because of the necessary 

downscaling which needs to occur in the so called overdeveloped countries. A major argument 

of degrowth opponents is that growth is the most effective way of generating jobs, thus it’s claimed 

to be a necessity in order to come close to full employment. Degrowth literature, on the contrary 

argues rather for a reduction in working hours to arrive at this end. Nevertheless, degrowth will 

inevitably lead to substantial disruptions in the job market. Volunteering in combination with 

government policies which reward community contribution and ensure that basic needs are met, 

could be a possible solution to give unemployed people the necessary resources to live a life in 

dignity as well as a purpose and chance to contribute to society. Moreover, the gained free-time 

of employed people through a reduction in working-hours could be a cause for an increase in 

volunteering. The case data shows that the biggest challenge with volunteering at Greencubator is 

to make the employees take ownership over their work. 

“Yeah, we had a challenge. In the beginning, we were not good enough to give them 

ownership. And we experienced how important it is what kind of task you give them to 

start with. Like, don't make them clean up some mess that happened before they started, 

at least not to start with. And also trying to understand what would they like to do. So they 

find the space and that gives them the ownership and also gives them the control. […]So 

it's a lot of, you're just not trying to put up fixed descriptions for the work, but more let 

them find where they like to put their effort, and being flexible. […] the important thing is 

also to be really aware of how we give them something back.” (Nadim, 2019) 

He explained that in the beginning they tried to approach the issue in an open way, without 

specifying any goals. However, this lead to the volunteers feeling lost and without guidelines of 

what to achieve, the ownership problem arose. Greencubator dealt with the challenge by giving 

the volunteers loose time guidelines and specific goals to reach. Nadim explained that they 

implemented the goal to get“700 followers on Instagram and 2000 likes on our Facebook page” 
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(Nadim, 2019) for their social media volunteer. Instead of setting time and/or content guidelines, 

they only gave her a goal to reach, while providing complete creative freedom. The volunteers 

also play a role in the governance mechanisms of the organization, by taking the role of decision-

makers within their respective projects. When Nadim described the governance mechanisms in 

the organization he referred to the volunteers as a part of it:  

“And there's a high degree of involving everyone. That's like a big part of the DNA. People 

do a lot of volunteering, most of them are Volunteers. So it needs to be something they 

feel ownership of and they like.” (Nadim, 2019) 

Moreover he argues that they contribute to the good energy in the house, since they are really 

involved and often have a mindset which is coherent with the company values. 

 

5.1.4 Rethink Organization-Nature Relationship 

Criterium four can be thought of as the ecological component in the theoretical framework. At 

the very heart of the degrowth debate lays a call for economies which do not sacrifice nature for 

economic growth. Therefore, individual organizations need to aim for zero environmental impact 

in the long run. The sustainability agenda of Greencubator is already incorporated in their target 

group. Nadim explained to us that not everyone can rent a table in the office space, rather “it 

requires that you have an ambition of doing something for a more sustainable world” (Nadim, 

2019). However, this is not an exclusive criterium, Nadim stressed that “we had a company, they 

were not sustainable at all. But they really wanted to become very sustainable. So then we welcome 

them because we like to help you on that journey” (Nadim, 2019).  

In terms of their own operations, Greencubator can be dubbed as nearly climate neutral since 

the company doesn’t manufacture anything but only provides a service. Moreover, Nadim 

identified a growing interest in sustainable solutions combined with the aspiration of creating an 

own working environment as key reasons to establish the organization. The three founders all 

worked on own start-ups in another co-working space, until they decided to combine these two 
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interests and establish the Greencubator. Furthermore, the resources necessary to maintain an 

office-space are all procured with a sustainability mindset. Even so this is on low-scale, coherency 

in these issues is key. Nadim talked to us about considering organizational values when choosing 

suppliers and explained that “it’s on a basic level” but “buying organic stuff”  and “certified 

cleaning stuff” is normality (Nadim, 2019). 

In summary, the sustainability agenda of Greencubator is pursued by their approach of selecting 

members with an ambition to solve environmental problems. Moreover, they consider the 

sustainability values of the organization when choosing suppliers, even though this happens 

naturally on a comparatively small-scale.  

 

5.1.5 Rethink Community 

The final criterium to be assessed calls for organizations to engage with their community in a new 

way. Re-localization is an important topic within the degrowth discourse due to its potential to 

decrease environmental impacts by making communities independent from imports. Moreover, 

a strong community can have significant impact on human well-being. Nadim stressed the word 

community several times in the interview, mainly talking about the work-environment of 

Greencubator. He even identifies the community as “the greatest value we give to our customers” 

due to the “high degree of co-creation” and the occurrence of “synergies between the companies” 

(Nadim, 2019).  Apart from the community within the house, Greencubator also supports local 

charities and events which are coherent with the organizational values.  

“CPH business School, they had students, who were doing an event here for cancer 

children. So we gave them the space, for free. We had another project, which helped 

young girls in Africa who are prostitutes. We gave them the space for free, they are doing 

an event to fundraise money. We had some events for the election, that's something we 

can offer, the space, if it's an interesting cause that we'd like to support.“ (Nadim, 2019) 
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In summary, Greencubator endorses community in two main ways, by supporting local social 

causes and by creating a community within the house. Furthermore, their organization is 

strengthening the local economy by providing office space for a feasible price to local start-ups 

which, in addition, often have a communal aspect within their business model. Nadim himself 

came to the Greencubator as an entrepreneur three years ago. The NGO he founded was 

establishing eco-villages for refugees and local Danish people, “making them around sustainable 

development. So they would get these both ownership for the country, in form of taking part of 

that development, but also contributing to creating new jobs and green jobs, not taking jobs from 

other people.” (Nadim, 2019).  

 

5.2  KBHFF - cooperative 

It is worth to repeat that the reviewed literature suggests that cooperatives entail aspects that are 

well suited to a degrowth economy (Johanisova et al, 2015 in D'Alisa, Demaria & Kallis, 2015). 

These aspects can be boiled down to three main elements: Shared ownership rules that reduce 

speculation, democratic governance structures and money as a ‘servant, not master’ (ibid.). The 

two latter were focal points in the interview with Nika from KBHFF. Following the structure used 

for all interviews, the first part assessed the organization-degrowth criteria. The second part 

focused on the organization’s democratic governance practice, which will be presented and 

analysed in a sub section of criterium three.  

 

5.2.1 Rethink Business 

As a cooperative, KBHFF is in some respects naturally aligned with an alternative business 

conduct similar to Greencubator as a non-profit organization. However, one of the first aspects 

that became apparent in our interview with Nika was her choice of wording when introducing her 

organization: 
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“So we have those 10 stores around Copenhagen, which are open on Wednesdays, that’s 

where we distribute our vegetables from.” (Nika, 2019) 

According to her, the organization distributes the vegetables, instead of selling them which points 

at an alternative business practice with a focus on the satisfaction of ‘needs’ rather than ‘wants’ as 

well as an understanding of organizational success in non-financial terms. KBHFF’s value is 

created mainly through volunteers. Furthermore, the organization does not have a profit goal as 

indicated by her answer concerning the value proposition: 

“We work to deliver fresh, local and organic vegetables, from local growers [sic] directly 

to the consumer, without using any corporate distribution centres and we do this using 

nearly only volunteer work and it is completely non-profit.” (Nika, 2019) 

The fact that KBHFF attempts to satisfy the rather basic need of a sufficient vegetable supply is 

another characteristic of an organization that aims at peoples’ ‘needs’ rather than their ‘wants’. 

With its focus on local and organic produce, the organization also illustrates its intention to supply 

its members with a high-quality product. When asked about the organization’s success 

measurement, Nika set a focus on the amount of members in the organization: “I would say one 

definite measurement of success is how many members we have.” (Nika, 2019)  With this focus 

on membership, rather than on revenue, the organization emphasizes its alternative 

understanding of business and success. Having gone deeper into the topic of success 

measurement, Nika pointed out that this issue is being discussed a lot in KBHFF’s general 

assemblies, however, the organization struggles with the quantification of alternative success 

indicators.“[…] at our general assembly, which we just held last month, we discussed a lot about 

the idealistic value of our organization, but it is very difficult to quantify.” (Nika, 2019) 

However, KBHFF’s growth goal on the member count originates from its once built 

infrastructure as Nika stated: “[…] actually, right now we want to grow because our infrastructure 

is built for more members, which makes it difficult to land on zero [sic] at the end of the month 

with our economy […].”  (Nika, 2019) Therefore, KBHFF does follow a growth strategy, but does 

not combine this strategy with financial terms, it rather aims at growing on the member count to 
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sustain the organization’s infrastructure and use it efficiently. Additionally, Nika stated that “once 

we get enough members to support the kind of structure that we have built for our organization, 

then it would be more about disseminating knowledge, getting better and cheaper bags for our 

members, stuff like that.” (Nika, 2019)  This reveals that the organization does not aim at growing 

infinitely. Rather, it aims at achieving a certain threshold which is efficient for the organization 

and at using its resources on additional value for members after this threshold has been reached. 

A recurrent topic in the degrowth literature is also the comprehension of competition. Rethinking 

business leads to the question if competition is more desirable than actual collaboration between 

various stakeholders. Nika revealed a rather traditional understanding of markets when asked if 

she considers KBHFF to be in competition with traditional supermarkets. Nevertheless, she 

emphasized the low member count as an impediment to being an equal competitor: “I think we 

hope to be, for sure. But with the current member base, probably we are not.”  (Nika, 2019) 

Interestingly in this aspect, the practices of KBHFF differ substantially to traditional 

supermarkets, especially when considering the relation to the producers. According to Nika, 

KBHFF has – additionally to its financial contracts – a number of non-financial agreements with 

farmers. “They do stuff for us, we do stuff for them. We send people to pick weeds in their fields, 

they lend us their cars once in a while. We do try to do this non-monetary exchange as much as 

we can.” (Nika, 2019) Here, she indicated both the organization’s collaborative approach and 

also its deployment of a non-financial understanding of value.  

The interview demonstrated that KBHFF does to some extent rethink business. Their success 

measures are focused on the number of participating members. The organization is therefore 

focused on its outreach rather than on revenues, which is revealed in Nika’s wording when using 

the term ‘distributed’ rather than ‘sold’. This is aligned with the fact that the growth goals are not 

formulated in financial terms but on the member count in order to sustain the infrastructure. 

However, Nika illustrated that KBHFF does have a competitive understanding of the market. 

Here it could be argued that an approach which even entails competitors as possible collaborators 

would be closer related to a degrowth aligned business practice. 
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5.2.2 Rethink Organization-Customer Relationship 

This criterium, focusing on the organization’s relationship with the customer, finds KBHFF 

naturally in an alternative position to any for-profit organization. As a member-driven cooperative, 

KBHFF has its members – who are at the same time customers – participating actively in the 

organization. The reason to be personally invested into the organization is simple, the customers 

are not only members and co-workers but also owners as Nika stated: “[…] they are also owners, 

because we have a distributed liability between all members. So everybody is a shareholder” 

(Nika, 2019). 

With regards to rethink the consumer-organization relationship, KBHFF’s business can be 

considered a collaborative value creation as the organization involves its customers as active 

participants. 

In the case of KBHFF, criteria two and three, ‘Rethink Organization-Customer Relationship’ and 

‘Rethink Role of Employees’ are closely related as it is a member-driven organization in which – 

as mentioned above – the members are also customers and owners. The close relation of the two 

criteria will be further elaborated on in the next section. 

 

5.2.3 Rethink Role of Employees 

This section will present data regarding the role of employees at KBHFF. As mentioned above, 

KBHFF’s customers and therefore its members are shareholders of the organization. Although 

this shared ownership model is rather ordinary with regard to cooperatives, it is fundamentally 

different to most for-profit organizations. 

Besides the manifold roles that can be filled in the organization, there are a few different formal 

positions that need to be filled. The organization relies mainly on its members and its board 

members but according to Nika, Danish law requires the organization to also have a lead person 

and a cashier: 
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“So we do have a lead person. But we have to, because that’s actually something about 

law in Denmark, when you have an organization like this, that you have to have a cashier 

and a lead person. So we have those.” (Nika, 2019) 

The organization also has two salaried employees who are responsible for administration and 

accounting. They do not work full-time in the cooperative, as Nika stated: “[…] but it’s eight hours 

per week I believe. One of them is an accountant […] and then we have something called 

volunteer coordinator or administrator” (Nika, 2019). 

Moreover, KBHFF is committed to the development and training of its members. This is 

illustrated through their engagement with an external IT company that had the mandate to create 

KBHFF’s new IT platform and train the organization’s members in programming. This has been 

done to empower the members in being able to maintain the platform after the implementation, 

as Nika explained: 

“We’re working with a company called Think.DK and they actually have trained some of 

our volunteers in programming, so that it can be a collaboration between professional 

programmers and our volunteers who have learnt some programming. So, it’s a lot slower 

than maybe a real IT company would do it for us [sic], but this way we also have people 

to maintain it.” (Nika, 2019) 

 

5.2.3.1 Democratic governance at KBHFF 

Even though the organization is formally lead by one individual, hierarchies at KBHFF are flat. 

This is especially visible in decision-making processes in the board and in the general assembly. 

The board has the right to take small decisions and to put propositions forward to the general 

assembly, but the organization has agreed that “nobody has a higher voting power than anyone 

else, and nobody can make executive decisions without the rest of the board”  (Nika, 2019). This 

corresponds to the organization’s democratic idea of decision making which is performed at the 

general assembly: 
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“[…] we only hold a general assembly once a year and we only hold the most important 

decisions to the general assembly. At the general assembly, we elect the board, which I 

am part of and the board has the authority to make smaller decisions on behalf of the 

organization.” (Nika, 2019) 

Not everything is decided in the general assembly. This is mainly due to the reason that the 

decision-making process becomes very time consuming. 

“For sure, the efficiency is a serious problem. I mean, just within the board, which is seven 

people, by the time we hash everything out on email, it takes like a week. And as I said, 

our general assemblies are very long, because everybody needs to have a say. But I 

definitely think the benefits outweigh […] the bother [sic] of having to sit through a very 

long meeting.” (Nika, 2019) 

As Nika explained here, KBHFF’s members are participants in a democratic decision-making 

process which closely corresponds to ‘Rethink the Role of Employees’. When asked about her 

personal opinion, Nika continued: 

“I mean, I like it very much, I am very much into democracy and into running 

organization democratically. […] of course, it takes a longer time than if somebody just 

said, ‘this is how we do this’ but it also reflects the wishes of everybody. So, our general 

assembly lasts eight hours actually, because we have to talk about everything. We have 

consensus democracy, so we don’t vote on things if we can avoid it.” (Nika, 2019) 

The democratically taken decisions are based on a thorough transparency that is provided by the 

board of the organization: 

“So, in our rules, the board prepares the accounts for every general assembly. These 

accounts are made public six weeks before the general assembly, so that everybody can 

look at them and they are public not only to our members, they are public on our website, 

so we have complete transparency when it comes to that.” (Nika, 2019) 
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The time that needs to be invested from the members is substantial, however, for Nika it is well 

invested time as everyone’s wishes can be reflected in the organization’s practice. According to 

her, this is the general opinion among KBHFF’s members: “I would say most people that I’ve 

talked to enjoy working in the cooperative” (Nika, 2019).   This might derive from the fact that 

the organization is open to the members’ wishes. “There’s many different groups that you can 

attach yourself to. So, if you don’t like working in one group you can always go somewhere else” 

(Nika, 2019). The organization therefore opens itself to the self-driven development of its 

members, giving them space to pursue their well-being and considering them as human beings 

with wishes that need to be fulfilled. The organization is furthermore a place for like-minded 

people. For Nika, this resulted in new valuable personal relationships: “[…] there is a lot of like-

minded people when it comes to sustainability and when it comes to politics. I have definitely 

made many friends while working there” (Nika, 2019). 

In summary, KBHFF is an organization that offers an alternative role of employees. This is not 

only due to the fact that the organization employs only two salaried individuals and is mainly 

driven by its members. It is also due to the organization’s ambition to give the members space to 

develop, pursue their own will and actively support initiatives that contribute to their 

development. With regard to the internal decision-making, KBHFF practices a democratic 

governance model which attempts to include everyone’s opinion in a time consuming process. 

According to the interviewee, this time is well spent and the members appreciate the possibility 

of strong involvement. Additionally, members are also owners, which completes the analysis of 

the organization’s practices in this section. Following Table 2, KBHFF is to be considered as 

fundamentally and radically rethinking the role of employees and consequently also customers.  

 

5.2.4 Rethink Organization-Nature Relationship 

This section assesses the organization’s practices in ecological terms. As mentioned, an 

environmentally friendly business conduct is at the core of the degrowth concept. KBHFF does 

strive to supply its members with organic produce and has therefore an ecologic aspect in its 
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primary product. When asked about the value proposition of KBHFF, Nika answered: 

“Basically, we work to deliver fresh, local and organic vegetables from local growers” (Nika, 2019).   

The organic vegetables therefore have another inherent aspect that is environmentally friendly: 

They are produced locally, which in return, drastically reduces the environmental impact that can 

be linked to KBHFF, as locally produced vegetables reduce overall emissions for transportation. 

To approach this practically, the organization conducts ongoing controls of the producers: 

“We do have a group, which is the farmer audit group in which we basically visit the 

farmers and whether or not their practices are in line with our beliefs. So for example, 

while we do believe in organic farming, but farmers in Denmark can actually use 

conventional manure in organic farms. We don’t want to have vegetables fertilized with 

conventional manure, so we check farmers for that.” (Nika, 2019) 

With regard to the transport of the vegetables to KBHFF’s main distribution centre, the 

organization has limited influence on the environmental impact. However, Nika revealed that 

there are agreements between farmers, binding them to share their delivery cars: “Regarding 

transport, we have agreements between the farmers, so that we have as few farmers driving in as 

possible, so that they pick up other farmers’ vegetables on the way and none of them drive big 

trucks” (Nika, 2019). 

KBHFF therefore actively uses its influence on other parties to disseminate their idea of 

environmentally friendly business practice. Nevertheless, another aspect in which KBHFF’s 

influence on the environment is limited is related to their distribution offices: 

“Since we are virtually homeless and borrow locations from other organizations, we 

cannot control where our electricity comes from. However, we do try to be as zero waste 

as possible [sic], so our vegetables come in big bags that you can exchange or in reusable 

boxes.” (Nika, 2019) 

It becomes apparent that the organization incorporates environmental issues as much as possible 

but it has limited abilities in some respects. However, Nika strongly pointed out the organization’s 
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commitment and reflection about environmental issues when saying: “We do put sustainability 

in every business decision that we make. Also for example, when it comes to choosing our 

partners.” (Nika, 2019) 

When asked about further efforts, Nika said: “We do collaborate with a company that has rental 

cars all around town […] and we use their cars for distributing our vegetables to our supply 

offices.” (Nika, 2019) This illustrates that the organization is committed to reduce its 

environmental impact also in other respects than only its own product. Using a car sharing service 

is a sufficient method to reduce emissions that can be linked to the organizations business activity. 

As the organization does not own a car for the delivery, it contributes furthermore to a society in 

which emissions for the production of goods can be reduced, due to a decrease of unnecessary 

consume. However, Nika continued “We are also partaking in a lot of events organized by 

organizations that have something to do with the environment” and exemplified: “We signed a 

petition to save Amager Fælled” (Nika, 2019) which is a park in the area of Copenhagen, that has 

been subject of discussions around the construction of residential complexes on it. With signing 

initiatives like this, KBHFF adopts a clearly environmentally friendly position and commits itself 

to protection of the local environment. This fits to the very local approach of the organization. 

Overall, the organization showcases a high level of commitment and reflection about 

environmental issues. The sustainable conduct of its business is incorporated in every decision. 

In practice, KBHFF’s business conduct reduces emissions and material use, however, the 

organization struggles with its limited influence in some respects. This is mainly derived from the 

fact that office locations have to be borrowed, as the organization is currently not able to afford a 

rented property. Furthermore, the societal engagement rounds up the organization’s efforts. 

 

5.2.5 Rethink Community 

As mentioned before, this section calls for organizations to engage their community in new ways. 

Especially a local production, a collaborative approach to competition and a high degree of 
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interaction with the local community outside of the organization are seen as enablers for a 

successful degrowth strategy. 

With regard to the production, KBHFF is substantially local. Only local producers can become 

suppliers of KBHFF. Furthermore, when asked about collaboration with other local 

cooperatives, Nika pointed out that KBHFF cooperates with companies in other sectors, 

providing a good that is needed for the organization’s business – i.e. a shared car as highlighted 

in the section before. This collaborative approach is applied further than merely on the 

interaction with other organizations and competitors. 

Nika stressed that individual departments hold workshops on diverse topics. These workshops 

are not administered by the core organization but rather by individuals in the organization. 

“Sometimes individual departments hold workshops, but they are not administered by 

the core organization. For example, the department in Østerbro, which is very active, had 

workshops on how to collect your own herbs in the wild and things like that.” (Nika, 2019) 

However, when asked if she considers KBHFF in competition with traditional supermarkets, she 

revealed a rather rivalling stance. Thus, the organization does not advocate collaboration in every 

aspect but rather finds itself in a traditional competition setting, that can be an impediment for 

being successful in a degrowth society. Albeit, it is indeed uncertain if a collaborative approach to 

traditional supermarkets would lead to productive partnerships. 

In summary, while the organization can be seen as a contributor to a promising localization of 

production, it practices its collaborative business approach in self-imposed limits. It therefore 

does not act collaboratively in every aspect. Certainly however, the organization is committed to 

education of its community, although this is not a focus yet as Nika stated: “Once we get enough 

members to support the kind of structure that we have built for our organization, then it would 

be more about disseminating knowledge.” (Nika, 2019) 
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5.3 IIH Nordic – for-profit organization  

As for the previous cases, the structure of this analysis section will be guided by the criteria in 

table 2. The interview with IIH Nordic was structured as follows: The first part focused on 

investigating the organization-degrowth criteria while the second part focused on the 4-day work 

week. The literature shows that a reduction in work hours can be aligned with the concept of 

degrowth (Schor, 2015, in D'Alisa, Demaria & Kallis, 2015). The researchers therefore aimed at 

assessing the alignment of IIH Nordic’s intentions and specific conduct of this initiative. The 

findings regarding the 4-day work week will presented in a subsection of criterium three. 

 

5.3.1 Rethink Business 

IIH Nordic competes in the fast-paced market of digital consultancy services and can be 

considered successful in different aspects. One of them is the substantial staff growth the company 

experienced since its foundation. Our interviewee Frederikke used the term ‘organic growth’ to 

describe the rate of staff expansion. According to her, the company started with the two co-

founders and employs “between 45 and 50” people today. When asked what the term ‘organic’ 

means to her, she specified: “that there was not necessarily a growth strategy. It was more about 

that if we have a new client, we need a new employee” (Frederikke, 2019). The company is 

therefore an example for having other strategic goals than growth. However, not following a 

growth strategy is not similar to following a degrowth strategy. It is rather, “growth, not on the 

expense of everything else” as Frederikke specified. This is also supported by her view that “right 

now, our size is good for agility” (Frederikke, 2019). However, the company identifies potential 

to develop certain business aspects and may grow in those: “I think we want to develop some 

departments. I think it’s more related to that” (Frederikke, 2019). Additionally, she mentioned 

that the management of IIH Nordic, considers growth in those departments as crucial for winning 

bigger mandates and becoming less vulnerable to maternity leaves. 
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“That means that we can have some other support functions that grow bigger. So it’s more 

like for generating more value and also to become less vulnerable to maternity leaves.” 

(Frederikke, 2019) 

Growth, however, is not the only indicator that IIH Nordic monitors in order to assess their 

success. According to Frederikke, the company is regularly awarded and therefore considers its 

work as successful to these specific ends. 

“For example, with regards to Google Analytics, we have been awarded to being the best 

analytics house for six years in a row since 2012. […] also, one of our cases was illuminated 

as one of the best cases in Denmark this year. So I think we measure it in prices obviously, 

but of course also in some way in income. But we are also measuring if our clients stay 

with us.” (Frederikke, 2019) 

Frederikke therefore revealed that IIH Nordic does not primarily use financial indicators to 

measure its success. However, the indicators that are important to the company are to some 

extent linked to financial measurements, but as a for-profit company, this might be inevitable. 

The data suggests that delivering an outstanding services and retaining customers long-term is 

prioritized by the organization over financial aspects, which corresponds to the concepts of quality 

over quantity and long-term customer relationships from degrowth literature (Khmara and 

Kroneberg, 2018; Bocken, Short, 2016). 

Nevertheless, IIH Nordic can be attributed for its efforts to satisfy its staff: “With regards, to the 

HR part of it. Last year we won the ‘Great Place to Work’ award in our category” (Frederikke, 

2019). In this aspect, the company is not only awarded with prices but also has “tremendously 

low sick leave percentage, which is a success factor”.  This aspect will be further elaborated in the 

section ‘Rethink Role of Employees’. Still, the financial aspect seems to be of relevance in this 

regard as well: “If you make a better place to work, fewer people will leave the company, that will 

save us money. Or if you have a better place to work, fewer will be sick and that will cost us less”  

(Frederikke, 2019).  
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With regard to competition IIH Nordic maintains collaborative relationships with some of its 

competitors. Here, Frederikke mentioned an event which was held in collaboration with an 

organization called Artifact: 

“So for example the ‘Measure Camp’ we do in collaboration with Artifact which is one of our 

competitors. […] Or for example we host a conference, for which we often ask specialists 

from other firms to come and talk.” (Frederikke, 2019) 

The organization has an intention to collaborate on a greater good than the organization’s own 

success. The collaboration is aimed at disseminating knowledge in the whole sector. Thus, it can 

be stated that there is a collaborative approach on working with different stakeholders at IIH 

Nordic. 

In summary, the organizations success factors are based on diverse indicators and not only on 

financial ones, however, the overall success of the company is not clearly separated from its 

financial results. With regard to a growth strategy, it became apparent that the company does not 

aim for sky-rocketing increase of revenue or staff count, rather it adopts a careful and observant 

approach of what is needed to be successful. Therefore, it can be postulated that IIH Nordic 

does to a limited extent rethink business practices, still, the strategic positioning and value 

proposition is deeply embedded in the profit-seeking capitalist market economy.  

 

5.3.2 Rethink Organization-Customer Relationship 

Customers are important assets to for-profit organizations but there are many different ways to 

shape a productive relationship between a customer and an organization. Frederikke mentioned 

that one of the reasons why IIH Nordic aims to grow is to “generate more value for the customers” 

(Frederikke, 2019). The customer is therefore at the core of the organization’s strategic 

considerations. When confronted with IIH Nordic’s values in relation to the values of potential 

new customers, Frederikke stated: “yeah, that is something we take into consideration. So for 

example we have Doctors Without Borders as a customer. But we also have big commercial 
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companies. […] we definitely say no to some customers” (Frederikke, 2019). This means that the 

organization works actively with a set of values and filters out customers which do not match. As 

soon as a customer is onboarded, IIH Nordic aims for a long-term partnership, as those 

relationships are the most profitable and productive. Yet, the fact that IIH Nordic would consider 

to refuse certain customers illustrates that the company considers its value set a driving force, 

rather than to be driven only by profit prospects. 

In summary, IIH Nordic does not ‘rethink the customer-organization relationship’ but has a 

rather traditional approach to it. Still, the organizations attitude towards selecting customers can 

be seen as complementing the criteria. While IIH Nordic’s values are far from being sufficiently 

aligned with degrowth values, the concept of considering organizational values in business 

relationships can be seen as a first step into the right direction.  

 

5.3.3 Rethink Role of Employees 

This section is concerned with the role of employees in IIH Nordic and presents the findings 

from the interview on this matter. The main reason for choosing IIH Nordic as a case company, 

was the implementation of the 4-day work week 2 years ago. Reduction in working hours is often 

seen as a critical path towards achieving degrowth, often connected to the notion of work-sharing 

and worker well-being. Moreover, it already gives a first impression on the innovative strategy IIH 

Nordic applies in terms of human resource management. This section will therefore first give an 

overall impression of the way IIH Nordic manages employees, before a subsection will be 

concerned with the 4-day work week, its benefits, challenges, and implications. 

The interviewee Frederikke works in the HR department of the company. Therefore, a good way 

to start is her account on how the organization measures success from an HR perspective. She 

argued that external awards, employee satisfaction, sick leave and employee turnover, are their 

prevailing indicators of success (Frederikke, 2019). IIH Nordic is a repetitive winner of the “Great 

Place to Work” award within their size category and within their specific industry (IIH Nordic, 
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2019). Despite operating in the consulting industry which is characterized by high employee 

turnover, they manage to maintain a relatively low percentage in regards to this indicator. Also, 

according to Frederikke, the company has a “tremendously low percentage” on sick leave 

compared to other organizations (Frederikke, 2019). Particularly interesting is the way in which 

IIH Nordic continuously monitors employee satisfaction: 

“We also have an employee satisfaction tool that's called ‘Officevibe’, which sends out 

satisfaction surveys or engagement surveys every week. So we also keep track of that, how 

happy are people every week. […] It takes two minutes, maximum. It's mostly anonymous, 

and then you have the chance to leave a comment, to give feedback. And you can even 

do that anonymously. Or put your name. So we measure that.” (Frederikke, 2019) 

Providing employees with the opportunity to give feedback on a weekly base is a profound way 

of giving them a tool to engage with and have a voice in organizational life. Employee engagement 

is an important aspect of rethinking the role of employees, especially when it comes to decision 

making processes. Therefore, the interview investigated further the governance mechanisms in 

the company. When asked whether employees are able to take part in decision making processes, 

Frederikke explained that “if it's something that's being implemented across the company, it's it 

has to go by the management” (Frederikke, 2019). However, she emphasized the flat structures 

and short distances from employee to management by illustrating it with a personal example: She 

came up with a small idea on a Thursday night which was already up for discussion on the 

management meeting the next Monday and got implemented the following Wednesday 

(Frederikke, 2019). Moreover, continuous employee development by providing workshops and 

training, online and offline is offered regularly at IIH Nordic. The organization has an initiative 

called ‘Learning and Innovation Friday’ once a month where management and employees 

together discuss initiatives that could be implemented. In the interview she gave an example of 

an employee idea from this initiative which was shortly after implemented as well: 

“[…] we always deliver things to the clients, as a consultant does, you know, often reports 

and reports and reports. And then somebody had an idea, like, what if we make a 

dashboard instead. So the client can always see where we're at with their marketing budget, 
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how many clicks they got, and they have those kind of markers that makes, you know, it 

makes a big difference in our field. And now, a month later, we have the prototype 

dashboard and are trying to implement it with clients. That was an employee idea. And 

it's been implemented by employees. With, you know, of course, some help with the 

management, because we're a small, firm.” (Frederikke, 2019) 

The ongoing dialogue between management and employees enables the ladder to significantly 

shape organizational life and work procedures. Additionally, being heard and getting ideas 

acknowledged and implemented is of utter importance for employee satisfaction and can, 

amongst other things, contribute to the former mentioned success factors of the HR department.  

Another aspect which plays a pivotal role in organizational life at IIH Nordic and especially in 

understanding the role of employees in the organization is self-management. Frederikke 

explained that there is “autonomy with quite a number of things” (Frederikke, 2019) and 

identified one particular initiative as an example for how this influences the everyday life of 

employees:  

“But there is definitely a lot of self-management, I think also through, we use quite a 

different, like, I keep talking about these initiatives, if we take an example of one initiative, 

for example, the pomodoro technique that we use […] it’s when you work 25 minutes, 

intensely on something one task, then you take five minute breaks, then you do 25 

minutes of focused work, and then five minutes break, you get the gist, and that's the way 

we work here. If you notice, everyone, all the computers have small lights on them, if  the 

light is red, you cannot disturb that employee, because that person is doing a pomodoro. 

And that means you cannot distract them or you cannot interrupt them. And that's a big 

part of the way we work. But it's also, you know, a self-management tool, because it means 

that the employee, you're encouraged to split their job, right, their task into smaller sub 

tasks, and kind of like, you know, get through their tasks during the day in that way. Like 

making bigger task into smaller tasks. So that's kind of like, it's a tool for self-management, 

you know, like, it's giving the structure, which you of course, you put in the content 

yourself.” (Frederikke, 2019) 
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According to Frederikke, this does not only give the employees a certain degree of autonomy, 

but also improves the effectiveness of their work by “making sure they have their eye on the 

target” (Frederikke, 2019). The pomodoro technique does indeed require a certain amount of 

self-management, however, it also gives employees a specified frame in which they can self-

manage. Arguably, such a technique could be experienced in two opposed ways. Some employees 

might regard the technique as constraining due to the specific frame in which they need to split 

their tasks. Others might experience it as enjoying control over their tasks due to the freedom the 

frame gives in terms of filling it with content. Frederikke answer on how she experiences working 

at IIH Nordic showcases that she belongs to the ladder group:  

“I feel like, I have a lot of control over my own tasks, and freedom to make the best 

assessment myself, I feel like there's trust in my competencies. I also think it's a challenging 

job. Yeah, there's a lot of responsibility.” (Frederikke, 2019) 

For-profit organizations such as IIH Nordic are not required to communicate financial indicators 

such as revenues and profits to the outside nor to their employees. However, IIH Nordic follows 

a transparent strategy on the employee side providing them with knowledge concerning the 

organizations financial situation:  

“So each year, we have a strategy trip. And there, the annual report related stuff, we don't 

make an annual report, but you know, our earnings, and that kind of thing is presented 

there. So it's quite open. We also have, we have staff meetings every other Thursday, we 

often talk about whether we lost clients or gain clients, that kind of thing. So it's very 

transparent with regards to that stuff.” (Frederikke, 2019) 

Providing this kind of information is, as already explained in the findings section of Greencubator, 

an important foundation of democratic structures in an organization. However, while employees 

can contribute to the decision making in the organization by proposing ideas to the management, 

democratic governance structures are not in place. Strategic decision-making power is in the 

management and while mechanisms of taking the opinions of employees into consideration are 

in place, there is no guarantee of them having an influence on decisions. Moreover, the 
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organization is a private aktieselskab (A/S), where employees are not owners. These two criteria 

are mainly derived from the co-operative form of organization, therefore it doesn’t come as a 

surprise that they are not fulfilled. It is also disputable if they are a necessary condition for all 

organizations in the degrowth transition and in post-growth economies, this will be further 

debated in the discussion section of the thesis.  

The abovementioned strategy trip is one of many organizational activities in work-life at IIH 

Nordic. Frederikke listed a variety of perks and benefits which employees enjoy in their work-life 

including ping pong tables in the office, free electrical bikes to get to customers, different social 

events once a month, free snacks and coffee,  yoga and training classes and an initiative called 

lucky lunch (Frederikke, 2019). These findings round up the picture of an organization which 

prioritizes employee well-being over nearly everything. According to Frederikke, one of the main 

reasons for the two co-founders to found the company was to create a work-place which is a 

consultancy but still manages to provide a work-life balance. The industry they are operating in is 

“notorious for long working-hours” which they thought was unnecessary (Frederikke, 2019). This 

attitude accompanied by being “obsessed to make everything efficient” (Frederikke, 2019) 

peaked in the establishment of the 4-day work week, which will be presented in the following 

section.  

 

5.3.3.1 4-Day work week 

At the start of 2017, IIH Nordic implemented the 4-day 30-hour work week for all employees 

without a reduction in salaries. According to the organization’s website, the major benefits of the 

initiative are satisfied employees, less stress, less sick days, and a positive effect on the revenue 

(IIH Nordic, 2019). Frederikke explained the main intention behind the reduction of working 

hours in a similar way:  

“So it definitely was the idea to make it a better place to work. I think pretty, pretty 

practical. […] If you make a better place to work, fewer people will leave, that will save us 
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money. Or if you have a better place to work, fewer will be sick. And that will cost us less. 

So save us money, that kind of thing, but it definitely is the idea. I think it's also just in the 

mindset of the founders is that, you know, don't like it, it doesn't make sense. You don't 

have to work 16 hours a day to be a good consultant to be a corporate consultant or make 

the effort that your clients want.” (Frederikke, 2019) 

According to Frederikke, the planning before the implementation of the 4-day work week took 

one year, while they actually expected it to take two years. She described the planning process as 

collaborative, where employees and managers got together and figured out ways to make the work 

day smarter. The ultimate goal was to create an effective work-environment, especially by 

leveraging different technologies and technology based work-processes, which should result in 

saving a day of work without being less productive (Frederikke, 2019). The result of this process 

were a number of drastic changes and the implementation of several initiatives, such as the 

aforementioned pomodoro technique. Other examples include a ”task management system” an 

“internal communication platform” and a change in the internal meeting culture from 30 or 60 

minutes to 20 or 45 minutes (Frederikke, 2019). The meetings are also required to have a specific 

agenda, can only be held at noon and there is an overall consensus of being there on time in 

order to maximize efficiency (Frederikke, 2019). Frederikke described the interplay between the 

4-day work week and the changes and initiatives as follows: 

“I think you know, all the initiatives are a part of our way of working to, you know, to 

enable the 4-day work week. So the 4-day work week, I would never call that an initiative 

on itself. But that's something that's possible, because of all the other initiatives. Because 

we cannot, you know, take a day off, if we haven't been super focused with our 

pomodoros, or one of our other initiatives […]” (Frederikke, 2019) 

The quote illustrates how the 4-day work week is only possible through the implemented 

organizational changes and initiatives which enable the employees to work as effective as possible. 

Today, the concept is well-implemented, but Frederikke stressed that it’s not something that 

maintains itself. Rather, there is a necessity to always re-implement since such tremendous 

organizational changes often require a change in habit of employees. Currently, re-implementing 
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occurs mostly on the ‘Learning and Innovation Friday’ which was already touched upon above. 

“So we use one Friday, a month, approximately, to look at the initiatives and see what is working 

right now. What can we do better? Do we need another tool for this and that kind of thing” 

(Frederikke, 2019). Again, collaboration between employees and management is key in these 

processes since changes are a product of feedback and discussions about which things work well 

and which do not. Frederikke argues that it comes as a surprise to some people who think that 

reducing work-time is just a question of doing it, rather it’s something they “work at every day” 

(Frederikke, 2019). 

The interview also investigated downsides of the 4-day work week, however, at first Frederikke 

didn’t have an answer. She needed to think about it for quite some time before she gave us an 

example which by now has already been changed:  

“We've changed that now. But in the beginning, when new employees started, it could be 

a little bit intense for them in their onboarding session, or when they're starting a new job 

to only work four days a week, because there's so much to take in. So that could be a little 

bit much for them, which is why we've implemented that for first, approximately five 

months that you work here, as a new employee, you also work Fridays, because then 

Fridays are used to, you know, sum up all the things that you learn to the week. You know, 

just to sit, you know, reflect. So that's the kind of thing that we've implemented afterwards, 

because we saw that it was just, you know, as to a bit too heavy on the knowledge 

absorption side, for new employees.” (Frederikke, 2019) 

It’s interesting to note that the interviewee had to think really hard before coming up with an 

example which already has been solved. However, the given example showcases that the 

organization is continuously re-thinking and re-implementing the 4-day work week. Moreover, it 

is not set in stone that everyone at the organization only works four days. New employees use 

Fridays to reflect on the work week and one Friday a month is used to rethink the initiatives and 

come up with new ideas by all employees. Another downside which became apparent in the 

interview is the lack of flexibility which comes along with the 4-day work week. Flexibility in 

working-hours from Monday to Thursday is not possible in the organization, neither are home-
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office days. While Frederikke argues that she experiences it as a “positive constraint”  since she 

doesn’t think it’s necessarily “a good thing that you can work whenever and wherever”, it seems 

likely that this view might not be shared by every employee (Frederikke, 2019). Additionally, at 

the moment the free fifth day of the week is specified as Friday and it’s not possible for employees 

to come in on Friday and rather have a day off on one of the other days. Frederikke explained 

“of course, you know, some employees might have preferred that it would be Monday or 

Wednesday […] In that way, it’s quite, it’s a bit strict or rigid at the moment. But that might change 

in the future” (Frederikke, 2019). While Frederikke sees “strength” in the fact that all employees 

are in the office at the same days, she also does not dismiss the idea of making the day-off flexible: 

“I think it might be the way in the future. Because we keep evolving on this idea. Because 

that’s the only thing that makes sense.” (Frederikke, 2019) 

The final question of the interview was asking Frederikke to give an account of her personal 

experience with the 4-day work week. She argued that due to the 4-day work week, people are 

very energized and compared to her previous jobs there is no ‘Monday mood’. 

“So when people actually come to work on Monday, they're ready. They are well rested, 

they took care of all their practical issues or you know, they painted their fence because 

now they had three days to do it or they went to the dentist or you know, used extra time 

with their kids. They don't have as much like a guilty conscience in regard to family life 

and I think that makes quite a difference.” (Frederikke, 2019) 

This answer sums up how the 4-day work week enables a better work-life balance which in turn 

results in motivated and energized employees. 

In summary, IIH Nordic has a unique approach of managing employees. While there are no 

concrete democratic structures in enabling employees to contribute to decision making, their 

input and feedback on basically all organizational activities and processes are taken into 

consideration by the management. Moreover, the 4-day work week in combination with all the 

implemented initiatives, organizational changes, perks and benefits are a unique approach 
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towards employee well-being and satisfaction. This is strongly linked to the degrowth debate due 

to the shared focus on human well-being by reducing work-time.  

  

5.3.4 Rethink Organization-Nature Relationship 

As the previous section indicates, IIH Nordic is majorly concerned with building a sustainable 

work-life for its employees. With regard to environmental sustainability, the company does not 

have a distinguished approach. Frederikke explained: “With regard to sustainability, we are more 

inward focused. Like, we want to create sustainable lives for the people in this organization” 

(Frederikke, 2019).  In the further course of the conversation, she mentioned one example, that 

shows the organization’s efforts to act sustainable. 

“We also have free electrical bikes, the team consultants can use […] that the teams get around 

with to the different firms, to the customers.” (Frederikke, 2019) 

This illustrates that there are considerations on the reduction of emissions, however, Frederikke 

was not able to explain if the organization goes further than embracing a commute on bikes to 

their employees. While IIH Nordic is not an organization with a particularly bad environmental 

impact, the missing of a clear position in regard to environmental sustainability is to be seen as 

problematic in fulfilling this criterium. Reducing ecological impact is one of the key issues in the 

degrowth debate, organizations which actively contribute to the transition are obliged to have clear 

values on this matter. Therefore, a rigorous approach towards choosing customers and suppliers 

which consider the same values, as well as a reduction of resource use are necessary. Thus, IIH 

Nordic is not to be considered as ‘rethinking the organization-nature relationship’ on a scale that 

is sufficient to follow the degrowth paradigm.  
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5.3.5 Rethink Community 

This last section presents the findings of the interview linked to community and local 

embeddedness. However, the interview gave no indications that IIH Nordic takes serious steps 

to strengthen or support the local community and/or economy. Rather, the organization is 

extremely concerned about creating an own community within the organization. The findings 

presented in section 5.3.3 already showcased how several social initiatives are aimed at providing 

well-being in the workplace, often they are also means to enhance and strengthen the community 

spirit of employees. Moreover, IIH Nordic works closely together with other organizations in 

digital industries, by organizing conferences and events:  

“We also have, for example, we host different kinds of events in Denmark, on behalf of 

like international ideas. So for example next weekend, we have something called measure 

camp. It's what they call it an unconference. But it's a bunch of Google Analytics geeks 

that get together and, you know, speak with each other and have workshops. And then 

they choose someone who speaks about what they do all in all. Or for example, we host 

what's called weapon of expense days, which is also an international phenomenon that we 

do in Denmark, which is also like a conference […].” (Frederikke, 2019) 

The answer suggests that IIH Nordic is involved in sharing knowledge with other organizations 

that work in the same or in similar industries. Also, Frederikke explained that these conferences 

are sometimes organized in collaboration with competitors, i.e. other digital consultancies 

(Frederikke, 2019).  

In summary, it can be postulated that IIH Nordic is involved in strengthening community, 

however, they do not have a local approach towards this issue. Rather, they are actively sharing 

knowledge and organizing conferences with peers and are establishing an own community within 

the organization. However, since the criterium is especially concerned with being locally 

embedded, IIH Nordic can’t be regarded as fulfilling this criterium.  
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6. Discussion & results 

The following section is aimed at presenting and discussing the results of the research. While the 

analysis investigated the extent to which the three organizations are following the established 

degrowth criteria, this section is attempting to translate these findings into strategical and 

philosophical implications for degrowth organizations. The section is split into four main parts: 

First, the findings of assessing the degrowth criteria in the three organizations are compared and 

discussed, enabling the development of strategic implications. Second, the capability theory of 

work and organization is used to analyse the strategic implications, thereby underpinning the 

results normatively. Third, the combined results of the first two sections are used for an 

elaboration of table 2 from the theoretical framework, thereby completing the framework of 

degrowth as a strategy for organizations in the contemporary capitalist economy which will be 

displayed in table 4. A last section critically reflects on the organizations’ degrowth compatibility 

as well as on the proposed philosophical business strategy framework and makes a final 

assessment. 

 

6.1 Comparing the three organizations on degrowth objectives 

The following sections provide the reader with a comparison of the three investigated 

organizations under the criteria of table 2. A comparison is crucial in order to draw generalizations 

from the collected data. The section analyses to which extent the efforts of the organizations differ 

and accounts for the different sectors the organizations are operating in. Moreover, the last sub 

section provides the basis for answering the research question by showing those elements of the 

three investigated organizations which are coherent with the degrowth paradigm summarized in 

a table. Thereby it gives an account on how degrowth is implicitly conceived in their strategies. 

Since the organizations do not explicitly follow the degrowth paradigm, the elements discussed 

here are to be understood as implicitly degrowth compliant. These findings will be readopted in 

the conclusion to provide a final answer to the posed research question.  
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6.1.1 Rethink Business 

This section returns to the general call for rethinking business in the degrowth transition, the 

related concepts and compares the findings from the case organizations. In order to fulfil this 

criterium, organizations must withdraw from only-for-profit, growth addicted, business as usual 

practices. An alternative understanding of success, sufficiency driven business models, a focus on 

quality instead of quantity and contributions to a collaborative economy were identified as key 

concepts for the criterium (Bocken, Short, 2016; Khmara and Kroneberg, 2018; Latouche, 2009; 

Jackson, 2009). The investigated organizations demonstrated different business practices in this 

regard. How far these practices can be seen as ‘rethinking business’, will be revisited and 

compared in this section. It is however important to note that the organizations operate in three 

different sectors and are of three different legal forms. 

With regard to measuring success with alternative indicators than financial ones, KBHFF and 

Greencubator provide the most promising practice. KBHFF is focusing clearly on the member 

count as a success measure. All surplus revenue is consequently reinvested in order to increase 

their outreach and member count. Whereas Greencubator defines a subordinate role for the 

financial situation in general, their focus lies within delivering the best possible service to the 

companies that they are accommodating. Similarly, IIH Nordic considers long customer-

relationships and awards concerning customer and employee satisfaction as a measure of success. 

However, their overall success is rather clearly defined in financial terms. Even the strong 

attention to well-being and retention of employees, seems to be subordinated to the premise of 

increasing profit.  

In terms of the organization’s stance towards growth, it has been shown that IIH Nordic aims at 

growth rates that are healthy for the organization’s success with customers. It does not aim at 

growing for the sake of growth, therefore, it can in parts be interpreted as ‘rethinking business’. 

Certainly, Greencubator and KBHFF have their own growth goals as well, however, these are 

primarily related to other success factors than financial ones. For instance, Greencubator is 
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aiming at employing two more full-time employees in the near future, in order to cope better with 

daily operations. On the other hand, KBHFF’s infrastructure was built for approximately 10.000 

members, therefore the organization aims to grow in this regard. 

The values of the three case organizations are illustrated in their choice of business partners, 

customers and suppliers. Here, Greencubator filters out customers that are not considered 

sustainable and has a consistent approach for buying products and services needed in the office 

and for events. KBHFF also choses with whom to work, but not on a customer level. They enter 

collaborations with organizations that have an aligned value set. This approach ensures that their 

entire value chain has a limited negative impact. IIH Nordic communicated the general option 

of declining potential customers but did not have any precise examples in this regard. 

Furthermore, there is no indication that IIH Nordic chooses suppliers or collaborators with a 

value approach. The issue of collaboration is therefore more viably approached from 

Greencubator and KBHFF. In addition, while KBHFF and Greencubator both have value set 

which corresponds to key issues of the degrowth debate, IIH Nordic’s values lack the ecological 

sphere and can therefore not be seen as sufficient.   

In summary, the research revealed the organization’s different extents of ‘rethinking business’. 

Especially, the focus on member counts in the case of the cooperative form of organization has 

been demonstrated to be a very tangible aspect. With regard to growth, it became apparent that 

all organizations aim at growing in at least one aspect. However, growth should not be seen as 

crucial to an organization’s success. In combination with non-financial success measures, growth 

can be necessary, but should not be a guiding strategy. Especially KBHFF with their growth 

objective of 10.000 members, is an example of aiming for sufficiency and a ‘right-size’ 

organization, similar to the concepts in Bocken and Short (2016) and Reichel and Seeberg (2010). 

The number of 10.000 members is needed to have the infrastructure running at appropriate cost, 

however, the organization does not aim at growing significantly more. With regard to 

collaboration among competitors, the interviews have shown that the extent of collaboration that 

is being conducted by the organizations, is useful in different aspects. This is closely related to 
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the relevant literature and leads the researchers to suggesting an even higher extent of 

collaboration between competitors in order to contribute to a greater common good. 

 

6.1.2 Rethink Customer-Organization Relationship 

This section revisits the customer-organization relationships of the three investigated 

organizations. Closer relationships between customers and organizations which can enable better 

fitted solutions through collaborative value creation processes take an important role in degrowth 

organizations (Hankammer, Kleer, 2017; Khmara, Kroneberg, 2018). Moreover, a shift towards 

a service economy and the satisfaction of customer-needs rather than customer-wants is 

emphasized (Bocken, Short, 2016;  Jackson, 2009; Latouche, 2009).  

With regard to the investigated organizations, Greencubator and KBHFF are both on a strong 

path towards fulfilling this criterium. In the case of KBHFF, however, this is mainly due to the 

fact that customers are simultaneously members, which is in this case similar to being employees. 

Therefore, the findings in regard to this criterium have to be treated with caution since it’s not 

possible to discern how collaborative the value creation process of KBHFF would be if external 

people could also buy their products. On the other hand, Greencubator has an exceptional 

approach towards including their customers into organizational decisions and processes. Here as 

in the cooperative, customers are sometimes referred to as ‘members’, which already indicates 

an alternative understanding of the relationship between them and the organization. Lastly, IIH 

Nordic has a rather traditional approach towards engaging with customers, at least if one takes 

into consideration their industry. As a consultancy, working together with customers is inevitable 

in order to provide a satisfying service. In so far, the customers do to certain extents influence the 

provided service, however, this cannot be seen as similar to the other two organizations nor for 

fitting into the degrowth paradigm. At KBHFF and Greencubator the customer-organization 

relationship is characterized by a blurring of boundaries between customers and employees, 

where customers actively take part in developing the organization further. At IIH Nordic, this is 

not the case. Especially Greencubator can be considered a role model since their collaborative 
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practices even ‘spill over’ and influence the relationships between their customers, resulting in 

the creation of synergies and further collaboration. Moreover, Greencubator should be seen as 

particularly exemplary because their customers are in fact customers which do not have an 

obligation towards the organization apart from paying their bills. The high involvement they 

exhibit regardless of the missing obligation is showcasing that the organization delivers exceptional 

work in this regard. In contrast, at KBHFF these findings are to some extent deliberated by the 

aforementioned fact that customers are obliged to be involved in the cooperative. However, from 

another angle this can be seen as a strength of the organizational structure of KBHFF, since it 

assures an involvement of customers in organizational processes which can be seen as a tool for 

degrowth organizations who struggle with establishing collaborative value creation processes.  

An ambition to create long term customer-organization relationships could be observed in all 

three investigated organizations. IIH Nordic stated it as a measure of success and a definite goal 

of the company to keep customers long-term. At Greencubator and KBHFF, the reason for long 

term involvement with the same customers can, on the one hand, be traced back to delivering a 

great service. On the other hand, another perceivable reason is that the members generally share 

a similar mindset and values with the organization. Thereby, these two organizations create a 

community-feeling for their customers which can play a pivotal role in customer retention.  

Lastly and with regard to the shift towards a service economy it should be noted that IIH Nordic 

is providing solely a service for its customers, while the other two organizations provide physical 

goods. However, this should not be seen  as critique against the ladder. KBHFF sells organic and 

locally produced vegetables and fruits and Greencubator is providing office space in an old 

building they renovated. Shifting towards services is aimed at, for instance, car manufacturers who 

should become mobility service providers instead of producing and selling as many cars as 

possible. In relation to that, Greencubator can even be seen as exemplary, since they are 

providing additional value to their customers through in-house services, i.e. partnerships with an 

accountant and a legal compliance platform as well as the established network. 

In summary, the three organizations widely differ in their approach towards relationships with 

customers. Delivering a great service can be identified in all three organizations as a driver for 
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long term relationships, which is closely related to an alternative approach to business putting 

quality over quantity and customer retention over continuously attracting new ones (Bocken, 

Short, 2016; Khmara, Kroneberg, 2018). The cooperative and the non-profit organization 

additionally create a community-feeling for their customers enabling closer relationships. 

Moreover, these two organizations engage in collaborative value creation practices, which occur 

voluntary at Greencubator and are mandatory at KBHFF. Both approaches can be regarded as 

valuable for degrowth organizations and often occur in the literature (Hankammer, Kleer, 2017).  

 

6.1.3 Rethink Role of Employees 

The following section returns to the role of employees in the investigated organizations. 

Employees in the classical sense are few at KBHFF and Greencubator, rather these organizations 

rely on members and volunteers, respectively, to support their operations. Again, a more 

traditional approach is evident at IIH Nordic where 45 people are currently employed, however, 

the role of them is by no means traditional. All three organizations show promising strategies in 

employee management related to the established concepts of economic democracy, shared 

ownership, and employee well-being  which are repetitively discussed in the degrowth literature 

(Khmara, Kroneberg, 2018; Liesen, Dietsche, Gebauer, 2014; Wiklund, Davidsson, Delmar 

2003).  

Greencubator and KBHFF have an alternative approach in regard to employees, since their 

organization does not rely on full-time paid positions. In both cases, the organizational structure 

plays an important role in this regard. Non-profit organizations and cooperatives often do not 

have the mandatory resources in order to create a lot of full-time positions. This is certainly linked 

to criterium number one, by neglecting profits and growth as a goal for the organization, growth 

on the employee side can also occur very slowly and is often not a goal of these organizations. 

The member-driven cooperative model showcases an innovative alternative for solving this 

problem. Greencubator’s approach to solving the problem is, to the largest extent, based on 

volunteers and, to a smaller extent similarly to KBHFF, on motivated customers who contribute 
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to the development of the house. IIH Nordic, as a for-profit organization is continuously growing 

in number of employees since it was founded in 2005, which is in divergence to the other two 

organizations. Greencubator’s paid staff and number of volunteers was varying over time as was 

the member count of KBHFF.  

The investigation on employee involvement in decision making and governance showed that all 

of the organizations are aspiring to include their employees in these processes. However, they 

vary in their approach towards this issue. KBHFF has the most democratic approach, where every 

member counts the same and has a vote on the most important decisions, while the elected board 

members have the power to decide on smaller issues. At Greencubator the decision making is 

organically distributed to those employees or volunteers who invest the largest amount of time. 

Similarly, IIH Nordic encourages employees to contribute to decision making through several 

initiatives which enable them to have a voice and come up with new ideas. Still, major decisions 

and implementations always have to go through the management, while at Greencubator the 

management board distributes the decision making to the community manager making him the 

executive person. It’s hard to assess whether the model of Greencubator is ‘more democratic’ 

than the one of IIH Nordic since the former currently only employs one person. However, the 

emphasize on the word ‘ownership’ and flat hierarchies at Greencubator suggest, that the 

volunteers and employee enjoy freedom concerning decision making in their daily work-life. At 

IIH Nordic, hierarchies are flat as well and distances between employees, management and team 

leaders are short, however, they are still more distinct than in the other two organizations. Still, 

their approach is delivering an important learning due to their innovative and up-to-date practices 

in enabling employee contribution. The frequency of internal strategy meetings is exemplary, and 

more importantly, so is the use of technology for enabling continuous feedback. One major 

downside of the democratic structures at KBHFF is that decision making can take huge amounts 

of time as the interviewee explained. Leveraging technology in order to implement democratic 

processes, similar to the technology IIH Nordic uses for feedback, can help make these processes 

more efficient and tangible.  
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An overarching pattern which occurred in all three interviews was an understanding of employees, 

volunteers and members as the fulcrum of the organization. At KBHFF, this becomes especially 

apparent in the shared ownership model of the organization, while the other two organizations 

showed no comparable structures. At Greencubator the positive energy in the house is of major 

concern, showcasing the importance of employee, but also volunteer and customer well-being for 

the organization. However, especially IIH Nordic is continuously developing the organization in 

order to make it a better place to work. This peaks with the establishment of the 4-day work week, 

but also includes the aforementioned social initiatives. The 4-day work week stands out as 

exemplary and manifests the picture of an organization which sees employee well-being and work-

life balance as a central goal. In addition, all three organization provide their employees with 

transparency concerning financial performance and overall organizational progress. Lastly, with 

regard to employee development Greencubator and KBHFF mainly rely on providing freedom 

to develop and autonomy to employees to develop their competencies. For instance, KBHFF 

encourages members to self-organize work-shops in order to share knowledge and provide 

development opportunities for others, Greencubator refrains from setting requirements on the 

process and rather gives lose guidelines and goals to volunteers. Since IIH Nordic has more 

resources available, training and development programs are in place on top of the freedom and 

autonomy aspect.  

In summary, all three organizations have fundamentally different approaches of rethinking 

employees, however, they are fairly aligned in the centric idea of employee well-being. Involving 

employees in decision-making is also evident in all organizations, however, in different forms and 

to different extents. While the democratic governance approach of KBHFF might seem as the 

fairest and most aligned with degrowth, there are still hurdles to overcome. Specifically the large 

amount of time it consumes might not be feasible in fast paced environments. Leveraging 

technology or a representative democratic system, are possible solutions which occurred and 

should context-dependently be put in place. 
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6.1.4 Rethink Organization-Nature Relationship 

The preservation of nature and environment are significantly important issues in the degrowth 

debate. The three organizations demonstrated that the issue is also a matter of concern for them. 

Yet, through the interviews it became clear that they handle these issues entirely different, 

therefore having various outcomes of their efforts and initiatives. 

The interviews have shown that especially Greencubator and KBHFF are driven by 

environmental aspects in their strategy and day-to-day business. As illustrated, Greencubator 

offers its services only to start-ups that deal with environmental and social issues. Their operations 

are not only actively tackling environmental problems through this procedure, the organization 

also consumes environment-friendly. This concerns their own catering as well as office supply 

and electricity consumption. KBHFF operates on a rather similar note but as they are not owning 

their own office space, they have limited power on topics such as choosing an environment-

friendly electricity supplier. However, KBHFF’s business practices are specifically aimed at 

ecological sustainability in two ways: First, their products are produced organically and locally, 

second, the organization actively promotes sustainable behaviour in their member base. None of 

the organizations can claim to be climate neutral, however, Greencubator and KBHFF are 

advocating sustainability from the core of their business models. Furthermore, they attempt to 

raise awareness about environmental issues, therefore do not only limit their own negative impact 

but also contribute to finding solutions actively. IIH Nordic showcased a lower attention to the 

topic and is therefore critically seen in this section. They do have measures in place to reduce the 

environmental impact of their own employees, however, in the city of Copenhagen, deployment 

of free e-bikes for employees cannot be considered as a new or radical idea. In fact, the 

organization illustrated substantial shortcomings in their relationship with environment and 

nature, mainly due to a lack of awareness and advocacy on the topic. Here, KBHFF and 

Greencubator provide impactful ideas and practices. As degrowth is in a main aspect an 

environmental concept, KBHFF and Greencubator can offer ideas for being successful and 

environmentally friendly in both, the contemporary economy as well as a degrowth transition and 

post-growth economy. 
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In summary, the environmental aspect is not a focal issue at IIH Nordic but is of substantial 

importance in Greencubator’s and KBHFF’s business conduct. While degrowth literature 

provides profound content on the topic of environmentalism, especially IIH Nordic cannot be 

considered as being aligned in this regard. However, Greencubator’s and KBHFF’s relationship 

with environment and nature is strongly connected the literature’s suggestion to decrease resource 

use and emissions and to actively tackle environmental problems by disseminating knowledge. 

 

6.1.5 Rethink Community 

Embracing and deepening communities is a deeply anchored concept in degrowth literature 

(Bloemmen, Bobulescu, Le, Vitari, 2015; Jackson, 2009; Latouche, 2009). As a last part of the 

comparison section, this paragraph therefore contrasts the efforts to embed communities in the 

different organizations’ business practices. The notion of this embeddedness has several layers, 

as the organizations can create and interact with communities internally and externally. 

While Greencubator and KBHFF have a rather local approach to the topic of community, IIH 

Nordic approaches this issue in a different way. Yet, all three organizations have an intention to 

create productive and collaborative communities inside their organizations. When investigating 

how the organizations embed themselves in their local communities, Greencubator and KBHFF 

show a significant commitment. First, Greencubator provides workspace for local start-ups, 

therefore endorsing the notion of re-localization of economy as elaborated with Latouche’s eight 

R’s (2009). Second, the organization puts a focus on the creation of a community in its office 

space in Nørrebro, Copenhagen. KBHFF also focuses on a well-functioning community inside 

the organization. This is necessary as the organization’s operations are particularly dependent on 

functional internal collaboration. The workshops conducted by independent departments 

contribute to the functionality of collaboration and furthermore strengthen the sense of 

community inside the organization. However, KBHFF also focuses on the community they are 

embedded in. Their products are produced locally which is a contribution to re-localizing the 

economy, similar to Greencubator as mentioned above. The fact that KBHFF collaborates with 
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different other organizations and cooperatives underlines this understanding of re-localization. 

Their general notion of collaboration rather than competition is also stressed in degrowth 

literature. This is furtherly supported by KBHFF’s aim to disseminate their knowledge to 

externals with public workshops as soon as they can shift their focus away from increasing the 

member count. 

IIH Nordic presents a different approach to the topic of community which contrasts the practices 

of Greencubator and KBHFF. The interview did not reveal indications that the organization is 

committed to spend time and money on the local community. Rather, IIH Nordic is strongly 

inward focused in this regard, as it might often be the case with for-profit organizations. The well-

being of employees analysed before, is substantially supported by the community spirit the 

organization wants to create internally. While community spirit is definitely embraced in the 

degrowth literature, it has to be clarified that IIH Nordic would need to embed into society 

externally in order to be aligned with this. Compared to Greencubator and KBHFF, it becomes 

apparent that IIH Nordic is more inward focused and less aligned with degrowth objectives in 

this regard.  

Concerning the aforementioned re-localization of economy, IIH Nordic does once again not 

indicate substantial alignment due to the focus on internal improvements. With offices in three 

countries this would be reasonably difficult, but still possible, if these offices would be strongly 

embedded into their local communities. Revisiting the interview shows that IIH Nordic works 

closely together with other organizations, even competitors, in order to organize events. Here IIH 

Nordic showcases a community driven understanding of competitors. This is generally aligned 

with degrowth literature. While Greencubator showcased a similar approach to creating 

communities with competitors, KBHFF shows no interest in collaborating with, for instance, 

supermarkets.  

In summary, Greencubator and KBHFF exhibit rather similar approaches to the issue of 

community both internal and external, while IIH Nordic should be considered separately. With 

regard to the degrowth literature, it became evident that Greencubator and KBHFF have a 

stronger alignment to degrowth objectives for organizations. Especially when investigating the 



 

 

 

 

98 

stance of the organization towards the local economy and community, IIH Nordic showed less 

commitment to local-embeddedness. Their sense of community is limited to the internal 

operations of the organization, with the exception of collaboratively organized workshops. 

As for the paragraphs above, the outlined comparison of the three organizations will later 

contribute to the mapping of a degrowth aligned strategy for organizations in the contemporary 

capitalist economy.  

 

6.1.6 Degrowth elements of  researched organizations   

The following table summarizes and visualizes the comparison. The table includes those aspects 

from the collected data which are considered to be aligned with the concept of degrowth and 

entail potential to contribute to the development of the philosophical business strategy.  It is 

structured according to the established criteria going by the three investigated organizations. As 

mentioned above, the table provides the basis for answering the research question in the 

conclusion, since it shows in which ways degrowth is implicitly conceived in the strategies of the 

investigated organizations. It is necessary to stress that the table only considers those 

organizational activities which are aligned with the degrowth paradigm, this is not to say that all 

three organizations are to be seen as ‘Degrowth-Organizations’. A more critical view on the overall 

suitability of the organizations within the degrowth paradigm will be given in the last section of 

the discussion. For now, this table is aimed at providing the reader with organizational practices 

which are, on the one hand, compliant with the degrowth paradigm, and on the other hand, are 

properly operated in the contemporary capitalist economy.  
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 Criteria Related Concepts Greencubator KBHFF IIH Nordic 

1 
Rethink 
Business 

Alternative understanding of success 
Sufficiency 
Quality over quantity 
Collaboration over competition 

Satisfaction of customers as measure of success 
Growth goals related to operational needs 
Collaboration with different stakeholders and 
competitors 

Member count as measure of 
success 
Growth goal related to right-size  
Collaboration with value-aligned 
organizations 

Employee satisfaction partly as measure 
of success 
Collaboration in organizing events and 
conferences 

2 

Rethink 
Customer- 
Organization 
Relationship 

Collaborative value creation 
Service economy 
Needs over wants 

Blurring of boundaries between customer and 
employees 
Members have right to contribute but no 
obligation 
Long term relationships with customers 
Considering values when choosing customers 
Providing additional value through services and 
community 

Blurring of boundaries between 
members and employees 
Members have obligation to 
contribute 
Long term relationships with 
members 

Long term relationships with customers 
Considering values when choosing 
customers 

3 Rethink Role of 
Employees 

Economic democracy 
Alternative ownership models 
Employee well-being and development 

Decision-making power through engagement 
Good energy as major concern for well-being 
Transparency on organizational performance 
and progress 
Development through synergies and 
collaboration 

Democratic governance, decisions 
in general assembly and through 
elected board 
Distributed liability between all 
members 
Complete transparency 
Development through self-
organized workshops 

4-day 30-hour work week 
Using technology for continuous 
feedback 
Including employees in regular strategy 
meetings 
Continuous improvement of initiatives  
Development through workshops, 
training and conferences 
Transparency on organizational 
performance and progress 
 

4 

Rethink 
Organization - 
Nature 
Relationship 

Climate neutrality 
Ecological sustainability 
Long-lasting and repairable products 

Sustainability agenda necessary to become 
customer 
Sustainable consumption habits 
Collaboration with sustainable suppliers 
Advocating sustainability 

Promoting sustainable behavior  
Organic and local products 
Reusable bags 
Advocating sustainability 

Free electric bikes for employees 
during work hours 

5 Rethink 
Community 

Community embeddedness 
Local/regional embeddedness 
Knowledge sharing 

Providing offices space to local start-ups 
Supporting social local causes  
Offering community inside workplace with high 
degree of co-creation 
 

Local suppliers of vegetables and 
fruits 
Collaborating with local 
cooperatives and organizations 
Holding workshops on 
environmental issues 
Aiming at furtherly disseminate 
knowledge 

Enhancing community inside 
organization through employee 
initiatives  
 
 

Table 3 – Degrowth compliant strategic elements of the investigated organizations 
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6.2 Capabilities in researched organizations 

This section will combine the knowledge gained from the case studies with the philosophical 

capability approach and put it into relation with the degrowth discourse. As has been indicated 

earlier, the capability approach serves as a normative underpinning for a just degrowth society. 

Therefore, Muraca’s work will be revisited in order to show how degrowth can be normatively 

underpinned by the capability approach. Muraca (2012) identified, that the current focus on 

economic growth is not only influencing the economic systems but is also “an attraction pole, 

around which issues of social justice, political stability, and welfare protection seemed to gravitate” 

(p. 536). However, contemporary research and specifically degrowth advocates have shown that 

growth is rather to be seen as a threat to justice and an impediment for the good life (ibid., p. 

540). Therefore, Muraca concludes that from the point of view of the capability approach, 

“economic growth above a certain threshold does not seem to be a necessary condition for quality 

of life and for justice” (ibid., p. 544). Growth can even lead to significant reduction in the variety 

of capabilities and opportunities that are accessible to people, while degrowth with its emphasize 

on the ‘good life’ as a goal seems to take the challenges posed by the capability approach more 

seriously (ibid.).  

These social justice and quality of life questions also relate to the study of work and organization 

in a degrowth transition. Work and organization are to be considered as a crucial component of 

quality of life. They do not only provide a standard of living, but also enable recognition 

participation and social networks (ibid., p. 545). Through the lens of the capability approach, 

work can only be regarded as an essential aspect of quality of life if it “factually enables a decent 

life and promotes human flourishing” (ibid., p. 545). Muraca therefore states that if, “gainful work 

is not only the capital means for keeping poverty at bay, but also and even more importantly the 

vehicle for recognition, for the sense of one’s own dignity, and for social participation, the access 

to it is to be considered a fundamental right in terms of capability” (ibid. p. 545). Many scholars 

of degrowth plead for a decoupling of paid work and income, and moreover, to include care 

work, voluntary work and domestic work into the definition of work in addition to ‘gainful 

work’(ibid., p. 544). The question on decoupling paid work and income is out of the scope of 

this thesis since the investigation is concerned with degrowth strategies in the current economic 

system. However, two of the three investigated organizations, are exemplary for how non-paid 

work can still serve as a source of recognition and social participation. The cases illustrated how 
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volunteering and being a member of a cooperative can contribute to human well-being by 

interacting with like-minded people and pursuing individual development. These aspects of 

human development in organization will further be discussed  in the next paragraph. By applying 

the introduced capabilities from Zimmermann (2012) and evaluating the organizations practices 

in accordance to them, a normative underpinning of those organizational initiatives, which are 

later to be translated into strategical implications, is pursued.  

The first capability Zimmermann offers is “the capability of performing a job and work that one 

has reason to value” (2012, p. 21). Obviously, the fulfilment of such a capability can’t be 

generalizable for all employees, since it is a matter of subjectivity whether one person sees a 

specific job as valuable or not. However, there are organizational policies and practice which are 

enhancing the possibility for employees to experience their job as valuable. Especially KBHFF 

offers the opportunity to members to choose in which way they would like to contribute to the 

organization, giving them complete freedom of choice concerning the job they will pursue. If a 

person at KBHFF is unsatisfied with his current job or team, this person is always free to join 

another project in the cooperative. Thereby, the organization is putting a strong focus on member 

well-being and gives them the chance to develop according to what they find valuable. At 

Greencubator and IIH Nordic, there is a more specific frame on the job of volunteers and 

employees, respectively. However, Greencubator is putting focus on creating ownership for the 

volunteers by setting only lose guidelines and goals for them, but letting them decide how to reach 

them content wise. Similarly, IIH Nordic puts a focus on self-managing employees who can split 

their tasks in a way which they find most appropriate. In addition, KBHFF and Greencubator 

are organisations with a clearly articulated sustainability agenda. Such a strong communication of 

values attracts people with a similar mindset and provides them with a community sense from the 

start off. Conclusively, a job which helps to solve environmental issues is most likely a job their 

employees, volunteers and members value. In addition, the investigated organizations all put 

effort into creating a community between employees, which has a similar effect on job 

identification. Autonomy, ownership, shared values and empowering employees in organizational 

life to let them make their best assessment in different situations are to be seen as crucial aspects 

in regard to this capability. Therefore, the investigated organization all showed considerable 
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efforts in providing their employees with the capability to perform a job and work one has reason 

to value.  

 “The capability of receiving training” (Zimmermann, 2012, p. 21) is less present at the three 

organizations. For instance, at Greencubator employees are able to receive training and develop 

some competencies through the established partnerships and through co-creation with the 

entrepreneurs. However, the organization does not provide a broad spectrum of workshops or 

similar for volunteers and employees. Rather, they focus on a ‘learning by doing’ or ‘learning by 

trial and error’ approach, which is likely due to the limited resources of the organization. KBHFF 

on the other hand provides possibilities for training if new competencies are required for 

organizational purposes, as the example of the cooperation with Think.dk showed. IIH Nordic 

has the best preconditions to provide employees with training. In fact, organizational size and 

profits can emerge as a significant conversion factor in regard to this capability since resources 

are necessary to install training policies. At IIH Nordic, training for new employees is given 

through working together with experienced consultants. Moreover, the conferences and events 

they hold with different specialists are a source for learning and developing competencies. Lastly, 

initiatives like the ‘Learning and Innovation Friday’ enable employees to stay up to date with new 

technologies and adapt to them. However, an important component of the capability of receiving 

training is, that training is not something to be forced upon employees. Rather, training should 

be made available so that employees have the freedom to choose if developing competencies in 

the given field is of value for them. In this regard, KBHFF and Greencubator with their member 

and volunteer based staff have a compliant approach, at IIH Nordic it is conceivable that 

employees sometimes also need to develop competencies which they would not choose on their 

own, simply because it’s necessary in order to provide a sufficient service. In summary, all three 

organizations provide their employees, members, and volunteers with the capability to receive 

training. Still, there is potential to develop this capability further and provide employees with 

more opportunities in this regard. It became apparent that if organizations provide training, it is 

mostly a calculative policy to guarantee organizational success. A shift of perspective which puts 

the employee in the centre of organizational activity could probably lead to a broader spectrum 

of training possibilities and would certainly be more valuable from a human development angle. 
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Collaboration with competitors and other stakeholders proofed to be a valuable resource for this 

capability and is simultaneously a key concept in degrowth organization literature. Therefore, a 

focus on enlarging such partnerships, thus, sharing knowledge and enabling employees to benefit 

from it can significantly increase the opportunity to experience work-life not only as a source of 

income but also a source of self-fulfilment.  

Third, “the capability of participating (in the sense of having ‘voice’, i.e. expressing oneself and 

being hard)” (Zimmermann, 2012, p. 21) has obvious connections to degrowth organization. The 

concepts of economic democracy, employee empowerment and ownership are strongly related 

and often occur in the literature (Khmara, Kroneberg, 2018; Latouche, 2009). Again, KBHFF is 

a frontrunner in providing their members with this freedom since it is in fact an economic 

democracy. At Greencubator and IIH Nordic the flat structures and the transparent conduct in 

regard to organizational performance and finances are enhancing the freedom to participate. 

Moreover, IIH Nordic’s feedback tool and the ‘power through’ engagement mechanisms at 

Greencubator are to be considered useful. However, due to the absence of ‘real’ democratic 

structures in the two organizations ‘being heard’ is not guaranteed, since the main decision making 

is still in the management. In summary, KBHFF with its economic democracy model is to be 

seen as exemplary in regard to this capability. The other two organizations provide a basis for 

participation as well, which is to be seen as crucial for experiencing a job not only as a means for 

income but also as a source of social recognition. Still, binding mechanisms for the management 

to listen to employees are not in place and should be considered when trying to enhance this 

capability.  

Lastly, “the capability of combining private life and working life” is concerned with providing 

work that is not threatening the achievement of a fulfilling personal life (Zimmermann, 2012, p. 

21). IIH Nordic is a role model with regard to this capability. Given their industry and business 

model, it is to be considered a major achievement that the organization is still able to provide 

their employees with an above average amount of leisure time. KBHFF and Greencubator both 

provide flexible working-hours which is also majorly important to provide employees with this 

freedom. However, it’s necessary to stress that members and volunteers are not paid as such by 
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the organizations and still need to somehow manage to make a living besides their obligations 

towards the organizations. Therefore, IIH Nordic’s model of the 4-day work week deserves 

special recognition in regard to this capability which is connected to degrowth, as it puts a strong 

focus on human well-being, a crucial concept within degrowth literature. Moreover, similar to the 

first capability an important aspect here is that employees can identify themselves with the work 

they do. A set of shared values of employees and organization and a community feeling within 

the organization are therefore to be considered as drivers for enhancing this capability. All 

investigated organizations displayed strong organizational cultures and values and legitimate ways 

of communicating and considering them in their efforts to attract employees. Again, the values of 

KBHFF and Greencubator are more aligned with degrowth values and are therefore considered 

especially fruitful in regard to a degrowth transition. In summary, all investigated organizations 

are providing employees with the capability to combine private life and working life. Specifically 

the efforts of IIH Nordic to enlarge employee well-being by cutting working hours, despite being 

in a highly competitive market environment, are considered an innovative achievement and take 

a role model status in this regard. 

It is important to note that from a capability perspective work also needs to enable people to have 

a decent life by providing them with the necessary income to care for themselves. Greencubator 

and KBHFF both do not pay their members and volunteers, therefore it is necessary to take into 

consideration that this aspect is not fulfilled. As discussed earlier, decoupling income from work 

is extensively debated in degrowth literature. If these ideas would be pursued by governments, 

working for cooperatives and volunteering in non-profit organisations would be feasible 

alternatives to avoid the current social consequences of unemployment by giving people a source 

of recognition, social participation and self-fulfilment. 

The developed capabilities are to be seen under the aspect of ‘professional development’ which 

encompasses career as well as personal development. As it has been argued, Sen refrained from 

outlining a list of capabilities, rather they should be democratically established. Still, the four 

discussed capabilities can be seen as a set of basic capabilities for organizations which are 

inevitable for a just organization that promotes professional development. Therefore, they should 
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be seen as a starting point for establishing the shift of perspective the capability approach 

contributes, i.e. considering organizational purpose first from the angle of professional 

development and second from the angle of economic development. The capability to participate 

takes a special place, since it assures, if established sufficiently, that more capabilities which the 

employees of an organization would value can be democratically decided upon. Moreover, three 

of the capabilities have strong connections to the established degrowth criteria. Only the capability 

of receiving training might not be seen as crucial for degrowth organizations but still as valuable 

since human development in the sense of the capability approach is of utter importance for 

human well-being. Finally, it can be postulated that the four capabilities are to different extents 

all present in the investigated organizations. However, the purpose of the discussion above was 

to identify those organizational practices and policies which are drivers for the enhancement of 

the capabilities. By considering these results in the strategy proposition of the next section, a 

normative underpinning of the same is given 

 

6.3 Philosophical business strategy  

This final section of the discussion and results section will combine the gathered knowledge from 

above in order to arrive at a theoretical framework for the posed sub question and intellectual 

challenge of the study. The table consists of five columns: The first column revisits the established 

criteria of the theoretical framework. The second column operationalizes the findings of the 

interviews and comparison into strategic implications for degrowth organizations. The third 

column translates these findings into strategic goals. The fourth column introduces five core 

values which every degrowth-organization needs to explicitly or implicitly internalize and 

consider. Finally, the fifth column revisits the capability approach, states the most important 

capability in relation to the criteria and shortly explains the change of perspective it brings about. 

As has been stated in the theoretical framework, the five criteria are not to be seen as strictly 

separated from each other. Rather, they are closely intertwined and especially the first criterium, 

due to its broad nature, encompasses the other criteria to different extents. Therefore, the 
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operationalized implications as well as the established values sometimes are repetitive and occur 

in more than one column, displaying the connectedness of the criteria.  
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5 The capabilities are derived from Zimmermann (2012) 

 Criteria Operationalization of Strategic Implications Strategic Goals Values Capabilities5 

1 Rethink Business 

Alternative success indicators 
Purposeful and organic growth only 
Quality over quantity 
Collaboration instead of competition 
Cross-organization workshops and conferences 
Arrange resource exchange for creating value collaboratively 
Focus on aligned values of partners, suppliers, customers 
 

Success in non-financial terms 
Right-Size Business 

Meaningfulness 
Collaboration 
Community 

The capability of performing a 
job one has reason to value 
 
à Consider economic 
development subordinate to 
human development inside and 
outside organization 

2 
Rethink Customer-
Organization 
Relationship  

Include customers in value creation 
Filtering customers on sustainability 
Provide additional value through services 
Satisfy needs not wants 
 

Innovation 
Long-term relationships with all 
stakeholders 

Collaboration 
Empowerment 

The capability of performing a 
job one has reason to value 
 
à Consider customer 
participation as possible enabler 
for customer well-being 

3 
Rethink Role of 
Employees 

1-employee-1-vote on strategic decisions  
Complete transparency on organizational states of affairs and 
performance 
Distributed liability 
Consider all affected in decision-making 
Provide employees with sustainable means of mobility 
Provide training and development opportunities 
Grant responsibility 
Work hour reduction and/or flexible work hours 
 

Employee well-being, development, 
satisfaction 
Decision making for the good of the 
many 
Organization being steered by 
employees 
Long-term employee retention 

Democracy 
Empowerment 
Meaningfulness 

The capability of participating 
 
The capability of combining 
private life and working life 
 
à Consider freedom to act and 
shaping of  own development as 
priority for employees 

4 
Rethink Organization-
Nature Relationship 

Focus on aligned values of partners 
Filtering customers, suppliers, partners on sustainability 
Disseminate knowledge about environmentalism 
 

Climate neutrality 
Become active part in sustaining the 
planet 
 

Sustainability The capability of performing a 
job one has reason to value 
 
à Consider long-term human 
well-being as fundamental by 
respecting planetary boundaries  

5 Rethink Community 

Consider all affected in decision-making 
Consume local, sell local 
Embrace internal and external co-creation 
Support local economy 
Strong engagement for social local causes 
 

Be contributor to greater good of local 
community 
Establish strong internal community 
 

Democracy 
Community 
Sustainability 

The capability of participating 
 
à Consider local stakeholders 
in decision-making if they are 
affected by organizational 
activity 

Table 4 - Framework of philosophical business strategy for degrowth 
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It is needless to say that the table is not to be seen as an ultimate strategy for every organization 

which aspires to be a ‘Degrowth Organization’. Instead, it serves a road map for organizations to 

reflect on their current business practices, goals and values and to propose strategical implications 

for aligning them with the degrowth paradigm. Moreover, the last column presents – in addition 

to the established capabilities – philosophical reconsiderations of organizational activity in 

relation to the five criteria. This serves as a normatively underpinned change of perspective of 

organizational activity and rounds up the proposal of a philosophical business strategy. The 

conclusion will revisit the table in order to give a comprehensive answer to the sub question. 

 

6.4 Critical reflections and final assessment 

It needs to be stated, that only those findings which are compliant with a degrowth transition were 

considered in the framework. It is not argued, that the three investigated organizations are fully 

aligned with degrowth, rather, the purpose of this section is to operationalize specifically those 

practices of the organizations that are aligned with degrowth and translate them into strategic 

implications. The temporality aspect of the study plays a crucial role in regard to this critical view. 

Since it was conducted in the current capitalist economy, neither of the three organizations can 

be seen as a ‘Degrowth-Organization’. If anything, they are ‘Organizations-of-Capitalism’ which 

incorporate several characteristics which are eligible for a degrowth transition and post-growth 

societies. Particularly IIH Nordic has to be considered critically in this regard. The reason for 

investigating this organization was their establishment of the 4-day work week, since reduction of 

work-time is an often discussed aspect of the degrowth transition. However, the investigation 

revealed that the intention behind this implementation is only partly related to the reasons of 

degrowth advocates to argue for less work hours. The intention for IIH Nordic was mainly a 

calculative measure in order to save costs related to employee turnover, sick days and stress. 

Moreover, the organization conceptualized the implementation in a way which does not lead to 

less output, rather, they are using efficiency enhancing initiatives and tools to stay as productive 

as they were with a 5-day work week. One of the general aspects of work-time reduction 

connected to degrowth is that reducing work-time will reduce output and consumption in the 

economy. Still, IIH Nordic also emphasizes that a crucial intention was to enhance well-being, 

happiness and satisfaction of their employees, which is also an argument in degrowth literature 
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(Herath, 2016; Van den Bergh, 2011). In addition, the case showed how leveraging technology 

to reduce work-time instead of increase output can be applied in contemporary organizations. 

Furthermore, besides their approach on employee management, IIH Nordic’s business practices 

don’t relate to degrowth. Some of their business practices can be seen as loosely degrowth 

compliant, but overall the organization is deeply embedded into the capitalist economy and does 

not contribute to the commencement of a degrowth transition. Greencubator is generally closer 

aligned with the degrowth paradigm which is not least related to their legal form of non-profit 

organization. Still, due to their embeddedness into the current growth driven economy, it is not 

possible to understand them as a ‘Degrowth-Organization’. For instance, Greencubator is trying 

to enable the entrepreneurs they accommodate to have the best possibilities of succeeding in the 

current economic system. While it is a positive aspect that they filter their customers according 

to a sustainability concept, from a degrowth perspective their business model might still be seen 

critically since more companies are extending the economy rather than shrinking it. Moreover, 

the recent phenomenon of ’greenwashing’ can be a major pitfall for the organization. Since the 

study didn’t assess the start-ups Greencubator accommodates, it cannot be judged whether their 

approach on selecting customers is sufficiently aligned with the sustainability concept of degrowth. 

Despite these critical points, overall, it can be argued that Greencubator does inherits the 

degrowth paradigm to a certain but limited extent. Lastly, KBHFF comes closest to being aligned 

with the degrowth paradigm. There are no major criticisms from a degrowth perspective in regard 

to their business model and strategies. However, due to the temporality of the study which was 

conducted in the current capitalist economy with its inherent growth paradigm, even KBHFF 

cannot be seen as a ‘Degrowth-Organization’ per se. 

Finally, it is necessary to critically reflect on the use of the capability approach in relation to the 

investigated organizations and the strategical framework. While the discussion showed that all 

three organizations provide their employees with the established four capabilities, the different 

extent is crucial to note. The first capability is of a particularly subjective nature and is therefore 

hard to assess. However, there are various arguments that employees in the researched 

organizations indeed have a reason to value their job, which was indicated by the overarching 

pattern of employees as centric for the organization. The capability of receiving training was 
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evident in all three organizations but on a marginal level. Moreover, this capability has the loosest 

connection to the degrowth paradigm and was therefore not included in the theoretical 

framework above. The capability of participating, which has particularly strong connections to 

degrowth is in its purest form only evident at KBHFF, while the other two organizations 

incorporate it to a smaller extent in their business model. This is consistent with the reflection 

above stating that KBHFF is closest to being degrowth compliant. Lastly, the capability of 

combining private life and working life is provided to a similar extent in all three organizations. 

Similar to the first capability, this confirms the overarching pattern of the investigated 

organizations to understand employees, members and volunteers as the fulcrum of the 

organization. It is important to note that the use of the capability approach did not deliver any 

new objectives or strategical implications to the framework of degrowth strategy. The original 

contribution it offers is rather the change of perspective it brings about when evaluating 

organizational practices, policies and goals. The argument is that in a degrowth transition, all 

institutions including organizations should first and foremost consider the expansion of 

capabilities of all stakeholders and particularly of their employees as a crucial objective of their 

activity.  

 

7. Conclusion 

This study set out to determine how organizations in the current economic system implicitly 

incorporate and conceive the degrowth paradigm into their business strategies. Three different 

organizations, operating in Copenhagen, Denmark have been investigated and their 

organizational activities have been assessed in relation to the degrowth paradigm. The research 

contributes to the field of degrowth and more specifically to the role of organizations in a 

degrowth transition. Despite the acknowledgement that individual organizations take an 

important role in a potential degrowth transition, there is a significant gap in knowledge on how 

organizational activity should be designed in the same. The study supports the filling of this gap 

with a comparative case study of a for-profit organisation, a non-profit organization, and a 
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cooperative, which determines how degrowth elements are implicitly a part of their strategies and 

builds on the results to propose an initial theoretical framework of a philosophical business 

strategy for degrowth. 

The research comprised three exploratory semi-structured interviews which were split into two 

sections. The first section was aimed at assessing whether the organizations has incorporated 

various degrowth objectives and strategic elements into their own business activity. The second 

section investigated specific phenomena related to humans in the organization, since human well-

being is one of the major aspects of degrowth. At Greencubator, the employment of volunteers, 

at KBHFF the democratic governance mechanisms, and at IIH Nordic the 4-day work week were 

chosen as the content for this second section of the interviews. Afterwards, the theoretical 

framework of the study was established, containing five calls to ‘rethink’ different spheres of 

organizational activity: 1) Rethink Business; 2) Rethink Customer-Organization Relationship; 3) 

Rethink Role of Employees; 4) Rethink Organization-Nature Relationship; 5) Rethink 

Community. In addition, related concepts from the literature review served as a guiding tool. 

Additionally, the theoretical framework introduced the philosophical concept of the capability 

approach and presented its usage for organizational studies. Thereafter, the collected data was 

presented and analysed according to the five established criteria in the analysis section of the 

paper. Here, every organization was examined individually. The discussion and results section 

compared the three organizations regarding their degrowth aspects with respect to the established 

five criteria and summarized the findings for a comprehensive overview in table 3. Secondly, the 

three organizations were discussed in relation to their capability enhancement, serving as a 

normative underpinning of the findings. Thirdly, the last section of the discussion proposed a 

theoretical framework of the philosophical degrowth strategy comprised in table 4. Finally, the 

last section critically reflected and made a final assessment of the results.  

The investigation of the three organizations has shown how different elements of degrowth are 

implicitly conceived in their organizational strategies. At Greencubator, a non-profit organization 

which provides office space to start-ups with an ambition to create sustainable solutions, 

particularly their approach of creating value collaboratively with their customers has proven to be 
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of great use in the current capitalist economy and is simultaneously also fitted for supporting a 

degrowth transition. KBHFF, a member-driven food cooperative, displayed how democratic 

governance structures are a profound way of enhancing employees’ capabilities and secure their 

contribution to organizational success in a participatory and democratic manner. The case of IIH 

Nordic, a for-profit digital consultancy, showcased that employee satisfaction and well-being are 

closely related to organizational success and that a reduction in work hours does not inevitably 

lead to less organizational performance. At the core of these three key findings lays an alternative 

way of considering business, and more specifically the relationship between business and humans. 

In addition to the democratic governance structures, the cooperative KBHFF showcased an 

implicit degrowth element with their strategic goal of growing in member base until their 

organizational right-size of 10.000 members is reached. Furthermore, their exemplary focus on 

local suppliers and customers is to be considered as inherently degrowth compliant. Lastly, the 

organizations approach on considering sustainability values in every partnership they engage in is 

worth mentioning at this point. Overall, the organizational form of a member-driven cooperative 

proved to implicitly conceive degrowth strategies to the largest extent of the investigated 

organizations. Greencubator showcased in addition to their collaborative approach with 

customers also that customer satisfaction was their main organizational goal, while neglecting 

financial indicators. This alternative understanding of success is a profound way of rethinking 

business and therefore another degrowth element in their strategy. Further, their approach of 

collaborating with competitors and their focus on customer, employee and volunteer well-being 

is aligned with degrowth objectives are noteworthy at this point. Lastly, the consideration of 

sustainability ambitions when choosing customers, suppliers and partners is to be seen as a 

degrowth compliant element of their business strategy. However, as has been stated in the section 

above, Greencubator can be criticized for their business model of incubating new start-ups. This 

leads to an enlargement of the economy rather than the necessary shrinking and potentially to 

falling victim to the phenomenon of ‘greenwashing’. In summary, Greencubator can be seen as 

partly following the degrowth paradigm, however, to a smaller extent then KBHFF. The 

investigation and comparison of IIH Nordic showcased that besides the reduction in working 

hours, their organizational strategy only touches the surface of degrowth elements. Their overall 
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focus on employee well-being and satisfaction, which is also a success measure for them, shows 

further connections to the degrowth paradigm and their use of technology to assess and improve 

the same can be seen as exemplary. However, overall, their business practices and strategies are 

deeply embedded into the current capitalist economy and are driven by lowering costs and 

generating profits. Even the 4-day work week was established under those premises as has been 

critically noted above, which leads to the conclusion that the organization is not following the 

degrowth paradigm.  

The main intellectual challenge contained in the sub question of the study was to conceptualize 

a philosophical business strategy for degrowth organizations. The result of this endeavour is a 

theoretical framework displayed in table 4. The operationalization of strategical implications 

mainly consists of the above-mentioned practices of the investigated organizations and will not be 

repeated at this point. The framework again calls for rethinking the abovementioned five spheres 

of organization and additionally provides strategic goals for degrowth organizations. It is argued 

that degrowth organizations need to aim for success in non-financial terms and follow an organic 

growth strategy until a ‘right-size’ is reached. In regard to customer relationships, innovation 

through customer involvement and long-term relationships are considered to be important. The 

role of employees in degrowth organization is of paramount significance and results in four 

strategic goals, namely, long-term employee retention, decision making for the good of the many, 

employee well-being and satisfaction, and an organization which is steered by its employees. In 

regard to nature, climate neutrality and to become an active part in the sustainability movement 

were identified as crucial. Lastly, by rethinking community organizations should aim at 

contributing to the good of their local community and also establish a strong internal community. 

The operationalization and goals lead furthermore to conceptualizing six core values which 

should either implicitly or explicitly be included in the business philosophy, i.e. the set of guiding 

principles of the strategy, of degrowth organizations: Meaningfulness, collaboration, sustainability, 

empowerment, democracy, and community. Finally, the theoretical framework includes the afore 

discussed basic capabilities of organization as well as an explanation of the change of perspective 

it brings along. The capability approach did not introduce new objectives to the strategies of the 

degrowth organization, rather it is normatively underpinning the theoretical framework by 
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considering all economic activities of organizations from the stance of whether they are enhancing 

human freedom or not. This is crucial since it is aligned with the degrowth paradigm and its focus 

on human well-being. Thereby, the utilitarian welfare economics view is neglected where well-

being is linked to income and opulence or happiness and desire fulfilment. Rather an argument 

is made to enhance human freedom in the sense of capabilities. In the light of the capability 

approach, it is argued that an inevitable step for organizations in the current capitalist economy 

aiming to embody the degrowth paradigm into their strategy, is to acknowledge the centricity of 

human beings in economic activity. The discussion showed that the three investigated 

organizations provide their employees with the established capabilities and in some cases 

undertake appreciable measures to enhance them. Specifically, the three key findings mentioned 

above, collaborative value creation with customers, democratic governance structures, and the 4-

day work week, are enhancing freedom in different ways. However, a conclusion on whether the 

emphasized shift of perspective is taking place could not be drawn from the gathered data. Still, 

the overarching pattern of seeing employees, members and volunteers as the fulcrum of the 

organization is an indication that this shift is starting to take place in the three organizations. 

In summary, the thesis at hand contributes to the gap of knowledge on the role of organizations 

in the degrowth debate by displaying how different degrowth strategies are implicitly conceived 

in the strategies of organizations operating in the contemporary capitalist economy. Moreover, a 

philosophical framework of a degrowth strategy is providing a road map for organizations on how 

to rethink different spheres of organizational activity and formulates strategic implications, goals 

and values.  

 

8. Limitations & further research 

The previous section of the work at hand concluded the result and described its main 

contribution. However, the specific regional context of the research and the specific form of the 

organizations do not allow inconsiderate generalizations of the findings. Therefore, this section 

builds upon the critical assessment that has been carried out prior to the conclusion and links it 



 

 

 

 

115 

to the general limitations of this work in order to identify options for future research projects. 

Hereby, the researchers encourage any further research on this topic beyond the context of 

Copenhagen, Denmark. The research field could be furtherly sophisticated by attempting to 

contribute to a more complete understanding of the topic. Indeed, for the specific purpose of 

this work, it has been justifiable to conduct a comparative case study. However, for continuative 

future research and to gain more profound and pervasive knowledge of one specific organization, 

it should be considered to deploy an ethnographic study with which the researchers would be 

able to acquire data about the day-to-day conduct of degrowth aligned business practices. It is 

needless to say that the conducted interviews of this research entail a certain subjectivity. For 

instance, the interviewee could try to appear in a favourable position or could be biased through 

familiarity with the theory.  

Furthermore, it should be noted that a certain limitation derives from the different legal forms of 

the organizations. While this research presented distinct aspects, which are valuable to both 

academia and beyond, it is not possible to simply generalize findings from one organizational 

form to the business practices of another. Additionally, further research on how the legal form of 

organizations can affect the incorporation and implementation of degrowth aligned business 

practices, can be undertaken. 

Similarly, the researchers did only work with organizations that are aligned with at least one 

business practice to a degrowth objective. The research does not cover organizations which 

explicitly understand themselves as degrowth-organizations, or equally with organizations that are 

not aligned at all, e.g. polluters from heavy industries. Thus, future research could be deployed 

on organizations which formally enact or entirely negate degrowth aspects in their business 

practices. 
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10. Appendices 

Appendix A – Overview of interviews 

Type of 

interview 

Date of 

interview 

Duration Research 

participant 

Organization Role in the 

organization 

Researchers 

Exploratory 

interview 

27.06.2019 44 min. Nadim Greencubator 

(Non-Profit 

Organization) 

Chairman of 

Management 

Board & 

Community 

Manager 

Bastian Heil 

& Till Jorde 

Exploratory 

interview 

27.06.2019 36 min. Nika KBHFF 

(Cooperative) 

Paying 

member & 

member of 

the board 

Bastian Heil 

& Till Jorde 

Exploratory 

interview 

27.06.2019 57 min. Frederikke IIH Nordic 

(For-Profit 

Organization) 

HR Specialist Bastian Heil 

& Till Jorde 
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Appendix B – Interview guide 

Introductory Questions: 

 

IQ1: What is your role in the company and for how long have you been working here? 

IQ1: When was your company founded? 

IQ2: How many people where working here in the first year and how many are working in your 
company today? 

IQ3: Can you describe shortly, what does your company do, in other words, what kind of value 
does your company provide for its customers? 

 

Section 1: Does, and if so in what way, does the company follow the degrowth paradigm? 

 

Q1:  How does your company measure success? 

- In terms of profit/revenue/growth? Or something alternative, such as net positive 
impacts on society, employees, the community or the environment? 

Q2: Does your company aim for unlimited growth, or do you follow a strategy of remaining at a 
certain size?  

Q3: Do you have educational campaigns directed at customers on sustainability related issues? 

Q4: Are you part of an existing environmental or social organizations, or, do you support such 
an organization in some way? 

Q5: Does your company collaborate with business partners and other stakeholders on solving 
social and environmental problems together? 

Q6: Do you consider your company values when choosing suppliers or customers? 

Q7: Do you see yourself as competition to … ?  

Q8: Do you involve your customers in company-led initiatives aimed at solving social and 
environmental problems? 

Q9: Do the employees in your company have a vote when it comes to strategic decision making? 
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Q10: How would you describe the overall governance mechanisms in your company? 

Q11: How is working at the organization for you, or any other employee, in general ? 

Q12: Do you provide transparency of company-performance to the employees/ other 
stakeholders? (e.g. providing financial information on request?) 

Q13: What was the key reason for establishing the company? 

Q14: Does the corporate leader (i.e. the CEO) live his life as an example of the company values 
(regarding sustainability)? 

Q15: Is the corporate leader engaged in social and/or environmental movements? 

Q16: Do you take steps towards reducing the environmental impact in your product/service 
lifecycle? (i.e do you encourage bike use, train rides instead of flights for business travelling, other 
examples?) 

Q17: Does your company use energy from renewable resources? 

Q18: Do you integrate any other social/solidarity aspects, which we haven’t talked about yet, in 
your organizational model?  

 

Section 2 – Investigate specific phenomenon (Volunteers, Democratic Governance, 4-Day 
Workweek) 

 

Q1: How and why did you start your initiative? Was it from begin on? 

- What was the intention behind it? 
- How did you explain the need for it back then? (Here degrowth could be an 

argument) 

Q2: Are/Were you aware that the phenomenon is an aspect of the degrowth concept? 

Q3: What where your expectations of the initiative? (related to degrowth?) 

Q4: (Were your expectations met?) How did establishing the phenomenon benefit your 
company?  

Q5: Is the organization achieving more since the introduction of the phenomenon? 

Q6: Which new challenges arose after establishing the phenomenon? 
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Q7: What were the main obstacles when establishing the phenomenon? 

Q8: What would you say are the major downsides (if any) of the initiative? 

Q9: Would you recommend, for instance to a business partner/ industry partner/ competitor, to 
also establish the phenomenon? Why, or why not? 

Q10: How do you personally experience the phenomenon? 

 

Appendix C – Interview transcripts 

Appendix C | 1 – Interview transcript Greencubator 

Bastian 1:00 

First, some, some just some basic introductory stuff. What's your role in the company, the Greencubator? 

Nadim 1:08 

At the moment I'm a community manager. Yeah. So I take care of everything basically. That is from making sure 
people have coffee to making partnerships. We are self-financed, we don't get any funds or anything. We have like 
a very scarce resources, also financially. But then we are a NGO, and we have a management board. Where I’m the 
chairman, and then we have six more people in the management board. 

Bastian 1:57 

You said the company was founded three and a half years ago, right? And how long have you been working here 
from the start?  

Nadim 2:03 

Yeah, I started here with my own project. As one of the first entrepreneurs in the house. And one year ago I started 
to work here. Most of the people who work for us are volunteers or the Start Ups. And that's also how the place 
actually started was a mess. Frederik and Alexander who started the place, they were entrepreneurs, and they were 
sitting in another what do you call it, office space, and then they wanted to create their own office space with a focus 
on  sustainability. 

Till 2:52 

How many people were here when it started?  

Nadim 3:02 

Yes, it was three people starting it out. But we were pretty we were like half full house when it opened there was a 
some months of the hard work from the guys finding these entrepreneurs. 

Bastian 3:21 
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So you did that in advance before you got the house and everything? 

Till 3:38 

But can you just elaborate a bit on what how you, like, what is your product, you give the tables and space to 
companies? 

Nadim 3:51 

Right our product is of course, the table and the space. We also try to do it in a bit less informal way. So, it feels 
maybe more like you are in one big company, you're part of like a community. The community is actually I would 
say the greatest value we give to our customers. And we also give them ownership a high degree ownership, like 
somehow we manage to give them that feeling. And the house is very dependent, actually, on that good energy we 
have in the house, people are very happy and satisfied to be here and they  are very thankful and express that. Also, 
when they stop, they come back and say hello once in a while, they like to continue to be part of the community. So 
I guess that's a big part of the value, then we also try to make partnerships, for instance, we just made a partnership 
with legal hero. They have a legal compliance platform, where they help Start Ups getting the advice they need, 
connecting lawyers with companies. And so they were interested in helping our case, and keep so everybody from 
we have a hotline that our companies can call on, they get the templates, for contracts, the same we have with an 
accountant. He helps all the companies for free to some extent. In return, he gets a free seat here where he can sit. 
But if it gets bigger, of course, then they will make a agreement. We have some lawyers connected, we have different 
people and it's changing over time who was committing. For them it's also a way to plant some seeds with the Start 
Ups. And if you grow, you will need a lawyer you will need accountant. And that's a way for them to build the 
relationship to get customers as well 

Bastian 6:19 

It seems like it's not really a strict line between customer and people working here for the organization? 

Nadim 6:32 

Yes, I would say it's a high, high degree of co-creation, maybe not that you do a lot of things. But we are adapting to 
the special needs of the current companies who are here. So that's also a kind of CO creation, because we take the 
feedback into how we do things now. But besides that, they take a very high ownership after time, also, resulting in 
them helping each other and creating synergies between the companies because they talk a lot together. So they 
create a lot of partnerships. Many of them are very small companies. So they enjoy that part, they need resources. 
And both, so they help each other and build partnerships and can do solutions together. 

Till 7:30 

Could everyone come and get a table? 

Nadim 7:40 

Basically yes, but it requires that you have an ambition of doing something for a more sustainable world. So it could 
also be you and not, we had a company, they were not sustainable at all. But they really wanted to become very 
sustainable. So then we welcome them because we like to help you on that journey. And they benefit a lot from the 
others. And then they maybe have a totally different perspective to help some of the most sustainable impact oriented 
companies with the economic advisor business development. So it's basically what you want to do. And overall, most 
of our companies, green companies, yeah, but we also have some companies who are more in the social area of 
sustainability. So it is not like we are not that fixed or closed now.  
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Bastian 8:42 

So first section kind of tries to assess how much or how far your company does include several different 
characteristics. So it's no problem, something doesn't apply or anything, but it's just too, it's kind of ticking up a list, 
but we're going to kind of do it in an open way and just see on which stuff, we can talk about a little more concern. 
So I think a good question to start with is, how does the green Corvette itself measure success? 

Nadim 9:17 

It's a good question, because we haven't been very good at that. And actually right now, we kind of send a survey out 
this week, it's the first time we kind of come to assess anything. We didn't have the resources to do stuff like that. 
But now it gets more important also, we are now in a process of setting new goals. And they have to be measurable. 
We have to measure what have we done to understand what can we do also. Yeah, but the measurement has been 
very intangible mouth to mouth feedback. And also seeing how some companies grow. 

Till 10:19 

okay, what about the finance part, though? 

Nadim 10:29 

We haven't really measured, but the thing we are looking at is, for instance, last year, we started to pay off the debt. 
We had starting our investment and that was kind of a success, that we started to actually pay money back. But so, I 
mean, we have some goals now. We want two employees to be paid by the end of this year, like have two full-time 
positions paid. And we have some goals, but we haven't measured anything yet, we haven’t been really good at it. It’s 
part of the process. 

Bastian 11:12 

And your revenue comes solely from renting out space to entrepreneurs? 

Nadim 11:21 

Primary, yes. We’re looking at new ways now. But we also had already through the years different projects in 
partnership with local stakeholders. Yeah, but it has been on smaller scale, it has not been like millions of 
components. And we rent out the place sometimes when we don't use the space externally. 

Till 11:47 

But you're saying you want to have two full time employees? And then after that, you want to have maybe four or 
something? Do you plan to grow on that?  

Nadim 12:03 

I wouldn't say necessarily, but yeah, we are talking about upscaling everything. But I'm not sure it will be employees. 
We also have a goal of having 10 volunteers committed. Okay, which we actually reached by now. But so it's not yet 
we haven't looked at it. It's a process. Yeah, we're still in a strategic process of clarifying. Stuff like that. I have a goal 
of having a full advisory board again, the guy who just were here was dialogue about that. Yes, also a way to get 
resources and, and content.  

Bastian 12:54 
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So it's not like, it's not like a goal for you to just grow for the sake of growing? 

Nadim 13:00 

No, our goals are all impact oriented. But part of that is to develop business development, to get them more 
economic sustainable business model, since that is part of being increasing our impact now. So we can do it 
everywhere. Under normal market conditions, and without being independent of political funds. 

Bastian 13:29 

Do you get any political funds or anything like that?  

Nadim 13:36 

No, We are self-financed. 

Till 14:08 

You already mentioned that you're kind of having a lot of partnerships and stuff like that. Are you also part of some 
existing environmental organizations or social organizations here in Copenhagen that do a similar thing, or have 
similar goals as you have? 

Nadim 14:30 

We have KPH, that is a bigger house than ours. They just had seven years birthday. And they just launched the 
Danish Institute for Social Entrepreneurship and Innovation, I think it's called DISE. They have launched this 
institute. And it's basically the same thing we're doing. But it's not the same thing. It's significantly different. But it's 
the same way in that they think about the same way of doing things. They have a community, they have some 
initiatives. And they have a network part, that is free. It's the same, but it's a totally different way of doing things. They 
have a totally different DNA, we are different size, we are very different culture. 

Till 15:51 

But just to be clear, do you collaborate sometimes? 

Nadim 15:54 

We are in dialogue with them. And we are actually in a dialogue with all the people who work within this, because 
we like to not find competitors, but partners, that's also part of the strategic analysis we are going through now is also 
to find our positioning in the market and in the ecosystem. Find out what are we best at and where are we in that 
system? Are these people coming here right after they finished education? Where are they coming from and where 
they going? Stuff like that. 

Bastian 16:36 

I think it makes a little sense in such an industry, because I can imagine that. It might be it is just a win win situation. 
For example, if someone is working at rainmaking loft, but is having a more sustainable approach to his business, 
that he would be here in this house and collaborate with people that have a similar vision when you can learn from 
each other. Yeah. Since you know, it's interesting, So you don't see other co working spaces as competitors? 

Nadim 17:07 
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Not really. And we are pretty unique I would say I don't think that's a place that's only have like this green 
entrepreneurship focus. So it's now all the CO-working spaces are of course sustainable and everything. But I would 
say it's more in our DNA from the start. Yeah, there are differences. But there are a lot of CO working spaces, and 
there come new co working spaces all the time. But there's this huge difference in what you get and how the 
community is working. And there's a huge difference in the distance between the administration and the companies 
in a place, that can be very different. 

Till 18:00 

When you choose suppliers for something like for example, it could be electricity, but could also be the coffee or 
something. Do you consider the sustainability aspect?  

Nadim 18:15 

Yes, but we don't have resources to like, really go into it. It's like on a basic level. We buy organic stuff, our cleaning 
stuff is certified. And we think a lot about it. Most of the companies are very occupied with this. So they would really 
fast say this is not really sustainable guys, if some company would start printing 30 pages every day, there would also 
be other people saying, Hey, man, you can do that. So it's kind of self-regulating, I guess. 

Bastian 19:02 

You don't have like a very complex supply chain or anything. But it's still interesting to know that companies are 
buying organic coffee, for example. And if it's required by the customers, as in your case, even better. To what extent 
do you involve your customers into your own decisions about this place, when you make strategic decisions or 
something over the board and stuff? 

Nadim 19:36 

I would say to a very high degree, but it's not like we ask them what to do. In my experience, the companies which 
are very small they don't know what they need. So if I would ask them: What do you need? I'd also do that, but they 
often don't know what they need. So it's more like a we ask them what challenges they have, or what difficulties they 
have. Then we can have that in mind. Because we are, of course, interested that the companies are doing well. 
Otherwise, they cannot pay the rent, and they don't have any impact.  

Till 20:25 

No, there's no voting or anything? 

Nadim 20:36 

No. We have like meetings every half year, we call it the resident meeting with all the residents. We present stuff 
going well, stuff not going so well. And so they can come with their ideas and what they would like to happen, in 
these meetings. And we have a very, I would say, flat structure, there is some really direct communication on a daily 
basis about all kinds of stuff.  

Bastian 21:08 

What about the people working for Greencubator? How are the governance mechanisms in the company?  

Nadim 21:34 
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The governance is the management board. And the decision making is, especially in the people who invest with their 
time and energy, because that's how you get influence. It's by doing stuff. And the main decision making is of the 
community manager, because it is the work, the most kind of important role in Greencubator is the community 
management. So the community manager is like the overall decision making person. Of course, it is the chairman, 
and the management board, but the management board likes to give the community management as much ownership 
and decision making power, because practically it's impossible for the mentoring for today to do that. And it's him 
who has daily management of the place. And there's a high degree of involving everyone. That's like a big part of the 
DNA. People do a lot of volunteering, most of them are Volunteers. So it needs to be something they feel ownership 
of and they like. 

Till 23:12 

I guess for the volunteers, there's a rather high amount of flexibility? 

Nadim 23:21 

extremely high flexibility for all involved. For everyone. 

Till 23:24 

How much do you work compared to the rest? 

Nadim 23:30 

I work the most, yeah. 

Bastian 23:31 

Okay. Do you also still work on your Start Up that you came in with today?  

Nadim 23:38 

A little bit, not really any more. I also partner in another company. And I've also give like a freelance business 
consulting.  

Bastian 23:58 

In general, how would you describe the working culture and working atmosphere here that Greencubator? 

Nadim 24:07 

it's very flexible and open. And it's a flat structure. There's no hierarchy as such. And it's, it's more like, we invite 
people to take part in this and it's up to them, how much they would go into it. Is it today? If they have 10-15, 20-30 
hours? Great. But, and you also be have students who volunteer, but we also try to motivate them? Hey, you can 
also sit here make your homework. So the important thing for us is there's a good energy a good room. That's the 
most important. 

Bastian 24:51 

Do you provide any transparency on financial performance, for example, to your employees? 

Nadim 25:01 



 

 

 

 

131 

Yes, to employees. 

Bastian 25:02 

Okay, interesting. How does that play out? Is it like if they asked for it? 

Nadim 25:09 

We also have people get involved and hope for, maybe they will take a couple of months to working on an application 
to something they like to do when they get funds forward. Because we are basically pretty honest about our financial 
situation, what's possible, what can we do? What do we want to do? so people know, there's a high degree of 
transparency among the team.  

Till 25:44 

What was the key reason for them to found this company? 

Nadim 26:00 

It was basically to create their own working environment. That's the main motivation, I think. And then, of course, 
that they had a growing interest for sustainable solutions, and creating a working environment that would somehow 
support that kind of entrepreneurship.  

Till 26:50 

Is working at the Greencubator also a full time job or do all of the employees have other projects at the side? 

Nadim 26:52 

There is no full time. position as such, okay, I have the full time position. But besides that, there's no there's no other 
paid full time position.  

Bastian 27:10 

But the other members of the management board get paid as well? 

Nadim 27:20 

No not at the moment.  

Bastian 27:40 

So it's always kind of a balancing situation is how much work is put into?  

Nadim 27:18 

Yeah exactly. It's, I would say, a high degree of making this place run is a motivation and passion of the management 
board. There is no extrinsic motivation. So it's more like other things that motivate the work. And we'd like to do it. 
And we also benefit in it somehow. Because, yeah, it's our interest to learn about these things and develop it further. 
And also helping our own companies. Yeah. 

Bastian 28:20 
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Probably we can make this question about you, since you're kind of the major part of the executive board at the 
moment in the Greencubator. How do you incorporate the values of Greencubator, the sustainability agenda and so 
on in your personal life?  

Till 28:36 

Do you live by example? 

Nadim 28:38 

I started with an NGO here. It's called the goexample. It's in English, the good example. It's about I was making an 
NGO that was offering alternative solutions to the refugee challenges. And at the same time promoting sustainable 
development. Okay. So like combining the refugee issue with creating a sustainable growth. And the idea was to 
make this eco villages, weather word for both refugees and Danish people, and making them around sustainable 
development. So they would get these both ownership for the country, in form of taking part of that development, 
but also contributing to creating new jobs and green jobs, not taking jobs from other people. And yeah, there's a lot 
of learning in most of these people coming from very, from Syria, and so on, they are very sustainable mindset, 
because they are used to have very scarce resources. So it was actually quite interesting. 

Bastian 30:03 

You are saying it was? Is it over? 

Nadim 30:03 

The NGO is existing, but our project was, we had a contract for three years with the municipality, which just ended 
this year, where we had a big crowd where the both refugees and Danish volunteers were learning about how to grow 
vegetables in a sustainable way, according to culture principles, and were having their own small gardens.  So yeah, I 
think it would be the other way around. This is like part of my personal life. That's something interests me a lot. And 
something that interests me is to create something that we can kind of replicate, others can replicate and to create a 
model somehow. I'm myself from CBS, I studied business development. 

Till 31:19 

Maybe Is there any initiative where you would say this is an initiative what we did to make a big leap in getting more 
sustainable, more, even better in the time you were here? like one big project you have here? 

Nadim 31:37 

Yes, I would say the main thing that has been a success over the last year is to engage the now you said I was executing, 
but the management board is actually quite engaged with different responsibility areas. And like, creating the 
volunteer team, and the team spirit, and that's one of the big thing, we have a really strong team now. Both with 
volunteers, but it's also when you say volunteers, and maybe I should add, it's very competent people. The guy who 
just was here before is a guy who started big companies and made millions of it. It’s very competent people, it's not 
just students, so it's really experienced people with high competencies, too. So that has been a great success, the re-
establishing the team and making it really strong. And I would say increase the ownership among the community. 
That, has a huge value for the community. 

Bastian 33:08 

Do you integrate any other social aspects, which we haven't talked about yet in your organization? 
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Nadim 33:41 

Since we have this idea of the volunteer team, we also want to give something back, we are focusing on young people, 
students and so on. CPH business School, they had students, who were doing an event here for cancer children. So 
we gave them the space, for free. We had another project, which helped young girls in Africa who are prostitutes. 
We gave them the space for free, they are doing an event to fundraise money. We had some events for the election, 
that's something we can offer, the space, if it's an interesting cause that we'd like to support.  

Till 34:50 

Maybe one question regarding the volunteers. You're saying you're not really measuring anything, right. But 

Nadim 34:55 

no, that’s actually not true We have one volunteer, she's helping us with social media. And we should we she has 
done a lot of very great job. And we also made extra goal, we should have, I think it was 700 followers on Instagram 
and 2000 likes on our Facebook page. And we she didn't she didn't start from scratch. But is that she reached that 
goal now. So that was like an example of having a concrete goal. 

 

Till 35:41 

But doesn't mean you achieve more since you have the volunteers then? 

Nadim 35:47 

Yeah, we achieve with that. Yeah, again, the main thing process to keep that good energy in the house. And young 
people volunteers, the activity is contributing a lot.  

Bastian 

Did also occur any kind of problems or obstacles when, when working with volunteers? 

Nadim 36:00 

Yeah, we had a challenge. In the beginning, we were not good enough to give them ownership. And we experienced 
how important it is what kind of task you give them to start with. Like, don't make them clean up some mess that 
happened before they started, at least not to start with. And also trying to understand what would they like to do. So 
they find the space and that gives them the ownership and also gives them the control and make them understand 
that they have to say I don't want that on Instagram, even if it's the management board for the site. But, yeah. So it's 
a lot of, you're just not trying to put up fixed descriptions for the work, but more let them find where they like to put 
their effort, and being flexible. 

Till 37:14 

I would actually say that the volunteers would be a point where it also goes together a bit for the De-growth concept. 
Yeah, how at least and because that's also how you don't pay and then you don't pay the people and then you would 
give something else and just celebrate, you know, 

Nadim 37:31 
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that's actually just to add to the question before, the important thing is also to be really aware of how we give them 
something back. And so we experienced if we had volunteers, they were really interested in having getting a job, and 
hope this could like somehow create the job, which is also a nice way. But we found out that it's more likely for us 
to have a good fit with somebody who does it for the experience to learn something. And see. So today at to learn 
more about this area. So that's something we have been very, we always ask them and try to find out what's important 
for them. Why are they doing it? And there can be many reasons for that. But it's very important to understand that 
so you meet them. And it's not only one way that they just volunteer, that would be terrible. Yeah. 

Bastian 38:34 

So how many volunteers Do you have at the moment? Again? 

Nadim 38:37 

16. But it’s also very project based, for example like the festival committee, like the party-committee. Where they 
are arraigning the bar every last Friday of the month. Okay, two events and make it a theme. And so, so that's like, it 
can be a lot of different types of volunteers but we they are actually, well connected. And like, not just from project 
to project, maybe they work from project to project, but they are like, Okay, I'm the party committee. But of course, 
we will be involved in the yearly whatever party and then bar and so people try to find their area of work. 

Bastian 40:12 

Actually, that reminds me of something we didn't ask you earlier. You mentioned the Friday now, every once in a 
month? Do you have any other kind of perks?  

Nadim 40:44 

Like this is something it's I think it's the fourth time we do it now and had a great experience with that getting people 
from outside also to be welcome. But we also have every week we have like, we call it the Maroccean corner. Okay, 
which is right now. Yeah. They still need to get the side hustle.  

And every week, it's a new person from the community who's the host. And then last, who is has to last only half 
hour. And everybody has to say something when the meeting the corners over? And that's, yeah, I mean, it's 
voluntary. Both for hosting and participating. And I don't remember what the question was. But that's, yeah, that's 
something that is I don't know if it's a perk, but it's a could say part of the value proposition of being a strong 
community where we have this activities that connect people.  

Bastian 41:33 

And other things like free food, or I don't know, bicycles to use for free? 

Nadim 41:39 

We have the free coffee and tea, and otherwise, we have a lot of agreements with different restaurants and stuff. So 
people don't get a discount from lunch. Yeah, we have our sister community in Jutland. And if you are into, and you 
have a city, area, it's also a city guess. But it's an area. Very, in the North West. It's also famous for the Scandinavian 
surfing place, but and we have a place called is open work there. It's Alexander, who also was part of studying this 
place has started kind of the same place there. Okay. And the our companies, if they are over there, they are welcome 
to sit in the office and use the facilities and the same. Also the other way around. So that's all I can pay for integrity. 
And you can also Yeah, if you can also sit there. So if you need to get away from the city and go to the beautiful 
nature.  
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Bastian 43:02 

Maybe one one last question. What really interests me is did you ever experienced some kind of internal conflict 
from customers? So that was that competition between anyone? Or did you have any other conflicts? I don't know. 

Nadim 43:17 

I mean, it's sometimes a conflict about, like, very low level. It's like they talk too much. It's too loud, too. I mean, yet 
conflicts, I wouldn't call it conflicts. I would say there's a we have a conflict of interest in helping the companies as 
much as possible. And then they grow too big to be here and there. But that's a success for us. So yeah. 

 

Appendix C | 2 – Interview transcript KBHFF 

Bastian 0:30 

We have some introduction-questions first, then we have a section on assessing whether the cooperative is already 
kind of a degrowth-organization. So, we're assessing some characteristics, which are, according to literature, important 
for degrowth organizations. What’s your role in the cooperative? What do you do? 

Nika 2:40 

My biggest role in a cooperative is that I'm a board member, which is, practically said, I am the one of the employers 
of our two employees, which is our administrator and our accountant, I also take part in organizing all the sub groups 
that take care of the daily goings on of the cooperative. So, like the group that buys the vegetables, so the purchasing 
group, the distribution group, all that we also take care of communication with master students, for example, or if 
people who are wanting to internships with us. So, it is a very organizational role. And besides that, I also do work 
practically in my department. 

Bastian 3:32 

Which is the department? 

Nika 3:33 

Vesterbro. 

Bastian 3:35 

So, it's like department or specific store? 

Nika 3:38 

Yes, yeah. So, we have those 10 stores around Copenhagen, which are open on Wednesdays, that's where we 
distribute our vegetables from. 

Bastian 3:46 

Okay. When was the corporate have founded? 
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Nika 3:51 

It was founded in 2008. 

Bastian 3:57 

And how many people were involved? I mean, working there is maybe not the right term. But yeah, members, I 
guess, in your case? And how many is it today? 

Nika 4:11 

Yeah, I cannot say exactly how many they were in 2008. Today, we have about, as of last count, 1000 paying 
members. We were up around 10,000 at a point. But it went down again. But I cannot. I don't know how many there 
were at the beginning, because we didn't have very good records at one point. 

Bastian 4:35 

That make sense. But do you have an approximate number? 

Nika 4:44 

I think starting the initiative a 100 is probably correct. I think the first year we got 500 and total. But not that's not 
just the people who started that's also the people who joined in, like within the first year? 

Bastian 5:01 

Can you describe just in short sentences, what is the value proposition of the cooperative? Or what does it do for its 
members for its customers? 

Nika 5:11 

So basically, we work to deliver look fresh, local and organic vegetables, from local growers directly to the consumer 
without using any corporate distribution centers. And we do this with using nearly only volunteer work, and it is 
completely nonprofit. 

Till 5:38 

We can move on to the first section maybe. How do you measure success? 

Nika 5:45 

I would say, one, definite measurement of success is how many members we have. And we don't have as many as 
we used to. So maybe right now, we are not so successful. But I Yeah, I definitely would say how many members we 
have is our measurement of success. Okay. 

Bastian 6:07 

Since you don't make profit, profit is not a factor for you right? Do you also measure it in something else? The 
members, for example, like positive impact on environment or on local farmers or other stakeholders. 

Nika 6:23 
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O course, but those things are a little more difficult to quantify. Yeah. So, for sure, we discussed this a lot at our, for 
example, our general our general assembly, which we just held last month, we discussed a lot about the idealistic 
value of our organization, but it is very difficult to quantify so. 

Till 6:42 

And then would that be your goal for infinity? Basically, you want to grow until it's not possible anymore? 

Nika 6:56 

No, actually, right now are right now we want to grow because our infrastructure is built for more members, which 
makes it difficult to get a to not land on zero or minus at the end of the month, or at the end of the year, with our 
economy. So, all all our expenses are too high for the amount of bags that we sell. So right now we are not. Yeah, 
we're not doing so well. And that. So, once we get enough members to support the kind of structure that we have 
built for our organization, then it would be more about disseminating knowledge. Getting better, better bags for our 
members getting cheaper bags, for our members, stuff like that. 

Till 7:46 

At least you want to make enough to pay the rent for all the places or you don't have a place anymore? 

Nika 7:58 

Well, we have, we have some places where we need to pay rent, we do also have two employees. And we have today, 
we have constant, like overheads like car rental, like packaging, of course, the vegetables that we actually buy. So, we 
need to at least meet that bottom line. Otherwise we are not going to exist. 

Bastian 8:24 

How did it happen that you went from 10,000 members to 1.000 members? 

Nika 8:29 

We’ve been investigating that, but it's actually we're not sure. There's quite a lot of member, if allowed, we just have 
people falling off because they don't have time to, for example, do the volunteer work. And we recently introduced 
something called a support bag, which is people being able to buy a bag of vegetables for a little slightly higher price 
without doing the volunteer work to kind of alleviate that. We don't know if it's working at because it was it's a very 
recent addition. But yeah, that could be a reason another reason could be that it's just easier to go to the supermarket. 
Yeah, sure. 

Till 9:13 

Do you collaborate with anyone, like with other cooperatives? 

Nika 9:16 

and not with other cooperatives. But we do collaborate, for example, with the car rental cooperative, let's go, which 
is it's not a food cooperative like ours, but it's it's a, I guess I could call it a company that has rental cars all around 
town. And it started like, as a cooperative, for one block one like Street is to rent cars from each other, and we use 
their cars for, for distributing our vegetables. We also is partaking a lot of events organized by, by organizations that 
have something to do with the environment. Like we were at cool festival last weekend, or the weekend before that 
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we we signed under the petition to save I'm a fellow as a organization. Yeah, so we do do some things, but not with 
other food cooperatives as of yet. 

Bastian 10:23 

Do you have any kind of educational campaigns or events fairs, for your members on sustainability related issues or 
social related issues, food related issues maybe? 

Nika 10:37 

Not as of now, but it is actually something that we're working on that we just laid down a work group to work on 
exactly that. Sometimes, individual departments hold workshops, but that is not administered by like the core 
organization. So there it has before happened where, for example is to pull department, which is very active. They've 
had workshops on how to collect your own Herb's in the wild and things like that. 

Bastian 11:13 

Interesting. 

Till 11:15 

Do you think you're in competition to traditional supermarkets? 

Nika 11:21 

I think we hope to be for sure. But with the current member base problem, okay. Okay. 

Bastian 11:31 

Good. But you are aiming at it at least right? 

Nika 11:32 

Definitely. 

Till 11:34 

Interesting. You said that you have this car rental cooperative as a collaboration, right? Do you always collaborate 
with suppliers who also have the same values than you, or some kind of same value set? 

Nika 11:53 

Yes, yeah, I would say definitely, yes. I cannot recall a single time where we didn't do that. We always try to find like-
minded organizations to support us. All the way down to like the drinks that we buy for our events. 

Till 12:13 

What about the employees? Let’s move to this section. Do you practice the 1-worker-1-vote system? 

Nika 12:29 

Yes. 
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Till 12:31 

For strategic decisions, as well? 

Nika 12:34 

A Yes, but we only hold a general assembly once a year, and we only hold the most important decisions to General 
Assembly. At the General Assembly, we elect the board, which I am a part of. And the board has the authority to 
make smaller decisions on behalf of the organization. 

Bastian 13:00 

Do you get more responsibility with more work hours, or how is it organized? 

Nika 13:15 

It's it is definitely that if you can put more hours than you get more responsibility and more of a say, on how to run 
things day to day. Of course, anybody who puts an hours and comes to General Assembly has a voting rights on the 
basic way we run things. But but for for a small things. For example, if you are interested in like a couple of members 
who are interested in organizing some, some workshops or some some talks on sustainability, and I'm one of them, 
actually, and that for that you have to go there and put your own time and put yourself forward and say I want to do 
this. And that's the only way you can get responsibility and mission despite initiative. so 

Bastian 14:04 

Can you make maybe give an example of something that would have been up for voting on general assembly? 

Nika 14:10 

Yes. So for example, this year, we changed the price of our weekly vegetable bag. Because we weren't meeting our 
bottom line this year. So the it was an increase of 15 kronor per bag. And that is something that the General Assembly 
would have to vote for. Because it It affects every member very much. And another thing that we would have to vote 
for is, for example, to change our ground rules, the text is called newness, which is also something we did this year 
was just something about revision that it said in our rules that has been overlooked for years. And now we have to 
do it just a formality. So formalities like that also have to be voted by the General Assembly. Interesting. 

Till 15:01 

How's it for you to work in this cooperative way of working? 

Nika 15:06 

I mean, I like it very much, because I am very much into democracy and into running organization, democratically, 
I will say that it, of course takes a longer time than it would force if somebody just said, this is how we do this. But it 
also reflects the wishes of everybody. So our general assembly lasts like eight hours, actually. Because we have to talk 
about everything. We have consensus, consensus, democracy, so we don't vote on things if we can avoid it. 

Bastian 15:40 

How is it for you, to work with like-minded people? How is it for them? 

Nika 15:56 



 

 

 

 

140 

I would say most people that I've talked to enjoy working in the cooperatives. There's many different groups that you 
can attach yourself to. So, if you don't like working in one group, you can always go somewhere else. But there is a 
lot of like-minded people when it comes to sustainability. And when it comes to politics, and stuff like that. So, I 
have definitely make many friends while working there. 

Bastian 16:21 

How many hours do you have to put in at least? 

Nika 16:35 

It’s three and most people do more. Yeah, yeah, I would say. 

Till 16:46 

Do you have transparency about the financials to everyone, then? People need to base their decision also on 
something, right? 

Nika 16:57 

Yes. So in our rules, the board prepares the accounts for every General Assembly. And these accounts are made 
public six weeks before the General Assembly, so that everybody can look at them and their public, not only to our 
members, their public on our website. So we have complete transparency when it comes to that. 

Till 17:22 

Do you know what was the key reason to actually start it? 

Nika 17:29 

And I'm sure it was mostly to actually I was I was talking to somebody who was one of the people who started the 
organization the other day, and he said that it was actually a aftermath of the one of the Cop 20 meetings in 
Copenhagen that didn't go so well for the environmentalists. And then they got very sad, and decided they could do 
something on a more local level to support the environment and to stick it to the man a little bit. So, it was both 
idealistic and also just to get get fresh vegetables. 

Bastian 18:10 

Where do you actually get the vegetables from? 

Nika 18:13 

Yes, it's all all the farmers I think are on children. I think maybe we have to unfun. And most of them drive in to us 
with their vegetables by themselves. 

Bastian 18:28 

And it's only vegetables, right? 

Nika 18:31 

Vegetable, fruits. Sometimes we have wine. 
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Till 18:36 

Why did you join it, though? 

Nika 18:42 

a yes. So I joined in 2015, mostly because I wanted some nice vegetables. Better organic, but then I got really pulled 
into the the organizational part of it. I think. So, I mostly joined for the vegetables. 

Till 19:00 

Okay, but when you joined for the vegetables, you could also buy them in some supermarket, right? But you didn't 
do that because of another reason. 

Nika 19:09 

They're cheaper. They're like we are vegetables are cheaper, actually. 

Bastian 19:18 

How much is it? 

Nika 19:20 

It's 115. So that's a little more expensive. And but besides that the bag has costed 100 DKK for the 10 years that 
we've been open. And the it's just a it has been less and less vegetables, okay, because of course it has to it because 
things get more expensive inflation and all that. So we've been putting less vegetables in instead of making the bag 
more expensive. But at the point that our giant there was like a lot of vegetables for us to like enough for a student 
to live on for a week for 100 DKK or so that's amazing. 

Till 19:51 

How is it now? 

Nika 19:55 

Now it’s also pretty good. Yeah, I wouldn't say that it changed that much. 

Bastian 19:59 

Can you actually choose the vegetables? Or is it a random? 

Nika 20:02 

It's a random bag. But we also have a shop that where you can buy extra vegetables that you choose. And we're 
working on a IT platform where you'll be able to pre order your vegetables, exactly the ones that you want. So yeah, 
nice, nice. 

Till 20:17 

How's it packaged then? You have some people who look at the order, basically? And then they package it for the 
whole day? 
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Unknown 20:22 

Yeah. 

Bastian 20:26 

Who does provide the IT platform? Do you have some some partner or? 

Nika 20:30 

Yes, we're working with a company, it's called think DK. And they actually have trained some of our volunteers and 
in programming so that it can be a collaboration between professional programmers and our volunteers who have 
learned some programming. So, it's a lot slower than maybe a real IT company would do it for us. But But this way, 
we also have people to maintain it afterwards. 

Bastian 21:02 

Do you have some kind of leader, like a private company has a CEO? 

Nika 21:36 

So the management board has a leader in the end of it's called a head, head person. But that is, if your formality that 
the, we have agreed within the board that nobody has a higher audit voting power than anyone else, and nobody had 
like, can really make executive decisions without the rest of the board. So, we do have a lead person. But we have 
to, because that's actually something about law and Denmark, when you have an organization like this, that you have 
to have a cashier and a lead person. So, we have those. 

Bastian 21:54 

You talked about the two full time positions and your company that also paid? What do they do? 

Nika 22:02 

They're not full time. But it's eight, eight hours, which each, I believe, per week, yeah, per week. And one of them 
is an accountant, who basically, pulls are the numbers of our incomes and expenses from our various, like, we have 
mobile pay, we have cash, and we have card payments. So all these needs to be compiled. So, she basically, she 
basically just compiled them, while the the board, reviews them and makes budgets. And then we have something 
called a volunteer coordinator or administrator. And he is there other distribution center every Wednesday, to make 
sure that everything gets to the right place. And that to make sure that there's enough volunteers virtual volunteer 
cover in the in at least in the main packing center that we have in a novel. And he maintains contact with the car 
rental service with farmers who have to come in and bring the vegetables very logistics based. So yeah, that's the two 
positions. 

Till 23:20 

Do you make sure that your suppliers are sustainable? If yes, how do you make sure they do? 

Nika 23:36 

Yes, we actually do have a group. And I'm also a part of, which is the farmer audit group, in which we basically visit 
the farmers and see whether or not their practices are in line with our beliefs. So for example, a while we do believe 
in organic farming, people can actually use conventional manure in organic farms, we don't want to have vegetables 
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that were fertilized with conventional in Europe. So we check farmers for that. Regarding transport, there's only so 
much we can do. But we have agreements between the farmers so that we have as few farmers driving in as possible, 
so that they pick some other farmers vegetables on the way and not have them drive big trucks. Okay, because our 
output is quite, it's actually not that big. So, it's basically a big van. This 

Bastian 24:38 

Yeah, otherwise, I mean, it seems that you are really focused on sustainability. Do you have this mindset incorporated 
to all your business activities? 

Nika 24:58 

We try. But since we are virtually homeless and borrowing locations from many other organizations, we cannot, for 
example, control where our electricity comes from. Okay, we do try to be as zero waste as possible. So, we use a lot 
of our vegetable bags come in big tote bags that you exchange. And we transport the vegetables in reusable boxes. 
But let's just say as much as we can control them, yes, we do put sustainability in every business decision that we 
make. Also, for example, when it comes to choosing our partners choosing the places that we have our headquarters 
and our departments, we try not to choose some organization that we wouldn't work with, that doesn't have the same 
values of ours. So our different departments are in schools in, for example, in old people's homes, in a refugee center 
here in Fredericksburg. So, we just tried, we try to avoid having our headquarters and nor do or something. 

 

Bastian 26:21 

So, as a wrap up for this section. Do you integrate any other social aspect in the organization, which we haven't talked 
about yet? Something that come to your mind? 

Nika 26:34 

No, I don't think so. I guess the one thing that maybe could count is that we actually also have an exchange with 
some of the farmers that we work with, where we have a non-financial agreement. They do stuff for us, we do stuff 
for them, we send people to pick weeds in their fields, they lend us their cars every once in a while. So, we do have 
we do try to do this non-monetary exchange as much as we can. 

Till 27:16 

I think we can move to section two. So, this is mostly about the cooperative decision making. The economic 
democracy. How do you think does it benefit? Besides having it in a democratic way? What's the bigger benefit of 
the decision making for from everyone with votes in the General Assembly? 

Nika 28:28 

Well, I do think it's, it's mostly very idealistic, that, that we work for, like, the work that we do is forever, like, for a 
better word for everyone. And you can't really do that without asking everybody on their opinion 

Bastian 28:45 

But you don't see any economic benefits or organizational benefits from it? 

Nika 29:09 
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Perhaps, but I think economically, it might not be viable for our organization. Because we rely on volunteers. And 
those volunteers, people are not going to volunteer for something that they are not standing behind. And if we don't 
have volunteers, we need to hire people to do stuff. And then suddenly, everything is gets very expensive. And so, I 
think, purely economically, it would not really be viable to be a top down organization, if you're so volunteer based. 
But yeah, perhaps we could do things faster and therefore more environmentally friendly. Yes, that's true. But 

Bastian 29:51 

It's interesting, because your employees are in the same time your customers. 

Nika 30:03 

They're also owners, because we have a like the liability is distributed between all members. So, everybody is a 
shareholder. 

Till 30:17 

Do you think there are any downsides to it? 

Nika 30:20 

For sure there is the efficiency is a serious problem. I mean, just within the board, which is seven people, by the time 
we hash everything out on email, it takes like a week. So and as I said, our General Assembly's are very long, because 
everybody needs to have a say. But I definitely think benefits outweigh or the I the setting up to our principles 
outweighs the maybe the bother of having to sit through a very long meeting. So 

Till 30:54 

A very usual criticism of this is that you don't have everyone being an expert about the problems then or about the 
decisions need to be made. How to make sure that everyone knows proper amount of information, to make a 
decision for themselves? 

Nika 31:12 

So we take a very active stand on this, where we're, as I said, we sent out information, both regarding our accounts, 
and regarding any decisions that need to be made at the General Assembly, we sent them out very much before, 
okay, so that everybody can read them. And if they don't read them, we also have a very thorough presentation at 
the General Assembly of whatever is on the table, whatever decisions on the table, then we have a round of clarifying 
questions where people can ask questions regarding the Prophet, the proposal, and then we have around where 
people can change the proposal and add an amendments and stuff like that, and then we vote. So, we have a lot of 
focus on like telling people how, like letting people educate themselves on a proposal before they can vote on it. 

Bastian 32:11 

Yeah, maybe last question. How do you personally experience the democratic governance structure? Is it sometimes 
maybe frustrating? Or do you always think it's a nice way? 

Nika 32:31 

And so, regarding the outcomes, it is very rarely outcomes that I am not happy with, because I will say that, just by 
joining this organization, people often have a mindset that is very in line with with the things that we need to do. And 
a lot of our proposals are focused on, on both our economic sustainability, or environmental sustainability or social 
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sustainability. So I am very happy with outcomes of most proposals, and most of the things that the board brings to 
the table gets get accepted by the General Assembly, because people have, maybe it's a bit of an echo chamber on 
the other hand, but people are aware of the problems that we are facing, and of the ideas that we're working towards. 
And I do get, I will say that I personally get a little frustrated, because sometimes it goes a little slowly. Sometimes 
you have to argue with people or have to, yeah, have to really drive a point home. But I definitely think it's it's worth 
it. And I've never really had such a problem that I wanted to throw everything down and leave. 

Till 33:44 

Did it ever happen that you made a democratic decision but it turned out as a mistake? 

Nika 34:03 

Not that I can recall. I mean, there is there we have made mistakes, for example, we have we have to approve a 
budget, every General Assembly and there was a mistake in the budget. And that ended up being bad for everyone. 
But But it wasn't like, oh, everybody thought it would be great. And then it wasn't. Yeah, I don't I don't think that has 
happened during my time there. Oh, that's again. I've only been there for four years and two years on the board. So, 
all right. 

Bastian 34:38 

Are there a lot of struggles, like different opinions?  

Nika 34:46 

yeah, of course, there's there's some there's every once in a while there's a discussion. But I think people managed 
to sort it out pretty well. 

 

Bastian 34:59 

Just because I’m interested, what was the vote on higher prices? 

Nika 35:07 

Anonymous. And we basically so I mean, if we need to vote, we do vote, but we strive to your towards unanimous 
voting for every time. So that, so this fantasy was completely unanimous. 

Bastian 35:21 

And was it balanced? 

Nika 35:29 

Everybody voted for it. Everybody who was there voted for the higher price, really nobody voted against? Because 
they just understood the need for it. But that's I but it's also because like, the proposal that we gave, that we gave was 
not the one that people voted on. people sit there and build on the proposal until it's something everybody can agree 
on. So so that's how it actually usually is we almost always have completely hundred percent because of the system. 
It takes longer time, but everybody's happy. 
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Appendix C | 3 – Interview transcript IIH Nordic 

Bastian 3:00 

So the first question would be, what's your role in the company? 

Frederikke 3:10 

I work as an HR specialist, and part of an actually two person team at the moment three person team that deals with 
all human resource related tasks within an organization. 

Bastian 3:15 

How long are you working here? 

Frederikke 3:16 

I actually tomorrow been here a year. 

Bastian 3:22 

So you don't know the organization before the 4-day work week?  

Frederikke 3:26 

I did not know the organization. But you know, because the 4-day work week started in January, February 2017. So 
actually, we've had it for two years, and four or five months at the moment. 

Bastian 3:45 

When was the company founded? 

Frederikke 3:46 

The company was founded in 2005. 

Bastian 3:51 

And how many people were working here at the start, and how many are working here today? 

Frederikke 3:56 

At the start two cofounders, Henrik Stenman and Steen Rasmussen. And at the beginning, it was only the two of 
them. And then, you know, it grew organically. The last couple of years, we've been around 45, between 45 and 50, 
which was also where we are at the moment, we think we hired someone today. So I think we're at 47. Today. 

Till 4:20 

That's good. What does it mean organic for you? 

Frederikke 4:25 
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Yeah, that's a good question. And, you know, that is that there wasn't necessarily the growth strategy, that it was more 
about: We have a new client, we need a new employee. At that that moment, it’s not necessarily the way we grow 
anymore.  

Till 4:51 

Could you just say also, shortly, what is the product you provide? to the to the customers? 

Frederikke 4:57 

So we provide a few different things we normally call ourselves, Digital consultants, we're digital consultancy firm. 
And this means that we help companies with their data strategy, like how do they like process data that they have for 
several, mostly on their website, we do machine learning connected to that. We also like how they structure data 
internally. We also do a lot of digital marketing, mostly related to search engine optimization, and search engine 
marketing. So we deal with a lot of AdWords, and we're official partners with Google in Denmark, were one of their 
business partners, which also means that we can give courses in Google Analytics, for example, which is one of the 
tools we use a lot. 

Till 5:49 

Okay. We read that you were as a company rather successful. So how do you measure the success to know about 
this? 

Frederikke 5:59 

So for example, with regards to Google Analytics, we have been nominated or awarded to being the best analytics 
house in Denmark, six years in a row, from 2012 to 2018. We also just had at the there's just been a big import show, 
where one of our cases worse was illuminated as one of the best cases in Denmark this year. So we measured? Yeah, 
I think in big prizes, obviously. Of course, also some way in income. So that's two things are very important for us. 
And also, we also measure it and that our clients stay with us. 

Till 6:48 

Okay. What about the HR perspective, though? Do you measure it a bit differently? Or do people stay very long?  

Frederikke 6:55 

Yeah. So with regards to the HR part of it, we just last year, we won great place to work. Do you know the 
organization? Yeah, we won for the best IT firm in our category, okay, like size category. And we've won that two 
years ago. We also have employee satisfaction tool that's called office fab, which sends out satisfaction surveys or 
engagement surveys every week. So we also keep track of that, how happy are people every week. 

Till 

 Every week? How long does it take to fill it out? 

Frederikke 7:33 

It takes two minutes, maximum. It's mostly anonymous, and then you have the chance to leave a comment, to give 
feedback. And you can even do that anonymously. Or put your name. So we measure that. We also measure on, 
like, sick leave. That's quite common in HR departments. And we have a tremendously low percentage, which is a 
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success factor for me. With regards to employee turnover, we are in an industry that is characterized by high 
employee turnover. But within our field, we’re quite good. It's comparatively quite good. 

Till 8:37 

And maybe coming back to the growth though. Do you want to continue growing only organically? Or do you have 
like a goal of just growing towards a specific size? 

Frederikke 9:02 

Well, I'm not, I can't talk on behalf of like, our CEO, whether he has a specific size. We definitely, you know, it's 
not growth, for the sake of growth. And not growth on the expense of everything else. So I think, you know, I think 
we want to develop some departments, I think it's more related to that. So for example, our search engine marketing 
department, we want to grow that with another business field, we want to go more into social media marketing. And 
so it's more about that's with the growth strategy. We don't have a specific number. Right now, our size is good for 
agility. Because it's quite easy to engage 45 people and get them to go, you know, in a direction if we want to change 
the direction. And that's the kind of thing that we would be challenged upon, if we grow a lot. But I do know that 
there is in management a wish that we grow, to around maybe 60-70 people. Because that means that we can have 
some of the functions, support functions that grow bigger. So it's more like for generating more value for the 
customers, but also, to become less vulnerable to maternity leaves. Also, to make it more easy for people to grow 
within the company. Because at the moment, because we're so small, there's a limited amount of supervisor roles, 
which means that, you know, we can always we always want to evolve as humans, and employees normally want to 
grow in their role. And there is definitely opportunity for that. But if they want to grow in their role, where they don't 
want to be more specialized, like responsibility with regards to, you know, maybe having an assistant or someone 
underneath them, there's limited opportunity when you're only 45. People. 

Bastian 11:41 

Yeah, the next part would be like a bit more on sustainability related issues. Are you involved in any educational 
campaigns? Or are you part of an existing organization, which works on sustainability issues, stuff like that, to your 
knowledge?  

Frederikke 12:00 

So like, the meaning of the word sustainability, what do you mean with it? 

Bastian 12:10 

It can be concerned with environmental stuff, it can also be concerned with social sustainability. For example, income 
equality, or also giving possibilities to social underprivileged parts of the society, or keeping people very long, it's also 
a sustainable way of having them in the organization.  

Frederikke 12:32 

Yeah, so for example, I think we're definitely we're quite just gather my thoughts excited when I want to say sorry. 
We make a case out of, you know, always take it interns, either as a part of their education, but also often do you 
know that Danish, a-kasse system. So often with a person has been unemployed for a period of time, they're allowed 
to take an internship. And we often do that, with, you know, of course, the prospect of trying to get people like that 
person into a full time position. So these people are also sometimes older already and not newly graduated. It not 
always works out, because it needs to be a match both ways. But that's definitely one of the things that we try to do. 
So for example, we have at the moment, Philip was sitting over in the corner. He, yeah, he's been, you know, out of 
the market for a few years, and now he's doing an internship with us and maybe, you know, defaults into a to a job. 
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And I thought otherwise. What else do we do, I don't think we I think we're with regards to that sustainability. Of 
course, we're more focused, maybe a little bit inward. Like we want to create sustainable lives for the people in this 
organization and kind of want to highlight goes out and talks a lot about our company model with a 4-day work week. 
So that's more related to that thing. That's one of our main courses. And then otherwise, you know, shuffle clinically, 
and everybody does, 

Till 14:30 

Just one follow up question on the thing with the a-kasse. Is there the need for an agreement beforehand, that you 
have the aim to hire this person after that?  

Frederikke 14:47 

No, not from the a-kasse. It's not a requirement from their side. 

Till 14:53 

Okay. Because that would, on the other end, then have implications on growth? Also, you know, that's why I'm 
asking. Is it paid internships? Or are they still in some kind of a a-kasse program?  

Frederikke 15:07 

No, it's like a university internship. To keep them on track, you know, it's an unpaid internship, like the university 
internships. 

Bastian 15:25 

Yeah, maybe some stuff on how it's like with the company values in general? And if you do consider them, when 
you are working with customers, or when you work with suppliers? 

Frederikke 15:53 

No, it is something that we take into consideration. But as you also can see on our company portfolio, with regard 
to the cases that we also have some companies that, yeah, it is something that we take into consideration. So for 
example we also have Doctors Without Borders for that kind of thing. But we also have big commercial companies. 
So it's not that we like we definitely do say no to some customers, either, because it's not a match culturally, okay, 
that's important to us. Or, for example, there's some kind of like, ethical thing that we cannot get behind. So that is 
definitely related to the values. But otherwise, our values are definitely also goes out towards our customers, because 
curiosity and helpfulness are two of our main values. You know, that's also that's equally important towards the 
customers, but the clients is to ourselves. The thing about consultancy firms is that you often use a lot of time with 
the customers or the clients. Because, you know, it's an, you know, everyday dialogue, often, of course, and so, you 
know, that kind of thing has to be the foundation for us to do this thing properly. 

Till 17:23 

What about on the people side? I mean, values are, of course very important when you hire someone. But now, you 
would have the feeling that the values are good match, and then this person worked somewhere, ethically 
questionable, maybe. I don't know arms industry or something similar. Would that be an issue also on the individual 
people in the company, then? 

Frederikke 17:47 
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That's a good question. I haven't. Like, it hasn't happened to me yet, so I don't think we've made like a policy about 
it. Okay. Well, I know, we haven't made a policy about it. So I can't believe say what we would do in that specific 
situation, just because it hasn't happened yet. Normally people come, you know, from other marketing agencies or 
maybe they're trying that we used to have an already there. You know, we really get behind them make sense Okay, 
I don't think it's been an issue. Yet, it might be in the future. I'm not sure how we would necessarily do it.  

Till 18:20 

What about the policy, those policies? Are they coming top down? Or is it something in the dialogue with everyone? 

Frederikke 18:36 

When I say policies, it's only three pages. Most of the things are, you know, conditions that the employees know, are 
part of our 4-day work week, for example is that, you know, for example, we agree that we work as effective as 
possible, because that makes it possible for everyone to have this privilege that is a 4-day work week. And often the 
like, all the things are all the input, and all the things we've implemented with regards to 4-day work week has been 
have been like found in collaboration with all the employees. So when we implemented the 4-day work week, it took 
a year, or every Friday, every Friday, like once Friday month, or a lot of Fridays, where people got together and 
figured out how can we make a day of work day where there's not a lot of like wasted work, and where we do stuff 
the smart way. And that kind of thing on all those initiatives, the employees were behind. And they came with ideas 
for themselves. And everybody is always encouraged to find new tools that we can use that makes the day, you know, 
smarter. So in that case, and then a lot of those initiatives are in the policy. So in that case, yeah. They are you 
knowing included in the formation of that policy. 

Till 20:15 

Could we say that there is also a certain amount of decision making power in people working instead of the 
management? 

Frederikke 20:25 

Yeah, so there's definitely encouragement for the employees to come up with ideas and initiatives. But if it's 
something that's being implemented across the company, it's it has to go by the management. But I can say it like 
this. I have tried, you know, to get an idea on a Thursday night, presented to my manager. And then they put it on 
the management meeting Monday, and then we implemented Wednesday. So yes, it's quite short, from like, 
employee initiative, to implementation with some things, and obviously if it's a small thing, and if it's a bigger thing, 
it can take more time. And at the moment, we have one Friday, a month, we have one called Learning and innovation 
Friday. And there, we look at initiatives, and like, figure out how we can implement them. So for example, it's a small 
thing, but you know, because we always deliver things to the clients, as a consultant does, you know, often reports 
and reports and reports, and then somebody had an idea, like, what if we make a dashboard instead. So the, you 
know, so the client can always see where we're at, with their marketing budget, but how many clicks they got, and 
they have those kind of markers that makes, you know, it makes a big difference in our field. And now, you know, 
a month later, we have the prototype dashboard. And are trying to implement it with clients. Okay, cool. You know, 
so it's, that was an employee idea. And it's been implemented by employees. Which, you know, of course, some 
help with the management, because we're a small, firm, so implants in and everything, but that's just like an example. 

Bastian 22:25 

How would you describe like the overall governance and conditions in the firm, like, team leaders, and when you 
mentioned the management staff, from that way, is a lot of self-management for employees?  

Frederikke 22:48 
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Yes, there is definitely some self-management. As we also talked about, there is autonomy with regards to quite a 
number of things, and the employees often go together and like project teams related to the clients. So there, you 
often have, you know, one specialist that should project leader on that team, and so on. So there is both some in 
Danish we will call it syllables. 

Bastian 23:20 

what does it mean like working by yourself?  

Frederikke 23:22 

no it means, like what you said, self-management. But there is definitely a lot of self-management, I think also 
through, we use quite a different, like, I keep talking about these initiatives, if we take an example of one initiative, 
for example, the pomodoro technique that we use, pomodoro technique, you know what that is? 

Bastian 23:59 

Approximately, could you elaborate? 

Frederikke 24:02 

So it's, when you work 25 minutes, intensely on something one task, then you take five minute breaks, then you do 
25 minutes of focused work, and then five minutes break, you get the gist, and that's the way we work here. If you 
notice, everyone, all the computers have small lights on them, if  the light is red, you cannot disturb that employee, 
because that person is doing a pomodoro. And that means you cannot distract them or you cannot interrupt them. 
And that's a big part of the way we work. But it's also, you know, a self-management tool, because it means that the 
employee, you're encouraged to split their job, right, their task into smaller sub tasks, and kind of like, you know, get 
through their tasks during the day in that way. Like making bigger task into smaller tasks. So that's kind of like, it's a 
tool for self-management, you know, like, it's giving the structure, which you of course, you put in the content yourself,  

Till 25:20 

and that improved your profitability with the time? 

Frederikke 25:30 

Yes it does. Because the idea is also that you put away your phone, you close your email, you close everything else, 
but the task at hand. And that makes a lot of difference that people, it often takes people 15 minutes to get back to 
a task if they've been interrupted. So this is like, making sure that they have their eye on the target. 

Bastian 25:48 

Coming back to the to the governance mechanisms. For example, if you get a new customer, is it then that you have 
a specific team of five employees doing this job? Or is it more based on one project leader, and he's going out into 
the whole company asking people to help him with the project? How is it organized? 

Frederikke 26:09 

Yeah. So it depends on what services the client is looking for. And normally, they would have like a client leader 
which is the person, we also have a project manager, but the client leader is in charge of the client interaction. And 
they would, you know, assess what the project is. And on the basis of that, put a team together. Is that team cross 
departmental? Well, that depends on the client. Because, you know, sometimes it will make sense. So if you know, 
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doing digital marketing, for example, we work a lot in Google. And if you've noticed, when you Google something, 
the fourth first links are ads. And then the rest are what we call organic. And these search engine marketing teams 
deal with the ad part, and the organic team, or the SEO, the search engine optimization field, deal with the organic 
part, which is content creation, and keyword analysis, that kind of thing. And often, it makes really good sense to 
work together in that. So often, there would be some cross team thing there. But it also might be that, you know, a 
company only needs help with one thing, because they have a department for the other thing themselves. So I'm 
sorry, yeah, it depends, you know, 

Till 27:51 

That's just shortly go back maybe to the initiatives, is there any initiative which is comparable to the 4-day work week, 
like something? I mean, the 4-day work week improve the health of the people also, we have to mentally? Is there 
anything that came on top of this? Because you said, Okay, this worked. So well, let's have something a little also, on 
the side as a new initiative, to even increase this? 

Frederikke 28:13 

I think you know, all the initiatives are a part of our way of working to, you know, to enable the 4-day work week. So 
the 4-day work week, I would never call that an initiative on itself. But that's something that's possible, because of all 
the other initiatives. Because we cannot, you know, take a day off, if we haven't been super focused with our 
Pomodoros, or one of our other initiatives is that we have a quite strict meeting policy. So for example, internal 
meetings, always 20 minutes or 45 minutes, set up half an hour in an hour, there's always an agenda. And, you know, 
there is a consensus that you get there on time, and that kind of thing, and also internal meetings are, you're not 
allowed to have them before noon. And that kind of that kind of thing, you know, creates a structure for a workday 
for everybody. It makes it easier to, you know, have meetings across. So that's, you know, one initiative, then we also 
have a task management system that, you know, makes it possible, and we have an internal communication platform. 
And those are all things that makes it you know, a lot easier to, to work here. 

Bastian 29:35 

Very open question, kind of, but how would you say that you experience working at this company? Very generally, 
like, how do you how do you experience it? How do you feel about? 

Frederikke 29:56 

I feel like, I have a lot of control over my own tasks, and freedom to make the best assessment myself, I feel like 
there's trust in my competencies. I also think it's a challenging job. Yeah, there's a lot of responsibility.  

Bastian 30:32 

Is it also may be concerning the work atmosphere and, like, the self-management part? What about working hours? 
Is it is it very flexible, or, I mean, you're kind of in a frame with this 4-day work week which I find, which I think 
might make difficult for people to leave on a day at 12, if it's necessary for going to the doctor, so something like that. 

Frederikke 30:54 

So the idea behind for the week is also that you put all those kinds of appointments on the fifth day. Yeah, so I think 
it's, of course, it's a constraint in some way. But it's also you know, which just means you can structure you can also 
structure your life after it. Because you can make the, you know, stupid, your dentist appointment, that's 10, which 
is, you know, the only one they ever got, or, you know, get to the hairdresser's or, you know, whatever. But yes, of 
course, there is there is a constraint to it. But I think it's a it's a positive constraint, I don't think you necessarily, it's a 
good thing that you can work whenever and where 
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Bastian 31:48 

Does the company provide transparency of company performance to its employees? Also in financial aspects? 

Frederikke 31:56 

Yes. So each year, we have a strategy trip. And there, the annual report related stuff, we don't make an annual report, 
but you know, our earnings, and that kind of thing is presented there. So it's quite open. We also have, we have staff 
meeting every other Thursday, we often talk about whether we lost clients or gain clients, that kind of thing. So it's 
very transparent with regards to that stuff, we also have a staff meeting every other Thursday. And everybody is also 
invited for the strategy trip. 

Bastian 32:38 

Do you know what the main reason for the founders was to establish the company? Did they see some kind of gap 
in the system?  

Frederikke 32:51 

Yeah, so they, I think I can say that there are at least two things. They definitely saw a gap. With regards to like, really 
being digitally driven. With regards to marketing at that point in time, obviously, we're in a totally other world now. 
But in 2005, there was not enough focus on it. And so they really wanted to be data driven. And I think the marketing 
firms that they were employed at the time, with just not, you know, that interest in them that they were more content 
oriented, or that kind of thing. And then also, I know that they were really tired of working until midnight every 
night. They were also consultants before. Henrik our CEO, used to be a search engine optimization specialist. And, 
yeah, so he used to be a consultant. And Steen used to be a consultant within analytics. And they both came, you 
know, it's a consultancy firms are notoriously also within the, like, marketing business, notorious for working very 
long hours. And they just thought that that was silly, and he like, has always been super obsessed with making 
everything effective. Like when he was a, when he just moved out of his house, he hired a cleaning lady, because he 
thought that the hours that he could spend working and making money, but being more sense, and then, you know, 
for someone else to you know, he could make 400 krona in that time. And he would pay maybe the cleaner $200. 
Yeah, so he's always had that kind of mindset. Yeah, so he always thought it was silly, but like the whole, that's one 
of the reasons why they started the firm, why we went over to 4-day work week was also, you know, just, there was 
also a gap in the, in the market, guarding that. 

Bastian 35:03 

Yeah, I kind of get the gap of having a consultancy, which is basically a nice place to work compared to all the 
benefits.  

Frederikke 35:12 

Yeah, exactly. And also because I know that, you know, Steen and Henrik  were always so impressed with when their 
female employees come back from maternity leave, and they could do all the stuff that they could before and that 
the male counterparts could in, like they could do in and leave at three. Like, how could they do that? How could 
they still? Because they had to, they had to get out at three, they had to pick up their kids. And that's kind of thing 
you know, women or men but just returning from paternity maternity leave, are wildly effective. Unless they only 
sleep three hours a night. They're not very effective.. 

Bastian 35:59 

Maybe coming back to the company values again. Yeah. Can you just state them?  
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Frederikke 36:07 

Curiosity, Happiness, helpfulness, trust. 

Bastian 36:12 

And what I got from so far is that it seems like the CEO is also really living them. by Fred. Yes. What's the story you 
mentioned? Just Oh, 

Frederikke 36:22 

Yeah. He's very curious. We also always get new his like, oh, guys, did you see this thing? This app? Did you see 
this? Did you see this? Like, he's always like, finding new stuff. He's really eager to learn still. 

Till 36:35 

Where does he show you this? I mean, it's a lot of people. Right. So how does he show something new, he just 
learned? Does he send it on the Intranet? Or is he coming to the office? Or?  

Frederikke 36:46 

Both, it depends on whether it's HR specific, because he's also into HR. And we just had a meeting, where he was 
telling me very enthusiastic about something called IRIS, which is a play your talent app, which is like a 
developmental app for employees, where you challenge yourself to be better at giving feedback or recognition to 
your colleagues. 

Bastian 37:27 

Yeah, maybe just for wrapping it up, the first section? Do you integrate any other social or solidarity aspects in the 
in the business model? Or in your organization? It could also be stuff like, social can also be concerned with 
employees. So maybe, I don't know providing free bikes or free food?  

Frederikke 38:06 

Well, we have a lot of social events. So we have a social event for employees every month, last Thursday or Friday 
of the month, where we do something fun. And we also have free electrical bikes the team consultants can use, too. 
Maybe that's actually concerned with environmental sustainability. So we have electrical bikes, that the employees 
get around to the different firms, to the customer. What else do we have? We have a lot of snacks and coffee. And, 
yeah, we also have, we encourage different social initiatives during the workday as well, we have a ping pong 
tournament at the moment. You can totally do that in your workout working hours. We also have Jasa who's sitting 
over there, she often does like yoga classes, and she just writes out on the Intranet: We're doing yoga in an hour in 
the war room. Which is the room over there. And then we do that. We have a trainer that comes by Tuesday 
afternoon, where we do training together. Other social, we have an initiative called lucky lunch, which is where you're 
paired with a colleague every other week, we make a new pairing, and then you're supposed to you know, have lunch 
once in those two week time, just the two of you. So for example, these two weeks I have a lucky lunch paired with 
Sebastian who is one of our machine learning specialist. And then we're having lunch, I think tomorrow, just the two 
of us. Yeah, so that could be for similar social initiative that we have. We have our strategy trip once a year. This 
year, we went in February, we went to Prague, everybody, you know, had a mix between strategy and fun. We also 
have, for example, we host different kinds of events in Denmark, on behalf of like international ideas. So for example 
next weekend, we have something called measure camp. It's what they call it an unconference. But it's a bunch of 
Google Analytics geeks that get together and, you know, speak with each other and have workshops. And then they 
choose someone who speaks about what they do all in all. Or for example, we host what's called weapon of expense 
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days, which is also an international phenomenon that we do in Denmark, which is also like a conference, and we 
have master classes, where, you know, all the employees are also invited. 

Bastian 41:26 

Is this in collaboration with, you mentioned Google, of course, but is it also sometimes with other consultancies, for 
example? Or do you see them more as competition? In the classical sense?  

Frederikke 41:46 

Oh, so for example, the measure camp we do in collaboration with artifact, which is one of our competitors. So that 
could be an example. Or, for example, if we host a conference, we often ask, you know, specialists from other firms 
to come and talk. Because, uh, you know, it's more about being like, knowledge sharing. I think that's very important 
in our industry because it changes a lot. So for example, what the these guys do with the search engine optimization, 
it changes, you know, each time, like what they have to do concerning technology often changes alongside Google's 
algorithm changes. And that happens, surprisingly, often.  

Till 42:23 

Do they also share some knowledge sometimes about this 4-day work week then? Is it something where you would 
say, okay, this is our competitor but here, look, this helped us? 

Frederikke 42:38 

Yeah, yeah. I think Henrik just released a book, the CEO, on Friday, it's going to be in stores on June 3, I think 
about or, you know, our path to the 4-day work week. So it's definitely it's not an ill kept secret. Like, we don't want 
it to be a secret. We want everybody to get on the 4-day work week bus. Henrik can also be booked to come up, 
come out and talk. Or, for example, Caroline, who you corresponded with, she presented, like the initiatives and 
the ideas behind the 4-day work week, for 20 Managers at Danske Bank. Just you know, a month ago. So we're 
definitely open to sharing those ideas, you can also find a lot about our initiatives online. Because it's really not 
something we want to keep to ourselves. But of course, I think it can be said enough, you know, that everybody 
needs to find out what makes their work life more, you know, effective? Because what works for us doesn't necessarily 
work for the next company. 

Till 43:55 

It’s not only an effective concept, though. But it's also a part in this concept of degrowth, you will also decrease the 
amount of work you have to work with basically, yeah, so that's why this is also a part of our interest. Were you 
actually aware about this concept of degrowth? And were you aware that this is a part in it, to decrease the days you 
have to work per week? 

Frederikke 44:32 

So I think that we always work with the idea that less is more, you know, like, don't do something elaborate if you 
don't have to, make it as easy and easily implemented as possible. And Henrik also definitely has the idea that, you 
know, it's better to, he would rather, work 100 hours and get a tool that can, you know, make it easier for 1000 hours 
been working the thousand hours. So I definitely get that there's a degrowth aspect to it. When I say effective, I also, 
you know, it obviously depends on how, like what you use the definition of effective. So I don't necessarily mean 
that you do more work in less time. I also mean, you do it smarter. Do you get to the same output by putting in less 
input. So when I say effective, that's also what I mean.  

Bastian 45:49 
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When you implemented the 4-day work week, what was the initial intention behind it? Just to make it a better place 
to work here? 

Frederikke 46:13 

Yeah, so it definitely was the idea was to make it a better place to work. I think pretty, pretty practical. Of course, 
you know, as a company, there's always, also, I know that we're talking post growth, but there's always, you know, if 
you if you make a better place to work, fewer people will leave, that will save us money. Or if you have a better place 
to work, fewer will be sick. And that will cost us that. So save us money, that kind of thing, but it definitely is the idea. 
I think it's also just in the mindset of the founders is that, you know, don't like it, it doesn't make sense. You don't 
have to work 16 hours a day to be a good consultant to be a corporate consultant or make the effort that your clients 
want. 

Bastian 47:11 

Are there any downsides to this for the work week? Personally, maybe, but also for the organization? 

Frederikke 47:29 

It's a hard question.  

*Thinks for some seconds* 

Bastian 47:51 

That’s also an answer. Is it a problem that you're not reachable on Fridays?  

Frederikke 48:00 

No, but you still are. If it's an emergency.  

Till 48:07 

Do look in your emails on Friday? 

Frederikke 48:10 

Well, for me, it's quite rare that something HR related is super urgent, Especially on Fridays, because you know, it's 
an internal function. With the clients and with the consultants, sometimes there is something urgent that we have to 
deal with, and then the person will work on a Friday. That could be for example if there's something wrong that 
redirects from Google to the website. Yeah, that kind of thing. That kind of thing has a huge impact on our clients. 
And in that case, we have to be able to react quickly. Because, you know, it can have something that the website is 
not working the cost the client, a lot of money. 

Bastian 49:06 

So specific employees could be on call, for example on a Friday?  

Frederikke 49:14 

Yes, it can happen. Also. Yeah. Now, what was the question again, sorry. 
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Bastian 49:21 

Any downsides?  

Frederikke 49:25 

We've changed that now. But in the beginning, when new employees started, it could be a little bit intense for them 
in their onboarding session, or when they're starting a new job to only work four days a week, because there's so 
much to take in. So that could be a little bit much for them, which is why we've implemented that for first, 
approximately five months that you work here, as a new employee, you also work Fridays, because then Fridays are 
used to, you know, sum up all the things that you learn to the week. You know, just to sit, you know, reflect. So that's 
the kind of thing that we've implemented afterwards, because we saw that it was just, you know, as to a bit too heavy 
on the on the knowledge absorption side, for new employees. So for some of that was, that used to be used to be a 
downside to it? There is, of course, as you said, that we have specified at the moment, that might change in the 
future, we have specified right now, that is Friday that we're off. Of course, you know, some employees might have 
preferred that it would be Monday or Wednesday, or something like that. In that way, it's quite, it's a bit strict or rigid 
at the moment. But that might change the future. And, you know, of course, if, if you have some hobby that you 
want to do on Wednesdays. 

Bastian 51:03 

Do you think it would be possible to implement, like, just one day of per week, and everyone could choose his own 
day? Or do you think it would be too hard to coordinate? 

Frederikke 51:13 

I think it would be hard to coordinate, like there is definitely strength in that we're all here the same days. But I 
wouldn't know put it past us. I think it might be that way in the future. Because we're keep evolving on this idea. 
Because that's the only thing that makes sense. Right?  

Till 51:44 

It's super interesting. Also attractive for people who apply not. Did you get a lot more applications after implementing 
it, or after also advertising it?  

Frederikke 51:51 

Yes, we do. But it can also be, you know, it's tricky with employer branding. Because our brand has two sides. And 
in a way, you're right, because it's 4-day work week, related Nordic life, as we call it now. And it's also our 
competencies. As a consultancy firm, you know, those who are, you know, for us, it's all together. And you know, 
that makes perfect sense that they go hand in hand. But for some, you know, they might apply to us and not know 
about the 4-day work week, or they might apply to us, maybe they're applying to us, because of the 4-day work week 
instead of what we're, you know?  

Bastian 52:50 

Can you remember, any other main obstacles that arose after establishing the 4-day work week  just like issues you 
had to deal with and which you found solutions for? 

Frederikke 53:16 



 

 

 

 

158 

I think, and I think that's a positive thing. But often you go into stuff, kind of naive. So you don't really know you're 
thinking: Oh we can do this super easy, or we just change this and change that and change this. And you know, as 
you always find difficult changes, changing people's behaviour is really hard. I think in some ways, were way further 
than we thought we were going to be. The original plan was that it was going to take us two years to figure out a way 
to implement the 4-day work week. And it ended up only taking us a year, which is, you know, tremendous. I think 
that's wonderful that it only took a year of planning, because it's such a huge organizational change. At the same time, 
you know, all the small stuff. Now, it's really well implemented. Now you can see all the pomodoro lights and that 
kind of thing. But you know, it's always step by step by step. And you also have to keep, you have to keep going back 
to it keep re-implementing, because people fall out of it, you know, or they have habits that have taken on a life of 
their own. And that's a good thing. Because you know, habits are good for us, they make sure that we don't use too 
much brain capacity on things that should come automatically. So they help us obviously in our work, but you know, 
sometimes habits also devolve into their own thing. And that can be you know, always tricky. So  we always have to 
re-implement. So for example, from February, we implemented the learning and innovation Fridays. So we use one 
Friday, a month, approximately, to look at the initiatives and see what is working right now. What can we do better? 
Do we need another tool for this and that kind of thing. So I think that's the kind of thing that's maybe surprising. 
People think that it's like, now we have a 4-day work week and everything is great. Things are great. We have very 
happy employees. But you know, it's also something that we work at every day. 

Bastian 55:34 

Yeah, maybe as a last question. How do you personally experience the 4-day work week for your personal life and 
for your, for your work life? Just what comes to your mind first? 

Frederikke 55:47 

I think it's great, that when you come into work, the people are actually energized. Because they want to make things 
happen. When I think about where I used to work before, you know, there's kind of been like, it's Monday feeling. 
And we don't really experienced that. And I think it's because we had that long weekend. So when people actually 
come to work on Monday, they're ready. They are well rested, they took care of all their practical issues or you know, 
they painted their fence because now they had three days to do it or they went to the dentist or you know, used extra 
time with their kids. They don't have as much like a guilty conscience regards to family life and I think that makes 
quite a difference. We have a lot of employees with kids. But I think that makes a difference.  

 

 


