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Abstract 

Title: Impact of leaders’ empathy on employees’ state of amotivation to work. A case study 

of Lidl in Sweden. 

Level: Master thesis in business administration 

Author: Fazal Abbas Kamran 

Supervisor: Dr. Sarah Philipson 

Examiner: Dr. Maria Fregidou-Malama 

Aim: To understand employees’ amotivation to work and to know the impact of Leaders’ 

empathy on their state of amotivation. 

Method: This study undertakes a qualitative approach to data collection. The data was 

obtained through standardized interviews of Managers of Lidl Sverige AB, and self-

administered questionnaires filled by the employees of Lidl Sverige AB. Participants were 

selected using a convenience sampling approach. Well-Grounded Theory was used to 

analyze the data collected.  

Result & Conclusions: Money is considered as a motivator for floor level employees, 

however it has temporary affect and employees’ motivation to work reduces with time. 

This study is conducted to know, how to motivate “amotivated employees”. In this study, 

the author has tested “monetary rewards” and “leaders’ empathy” in motivating amotivated 

floor level employees. The findings are that monetary rewards have no effect on 

employees’ state of amotivation. Whereas, “leaders’ empathy” has healing effect on 

employees’ amotivation. In response to “leaders’ empathy”, the amotivated employees 

have shown interest as well as responsibility in their work.  

Suggestions for future research: Future studies should test the proposed model to 

understand the relation between job and leadership style, as some jobs required more 

empathetic leadership as compared to others. There is also a need to widen the definition 

of “empathy” from job level to individual level.   

Contribution of the thesis: At the theoretical level, the study provides a model that can 

reconcile gap in the existent literature regarding employees’ amotivation and impact of 

leaders’ empathy on it. Application of the proposed model revealsimportant information for 

managers concerning leadership style and its effect on employees’ motivation.   

Key words: Empathy, amotivation, monetary rewards, feedback, monotonous job 
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1. Introduction 

In this chapter, background of the research area, previous studies regarding the role of 

Leadership and employees’ motivation, gap in literature, significance of study, research 

questions and research limitations are elaborated in the research problem. 

 

 

1.1 Background 

Researchers have generated a large and growing body of literature about leaders and 

leadership. They have studied Leadership in terms of trait, style, and contingency factors 

(Lord, 1977) and tried to associate the success of the organization with individual skills, 

characteristics, and leaders’ personal qualities. Struggle was made to link the leader's 

qualities, personality, and actions with his/her transforming techniques to develop and 

improve the environment of an organization (Burns, 2003). This view of leadership, as based 

on personal attributes, has built notions of competition and power (Thornton, 2005).  

 

Later both academics and business researchers tried to underline the impact of leadership on 

quality, productivity, or key outputs of the organization (Gordon & Yukl, 2004). Because, 

leadership is not an isolated activity invested in a single person (Yukl, 1994) and 

organizational goals do not depend solely on the leader's traits and behavior, employees’ 

contribution is also required to attain organizational goals (Gordon & Yukl, 2004). Therefore, 

researchers have extended their focus in exploring the association between leader and 

employees in attaining the organizational goals. They related the success of business to the 

performance of employees (Hurduzeu, 2015), and consider them the asset of the organization 

(Uzonna, 2013). Because sustainability, growth, and progress of any business, is likely 

dependent on the motivated employees, apart from effective leadership (Uzonna, 2013). 

 

Therefore, leaders’ success relies on the performance of every single employee (Zaccaro, 

Rittman & Marks (2002). The leader is not only responsible to encourage his/her employees 

in developing and utilizing their abilities to achieve the organizational goals (Zaccaro et al. 

2002), but also responsible to assist the employees in enhancing their performance to achieve 

the organizational goals. A leader utilizes motivational and administrational skills to 

encourage followers towards organizational goals (Hurduzeu, 2015). 
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Bush (2008), argued that managing a workplace and leading the workforce are two different 

fields of business research. Although the idea to differentiate leadership and management was 

considered as novel, researchers often tried to differentiate the roles of leading the workforce 

and managing the work place as two different entities (Conger, 1999). According to Bloom & 

Van Reenen (2010), management is the ability to connect the strategic goals of the 

organization with individual performance of employees, where managers are responsible to 

provide the accurate combination of assistance and incentives to the employees to keep them 

motivated (Luthans, 1992). However, leadership is a capability of getting performance of 

people beyond expectations (Hooijberg, Hunt, Antonakis, Boal & Lane, 2007). And leaders 

are responsible to inspire and encourage the employees to perform in a proficient manner, 

without telling them what to do (Uzonna, 2013). 

 

According to Bush (2008), the concept of leadership is overlapping with the term 

management and researchers try to find the association between leadership and management. 

Researchers tend to develop theories regarding leaders’ influence on subordinates and little 

attention has been given to the leader's role in management (Zaccaro, 2007). Whereas, when 

leaders are assigned managerial tasks for sustaining an effective organizational culture 

(Ireland & Hitt, 1999), the leadership becomes a subset of management (Bedeian & Hunt, 

2006). Because, leadership involves selecting talented subordinates and providing them with 

goals and direction, (Bedeian, 1993) that is management function of planning, staffing, 

organizing and controlling (Rigby, 1993). 

 

According to Cacioppe & Albrecht (2000), organizational wellbeing depends on the active 

integration of the "whole" with the organizational parts and organizations suffer if there is no 

cohesion between them (DuBrin, 2001).And it is the responsibility of the managers to align 

all managerial functions (Rigby, 1993), however, if managers struggle in implementing the 

managerial activities and want to take corrective measures, they require an individual, who 

can act like a leader (Tsoukas, 1994). Hence, aligning the managerial functions in accordance 

to the organizational goals becomes critical components of the leaders’ job (Bedian, 1993). 

 

According to Yukl (1994), leaders’ effectiveness depends on the nature of work performed 

by the organization and employees’ motivation in carrying out the work activity (Ryan & 

Deci, 1985). Therefore, he/she requires understanding the needs (Amit, Popper, Gal, 

Mamane-Levy & Lisak, 2009) and emotions of followers (Avolio & Bass, 1998), in carrying 
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their work activity. He/she can utilize empathy as a mediator (Kellet, Humphery & Sleeth 

(2002) for social awareness and social effectiveness in work-life (Goleman, Boyatzis & 

Mckee, 2001). Moreover, he/she can utilize it to influence followers’ emotions and attitudes, 

in support of corporate goals and objectives (George, 2000). Therefore, when managers 

struggle, a leader can transmit organizational responsibility among the employees, by 

utilizing his empathy (George, 2000; Goleman et al., 2001; Ireland & Hitt, 1999; Kellet et al., 

2002). 

 

Why? I am interested. 

I have developed the idea of "need of a leader in aligning the managerial functions to raise 

employees’ motivational level" during my work-life. I observed that the warehouse, where I 

am working, was underperforming; with high labor costs. From managerial perspective 

employees did not work, and their focus was to convince the employees to work. Middle 

management was almost dysfunctional. From employee’s perspective managers are not 

cooperative and stress them to work harder. Management and employees were struggling 

against each other.  

 

In this management-employees dispute, the organization was not only bearing high labor 

costs, but management also looked helpless in maintaining the warehouse functional 

(Halieab, 2017). To overcome this organizational struggle, top management gave the 

responsibility to a new manager, who was hired for his achievements in sales stores. Instead 

of asking employees to work harder, he started working with the employees. He realized the 

job demands and needs of the employees to make their work easy. He also redesigned the job 

of middle management and extended their role in managing and organizing. In the third 

month of his appointment, the organization had achieved high labor performance.  

 

Why does this subject have interest for others? 

Although management researchers have intensively discussed leaders’ role in motivating 

employees, however, in the realm of real world organizational leadership is still suffering in 

employees’ amotivation to work. According to Mr Bill George, former CEO of Medtronic, 

organizational crisis is not caused by subprime mortgages, credit default swaps, or failed 

economic policies; the root cause is failed leadership (George, 2017-10-15).As, they could 

not find a fit between their organizations’ needs and their employees’ capabilities; therefore, 

they could not add value to their organizationsaid;said Mr Welch, chairman and CEO of 



 

4 

 

General Electric (Tichy & Charan, 2017-10-15). Because, a handful employees who perform 

at their peak are better than a dozen employees who operate at 50% efficiency according to 

Mrs Amy Morin, columnist of Business Insider (Morin, 2017-10-16). 

 

However, Mr Brian Wilkinson, head of Randstad UK, holds that there is a gap between what 

leaders’ think will motivate employees and what employees actually say motivate them 

(Groom, 2017-10-15). Hence, practitioners need to know what or how motivate employees, 

how to best to create an engaged workforce. 

 

1.2 Problematizing 

Motivation is a dynamic state, influenced by personal or situational factors (Wiley, 1997). It 

is an internal or external force that arouses employees toward work (Draft, 2002). According 

to Ryan & Deci (2000), employees differ in performing a work activity, depending on their 

motivation. They pay attention to organizational policies, reward systems, managerial 

behavior, and attach meaning to them according to their motivation (Tracey, Tannenbaun & 

Kavanagh, 1995).  

 

Employees’ motivation to work can either depend on the job itself (Hackman & Lawler, 

1971) or be a function of leadership/management to motivate the employees to work 

(McGregor, 1960). In the former case employees are motivated to work, because they found 

it interesting or found some separable outcome (Ryan & Deci, 2000). In the latter case 

employees are held to be reluctant to work and leaders’ intervention is considered necessary 

to persuade or direct them to work (McGregor, 1960). In both situations, a leader needs to 

diagnose first "what" motivates employees or "how" to motivate employees to work, so that 

he can adopt motivational tactics that persuade them to perform (Hersey & Blanchard, 1993). 

 

When a leader faces an uncertain and challenging environment (Boyatzis & McKee, 2005), 

he/she diagnoses the novel problems in the present environment and employees’ needs and 

demands to overcome the situation (Amit et al., 2009). To implement the organizational 

vision (Gronn, 1997), and align the managerial functions (Mintzberg, 1998), he/she creates 

new patterns of action and new belief system in the organization (Barker, 1997). The leader 

encourages followers to work for organizational goals (Edwards, Schedlitzki, Turnbull & 

Gill, 2015) and addresses the challenges using charisma, symbols, and other emotional 
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devices, to arouse and encourage subordinates toward organizational goals (Alvesson & 

Sveningsson, 2003). 

 

According to Burns (1978), employees’ motivation to work depends on the leadership. The 

leader impacts the actions of employees (Tichy & Cohen, 1997) and is responsible to arouse 

higher task performance among employees (Gilbert, Horsman & Kelloway, 2016) by 

broadening and elevating the interests of the employees to develop organizational 

commitment among them (Bass, 1985). His/her individual approach to the employees can 

articulate a sense of trust and respect and develop the organizational vision among them 

(Bass & Riggio, 2006). To transform their behavior, he/she can adopt transactional (Bass & 

Avolio, 1998), charismatic (Conger & Kanungo, 1987), or empathetic (Vito, Higgins & 

Denney, 2014) leadership. So, he/she can draw employees’ attention to appropriate issues and 

tries to develop desirable attitudes among them and reach the organizational goals (Hong et 

al., 2011). 

 

Vito, et al., (2014) argue that leader should develop an emotional connection with the 

employees to influence their performance, attitudes, and behavior. He/she can utilize 

empathy as a mediator to understand the job, employees’ needs, and emotions (Goleman et 

al., 2001). He/she can also use empathy to understand and harmonize employees’ lack of 

motivation (amotivation) to work and reach organizational goals (Vito, et al., 2014). Hence, 

he/she can alternate the employees’ state of amotivation to a sense of responsibility. 

 

In context to above discussion the leaders’ role in motivating employees to carry job 

activities and perform beyond their potential to reach the organizational goals is 

unquestionable (Alvesson & Sveningsson, 2003; Gilbert, et al., 2016). However, the 

motivational theories discussed in theoretical chapter only discuss employees’ motivation to 

work but understanding the employees’ motivation before adopting any motivational 

technique remained challenging (Hersey & Blanchard, 1993; Vito, et al., 2014). Moreover, 

there is no single motivational theory that can motivate all the employees (Wiley, 1997). 

Because, motivation is not a fixed trait, but a dynamic internal state that is influenced by 

personal and situational factors (Wiley, 1999). And it is one of the main factors determining 

the work performance of employees, other than the employees’ ability and the work 

environment (Griffin, 1990). According to him, if an employee lacks the ability to perform, it 

can be acquired by appropriate training and if the work environment hinders the performance, 
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it can be removed by altering it but if motivation is the problem, the solution is more complex 

and challenging.  

 

In this context, Ryan & Deci (2000) argued that there is a relation between employees’ 

motivation to work and the work activity itself; people are motivated for some activities, but 

not others, and not everyone is motivated for a particular task. Therefore, leader should 

develop an emotional connection with the employees to understand their motivation to 

influence their performance, attitudes, and behavior (Vito, et al., 2014). He/she can utilize 

empathy as a mediator to understand the job, employees’ needs, and emotions (Goleman et 

al., 2001). He/she can also use empathy to understand and harmonize employees’ lack of 

motivation (amotivation) to work and reach organizational goals by alternating the 

employees’ state of amotivation to a sense of responsibility (Vito, et al., 2014). Therefore, 

this study will help to understand the employees’ motivation in carrying monotonous job 

activities, reasons of amotivation to work and role of leaders’ empathy in curing the 

employees’ state of amotivation. 

 

Research contribution 

According to Kellet et al. (2002), in realm of psychology, leaders’ empathy has a positive 

relation with employees’ performance, however, empirical research in leadership disregard 

such a relation. Because, empathetic leader concern for employees’ over job that increases 

employees’ affiliation to their leader rather than job motivation (Choi, 2006; Northhouse, 

2015). I argue that Jobs varies with characteristics (Hackman & Oldham, 1976; Wood, 1986), 

jobs with high task variety may have low empathetic demand of a leader, as job itself is a 

motivator (Hackman & Oldham, 1976). Whereas, in job activity at the shop floor level 

leaders’ empathy have a positive role to motivate employees toward work. Because unless 

leader is aware of employee’s motivation and work conditions, it is not possible to reach the 

organizational goals (Gordon & Yukl, 2004; Miles & Petty,1997).  

 

Therefore, the scope of this study is to understand the role of leaders’ empathy in motivating 

amotivated employees to carry monotonous job activities. And it contributes to research by 

empirically testing theoretical relationships among leaders’ empathy (Bass & Riggio, 2006; 

Amit et al., 2009; Hong et al., 2011; Vito et al., 2014), and employees’ state of amotivation 

(Vallerand & Blssonnette, 1992; Ryan, 1995; Ryan & Deci, 2000) to work. 
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1.2.1 Study aim 

The aim of this study is to investigate the impact of leaders’ empathy on employees’ state of 

amotivation to work.  

 

I am interested to investigate which type of leadership style that is effective for warehouse 

employees and how it affects their performance. The overall focus of the study is to 

determine the impact of leaders’ empathy on employees’ state of amotivation to work. 

 

To reach the result goals, I have chosen warehouse job as monotonous work activities. 

According to Keyserling, Stetson, Silverstein & Brouwer (1993), a warehouse job is simple 

and not in itself motivating. They further argued that it is a repetitive job that requires high 

physical involvement which leads to fatigue and in extreme cases it can result in hygienic 

fatality. However, workers are likely to work for money under acceptable work conditions 

(physically, psychologically, and energy wise). 

 

1.2.2 Refined research questions 

In context to above discussion, I intend to study if employees that are amotivated, due to 

hygienic and monotonous job activities, and where monetary rewards no longer enhance their 

motivation, a leaders’ empathy can articulate a sense of responsibility among them and can 

motivate them to perform efficiently and effectively to achieve the organizational goals.  

For this purpose, the following research questions have been formulated. 

 

Research Question 1:  

What is the impact of leaders’ empathy on employees’ amotivation to carry monotonous job 

activities? 

 

Research Question 2: 

Do monetary rewards have any effect on employees' amotivation to carrymonotonous job 

activities? 

 

Delimitations 

The focus of this study is to investigate, which type of leadership is affective in motivating 

the warehouse employees toward work. However, leaders’ personal traits, personality, 
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experience, skills will not be considered. Moreover, job characteristics, working conditions, 

organizational policies, will also not be studied. Contextual differences between the sites e.g. 

the cultural composition of the work force will also not be studied. 

 

1.3 Disposition 

Figure 1.2 below visualizes the dispositions of this thesis. The thesis starts with an 

introduction to the subject area in chapter one and then the theoretical framework in chapter 

two conceptualizes the theories relating to the concept. Then chapter three describes how the 

study was conducted. The empirical findings and the analysis are presented in chapter four 

and five respectively. Finally, in chapter six conclusion and final discussion are presented. 

 

 

Fig:1.1 Disposition, own 
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2. Theoretical Background 

In this chapter general theories of motivation and leadership are described, to develop a 

framework of study. Conceptual frame work of study based on theories in relation to 

employees’ motivation and leadership styles is given. Research model and definition of 

variables studied in this study are also given at the end of this chapter. 

 

 

2.1 Motivation 

Motivation is operationally defined as the inner force that drives individuals to accomplish 

personal and organizational goals (Luthans, 1992). According to him, motivation is a process 

that starts with physiological or psychological deficiencies or needs that activates behavior or 

a drive aiming to satisfy that goal or incentive. It gives behavior purpose and direction 

(Kreitner, 1995). It is a predisposition to behave in a purposive manner, to achieve specific, 

unmet needs (Bedeian, 1993). According to Huczynski & Buchanan (2007), motivation is a 

combination of goals, towards which human behavior is directed to achieve those goals. The 

aforementioned definitions are just a few to illustrate the concept of motivation as used in this 

work.  

 

Intrinsic vs extrinsic motivation 

According to Ryan & Deci (2000), motivation always has an underlying cause, which should 

be identified to understand motivating factors for a certain action. It has been distinguished as 

intrinsic or extrinsic motivation, on the bases of the different reasons or goals that give rise to 

an action. Intrinsic motivation refers to doing something because it is inherently interesting or 

enjoyable that leads to internal satisfaction (Ryan & Deci, 2000). When individuals are 

intrinsically motivated, they pursue activities for the interest and enjoyment those activities 

provides and they often perform at relatively high levels, regardless of external prods, 

pressures, or rewards (Abuhamdeh &Csikszentmihalyi, 2009; Vallerand & Blssonnette, 

1992). Whereas, extrinsic motivation refers to doing something because it leads to separable 

outcomes, like rewards or other compensations (Ryan & Deci, 2000). When individuals are 

extrinsically motivated, they engage in activities in pursuit of desired rewards, such as 

money, prestige, or journal publications (Abuhamdeh & Csikszentmihalyi, 2009). 
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2.2 Theories of Motivation 

To enhance employees’ performance, motivation to work has been studied comprehensively 

by psychologist in the mid of 20th century. They formulated motivation theories to 

comprehend what motivates employees or how to motivate employees toward work. These 

theories can be categorized as need-based theories of motivation (e.g. Maslow's hierarchy of 

need, Alderfer’s ERG theory, Herzberg's two factor theory, and McClelland's acquired needs 

theory), intrinsic factor theories of motivation (Adam's equity theory and Vroom's 

expectancy theory), extrinsic factor theories of motivation (Reinforcement theory), and 

management theories of motivation (Taylors' scientific management theory and McGregor's 

X and Y Theory). 

 

2.2.1 Need-Based Theories of Motivation 

Maslow’s Hierarchy of Need 

Maslow (1957) stated that human needs form a hierarchy, ranging from lower order needs 

(physiological needs) to higher order needs (the need for self-actualization). He used a 

pyramid to illustrate the levels of motivation and states that once a need is accomplished; the 

individual moves towards the next level and strive to fulfill that. He categorized individual 

needs into physical needs (food, water, sex, etc.), security needs (personal security, health 

security, economic security, organization's security, work place security, etc.), love and 

belonging needs (love, intimacy, affection, friendship, etc.), esteem needs (self-respect, 

dominance, self-esteem, etc.) and self-actualization needs (realizing personal potential, 

seeking self-fulfillment, personal growth, etc.)  

 

Alderfer’s ERG Theory  

Alderfer (1969) distinguishes three levels of motivation: existence (e.g. food, water, air, 

clothing, safety, physical love, and affection), relatedness (family, friends, co-workers, and 

employers), and growth (progress toward one’s ideal self). According to him, an individual 

can, based on his/her motivators, move upward or downward on the levels of motivation. The 

individual changes level based on the extent to which the needs of any level are fulfilled. 

Alderfer (1969) held that this change of level took place in terms of frustration and regression 

principles.  
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Herzberg's Two-Factor Theory 

According to Herzberg’s (1968) two-factor theory there are certain factors, related to the job, 

which create job satisfaction, and others, which create dissatisfaction. According to Herzberg 

(1968), hygiene factors (satisfiers) deal with the factors involved in doing the job (e.g. salary, 

work conditions, policy, relation with supervisor, security, etc.), whereas job motivators (dis-

satisfiers) deal with the factors that define the job context (e.g. achievement, recognition, 

work itself, responsibility, and advancement). According to Herzberg (1968), hygiene factors 

cannot be used as motivators, because satisfaction from hygiene factors is temporary. 

Employees' strive to achieve hygiene needs because they are unhappy without them, but once 

satisfied the effect wears off. Employees' motivation to work can only be enhanced by real 

motivators, such as achievement, advancement, development, etc. 

 

McClelland's Acquired Needs Theory 

McClelland (1985) proposed that individuals have needs that they obtain in the whole life 

span and that the acquirement of needs is not an inborn process. Rather it is a learned 

behavior, which individuals develop through life experiences. He presented three types of 

needs as motivation for individuals: 

• Need for achievement: To be on the top and to achieve goals and aims.  

• Need for power: To have control, authority and influence on others, and to have 

responsibility, etc.  

• Need for affiliation: Belongingness, affection, affiliation etc. 

 

2.2.2 Intrinsic Factor Theories of Motivation 

The motivation theories related to internal factors that are related to intrinsic thinking and 

understanding of job. Following are the theories in used to motivate the employees’ 

intrinsically.  

 

Adam’s Equity Theory 

According to Adam (1963), employees seek equity between the inputs that they bring to a job 

and outcomes that they receive from it, against the perceived inputs and outputs of others. 

According to Adam, individuals feel highly motivated when there is transparent and justified 

reward system in the organization. 
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Vroom’s Expectancy Theory 

According to Vroom (1964), employees’ performance is based on individual factors, such as 

personality, skills, knowledge, experience, and abilities. He proposed that employees are 

motivated by the expectation of accomplishment and positive results of their performance or 

actions. He further stated that employees' effort, performance and motivation are linked to 

his/her motivation to work, which is a result of his/her expectancy (effort will lead to 

performance), instrumentality (performance result in valued outcome; either intrinsic or 

extrinsic) and valence (importance that the individual places upon the expected outcomes). 

 

2.2.3 Extrinsic Factor Theories of Motivation 

These theories are based on external factors that determine the motivation of an individual. 

 

Reinforcement Theory  

Skinner’s reinforcement theory (1953) is based on the principles of cause and effect; that is 

the individual’s behavior is a function of consequences:  

• Rewards for positive behavior reinforce positive behavior. 

• Punishment of negative behavior weakens negative behavior. 

• If there is no reward or punishment the behavior is fading. 

 

According to Cameron & Pierce (1994), reinforcement theory overlooks the internal state of 

the individual, i.e. inner feelings and drives for carrying out an activity. It focuses on what 

happens to an individual, when he takes some action. It is a tool for analyzing controlling 

mechanism for individual behavior and ignores the cause of behavior (Cameron & Pierce, 

1994). 

 

2.2.4 Management Theories of Motivation 

The following are two important management theories related to employees’ motivation 

toward work.  

 

Taylor’s Scientific Management Theory 

Taylor (1911) proposed the theory of scientific management to improve the performance 

(productivity) of employees, by optimizing and simplifying the job. According to him 

managers and workers need to cooperate with one another. He suggested breaking down the 
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work process into the smallest possible units, to determine the most efficient method to 

accomplishment the task. Furthermore, he asserted that the organization should identify the 

best way to do a job, train workers to handle each element in a predetermined manner and set 

up an equitable system of reward for improved productivity. 

 

McGregor’s X and Y Theory 

According to McGregor (1960), management is responsible for organizing the elements of 

productive enterprise, including the human resources. He stated that without active 

intervention of management, employees would be passive. Therefore, they must be persuaded 

and rewarded. Based on these assumptions, he proposed two theories, theory X and theory Y. 

Theory X states that the average human being has an inherent dislike to work and will avoid 

it if he can. Therefore, employees must be forced to work, because they prefer to be directed 

and avoid responsibility. Whereas, theory Y states that the effort in work is as natural as play. 

Employees apply self-control and self-direction in the pursuit of organizational objectives, 

without external control or the threat of punishment. Their commitment to work is associated 

with the reward they achieve.  

 

According to McGregor (1960), potential for development, assuming responsibility, and the 

readiness to direct behavior toward organizational goals are absent among the employees. 

And it is a responsibility of management to arrange organizational conditions and methods of 

operation so that employees can best achieve their own goals, by directing their own efforts 

toward work. 

 

Hackman and Oldham’s Job Characteristics Model 

Identifying the relation between employees’ motivation and job, Hackman & Oldham (1976), 

stated that job itself is a motivating factor. According to them, enriched or complex jobs are 

associated with increased job satisfaction, motivation and work performance, whereas, 

monotonous jobs lead to frustration and amotivation. According to him, job motivational 

characters are as follow. 

 Skill variety: The breadth of skills used while performing work.  

 Task identity: The opportunity to complete an entire piece of work. 

 Task significance: The impact the work has on others.  

 Autonomy: The depth of discretion allowed while performing work. 
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 Feedback: The amount of information provided about work performance.  

 

These job characteristics impact three critical psychological states, 

 Experienced meaningfulness  

 Experienced responsibility for outcomes, 

 Knowledge of the actual results. 

 

If these states are met then high work outcomes, job satisfaction, work motivation, 

performance, etc. are shown by the employees’ attitude (Hackman, & Oldham, 1976).  

 

2.3 Leadership 

The word Leadership has an extended history, whereas it has been defined by a variety of 

authors in diverse ways. According to Bass (1985), the concept of leadership is quite old and 

in the old times terms been recognized as chief of a tribe, commander or general of an army, 

king of a state, and principal of an institute. In business, the word leadership has been 

conceived as the focus of group processes, matter of personality, matter of including 

compliance, the exercise of influence, particular behavior, form of persuasion, poser relation, 

and instrument to achieve goals, effective interaction, differentiated role, initiation of 

structure, and many combinations of these definitions (Bass, 1985). 

 

MacGregor Burns (1978) has summed up the word leadership into five characteristics found 

in a leader: 

 Leadership is collective; which Burns (1978), explained as having multiple leaders in 

an organization, working along the other members of the organization.  

 Leadership is morally purposeful; as the leader and other members of the 

organization are aim and purpose oriented and work together to achieve a common 

goal for the organization.  

 Leadership is effective dealing; Burns (1978), believe that the leader is the one that 

deals effectively with dissent and disagreement.  

 Leadership is causative; the leader can bring positive change in the organization, by 

altering the aims, emotional attachments, and attitude of the member of the 

organization. 
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 Leadership is transformative; the leader transforms the whole phenomenon into an 

elevated state. 

 

In sum, leadership is a mixture of personality, behavior, power to influence, conformity, 

relations, persuasion, a tool to accomplish set goals, ability to work in a group’ and role 

differentiation (Bass & Avolio, 1998). 

 

2.4 Leadership Theories 

Leadership is probably the most frequently studied topic in organizational science, and every 

researcher tries to define what allows authentic leaders to stand apart from the mass. 

However, these theories of leadership revolve around four grounds, ranging from who leads, 

how he/she leads, under what circumstances he/she leads, and who their followers are 

(Cleveland, Stockdale & Murphy & Gutek, 2000). In the following major leadership theories 

proposed by researchers are presented. 

 

2.4.1 Trait Theories of Leadership 

Trait theories of leadership are related to certain positive traits and characteristics that a 

leader possesses, and which differentiate them from others. The notion of these theories is 

close to the great person theory, which states that a leader has personality traits that make 

them special and a reason of differentiation between leaders and non-leaders. Leaders are 

clear in their ideas and are more positive, motivated, and determined and researchers believe 

that all such traits are inherited (Clevelandet al., 2000). Kohs & Irle (1920); Bernard (1926); 

Smith & Krueger (1933); Kilbourne (1935); Jenkins (1947); contributed the most significant 

material on trait theory.  

 

According to Zaccaro (2007), trait approaches dominated the initial decades of scientific 

leadership research. Later, they were disdained for their inability to offer clear distinctions 

between leaders and non-leaders, and for their failure to account for situational variance in 

leadership behavior. Moreover, the traits and characteristics identified were not powerful 

predictors across situations (Van Wart, 2003). 
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2.4.2 Behavioral Theories of Leadership 

Leadership researchers subsequently refocused their efforts away from whom the leader was, 

to what leaders did and attempted to identify observable behaviors of leaders (Sashkin & 

Burke, 1990). They distinguished leaders’ behavior to identify exactly what good and bad 

leaders do on the job and then drew correlations between those specific behaviors and 

leadership effectiveness (Yukl, 1994). According to Homer (1997), two main features of a 

leader’s behavior are consideration and initiating structure. Consideration stands for 

apprehension for other members of the organization, their needs and interaction with each 

other, whereas initiating structure means apprehension for the organization and worry to 

achieve set goals. The researchers on behavioral theories include Blake & Mounton (1964); 

Lipman-Bluman (1996); Yukl (1994).  

 

According to Miles & Petty (1997), the behavioral approach of leadership neglected the 

environmental and situational context of leadership, ignoring the fact that a given set of 

behavior may not work under all circumstances. 

 

2.4.3 Contingency Theories of Leadership 

According to Yukl (1994), researchers began to consider that the effectiveness of a leadership 

could depend on situational factors, the extent of the leader’s authority and discretion, the 

nature of the work performed by the organization, the attributes of the subordinates, and the 

nature of the external environment. As a result, contingency theories of leadership developed. 

They claim that there is no one trait or style that is efficient for a leader. Different leadership 

styles are used to cope with different problems. There is no one style appropriate for all 

situations. The best possible style should have both external and internal constrictions, as 

approaches, the organization’s size, workers, allocation of resources, and atmosphere at the 

workplace. Over time, the following contingency theories have evolved: Fiedler’s (1967) 

contingency theory; Hersey & Blanchard’s (1969) situational theory; Vroom &Yetton’s 

(1973) decision tree model; and House & Mitchell’s (1974) path goal theory. 

 

According to Northouse (2015), as leader’s success was tied to the ability to understand the 

followers, as well as the environment, and then respond to both, as required by changing 

circumstances. Therefore, contingency leadership theories could not explain why leaders 

influence varies in different situations. 
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2.4.4 Relational Theories of Leadership 

The latest progress in the leadership theories is related to relational based theories. The 

foundations of these theories are social exchange theories, where a leader shows willingness 

to provide guidance and followers are ready to take directions and provide services. Burns 

(1978) first coined the term "transforming leadership" to describe a relationship, in which 

leaders and followers raise one another to higher levels of motivation and morality that leads 

to two types of leadership theories, Transformational Leadership and Transactional 

Leadership. According to Conger & Kanungo (1998), the difference between 

transformational and transactional leadership is in terms of what leaders and followers offer 

one another. Transformational leaders offer a purpose that transcends short-term goals and 

focuses on higher order intrinsic needs. Transactional leaders, in contrast, focus on the proper 

exchange of resources. If transformational leadership results in followers identifying with the 

needs of the leader, the transactional leader gives followers something they want in exchange 

for something the leader wants (Kuhnert & Lewis, 1987).  

 

McCleskey (2014) states that transactional leadership involves exchanges between leaders 

and followers designed to provide benefits to both. Transactional leaders influence followers 

through contingent rewards and negative feedback or corrective coaching, whereas, 

transformational leader' motivate followers to do more than they originally intended to do, by 

presenting followers with a compelling vision and encouraging them to transcend their own 

interests for those of the group or unit. In fact, a defining characteristic of transformational 

leadership is the enormous personal impact it has on followers' values, aspirations, ways of 

thinking about work and interpreting events. Transformational leaders transform followers by 

transforming followers' values and beliefs.  

 

Theories under this heading are Bass’ (1985) transformational leadership and Dansereau, 

Graen & Haga’s (1975) Leader Member Exchange model/Transactional Leadership. 

 

Components of Transformational and Transactional Leadership 

According to Bass & Avolio (1998), there are four components of transformational 

leadership: Idealized influence (or Charismatic leadership), Inspirational motivation, 

Intellectual stimulation, and Individualized consideration, which are as "the four I's:" 
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 Idealized Influence (II): Idealized Influence indicates how leaders hold subordinates’ 

trust, maintain their faith and respect, show dedication to them, appeal to their hopes 

and dreams, and are their role models. 

 Inspirational Motivation (IM): Inspirational Motivation measures the degree to which 

leaders provide a vision, use appropriate symbols and images, to help others focus on 

their work, and try to make others feel their work is significant. 

 Intellectual Stimulation (IS): Intellectual Stimulation shows the degree to which 

leaders encourage others to be creative in looking at old problems in new ways, create 

an environment that is tolerant of seemingly extreme positions, and nurture people to 

question their own values and beliefs and those of organization. 

 Individualized Consideration (IC): Individualized Consideration indicates the degree 

to which leaders show interest in others’ well-being, assign projects individually, and 

pay attention to who is less involved in the group. 

 

According to Bass & Avolio (1998), there are three components of transactional leadership: 

Contingent reward; Management by exception; Laissez faire leadership. 

 Contingent Reward (CR): Contingent Reward shows the degree to which leaders tell 

others what to do to be rewarded, emphasize what leaders except from them, and 

recognize their accomplishments. 

 Management by Exception (MBE): Management by Exception assesses whether 

leaders tell others the job requirements, are content with standard performance, and 

are a believer in if it isn't broke, don't fix. 

 Laissez faire leadership (LF): Laissez faire leadership measures whether leaders 

require little of others, are content to let things ride, and let others do their own thing. 

 

2.5 State of the art 

The theoretical chapter above introduced the literature on the phenomena that are 

investigated in this work. The aim of this sub-chapter is to better understand the status of the 

theories and separate the well-established theories from the developing ones. First, it is worth 

notifying that in the literature review (problematization) only peer-reviewed articles have 

been presented. The analysis of state-of-the-art will help to develop appropriate research 

questions, since the goal is to establish new theory that would add value to the current 

literature, validate an emerging theory or prove that an existing theory is no longer valid. The 
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state-of-the-art statement is presented in Figure 2 below. It helps to formulate the research 

questions that will allow this study to contribute to the current knowledge.  

 

After the analysis of available literature on employees’ motivation, it became obvious that 

majority of researchers focus on understanding the employees’ motivation to work with their 

personal motives and needs to carry out a work activity. On the other hand, researchers also 

focused in developing the leadership theories and their contribution to enhance employees’ 

motivation to work. There are abundant of articles defining motivation and role of leaders in 

employees’ motivation. 
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 2.5.1 State of the art table 

 

Phenomenon Reference Citations Validity Strength in the Theory 
M

o
ti

v
a
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o
n

 t
o

 w
o
rk

 

Abuhamdeh & Csikszentmihalyi (2009) 67 Some Validation Proposed new Theory 

Benabou & Tirole (2003) 1876 Well Validated Dominating Theory 

Wiley (1997) 316 Some Validation  Emerging Theory 

Alderfer (1969) 1785 Well Validated Dominating Theory 

Hackman & Oldham (1976)  6728 Well Validated Dominating Theory 

Mottaz (1985) 241 Some Validation Emerging Theory 

McClelland (1985) 644 Some Validation Emerging Theory 

Evaluated as: Dominated Theory 

A
m

o
ti

v
a
ti

o
n

 

to
 w

o
rk

 

Ryan (1995) 1434 Well Validated Dominating Theory 

Vallerand & Blssonnette (1992) 980 Well Validated Dominating Theory 

Ryan & Deci (2000) 7420 Well Validated Dominating Theory 

Evaluated as: Dominated Theory 
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 Deci et al. (1999) 4809 Well Validated Dominating Theory 

Rynes et al. (1983) 182 Some Validation Emerging Theory 

Olafsen et al. (2015) 32 Validated Emerging Theory 

Evaluated as: Dominating Theory 

L
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Amit et al. (2009)  34 Validated Proposed new Theory 

Bass & Rigio (2006) 7470 Well Validated Dominating Theory 

Bush (2008) 173 Some Validation  Proposed new Theory 

George (2000) 2032 Well Validated Dominating Theory 

Goleman et al.  (2001) 537 Well validation Emerging Theory 

Kellet et al. (2002) 282 Well validation Proposed new Theory 

Homer (1997) 306 Some Validation Emerging Theory 

McCleskey (2014)  31 Some Validation  Proposed new Theory 

Alvesson & Sveningsson (2003) 352 Well Validated Emerging Theory 

Hong et al. (2011) 35 Some Validation Proposed new Theory 

Vito et al. (2014) 74 Some Validation Proposed new Theory 
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Evaluated as: Emerging Theory 

 

Table 2.1 State-of-the-art, own. 
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State of the art evaluation points out that the scientific community is not sure about the 

dominance of one theory in comparison to others. And it can be concluded that there are 

several competing theories regarding employees’ motivation to work. In accordance to this, 

employees’ amotivation to work is also a dominating theory. State of the art evaluation also 

shows that use of monetary rewards to motivate employees in carrying monotonous work 

activities is common and theory under this section is a dominating theory. Whereas, use of 

leaders’ empathy in motivating amotivated employees is an emerging theory. Therefore, the 

contribution of this research is the empirical investigation of if leaders approach towards 

employees can arouse employee motivation and increase their performance, while caring 

monotonous work activities. 

 

2.5.1 Conceptual Framework 

Considerable attention has been given to Hackman & Oldham’s (1976) Job Characteristic 

Model that states that job itself is a motivator for an employee. This assumption has been 

widely accepted for employees at higher level but remained questionable for the employees at 

lower level (Mottaz, 1985). Because, job activities of low-level workers are not intrinsically 

interesting (Ryan & Deci, 2000) and they carry out these activities to earn money for the 

accomplishment of their basic needs (Alderfer, 1969; Deci et al., 1999). Which is a weak 

motivator (Herzberg, 1968), resulting only in temporary motivation that wears off soon 

(Benabou & Tirole, 2003). Soon they avoid working extra just for monetary rewards, because 

money cannot in the long run compensate the hygiene conditions and it leads to employees' 

amotivation (Vallerand & Blssonnette, 1992; Ryan & Deci, 2000); i.e. a state of lacking 

intention to act (Ryan, 1995). When amotivated, employees’ behavior lacks intentionality and 

a sense of responsibility; they do not value the job and do not feel competent to do it (Ryan, 

1995).  

 

When employees are amotivated and are not willing to raise their performance for monetary 

rewards, leaders’ intervention and approach can arouse their motivation to work. His/her 

emotional connection with the employees can maintain their faith and respect, by appealing 

to their hopes, and dreams (Bass & Riggio, 2006; Hong et al., 2011). His/her empathy draw 

their attention to appropriate issues and develops desirable attitudes among them and they 

transcend their interest for the organizational wellbeing (Alvesson & Sveningsson, 2003; 

Bass, 1985). 
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2.5.2 Motivating amotivated employees 

A static monotonous job leading to amotivation at work. This amotivation is the context for 

the study of two research questions: If leader’s empathy leads to motivation towards work 

and if monetary rewards does not. 

 

 

 

 

Fig: 2.1Impact of “leaders’ empathy” & “monetary rewards” on employees’ state of 

amotivation to work, own 

 

 

 

Definitions of variables used in this study 

Job 

A set of activities that possess some inherent purpose, being interesting (Herzberg, 1968; 

Ryan & Deci, 1985), to seek personal growth (Herzberg, 1968; Alderfer, 1969; McClelland. 

1985), or perhaps something more meaningful that the individual is intrinsically motivated to 

do and feels called to do, by their inner guidance (Treadgold, 1999). Whereas, a simple and 

repetitive job (monotonous job) leads to amotivation to work (Hackman & Oldham, 1976, 

1981) 

 

Amotivation 
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Amotivation is a lack of sense of responsibility toward work activities (Ryan, 1995; 

Vallerand & Blssonnette, 1992) in absence of job motivating elements (Hackman & Oldham, 

1976). Amotivated employees don’t value their job and don’t feel competent in doing it 

(Ryan & Deci, 2000). 

 

Monetary Rewards 

Money is a key to motivate employees to work (Lawler, 1981). It has significant influence on 

job attractiveness that attract, retain, and motivate employees to work (Rynes, et al., 1983; 

Milkovich & Newman, 2007). Employees accept money as a compensation of their time; 

effort, and skills in carrying out that work activity (Olafsen, Halvari, Forest & Deci, 2015). 

 

Leaders’ Empathy 

Empathy is a fundamental competence of a leader for social 

awareness and social effectiveness in work life (Goleman et al., 

2001). It is a mediator (Kellet et al., 2002), to understand the 

employees' needs (Amit et al., 2009), their motivation to work (Bass 

& Riggio, 2006), by developing emotional connection with them 

(Vito et al., 2014). Using his empathy, a leader can assist employees' 

in their needs and demands to accomplish personal and organizational 

goals (Hong et al., 2011).  
  



 

26 

 

3. Methodology 

This chapter deals with the research methods used. It revolves around the research design 

used in the study, research strategies, the characteristics of the population and the sample of 

the population, the chosen data collection techniques, ethical considerations that the present 

study had, scientific criteria used, while doing this research and operationalizing it along 

with their advantages and limitations.  

 

 

3.1 Research design 

A qualitative research design is used with standardized interviews and self-administered 

questionnaires. According to Bryman & Bell (2003) qualitative research is defined as 

primarily the exploratory research. It is used to gain an understanding of underlying reasons, 

opinions, and motivations. It provides insights into the problem or helps to develop ideas or 

hypotheses for potential quantitative research, whereas with the help of qualitative research 

design the in-depth study of the small target populations’ behavior and perception is revealed. 

 

3.1.1 Data collection technique 

According to Reja, Manfreda, Hlebec & Vehovar (2003), the substance of responses is 

affected by the method of data collection (qualitative or quantitative) and nature of the 

question type, i.e. closed-or open-ended questions. Therefore, the researcher should carefully 

select the data collection method for analysis. According to Gummesson (2005), quantitative 

data is suitable to investigate the causality of variables, because it focuses on quantification 

of data (Reja et al., 2003). It is a deductive approach that refers to data analysis to test 

whether data are consistent with prior assumptions or theories identified by the researcher 

(Thomas, 2006). Whereas, qualitative data is focused on words and in-depth data (Bryman & 

Bell, 2003), that allows better and complex investigation of aspect of certain phenomenon 

(Gummesson, 2005). It is an inductive approach that refers to data analysis by using detailed 

readings of raw data to derive concepts or themes through interpretations made from the raw 

data collected by the researcher (Thomas, 2006).  

 

As my aim is to understand the relation between leaders’ empathy and employees’ state of 

amotivation, an inductive qualitative approach is used for data collection and analysis.  
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The data collection method employed in this research is both, open- and close-ended 

questions, using standardized structured interviews and self-administered questionnaire. 

According to Turner (2010), to provide the researcher with a well-founded collection of 

information for analysis, interviews may be coupled with other forms of data collection i.e. 

self-administered questionnaire. So that, the limitations of one type of data collection method 

are balanced by the strengths of another (Greene, 2008). 

 

According to Foddy (1993), close-ended questions limit the respondents to the set of 

alternatives being offered, but in general yield a higher percentage of answers (Reja 

etal.,2003). An open-ended question on the other hand, allow the respondent to express an 

opinion without being influenced by the researcher (Foddy, 1993) and adds diversity in the 

responses, as compared to closed-ended questions (Reja et al., 2003). 

 

Lazarsfeld (1944) suggested the use of a combination of open- and close-ended questions. 

According to him, it is suitable to use open-ended questions at the initial stage of a 

questionnaire, to identify adequate answer categories for the close-ended questions. 

Similarly, in the later stages of the questionnaire, open-ended questions can be used to 

explore deviant responses to the close-ended questions (Lazarsfeld, 1944). 

 

Standardized interviews 

Standardized interviews are defined as the interviews that inquire all participants with similar 

questions in similar order (Turner, 2010).The standardized structured interviews were 

conducted using open-ended questions. Open-ended questions in an interview are when the 

participants are given the opportunity to respond to the interview questions in detail, freely 

and without fear of being judged (Turner, 2010). The quality of the study will thus be 

improved by using standardized open-ended interviews. By inquiring all participants with 

similar questions in the similar order and permitting them to respond freely, the risk that 

personal biasness that affects the results is significantly reduced (Turner, 2010). As the 

participants have been given the opportunity to respond to the questions in desired detail, the 

interviews can contribute by giving rich qualitative data (Turner, 2010). 

 

Rich qualitative data allows researchers to closely study new frameworks and view key 

elements relationships in the framework in greater detail (Doz, 2011). According to 

Eisenhardt & Graebner (2007), rich qualitative data can provide researchers with insight into 



 

28 

 

complicated social processes that quantitative data has trouble revealing. Rich qualitative 

data is particularly helpful in comprehending why (or why not) certain relationships between 

elements within a framework or theory hold, which is fundamental in establishing internal 

validity (Eisenhardt, 1989).  

 

Regarding the scope of the interview questions, following the recommendation of Eisenhardt 

& Graebner (2007) for research that is theory-driven, the interview questions were tightly 

scoped within the context of the existing theories (concepts) that make up this study’s 

proposed framework. In consideration of the chosen sampling approach (convenience 

sampling), as well as the comfortableness and convenience of the potential participants, the 

interviews were carried as face-to-face qualitative interviewing. 

 

According to Bryman & Bell (2003) face-to-face interviews could be the most appropriate for 

extensive (very long) interviews, as it is less easy for respondents to voluntarily terminate the 

interview, as when carried out by telephone or similarly. They also mention that in face-to-

face interviews researchers can observe the body language of the respondents, which could 

be important in certain studies, as body language can express the respondents’ uneasiness or 

awkwardness towards a question. 

 

Bryman & Bell (2003) also point out limitations or issues with face to face interviews, in that 

it is expensive to conduct qualitative interviews. The other drawback of great importance to 

this study is that respondents may be more concerned about how to honestly answer sensitive 

interview questions if the investigator is physically present; as face to face interviewing may 

enhance the respondents’ attitude-behaviour gap. It may, consequently, impede the overall 

result of the study. Lastly, face-to-face interviews could be very long and extensive to 

conduct.  

 

However, as the interviewing process for this study is standardized and, as previously 

explained, the questions are tightly scoped, the probability of having very long interviews is 

minimal. Moreover, questions are formal and do not ask sensitive information therefore, it is 

highly unlikely that any of the respondents feel uneasy or awkward regarding the interview 

questions. Therefore, considering its benefits and limitations, it is argued that face-to-face 

interviewing is an appropriate approach to undertake in the study. 
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Self-administered questionnaire 

According to Bryman & Bell (2003), self-administered questionnaires are similar to 

structured interviews. The difference between self-administered questionnaires and structured 

interviews is the absence of interviewer, in self-administered questionnaires the respondents 

have to read question and answer themselves (Bryman & Bell, 2003).  

 

According to Alreck & Settle (2004) self-administered questionnaires are useful to collect 

large amount of information from a large number of respondents in short period of time and 

in relatively cost-effective way. Self-administered questionnaire reduces the interview effect 

(Bryman & Bell, 2003) and allows the respondent to answer without hesitation. Moreover, 

they are easier to analyze than structured interviews (Bryman & Bell, 2003). However, 

Bryman & Bell (2003), argued that by using a questionnaire, the researcher cannot collect 

additional data through facial expression, reactions or body language. Secondly, the 

probability of ambiguous data increases as the researcher does not know who is answering. 

Thirdly, respondent choose the answer without reading the complete question or even he/she 

can read the questionnaire as a whole (Bryman & Bell, 2003). 

 

The self-administered questionnaires used in this study consists of both open- and close-

ended questions, which are tightly scoped, therefore, the probability of hesitance to sensitive 

information is minimal. In addition, as the nature of this study is not a controversial one, it is 

highly unlikely that any of the respondents feel uneasy or awkward regarding any of the 

questions. Moreover, to ensure that the right person has filled the questionnaire, selected 

sample were asked to fill the questionnaire in the presence of the researcher. Therefore, 

considering its benefits and limitations, it is argued that self-administered questionnaire is 

also appropriate approach to undertake in the study. 

 

3.1.2 Population and sampling 

According to Gallup Worker Audit report (2016-07-31), researchers with the Gallup 

organization found that only 13% of employees worldwide are motivated toward their work, 

whereas 63% of employees are amotivated to work and less likely to strive to achieve the 

organizational goals. Similarly, a survey by Aon-Hewit (2016), reports that nearly two out of 

10 employees don’t say positive things about their company, don’t see a long-term path, and 

don’t strive to go above and beyond their potentials to achieve the organizational goals.  
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According to these surveys the population concerned is extremely vast, because population is 

the aggregate or totality of all objects, subjects, or members that conform to a set of 

specifications (Polit & Hungier, 1999). However, to cover the huge population of the study 

convenience sampling has been chosen. It is a specific type of non-probability sampling 

method that relies on data collection from population members that are conveniently 

available to participate in study (Etikan, Musa & Alkassim, 2016). Convenience sampling is 

advantageous, due to the availability and the quickness with which data can be gathered. 

However, its credibility is questionable, because the sample might not represent the entire 

population. 

 

To study the research questions, employees at Lidl’s warehouses in Sweden were selected. 

The sample consists of workers and managerial staff. Eight managers at different hierarchical 

level are interviewed in Lidl’s two warehouses in Sweden and twenty-four shop floor level 

workers were asked to fill in a self-administered questionnaire. Therefore, to guarantee that 

the samples would represent the population accurately, two control variables were chosen:  

1. Monotonous job activities, to understand the employees’ in carrying out the work 

activities (Hackman & Oldham’s, 1976; Ryan & Deci, 2000).  

2. Tenure of service, as motivation to carry out monotonous job activities reduces 

with time (Vallerand & Blssonnette, 1992; Ryan, 1995; Ryan & Deci, 2000).  

 

3.2 Operationalization 

According to Holme, Solvang, Fløistad, Kjeldstadli& O’Gorman (1997), operationalization is 

a process to transform how theoretical concepts are translated into measurable instruments. It 

consists of four basic steps, theoretical insights, listing potential variables, selecting the 

variables and collecting data (Holme et al., 1997). They hold that the appropriate 

operationalization contributes to obtain relevant information and accurate conclusions. 

Hence, the operationalization of the research questions is given in appendix, where 

definitions of the variables are given at the end chapter 2.   

 

As, the study aims to explore the impact of leaders' empathy towards the employees' state of 

amotivation, two questionnaires have been developed; one for managers and one for 

employees, to know both perspectives. To make sure that the interview questions are relevant 

to the aim of this study and the proposed model, table 3.1 to 3.6 were created (See appendix). 
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The tables give the questions that intend to operationalize the theoretical concepts for this 

research and references to the relevant concepts.  

 

3.3 Choice of analysis method 

Data analysis is the most complex and mysterious of all the phases of a qualitative research 

(Gummesson, 2005), because, it relies on inductive reasoning to interpret and structure the 

meanings that can be derived from data (Bryman & Bell, 2015). The researcher has to 

interpret and analyze the data to make it sensible (Gummesson, 2005). There are no ‘quick 

fix’ techniques in qualitative data analysis and there are as many different ways of analyzing 

qualitative data as there are qualitative researchers doing it (Bryman & Bell, 2015). 

 

However, the lack of standardized processes for qualitative data analysis makes the 

documentation of this process a necessity (Philipson, 2013-09-23). Depending on the data 

collection technique, Bryman & Bell (2015) have mentioned the following two strategies for 

analyzing qualitative data: 

 Analytic induction approach, a technique to collect data continuously, until  

contradicting data is received and hypotheses are formulated.  

 Grounded theory, a technique to collect, transcribes, and analyze data systematically, 

to draw a theory. In this method, data collection, analysis, and theory development 

stand in close relationship to one another.  

 

According to Bryman & Bell (2015), in the midst of the ambiguousness of the process of 

qualitative data analysis, grounded theory is the most commonly used and prominent 

framework for analyzing qualitative data. It gives the researcher more flexibility and ability 

to re-think the questions and make adjustments (Eisenhardt, 1989). Enhancing the grounded 

theory proposed by Strauss & Corbin (1997), Philipson (2013-09-23) proposed well-

grounded theory for qualitative data analysis. As, it is important not to lose the meaning of 

qualitative data due or intensive coding (Eisenhardt, 1989), Philipson (2013-09-23) proposed 

an 18-step framework for making qualitative data analyzable. It provides the readers with a 

transparent view of the data analysis. Moreover, it diminishes the haziness of the analysis 

process and provides the researcher with an unambiguous approach to analyze qualitative 

data. 
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Therefore, I have chosen to analyze the data with grounded theory. Specifically, the variant 

of grounded theory proposed by Philipson (2013-09-23), called Well-Grounded Theory, was 

employed. The transcription and analysis of the interviews was conducted based on the 

following steps: 

 Recorded all the face-to-face interviews and have written them down. 

 Created a matrix in Microsoft Excel including the questions in the first column and 

the answers to each question by each respondent in the rows. 

 Studied the answers to find key words. Keywords are not whole sentences, but stand-

alone statements understandable independently of the whole answers (Philipson, 

2013).  

 Eliminated the rest of the sentences and left only the key words separated by ‘/’ signs. 

 Found the common keywords and patterns, put the keywords in the second column 

after the questions and highlighted, whether or not this keyword was present in the 

answer for the responder. 

 After highlighting the cells that include certain keywords deleted the word content. 

 Moved the most frequently used key words to the top and arranged the key words 

according to their popularity.  

 Moved the columns with the interviewees to find the ones with the most similar 

answers. 

 Found a pattern of similar answers amongst the interviews (global patterns). 

 Presented the patterns and analyzed them in context of the research questions (local 

patterns). 

 

3.4 Quality consequences of methodological choices made 

Qualitative research is a naturalistic approach to understand a phenomenon in a real-world 

setting (Golafshani, 2003). It is designed to explore the human elements of a given topic, 

while specific qualitative methods examine how individuals see and experience the world 

(Given, 2008). According to him, qualitative approaches are typically used to explore new 

phenomena and to capture individuals’ thoughts, feelings, or interpretations of meaning and 

process. Thus, it is only possible and accepted by others, when the researcher can show that 

he/she has set quality control criteria and followed these during different phases of study 

(idem). Therefore, researchers set the scientific criteria (Bryman & Bell, 2003) to ensure that 

the research findings are of worth paying attention to (Golafshani, 2003). Validity and 
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reliability are two factors which any qualitative researcher should be concerned with, while 

designing a study, analyzing results, and judging the quality of the study (Patton,2001). Both, 

reliability and validity are conceptualized as trustworthiness, rigor, and quality in qualitative 

paradigm (Bryman & Bell, 2003; Golafshani, 2003).   

 

3.4.1 Validity 

According to Bryman & Bell (2003, 2015), validity determines whether the research truly 

measures the concept, which it was intended to measure or how truthful the research results 

are. According to Maxwell (1992), the judgment of scientific criteria of qualitative study is 

usually more complicated than in case of quantitative study, which have more support in 

statistics. In the latter, the researcher has to show the relationship between the studied 

account and the phenomena in the real world outside of that account (Maxwell, 1992), i.e. 

he/she meets the criteria, results can be relied on and can provide practical implications. He 

also has to ensure the “honesty, depth, richness and scope of data achieved.”, or how the data 

is “objectively” interpreted and presented (Cohen, Manion & Morrison, 2007). 

 

Study aims to examine the impact of leaders’ empathy on employees’ state of amotivation to 

work. To ensure that the sample represents the population amotivated due to monotonous job 

activities, shop floor level workers carrying monotonous (see operationalization) work 

activities were selected to examine. For this purpose warehouse employees of Lidl Sverige 

AB. were selected. Secondly, to reduce the participant error (Saunders, et al., 2009) 

respondents have been chosen from different departments of the warehouses to obtain wider 

experiences for analysis. Thirdly, to reduce the interviewee effect (Bryman & Bell, 2003), 

employees were asked to fill the self-administered questionnaires.  

 

To ensure that the qualitative data collected and analyzed truly measures what was intended, 

the operationalization (tables: 3.1 to 3.6 in appendix) is constructed to ensure that questions 

are relevant and purposive to the study. Three employees of working in one of the 

warehouses studied were asked to fill the questionnaire for pilot test. It ensured that the 

participants understood the questions as intended by the author. 

 

Apart from self-administered questionnaire filled by warehouse workers, face-to-face 

interviews were conducted with managers at the warehouses, to better understand the variable 
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“leaders’ empathy”. It was useful to reveal their experiences of motivating the employees to 

work. This additional effort has also increased the validity of this research. 

 

3.4.2 Reliability 

According to Bryman & Bell (2003, 2015), reliability is the extent to which results are 

consistent over time and an accurate representation of the total population under study. It also 

ensures that the results of a study can be reproduced witha similar methodology (Saunders, 

Lewis & Thornhill. 2009). To help the readers to understand the findings of this study, I have 

taken following two measures. Firstly, I have stated the data collection technique, data 

collection method, data analysis method, made during the course of this study in the 

beginning of this chapter to ensure that reliable data is used to reach the study goals. 

Secondly, the definitions of variables studied in this study and reflection over the questions is 

also given in “operationalization”. This will also help the readers to understand the findings 

and increase the reliability of this study.  
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4. Empirical Findings 

This chapter starts with the introduction of organization, it elaborates the empirical 

presentation of collected data and how it was processed to make it understandable for the 

readers. An example of each successive stage of data analysis is given as fig. x, whereas, 

detailed data processing is given for readers in appendix C & D. 

 

 

4.1 Introduction of Lidl Sverige AB 

 

Lidl is one of the largest grocery retailers in Europe. It founded its first store in Germany in 

1973 and now it has nearly 10,000 stores in 25 countries. Lidl entered in Swedish grocery 

market in 2003. Currently, Lidl is operating 170 grocery stores in Sweden. It has established 

itself as a leading grocery store and won the Retail Chain industry ‘Award for the years’ 

“2016-17” and also got the "Retail Award” in 2016. The head office of Lidl in Sweden is 

situated in Solna. It has two warehouses, in Halmstad and Roserberg, as a backbone of its 

retail business. According to Mr Halieab (Project Leader), Lidl showed a 30% growth in 

Sweden between 2014 and 2016. The increasing business has increased the workload in the 

warehouses and it became a challenge for the warehouses to fulfil the store orders on a daily 

basis. The employees’ motivation to work is continuously decreasing, which started to affect 

the stores orders. That ultimately affected the retail market. Dealing with the situation, 

management of the warehouses are making effort to keep employees motivated toward 

organizational goals. According to Mr Halieab (2017), Lidl is currently working on employee 

branding to increase employees’ job satisfaction and motivation to achieve the organizational 

goals.  

 

4.2 Processing of empirical data 

Following is the detailed description, how data is processed in this study. 

 

4.2.1 Transcription of data 

I have created two matrixes in MS excel, one for self-administered questionnaires filled by 25 

employees of the warehouse and the second for interviews conducted with the 8 warehouse 

managers. In both matrixes the questions were placed in first column and in the following 

columns the answers to every question from every respondent. See fig. 4.1 
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Fig:4.1Transcription of data, own. 

 

4.2.2 Identification of keywords 

I have examined all the answers of individual question to sort out similarities in their answers 

and make these words bold. Everything not bold was deleted. Next step separated the 

keywords present in a cell by slashes. Each step was introduced in a new sheet, so that if a 

mistake is made can be traced back. See fig. 4.2. 
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Fig: 4.2Fig. Identification of keywords, own. 

 

4.2.3 Matrix formulation 

I have placed all the similar keywords separately in previous in a new row for the same 

question. Than I have counted the frequency of keywords in the matrix and placed them in a 

column next to the last respondent. Next to it, sub rows of the answers were arranged 

according to their frequency. Lastly all the keywords were replaced with a color in respective 

cell. See fig. 4.3. 
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Fig: 4.3 Matrix formulation, own. 

 

4.2.4 Rearrangement of rows and columns 

Next to matrix formulation, global and local patterns were identified and marked. According 

to Philipson (2013-09-23), global patterns are groups of interviewees, observed subjects that 

over the whole interview answers in a similar way. Whereas, local patterns are patterns for a 

group of items, concerning a concept or relations between concepts. I have arranged the rows 

to bring questions with similar answers closer to each other. Similarly, columns were moved 

in a way that the respondents that were most similar in their answers brought closer to each 

other to find global patterns. After finding the best possible similar pattern, Local patterns 

were identified by marking all groups of 2:2 or more with black circles. See fig. 4.4.  
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4.2.5 Identification of Local and Global patterns 

In the final stage of data processing, two global patterns were identified “influenced by 

leaders’ empathy” and “motivated toward money” on employees’ amotivation to work and 

grouped under blue ovals. Further on, under each global pattern Local patterns were 

identified and marked as red ovals. These local patterns were named with a numeric number 

and the questions under this local group are also mentioned. See fig. 4.4 

 

 

 

Fig: 4. 4 Identification of global pattern, own. 

 

4.2.6 Data analysis 

To analyze the data and its finding, first I have described the answers for individual question 

in a next column at the end of every global pattern (for an example, see fig. 4.5). Next to it, 

comments under similar local pattern were described i.e. given in table 8. In last, comparison 

of comments was made across the global pattern for similar local pattern. 
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Fig: 4.5.1. Data analysis, own. 
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Fig: 4.6.2. Data analysis and comparison, own. 
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Concept Description of local Pattern under global Pattern 

“influenced by leader’s empathy” 

Description of local Pattern under global pattern “motivated toward 

money” 

J
o
b

 m
o
ti

v
a
ti

o
n

 

1. Monotonous job activity, where employees have 

reduced their responsibilities just to job activities. 

2. Monotonous job activity, where employees have reduced their 

responsibilities just to job activities. 

1.1 Employees consider job as an opportunity of social 

contact, carry out these activities considering interesting 

and opportunity to grow, and willing to increase their 

performance against appreciation of their effort. Most of 

them are young but have a long tenure of service. 

2.1 Employees' carrying out job activities for monetary rewards and 

willing to increase their performance for monetary rewards. They are 

also inclined toward promotion. 

A
m

o
ti

v
a
ti

o
n

 t
o
 w

o
rk

 

1.2 Absence of feedback/praise/ 

recognition leads to job dissatisfaction.  

2.2 Employees' motivated toward money, have accepted all physical 

and environ-mental conditions. They do not seek for feedback or 

appreciation for their work. Mostly are aged and scattered among all the 

groups of tenure of services. 

1.2a Unwillingness to work overtime due to physical 

condition and social responsibilities.  

2.2a Employees' have compromised their physical and social life for 

money, but they are also not satisfied with their job. 

1.2b No motivation to work overtime for monetary 

reward, however take job responsibility that also reduces 

with increasing age and service.  

2.2 b Employees avoid taking responsibility of work, mostly they work 

overtime for higher salary. 
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M
o
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s 

a
 

m
o
ti

v
a
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1.3 Contented with their present salary and reduced their 

needs to basic utilities. 

2.3 Employees are contented with their present salary and show 

willingness to work overtime for higher salary. 

L
ea

d
er

s’
 e

m
p

a
th

y
 a

s 
a
 

m
o
ti

v
a
to

r
 

1.4 Employees show interest in work and occasionally 

discuss the work problems. This shows their interest in 

the work-related issues. 

2.4 Even though the employees feel free to discuss the work issues with 

their managers, however they do not point out work issues.  

1.5 Data shows communication gap and absence of 

feedback however, employees rely on and seek 

assistance from the managers in their personal issues. 

They feel themselves worthy due to their job 

performance.  

2.5 Employees do not ask for help in personal issues. 

 

Table 4.1 Comparison of local patterns, own. 
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4.3 Research findings of employees’ questionnaires 

Data shows two groups of employees "Motivated towards an interesting/challenging job with 

an opportunity of promotion (1.1), the second “motivated towards a well-paid job (2.1)". 

Both groups are carrying out monotonous job activities for monetary reward (1.3; 2.3) to 

accomplish their life necessities (1.2b; 1.3; 2.2; 2.2a). Even though, job is monotonous (1; 2), 

and they are working for monetary rewards (1.3; 2.3) continuous feedback keeps them 

motivated toward work (1.2; 2.2). Absence of feedback leads employees towardsamotivation 

(1.2a; 1.2b; 2.2a; 2.2b), and they reduce their responsibilities to only job activities (1; 2), they 

do not take responsibility for the job as a whole (1.2a; 2.2a; 2.2b).   

 

Those who work for higher salaries (2.2a), consider the job as challenging (2.1), are likely to 

stay extra hours (2.2a) consider working overtime as a source of additional income (2.2b), but 

unwilling to increase their productivity (2.2b). They have also shown their dissatisfaction 

(2.2b) and occasionally think about quitting the job (2.2a). Whereas, employees having 

"appreciation" as a locus of motivation (1.1) take work as a responsibility (1.2b) understand 

the importance of their work (1.2b) and avoid working overtime for higher salaries (1.2a). 

They are satisfied with their jobs (1.2a) and salaries (1.3).   

 

Employees in first Global pattern take interest in their work environment (1.4), they 

occasionally discuss work problems and take part in decision making. Managers occasionally 

ask about their wellbeing (1.5) and they ask for assistance concerning their personal issues 

(1.4; 1.5). On the other hand, employees under the second global pattern do not discuss work 

issues (2.4) and they are at a distance from the managers (2.5) and do not ask help in personal 

issues (2.5).  

 

Results 

Data shows that employees under first global pattern are more responsible, and take interest 

in their work and work environment, they are more satisfied with their job. 

However, proper feedback and employees' participation in decision making process can make 

them feel even better. For these two reasons, almost all the respondents did not answer the 

question 30 because they do not feel value able and don’t see the value of their work. 
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4.4 Data processing of standardized interviews. 

I have created second matrix in MS excel, for standardized interviews conducted in the 

warehouses with the 8 managers. I have repeated the 4.2.1 to 4.2.5 for data processing to find 

local and global patterns. See fig. 4.6. 
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Fig: 4. 7 Identification of global pattern, own. 

 

4.4.1 Data analysis 

I have selected questions no. 11, 12, 15, 16, and 17 for local patterns for further process, and 

eliminated questions which do not show any pattern. According to Philipson (2013-09-23) 

non-pattern is a reality and the researcher should not try to manipulate the reality by forcing 

pattern in it, see fig. 4.7.  

 

 

Fig: 4. 8 Identification of global pattern, own. 
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Concept Findings  

Amotivation to work 
Repetition and absence of feedback creates amotivation 

to work among employees. 

Money as a motivator Money cannot motivate employees in a long run. 

Impact of leaders’ empathy 

on employees’ amotivation 

to work 

Leader’s empathy encourage employees to discuss the 

work problems and it also proves helpful in healing their 

state of amotivation. 

 

Table 4. 2 Findings of managers’ interviews, own 

 

4.4.2 Research findings of managers’ interviews 

Figure 4.7 shows that employees are carrying out monotonous job activities (Repetitive 

work). Absence of feedback leads them to a state of amotivation. Amotivated employees 

influence other employees negatively. Their amotivation to work increases labor costs and 

work remains incomplete. At a state of amotivation, appreciation and employees’ 

involvement in decision-making process can make them responsible for their job activity. 

However, money proves in a long run to be a weak motivator for the employees carrying out 

physical activity. 
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4.5 Summary of research findings 
  

 

 

Table 4. 3 Research results, own

Concept Result 

Job Warehouse job is asimple and physical activity with no opportunity to grow. 

Motivation to Work Employees are carrying monotonous, hygienic activity for money.  

A-motivation to work 
Employees do not take work responsibility, they are unwilling to increase their work performanceand dissatisfied 

with their job. They do not see their future inside the organization. 

Monetary rewards Mostly, employees have no interest in working overtime. They prefer their private life/family over the money. 

Leaders’ empathy 
Leaders’ attitude and approach to the employees have shown a positive impact on employees’ behavior toward job. 

And they took the job as a responsibility. 
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5. Analysis 

In this chapter, the empirical findings are analyzed with the help of the literature review. To 

answer the research questions, the analysis is done in three parts. The first part discusses the 

job, job activities, and employees’ motivation. The second part analyses money as motivation 

to carryout monotonous job activities. And the third part illustrates the impact of leaders’ 

empathy with the employees’ state of amotivation to work. 

 

 

5.1 Motivation to carry monotonous job activities 

My study shows that shop floor level workers carry out simple and repetitive work activities 

(1; 2) that are monotonous and not meaningful (Hackman & Oldham, 1976). The job has no 

impact on employees’ motivation to work (1.2a; 2.2a; Hackman & Oldham, 1976). It also 

shows that employees are different in their motivation to work (Daft, 2002); some are 

motivated by an interesting/challenging job (1.1; Hackman & Lawler, 1971), some are 

finding an opportunity to be promoted (1.1; Alderfer, 1969; Mcclelland, 1985), and some are 

motivated by monetary rewards (2.1; Benabou & Tirole, 2003).  

 

However, the inherent purpose of workers (Ryan & Deci, 1985), to take shop floor level jobs 

are to fulfill their basic needs (1.3; 2.3; Maslow, 1957; Alderfer, 1969; McClelland, 1985). 

They are intrinsically motivated (Ryan & Deci, 2000; Daft, 2002) by money (Deci et al., 

1999). Contrary to being motivated by the work (Ryan & Deci, 2000), they accept the job 

with all its characteristics (Hackman & Oldham, 1976), working conditions/environment 

(Boyatzis & McKee, 2005), and organizational policy (Tracey et al., 1995), for monetary 

rewards (1.3; 2.3).  

 

Therefore, at shop floor level, job itself is not a motivator and employees only work for 

monetary rewards. 

 

5.2 Amotivation to work 

My study shows that monotonous job leads employees to amotivation (1.2a; 2.2a), they are 

unwilling to work overtime (1.2a; 2.2a). Their amotivation to work shows that they do not 

value their job (Ryan & Deci, 2000). Employees’ motivation at shop floor level is to earn 

money to fulfill their basic needs (Maslow, 1957; Alderfer, 1969). My study shows that 
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employees are content with their present salaries (1.3; 2.3) and they avoid working overtime 

for higher salaries (1.2b). Those who work for higher salaries are not satisfied with the job 

content and do not take responsibility for the work (2.2b).  

 

Employees’ amotivation to carry out monotonous activities is unquestionable in this study 

(1.2a; 2.2b), but what causes amotivation needs to be understood. In the interviews with the 

managers, they hold that it is the simplicity and repetitiveness of their work (fig. 4.7) that 

leads to amotivation. Whereas, the questionnaire answers by the employees show that the 

absence of feedback and recognition for their work leads them to amotivation (1.2; Hackman 

& Oldham, 1976). 

 

Hackman & Oldham (1976), consider motivation to work as an outcome of job 

characteristics, i.e. skill variety, task identity, and task significance. My study shows that 

even though the job consists of monotonous activities, employees are carrying it out, which 

means there is an extrinsic motivation (Ryan & Deci, 1985) to work, i.e. money, in the 

absence of job characteristics. If employees are not intrinsically motivated by their job, 

management must inspire and encourage the employees to work (Uzonna, 2013). Either by 

informing them about their work performance (Hackman & Oldham, 1976), or offering them 

more monetary rewards (Jensen & Meckling, 1976). However, Dahling, Gabriel & 

MacGowan (2017) found that feedback has a positive relation to the employees’ motivation 

and performance, whereas money is a weak motivator (Benabou & Tirole, 2003). My study 

shows that employees are unsatisfied with the amount of feedback and appreciation they get 

for their work (1.2) and they are not motivated by money (1.2b; 1.3; 2.3). 

 

Hence, my study shows that motivation to work at shop floor level is not positively related to 

job characteristics (Hackman & Oldham, 1976). It is a function of management to keep their 

employees motivated to work (McGregor, 1960). As the study shows, the absence of 

feedback (knowledge of employees’ effort and outcome of that activity), has amotivated 

employees toward work. 

 

5.3 Impact of monetary rewards on the state of amotivation 

My study shows that motivation to work is a relation between the individual and the work 

activity (1; 2; Wiley, 1999), instead of the outcome of that activity, i.e. money (1.2b; 1.3; 2.3; 

Milkovich & Newman, 2007; Lawler (1981), had shown that money has significant impact 
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on people’s motivation and their work-related behavior in organizations (Lawler, 1981).And 

it can be used to attract, retain, and motivate employees to work (Milkovich & Newman, 

2007). Because employees accept money as a compensation of their time, effort and skills in 

carrying that work activity (Olafsen et al., 2015).  

 

However, my study does not validate money as a motivator for monotonous job activities. 

Firstly, it shows that employees have shown their unwillingness to work overtime for higher 

salaries (1.2a), moreover, they do not accept it as an alternative to the hygienic conditions 

and social responsibilities (1.2a). Secondly, those who have compromised with the hygienic 

conditions and social responsibilities over the money (2.2a) and work overtime for higher 

salaries (2.2b), do not take responsibility for the job, i.e. state of amotivation to work (Ryan 

& Deci, 2000; Vallerand & Blssonnette, 1992). They are not satisfied with the job contents 

(2.2b) and often consider quitting their jobs, which shows they do not value their job for 

money only (2.2a; Ryan, 1995). 

 

Hence, my study shows that money do not motivate employees toward monotonous job 

activities for a long time. Increasing its amount has no effect on the employees’ amotivation 

to work. Employees do not accept it as an alternative to hygiene content of the job. 

 

5.4 Impact of leaders’ empathy on state of amotivation 

Previous studies show that empathy has a positive impact on employees’ motivation to work 

(Goleman et al., 2001; Vito et al., 2014). Where, a leader develops emotional connection with 

the employees to understand their needs (Amit et al., 2009) and motivation to work (Bass & 

Riggio, 2006) to reach the organizational goals (Hong et al., 2011). But how helpful it is to 

motivate the amotivated employees’ (Ryan & Deci, 2000), and keep them motivated toward 

their job was the aim of this study. 

 

My study shows that empathy has a positive impact on employees’ amotivation to work at 

shop floor level. It shows that amotivated employees have no inspirations toward money 

(1.2b). They are unwilling to improve their productivity (1.2b; 2.2b). However, when 

managers developed emotional relation with them (1.2; 1.5), ask about their wellbeing and 

involve them in knowing the work issues (1.4).They have shown interest in their work (1.4). 

They consider job as a responsibility (1.2b). Despite the job content and its hygienic impacts, 

they look more satisfied with their job (1.2a) as compared to those who work overtime to get 
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higher salaries (2.2a). Moreover, they prefer to finish their job in time instead of working 

overtime (1.2b), as compared to those who likely work overtime for higher salaries (2.2b).  

 

Similarly, managers in their interviews hold that developing an empathetic relation with the 

employees and helping them in their needs has improved their attitude toward job (fig. 4.7). 

They also endorse that appreciation of their work and continuous feedback is important 

elements to keep the employees’ motivated toward work rather than monetary reward (fig. 

4.7). 

 

Hence, my study shows that empathy has a positive effect in healing employees’ state of 

amotivation. 
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6.Conclusions 

This chapter presents the answers to the research questions based on the analysis presented 

in the previous chapter. Its contribution to the present theories of employees’ motivation, 

managerial implications, research limitations and suggestion to the further studies are also 

described in this chapter.  

 

 

The aim of the study was to understand the employees’ amotivation in carry monotonous job 

activities, and how this state of amotivation can be cured? For this purpose, “Monetary 

rewards” and “Leaders’ empathy” have been chosen as competing variables and a research 

model (fig. 2), was made. Based on this model, the following two research questions were 

framed: 

 

1. What is the impact of leaders’ empathy on employees’ amotivation to carry 

monotonous job activities? 

2. Do monetary rewards have any effect on employees' amotivation to carry monotonous 

job activities? 

 

The following conclusion have been drawn: 

Employees working at shop floor level are intrinsically motivated toward monetary rewards. 

Gradually, their motivation to work diminishes, due to an absence of feedback. They show 

amotivation to work in two ways: Firstly, they do not value their job; they show an 

unwillingness to increase their productivity, due to its hygiene impacts. Secondly, even 

though there is an opportunity to work overtime, employees are unwilling to work for higher 

salaries, due to their social responsibilities. In both perspectives money has proven 

ineffective to motivate employees for work.  

 

However, to evoke a sense of responsibility “leaders’ empathy” has proven effective to work, 

in spite of their state of amotivation to work. The study shows that if employees are 

approached emotionally and asked for their contribution to reach the organizational goals, 

they consider work as a responsibility and are willing to complete their work within their job 

hours, instead of working overtime for higher salaries. Hence, leaders need to develop 
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emotional connections with the employees and help them in fulfilling their needs. This will 

make employees feel their value and the value of their work. 

 

6.1 Theoretical and managerial implication 

Previously, researchers have studied the employees’ motivation to work, and factors that 

motivate employees to work (chapter 2). There are few studies regarding employees’ 

amotivation to work and reasons behind their amotivation. However, how to revert an 

amotivated employee toward work is less discussed by researchers. Therefore, this study has 

contributed by examining the impact of “monetary reward” and “leaders’ empathy” on the 

employees’ state of amotivation.  

 

The proposed research model, is an addition to the theoretical literature. The findings have 

shown that “leaders’ empathy” has a positive impact on the employees’ state of amotivation. 

Monetary rewards proved ineffective on employees’ state of amotivation. Hence, the study 

has contributed to present theories of employees’ motivation. 

 

Employees’ amotivation to carry monotonous job activities is a core issue of organizations. 

Organizations are investing heavily to motivate the employees toward work. However, using 

the accurate combination of assistance and incentives (motivator) is challenging (Luthans, 

1992). Because, employees are different in their motivation to work (Daft, 2002), and to 

understand what motivates employees or how to motivate employees toward work is 

challenging for managers.  

 

According to Aon-Hewit (2016), his survey reported amotivated employees don’t speak 

positive things about their job and company. It is of outmost importance to heal employees’ 

state of amotivation, because it can have a negative impact on their colleagues as well. And 

this study shows that to understand the employees’ motivation and encourage them toward 

work, there is a need to develop an emotional connection with employees, so that managers 

can understand employees’ motivation to work and the reason behind their amotivation to 

work. Once amotivation is diagnosed, employees’ can be encouraged and helped to 

accomplish their needs. In return, they help managers to achieve organizational goals.  
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It is advisable, to give continuous feedback to employees for their work effort. In absence of 

feedback, employees lose the meaningfulness of their work and they don’t value it 

(amotivation). 

 

6.2 Reflection and Limitations 

There are some issues that could be important to reflect upon regarding this study.  

Firstly, as discussed in methodology (chapter 3), the sample is a convenience sampling. Most 

of the employees, who participated in this research, are foreigners. They may have high 

monetary demands that are why they are working for higher salaries. In response to question 

no. 20, they admitted that they need high salaries to pay their utility bills. This is because 

they have compromised with all the hygienic and social responsibilities for higher salaries. In 

the future, a sample of local employees should be made to verify the results of this research. 

 

Secondly, due to time constraints and financial resources the study is limited to the 

employees working in two warehouses of Lidl Sverige AB. Hence, it can be assumed that the 

organizational incentive policy, may have influence the results. Therefore, employees of a 

different organization, with other pay policies can be tested to validate the result. 

 

Thirdly, a warehouse job consists of physical activities, which has hygienic effects that may 

lead employees to amotivation. In the future, a sample consisting of other monotonous 

activities, like clerical jobs, secretarial jobs, bus driving etc. should be used to verify the 

research results. 

 

Fourthly, it has been observed that during last three years the management of the warehouses 

has changed three times. It may be a reason that an empathetic bond has not be built between 

the employees and managers. For this reason, almost all the employees did not answer the 

question no. 30. And they were reluctant to contact their manager for the accomplishment of 

their personal task (question no. 28 & 29). 

 

6.3 Scope for future studies 

The focus of this study was to understand the employees’ amotivation to carry monotonous 

activities and its remedy. This study shows that there is a positive relation between leaders’ 

empathy and employees’ state of amotivation. It has rejected the argument of Kellet et.al. 

(2002) that leaders’ empathy has no effect on employees’ motivation to work. Therefore, this 
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research has opened the doors for leadership researchers to investigate the relation between 

type of job and type of leadership style and its effect on employees’ performance. Hence, the 

current definition of empathy (to understand the employees’ needs and demands to carry an 

activity), needs to be revised and widened (to understand the employees’ personal or social 

needs). It is also necessary to investigate the reasons of employees’ amotivation to work. Is it 

dependent of job activity or absence of feedback? 
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Appendix (a) 

 

Operationalization of employees’ questionnaire 

 

Demographic Questions 

Question Reference  Comment 

How old are you? 

Demographic questions 
What education do you have (e.g. secondary school, 

high school, university, etc.)? 

What department do you work in? 

What is your position in this organization? (Job 

title) 

Ryan & Deci (1985); 

Hackman & Oldham 

(1976) 

Control Question  

“Length of service” 

Motivation to work reduces with the passage of time 

due to static and monotonous activities 
How long have you been working here? 

 

Table 3.1 Operationalization of demographic questions, own. 

3.2a Questionnaire for Employees 

Job Motivation 
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Question Reference  Comment 

What are your job activities? Herzberg (1968); Hackman & 

Oldham (1976); Ryan & Deci 

(2000) 

According to Hackman & Oldham (1976) enriched or 

complex jobs motivates employee’ intrinsically. 

Whereas monotonous jobs lead to frustration and 

amotivation. 

What are your job responsibilities? 

What do you like most about this job? 

What do you like least about this job? 

What affects your ability to work? That, 

a) It is challenging/interesting. 

b) It is well paid job. 

c) There is an opportunity to grow up. 

d) You get recognition of your work. 

Ryan & Deci (1985); 

Treadgold (1999) 

An activity that the individual is intrinsically 

motivated to do and feels called to do by inner 

guidance (Treadgold, 1999). 

What do you think will motivate you to work the 

most? 

a) Awards  

b) Monetary rewards 

c) Promotion 

d) Appreciation 

Herzberg (1968); Benabou & 

Tirole (2003); Ryan & Deci 

(2000) 

Competing variable 

“Monetary rewards” has no effect on state of 

amotivation to work. 

Testing variable 

“Leaders’ empathy” recognition, appraisal, 

cooperation, etc. has a positive relation to motivate an 

employee to work. 
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Table 3.2Operationalization of job questions for employees, own. 

 

Amotivation to work 

Question Reference  Comment 

Do you feel that the quantity of your work is enough 

to keep you busy? 

Ryan (1995); Vallerand & 

Blssonnette (1992); Kreitner 

(1995); Daft (2002) 

Control Question 

“Length of service” 

Motivation to work reduces with the passage of time 

due to static and monotonous activities. Hence, an 

amotivated employee’ does not value his job (Ryan, 

1995). 

How does over time effect you? 

Do you work overtime to finish the work?  

How does an incomplete job affect your position in 

the company? 

Ryan & Deci (2000); 

Hackman & Oldham (1976); 

Griffin (1990) 

How often do you consider quitting your job due to 

job activities? 

Adam (1963); Vroom (1964); 

Ryan & Deci (2000) 

What first thing comes in your mind for working 

overtime? 

a) It’s my responsibility. 

b) I shall be paid for it. 

c) I am tired enough to work more. 

Ryan (1995); Vallerand & 

Blssonnette (1992); Kreitner 

(1995); Daft (2002) 

To validate first three questions in this section. 
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d) Someone else can finish it. 

 

Table 3.3 Operationalization of questions concerning amotivation, own. 

 

Monetary Rewards 

Question Reference  Comment 

Are you satisfied with your present salary? Lawler (1981); Luthans (1992); 

Wiley (1999); Daft (2002) 

An amotivated employee only works to earn money to 

satisfy his basic needs (Alderfer, 1969; Deci, et al. 

1999). 
Are you earning enough to pay the necessities of 

life? 

Alderfer (1969);  

Deci et al. (1999); 

Olafsen, Halvari, Forest & Deci 

(2015) 
How does a low salary affect you? 
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Do you occasionally work overtime to get a higher 

salary? 

Herzberg (1968); Benabou & 

Tirole (2003); Ryan & Deci 

(2000); Milkovich & Newman 

(2007) 

Competing variable 

“Money” is a weak motivator (Herzberg, 1968) that 

temporarily motivate employees and wears off soon 

(Benabou&Tirole, 2003). Therefore, an amotivated 

employee avoids overtime for monetary rewards, 

because in the long run money cannot compensate the 

hygiene conditions. 

 

Table 3.4 Operationalization of questions concerning monetary rewards, own. 

 

Leaders’ Empathy Testing Variable 

Question Reference  Comment 

Do you feel free in discussing work problems and 

concerns with your manager? 

a) Yes b) No 

Alvesson & Sveningsson (2003); 

Bass (1999). 

Testing Variable 

“Leaders’ empathy” draws employees’ attention to 

appropriate issues and develops desirable attitudes 

among employees for the organizational wellbeing 

(Alvesson &Sveningsson, 2003). 
Do you feel that your views and opinions are 

account for, when decisions are made? a) Yes b) No 

Do you feel your work is adequately evaluated and 

praised?  a) Yes b) No 

Bass & Riggio (2006); Hong et 

al. (2011). 

Testing variable 

“Leaders’ empathy” recognition, appraisal, 
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When did you receive recognition or praise for 

doing good work last time? 

cooperation has a positive relation to motivate an 

employee to work. 

How does a compliment affect your motivation to 

work? 

How often inquires your manager about your 

wellbeing? 

Bass & Riggio (2006); Hong et 

al. (2011). 

Testing Variable 

“Leaders’ empathy” 

A leader develops emotional connection with the 

employees; maintain their faith and respect, by 

appealing to their hopes, and dreams (Bass & Riggio, 

2006; Hong et al., 2011). 

Did you ever seek assistance of your manager for 

some personal issue?  a) Yes b) No 

If yes, how did he/she respond? 

Does your Manager affect your job performance 

directly? If yes! How? 

Do you feel that your manager values you?Why or 

why not? 

 

Table 3.5 Operationalization of employee questions concerning leaders’ empathy, own. 

 

  



 

71 

 

Appendix (b) 

Operationalization of Managers’ interview 

 

Concept Question Reference  Comment 

U
n

d
ersta

n
d

in
g
 jo

b
 a

n
d

 em
p

lo
y
ees’ m

o
tiv

a
tio

n
 

What are the job activities of an employee (picker)? Herzberg (1968); 

Hackman & Oldham 

(1976); Ryan & Deci 

(2000) 

According to Hackman & Oldham (1976) enriched or 

complex jobs motivates employee’ intrinsically. 

Whereas monotonous jobs lead to frustration and 

amotivation. 

What are their job responsibilities? 

What is the most interesting element of this job? 

What is the least interesting element of this job? 

Do competent employees remain in this job over 

time? Why or why not? 

Hackman & Oldham 

(1976); 

Monotonous & static job activities reduce the 

motivation to work. 

What in this job make employees amotivated? 

What issues does employees’ amotivation create? Ryan (1995) Amotivated employees do not value their job (Ryan, 

1995). 

In your opinion, what affects employees’ ability to 

work? That, 

a) It is challenging/interesting. 

b) It is well paid job. 

Ryan & Deci (1985); 

Treadgold (1999) 

An activity that the individual is intrinsically 

motivated to do and feels called to do by inner 

guidance (Treadgold, 1999). 
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c) If there is an opportunity to grow up. 

d) If they get recognition of their work. 

In your opinion, what motivates employees to work 

the most?   

a) Competition 

b) Monetary rewards 

c) Promotion 

d) Appreciation 

Herzberg (1968); 

Benabou & Tirole 

(2003); Ryan & Deci 

(2000); 

Bass & Riggio 

(2006); Hong et al. 

(2011). 

Competing variable 

“Monetary rewards” has no effect on state of 

amotivation to work. 

Testing variable 

“Leaders’ empathy” recognition, appraisal, 

cooperation, etc. has a positive relation to motivate an 

employee to work. 

Do monetary rewards motivate the employees toward 

work in a long run?  

a) Why or why not? 

Herzberg (1968); 

Benabou & Tirole 

(2003); Ryan & Deci 

(2000). 

Competing variable 

“Money” is a weak motivator (Herzberg, 1968), that 

temporarily motivate employee’ and wears off soon 

(Benabou & Tirole, 2003). 

M
o

tiv
a

tin
g

 em
p

lo
y

ees 

 

Do you discuss work problems and concerns with 

your employees? 

Alvesson & 

Sveningsson (2003); 

Bass (1999). 

Testing Variable Leaders’ empathy draws 

employees’ attention to appropriate issues and 

develops desirable attitudes among employees and 

they transcend their interest for the organizational 

wellbeing (Alvesson & Sveningsson, 2003). 
Do employees discuss work problems and concerns 

with you? How do you respond? 
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Do you consult employees before setting goals and 

targets? 

How often you acknowledge employees’ 

performance? 

Bass & Riggio 

(2006); Hong et al. 

(2011) 

Testing variable 

“Leaders’ empathy” recognition, appraisal, 

cooperation, etc. has a positive relation to motivate an 

employee to work. 
How do you recognize a good performance of an 

employee? Individually or collectively. Why? 

How do you rationalize employees’ state of 

amotivation? 

L
ea

d
ers’ E

m
p

a
th

y
 

How important is to inquire employees’ wellbeing? Bass & Riggio 

(2006); Hong et al. 

(2011). 

Testing Variable 

“Leaders’ empathy” 

A leader develops emotional connection with the 

employees; maintain their faith and respect, by 

appealing to their hopes, and dreams (Bass & Riggio, 

2006; Hong et al., 2011). 

Do employees discuss their personal issues with you? 

Do employees seek your assistance to accomplish 

their personal task? 

What was the effect of your assistance in his/her 

attitude toward work? 

 

Table 3.6 Operationalization of managers’ questions concerning leaders’ empathy, own. 
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Appendix (c) 
 

Employees questionnaire 

 
Demographic Questions 

Questions 1. Age 2. Education 
level 

3. Position/ 
Job title 

4. Department 5. Length 
of service 

Respondents/ 

Alternatives 

 

secondary school 

high school 

U
niversity 

    

1 29 Years    √ Team Leader Picking Department 8 Years 

2 34 Years    √ Team Leader Picking Department 7 Years 

3 41 Years   √   Team Leader Picking Department 14 Years 

4 24 Years   √   Team Leader Picking Department 4 Years 

5 32 Years   √   Team Leader Picking Department 11 Years 

6 31 Years √    Picker Picking Department 2 Years 

7 40 Years √    Picker Picking Department 5 Years 

8 28 Years    √ Picker Picking Department 4 Years 

9 39 Years    √ Picker Picking Department 5 Years 

10 39 Years    √ Picker Picking Department 2 Years 

11 30 Years    √ Picker Picking Department 1 year  

12 31 Years   √   Picker Picking Department 3 Years 

13 29 Years √    Picker Picking Department 3 Years. 

14 34 Years    √ Picker Picking Department 3 Years. 

15 34 Years √    Picker Picking Department 3 Years. 

16 24 Years   √   Picker Picking Department 4 Years. 



 

75 

 

17 40 Years √    Picker Picking Department 8 Years. 

18 42 Years   √   Picker Picking Department 4 Years 

19 42 Years √    Picker Picking Department 3 Years 

20 32 Years    √ Picker/ 
Scanner 

Picking Department 8 Years 

21 32 Years √    Picker/ 
Scanner 

Picking Department 10 Years 

22 61 Years √    Picker/ 
Scanner 

Picking Department  

23 21 Years √    Picker Picking Department 6 Months 

24 24 Years    √ Picker Picking Department 5 Months 

25 32 Years √    Picker Picking Department 4 Months 
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Job Motivation 

6. Job 
activities 

7. Job 
responsibiliti
es, 

8. Most 
interesting 
element of 
job. 

9. Least 
interesting 
element of 
job. 

10. Job motivation. 11. Motivation to work.  12. Wrok 
efficiency. 

      a. 
Challenging 

b. 
Well 
paid 

c. 
Promotion 

d. 
Admiration 

a. 
Awards 

b. 
Monetary 
rewards 

c. 
Promotion 

d. 
Appreciation  

a. 
Yes 

b. 
No 

Planning the 
work/ 
communicate 
with the 
employees/ 
coordinate 
with in the 
organization 

Keep 
employees 
motivated/ 
finish the 
work of the 
day. 

Communicati
ng with the 
colleagues/ 
responsibility. 

When its not 
planned 
properly. 

   √       √ √  

Leading the 
team and 
supply chain/ 
Help and 
provide 
motivation to 
team /to reach 
the goal. 

Leading/ 
helping/ 
guide/ 
support the 
Torr team. 

Support/ 
guide team. 

To have a 
good 
productivity. 

√        √  √  

Scanning/ 
picking/ 
driving/ picked 
articles to the 
exact place/ 
driving trucks. 

To do my 
work. 

My job 
friends. 

Some time it 
stress. 

√       √    √  
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Too much, 
arranging 
work/ driving 
truck/ 
planning work 
to finish in 
time/ cleaning. 

To start the 
day/ make it 
possible for 
pickers to 
finish in time. 

People/ 
respect 
toward each 
other. 

Managers are 
putting 
everything in 
my job. 

   √       √ √  

Enjoy and 
enjoy new 
people. 

Take care of 
pickers/ give 
them 
training. 

There is alot 
of opportunity 
to meet new 
people. 

Too much 
stress. 

   √    √    √  

Picking 
articles/ 
cleaning the 
area/ if 
necessary. 

Pick correct/ 
send to 
goods out 
department 
for delivery. 

I earn good 
money. 

I don’t like 
Saturday, 
because 
company 
don’t pay 
double like 
Sunday. 

  √      √    √  

Picking 
articles/ 
cleaning. 

Picking 
articles right/ 
cleaning/ 
come in. 

Good money Some time my 
job is so hard.  

  √    √     √  

Taking care of 
things/ that 
come iny way 
like picking 
missions/ 
cleaning etc. 

Picking 
missions 
those are 
assigned to 
me/ send to 
delivery 
department.  

I like take 
responsibility/ 
offcourse its 
challenging.  

Complaining/ 
you don't get 
what you 
worth. 

  √      √    √  
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Picking/ 
arranging 
product to 
various 
grocery 
stores.  

Arrangement 
of products/ 
keeping 
environment 
clean/ sent 
to the right 
store. 

It gives 
assess to 
communicati
on skill/ job 
satisfaction. 

when the 
surrounding 
are not 
conducing to 
work. 

   √       √ √  

Picking 
articles. 

Send to 
stores right 
article with 
same 
quantitiy/ 
keep clean/ 
maintain  

Good and 
cooperating 
staff/ getting 
good salary. 

Some time 
there is not 
cleaning. 

   √     √  √  

All activities 
like driving 
trucks/ picking 
articles/ 
cleaning. 

Just 
responsible 
to work 
good. 

Nothing. No respect for 
workers. 

     √      √ √  

Picking 
articles. 

Pickning/ 
packing. 

The people I 
work with/ the 
time I work. 

XXXXX      √      √ √  

Picking all 
day. 

Just picking. Always got 
something to 
do. 

Some times I 
have to pick 
heavy stuff. 

√       √    √  

Picking 
product/ 
arrange on 
pallet/ 
Cleaning/ 
driving trucks. 

Picking 
product/ 
finishing 
store orders/ 
build pallets 
so they don't 
damage 
products. 

People from 
different 
countries/ 
culture/ 
freedom of 
schedule. 

Physical and 
mental stress/ 
repetitive job. 

√        √  √  
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Picking 
products/ 
cleaning. 

To pick 
correctly/ to 
keep 
warehouse 
clean. 

Nothing. Hard physical 
activity. 

  √         √ √  

Just picking. Just picking. My friends. I think my 
manager 
needs 
training, how 
to speak with 
people. 

√          √ √  

Picking Picking My 
colleagues 

No justice √        √  √  

Picking Pick right 
article. 

Relation with 
colleagues. 

companys' 
management. 

  √      √    √  

Picking/ 
cleaning 

Picking right 
articles. 

Respect XXXXX   √    √     √  

Picking 
articles/ for 
sending to 
butik. 

My 
responsibility 
is to pick 
right article/ 
pack it 
properly/ 
place on 
right line. 

I like most 
picking of 
block pall 
because it is 
easy to 
transport. 

Some atricles 
are worst to 
pack. 

  √         √ √  

Driving truck/ 
Sorting/ 
scanning/ 
picking 
articles. 

No 
responsibiliti
es. 

Many friends/ 
especially 
people from 
other 
countries. 

Environment 
is very dirty. 

  √      √    √  

Scanning/ 
sorting 
articles. 

To do my 
job. 

Its a job. XXXXX   √      √    √  
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Picking/ 
packing/ 
cleaning. 

Picking right 
articles/ 
leaving on 
the right 
track. 

Making pall. Nothing. √          √ √  

Picking Follow 
regulars/ 
respect 
others. 

The good 
relation 
between the 
Boss and the 
colleagues. 

I feel realy 
bore. 

  √         √ √  

Picking/ 
cleaning. 

Pick good/ 
leave to the 
right track. 

I want to 
work longer 
time here in 
future. 

I like 
everything 
here in this 
job. 

√       √      √ 
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A-motivation to work 

13. Working 
overtime? 

14. Work overtime to finish the work?  15. If work not 
finished. 

16. Think to quit job? 17. Motivation to work overtime? 

  a. All the 
time 

b. Mostly  c. Some 
time 

d. 
Never 

  a. All the 
time 

b. Mostly c. Some 
time 

d. 
Never 

a. My 
responsibility. 

b. 
Money. 

c. I am 
tired. 

d. Others 
can do. 

It does not affect 
me/ but not all the 
time/ Than I cannot 
give proper time to 
my family. 

  √     It doesn't matter.     √ √     

Tired/ stressed/ 
sometime feel 
boring/ the days 
after overtime. 

  √     Not feeling good/ 
kind of 
depression/ 
Lower motivation 
for future. 

    √      √ 

It affects me 
negatively. 

    √   I don't know    √   √     

It seems very much 
stress/ it becomes 
hard to meet the 
family/ shop for us. 

√       It doesn't matter.     √ √     

I earn good money/ 
but feels too much 
tirednes. 

    √   It has no effect 
on my job/ Only 
shops will not get 
their order. 

   √      √  

I feel tired/ I don’t 
have time for 
private life. 

  √     I don't know.  √      √    

Some times I am 
tired.  

    √   I don't know.    √   √     
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Based on my 
physical ability/ I 
will work overtime 
for money. 

  √     Fired from work/ 
Because, I have 
to complete the 
work. 

    √   √    

positively for 
money/ because I 
do that when its 
possible. 

    √   Targeted 
objectives 
becomes 
compromised. 

    √ √     

Grows a little 
salary/ but at last 
we tired so much. 

  √     Stress in mind.    √        √ 

I never work 
overtime. 

      √ It does not affect 
me/ They need 
to plan good. 

√         √  

Not able to spend 
much time with the 
family.  

    √   XXXXX    √   √     

It doesn't affect me.     √   Not me directly/ 
because we 
have team 
leaders to deal 
with it. 

   √   √     

I have less time to 
spend with my 
family/ cannot 
relax/ less time for 
personal education 
and growth. 

  √     When I am 
asked to stay/ I 
feel stress to 
work fast.  

√         √  

Its ok to stay some 
time extra/ but 
asking everyday is 
very stressful. 

  √     It doesn't affect 
my position/ but 
personaly I 
donn't like/ when 
it is not finished. 

 √       √  
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I feel bad 
physically/ but I do 
not get enough 
money for 
payments. 

  √     Bad  √      √    

Bad/ some time I 
worked extra but it 
has no much affect 
in salary. 

√       Nothing  √      √    

I feel tired/ 
Psychological 
stress. 

√       Negative    √      √  

XXXXX √       XXXXX    √   √     

It effects too much 
in the begining. 

    √   It is affecting in 
the job because 
of day basis 
work. 

   √     √    

Tired/ not doing 
good job. 

√       Does not affect.  √      √    

I don't like to work 
over time. 

    √   Not at all.         √    

If I have time/ I 
work overtime. 

  √     I don't know.     √   √    

It depends of what I 
feel/ It feels ok 
when I am in a 
good mood/ but it 
feels bored if I am 
not ok. 

  √     I don't know.     √ √     

It does not affect 
me. 

√       I don't know.  √    √     
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Money as Motivator 

18. Satisfied 
with salary 

19. Earning 
enough 

20. Low salary 21. work overtime for higher salary? 

a. Yes b. No  a. Yes b. No   a. All the time b. Most of the time c. Some time d. Never 

  √ √  It affects my life style/ my living standard.      √ 

√  √  No motivation/ thinking for new job/ working 
overtime. 

√     

  √ √  No motivation, often sick.      √ 

√  √  Hard to pay utility bills.    √  

√  √  Nothing/ I just take care of my private life.    √  

√  √  I feel disappointed.  √     

√  √  When I have a low salary/ I am in stress. √     

√  √  It effects my utilities bills.    √    

√  √  Probably not able to keep up with my finances.     √  

√  √  It hardens to pay rent/ utilities.   √    

  √   √ It gives me headache/ if you work more and get 
less salary. 

     √ 

√    √ Not able to pay my utility bills/  buy household.    √  

  √ √  Country is expensive/ so need a higher salary  to 
pay. 

     √ 

  √ √  I don't feel appreciated.    √  

  √   √ Nervous most of the time.    √  

  √ √  Very bad. √     

  √ √  Very badly √     

  √ √  Motivation to work more next time. √     

√  √  XXXXX √     

  √   √ It affect too much sometime/ when demandign from 
family. 

   √  
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  √   √ No money no life.   √    

  √   √ Have a hard time to make ends meet.      √ 

√  √  I have to think more before buying something.    √  

√  √  It depends on how much I have worked/ and how 
much salary I got. 

  √    

√  √  I did not yet get a low salary. √     

 

 

 
Leaders' Empathy 

22. Job discussion 23. Views are considered 24. Work evaluation. 25. Feedback 26. Effect of 
compliment 

a. Yes  b. No  a. All the time b. Mostly c. Some time d. Never a. All the time b. Mostly c. Some time d. Never    

√  √       √    Every day Always in a positive 
manner 

√     √    √    Don't remember. Very good/ inspire for 
myself work on. 

√     √     √  Last week. XXXXX 

√    √      √    All the time. Positive every time. 

√  √       √    Almost every day. Really good/ that I am 
comfortable with 

√     √    √    I don’t remember, 
may be few times in 
this 1 year and 6 
months. 

I feel bigger motivation 
when my manager 
gives me compliment 
on work. 

√     √  √     Never Positive 

  √      √      √ I hardly remember. It gives me pleasure. 

√    √         √ A couple of weeks 
ago. 

It motivates me to even 
work harder.  
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√    √      √    Today. XXXXX 

  √      √      √ Never I never received so I 
have no experience. 

√     √     √  I can not remember. To work Harder. 

  √      √    √  Not real. Did not get any, so I do 
what I can. 

  √    √       √ Few months ago. It means that he can 
see/ how much I work/ 
and that we can see 
some result as a team. 

  √      √    √  Cann't remember. Good/ its nice to hear/ 
when I do something 
good. 

  √      √      √ Never. Good. 

  √      √      √ Never. Depends on the type of 
compliment. 

  √      √ √     Don't remember Positive 

√     √     √  Never. No affect 

√     √     √  I don't remember Yes, it affect too much/ 
if I get a good 
compliment of my 
manager. 

√       √    √  Last Year Does not affect me at 
all. 

  √      √    √  Never Never happened. 

√  √     √     When I make a good 
pall. 

I shall be a little more 
motivated toward work. 
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√    √       √  I never received yet. It affects to do most. 

√    √    √     Never Good 

 

 

 
Leaders' Empathy 

27. Manager inquires wellbeing 28. Seek assistanced   29. Manager role in motivation  30. Valuble worker 

a. All the time b. Mostly c. Some time d. Never a. 
Yes  

b. 
No  

If yes, how did he/she 
respond? 

a. 
Yes  

b. 
No  

If yes, How? a. 
Yes  

b. 
No  

Reason! 

   √     √    √  √   Puctuality/ finishing my 
dutities in accordance 
with time.  

 √    √   Not so well/ high 
bearucreacy/ delay 
for feedback. 

√   Dealing more 
duties than 
resources/ 
strange attitude/ 
no feedback/ 
very hard talks. 

√   He needs to reach the 
goals/ improve/ 
motivate/ share 
constuctive feedback/ 
for better work 
performance. 

   √     √    √  √    

   √   √   Really nice way/ and 
solved my problem 

√    √   My boss affects my 
heart in every way 

   √     √    √    √  

    √   √    √  √   Because, I work good/ I 
stay everytime to help 
him/ when we have so 
much job. 

   √   √   He was correct.   √  √    
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   √   √   But some time his/her 
response hurts me. 

√   If he motivates/ 
give enough 
praise/ that it 
effects my 
personal and 
official life style. 

  √ The one who you look 
forward for you future 
position. 

 √    √   Very willing to offer 
the best advice 
possible.  

√   Because the 
periodicaly 
motivates us/ on 
the best working 
ethics. 

√   Because he says it 
personally to 
employees/ and finds 
ways to support in 
executing/ even better 
as for as job 
requirements/ 
employees wellbeing is 
concerned. 

   √   √   He said thanks great 
job. 

  √  √   Because we work here 
like a team/ if we do 
well job we must be 
appreciated. 

    √   √    √    √ Because they do not 
respect who work good. 

   √     √    √  √    

   √   √   Sometimes positively/ 
or they come up with 
an excuse. 

√   It depends on 
how he/she 
feels on that 
day. 

  √ Don't know about that 
they just want to be 
done. 

   √   √   He understood/ gave 
some suggestions. 

√   Their planning of 
everyday 
activities affect 
all fo us as a 
team. 

  √ I think he cann't 
understand the 
difficulties of the job/ 
because he didn't work 
at that position. 

   √   √   He helped me.   √      I don't know. 
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    √ √   Every time, Come 
after some time. 

√      √  

    √   √  √   But not too 
much. 

  √  

    √   √    √  √    

    √   √    √      I don't know. 

   √   √   His response was 
good/ sometime 
depends on situation.  

√   Via section 
manager. 

√   He can help too much 
to worker/ A good 
manager always good 
for a company. 

    √   √    √      I don't know. 

   √     √  √   He tell me what 
to do. 

    I don't know. 

√        √    √  √   Appreciates me/ when I 
make a good pall. 

   √   √   He was friendly. √   When my 
manager 
appreciate me/ 
or when he have 
a good contact 
with me and the 
others. 

√   Because, I think they 
have to values all of 
employees/ And I think 
it appreciate me. 

 √    √   I get no response. √   I pick good and i 
want to work 
here for long. 

√   To check on computer/ 
how much I work? 
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Appendix (d) 

 

Manager’s interviews. 

 

 
Manager's interviews data 

      Respondents   

  Questions Alternatives 1 2 3 4 5 6 7 8 

D
em

og
ra

hi
c 

Q
ue

sg
tio

ns
 

1. Age  36Y 37 Y 49 Y 37 Y 32 Y 37 Y 26 Y 33 Y 

2. What 
education do 
you have? 

secondary school                 

high school  √ √ √  √ √ √ 

University √       √       

3. Job 
Position  

(Job title) Section Manager. Section 
Manager. 

Personal 
Councelling 

Project 
Leader 

Area 
Manager 

Area 
Manager 

Area 
Manager 

Area 
Manager 

4. What 
department 
do you work 
in? 

  Picking department 
/Selection 
department  

Picking 
department 
/Selection 
department  

Assistance to 
other 
departments  

Assistance to 
other 
departments 

Kyl and 
Freeze 

Kyl and 
Freeze 

Torr Frukt,o 
grönt och 
Köt 

5. Length of 
service 

 11Years 11Years 8 Years 10 Years 7 Years 11 Years 7 Years 9 Years 
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6. What are 
the job 
activities of a 
picker?  

  Basically, it is a 
picking job, but they 
need to clean for the 
safety purpose. 

Article 
packing, 
cleaning 

Pick and 
packing the 
store orders 
and put on a 
pallete and 
leave on the 
delivery 
track. 

Pick articles 
to supply the 
store orders. 

To pick 
articles.  

Every day, 
they have to 
login to get 
assignment 
and start 
picking, drive 
trucks. 

Normally, it 
is just 
picking 
articles with 
pick by 
voice. But if 
someone 
shows, his 
potential 
and skills 
than sorting 
damaged 
goods, drive 
kampanj 
articles. He 
can also 
help in 
inventory. 

They have 
to pick the 
store orders 
and send 
them. 

7. What are 
their job 
responsibilitie
s? 

 They are supposed 
to follow schedule, 
keep the trucks and 
environment clean. 
If some special 
assignment is 
assigned they are 
informed for it. 

Follow 
instructions
,take 
responsibilt
y of their 
job, to be 
focused 
and 
honest. 

Follow safety 
rules, make 
their working 
hours 
productive, 
take care of 
new 
employees, 
cleaning. 

Follow 
schedule, do 
their best as 
they can. 

Pick right 
article, they 
show their 
loyality to 
organization 
and must be 
honest in 
their work. 

They have to 
pick right 
articles and 
keep the 
place clean 
for safety 
purpose. 

Follow 
schedule, 
Punch in 
time, doing 
his best. 
what he can 
do? 

They have 
no 
responsibilit
y in 
managemen
t, except 
picking 
articles. 
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8. What is the 
most 
interesting 
element of 
their job? 

  Money is one of the 
factor, but it is 
friendly atmosphere 
that builts team 
spirit. 

It is a 
physical 
job with 
good hours 
(salary) 
and social 
benefits. 

It depends 
on the 
manager, 
how to keep 
them feel 
good and 
intrested in 
this job. 

Salary Good salary, 
opportunity 
to meet with 
people from 
around the 
world.  Its a 
multicultural 
environment. 

Atmospheric
ally, they 
have an 
opportunity 
to work and 
communicat
e togather 
with 
colleagues. 

Money, its a 
well paid 
job. On the 
other hand 
its a hard 
physical job 
and 
impossible 
to make it 
fun. But I 
am trying 
my best to 
rotate their 
job 
periodically 
and make it 
easy for 
pickers.  

The salary 
they are 
getting is 
the most 
interesting 
element of 
this job, if 
they are not 
paid well for 
this job 
most 
probably 
they will 
quit. 

9. What is the 
least 
interesting 
element of 
their job? 

 Repetition of same 
routine work make it 
boring.  

It is a 
physical 
job. 
Moreover, 
Same 
repetitive 
work, 
makes this 
job boring.  

Repetition of 
the same 
routine work. 

Considering 
them a 
picker. 

Heavy 
physical job 
and repetitive 
work 
activities. 

It is a same 
repetitive job 
with an 
opportunity 
to work extra 
hours every 
day. 

Its a hard 
physical job 
with same 
repetitive 
and boring 
routine. 

Picking 
heavy 
articles is a 
least 
interesting 
element of 
this job. 

10. Do 
competent 

a. Yes  √ √           √ 

b. No      √ √ √ √ √   
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employees 
remain in this 
job over time?  

Why or why not? Experienced 
workers are always 
more productive. 
They have a lot of 
knowledge about job 
they do. 

As a 
human 
being, you 
need a 
sense of 
purpose. 
As long as, 
they 
increase 
their 
knowledge, 
they 
understand 
value their 
job and 
feel proud 
in their 
work. 

It is a tough, 
heavy 
physical work 
that tires 
employees. 

Management 
did not 
provide them 
the right 
combination 
of 
opportunities 
to keep them 
motivated 
toward the 
job. 

It depends 
on Boss, how 
he/she 
communicate 
with 
employees 
and keep 
them 
motivated.  

They might 
have picked 
thousand of 
tons through 
out their 
tenure 
working 
here. 
Secondly,  it 
may be an 
incompatible 
job as 
compared to 
their 
education 
and 
potentials 
but they are 
working for 
money. 
Thirdly, it 
results in 
health 
problems. 

In the 
beginging 
they feel it 
like a fun, 
meanwhile 
they also 
want to get 
this job 
permanently 
so they 
work more. 
But with 
passage of 
time, they 
started 
feeling it 
boring and 
tired. 

Employees 
have an 
opportunity 
to learn 
more and 
more that 
increase 
their 
competence
. They are 
picking 
more 
smarter 
than before. 
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11. What in 
this job make 
employees a-
motivated? 

 First of all, repetition 
of same routine 
work. Than its 
management, 
whose responsibility 
is to keep them 
motivated through 
feedback and by 
explaining the value 
of the job. 

Absence of 
Continuous 
feedback 
and inquiry 
make 
employees 
a-
motivated. 
Secondly 
absence of 
senese of 
competition 
among the 
employees.  

Absence of 
proper 
feedback and 
less 
communicati
on with 
employees. 
Secondly, 
less 
opportunities 
to be 
pleased. 

Absence of 
knowledge 
about the 
importance of 
their job. 
Unfairness 
and less 
respect make 
them feel a-
motivation. 

Improper 
communicati
on and 
counceling. 

Its the same 
repetitive 
routine work 
with no 
variation. 
There is 
almost no 
opportunity 
to grow up. 

There are 
couple of 
things, First 
of all, its a 
same 
repetitive 
job 
everyday 
with nothing 
different. 
Job hours 
may not suit 
them. Their 
relationship 
with 
managers 
also affect 
their 
motivation, 
lack of 
feedback is 
really 
important. 

I think 
money is 
one of the 
factor that 
a-motivate 
the 
employees. 
If they don’t 
get the right 
salary they 
will not stay 
here and 
quit this job. 
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12. What 
issues does 
employees’ a-
motivation 
create? 

  Firslty, it increase 
cost because of low 
productivity. 
Secondy, it affects 
the atmosphere, 
when employees 
speak bad about the 
job and they discuss 
with their 
colleagues. It spoil 
the overall moral of 
the team.  

They loose 
loyality, 
pride and it 
hurts 
feeling in 
short and 
long term. 

Stores orders 
cannot be 
delivered and 
no income. 

It effects 
environment 
negatively. 
And as an 
organization, 
you cannot 
develop more 
if you have a 
bad 
reputation.   

It increases 
cost and you 
loose 
workers. 

Amotivated 
employees’ 
speak bad 
things about 
work and 
organization 
with 
colleagues 
and spoil the 
atmosphere. 
As a person, 
they are 
mentally 
disturbed 
and that 
effects their 
life quality. 

Generally, 
productivity 
goes down. 
Overall 
moral of 
team goes 
down. 
People start 
speaking 
against 
organization 
that affects 
group badly. 
It results 
high sick 
rates. 

It effects 
alot. Work 
doesn’t 
finish in 
time,  if 
someone is 
a-motivated 
and not 
working 
properly, it 
increases 
the burden 
on other 
pickers.It 
also 
increase the 
labor cost. 
Leverance 
may get 
delayed and 
we earn 
nothing. 

13.What 
affects 
employees’ 
ability to 
work? That, 

a. challenging         

b. Well paid job. √   √ √     √   

c. Promotion    √   √ 

d. Appreciation.   √       √     

14. What 
motivates 
employees to 
work the 
most?   

a. Awards         

b. Monetary rewards     √           

c. Promotion         

D. Appreciation  √ √   √ √ √ √ √ 



 

96 

 

15. Do 
monetary 
rewards 
motivate the 
employees 
toward work 
in a long run?  
Why or why 
not? 

 No,only in the 
begining years 
employees have 
motivation to 
work for money. 
But later on, its 
good to 
appreciate they 
work to keep 
them motivated. 

No, 
Although 
money is 
important 
to keep 
employee 
working, 
but in long 
run it is not 
helpful for 
a physical 
activity. 

Yes, 
Employees 
always need 
money to pay 
their utility 
bills. 

No, As it is a 
physcal job 
and body has 
a limit to 
tolerate. 
Moreover, 
people have 
social 
responsibilitie
s. And 
money can 
not be the 
alternative of 
these both in 
long term. 

No, even if 
you offer a 
high salary 
but improper 
communicati
on and 
behaviour 
effect more 
than money. 

No, only new 
pickers work 
for money. 
Older pickers 
they are tired 
up and they 
don’t want to 
work extra 
hours. Even 
though they 
work extra if 
asked for 
help but that 
is also some 
time not 
everytime. 

Yes, they 
need to pay 
alot of 
utilities bills. 

Yes, 
because 
employees 
have to pay 
their utility 
bills. 
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16. Do you 
discuss work 
problems and 
concerns with 
your 
employees’? 

a. All the time √ √       √   √ 

b. Most of the time   √ √   √  

c. Some time         √       

d. Never         

17. Do 
employees 
discuss work 
problems and 
concerns with 
you? 

a. All the time   √   √         

b. Most of the time   √   √  √ 

c. Some time √       √   √   

d. Never         

19. Do you 
consult 
employees 
before setting 
goals and 

a. All the time   √       √     

b. Most of the time √  √ √    √ 

c. Some time         √       

d. Never       √  
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targets? 

20. How often 
you 
acknowledge 
employees’ 
performance? 

a. All the time       √ √ √   √ 

b. Most of the time   √    √  

c. Some time √ √             

d. Never         

21. How do 
you 
recongnize a 
good 
performance 
of a n 
employee? 
Individually or 
collectively. 
Why? 

  Both, but 
individual 
admiration is 
more important 
keep them feel 
more 
responsible. 

Both ways, 
It has a 
healthy 
influence in 
group 
when 
admired. 
But 
individual 
is most 
important 
as every 
needs to 
know how 
he is doing. 

It depends. If 
day target is 
achieved 
than 
collective. 
However, if 
someone has 
done a 
special job, it 
is important 
to encourage 
him for 
developing 
this attitude 
in him.  

Both, but it 
depends on 
situation and 
person. 

Individually, 
it’s a human 
psychology 
to receive 
feedback. 
Secondly, 
someone is 
taking care of 
them. 

Both way, 
when it is 
summer 
time, god jul 
or some 
special 
occasion and 
there is alot 
to do than 
collective 
appreciation 
is better to 
engage more 
people and 
have most of 
them on 
work. 
Otherwise, if 
someone is 
doing 
exceptional 
work than it 
is necessary 
to encourage 
him and 
motivate 
him. 

Both, on big 
occasions 
as a group. 
Otherwise, 
appreciate 
individual 
effort, 
whenever, I 
give an 
especial 
assignment 
and he did it 
well. For 
me, its not 
enough to 
say thank at 
the end of 
the day. 

It is 
important to 
encourage 
and praise 
the 
employee 
individually. 
Because he 
feels 
satisfaction 
and realize 
his duties 
and 
organization
al goal. 
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22. How do 
you 
rationalize 
employees’ 
state of a-
motivation? 

 I discuss the 
situation 
because mostly 
they know it by 
themselve. I ask 
the question. 
Why the 
situation is 
so?And try to 
make them 
realise about 
their behavior by 
explaining their 
previous 
achievements. 

I avoid the 
use of 
Why? 
Because 
than 
employees 
start 
defending 
them. But 
there is 
always a 
need to 
scratch the 
reason to 
find 
solution. I 
inquire and 
try to know, 
is he/she is 
suffering in 
personal, 
financial or 
physical 
situations. 
Help them, 
if I could do 
it. 

I always 
speak and 
ask about the 
problem. 
Unless you 
do not know 
the reason, 
you can not 
understand 
the situation 
and you can 
not find 
solution. 

First of all, I 
try to make 
him feel that 
we are same 
and have 
same goal 
and 
opportunity. 
Then feed 
him with 
knowledge to 
make 
understand 
his position 
and value. 

First listen 
and try to 
know the 
reason. Give 
him feedback 
as per 
requirement. 

I ask him 
first, how he 
is feeling, 
than ask him 
the reason of 
not feeling 
good toward 
work. If 
necessary 
rotate his job 
with little 
variation. I 
also try to 
understand 
his 
motivaiton 
and future 
goals. And 
try to find 
some 
solution. 

I discuss the 
situation 
with him in 
detail. I ask 
his 
ambitions 
and 
motivation 
toknow the 
reason 
behind it.If 
possible, 
give him 
opportunity, 
what he 
wants? 

I always 
inquire the 
reason why 
he/she is 
doing 
feeling 
so?Than I 
ask him if I 
can help 
him in this 
situation. If 
possible, 
help him 
according to 
his desire. 
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23. How 
important is to 
inquire 
employees’ 
wellbeing? 

  Its very 
important. As, 
the private life is 
a ”mask”. It is 
directly related to 
work life. It is 
also good to 
develop 
relations. 

Everyone 
wants to be 
someone, 
and want 
to feel 
special 
respect 
and 
appreciatio
n. 
Therefore, 
taking care 
of them 
feel them 
someone is 
with them 
in all 
situations. 

It is very 
important, if 
all are good, 
it feels good 
in 
environment. 
It is good to 
do. 

It means a lot 
to know.  

So that he 
realizes that 
someone 
cares for 
him. 

Its very 
important to 
know, how 
he is feeling? 
It also better 
to know than 
making 
judgement of 
his feelings. 
It is good to 
creat a 
sense of 
trust and 
cooperation. 

It is very 
important at 
least once a 
day, To 
create good 
relations 
and develop 
trust in each 
other. 

It is very 
important, if 
you don’t 
know his 
feelings, 
you can not 
motivate 
them by 
using the 
motivator 
that suits to 
his 
motivation. 

24. Do 
employees 
discuss their 
personal 
issues with 
you? 

a. All the time   √             

b. Most of the time √   √  √ √ √ 

c. Some time     √           

d. Never     √    

25. Do 
employees 
seek your 
assistance to 
accomplish 
their personal 
task? 

a. All the time                 

b. Most of the time √ √ √ √  √ √ √ 

c. Some time         √       

d. Never         
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26. What was 
the effect of 
your 
assistance in 
his/her 
attitude 
toward work? 

 It depends on 
individual cases. 
But, It can be 
used as a 
balance and 
good to make 
them feel better. 

Every time, 
I gave time 
to an 
employee, 
I feel a 
bond of 
attraction. 
Some are 
very 
cooperativ
e and 
responsive. 
Its like give 
and take. 

It depends 
on person. It 
was good but 
temporary. 
Some people 
are habitual 
and they find 
excuses. 
Some keep 
remember 
and were 
very positive.   

He/she 
started 
feeling 
his/her value, 
that he not 
only a 
worker. 
He/she 
understands 
his/her 
responsibility 
and 
Managers 
does not 
need to tell 
him, what to 
do? 

Very 
Positive. 

To help them 
is a good 
motivator, so 
they feel 
better and 
feel that 
someone 
values them. 
Similarly, 
when I have 
alot to do, it 
is good to 
ask them, 
can you help 
me?  
Because, 
they know I 
helped them 
as well. 

Their 
attitude 
improved for 
a short time 
and than 
come back 
on the same 
routine.They 
don’t 
recoganize 
their value 
and the 
favor. 

It always 
improves 
the behavior 
of the 
employees. 
Because, 
they keep 
the favor in 
mind. Its like 
a give and 
take. 
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