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Culture

I remember clearly when we had a break 
15 minutes later: the people from Lego 
stayed in the room as the rest of us left, 
and they closed the door behind me 
when, as the last one, I left the room to go 
to have a break.

A few years later, Lego’s image began 
to fade as one billion-dollar deficit fol-
lowed another. First, Poul Plougmann was 
put in charge as a rescuer and, after him, 
followed the CEO, Jørgen Vig Knudstorp, 
who on 6 May 2005 gave the comments to 
the Dagbladet Børsen: 
 
 
 
 
 
 

“Internally, we communicate quite brutally, 
and we are not afraid to say when the re-
sults are poor. We also try to praise when 
something goes well, but I think that many 
people feel that we are sometimes quite 
negative from the top management’s side.

Many employees feel that we are 
talking the organization down at the mo-
ment. We may very well lower the self-con-
fidence for a period to say: “Friends, this 
is just not good enough. It is no use be-
ing complacent.” It is a delicate form of 
leadership, because it is of no use, if you 
remove all self-confidence from your orga-
nization. After all, you must have an orga-
nization that believes in something and 
wants something. After much deliberation, 
we have cleaned up the mess for everyone 
to see, and we even hung our dirty laundry 
out to dry.”

The case above shows how the company culture of Lego changed from my expe-
rience in 1991 to Knudstorp’s statement in 2005. It is quite right to ask whether 
Lego’s crisis arose because it was actually too complacent. It is quite clear that the 
new management started to change the company culture in a more self-critical 
direction – precisely to pave the way for the necessary changes.

There is little doubt that the age of the organization is crucial to how nailed-
down the culture is. The perception of what one ‘tends’ to do, and the stories 
associated with the organization’s culture, are stronger, the longer the organi-
zation has existed. Likewise, the cultures of large organizations will be harder 
to change than the cultures of small organizations. The more people, organiza-
tional layers, procedures, norms, etc., that need to be changed, the harder it is.

Because the concepts of organizational culture or corporate culture are so 
intangible, there can be many prejudices about the culture of an organization. 
An obvious example of this is described in the case on the next page.

FIGURE 8.2 Lego’s logo.
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