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Abstract

Work motivation is one of the most significant determinants of employee performance,
organizational commitment and company efficiency. In an increasingly competitive retail
business, it is important to understand the elements that drive employee motivation in order to
retain a productive and engaged staff. The goal of this research was to study the elements that
impact employee motivation at AB Vassilopoulos.

A qualitative research technique was used to fulfill the study goal and semi-structured
interviews were chosen. The investigation included eleven workers from various departments
and levels of the company’s management. The data were evaluated using the thematic analysis
approach in order to identify the main concerns connected to work motivation.

The results identified eight major thematic categories; recognition and reward, supervisor’s
leadership and support, learning and professional development, team climate and interpersonal
relationships, customer importance and work meaning, financial and non-financial incentives,
sense of belonging and corporate culture, and suggestions for improvement. In particular,
participants stressed the significance of recognition, supportive leadership, growth
opportunities, good working relationships and affinity with the company’s values. Although
financial benefits were regarded essential, they did not emerge as the single or main motivating
element. Work motivation at AB Vassilopoulos is a multifaceted phenomena that is affected by
the interplay of organizational, social and human elements in the work place. The study shows
the necessity of providing a supportive work environment that fosters recognition, growth,
involvement and organizational commitment, which in turn helps the company to achieve long-

term success.

Keywords: work motivation, retail, organizational culture, leadership, organizational

commitment, qualitative research, AB Vassilopoulos.
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Ta OpéAn ¢ Epyaciaxnc [apakivnong otovg
Opyovicuots: Merétm Ilepintwong g AB Baotldmovrog

Mapia Pevtlenépn

IHepiinyn

H epyaciokn mapakivinon amotelel Evay omd TOVG SNUAVTIKOTEPOVS TUPAYOVTEG TOV EXNPEALOVY TNV
amodoon TV ePYAlOUEV@V, TNV OPYOVMGLOKY OEGUEVCT] KOL T GUVOAIKY] OTOTEAEGUOTIKOTITO TOV
EMYEPNOEMY. XTOV 1O10UTEPO OVTOYOVIGTIKO KAGDO TOVL AlaviKoh eumopiov, M KATovomon TV
TapoydvTov Tov ennpedlovy v mapokivnon tov epyalopévav gival kpiowun yio ™ d10Thpnor evog
TOPOYOYIKOD KOl OQPOCIOUEVOD OVOPAOTIVOL SUVOUIKOD. ZKOTOC TNG TOPOVcAS £PELVOC NTOV M
d1EpeHvNon TOV TOPAYOVI®V TOL eXNPeAlovY TNV €pYaciaky Topakivion TV epyalopévev otnv AB
Baoctidnoviog.

[Mo v enitevén tov okomob NG £pguvag LIOBETHONKE TOLOTIKN EPELVNTIKY TPOGEYYIOT|, LE TN XPNON
NUSOUNUEVOV GUVEVTEDEEMV. XTNV £PEVVO GUULETELY OV Evieka EpYALOUEVOL OO OLOPOPETIKA TUNLLOTOL
Ko emineda wepapyiog g etaupeioc. Ta dedopéva avarvdnikoay pe ) pébodo g Bepatiknig avaivong,
1 omoia enéTpeye TV avadeltn Tov Pacikmv Bepdtov Tov oyetilovtal pe TV EpyaciaKt) TopaKivnon.
Ta anoteAéopota avede&ov okTd KOpleg OepatTikég Katnyopleg: v avayvopion kot exifpdfevon, tnv
NYECiO Kot TNV LIOGTAPIEN OO TOV TPOICTAUEVO, TN MAONoN Kol TV emayyeAUOTIKY avanTuln, T0
OLOOIKO KA Kot TIG SOMPOCMOTIKES GYEGELS, T ONUOCIK TOL TEAGTN KOl Tr VONUOTOdOTNON TNG
€PYOCIOG, TO OWKOVOUIKA KOl W1 OWKOVOUIKG KiviTpa, TO oicOnuo Tov ovikew Kot TNV €Toipikn
KOVATOVPO, KAOMG Kot TIG TpoTaoels Pertimons. Ot cupuetéyovteg TOVIGOY 1010HTEPA TN GNUAGCIO TNG
AVOYVMOPIONG, TNG VIOGTNPIKTIKNG NYESIOC, TMV EVKUIPLDY EEEMENG, TV DETIKMDV EPYUCIAKDY GYEGEMV
Kot TG TawTiong pe tig aéieg g etapeiag. Iapodtt or owovopkég amorafés Bewpnnkay onuovTikés,
dev avadeiydnkov o¢ 0 Lovadikog 1 Kupiapyog mopayovTag TopaKivonc.

SOUTEPACLOTIKG, M €pyaclokn mopakivnion omv AB Baciidnmoviog amoterel évo moAvodidotato
QOVOUEVO TIOV emMpPedletal amd TNV OAANAETIOPOOT) OPYOVEOCIOK®Y, KOWOVIKOV KOl OTOUIK®OV
napoydviov. H épguva vroypoupilel ) onpacio g dnuovpyiag EvOG VIOGTNPIKTIKOD E£PYAGLUKOD
TEPIPAAAOVTOG TTOL TPOAYEL TNV OVAYVMPLCT), TNV OVATTLEN, T GUUUETOYN KOl TNV OPYOVMOGLOKT
O£0ELGT, CLUPAAAOVTOG OT HLOKPOTPOOEG N EMLTVYIO TOV OPYAVICHOD.

AEEaIG-KAEO1G:  €pYOOIOKn TOpaKivior, AOVIKO EUTOPlO, OPYOVMOOLIOKY KOLATOUPQ, TMYECia,

0PYAVOCL0KT OEGUEVTT), TOLOTIKT £pgvva, AB Bacildomovioc.
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1. Introduction
1.1 Background and Context

Motivation is one of the most important parts of human resources management. Basically,
motivation is a process of inspiring others for achieving their goals (Chaudhary and Sharma,
2012). Motivating your employees is a tiny, but critical part of managing people well.” The
supervisor should be able to see the objectives of subordinates and lead them to the achievement
of these goals. Recognition and feedback are viewed as primary motivators and more money
does not necessarily mean greater motivation and productivity (Fuhrmann, 2006).

Every employee has objectives and knows exactly what he has to perform at work. Employees
are motivated to work hard and consistently at these objectives (Styblo, 1992). As Provaznik
and Komarkova (1996) mention, work motivation is a complex attitude of an employee towards
work as such, towards the unique circumstances and conditions of his or her engagement and
employability and towards specific tasks allocated to him or her.

The question is if people feel good about themselves after working all day . If they are content
with the job they have done . If they feel they have achieved anything , helped someone , learned
information or made a contribution . Employees are asking more and more about why they
work. The solution has to be more than just money. Of course, individuals need money to satisfy
their basic needs, but motivation and participation cannot be bought with money (Guinn, 2013).
From research that has been conducted for years it has been shown the importance of motivation
at workplace. It has an impact on the way employees act, the level of efficiency pertaining
performance, and the degree of competitive advantage it will gain in the future (Robbins, 2000;
Armstrong & Taylor, 2023; Deci et al., 2017). Motivation has an impact on how hard people
work, how focused they are, and how long they stick with a job (Robbins, 2000; Gagné¢ et al.,
2015). People that are driven are more productive, devoted, and eager to do more than what is
expected of them in work (Saks, 2022; Deci et al., 2017). Motivation is a personal characteristic
and strategic resource of the firm that may enhance performance in numerous aspects (Ryan &
Deci, 2000; Armstrong & Taylor, 2023).

Research has shown that motivation has a bearing on important psychological states that impact
pleasure at work, engagement and well-being. Intrinsic motivation via personal growth,
autonomy and meaningful work increases creative thinking, problem solving and engagement
(Ryan & Deci, 2000). Though extrinsic motivation is important, its outcomes are mixed
depending on the incentives and work environment. Researchers found that the existing

incentives may suppress intrinsic motivation while recognition and promotion may increase it
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that motivate individuals to work hard at companies.
Research has shown that parameters like leaders’ behavior and workplace conditions may exert
influence on the way employees are motivated (Bass & Avolio, 1994; Deci et al., 2017;
Armstrong & Taylor, 2023). Consistent support from leaders, open communication, and fair
treatment always promotes a notion of excitement to the employees both regarding their
attitudes and the quality of their work (Shoemaker, 2003; Alshaabani et al., 2021). Social
exchange theory (Lusch & Serpkenci, 1990; Cropanzano & Mitchell, 2005) has set that
employees who see their employer as concerned for their welfare and contributions are more
likely to align with and dedicate themselves to the organization. However, when certain aspects
of the work such as responsibilities that are unclear, treatment that is held to be unfair, or
overload of work might cause people to be abstinent from engagement, feel stress, and express
a willingness to resign (Arnold et al., 2009; Saks, 2022).
Strategic management connects motivation to the optimal level of competitive advantage of the
company. Workers that are motivated are more likely to take the initiative, be open to new ideas,
and be flexible (Staw & Ross, 1985). In retail, these practices directly make customers happier,
improve operational effectiveness, and strengthen the company's reputation (Harter et al., 2002;
Saks, 2022). Researchers assert that psychological capital, comprising hope, optimism,
effectiveness, and resilience, drives employee motivation and enhances organizational
performance (Friend et al., 2016). Companies that put money into mental health services
frequently have fewer absences, better teamwork, and more long-term success.
Finally, motivation is quite important for keeping employees, which is growing more important
in today's job market.
1.2 Research Purpose and Research Questions
The aim of this thesis is to explore, analyze and critically assess work motivation in the retail
sector with specific attention on variables affecting employee behavior, commitment and
performance. The research aims to explore the role of human resource management techniques
in producing a favorable work environment and job motivation. For this purpose, AB
Vassilopoulos is utilized as a case study, through which the phenomena of work motivation in
the context of Greek retail is explored.
These objectives direct the study's research questions, which delineate the theoretical
investigation and underpin the empirical analysis:

1. How does employee motivation influence organizational performance, employee

behavior, and workplace outcomes?
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2. What are the best ways to motivate and organize retail workers, especially when they
have a lot of work to do and customers to deal with?
3. What factors influence employee motivation within AB Vasilopoulos, and how are these

factors perceived by employees?

To address the aforementioned research issues, a qualitative research technique in the form of
a case study was employed. Data were acquired via semi-structured interviews with personnel
of various departments and levels of hierarchy of AB Vassilopoulos and processed by the theme

analysis approach.

1.3 Structure of the Dissertation

The current dissertation is organized in eight chapters, logically moving from the theoretical
basis of work motivation to the empirical study and interpretation of research results.

Chapter 1 starts the research subject by analyzing the concept of work motivation, its
importance in contemporary organizations and its relevance in the retail sector. The chapter also
presents the purpose of the study, the aims and the research questions.

Chapter 2 provides the literature overview and theoretical basis of the inquiry. It explains the
concept of motivation in organisations and critically analyses major classical and contemporary
motivation theories such as Maslow’s Hierarchy of Needs, Alderfer’s ERG Theory, Herzberg’s
Two-Factor Theory, McClelland’s Acquired Needs Theory, McGregor’s Theory X and Theory
Y, Vroom’s Expectancy Theory, Locke’s Goal-Setting Theory, and Skinner’s Reinforcement
Theory. Chapter 5 also talks about the relationship between motivation and organizational
outcomes, motivation in retail businesses, and methods to boost employee motivation.

Chapter 3 is on the retail sector and the case of AB Vassilopoulos. This chapter discusses the
characteristics of the retail industry, the position of AB Vassilopoulos in the Greek market and
the organizational context in which the issue of employee motivation is examined.

In chapter 4, the research strategy of this study is presented. It explains the research design, the
selection of participants, the research instrument, ethical considerations and the data processing
technique utilized to answer the research questions.

The qualitative study results are presented in Chapter 5. The chapter opens with the
demographic information of the participants followed by the presentation of the findings of
theme analysis. The findings are classified into themes related to employee motivation, such as
recognition and rewards, leadership support, learning and professional development, team
climate, customer orientation, financial and non-financial incentives, organizational culture,

and suggestions for improvement.
Postgraduate Dissertation 11
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The results are discussed in Chapter 6 in connection to the current research on employee
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motivation. The chapter discusses the findings, compares the results with prior research and
underlines the relevance of the study to the understanding of motivation in the retail industry.

Chapter 7 discusses the theoretical and practical consequences of the results. Special focus is
paid to the study’s contribution to motivation theory and to practical suggestions that may be
utilized by AB Vassilopoulos and other retail firms that want to enhance employee motivation
and engagement.The last chapter of the study and includes results of the study, limits of the
study, and future research suggestions on employee motivation and human resource

management in the retail firm.
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2. Literature Review / Theoretical Framework

2.1 Concept of Motivation in Organizations

Motivation, which is the result of both biological and psychological processes involves so much
internal desires and external incentives that exert influence on a variety of human processes
such as thought, behavior, and efforts put to achieve accomplishments. The study of motivation
has evolved from ancient philosophical explorations to contemporary scientific research and a
range of parameters have been demonstrated including emotions, society, cognition, and
physical characteristics. Fundamentally, motivation drives and sustains all goal-oriented
behavior by establishing a link between people's desires and actions.

According to research, motivated employees contribute to higher output and greater
performance, workforce stability, a favorable workplace culture, enhanced cooperation, and
harmony in the workplace (Robbins, 2000; Ryan & Deci, 2000; Harter et al., 2002; Saks, 2022).
While a lack of motivation may result in depression, increased turnover, and burnout, motivated
workers contribute to improved levels of productivity, job satisfaction, and retention (Badubi,
2017; Deci et al., 2017; Saks, 2022).

To encourage good employee attitudes, organizations must place a high priority on creating
supportive work environments (Badubi, 2017). To develop successful motivating tactics,
managers need have a thorough awareness of the requirements, goals, and ambitions of their
staff (Dhaliwal, 2016). Motivation is a continuous process which benefits both individuals and
organizations by helping workers to achieve their personal goals, empowering the team and
leading to the overall success of the company,” said Dhaliwal (2016). In a competitive global
market, organizations need to understand and boost employee motivation to attract and retain
talent and enhance productivity and drive innovation. While there is a rich body of study on
motivation theories, implementing practical ways to improve employee motivation in various
working conditions is still challenging. Therefore, a review is essential to gather the latest
research, to find gaps and provide practical insights to support managers and HR professionals
in building strategies that might effectively enhance employee engagement. The incentive
approaches that are established by the organizations will enable them to boost staff productivity
and efficiency, which will ultimately allow them to reach their business goals (Achim, et al.,

2013).
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2.2 Classic and Contemporary Motivation Theories
Maslow's hierarchy of requirements, Alderfer's ERG theory, Herzberg's motivator-hygiene
theory, McClelland's needs theory, and Theory X & Theory Y (Mc Gregor) are some of the

main content theories of motivation.

2.2.1 Abraham Maslow's Hierarchy of Needs Theory

Human motivation has long been a topic of study, with several theories seeking to explain what
motivates people to take action and pursue fulfillment. One of the most well-known of them is
Abraham Maslow's hierarchy of needs, which provides a methodical view of human motivation.
Abraham Maslow developed a hierarchy of five needs levels (Maslow, 1943) according to the
sequence in which people prioritize their requirements: physiological needs, safety and security
needs, social or affiliation or belonging needs, esteem needs, and self-actualization (Sumrow,
2003). After fundamental, first-order requirements are met, people think about their higher,
second-order demands, order requirements (Bishop, 2016). First-order physiological demands,
which are necessary for life, are connected to working -circumstances and
pay at job. Safety and security, including benefits and work stability, are second-order
requirements. Third-order wants are about feeling like you belong in a group, which affects how
well you work with others and how well you connect with them. Fourth-order needs include a
good self-image, self-esteem, and the need for recognition. Lastly, self-actualization, the
ultimate level of desire is to fulfill one’s full potential via possibilities for development and
success (Maslow, 1943). Maslow's model is a well recognized social science theory of
motivation. Its verification is difficult because it lacks empirical support (Bishop, 2016).
Looking at Abraham Maslow’s hierarchy of needs makes it simpler to understand what
motivates individuals. It is a hierarchy of needs and humans progress from fundamental needs
to self-actualization. Maslow’s hierarchy of needs helps us understand the drivers of individuals
and how to address the demands of workers in enterprises. This approach helps organizations
establish a positive and satisfying atmosphere for their staff. This involves fair salary, job
stability, working together, being acknowledged, and personal progress. The idea has been
disputed since it is hierarchical and has no proof. But given that it is so simple to comprehend
it is a terrific device for coming up with fresh ideas. Maslow’s theory has contributed
significantly to our knowledge of human motivation, but the present literature has developed
more complex and empirically based methodologies. Our understanding of how various factors
affect work behavior and performance has been augmented by theories like Ryan and Deci’s
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Self-Determination Theory, Herzberg’s Two-Factor Theory and Vroom’s Expectancy Theory.
Today Maslow's theory is viewed more as a fundamental theoretical starting point than a

complete explanatory model of job motivation (Ryan & Deci, 2000; Deci et al., 2017).

2.2.2 Alderfer's Existence, Relatedness and Growth (ERG) Theory

Alderfer’s (1972) Existence, Relatedness and Growth (ERG) thesis was an expansion and
modification of Maslow’s hierarchy of requirements theory. ERG theory suggests that human
needs fall into three main categories: existence requirements, relatedness needs and
development needs. Existence requirements are the fundamental material and physiological
demands of the person, economic security, circumstances of labor, bodily well-being.
Relatedness demands include the establishment and maintenance of healthy interpersonal
connections, social acceptability and feeling of belonging. Finally, growth requirements relate
to personal development, creativity, taking on difficulties and realizing the individual’s
potential (Alderfer, 1972).

Maslow thought that needs are turned on in a sequential and hierarchical way whereas Alderfer
thought that many sorts of needs may function at the same time. He also introduced the
frustration-regression process. This method shows that if a person cannot satisfy a higher need
level, he may regress to a lower need level. It is considered as more flexible than Maslow’s
model, since it admits that human behaviour does not necessarily follow a straight linear path
of need fulfilment (Alderfer, 1972; Lunenburg, 2011).

The ERG theory is valuable but has been criticised for the difficulty of empirically verifying
key important assumptions, notably the frustration-regression process and the linkages between
the three types of needs (Miner, 2005). However, this theory is a useful tool in the study of job
motivation since it provides a more flexible model for understanding human desires than
previous need theories (Lunenburg, 2011).

ERG theory is of special significance for the current study since it is possible to analyze the
numerous aspects that impact the motivation of workers in the retail business. For example, the
requirements for existence are tied to concerns such as pay, benefits and job stability, the needs
for relationships are related to collaboration and support in the workplace and the needs for
growth are associated with possibilities for training, development and taking initiatives. Thus,
the theory provides a sufficient theoretical background for the explanation of the elements that

impact the work motivation of the workers at AB Vassilopoulos.
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2.2.3 The motivation-hygiene theory and two-factor theory (Herzberg)
For a long time, organizational and psychological research has focused on figuring out what

Maria Rentzeperi, Benefits of Motivation within
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makes employees happy and motivated. Motivation-Hygiene Theory comprises two kinds of
factors that affect satisfaction (Herzberg et al., 1959; Herzberg, 2003; Alshmemiri et al., 2017).
Motivators like as achievement and recognition enhance both motivation and satisfaction, while
hygiene variables like salary and working conditions prevent dissatisfaction without generating
satisfaction (Dartey-Baah & Amoako, 2011). Research has largely substantiated the concept,
which has been widely used in fields such as education and nursing (Alshmemri et al., 2017;
Chu & Kuo, 2015). Modern positive psychology research backs up Herzberg's beliefs, showing
that they may be used to make employees happy (Sachau, 2007). However, some studies have
shown exceptions, such as the limited effect of monetary incentives on workplace involvement
(Chu & Kuo, 2015). Moreover, the theory's applicability across many cultures and occupations
has been analyzed (Chu & Kuo, 2015; Dartey-Baah & Amoako, 2011).

2.2.4 The hypothesis of McClelland need

The concept of "need" is fundamental to human motivation, serving as the foundation for
understanding what drives individuals to act, exert effort, and achieve success. According to
McClelland's hypothesis (McClelland, 1965), prior experiences, societal norms, and self-
concept all contribute to the amplification or suppression of demands. Needs may thus be
"learned." According to this idea, three of the main wants are the need for power, which is the
need to influence others and control one's surroundings (McClelland & Boyatzis, 1982). The
strong desire for power leads to competitive behavior. According to McClelland (1965), the
need for connection is the need for amicable and pleasant social relationships and a feeling of
closeness. The strong urge for connection leads to collaborative conduct. According to
McClelland and Boyatzis (1982), the need for accomplishment is the drive to succeed, to meet
standards, and to pursue and accomplish objectives, strong ambition to succeed. Individuals
who have a high desire for accomplishment prefer to use their own efforts to reach moderately
difficult objectives. They like projects that provide quick and accurate feedback on how well a
goal is being achieved, as well as those with a modest level of risk. The strong desire for success
leads to both collaborative and competitive conduct. The idea proposes that social experiences
and personal contexts impact the individual wants and motivations. As a result, there are
variations in the aspects that serve as motivations for every employee (Baptista et al., 2021).
Despite the fact that the idea is seen to be advantageous for many multinational corporations,

leadership often falls short in meeting the varied demands of their teams. Organizations might
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improve employee motivation and job satisfaction by comprehending and using McClelland's
theory (Baptista et al., 2021).
2.2.5 Mc Gregor's Theory X and Theory Y

According to Theory X, workers need control and oversight, but Theory Y contends that they
are self-driven and assume accountability for their job (Prottas et al., 2018) (McGregor, 1960).
Theory X is an example of an autocratic management style where the boss concentrates
authority and takes choices without seeking input from subordinates. This strategy conveys an
impression of self-assurance and efficient corporate administration, reflecting the manager's
personality (McGregor, 1960). However, Theory Y emphasizes that people are capable of self-
control and self-direction to fulfill their commitment to company aims and objectives.
Supervisors who sign up for Theory Y adopts a decentralized, participatory management style
and has a friendly attitude toward their workers (McGregor, 1960). These theories should be
seen as separate constructs rather than a single continuum, according to recent research, with
Theory Y showing higher positive relationships with organizational citizenship, psychological
safety, and service quality (Prottas et al., 2018). The ideas are important for comprehending
workplace behavior even if there is little empirical evidence for them (Galani & Galanakis,
2022). According to Galani and Galanakis (2022), researchers have attempted to develop
reliable measures for evaluating attitudes toward theories and their impact on work
performance. In practice, combining elements of both theories may be beneficial, especially in
recessionary times, as each provides insights into management tactics and employee motivation
(Touma, 2021). Theory Z by William Ouchi, first presented in his 1981 book, which addresses
issues that American companies encounter, blends American and Japanese management
techniques (Barney, 2004). Long-term employment, cooperative decision-making, and a
comprehensive concern for workers are all highlighted by the approach (Richard, 2004). It
suggests HR procedures that boost group-based incentive programs, employee loyalty, and
decision-making involvement (Barney, 2004). Emile Durkheim's theory serves as the
foundation for Theory Z, which sees big businesses as community alternatives in industrial
society (J., 1983). Ouchi's claims on Japan's use of Theory Z, according to detractors, are not
well supported by research (J., 1983). Studies examining the theory's application in different
situations, such Taiwanese police administration, show that its effect goes beyond private
organizations (A & Hsaioa, 2000). Although elements of Theory Z were found to be useful in
this context, authorities did not generally acknowledge them, indicating possible cultural

variations in their application (A & Hsaioa, 2000).
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that meet the various motivating demands of workers and ultimately support the success of the
company. Organizations may guarantee efficiency and control, especially in task-oriented
workplaces, by using Theory X in situations that call for formal monitoring and responsibility.
Theory Y, on the other hand, promotes creativity, engagement, and a collaborative workplace
culture by focusing on trust, autonomy, and empowerment. Leaders may use what they know
from both theories to find a middle ground and change their strategies to match the needs of
different teams and the goals of the business. This flexibility not only makes workers happier
and more productive, but it also puts businesses in a good position to do well in a business world

that is always evolving.

2.2.6 Motivational Process Theories

Conscious human decision-making processes are the main focus of process (or cognitive)
theories of motivation. Determining how individual conduct is motivated, guided, and sustained
in the uniquely willed and self-directed human cognitive processes is the focus of process
theories. Early cognitive theories, which assert that conscious decision-making processes

determine action, are the foundation of process theories of motivation.

2.2.6.1 Victor Vroom's valency instrumentality expectancy theory (VIE theory)

Expectancy is the degree to which a person feels that his or her work will result in effective
performance. The more an employee feels they have the information, skills and resources to
attain their objectives, the more effort they are likely to put out. Instrumentality is the notion
that great performance will lead to certain rewards or desirable consequences. Lastly, outcome
valence is the value that the person assigns to the benefits they anticipate receiving. Where
incentives are seen to be essential and desired then motivation is greatly improved (Vroom,
1964).

Motivation is strong when workers feel that their effort will lead to excellent performance, that
good performance will be rewarded, and that these benefits are important to them, the idea says.
On the other hand, if any of the three is low, motivation overall is low. The idea has thus been
extensively applied in human resource management and in performance rating systems (Lawler
& Suttle, 1973).

Expectancy theory has been used in several organizational sectors such as the public domain,

healthcare and service enterprises as it gives a valuable perspective on the relationship between
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employee effort and anticipated results (Blackman et al., 2019). It allows firms to build better
incentive, development and assessment systems increasing employee commitment and
performance.

This theory is of special significance for the current study, as it permits the interpretation of
how workers in the retail business see the link between effort, performance and
acknowledgment and professional growth. It is also important for determining how much
workers feel that their job effort is appreciated and leads to considerable benefits, which directly

influences the levels of work motivation.

2.2.6.2 Stacy Adams' equity hypothesis

People typically compare their work and incentives to those of others, thus to understand what
motivates employees, you need to grasp how important fairness and balance are in the
workplace. Employees may perceive that they are being ill-treated in effort, recognition or
remuneration and get stressed, dissatisfied and modify their behavior such as reduce effort or
interest. Gender, age and education all affect responses to impressions. This shows the
complexity of the workplace. Fairness is vital for motivation and retention, but more research
is required to understand inequality and its impact on employee behaviour. However, this helps
organizations establish equitable workplaces that support long-term success, motivation, and
enjoyment. Adams' Equity Theory suggests that people evaluate their input/outcome ratio to
that of their peers and then change their behavior appropriately (Coldwell & Perumal, 2007;
Pritchard, 1969).

The consequences of overpayment are less clear-cut, but the idea is strongly supported in
situations of underpayment (Pritchard, 1969). Employees may cut down on their contributions,
look for better results, or abandon the company in reaction to perceived unfairness (Aidla,
2012). Depending on variables including gender, age, and level of education, responses to
injustice might vary (Aidla, 2012). Even while equity theory originally had a significant impact
on the explanation of organizational behavior, it still needs further development and
investigation (Pritchard, 1969; Miles et al., 1994), especially with respect to the reasons for
inequality, the discontent it creates, and the reactions of people (Pritchard, 1969). However, the
idea provides insightful information about workplace behavior and employee motivation. An
individual's subjective assessment of how fair their reward is in relation to their contributions

and other people's rewards has an impact on motivation. The ratio of individual job input (talent
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person / Input by a person) = (Outcome by another person / Input by another person)

According to Adams' Equity Theory, workers assess their contributions and results in
comparison to others, modifying their attitudes and actions according to perceived fairness
(Shore & Strauss, 2012). The ramifications of equity theory are significant.
for methods of inspiring others. The three most important ones are avoiding underpayment,
avoiding overpayment, and being transparent and honest with employees. Research shows that,
especially when comparing internally, disparities in outcomes, like pay, have a bigger impact
on work attitudes than disparities in inputs, like productivity (Shore & Strauss, 2012).

The theory's relevance may change based on task certainty, with maximizing being more
important in high-uncertainty circumstances and equity being more important in low-
uncertainty ones (Neumann, 1980). By successfully communicating, outlining the importance
of scientific management concepts, and addressing issues pertaining to perceived injustices,
managers may equity (Bell & Martin, 2012). Workers often modify their behavior in reaction
to perceived unfairness, and their reactions vary depending on age, gender, and level of
education (Aidla, 2012). Managers may improve employee happiness and lessen unfavorable
behaviors by using dynamics. Adams' Equity Theory offers a crucial foundation for
comprehending how employee motivation, conduct, and general workplace dynamics are
influenced by perceptions of justice. This method highlights the need for balance between inputs
and outputs and provides organizations with important tools for improving equity. These
strategies include elimination of underpayment, control of overpayment, and encouragement of
transparency among employees about their compensation. Good communication and dealing
with fairness-related concerns may help reduce poor conduct and increase happiness in
circumstances with minimal uncertainty when perceptions of fairness are most important.
Managers may also personalize their reactions to injustice by considering the effect of personal
traits such as gender, age and education. Companies may create fair and motivating workplaces
by putting these concepts into action. This will lead to more engaged employees, less turnover,

and more success for the company.

2.2.6.3 EDWIN Locke's idea of goal-setting

A key component of human motivation is the desire to accomplish worthwhile goals. By using
organized goal-setting techniques, companies may maximize this potential. Clear, difficult, and

well-defined objectives greatly improve performance by concentrating attention, mobilizing
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effort, inspiring perseverance, and stimulating strategic thinking, as research repeatedly shows.
Locke and Latham’s Goal Setting Theory states that with regards to employee performance, the
objectives should be clear, explicit and difficult yet at the same time feasible. Clear objectives
drive attention and effort toward defined results. Challenging goals increase perseverance and
performance . In contrast, ambiguous or absent objectives tend to lower motivation and have a
detrimental effect on performance (Locke & Latham, 2002). According to Locke et al. (1981),
goal-setting is most successful when the objectives are explicit and difficult, people have the
necessary skills, feedback is given, incentives are available, and the objectives are accepted.
Over the course of 35 years, the theory has been extensively studied, demonstrating its
applicability and external validity in organizational settings (Locke & Latham, 2002). While
individual variations have not been a significant influence in the majority of studies,
characteristics such as self-esteem and the urge for accomplishment may be useful for future
study (Locke et al., 1981). Locke's Goal Setting theory, which emphasizes the need of precise,
difficult objectives in improving performance, has significant management ramifications
(Chitranshi & Lawande, 2020; Mitchell & Wood, 1994). It has been shown that important
components of the theory, including goal specificity, commitment, feedback, motivation, and
self-efficacy, improve worker performance (Chitranshi & Lawande, 2020). Supervisors are able
to incorporate this approach into departmental target-setting, Management by Objectives, and
Key Result Areas (Chitranshi & Lawande, 2020). However, target indicators and standards
must be carefully considered due to the complexity of managing duties (Mitchell & Wood,
1994). Goal commitment, job complexity, goal framing, team objectives, and feedback are all
important for the successful use of goal setting in performance management (Heslin et al.,
2008). The usefulness of goal-setting has been shown by field research, which has shown
significant performance gains and possible cost savings for businesses (Latham & Baldes,
1975). The theory suggests that the intrinsic human drive to generate and pursue goals only
works if individuals understand and accept a specific goal. To be effective, goals need to be
clear, measurable and have incentives, dedication and feedback behind them. It suggests that
individuals are better motivated by setting clear, hard objectives and receiving feedback on how
they are performing. To be meaningful, objectives should be clear, achievable and quantifiable.
But it is vital to carefully consider factors like the difficulty of the work, how the purpose is
defined and the person’s attributes for effective execution. Businesses may use these ideas to
areas such as team goal-setting and performance management systems to create an atmosphere
where individual efforts are tied to larger goals. It’s a great method to boost productivity,

creativity and long-term success, and it taps into people’s inherent need to succeed.
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2.2.6.4 Charles and B. F. Skinner's Reinforcement Theory

It is necessary to understand the effect of consequences on behavior to manage and motivate in
several areas of life, such as education and corporate management. This technique emphasizes
the impact of previous behaviors, whether good or bad, and how they shape future actions. Good
outcomes motivate individuals to repeat their actions, negative ones discourage them. B.F.
Skinner was the first to suggest the notion of reinforcement. Skinner stresses the role of rewards
and punishments on motivation and behavior, a basic notion in behaviorist psychology and
learning theory (Gordan, 2014; Omomia & Omomia, 2014; Ying-kuan, 2003). The approach
has four basic techniques; positive extinction, punishment, reinforcement and negative
reinforcement (Villere & Hartman, 1991). It says that behavior is changed by its consequences.
It shows how the effects of past acts impact future behaviors in a cycle of learning . Positive
activities tend to last longer, but negative behaviors do not last as long.

A series of stimuli, reactions, outcomes, and more reactions are all part of this circular process.
The critiques that the theory is mechanical and does not sufficiently emphasize internal
psychological processes have not prevented the continued use of Reinforcement Theory in
human resource management. In particular, the ideas of positive reinforcement have been used
in shaping reward, recognition, and performance assessment systems to promote acceptable
work behaviors and increase employee productivity (Omomia & Omomia, 2014) growth (Ying-
kuan, 2003). However, reinforcement theory is still useful for managing and evaluating schools,
and positive reinforcement is especially useful for improving students' academic performance
(Omomia & Omomia, 2014). Its actual implementation requires careful evaluation of the
advantages and disadvantages of each tactic as well as suitable timing (Villere & Hartman,
1991).

By emphasizing that behavior is affected by its consequences via four crucial techniques,
Skinner's work offers insightful information for management approaches extinction,
punishment, reinforcement, and negative reinforcement (Villere & Hartman, 1991). According
to this viewpoint, organizations challenge conventional pay-for-performance models by
rewarding behaviors rather than just compensating for them (Luthans et al., 1999). Even if they
support the current management reinforcement theory has been neglected in management
literature despite its tenets and empirical backing (Nord, 1969). It is still applicable in
contemporary businesses with McClelland's acquired need theory, influencing psychological

empowerment and employee motivation (Abiola et al., 2023). Managers may be able to use the
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notions of reinforcement to cope with difficulties of organizational structure, remuneration, job
design and employee development that may lead to large gains in performance (Luthans et al.,
1999; Nord, 1969). Stimulus, response and consequence is a good cycle to modify behavior and
attain the desired outcomes. A number of academics have criticized Reinforcement Theory for
its mechanistic view of human behaviour and for ignoring the cognitive and affective aspects
influencing motivation (Latham & Pinder, 2005). Despite these criticisms the theory continues
to be popular in human resource management and performance management since it underlines
the importance of consequences and rewards in shaping work behavior.

Reinforcement theory is a strong tool for changing worker behavior and improving
organizational performance because it highlights the importance of consequences in motivating
individuals. Managers may use strategies such as extinction, punishment, negative
reinforcement and positive reinforcement to modify the behavior of individuals at work and to
ensure that their behavior is consistent with the aims of the organization. Some individuals don't
appreciate the mechanical method and narrowed emphasis on internal psychological variables
of the theory although it is highly beneficial in areas like staff development, job design and
remuneration. When used properly, concepts of reinforcement may lead to large gains in
performance that can increase worker motivation and feeling of empowerment. The use of these
approaches in their management practices would generate a disciplined and inspiring
atmosphere that facilitates long-term performance and ensures that individual efforts are aligned
with bigger business goals. Although these strategies are not without flaws, they may
nevertheless be of assistance to improve the performance and learning outcomes if used
carefully and with the correct context and timing.

Psychology has a few approaches to look at motivation. These include surveys and
questionnaires, observations and interviews, and projective tests and assessments. Each method
has its own merits and may be adapted to the demands of a specific examination. Surveys and
surveys often ask respondents to self-report levels of motivation, objectives and ambitions.
They are widely used to assess motivation. The results might show patterns . Interviews and
observations allow professionals to communicate directly to people . This may provide
additional information about motivation by asking open-ended questions and observing at how
people act . Professionals could use projective tests where they use events or visuals to get

individuals to respond to questions that reveal their underlying motives for doing things.
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A key factor in determining a company's success and long-term viability is its organizational
performance. Financial outcomes, productivity, customer happiness, and staff engagement are
just a few of its many facets. To make wise choices and adjust to changing business conditions,
executives must evaluate and comprehend the performance of their company. However, it is
crucial to distinguish between productivity and performance since, in addition to productivity
metrics, performance encompasses a variety of elements, including competence, dependability,
effectiveness, and preparedness (Mbah, 2019). It is essential to recognize and understand the
elements that affect organizational performance in order to improve it. Role descriptions,
company culture, management styles, work environments, and personnel management laws are
only a few of the important factors that affect organizational success, according to a landmark
2004 study (Kielbasa, 2021).

Performance may be measured in a variety of ways that capture the "what" and "how" of
achievement. While economic viability and growth are routinely employed throughout nations,
different firms emphasize different performance measures. Key performance indicators (KPIs),
which are typically connected to financial results like efficiency or profit margins, are widely
used to evaluate the "what" component of performance. However, assessing the "how"
component, which is related to organizational competence or performance, presents more
difficulties and mostly depends on subjective assessments inside the particular organizational
setting (Nworgu, 2006).
Businesses aiming for excellence must comprehend the elements influencing organizational
performance in today's competitive environment.
Considering the aforementioned, academics studying organizational behavior and human
resource management have long focused on the connection between motivation and
organizational success. Organizations looking to improve their overall performance must
comprehend how employee motivation affects performance. In order to clarify the main ideas
and processes behind this connection, this part offers a thorough theoretical overview that draws
from the body of current research and hypotheses. As a basic psychological notion, motivation
encourages people to start, maintain, and focus their behavior on reaching certain objectives.
Employee motivation is crucial in determining how well employees work in corporate settings,
which in turn affects organizational results. To explain the complex processes by which
motivation affects organizational performance, a wide range of ideas have been put forward.
Making a distinction between content and process theories is a common method of classifying
theories of motivation. While process theories explore "how" motivation arises and shows up
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in people's behavior at work, content theories mostly concentrate on determining "what"
motivates workers, which is often linked to meeting their needs (Kari¢, 2014). Maslow's
hierarchy of needs is a well-known content theory that holds that people have a hierarchy of
wants that need to be met in order.

Employees move toward higher-order goals like self-actualization, esteem, and social
belongingness as they satisfy their fundamental physiological demands. Employee motivation
and performance may be favorably impacted by organizations that provide workers the chance
to meet these demands (Nnabuo, Okorie, Nweededuh, & Uche, 2006).
Herzberg's two-factor theory is another well-known content theory. It separates factors into
hygiene factors and motivators. Examples of motivators that directly boost intrinsic motivation
and employee satisfaction include chances for growth, hard effort, and praise. Pay, job security,
and the work environment are all important for making people happy, but they don't always
keep them motivated. To improve employee engagement and the overall performance of the
organization, companies need to know how to deal with both hygiene concerns and motivators
(Basset-Jones & Lloyd, 2005).
Adams' equity thesis speaks about how important it is to feel like things are fair at work.
According to this hypothesis, people compare their own skills and work to those of others.
People may not be as motivated or do their best if they think the ratio of inputs to outcomes is
unfair. For incentive systems to succeed, people have to think they are fair and reasonable
(Webb, Perry, & Fennelly, 2015). This is important for keeping people engaged and helping
them do better job.
Locke and Latham's goal-setting hypothesis says that individuals may work more and do better
if they set clear, hard goals. When workers have clear goals, they feel focused and on track,
which keeps them motivated and helps them accomplish their tasks better. To use motivational
power, you need to set clear goals and obtain regular help and feedback (Serhan, Al Achy, &
Nicolas, 2018). These examples only show a tiny part of the various ideas that have been put
up to explain the complicated link between motivation and success in an organization.
Theoretical frameworks from several disciplines, including organizational behavior, sociology,
and psychology, provide a comprehensive understanding of this relationship.

The next sections will examine the empirical evidence that supports this link, considering the

complexities and challenges that arise in practical organizational contexts.
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Like in other service industries, management in the retail industry is always looking for ways
to inspire their staff to perform more productively. Compensation plans, work supervision, and
other wellness initiatives are often used to do this, albeit the outcomes are not always consistent
(Locke, 1976; Staw & Ross, 1985). One significant problem is that workers are seldom
persuaded directly by outside pressures (Furnham, Eracleous, & Chamorro-Premuzic, 2009).
Therefore, intrinsic incentives like internalization, identification, or personalization do not
result from extrinsic motivation. One of the main obstacles for sales research, both conceptually
and practically, is the formation of intrinsic motivation (Miao et al, 2000).
Using the research of Miao et al. (2007), Pullins (2001), Ryan and Deci (2000), and Tyagi
(1982, 1990), this empirical study investigates motivation in a sales-oriented shop, namely a
hypermarket. Managers in the retail industry are under a lot of pressure to boost sales and
improve workers' skills (Arnold et al, 2009). Retail managers now have to train and motivate
employees in addition to overseeing and managing their job (Arnold et al, 2009; Bridges, 1994;
Lusch & Serpkenci, 1990; Shoemaker, 2003). The external sources of incentive (sales
objectives and efficiency) are clearly and objectively visible to all workers at the workplace due
to the extremely extrinsically driven settings of supermarket chains. We thus got a great chance
to examine whether extrinsic incentive changes into intrinsic motivation using a hypermarket.

The influence of extrinsic and intrinsic variables on intrinsic motivation has been the subject of
several research. For example, Pullins (2001) and Mallin and Pullins (2009) have shown a
persistent reliance on motivating factors. Climate (Pullins, 2001; Tyagi 1982, 1990), culture
(Adler, 1983; Koh et al, 2011), cultural practices (Ryan & Deci, 2000), external reward or
compensation (Pittman & Heller, 1987), general reward and feedback mechanisms (Pullins,
2001), and relationships between individual and organizational goals (Miao et al., 2007) have
all been studied in relation to intrinsic motivation. Additionally, Pullins (2001) demonstrated
the connection between intrinsic motivation and work features and sales strategy flexibility.
Different motivational mechanisms result in intrinsic pleasure, according to Miao et al. (2007)
and Ryan and Deci (2000). It has been shown that employee satisfaction increases contentment
and output (Friend et al, 2016; Peterson et al, 2008). However, we discover that little study has

been done on the interdependencies between extrinsic and intrinsic motivation.

2.5 Strategies for Fostering Motivation
Research has shown several ways to boost intrinsic motivation. Performance-based rewards

may improve both performance and intrinsic motivation by giving workers more control over
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their job and giving them useful feedback.
Lopez (1981). In educational settings, tactics that foster students' autonomy, competence,
feeling of belonging, and self-esteem are essential. Research indicates that enjoyment enhances
intrinsic motivation (Raffini, 1995). To boost intrinsic motivation and academic achievement,
teachers need to pay attention to their students' psychological needs for independence,
competence, and connection (Amin, 2020). External stimuli, including self-directed learning
environments and role models, may augment cognitive processes during medical training, the
residents' private drive. Positive feedback and patient appreciation enhance feelings of
competence, but autonomy, responsibility, and independence are crucial (Tokumasu et al.,
2022). There are several ways to enhance intrinsic motivation:

(1) People need to be given hard tasks or goals to boost their inner drive. These challenges have
to hold personal significance for the individual and include a certain level of uncertainty, where
success is not guaranteed, but remains attainable. Feedback based on performance is important
since it lets individuals see how well they are doing with the job. Giving hard tasks may boost
intrinsic motivation in both work and school settings.

(i1) Autonomy is necessary for intrinsic motivation. People are more likely to be motivated from
inside when they are given control over activities or goals. Allowing individuals to work on
their own gives them a sense of control over their work and their environment, which helps
them understand that what they do has important effects.

(ii1) Intrinsic motivation may come from anything in the environment that makes people
curious. External stimuli, such as sounds or objects, may generate curiosity and a desire to
acquire knowledge or improve understanding. Models or exhibits in the classroom that look
good may spark students' curiosity and make them want to learn more.

(iv) Working together may help boost intrinsic motivation. Working with others may make
individuals feel fulfilled, which can boost their motivation and make them want to be more
involved in activities.

(v) Like working together, competition may increase intrinsic motivation. It lets individuals see
how well they are doing compared to others, which can make them work harder and try to
improve themselves.

(vi) When individuals think that their work is helping to make the world a better place. When
individuals have a good or higher purpose, their natural drive grows. This sense of purpose
makes them more likely to reach their full potential and work hard to do so. Extrinsic
motivators, such as rewards, may enhance engagement in activities and support those lacking

the essential skills necessary to complete certain tasks, even when related to performance.
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In organizations, extrinsic motivation, which is influenced by external incentives or outcomes,

may be effectively cultivated. Using different strategies managers may boost their employees'
intrinsic motivation by giving them verbal praise and positive feedback (Haywood et al., 2008;
Hensen & ten Cate, 2017). However, caution is necessary when using physical incentives, since
anticipated tangible benefits may diminish intrinsic drive, whereas unforeseen or unrelated
rewards may not have a negative impact (Hensen & ten Cate, 2017). Haywood et al. (2008) say
that cooperative learning groups and intriguing lessons may also make people more motivated.
It is essential to recognize that extrinsic incentives do not inherently improve organizational

performance as previously assumed, notwithstanding their potential use as motivational tools

(Gerhart & Ledford, 2013).
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3. Methodology
3.1 Research design

This study used a qualitative research technique in the form of a case study, in order to analyze
in detail the elements that impact the work motivation of workers at AB Vassilopoulos. The
qualitative methodology option was considered adequate since the objective of the research was
not to measure variables or statistically generalize the results, but to understand the experiences,
perceptions, and opinions of the employees regarding the motivations that influence their
behavior and commitment in the workplace (Creswell & Poth, 2018).

Qualitative research permits the study of complex social and organizational phenomena in their
natural setting, with an emphasis on the meaning that participants themselves attach to their
experiences (Denzin & Lincoln, 2018). Work motivation is a multifaceted phenomena,
conditioned by human, societal and organizational elements. The qualitative technique is
especially suited for the analysis of work motivation within the framework of this study.

The case study technique was selected as it provides an opportunity for extensive analysis of a
modern phenomena inside its genuine organizational environment (Yin, 2018). AB
Vassilopoulos, one of the biggest retail enterprises in Greece with a huge staff, was selected as
a case study, which established human resource management methods and a substantial position
in the Greek market. The choice of the corporation enabled to investigate work motivation in a
context where workers had to adapt to challenging working circumstances, high customer
service expectations and ongoing organizational changes.

At the same time, this particular approach helped to answer the research questions of the study,
since it allowed to understand in depth the factors that influence the motivation of employees,
the practices that the organization implements and the way in which employees perceive the
relevant initiatives. Qualitative research facilitated the collection of rich descriptive data that

could not be sufficiently captured using purely quantitative approaches.

3.2 Participants
The research was conducted on eleven workers of AB Vassilopoulos from various departments

and levels of the business. The engagement of workers from different functional areas was
regarded especially crucial, as it allowed for the collecting of diverse experiences and opinions
on work motivation and the practices of human resources management in the firm.

Participants held specialized administrative responsibilities in the areas of retail operations,
personnel resources, marketing, financial services, supply chain, commerce, technology and

corporate communication. This variety was helpful in a more thorough understanding of the
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responsibilities and everyday obstacles.

Participants were selected by purposive sampling, a common method in qualitative research
where the aim is to pick persons with relevant experience to give meaningful information about
the topic under inquiry (Patton, 2015). In order to guarantee the gathering of rich and significant
data, individuals with varied responsibilities within the organization and firsthand knowledge
of the company’s working environment were chosen.

The participants included men and women of various age groups, who had worked in the firm
from two to thirty-five years. This variety was regarded especially crucial as it permitted the
recording of varied opinions about the elements influencing motivation, professional growth,
recognition, leadership and organizational culture.

As stated in the literature, in qualitative research, the sample size is not as relevant as the
adequacy of the subjects and the richness of the information they can provide, since the purpose
of qualitative research is to obtain an in-depth understanding of the phenomenon and not to
statistically generalize the results (Creswell & Poth, 2018). Therefore, the quantity and makeup

of the participants were considered adequate to accomplish the aims of this study.

3.3 Research Instrument
Data for this research were collected using semi-structured interviews. The selection of this

research instrument was as a result of the nature of the research issue and the aims of the study
which necessitated an in-depth assessment of the employees’ experiences, perceptions and
views on work motivation.

One of the most often used data collecting strategies in qualitative research is the semi-
structured interview, which allows researchers to investigate complex social and organizational
phenomena via the personal experiences of the participants (Kvale & Brinkmann, 2015). Unlike
completely prepared interviews or questionnaires, semi-structured interviews provide more
flexibility and enable the researcher to ask further questions and investigate topics that emerge
in the course of the conversation (Bryman, 2016).

The use of semi-structured interviews was regarded especially suited for the current research
since job motivation is a complex phenomena impacted by personal, societal and organizational
elements. The open conversation enabled participants to speak openly about their experiences,
to refer to things they believe significant for their motivation and to point out difficulties that
could not be well represented by offered replies.

An interview guide was designed to conduct the interviews, which consisted of theme parts on
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work motivation, recognition and reward, leadership, professional development possibilities,
the work environment, organizational culture and ideas for improvement. The guide offered a
similar structure for conversation for all participants, but the freedom was retained to examine
other problems that emerged in each interview.

Finally, semi-structured interviews were deemed more suitable than other data collection
methods like questionnaires or focus groups, as they permitted an in-depth exploration of
individual experiences and the generation of personal opinions in an environment conducive to
the participants' honesty and freedom of expression (Creswell & Poth, 2018).

It is important that be noted that the theoretical framework, discussed in Chapter 2, directly
impacted the construction of the interview guide. The topic part of the interview was not meant
to generate questions, but to correspond to the important principles from the literature on
employee motivation. More precisely, questions on intrinsic and extrinsic motivation were
based on Self-Determination Theory (Ryan & Deci) and questions about recognition and
incentives were based on Herzberg’s Two-Factor Theory. Questions about leadership were
based on transformational leadership and social exchange views. Questions relating to career
development were based on theories stressing competence and professional progress. Other
parts examined organizational atmosphere, emotional labour, role clarity, equality of incentive
systems and organizational strategies that foster employee motivation. The theory-driven
method enhanced the content validity of the interview guide by carefully connecting the
interview questions to the study goals and the theoretical ideas investigated in the literature

review.

3.4 Ethical Considerations
The study was performed in compliance with the fundamental principles of research ethics to

protect the rights, dignity and privacy of the participants. The ethical norms are the core
necessity in qualitative research, since the researchers are expected to deal with the personal
experiences, views and opinions of the participants in a responsible and respectful way (Orb et
al., 2001).

At the beginning of the research all the participants were told in full on the goal of the study, its
objectives, the procedure of data collecting and the manner in which the information they would
submit would be utilized. At the same time, it was explained that their involvement was optional
and that they may resign from the study at any moment and without negative repercussions or
having to defend their choice.

The participants were asked for informed permission for participating in the study. In this way,
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participants were fully informed of the study’s goal and conditions before they agreed to
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participate. Informed consent is a key element of research ethics that safeguards participants’
autonomy and freedom to self-determination (Israel & Hay, 2006).

Special attention was paid to the anonymity and confidentiality of the data. No data that may
lead to the direct identity of any of the participants were gathered and all information received
from the interviews was utilized only for the purposes of this academic study. To completely
safeguard the identity of the participants and to guarantee their privacy, the findings were
presented by codes or broad references.

Moreover, data were maintained in a secure environment with restricted access by researcher
only. The data were managed and stored according to the principles of personal data privacy
and the relevant rules applicable to academic research. The data will be stored for the term
required by the academic standards once the thesis assessment has been completed and then
deleted securely.

Finally, care was taken to prevent any kind of pressure or influence on the subjects throughout
the study procedure. The interviews were held in an environment of respect and trust where the
participants felt comfortable to discuss their ideas and experiences openly. The quality of
obtained data and the research conformity with the standards of scientific and research ethics

were guaranteed.

3.5 Data Analysis

The data from the semi-structure interviews were examined using theme analysis. One of the
most used qualitative research approaches is thematic analysis, which allows researchers to find,
organize and evaluate patterns and themes in qualitative data (Braun & Clarke, 2006). The main
aim of the present study was to assess workers’ perceptions and experiences on factors
influencing their motivation at work, hence the present approach was judged appropriate.

The research followed the six phases set forth by Braun and Clarke (2006). The first phase was
the familiarisation with the data which included reading the transcribed interviews multiple
times. The method facilitated an initial understanding of the material and the identification of
likely patterns relevant to the research question.

In the second stage the data were coded for the first time. Specifically, phrases, statements and
pieces important to work motivation, recognition, leadership, development possibilities,
interpersonal relationships, corporate culture and other traits mentioned by the participants were
picked and stressed. These codes provided the basis for the next phase of the investigation.

The individual codes were then organized into broader theme clusters, based on the conceptual
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commonality they supplied. As a result, themes formed that systematically described the
experiences and viewpoints of the participants. The themes were then examined and polished
to ensure they were indicative of the interview content and distinct from one another.

The penultimate step was the definition, naming and interpretation of the topic categories. This
process generated eight major thematic units: recognition and reward; leadership and support
from the supervisor; learning and professional development; team climate and interpersonal
relationships; the importance of the customer and the meaning of work; financial and non-
financial incentives; the sense of belonging and corporate culture; and suggestions for
improvement. The results obtained in these themes are shown and discussed in the next chapter.
Thematic analysis was selected because it gives flexibility in the treatment of qualitative data
and the opportunity to develop a deep knowledge of complex organizational processes.
Simultaneously, it allows to correlate the empirical data with the theoretical framework of the
study and helps in identifying the most essential aspects that impact employee motivation
(Nowell et al., 2017). This particular technique enabled a systematic analysis of the interviews

and the drawing of findings that reply to the research objectives of the study.

4. The Retail Sector and the Case of AB Vasilopoulos

Retail, according to Gilbert, is "any firm that devotes its marketing efforts toward pleasing the
end customer based on the organization of selling products and services as a means of
distribution." Gilbert (2003) Retailing has traditionally been tightly linked to consumer
lifestyles and more general historical developments. Because people have always employed
various forms of consuming to satisfy a range of needs, including survival and self-esteem,
humans have always been consumers. Retailing is the collection of commercial operations that
improve products and services offered to customers for their own or their families' use.
According to Levy, Weitz, and Grewal (2014), retailing includes the sale of services such as
overnight hotel stays, doctor's appointments, haircuts, and pizza delivery services in addition to
the selling of items in physical stores.
Retailing is a relatively modern activity in the consumer process. Even while people were
initially reliant on their own local groups for the goods they consumed, retailing emerged with
improved communication and transportation networks, which helped to unite communities on
a  broader scale via commerce (Goworek & McGoldrick, 2015).
A mostly localized system of selling products and services, where customers often had direct

contact with the artisan producing the items, gave rise to retailing. Markets have existed for
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manufacturers were able to move their wares across longer distances, even continents, in the
case of certain items like spices.
Traditional marketplaces continue to have a big influence on the culture and economics in many
parts of the world. The Industrial Revolution began in the 18th century with the development
of mass-production methods. Over the years, many improvements in retailing have been made,
some of which have gone on to become leaders in their respective industries. In the 1940s, for
example, the supermarket was a new retail concept that was expected to progressively displace
small specialized businesses in the West (Goworek&McGoldrick,2015).

The retail industry is one of the most significant areas of the European economy. Retail
represents roughly 5% of the overall value added of European economies and has a significant
role in consumption, employment and economic development in the Member States of the
European Union (Eurostat, 2024). In recent years, digitization, the expansion of e-commerce,
changes in consumer behavior and the economic effect of the COVID-19 epidemic have had a
major influence on the European retail industry . Notwithstanding these obstacles, the sector
has showed indications of recovery, with the average annual volume of retail sales in the
European Union having climbed by 2.3% in 2025 compared to the previous year (Eurostat,
2026).

The retail trade is also one of the fundamental pillars of economic activity in Greece,
contributing considerably to employment and domestic consumption. The industry has been
gradually recovering after the economic crisis and the consequences of the pandemic, backed
by the strengthening of consumer spending and the rising use of digital sales channels. The
Hellenic Statistical Authority (ELSTAT) confirmed the ongoing rise in turnover of retail firms
in 2024, with an additional increase (ELSTAT, 2025). At the same time, e-commerce growth
and enhancement of large retail chains have majorly changed the competitive environment of
the Greek market.

These trends make retail trade a particularly fascinating topic of research of work motivation.
Businesses in the sector are challenged to meet high customer service expectations,
organizational changes, digital transformation and greater competitiveness. Therefore, the
efficient management of human resources and the maintenance of a high level of motivation of
employees are important variables for the success of the firm.

4.1 AB Vassilopoulos

One of the biggest companies in the Greek market and a prominent retailer is Alfa Beta

Vassilopoulos. It belongs to the international food retailer Ahold Delhaize Group, which has its
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main office in Zaandam, the Netherlands. In addition to Indonesia, it operates in the United
States, the Netherlands, Belgium, and Central and South Eastern Europe.
AB Vassilopoulos is one of the leading food retail chains in Greece and is part of the worldwide
conglomerate Ahold Delhaize. The firm works across Greece with a wide network of shops of
diverse forms (hypermarkets, local supermarkets), franchisee stores and electronic sales
services. According to the latest corporate statistics available, AB Vassilopoulos has more than
14,000 workers and a network of more than 550 places of sale in Greece, ranking among the
most significant employers and organizations in the Greek retail trade (AB Vassilopoulos,
2024).

The first Psychiko shop, one of the most advanced supermarkets in Europe, opened its doors
in 1970 as well. From 1990 to 1991 opening of a MEGA shop in the Hellinikon area that has
won awards. Additionally, the company was listed on the Athens Stock Exchange until 2010.
1992 The well-known Belgian retail company DELHAIZE, a member since July 1992, works
with AB as part of its expansion program.
The first grocery store chain to use scanning technology in lieu of conventional cash registers
was AB in 1994-1995. However, some private label products are created, and a sizable storage
and distribution facility spanning 89,000 square meters is set up in Mandra, Attica.

By acquiring TROFO and ENA Cash & Carry in 2000, AB became the second-largest retailer
in Greece.

Over the period of three years, from 2001 to 2003, TROFO underwent redevelopment and
consolidation, rebuilding its stores and simultaneously changing their marketing signal. As part
of the company's organic growth, the system has been in place since 2002 via franchising with
the AB franchise network, and it is now growing quickly across Greece. In the same year, AB
City, a new kind of small business, was created with the goal of promptly and conveniently
meeting the fundamental everyday requirements of customers.
In one of the biggest domestic retail deals in 2008, Alpha Beta buys the discount chain PLUS
HELLAS, which has 29 stores and a cutting-edge warehouse in Sindos. Consequently, it
increases its visibility, especially in Northern Greece.
In 2009, AB continued its expansionist approach by purchasing the KORIFI SA chain, which
has operations in the Evros and Rodopi Prefectures. This increases Thrace's ten-store network
and strengthens its position on the outskirts, also establishes a brand-new, cutting-edge fresh
and perishable goods warehouse in Inofyta, Boeotia.
A new era of growth and energy savings for other AB shops Vasilopoulos begins in November

2010  with  the opening of the first ecological store in  Stamata.
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growing its network by adding 19 new sites and 16  repairs.
In 2020 New cultural and economic expectations, as well as new buying criteria, have been
brought forth by the pandemic. At AB, e-commerce has "flourished" Vasilopoulos grew AB
Eshop, the company's internet store. In addition to a new online order distribution center for
Attica, the AB Home Shop Facility is an investment of more over ten million euros with new
services and solutions that fulfill daily orders.
With plans to build 50 more shops in 2022 and achieve 250 during the following three years,
AB Vassilopoulos is commemorating the completion of the 100 AB Shop Go sites in 2021.
Some economic measures show the growth that AB Vasilopoulos has. During 2024, There were
some signs of improvement as the domestic subsidiary of the Ahold Delhaize group managed
to limit losses, improve adjusted operating profits despite the fact that turnover recorded a
decline of 2% in a market that grew at a rate of +3.6% (Naftemporiki, 2025).

As AB Vassilopoulos Brand President Nikos Lavidas said yesterday: “For about three years
now, we have started and developed a plan to rationalize our network. We have started and are
making several changes to our stores. We have converted a significant number into franchises,
we have closed stores, we have renovated stores. What I can say is that we are exactly as we
had calculated when we started this path. All this is done with one main purpose. To be able to
create capital so that we can reinvest in prices, so that our consumers can find products cheaper.
Because, unfortunately, this is the first requirement. Everyone is concerned with accuracy, it is
the number one issue in the news” (Naftemporiki, 2025).

Last year, AB Vassilopoulos’ turnover fell by 1.98% to 1.94 billion euros, a development that
is mainly attributed to changes in the network. As Mr. Lavidas explained, “When we turn a
store from a corporate store to a franchise, part of the turnover is lost, because sales to the
consumer are no longer counted, but sales to the franchisee. So we are automatically talking
about a difference of over 25% and this creates a loss in turnover. Also, in 2024 we closed eight
stores that were loss-making, a development that naturally affected turnover” (Naftemporiki,
2025).

He noted that last year AB “essentially moved at lower levels than the market and this did not
help us to increase turnover. I can tell you that right now, in recent weeks, we have been
following the market pace and maintaining a stable share” (Naftemporiki, 2025).

Referring to the gross profit margin, he said that it stood at 25.3%, showing a decline of 0.5%
compared to 2023. “0.5% means 10 million euros. Every year we show less margin and this is

proof that we are in compliance with the legislation, but it ultimately causes us the biggest issue
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regarding our net profitability,” he noted (Naftemporiki, 2025).

AB’s pre-tax profits maintained their negative sign last year, however, limiting losses to 14.9
million euros compared to losses of 21.3 million euros in 2023. Respectively, net losses stood
at 15.7 million euros compared to losses of 19.2 million euros. However, operating profits show
a doubling to 13.8 million euros, a development attributed to fewer asset write-offs. “For me,
the important number is the adjusted operating profits. What does this mean, if we take
everything out of the average asset write-offs, what is the real profitability. We are close to
1.4%, that is, 26.7 million euros, as we were in 2023, which is essentially the rate at which the
entire sector is moving.” Mr. Lavidas estimated that profitability will show a positive sign in
2026 (Naftemporiki, 2025).

As for the image of the network, in 2024 it numbered 624 points of which 331 franchise and
279 corporate and 14 wholesale. This year, so far, the total network has increased to 652 points:
254 corporate, 384 franchise and 14 wholesale. By the end of 2025, the network is expected to
reach 670 stores, with all new additions being franchises, while the target by 2028 is 900 stores,
with 50 new stores per year, some of which will result from acquisitions, and with an estimated
market growth of +3-4% per year. Last year, investments of 41.5 million euros were made, with

the majority of the funds directed to the network (Naftemporiki, 2025).
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5.1 Demographic characteristics of the participants

In the present study, they took part eleven (11) employees of AB Vassilopoulos in various
positions from a wide range of functional departments of the company. Specifically, the
participants worked in the areas of Operations, Human Resources (HR), Marketing, Commerce,
Legal and Corporate Communications, Finance, Franchise, Digital Technology (DigiTech) and
Logistics — Supply Chain. Of the total number of participants, six (6) were women and five (5)
were men. Their age ranged from 27 to 56 years, which ensured the representation of different
age groups and levels of professional maturity. At the same time, their experience in the
company ranged from 2.5 to 35 years, offering the possibility of recording the experiences of
both younger and highly experienced employees.

The participants held positions at different levels of hierarchy, including managers, team
leaders, specialized executives and consultants, which allowed the collection of
multidimensional opinions on the factors that influence work motivation at AB Vassilopoulos.
The heterogeneity of the sample is considered particularly important for this qualitative study,
as it contributed to the emergence of experiences and perceptions from different departments
and functions of the organization.

Table 1 presents in detail the demographic and professional characteristics of the participants

who took part in the survey.

Table 1: Demographic and professional characteristics of the participants

Job Role-Current position Years working at
Division Gender Age
in the company AB Vasilopoulos
Area Sales Manager Operations Male 9,5 41
Area Sales Manager Operations Female 17 35
In store communication & )
‘ ‘ Marketing
branding marketing manager Female 7 46
Senior Category Manager Commerce Male 8 32
Sustainablity Specialist-
~ Legal
Coorporate communication Female 6,5 45
PMO Coordinator HR Male 2,5 27
HRBP HR Female 4 46
Store Audit Team Lead Finance Male 10 36
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Franchise Strategy Manager Franchise Female 12 40

DigiTech Budget & Controls
Digitech

Manager Female 35 50-56
Logistics -

Warehouse Shift Supervisor .
Supply Chain  Male 18 47

5.2 Thematic Analysis as stemmed from Interviews
The interview data were examined using Braun and Clarke’s (2006) six step theme analysis.

First, all interview transcripts were reviewed many times to get comfortable with the material
and to obtain a general grasp of the participants’ experiences. At this point basic observations
and recurring concepts were noted.

In the second step, systematic coding of relevant text fragments was conducted. Similar codes
were then analyzed and grouped together based on shared patterns and underlying meanings.
By a process of iteration, including examination, refinement and comparison of the coded
information, wider thematic categories were progressively formed. The first themes were then
compared against the actual interview transcripts to ascertain that they represented properly the

participants’ stories and fulfilled the research aims of the study.

Through the analysis stemmed from eight broad themes that describe the benefits for
employees’ work motivation at AB Vassilopoulos. Each subject is given individually for
analytical reasons, however there was substantial overlap between them, demonstrating that
workers see work motivation as a multidimensional phenomena that is influenced by both
organizational practices and individual experiences. The following sections provide the topics
and illustrate them with sample excerpts from the interviews. Table 2 outlines the themes and

subthemes that arose from the analysis of the interviews.

Table 2: Thematic categories and subthemes identified in the thematic analysis

Theme Subthemes

o Promotions, verbal appreciation, trust, delegation of]
Recognition and Reward o
responsibilities

Leadership and Managerial||Inspirational leadership, open communication, feedback,

Support managerial support
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Learning and  Professional||Training  opportunities, internal  mobility,  skills

Development development, career progression

Team Climate and Interpersonal .
‘ _ Collaboration, mutual support, trust, sense of teamwork
Relationships

Customer Impact and

_ Customer influence, social value of work, sense of pride
Meaningful Work

Financial and Non-Financial -
) Salary, benefits, bonuses, personal fulfilment, recognition
Motivators

Sense of Belonging and|Organisational values, social contribution, volunteering,

Organisational Culture organisational identification

Career progression opportunities, professional development,
Areas for Improvement ] )
enhancement of leadership practices

5.2.1 Recognition and Rewards for Work
The recognition of employee efforts was one of the most significant work incentive drivers.

Most of the participants said that the sense of recognition of their work by the firm and their
supervisors causes more dedication, contentment and the want to continue to work at a high
level.

Recognition came in several kinds. For some staff it meant promotions and possibilities for
professional growth. For example, a participant who had worked for eight years said that he had
received three successive promotions from the firm for his efforts, and this made him feel that
his contribution was much appreciated. In this regard, several participants shared that the
distribution of significant projects and more responsibilities is a tangible manifestation of the
company’s trust.

Verbal appreciation was also paid considerable attention to, as were formal ways of
compensation. Some workers pointed out that the positive feedback from superiors and senior
executives is a reinforcement of their drive without the presence of tangible benefits. A key
source of internal happiness appears to be confirmation that their job has worth and helps to the
fulfillment of corporate objectives.

Some participants also related recognition with the supply of initiatives and autonomy. The
opportunity to participate in key initiatives, to assume new positions and to participate in
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strategic choices were viewed as types of organizational trust that boost the feeling of personal
worth and professional self-confidence.

In sum, the data indicate that recognition is a complex phenomena and not restricted to cash
incentives or promotions. On the contrary, it is a matter of daily feedback, trust, transfer of
duties and the potential of a meaningful involvement in the achievement of the company's
objectives. These characteristics appear to be quite important for increasing job motivation and
also for keeping a high degree of employee engagement to the firm.

Representative quotations

"I have started from the store and within these twelve years I have changed four positions. My
development has been continuous and this is how I understand that the company appreciates
my work." (Participant 1)

"[ started as a part-time employee and today I am an Area Manager. The opportunities the
company gave me to develop professionally are, for me, the greatest form of recognition."
(Participant 2)

"The word that motivates me the most is trust. My manager allows me to make decisions and
take initiatives, and that shows me that my work is valued." (Participant 3)

"Recognition is not only about salary. Sometimes a simple 'well done' or positive feedback from
your manager gives you the motivation to continue giving your best." (Participant 6)
"Whenever I am given greater responsibilities or asked to participate in an important project, |
feel that the company recognizes my abilities and believes in me." (Participant §)

"Promotions are important, but what really motivates me is knowing that my contribution is

appreciated and that people trust me to take on more responsibility." (Participant 10)

5.2.2 Leadership and support by the supervisor
Leadership was considered one of the most essential aspects affecting the participants’ job

motivation. Almost all workers emphasized the critical importance of the immediate supervisor
in molding the daily work experience, saying that leadership behaviours may either greatly
increase or much decrease the incentive to perform and professional dedication.

One of the most fundamental traits given to successful leaders was the power to inspire.
Participants said managers who convey a clear vision, promote initiative and serve as role
models make a big contribution to establishing an atmosphere where people desire to offer
more. Leaders who convey energy, optimism and a commitment for continual development tend

to have a good impact on performance and overall work satisfaction.
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At the same time attention was paid to open communication between management and workers.
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Many respondents reported an atmosphere where regular talks, exchange of opinions and
feedback on requirements, issues and growth opportunities took place. One of the key factors
stated in strengthening the sense of trust and psychological safety was the opportunity to openly
communicate concerns without fear of unwanted repercussions.

Another feature that came through clearly was the support that workers get from their bosses
when taking on new positions or challenging initiatives. Several participants pointed out that
when assistance is available and supervisors are there and ready to help handle issues, tension
may be reduced and self-confidence can be built. It seems that the existence of a supportive
boss is an empowering mechanism, enabling people to acquire new abilities and pursue
initiatives with more confidence.

Interestingly, a few of individuals also provided examples of less successful leadership. In
particular, they described experiences of working with supervisors who did not promote new
ideas, did not give enough support or showed limited desire to adapt and innovate. The
employees’ stories revealed that such activities resulted in irritation, diminished desire to take
initiatives, and adversely influenced the degree of motivation. This research indicates that the
effect of leadership on work behavior is not neutral but may be both an enabling and limiting
factor. Furthermore, several participants highlighted the importance of staff recognition and
development for effective leadership. Learning opportunities, involvement in high-value
initiatives and encouragement of professional growth were seen as indicators of a real interest
in employee improvement. On the other hand, the lack of direction or the inability to use the
potential of the workers were identified as reasons that may restrict commitment and desire to
stay in the firm.

The outcomes of this study show that, in general, one of the most important determinants of
work motivation at AB Vassilopoulos is leadership. Employees seem to value especially the
presence of leaders who inspire, encourage, communicate well and create circumstances of trust
and collaboration. At the same time, negative leadership behaviors are regarded as a major
barrier to the creation of projects and the preservation of high levels of dedication to work,
emphasizing the strategic relevance of effective leadership for the maintenance of a motivated
human resource.

Representative quotations

"My manager has always trusted me and encouraged me to take initiatives. Knowing that
someone believes in your abilities motivates you to perform even better." (Participant 2)

"Communication with my supervisor is open and honest. Whenever I face a difficulty, I know

Postgraduate Dissertation 42



Maria Rentzeperi, Benefits of Motivation within

Organizations: Case Study of AB Vasilopoulos
HELLENIC
OPEN
UNIVERSITY

I can discuss it without feeling judged." (Participant 4)

"A good leader is someone who inspires you, supports you and helps you develop. That is what
keeps me motivated every day." (Participant 7)

"When I was given a new role, my manager was always available to guide me and answer my
questions. This support made me feel much more confident." (Participant 9)

"Unfortunately, I have also worked with managers who were not open to new ideas. That
discouraged me from taking initiatives because I felt my opinion did not matter." (Participant
5)

"The best supervisors are those who recognise your potential, encourage your development and

make you feel that you are an important part of the team." (Participant 11)

5.2.3 Learning and professional growth
Learning and professional growth was one of the most common topics that arose from the

interviews. The participants evaluated AB Vassilopoulos as an organization that gives great
chances for training, the acquisition of new skills and professional growth, which considerably
increases their work motivation. For many workers, the opportunity for ongoing growth is not
just a perk but one of the key reasons they choose to stay with the firm.

One of the most significant findings relates to the view of the participants that the organization
is a constant learning environment. Several workers regarded AB as a “big school” where they
learn new information and experiences every day. Factors that extend professional perspectives
and improve skill development included participation in training programs, communication
with other departments and collaboration with expert executives. Executives working at the
headquarters, in particular, emphasized that the complexity and extent of the company’s
operations continuously provide fresh learning opportunities.

At the same time, participants stressed the significance of experience learning in daily work.
Their stories tell us that a big portion of professional growth happens via involvement in
challenging initiatives, taking on new responsibilities and addressing complicated obstacles.
Exposure to varied scenarios and the necessity to solve issues build technical and management
abilities and at the same time increase the self-confidence of workers. Another essential factor
is the potential of internal mobility and professional growth that has evolved. Many participants
mentioned that they had transferred to various jobs or have been promoted over their tenure in
the organization. The presence of internal recruiting procedures and the emphasis on the use of
current human resources tend to strengthen the perception that the firm is investing in its

workers. For many workers, the chance of a promotion is a great incentive, since it makes them
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believe that their hard work and results might open up new career prospects.
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Special mention was also made of training, mentorship and talent development programmes. A
number of activities were mentioned by participants that were designed to improve their
knowledge and abilities, including training seminars, development programs, involvement in
key projects and working with experienced executives. Access to such chances seems to provide
the sensation that the organization is interested in the long-term career path of workers and not
merely in their short-term success.

Overall, the image was quite favorable, with several participants commenting that there is scope
for additional progress in the planning of professional growth. Specifically, some workers noted
the need for defined career routes and explicit criteria for professional advancement. In the
interviews, there was a persistent want for more openness on the circumstances for growth, even
if it was recognised that substantial efforts had been achieved in this area in recent years.

In addition, several participants said that ongoing learning is closely tied to their own identity
and career objectives. Stagnation was characterized as a condition which diminishes the interest
and work satisfaction while the introduction of new challenges, information and experiences is
a significant motivating element. The requirement for continual growth appears to be especially
relevant for younger workers, but not just for this group. All in all, the results suggest that
learning and professional growth are fundamental foundations of work motivation at AB
Vassilopoulos. Employees see the business as an environment that gives learning opportunities,
and growth of skills and careers, while also understanding the value of having clear and visible
career routes. The prospect of continual growth tends to increase commitment, work satisfaction
and desire to remain with the firm, emphasizing the strategic relevance of human resource
development in sustaining high levels of motivation.

Representative quotations

"I always feel that I can continue learning. What motivates me most is not staying in the same
place but constantly developing my skills and becoming better at what I do." (Participant 10)
"AB has given me the opportunity to grow throughout my career. I started in one position and
gradually progressed through several different roles. That makes me believe that the company
really invests in its people." (Participant 11)

"For me, AB is like a big school. Every day you learn something new, either through training
programmes, new projects or simply by working with different people." (Participant 6)

"The possibility of moving to another position or taking on greater responsibilities is a strong
source of motivation because it makes you feel that your effort can lead to new career

opportunities." (Participant 2)
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"I never felt that I had reached a dead end. Even after many years in the company, I still feel
that I am learning and developing every single day." (Participant 6)
"Perhaps what could be improved is having even clearer career paths and greater transparency

regarding the criteria for professional advancement." (Participant 10)

5.2.4 Team Climate and Inter-Personal Relations
One of the most significant and repeated themes that emerged from the analysis of the

interviews was the significance of team atmosphere and interpersonal ties in the work place.
Participants consistently reported that the quality of connections with colleagues and the
presence of a supportive environment had a direct impact on their work satisfaction and their
level of motivation. This result was found independently of the department, position or years of
experience of the workers, showing the diachronic and horizontal relevance of this element in
the company.

Several participants highlighted to the importance of cooperation as a fundamental factor in the
day-to-day running of the organization. The chance to work in teams, to help each other, to
exchange information and to contribute jointly to attaining objectives, was mentioned as one of
the most significant sources of professional satisfaction. Employees said success is not
considered an individual triumph, but a communal endeavor, which adds to a feeling of
involvement and dedication.

Special attention was paid to the presence of trust ties amongst the members of the team.
Participants reported places in which they may communicate thoughts, problems, and
challenges without fear of judgment or negative repercussions. Mutual trust tends to establish
circumstances of psychological safety, allowing workers to take initiatives, present new ideas
and actively engage in decision-making.

Also, a number of individuals characterized their teams as communities of people that cross
limited professional boundaries. Reported relationships are defined by interest in the colleague,
sharing of personal experiences and readiness to support one other in times of trouble. Most
participants refrained from using the word “family” in a literal sense but many spoke of an
environment of closeness and solidarity that is close to related traits. The presence of such ties
seems to be of great importance in the development of good attitudes towards work and the
organization as a whole.

Another key finding involves the importance of help in transitioning to new roles or activities.
A number of participants said they had gotten considerable support from colleagues and senior

managers in terms of moves, promotions or taking on additional tasks. The presence of
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that simplifies the transition to the new jobs and boosts the sense of self-confidence.

Also, participants underlined the positive atmosphere as a device to absorb the strain generated
by the nature of work in retail. Increased expectations, deadlines and heavy workload were
characterized as more doable if accompanied by cooperative and mutually helpful partnerships.
There are various tales that suggest that it is the human interactions that frequently change a
difficult professional daily life into a good and creative experience.

It is also noteworthy to note that numerous workers associated the team atmosphere with the
organizational culture of AB Vassilopoulos. In their view, collaboration, mutual respect and
support are not only features of specific groups, but qualities that are ingrained in the company’s
ideals and everyday routines. This view reinforces the feeling of unity and helps to establish a
shared frame of reference among personnel.

The results indicate that team atmosphere and interpersonal interactions are important
determinants in job motivation. Cooperation, trust, mutual support and good human interactions
seem to contribute to work happiness, to make it easier to cope with professional problems and
to deepen the employee's connection with the business. As a consequence the social
environment of work seems to be one of the most essential aspects that help to sustain high
levels of motivation and organizational commitment.

Representative quotations

"What motivates me most is the atmosphere within the team. We all work towards the same
goal, support each other and celebrate success together." (Participant 10)

"The cooperation within our team helps us cope even during periods of intense pressure. We
trust each other, we communicate openly and we even keep our sense of humour when things
become difficult." (Participant 10)

"When everyone around you shares the same passion and commitment to achieving common
goals, your own motivation becomes even stronger." (Participant 11)

"There is no competition between us. We work as one team and solve problems together. Many
of our achievements would never have been possible without teamwork." (Participant 9)

"I have always felt that my colleagues and managers are willing to help whenever I take on a
new role or face a difficult situation. That support gives me confidence." (Participant 6)

"The positive relationships we have with each other make even demanding days easier. A

supportive team changes the whole work experience." (Participant 4)

5.2.5 The significance of the customer and the significance of the work
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Another relevant issue that emerged in the study of the interviews is the significance given by
the workers to the customer and how their job has a greater meaning when it contributes to
helping society. Participants did not see their employment as just a source of income or
professional growth, but as an activity that has a direct impact on the everyday lives of
thousands of customers and helps to address the fundamental necessities of society. This view
seems to be a powerful source of internal drive and professional pride.

Several workers said that the high level of devotion and effort they exhibit is mostly because
they know the effect of their job on clients. In particular, executives who work at headquarters
spoke of the fact that although they don’t have daily touch with customers, they know that their
decision-making and actions impact millions of individuals who visit the company’s shops.
This provides a feeling of ownership and personal reward, knowing that their decisions have an

effect on the client experience.

At the same time, many participants took pleasure in their role in the functioning of an
organization that serves a huge number of customers each day. They say that the quality of
goods, the low costs and the ability to meet consumer requests are aspects that offer major
substance to their job. This pride is enhanced by the fact that workers consider their function as
part of a wider value chain, which has a beneficial impact on people’s daily lives.
Interestingly, a number of interviewees attributed their drive to work to a feeling of social
participation. According to their narratives, their labor is tied to the prospect of making a
constructive social impact, not just to achieve financial objectives. They referred to sources of
personal fulfillment and significance such as customer service, engagement in corporate social
responsibility initiatives and the contribution to improve the quality of life of customers.
Purpose also came up again and again in the interviews. Several workers said that they are more
motivated when they know why they are working and when they can link their everyday actions
to a larger organizational or societal cause. An important driver of their job engagement seems
to be the idea that their work helps to the improvement of customers’ lives and the creation of
great experiences.

Moreover, some participants pointed out that the specific advantage of the retail sector over
other industries is the possibility to establish a direct or indirect link with the final recipient of
services and products. Seeing the outcomes of their activities in reality, in turn, provides them
with a feeling of success and affirms their perception that their labor is of intrinsic importance.
The constant factor was the contact with the client, notwithstanding the diverse professional

roles and responsibilities of the participants. Be they staff working in shops or executives in
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great experience for the customer. This shared perspective tends to provide a common frame of
reference which promotes the cohesiveness and commitment of workers to the firm.

The results overall suggest that the perception of purpose in work via the contact with the
customer and social contribution is a key antecedent of job motivation. Pride in contributing to
the company, a feeling of societal significance, and the conviction that work has a major
influence on people’s lives tend to boost intrinsic motivation and high levels of job
commitment. The latter suggests that the presence of a clear and meaningful goal, seems to be
a significant aspect of the work experience at AB Vassilopoulos.

Representative quotations

"What motivates me every day is knowing that, through my work, I contribute to improving the
shopping experience of millions of customers." (Participant 11)

"Even though I work at headquarters and do not meet customers every day, I know that every
decision we make eventually reaches the customer. That gives real meaning to my work."
(Participant 2)

"I feel proud because our work is not only about selling products. We help people cover their
daily needs, and this gives me a strong sense of purpose." (Participant 6)

"The customer is always at the centre of what we do. Knowing that our work has a positive
impact on people's everyday lives motivates me to give my best." (Participant 9)

"One of the reasons I enjoy working here is that I can see the results of our efforts reflected in
customer satisfaction. It makes me feel that my work really matters." (Participant 10)

"Beyond business results, I value the company's social contribution. Participating in initiatives

that support society makes me feel even more connected with the organisation." (Participant 4)

5.2.6 Financial and Non-financial Incentives
The study of the interviews has shown that the motivation of work of workers is influenced by

the mix of financial and non-financial reasons. While all participants acknowledged the
significance of financial incentives as a fundamental requirement for work satisfaction and
covering of personal and family needs, most said that motivation is not primarily dependent on
compensation or financial perks. Rather, the whole work experience is strongly affected by
elements linked to recognition, growth, interpersonal connections and corporate culture.

Financial incentives were indicated as a basic element to retain job commitment. Several
participants pointed to the importance of competitive pay, bonuses, gift certificates, insurance

programs and other perks as significant aspects that reinforce the sense of security and fairness.
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In particular, workers with many years of tenure in the firm have realized that AB Vassilopoulos
has spent in recent years in upgrading the total benefits package for employees, which
contributes favorably to the retention of human resources.

Most of the participants believed that financial incentives are important, but money alone is not
enough to sustain high level of motivation over time. Many of the workers said that after
achieving the fundamental financial necessities, the value of variables connected to personal
growth, professional recognition and quality of the work environment increases. In their stories,
the chance to grow, to be involved in exciting initiatives, and to be appreciated for their input
serves as a bigger incentive than just money.
One of the most typical findings is the significance of acknowledgment as a non-monetary
incentive. According to employees, positive feedback, confidence of superiors, assignment of
key duties and the ability to participate in strategic initiatives are kinds of incentive that
significantly increase work happiness. This acknowledgment seems to provide a feeling of
personal value and professional accomplishment that monetary incentives cannot entirely
replace.

Also, several respondents pointed out the importance of autonomy and room for innovations.
Being able to voice ideas, to have a say in decisions and to play an active role in molding the
outcomes was highlighted as a significant motivating aspect. This skill is connected to a feeling
of professional trust and reinforces employees’ organizational commitment.
It seems that perks connected to the well-being and quality of life of workers, at the same time,
play a vital role. Also, several participants noted health programs, wellness actions, sports
activities and other measures that boost the sense of caring from the organization. These
advantages are not only seen as extra rewards but also as signs that the business cares about the
person behind the employee.
Another intriguing observation is the diversity of incentives according to the professional
profile of the individuals. Some workers put more emphasis on financial stability and material
benefits while others focused more on learning, challenges, growth or the chance to contribute
to initiatives of strategic relevance. This research implies that motivation is a multi-dimensional
process driven by personal needs, values and professional aspirations. The findings indicate that
the basis of job motivation at AB Vassilopoulos is a combination of financial and non-financial
incentives. While financial rewards are a necessary condition for employee satisfaction, factors
related to recognition, development, autonomy, participation and the quality of working
relationships appear to play an equally important, and in many cases more important, role in

maintaining high levels of motivation. These results emphasize the need of using a holistic
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psychological demands of workers.

Representative quotations

"Salary is important because it provides security, but after a certain point what keeps you
motivated is recognition, development and feeling appreciated for your work." (Participant 11)
"The company has invested a lot in employee benefits over the years. Health insurance, bonuses
and other benefits make you feel that the organisation cares about its people." (Participant 6)
"For me, motivation is not only about money. I am much more motivated when I am trusted
with important projects and given opportunities to grow professionally." (Participant 2)
"Being able to express my ideas, participate in decisions and have autonomy in my work is one
of the strongest incentives I have." (Participant 3)

"The wellbeing initiatives, sports activities and the general care shown towards employees make
you feel that you are valued as a person and not only as an employee." (Participant 9)
"Different people are motivated by different things. Some value financial stability, while others

are driven by learning, new challenges and opportunities for development." (Participant 10)

5.2.7 Corporate Culture and Sense of Belongingness

One of the most fascinating topics to emerge from the interviews had to do with a feeling of
belonging and the function of company culture in encouraging people. Participants often spoke
about their relationship with the firm not just in terms of their professional standing, but also in
terms of a deeper identification with the values, aims and philosophy of the company. The sense
of belonging to something bigger seems to be a key role in the increasing of their commitment
and job drive.
A number of participants spoke to the pride they feel in working for an enterprise that is well
established in the Greek market and has a reputation as an employer. The sense of belonging to
a firm that invests in its people, characterized by its human resource management methods and
looking for a constant improvement of working circumstances, promotes their identification
with the organization. Many workers are proud and personally and professionally satisfied to

recognize the firm as an organization that stresses individuals.

Shared values were also stressed by participants as important in creating good attitudes about
work. The values that guide the company’s everyday operation were constantly cited as
collaboration, respect, honesty, initiatives and continual progress. Many workers said that they

feel more motivated when they believe that their personal beliefs are in harmony with the ideals
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of the firm, which reinforces the feeling of identity and organizational commitment. Another
noteworthy finding is related to engagement in acts that transcend beyond the tight bounds of
everyday employment. Some participants indicated efforts for corporate social responsibility,
volunteer activities, blood donation, social gatherings and programs for community service.
These efforts seem to increase the sense of pride and the notion that their job is linked to an
organization that wants to have a good social imprint. The prospect of participation in such
efforts was highlighted as a component that gives extra value to work experience.

Special note was also made of measures to enhance the engagement and active involvement of
workers in the life of the company. Participants highlighted a range of acts, meetings, events
and feedback systems that deepen their relationship to the company. These techniques make the
workers feel that their opinion matters and that they are active members of a larger community
and not just executors of certain responsibilities.

At the same time several of the participants pointed out that the long-term connection with the
firm that they have created, increases the sense of belonging. In particular, personnel with many
years of experience indicated a deep emotional attachment to the firm, built through experiences
of development, teamwork and personal progress. This connection appears to transcend beyond
the traditional employer-employee one and turn into a kind of organizational identification that
positively impacts the desire to contribute and remain in the business.

The results indicate that the feeling of belonging and company culture in general are major
sources of job motivation. Identification with the principles of the business, engagement in
social and voluntary activities, pride in the organization and the sense that the employee is part
of a larger community reinforce commitment and attachment to the enterprise. Therefore, the
organizational culture is not only a framework for directing actions but also the main
mechanism for improving work motivation and organizational loyalty.

Representative quotations

"I feel proud to work for AB Vassilopoulos because it is a company that genuinely invests in
its people and creates opportunities for everyone to develop." (Participant 11)

"The company's values are very close to my own values. Respect, teamwork and continuous
improvement are things that I try to apply in my everyday work as well." (Participant 6)
"Taking part in volunteering activities and social responsibility initiatives makes me feel that |
belong to an organisation that contributes something meaningful to society." (Participant 4)
"After so many years in the company, AB feels like more than just my workplace. It has become
an important part of my professional and personal journey." (Participant 10)

"The meetings, events and the fact that our opinions are heard make us feel that we are active
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members of the organisation and not simply employees carrying out daily tasks." (Participant

2)
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"What keeps me here is not only the job itself, but the feeling that I belong to a company whose
culture and values I truly identify with." (Participant 9)

5.2.8 Recommendations for Future Improvement and Expectations
The fourth subject that emerged from the thematic analysis relates to the ideas for improvement

made by the participants, and their expectations for the future growth of the organization as a
working environment. While the general image emerging from the interviews was especially
good, and most workers reported a high degree of satisfaction with their job, there were certain
areas highlighted where they felt there is potential for additional development and growth.

The participants most often cite the need for more clarity and transparency in professional
development routes. AB Vassilopoulos was recognized as a company with great potential for
growth and internal mobility, although numerous workers said it has not always been obvious
what procedures to follow in order to move into a new function or for career progression.
Participants wanted to know more specifically what abilities were needed, what goals were set,
and what criteria would be used to evaluate their career growth. At the same time, some
respondents noted that recent improvements in assessment and development systems are
heading in the correct direction and are likely to lead to better openness of procedures.

The second problem that came up was that of ongoing growth and training of staff. Although
participants rated the current training programs highly, several said that greater learning
opportunities would contribute more to their motivation and professional growth. Desire for
additional training programs, development initiatives and specialized learning opportunities
arose among different groups of workers, irrespective of their years of service or degree of
responsibility.

Some participants also highlighted the need to continue to enhance leadership techniques at all
levels of management. Most respondents are favorable in their attitude towards their immediate
supervisors, however there are perspectives that successful people management is not
necessarily associated with great professional performance. Employees’ impression suggests
that continual leadership skills development, increased empathy and the establishment of good
communication practices may also help to create an even more friendly work environment.
Furthermore, in certain situations, recommendations were made to improve financial
advantages and other incentives. Most of the respondents evaluated the present compensation

and benefits package as competitive, while some workers said that the enhancement of various
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financial incentives may have a good impact in improving job satisfaction and retaining high
levels of commitment.

It is interesting to note that most ideas for improvement did not concentrate just on financial
difficulties, but mostly addressed issues of growth, recognition, transparency and support for
workers. This finding is in line with the previous themes that appeared in the survey and
demonstrates that workers pay special significance to variables connected to their personal and
professional growth.

Although there were individual ideas for improvement, it is worth noting that numerous
participants said they had difficulties recognizing large deficiencies or significant issues in the
company’s work environment. On the contrary, many said that their fundamental requirements
were being met well and that the organization is continuously trying to enhance its human
resource management methods. This result means that workers regard the company as a
listening environment where their needs are heard, and where the business tries to adapt to the
new requirements of working life. Overall, the results of this topic suggest that workers largely
want increased openness in development processes, continuing investment in training and
development and further strengthening of leadership techniques. These proposals do not mean
unhappiness with the organization, but the desire of the personnel to continue and improve the
growth course that they currently see in AB Vassilopoulos. Thus, it seems that the future
aspirations of the participants are more associated with ongoing development than with the
solution of major organizational issues.

Representative quotations

"I believe the company is moving in the right direction, but I would appreciate even greater
transparency regarding career development and the criteria for promotion." (Participant 10)

"I would like to see even more training opportunities because continuous learning is one of the
things that motivates me the most." (Participant 6)

"The work environment is already very positive, but investing even more in leadership
development would make the experience even better for employees." (Participant 11)

"The company already offers a competitive package of benefits, although additional financial
incentives would certainly be appreciated and could further strengthen employee motivation."
(Participant 4)

"Honestly, it is difficult to identify major weaknesses. Most of my expectations are already met,
and I can see that the company is constantly trying to improve." (Participant 2)

"What I hope for in the future is not a complete change, but the continuation of the company's

investment in people, development opportunities and employee support." (Participant 9)
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6. Discussion
The purpose of this study was to explore the elements that impact the work motivation of

workers at AB Vassilopoulos, via the analysis of eleven semi-structured interviews with
employees from various departments and hierarchical levels. Results showed that motivation is
influenced by a complex of elements that encompass both material and psychological aspects
of the job experience. The key topics were about job recognition, leadership, growth prospects,
team atmosphere, customer connection, financial and non-financial incentives, and the feeling
of belonging and company culture.

Recognition for job motivation had a vital influence, according to one of the most important
results of the study. Participants cited verbal prizes, critical duties, trust and promotions as key
motivators that increase commitment and the desire for excellent performance. This conclusion
is consistent with Herzberg’s two-factor theory, which suggests that recognition, goal
accomplishment and personal improvement are important motivators that improve work
satisfaction and performance (Herzberg et al., 1959). Moreover, it has been shown that
recognition has a favorable relationship with work dedication, organizational loyalty, and
employee retention (Gagné et al., 2015; Deci et al., 2017). In addition to concerns about the
usefulness of cash awards, participants stressed the need to feel that their efforts are recognised
and valued by the organisation, confirming the continuing relevance of non-financial forms of
reward.

Leadership was also one of the most critical aspects that affected employee’s behavior and
attitude towards their job. They spoke about leaders that inspire, support and promote
innovation, while fostering an atmosphere of open communication and trust. This result is
consistent with the notion of transformational leadership, which postulates that leaders who are
role models, convey vision, and empower people lead to higher organizational commitment and
employee engagement (Bass, 1985; Bass & Avolio, 1994). Moreover, recent research has
shown that good leadership is connected with greater levels of employee work satisfaction,
engagement, and psychological empowerment (Alshaabani et al., 2021). The negative
experiences described with supervisors who did not promote creativity or initiative demonstrate
that leadership may both facilitate and inhibit employee motivation.

Another conclusion of great importance relates to learning and professional growth. The
majority of the respondents saw AB Vassilopoulos as an organization that provides many

options for growth, training, and internal mobility. This discovery is strongly connected to the
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Self-Determination Theory, which holds that the development of skills is one of the core
psychological requirements of the person (Ryan & Deci, 2000). Deci et al. (2017) report that
employees who believe they are acquiring new abilities and advancing professionally are more
intrinsically motivated and more committed to the firm. The results are also consistent with the
current study in the retail industry, which states that development opportunities are one of the
most significant factors in recruiting and keeping personnel (Khan, 2023).

The participants’ experience of work also focused on the team atmosphere and the interactions
between people. There was a sense of working together, of helping each other and trusting each
other, which created favorable attitudes towards work, employees remarked. This result is
connected to the relatedness component of Self-Determination Theory, which says that
individuals have a desire to feel that they belong to a group and have meaningful social ties in
the work environment (Ryan & Deci, 2000). Studies have demonstrated that good interpersonal
interactions correlate with improved well-being, occupational engagement, and psychological
resilience (Gagné et al., 2015). It seems that strong interpersonal links are a protective factor
against the stresses and expectations of work, particularly in a demanding field such as retail.
The relation between motivation and purpose of work and contribution to customers is very
interesting. Participants felt a sense of pride in knowing that their job touches the lives of
millions of people every day. This is congruent with modern study on meaningful work that
shows that the sense of work having purpose and social worth greatly increases intrinsic
motivation, organizational commitment, and job satisfaction (Steger et al., 2012; Stefurak et al.,
2020). Employees tend to find pleasure not just in the outcomes of their job, but also in the
awareness that they have made a significant contribution to other people.

From a theoretical point of view, the data on financial and non-financial incentives are very
interesting. All participants agreed on the necessity of financial incentives; however, the
majority said that money is not enough to keep motivation strong. The results confirm
Herzberg’s notion (Herzberg et al., 1959) that financial incentives largely work as hygiene
elements, preventing unhappiness but not enough to produce real job pleasure. In fact, more
recent research in the area of human resources management (Deci et al., 2017; Saks, 2022)
suggests that recognition, development, autonomy and interpersonal interactions appear to have
a more vital role in establishing long-term motivation.

Finally, the feeling of belonging and corporate culture were extremely essential. Employees
were highly committed to the company’s principles and actively engaged in social contribution,
volunteering and corporate responsibility programs. These data imply that AB Vassilopoulos’

corporate culture is a key method to increase employees’ commitment and motivation. The
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presence of shared values and shared objectives seems to generate strong psychological links
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between the individual and the company, thereby helping to sustain a high degree of
organizational commitment (Meyer & Allen, 1991; Schein & Schein, 2021). This result is
consistent with the current research that identifies corporate culture as a critical aspect in

improving employee engagement and long-term retention (Saks, 2022).

6.1 Theoretical Implications
The findings of this study lead to a better understanding of work motivation in the retail industry

and show that motivation is a multi-dimensional phenomenon which cannot be defined just via
financial incentives. The poll found that workers notably value recognition, leadership,
professional advancement, interpersonal contacts, a sense of belonging and a meaningful
purpose in their employment among the items. These findings are consistent with the current
literature viewpoint that work motivation is a mix of internal and extrinsic drive and not just
reliant on monetary incentives (Deci et al., 2017; Gagné et al., 2015).

The result significantly confirms Herzberg's two factor concept. The participants acknowledged
the importance of remuneration and benefits as basic conditions for job satisfaction. However,
the majority of them pointed out that the factors that mainly influence the willingness to perform
relate to recognition, professional growth, taking on responsibilities, and the opportunity for
personal development. The difference between hygienic components and motivational variables
seems to be proven to a large extent in the surroundings of AB Vassilopoulos, illustrating the
timeless value of Herzberg's theory in the study of work motivation (Herzberg et al., 1959). The
findings also provide support for the main assumptions of the Self-Determination Theory of
Ryan and Deci. The tales of the participants are especially good to reflect the three main
psychological needs of the theory: autonomy, competence and connectedness. Key features of
the job experience indicated were desire for engagement in decision making, developing new
skills and solid relationships with colleagues and superiors. The findings of this study
demonstrate that provision of an environment that satisfies the basic psychological needs of the
workers may significantly enhance the levels of intrinsic motivation (Ryan & Deci, 2000; Deci
etal., 2017).

The study also gives some interesting insights on Vroom’s expectation theory. In general,
participants are more motivated when they have encountered a clear and equitable link between
effort, performance and development opportunities. The desire for more transparent career
routes and criteria for promotion points to the fact that employees’ impression of fair and

predictable organizational procedures has a direct impact on their willingness to engage in their
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professional growth, as argued by expectation theory (Vroom, 1964).

Moreover, the findings align with existing studies on the concept of meaningful work. Intrinsic
motivation arose from the relationship between ordinary labor and customer service, a sense of
social engagement, and pleasure in contributing to the firm. This is a quality that is especially
relevant in the context of the retail because workers often relate their professional actions with
the satisfaction of real social demands. Research shows that meaningful work is associated with
higher levels of commitment, job satisfaction, and psychological well-being (Steger et al., 2012;
Stefurak et al., 2020). Finally, the research contributes to the literature on human resource
management in the retail industry by confirming that the retention of high levels of motivation
requires a holistic approach that incorporates financial rewards, development opportunities,
effective leadership, a supportive work environment and a strong organisational culture. The
results suggest that organizations that concentrate only on financial incentives may be
overlooking critical psychological and social aspects of human behaviour that are vital for work
engagement and success (Schein & Schein, 2021; Saks, 2022).

6.2 Implications for Practice at AB Vasilopoulos

The findings of the current study are useful practical advice for AB Vassilopoulos management
and in particular for the development of human resource strategies for the retention of high
levels of motivation, commitment and organizational commitment. Generally, the participants’
opinions of the work environment of the organization were positive, but the research suggested
that the reinforcement of existing practices in certain areas might contribute to the improvement
of the employee experience (Saks, 2022; Deci et al., 2017).

First of all, the findings underline the need to recognize the work of personnel on a regular
basis. Others received strong feedback from their supervisors and acknowledgment of their
work, but more structured incentive systems might increase their feeling of gratitude and
professional relevance. There are various ways to recognize that do not include financial
reward. It may also entail public recognition, placement on high-visibility projects, inclusion in
strategic initiatives and opportunities to represent the business at internal or external functions.
Research indicates that recognition is one of the most important factors for increasing employee
engagement and performance (Herzberg et al., 1959; Gagné et al., 2015).

Second, the results highlight leadership as an important motivator. Thus the firm may continue
with systematic investment in the development of leaders’ characteristics at all management
levels. Training programmes that enhance skills in communication, empathy, feedback, team
management and people development might also help create a more supportive work

environment. The selection and development of managers with not just technical know how but
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accordance with the concepts of transformational leadership, which has been linked to higher
work satisfaction, organizational commitment, and performance (Bass & Avolio, 1994;
Alshaabani et al., 2021).

Third, research shows that workers value the opportunity to learn and improve professionally.
Therefore, continuous improvement of development programs, internal mobility and talent
management activities may be a key lever for motivation. At the same time, more defined career
paths and specific development criteria shared with workers may boost views of openness and
fairness inside the organization. Individual development plans for workers may also help to
enhance the quality of their professional experience and maintain their commitment at a high
level. The literature offers a major feature to attract, inspire and retain human resources, namely
the possibilities of growth and development (Ryan & Deci, 2000; Khan, 2023).

Another important practical aspect is to maintain and to improve the current outstanding team
spirit that characterizes the organization. Participants typically highlighted job pleasure in terms
of cooperative and trusting relationships. Thus, the company may continue investing in
activities that help strengthen the cooperation between departments, the sharing of information
and the creation of strong professional networks inside the business. Such exercises may
enhance motivation and overall organizational performance. Interpersonal relationships and a
sense of proximity improve employee engagement and psychological well-being to a significant
extent (Ryan & Deci, 2000; Gagné et al., 2015).

The results, however, demonstrate that what workers value most is a sense of belonging and
their association with the goals of the business. Voluntary initiatives and programmes for
increasing employees’ participation may go on with corporate social responsibility activities,
and may further contribute to business identity and create commitment. The culture that
encourages respect, cooperation and engagement looks to be a key competitive advantage of
the organization as an employer. The impact of business culture on positive work attitudes and
behaviors has been thoroughly proven in the literature (Meyer & Allen, 1991; Schein & Schein,
2021).

In conclusion, financial incentives are not the primary motivator, but they are an important
aspect of the whole employment experience. Regularly reviewing the competitiveness of
remuneration and benefits and policies that promote internal fairness may help to sustain high
levels of satisfaction and help to attract and retain qualified leaders. This is in line with
Herzberg’s two factor theory and theories of organizational justice that views of fair incentives

have a significant influence on employee attitudes and behavior (Herzberg et al., 1959; Adams,
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1965). The results of the study suggest that in general AB Vassilopoulos has a decent base to
motivate its people. On the other hand, more investment in recognition, leadership, human
resource development, transparency of development processes, and the preservation of
excellent organizational culture may even further boost employee engagement and contribute

to long-term organizational success (Saks, 2022; Schein & Schein, 2021).

7. Conclusions, Limitations and Future Research

7.1 Conclusions
The present study studied the determinants that impact work motivation of workers at AB

Vassilopoulos, employing qualitative research methodology and semi-structured interviews
with eleven individuals from various departments and hierarchy levels of the business. Based
on the theme analysis of the data, 8 key thematic categories were identified, providing a holistic
picture of the elements that contribute to the establishment of work motivation in this particular
organizational environment.

The results suggest that employee motivation does not rely just on economic reasons, but on a
combination of other organizational, social and psychological characteristics. Particularly
significant sources of motivation were: recognition of contributions; supportive leadership;
chances for learning and professional growth; a good team atmosphere; and the opportunity to
create meaningful interpersonal connections.

At the same time, the study showed that the presence of purpose in work and connection with
the end consumer is a significant aspect of intrinsic motivation. Participants showed great joy
to be part of the functioning of a business that influences the everyday lives of a huge number
of customers, while at the same time acknowledging the value of social contribution and
corporate responsibility initiatives .

Moreover, it was shown that the organizational culture and feeling of belonging to AB
Vassilopoulos are essential factors for the enhancement of organizational commitment. The
employees seem to share the ideals of the firm and have strong relationships to the organization
and to one other.

The research concluded that motivating employees effectively needs a comprehensive strategy
that includes financial incentives, chances for growth, supportive management, a good work
environment, and a strong organizational culture. The story of AB Vassilopoulos shows that the
long-term motivation maintenance is mostly accomplished via the satisfying of the deeper

psychological and social requirements of workers and not merely through cash incentives.

7.2 Limitations
The present study contributes to the knowledge of work motivation in the retail sector, however
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The research was based on a rather small sample of eleven participants, while this was enough
for the purposes of a qualitative study, it does not enable the application of the findings to all
workers of AB Vassilopoulos or the broader retail industry. The results are indicative of the
experiences and views of the particular participants and should be taken as such.

Secondly, all participants were from one organization. This decision, although allowing a better
knowledge of the individual business environment, restricts the possibilities of comparison with
other firms in the industry that may have distinct culture, human resources policies and
motivating systems.

Third, data collection was based only on participants’ self-reports by means of interviews.
Therefore, the likelihood of socially desired replies or the effect of personal experiences and
perspectives that may have affected the way their opinions were framed cannot be ruled out.
Fourth, the poll was completed at one moment in time and represents employees’ opinions at
that point in time. The organizational circumstances, operational goals and employee demands
are ever evolving, which implies that the motivation levels, and the elements that impact them,
may vary in the future.

Finally, this research only examined the employee viewpoint. Incorporating the perspectives of
senior management or using other data sources would offer a more complete picture of the

motivating strategies adopted in the firm.

7.3 Recommendations for Future Research
Future research might broaden the study of work motivation in retail business with bigger and

more varied employee samples. Including workers from various geographical locations, levels
of hierarchy and shop kinds may provide a more holistic view of the variables influencing
motivation.

Furthermore, conducting comparative studies among various retail businesses would be
particularly valuable, in order to investigate the influence of organizational culture and human
resource management practices on work motivation. Such comparisons may also reveal
excellent practice and provide important guidance to practitioners.

Another intriguing area is the use of mixed research procedures (mixed methods), which will
blend qualitative and quantitative data. The use of questionnaires in larger samples could
confirm the present findings and allow for the statistical investigation of the relationships of the
different motivational factors.

Future research could also explore the effect of contemporary problems such as hybrid work,

digital transformation, artificial intelligence in human resource management and changing
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expectations of younger generations of employees. These elements will have a big effect on
how firms will motivate and retain their human resources in the next several years .
Finally, the relationship between organizational culture, work motivation and organizational
commitment could be further explored, as the findings of the present research indicate that these
three concepts are closely linked to each other and play a decisive role in the overall experience

of employees in the work environment.
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Appendix A: “Information and consent form for participation in a
research”

ENTYIIO ENHMEPQXHYX KAI XYTKATAGEXHX XYMMETOXHX XE EPEYNA
(Zoupve [e TIC opyeS EPELVNTIKNG dgovToloyiag, To TAaiaio tov EAAnvikod Avorytod
Tavemornuiov kot GDPR)

1. Ztoyeia 'Epevvag

Tithog Aumhopatikig Epyaociac:

Ta 0@éln g Tapaxivong otovg opyavicpovs: Merétn nepintoong g AB
Baow.omoviroc.

The Benefits of Motivation within Organizations: Case Study of AB Vasilopoulos.
Yrovygeia Epgvvirproc: Pevilenépn Mopia

Merantoyloké npoypoppo MBA -EATIL

Topopa: EAAnviko Avoryté Mavemotiuio [atpaoc.

Axkadnpaiké ‘Etoc: 2025-2026

Empiémovoa KaOnyntpro:

Dr. Anastasia Konstantelou

EMnvikd Avoyytod [Havemotpio

2. Xxomog s 'Epevvag

H mapovoa épevva ekmoveital 6to mAaicto SImA®NATIKNG epyaciog 6to EAANvikd Avoytd
[Mavemo o Kot £xel @G 0KOTO TN SIEPEVVIOT TV TOPAYOVTI®V TOL EXNPEALOVY TNV
napokivnon (motivation) twv epyalopévev, LEGH TOLOTIKNG AVAALONG NUL-O0UNUEVOVY
OLVEVTELEEMV KO TN GUVOEST] TV EVPNUATOV LLE TNV oKAONHOTKT Oewpio.

3. ®von ko Awedikacio Zoppetoxng

H ocvppetoyn cog mepthapfavet ) de&oywyn piog nu-oounpévng cuvEvievéng d1dpKetog
nepimov 45 Aemtv, N omoia Ha Tpaypotomon el €€ amocTAGE®MS LECH TNG TAATPOPLLOG
Microsoft Teams, 6 yp6vo mov Oa cupEmyNOel amd Kovov. ['a Adyovg axpifetag Kot
€YKVPOTNTOG TG OVAALGNG, 0TV cuvavinon Ba ypnoyorombel to epyaieio transcription Tov
teams, [le AMOKAEIGTIKO GKOTO TNV OOUAYVITOPMVNGT KOL TNV AVAALGN TOV 0EO0UEVMV.

Me m ovykatdBeon cog, 1 cuvévtevén Ba KaTaypapel G LOPPT YOV, OTOKAEIGTIKA KoL
LOVOo Yo AGYOVS OTOLOYVITOPMVIONG Ko TOLOTIKNG OVAAVGNG, GTO TAAIGLO TG TOPOVCHG
KOO ILOTKN G EPELVOG.

4. E0glovtikn Zoppetoynq & Awkaiopo Arécvpong

H ovppetoyn oag eivor amoivtmg e0ghovrika.

"Exete 10 dkoiopa vo amoympf|ceTe amd TNV £pEVVO. OTOAONTOTE GTIYUN, XWPIC Kopio
OLTIOAOYNON Kot YOPiG Koo apvnTIKY CUVERELD. L€ TEPIMTOOT ATOGVPONG, T OEOOUEVA GOG
dev Ba ypnopomombovv.

5. Avovopio & Epmotevtikotnta
e Agv Ba cvAreyBobv obte Ba ypnoyoronBodv ovopata 1 GAAL avoyvopicto
TPOCOTIKA GTOLELN.
e Toa dedopéva Bo KmdtKomomBovv kot B TAPOVGLUGTOVV ATOKAEIGTIKA GE AVOVOUT
nopoy.
e Ta arotedéopata o xpnoomonfodv Hdvo yio aKAONRITKOVS 6KOTOVS
(dOumlopatikn epyosio tov EAIT).

Postgraduate Dissertation 72



Maria Rentzeperi, Benefits of Motivation within

Organizations: Case Study of AB Vasilopoulos
HELLENIC
OPEN
UNIVERSITY

6. IIpootacio [Ipocomkav Asdopévov (GDPR)
H ene&epyaoia tov dedopévov mpaypatonoteitar copgwva pe tov Feviké Kavoviepo
IIpootaciog Acdopévev (EE 2016/679).
e Ta dedopéva Ba amodnkevToHv 68 AGPAAEG YNOLKO TEPPAAAOV LE
mepLoplopévn TpocPaon.
e Ba dwtnpnBodv udévo Yo 660 YPoVIKO SLAGTNLO ATOLTEITOL Y10, TV
oAoKANpwon Kot a&loddynon g SMAMUATIKNG EPYACTOC.
e Metd v odokApwon S Epeguvag, Ta dedopéva Ba S1oypapolV Le 0GOOAT
TPOTO.

7. IBavoi Kivovvor ] O@éin

H ocvppetoyn oty épevva dev evéyel TPoPAEYILLOVG KIVODVOLC.

Agv mpoPAénetan AUECO TPOSHOTIKO OPELOC, MGTOGO 1 GUUUETOYN G CLUPAALEL GTN
SlEVPVVON TNG EMGTNUOVIKNG YVAOGNS GTOV TOUEN TNG OPYOVAOGIOKNG CUUTEPIPOPES KOl TNG
EPYUCLOKNG TOpOKivoNg.

8. Aflowon XvykatdBeong
AnAovo ot
e 'Exo dwoufdoet Kot KaTavoncel TIg TANPOPOPIES TOL LoV TapacyEOnKay.
e Eiyo ™ duvatdmta va vmoPdio epmToelg Kot EAaBo IKOVOTOUTIKES OmOVINGELS.
o YVUUETEX® €0EAOVTIKAE GTNV TAPOVGA EPELVOAL.
e ZUUPOVD LE TNV KOTAYPOPT] TNG CLVEVTELENC.
o YVUQPOVO LE TNV GVAOVLUT YPNOGT TOV OEOOUEVOV OV ATOKAEIGTIKA Y10
KOO LOTKOVG GKOTTOVG,.
U ZYMOONQ NA XYMMETAXXQ XTHN EPEYNA

9. Xrovyeia Zoppetéyovro/ovoog
Ovopoarendvopo:
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Appendix B: “Informal information provided for the conduct of
interviews”

Avyoamntol cuvadelpol KaAnomEPa Ko KaAn efdopada,
210 TAiG10 TNG EKTOVNONG TNG SIMAMUOTIKNG LoV epyaciog pe Titho «Ta opéin
NG TapOKivong 6Tovg opyavicpos: Merétn epintmong g AB
Bootidémovroc.» oto petomtuylakd mpdypappo MBA tov EAAnvikoh Avotryton
[Tavemompiov Tov mapakorovdm, Oa BeAa va. Gag TPOSKAAECH VO
GUUUETAGYETE GE MNUL-OOUNLLEVT] GUVEVTEVEN.

2K0mO¢ TG €pevvag elvar 1 dlepelivnon TapPayOVI®MV oL GYeTICovVTaL e TNV
napokivnon (motivation) tov epyalopuévav, kKabmg Kat 1 GOVOEST TV
EUTEPIKOV OEGOUEVOV LLE TNV VPICTALEVT] OKAOTLLiKT) Bempia.

H AwevBvvon AvBpomivov Avvapkoo g etoanpeiog oykdAloce Kot otnpiée v
Tapovoo TPpOTOoPovAia, avayvmpilovtag T onHacio TG aKAONILOIKIG EpEuVag
o€ Bépata Tapakivnong kat d1oiknong avOpmmvov dvvapikod. H vrootpién
0LTY] EVIAGGETOL GTO TANIGLO TNG EVOAPPLVOT|G TNG EMGTNOVIKTG YVAGCNG KOt TNG
OLVEYOVG EMAYYEAUATIKNG KOl AKOOMULOTKNG EEMENG TV epyalopévoy.

H ocvppetoyn cog kpivetan wdraitepa onpavtiKn, Kabmdg Bo cupfarel ovc1GTIKA
OTNV EMIGTNUOVIKY TEKUNPIOCT TNG LEAETNG.

H ocvvévtevnén Ba mpaypatonombel €& anoctdoems HEC® TG EPAPULOYNG
Microsoft Teams, o€ ¥pdvo mov Ba cuuEmvnBel amd Kowov. I'a Adyovg
axpifelog Kot eykupdTTag TG OVAAVOTG, 6TV GLVAVTINGT Ba xpnoomon et To
gpyaieio transcription Tov teams, UE OTOKAEITTIKO GKOTTO TNV
OTTOLLOY VN TOPAOVIOT) KOL TNV AVAALGT] TOV OE00UEVOV.

®a Mfera va cog daPepaidom ot

[ H ovppetoyn oag etvor eBedovtikn.

[J Agv Ba ypnoyomomBoHv ovopaTa 1) 0TO100MTOTE OVOYVOPIGILO

TPOCMOTIKO GTOYELO.

[ Ola T dedopéva Ba tnpnBovv pe amdAvto 6ePacHd 6To TPOCOTIKA
dedopéva kot Ba xpnooronBohv amoKAEIGTIKA Y10l okadN LLoiikohg

OKOTOVG,.

[ Emovvantetol VvTumo evéP®ONS Kol GUYKOTAOEONC.

[Mopaxdto TapatibBevtal ol EPOTAGELS TNG GLVEVTEVLENG, MOTE VO EXETE TN
dUVaATOTNTO TPOETOWOGIOG TPV OO T GLVAVINGN LOG:

1. Tt og odnyel va divelg Tov KaAvTePd Gov £0vTO KAOE pépa otnv AB;

2. [Toco motevelg 6T AB delyvet 6TL ekTid T dovAeld cov; Mropeig,
TOPOKOAD, VoL ODGELS EVOL TAPAOELY L,

3. [log aeBdvecon oyeTiKd e TV NYEGio 6TO KATAGTNA GOV 1) GTO TUN LA
oov; [dg enmpedletl o TpoicTapevdc Gov 10 TOGO TAPUKIVIULEVOS /
TopaKvnUEVN eloa;

4. NopiCeic 0t1 pmopeig va padeig, va avortuydeig 1 va Tpoywpnoelg oty
kapiépa cov oty AB; [1dg emmpedletl ovto T0 KivnTpd Gov;

5. T1 Ba éheyeg Yo To KApO epyaciog Kot TIG AAANAETIOPAGELS LETOED TV
HEA®V TNG OUAS0S GOV; ZVUPBAAAOVY GTO VO TAPOUEVEL  TOPOKIVIILEVOG

/ TapaKwvnuévn;

6. H epyacia oto AMovikd epumodpio mepthapavel cuvoioOnuotikny
aAnAenidpaon pe kotavorlmtés. Tldg enmpedlel avt 1 didotacn v
gvépyela 1| To KivnTpo cov;
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7. Katavoeig ko pmopeic vo avtane&él0eig otig appodiottes g 0éomng cov;
[Tog emmpedlovv o0 pOPTOG epyaciog Kol 01 TPOGOOKIES TO KivTPO GOV,

8. oot Tomol KIVNTPWV (O1KOVOUIKA 1) U1) Bewpelg To onpavtikovs 1
TOPAKIVNTIKOVG otV AB;

9. T motevelg 6Tt kdvel  AB dwaitepa kodd yio va dtotnpet toug
epyalopnévoug pe Kivntpo;

10. Tt Ba pmopovoe n AB vo BEATIOGEL DOTE VL GE KAVEL TLO TOPOKIVILEVO/
KOl IKOVOTTOIMUEVO/M omd TNV epyacio cov;

Ba Gog UOLV WUTEPE EVYVOUMY OV LTOPOVGUTE VO LLE EVILEPDCETE EMG
aOP1o TO TPMI GYETIKA [E TN OOOESIUOTNTA GOG KOt TI) GOUPOVN YVOUT GOG
Yo TN cvvE Lo TG dtadikaciog, Kabmg VITAPYEL Vo GLYKEKPIUEVO
YPOVOOIIAYPOLLLLEL TTOV KOAOVLLOL VO TNPTGM GTO TANIGLO TV OKOONLOTKOV
LLOV VTTOYPEDCEMV.

2ag evyaploT® BepUd EK TOV TPOTEPMV Y10 TOV YPOVO GOC, TNV KATAVONGT KOt TN

GLUPBOAN GO TNV TOPOVGO EPEVVNTIKN TPOCTAOEL.
Me extipnon,

Rentzeperi Maria

Business Service Finance

Inventory Management Supervisor

AB Vassilopoulos

A: 81 Spaton Av., 15344, Athens, Greece
T: +30-210-6608194

Postgraduate Dissertation

75



OPEN

Maria Rentzeperi, Benefits of Motivation within
HELLENIC Organizations: Case Study of AB Vasilopoulos
UNIVERSITY

Appendix C: “Interview guide”

Demographics

Gender:

Age Group:

Current Position in the Company:
Years of Work Experience in Retail:

Years Working at AB Vasilopoulos:
Questions for the semi- structured interview

1. What drives you to do your best job every day at AB?

(Baoiouévo oe intrinsic & extrinsic motivation — Ryan & Deci)

2. How much do you think AB shows that they value your work? Could you please offer an example?

(Baoiouévo oe Herzberg: recognition = motivator)

3. How do you feel about the leadership in your shop or department? How does your boss affect how
motivated you are?

(Paociousvo oe transformational leadership & social exchange theory)

4. Do you think you can learn, grow, or move forward in your career at AB? How does this change how
motivated you are?

(training & development — competence — intrinsic motivation)

5. What would you say about the work atmosphere and interactions amongst team members at your
store? Do they help you stay motivated?

(organizational climate & social motivation)

6. Working in retail means dealing with consumers on an emotional level. How does this emotional side
of things affect your energy or motivation at work?

(emotional labour — Hochschild; retail-specific stressors)

7. Do you understand and can handle the duties and obligations that come with your job? How do your
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workload and the expectations for your position impact your motivation?

(role clarity, role overload, role conflict — Arnold et al.)

8. What kinds of incentives (money or not) do you think are the most important or motivating in AB?

(extrinsic motivation + fairness/equity theory)

9. What do you think AB does especially well to keep employees motivated?

(strength-based. identifies organisational practices)

10. What might AB do better to make workers like you more motivated and happy at work?

(forward-looking question, essential for qualitative depth)
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