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Appendix I – Interviewee profiles  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

  

Time in 

present 

job 

(years) 

Time in 

company 

(years) 

No. of 

employers 

No. of 

positions 

No. of 

CEO 

positions 

 Average 

years in 

a CEO 

role Age 

Educational 

background 

Career 

(years) 

Int. 1 
4 4 5 11 4 4.3 57 M.Sc. (Econ.) MBA 32 

Int. 2 
5 5 7 9 5 5.7 58 M.Sc. (Tech.) 31 

Int. 3 
1 3 6 10 2 1.5 46 M.Sc. (Econ.) 21 

Int. 4 
9 9 7 9 4 4.25 60 M.Sc. (Econ.) 36 

Int. 5 
3 3 2 8 1 3 47 M.Sc. (Econ.) 22 

Int. 6 
0 13 2 5 1 0 53 M.Sc. (Tech.) 20 

Int. 7 
3 3 2 9 1 3 45 Lic. Sc. (Tech.) 27 

Int. 8 
9 9 3 7 1 9 57 M.Sc. (Tech.) 33 

Int. 9 
8 20 5 9 2 5.5 58 M.Sc. (Econ.), LL. B. 35 

Int. 

10 2 2 3 10 2 3.5 52 M.Sc. (Tech.) 27 

Int. 

11 1 1 3 8 1 1 43 M.Sc. (Econ.) 16 

Int. 

12 2 2 3 7 1 2 40 M.Sc. (Econ.) 16 

Int. 

13 1 1 4 8 3 2.5 49 M. Sc. (Food Sc.) 21 

Int. 

14 5 5 3 8 1 5 58 LL. M. 31 

Int. 

15 3 7 3 7 1 3 43 M.Sc. (Econ.) 18 

Int. 

16 3 5 6 11 2 3.5 46 M.Sc. (Tech.) 21 

Int. 

17 4 4 5 8 1 4 48 M.Sc. (Econ.) 24 

Int. 

18 3 3 6 9 2 5.5 50 LL. B., MBA 24 

Int. 

19 0 0 7 7 2 2 51 M.Sc. (Econ.) 26 

Int. 

20 0 0 3 9 1 0 51 B. Eng., MBA 24 
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Appendix II – Selecting the CEOs and gaining access to interview CEOs 

The purposive sampling approach instead of random sampling was used (Silverman 2008, p. 306−308). 

The interviewees were selected from the 50 largest companies according to the leading Finnish business magazine, 

Talouselämä, on the basis of their revenue. The 50 companies were divided in groups of 10 in the order of size. 

Four target companies and CEOs were selected from each group. The purpose was to find the twenty most different 

companies (revenue, industry, number of employees) and CEOs (sex, age, education, experiences) as possible. 

The idea is that the differences make it easier to determine what is common for all CEOs (Eisenhardt and Graebner, 

2007, p. 27). The purpose was to construct qualitative interpretations of the CEOs’ experiences, i.e., the essence 

of their experiences. As Giorgi (1999, p. 19) argues, with more subjects, greater variations in the data occur, and, 

therefore, there is a greater ability to observe what is essential. 

The CEOs of the selected 20 companies were approached with a one-page letter in April 2009 with the 

attached CV of the interviewer (one of the authors) to the letter showing that the person had long experience in 

business, e.g. 20 years as CEO. Also, the CEOs were encouraged to participate in the interview by arguing that it 

might be useful for them to reflect on their own leadership. At the end of letter, it was promised that the interviewer 

will contact their secretaries within a week to agree about the meeting. There was no hurry, but we hoped to get a 

meeting within next six months. These things were important and learned in practice: The secretaries need to 

understand what the interviewer was trying to do, because they quite often decide about the timetable of their 

masters or at least give their opinions on the time requests. In most cases one or two phone calls were adequate, 

but in one case five calls were required before a positive response.  Six months’ time window was necessary, 

because two first months were often fully booked. The response rate to the letter was surprisingly high, 17 or 85 % 

positive and 3 negative. Assuming that response activity would remain the same four additional companies were 

selected as before and letters were sent to their CEOs. Three positive responses were received and 20 CEOs had 

agreed to be interviewed. The overall response rate was 83 %. 

A week before the interview a second letter was sent to the CEO, who was told about the purpose 

to have an open discussion on his or her leadership experiences without any preset questionnaires. However, if a 

CEO wanted to pre-orientate, there would be four themes in the discussion: 1) Own career and its development, 
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i.e., important events, experiences and people and their impact on your thinking and acting), 2) Own leadership, 

i.e., principles, values, experiences including also own motivation, 3) Views on management and leadership 

development generally in the past and views on the future.  The letter included an interview agreement to be signed 

to guarantee the CEO’s confidentiality in writing. In addition, they were promised right to review the results and 

the transcribed interviews. The agreement gave the interviewer the ownership of the interview data. The 

confidentiality proved to be important, because some of the CEOs commented on the written results and said that 

they accept the results because of confidentiality, otherwise they would ask for modifications. 

Before the interviews of the 20 CEOs, two other CEOs with similar backgrounds were interviewed 

to test the approach and improve it if required. The interviews were transcribed and analyzed. Feedback was asked 

and received. No major modifications were needed. 

The 20 interviewed CEOs were typically male (85%), had a university (92 %) or college degree, 

and their average age was 51 years. There were only three women among the interviewees. A business-oriented 

education was dominant (10 degrees). In total, they had 23 degrees, because some CEOs had two degrees. They 

had been in their present jobs on average 3.8 years, and 74% had been in their jobs less than 5 years. Over half of 

them (54%) had come to their jobs from outside the company.  The CEOs had on average seven prior jobs in four 

companies, and they had 25 years of work experience. On average they were appointed CEO first time after 18 

years’ work experience. Typically, the current job was their second as a CEO. 

References: 

Eisenhardt, K. M. (1989), “Agency theory. An assessment and review”, Academy of Management Review, Vol. 14 No. 1, pp. 

7−74. 

Eisenhardt, K. M. and Graebner, M. E. (2007), “Theory building from cases: Opportunities and challenges”, Academy of 

Management Journal, Vol. 50 No. 1, pp. 25-32. 

Giorgi, A. (1999), Phenomenology and Psychological Research. 8th Edition, Duquesne University Press, Pittsburgh, USA. 
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Appendix III – Interview topics 

TOPICS DISCUSSED  
 

Family Background Influence of family, importance for career? 

Schools, studies Impact on career? 

Career steps Significant incidents, people, learning points? 

Management/ 
leadership principles and practices 

Management system, practices? 

 
 Source of power?  
 Targets, plans, follow-up?  
 Corporate governance?  
 Leadership, people?  
 Leadership practices? 

CEO job Input, working hours? 
 

 How many hours/week?  
 How time is spent: own organization, 

board…?  
 Leader values, attitudes?  
 Importance of job?  
 Commitment to company and job?  
 Motivation?  
 Motivation to hard work and long hours?  
 Achievement, recognition, respect?  
 Money?  
 Best/worst features of the job?  
 Greatest achievements/ failures?  
 Most difficult things at work? 
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Appendix IV –  Categories used in coding of CEOs’ experiences 

 

 

  AMOTIVATION EXTRINSIC OR CONTROLLED 

MOTIVATION 

AUTONOMOUS MOTIVATION 

Cognitive evaluation (C): “An interviewee says that he or she …” 

C1. Sees little or 

no value in action 

or incentive to act, 
feels incompetent 

and lacking in 

control, non-
intentional. 

C2. Acts in a 

certain manner 

because this is 
assumed, forced, 

obliged by others 

who provide 
external rewards 

and/or 

punishments. 

C3. Acts 

because of 

other people’s 
expectations, 

motivated by 

self, to keep 
face, is self-

controlled 

through internal 
rewards and 

punishments. 

C4. Acts 

consciously 

because of 
learning new 

things and 

perceives 
importance of 

goal. 

C5. Acts because 

of interesting and 

exciting 
challenge, value 

of activity. 

C6. Acts just 

because of deep 

interest 

Underlying affects (A): “An interviewee says that he or she …” 

A1. Feels 

discouraged, 
helpless, futile and 

apathetic. 

A2. Feels 

stressed and 
pressured by 

external 

expectations.  

A3. Feels 

stressed and 
pressured, 

guilty, ashamed 

and low self-
worth if not 

acting. 

A4. Feels actions 

as personally 
important, 

valuable, 

meaningful and 
relevant, feels 

that is doing 

things voluntarily 
and 

autonomously. 

A5. Feels actions 

to be in harmony 
with own values, 

feels 

commitment, 
feels that is doing 

things voluntarily 

and 
autonomously. 

A6. Feels 

interest, 
excitement, 

enjoyment, fun 

and pleasure 
when doing 

things, feels that 

is doing things 
voluntarily and 

autonomously. 
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Appendix V – Frequencies of Cognitions (C) and Affects (A) codes 

 

 

 

Appendix VI – Career phase code frequencies 

Name of code Total 

 I Phase: School and education 49 
II Phase: Military service 7 
III Phase: Employer 1 65 
IV Phase: Employer 2 114 
V phase: Employer 3 61 
VI phase: Employer 4 56 
VII Phase: Employer 5 29 
VIII Phase: Employer 6 16 
IX Phase: Employer 7 6 
X Phase: Employer 8 6 
Career phase code frequencies, total: 409 

 

 

  

Name of code Total 

CI Amotivation - passive 2 
C2 Extrinsic I - external  18 
C3 Extrinsic 2 - introjected  42 
C4 Autonomous 1 - identified  73 
C5 Autonomous 2 - integrated 109 
C6 Autonomous 3 - intrinsic 27 
F1 amotivation -  passive 15 
F2 Extrinsic 1 - external 22 
F3 Extrinsic 2 -  introjected 12 
F4 Autonomous 1 - identified 22 
F5 Autonomous 2 -  integrated 61 
F6 Autonomous 3 -  intrinsic 15 
Frequencies of Cognitions (C) and 
Affects (A) codes, total: 

 
418 
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Appendix VII – Motivation types: Examples and frequencies of Cognitions (C) 
  

 AMOTIVATION EXTRINSIC OR CONTROLLED 

MOTIVATION 

AUTONOMOUS MOTIVATION 

C1: Passive 
C2: External 

regulation 

C3: Introjected 

regulation 

C4: Identified 

regulation 

C5: Integrated 

regulation 
C6: Intrinsic, 
genuine interest 

Cognitions 

(C) 

 

Sees little or no 

value in action or 

incentive to act, 

feels incompetent 

and lacking in 

control, non-

intentional. 

Acts in a certain 

manner because 

this is assumed, 

forced, obliged 

by others who 

provide external 

rewards and/or 

punishments. 

Acts because of 

other people’s 

expectations, 

motivated by self, 

to keep face, is 

self-controlled 

through internal 

rewards and 

punishments. 

Acts consciously 

because of 

learning new 

things and 

perceives 

importance of 

goal. 

Acts because of 

interesting and 

exciting challenge, 

value of activity. 

Acts just 

because of deep 

interest 

Number of 

quotes 

2 18 42 73 109 27 

Examples Int. 6: 
”I felt that I did not 
receive much support for 
it. I did as I was told, and I 
think I learned a lot in the 
preparation of corporate 
purchasing. It was an 
intensive year. But then I 
realized that even though 
it was interesting, I did 
not have an organization 
or people I could 
resonate with, and then I 
realized that I would 
wither away.”  
 
Int. 10:  
”I came to a resolution 
that if I had been given a 
total control, then I 
would go even to the 
grave with this. But I had 
not been given that 
absolute power. And 
even by threatening, 
extortion, rationalization, 
emotional pleading, or 
communication I could 
not go in that direction, 
and everything was likely 
to fail in a just couple of 
years, if this was the 
direction.... if I cannot 
change the course of this 
boat, there is no other 
solution than to say here 
are the keys, take care, I 
cannot make you to do 
it.” 

Int. 1:  
”That corporation was 
in the midst of some 
difficulties, and I was 
there to work in  
accordance with the 
owners’ interests, as 
long as they were 
unable to find a 
permanent CEO for 
that position. Soon 
they started to expect 
me to continue in the 
position. I felt that I 
was neither qualified 
nor interested.”    
 
Int. 6:  
”I don’t think I ever 
received any kind of 
clear reason. As a 
matter of fact, in all 
those more than ten 
years […] when I was 
given new tasks, I did 
not receive any reason 
for why the person 
selected had been 
me.” 
 

Int. 15: 
”I started to wake up to 
this situation in the 
1990s. We then had a 
kind of full evaluation, 
where people gave 
feedback. And I scored 
low, especially on  
the motivation and 
opinion of my 
subordinates. I was some 
kind of a dictator. And 
then, in the late 1990s, I 
started to develop into 
this new kind of leader.” 
 
Int. 19: 
”And then the secretary 
called from this small 
town to say that the CEO 
could not come from this 
small town to the capital, 
so was it possible, could I 
come today to this small 
town? - and we have 
already booked a flight 
ticket for you. The flight 
ticket is for this 
afternoon, so you can 
return already this 
evening. Is this possible? 
And then when I went 
there, there was a huge 
group of people present. 
And they set up this job 
interview on the spot. 
They suggested to me 
that this was the place for 
me, but I just refused to 
come (laughing). And, as 
a matter of fact, what 
happened next was that I 
think I promised to go 
there. This is how it all 
began.” 

Int. 10:  
“I learned everything 
within the first ten 
years of my career. 
The first five years, I 
had surely seven jobs 
[…]. Those experiences 
were fast and rapid at 
first and then I had a 
longer position after 
being a plant manager. 
When I was a plant 
manager in Finland, I 
had three different 
jobs in five years. First 
one line, then one 
plant and then two.” 
 
Int. 5: 
”And I think that 
interest in the 
business is very 
crucial….But I don’t 
believe in the kind of 
management where 
you just sit there and 
talk and only 10 
percent is doing… It is 
much better when I 
also understand the 
business and can talk 
with my subordinates 
about real things.” 
 
Int.6:  
”The management 
philosophy… maybe I  
realized that you can’t 
manage except by 
meeting and moving, 
not from a distance, 
but by being present 
and by organizing 
possibilities, 
facilitating and 
bringing it all together. 
It has also been quite 
interesting to see how 
the amount of people 
in the business has 
halved.” 

Int. 4: 
”Of course power and the 
exercise of power are 
interesting. But not in 
that respect, that I can 
exercise power and 
achieve results with other 
people. You are given a 
tool box that you can use 
in order to have 
influence. But all 
influence has to be 
channeled through the 
organization… You need 
to like working with the 
people, but I would lie if I 
did not say that, 
naturally, the most 
interesting part of this job 
is that you have a joy 
stick in your hand.”  
 
Int. 17:  
“See, this is a job where 
trust is measured every 
single day, it is measured 
on the stock market and 
on the board. I have used 
this ice hockey metaphor, 
even though I am no 
hockey player: if you 
decide to be a player it is 
clear that if you are in the 
county team and they ask 
you to go to a bigger 
team, you surely go 
there. […] And then if 
they ask you to the 
national team, you go 
there too. And if they ask 
you to the NHL, you will 
go there. See, you’ve got 
to have the attitude. And 
then, whether or not they 
give you time to play, 
that is simply a thing you 
have to accept. It 
depends on whether you 
score or not. And there is 
no room for whining 
about it…”.   

Int.6: 
”I am a power-and-
responsibility type of a 
person. But what I 
would hope is that 
there would be 
responsible 
management and 
responsibility. I like to 
work as [thinks]… a 
tribal leader. Of course 
I enjoy it, and also 
money gives me 
motivation, but not so 
much that I would take 
the previously 
mentioned expert jobs 
with twice the pay.” 
 
Int. 13: 
”I have wanted to do 
my work well for its 
own sake, and for the 
satisfaction it gives 
me. So that I can be 
proud of it.” 
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Appendix VIII – Motivation types: Examples and frequencies of Affects (A) 

 

 

 

 AMOTIVATION EXTRINSIC OR CONTROLLED 

MOTIVATION 

AUTONOMOUS MOTIVATION 

A1: Passive 
A2: External 

regulation 

A3: Introjected 

regulation 

A4: Identified 

regulation 

A5: Integrated 

regulation 
A6: Intrinsic, 
genuine interest 

Affects 

(A) 

 

Feels 

discouraged, 

helpless, futile 

and apathetic. 

Feels stressed and 

pressured by 

external 

expectations.  

Feels stressed and 

pressured, guilty, 

ashamed and has 

low self-worth 

when not acting. 

Feels actions as 

personally 

important, 

valuable, 

meaningful and 

relevant, feels that 

is doing things 

voluntarily and 

autonomously. 

Feels actions to 

be in harmony 

with own values, 

feels 

commitment, 

feels that is 

doing things 

voluntarily and 

autonomously. 

Feels interest, 

excitement, 

enjoyment, fun 

and pleasure when 

doing things, feels 

that is doing things 

voluntarily and 

autonomously. 

Number 

of quotes 

15 22 12 22 61 15 

Examples Int. 7: 
”I just noticed that 
it was a hard place 
for me, and I 
needed to give up 
some things. It was 
the first time I 
needed to say to 
myself that I can’t, I 
don’t have the 
strength. It felt like 
some sort of 
breaking.”  
 
Int. 20: 
”And so… I could 
not take it. I could 
not handle that 
position, I did not 
want it. But I need 
to say that when I 
got the position… 
these thoughts did 
not reflect on 
operations. But 
they were rough 
years, the 1990s. I 
needed to oppose 
political decision-
makers and to act 
as strongly as 
possible. Of course 
all the time within 
the limits set by 
loyalty. But I started 
to become so 
cynical that I could 
not stay in that 
position for too 
long, and I did not 
want to have 
battles with 
politicians. The new 
position came at 
the  right moment.” 

Int. 12:  
”The person did not do 
much as a manager in the 
one and a half years, but 
when he left… I don’t 
recall the exact amount 
he received afterwards, 
but it was too much. But 
this says something about 
the environment. It was 
the central thing on 
which I and my former 
boss disagreed about the 
direction the company 
should be lead in.” 
  
Int. 16: 
”They were quite a wild 
couple of years: I had 
four different matrices in 
which I worked. That was 
my last experience of that 
company, and it was 
negative. I felt that I had 
a terribly bad boss in that 
branch. You could really 
learn something there 
about how not to do 
things.” 

Int. 13:  
”This job is very stressful. 
The main question is if 
this stress is manageable. 
I hope that after my 
career I will have time 
and health to enjoy my 
retirement.” 
 
Int. 15: 
”And there are always 
situations where you 
become angry, where you 
get too frustrated, and 
say things you should not 
have said.” 
 
Int. 20: 
”And it was intellectually 
uncomfortable when you 
realized that they listen 
to you, they understand 
you, but it doesn’t ever 
work that way.” 

Int. 4:  
”I think that the most 
difficult thing to do is to 
make decisions that 
concern people. Myself, I 
have always emphasized 
that these decisions need 
to be hard. When a day 
comes that you are in a 
situation where you have 
an impact on peoples’ 
destinies, and if you do 
not treat this situation 
with appropriate care, 
then you are no longer a 
good manager, because 
then you have lost you 
empathy.” 
 
Int. 6: 
”It was very hard to 
manage In the beginning 
it was all about things. 
Later, I regretted that we 
did not consider people 
much…It was downsizing, 
downsizing, downsizing… 
Cleaning up everything, 
retailers, wholesale, lay-
offs. Many businesses 
collapsed then.” 

Int. 6:  
”I still get most power 
from people. It is our 
customers and our 
employees. The other 
thing is when 
[thinks]… when we 
have successes. The 
Finnish saying is that 
the cat can’t survive 
only on thanks. This is 
completely wrong, of 
course it can…” 
 
Int. 7:  
”We have this clear 
value basis. I think it 
would be very hard for 
me to manage, if we 
did not have this 
common value base.” 

Int. 15: 
“Money is important… 
but… this may be a cliché, 
but it can’t make you 
happy. When I consider 
whether I feel good, even 
if I have as much money 
as possible, if I also see 
around me people who 
are not happy, I do not 
feel good.” 
 
Int. 16: 
”That was very rapid 
crisis management. We 
changed course very fast. 
And the cultural change –  
it’s like comparing night 
and day. On my first day, 
I walked through the 
whole organization. The 
former CEO had not even 
been to those floors, I 
visited on my first day. I 
greeted people, and 
when I tried to shake 
their hands they avoided 
me (laughing). It was just 
a spectacular experience. 
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Appendix IX – Number of C and A codes quotes / interview 

 

 

  

Interview no 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 19 20 Total: 

CI: 
Amotivation 

0 0 0 0 0 1 0 0 0 1 0 0 0 0 0 0 0 0 0 0 2 

C2: 
Extrinsic I 

1 0 1 2 1 3 0 0 1 1 1 0 2 0 2 1 0 1 0 1 18 

C3: 
Extrinsic 2 

7 3 1 1 1 3 4 0 3 1 1 1 3 1 0 1 0 4 6 1 42 

C4: 
Autonomous 
1 

1 1 6 0 0 3 6 5 5 0 3 1 6 5 5 3 8 3 6 6 73 

C5: 
Autonomous 
2 

5 9 3 1 2 3 11 9 4 6 3 7 7 15 3 3 6 4 3 5 109 

C6: 
Autonomous 
3 

3 0 2 1 1 1 4 2 1 3 0 2 2 0 0 0 0 4 0 1 27 

A1: 
Amotivation 

0 0 0 2 0 3 4 0 1 3 0 0 0 0 1 0 0 0 0 1 15 

A2: 
Extrinsic 1 

0 0 1 3 1 0 5 2 1 1 0 0 1 1 1 1 1 0 0 3 22 

A3: 
Extrinsic 2 

0 0 0 1 0 0 1 0 3 0 0 0 0 2 2 1 0 0 1 1 12 

A4: 
Autonomous 
1 

0 3 0 1 0 0 0 3 2 2 1 0 1 4 0 1 1 1 1 1 22 

A5: 
Autonomous 
2 

1 4 4 0 0 0 1 1 6 3 1 2 0 13 6 7 3 3 4 2 61 

A6: 
Autonomous 
3 

0 0 1 2 0 0 1 4 0 0 0 0 1 0 1 3 0 0 0 2 15 

Total C&A 
codes / int 

18 20 19 14 6 17 37 26 27 21 10 13 23 41 21 21 19 20 21 24 418 
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Appendix X – Number of career-event quotes in different career phases / interview 

 

Interview no 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 19 20 Total 

I Phase: 
School and 
education 

3 0 1 3 1 1 5 2 2 5 2 0 3 2 3 3 3 2 2 6 49 

II Phase: 
Army service 

0 0 0 0 1 1 0 1 1 0 0 0 2 0 0 0 0 1 0 0 7 

III Phase: 
Employer 1 

2 2 5 1 7 7 1 1 2 1 1 6 6 3 3 2 2 4 8 1 65 

IV Phase: 
Employer 2 

2 6 13 2 4 3 5 2 3 4 1 7 8 23 1 8 10 1 9 2 114 

V phase: 
Employer 3 

2 1 0 1 0 6 12 2 1 4 3 3 6 1 5 8 2 1 0 3 61 

VI phase: 
Employer 4 

1 2 0 9 0 2 6 6 8 7 3 0 0 0 1 3 3 2 0 3 56 

VII Phase: 
Employer 5 

1 4 0 0 0 7 0 4 1 0 3 0 0 0 2 0 0 4 0 3 29 

VIII Phase: 
Employer 6 

1 2 0 0 0 0 0 3 6 0 1 0 0 0 3 0 0 0 0 0 16 

IX Phase: 
Employer 7 

3 0 0 0 0 0 0 3 0 0 0 0 0 0 0 0 0 0 0 0 6 

X Phase: 
Employer 8 

6 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 6 

Total career 
Phase codes 

21 17 19 16 13 27 29 24 24 21 14 16 25 29 18 24 20 15 19 18 409 
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Appendix XI – Number of cognitions during different phases of CEO career  

(I – Study time, II – Military service, III-X Positions in different companies from the first to last workplace, WP, N = number of 

quotations) 

 

  

Career 
phase 

AMOTIVATION EXTRINSIC OR CONTROLLED 
MOTIVATION 

AUTONOMOUS MOTIVATION 

F1: Passive 
F2: External regulation F3: Introjected 

regulation 
F4: Identified 
regulation 

F5: Integrated 
regulation 

F6: Intrinsic, 
genuine interest 

Cognitions 
(C) 

 

Sees little or no 
value in action 
or incentive to 

act, feels 
incompetent 
and lacking in 
control, non-
intentional. 

(N=2) 

Acts in a certain manner 
because this is 

assumed, forced, 
obliged by others who 

provide external 
rewards and/or 
punishments. 

(N=17) 

Acts because of 
other people’s 
expectations, 
motivated by 
self, to keep 
face, is self-
controlled 

through 
internal 

rewards and 
punishments. 

(N=33) 

Acts consciously 
because of 

learning new 
things and 
perceives 

importance of 
goal. 

(N=62) 

Acts because of 
interesting and 

exciting 
challenge, value 

of activity. 
(N=90) 

Acts just 
because of deep 

interest. 
(N=15) 

I Study time 
(N=24) 

0 2 3 13 3 3 

II Army 
(N=4) 

0 1 1 2 0 0 

III WP1 
(N=35) 

0 6 8 13 7 1 

IV WP2 
(N=65) 

0 2 8 16 36 3 

V WP3 
(N=33) 

1 2 6 10 12 2 

VI WP4 
(N=29) 

1 2 4 5 15 2 

VII WP5 
(N=14) 

0 1 2 2 8 1 

VIII WP6 
(N=8) 

0 0 1 1 5 1 

IX WP7 
(N=4) 

0 1 0 0 2 1 

X WP8 
(N=3) 

0 0 0 0 2 1 
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Appendix XII – Number of affects during different phases of CEO career  

(I – Study time, II – Military service, III-X Positions in different companies from the first to last workplace, WP, N = number of 

quotations) 

 

  

Career 
phase 

AMOTIVATION EXTRINSIC OR CONTROLLED 
MOTIVATION 

AUTONOMOUS MOTIVATION 

A1: Passive 
A2: External 
regulation 

A3: Introjected 
regulation 

A4: Identified 
regulation 

A5: Integrated 
regulation 

A6: Intrinsic, 
genuine interest 

Affects 
(A) 

 

Feels 
discouraged, 

helpless, futile 
and apathetic. 

(N=14) 

Feels stressed 
and pressured 

by external 
expectations. 

(N=21) 

Feels stressed 
and pressured, 

guilty, 
ashamed and 

low self-worth 
if not acting. 

(N=8) 

Feels actions as 
personally important, 
valuable, meaningful 

and relevant, feels 
that is doing things 

voluntarily and 
autonomously. 

(N=18) 

Feels actions to be in 
harmony with own 

values, feels 
commitment, feels 
that is doing things 

voluntarily and 
autonomously. 

(N=31) 

Feels interest, 
excitement, 

enjoyment, fun and 
pleasure when doing 
things, feels that is 

doing things 
voluntarily and 
autonomously. 

(N=10) 

I Study 
time 
(N=4) 

0 1 0 2 0 1 

II Army 
(N=0) 

0 0 0 0 0 0 

III WP1 
(N=10) 

1 2 0 3 2 2 

IV WP2 
(N=32) 

1 4 4 5 15 3 

V WP3 
(N=18) 

5 8 1 1 3 0 

VI WP4 
(N=21) 

5 5 3 4 1 3 

VII WP5 
(N=8) 

1 1 0 2 3 1 

VIII WP6 
(N=9) 

1 0 0 1 7 0 

IX WP7 
(N=0) 

0 0 0 0 0 0 

X WP8 
(N=0) 

0 0 0 0 0 0 
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Appendix XIII –The self-determination continuum with the motivational, self-regulatory and 

perceived locus of causality related behaviors  

(Sources: Deci & Ryan, 2000, p. 237; Ryan & Deci, 2000b, p. 72; Gagné & Deci, 2005, p. 336). 
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Amotivation 
Extrinsic 

Motivation 
Intrinsic 

Motivation 

External 

Regulation Identified 

Regulation 
Introjected 

Regulation 
Integrated 

Regulation 

Passive Self-worth, ego-

involvement 

Personal 

importance, 

goals and 

achievement 

Congruence 

with identity 

and personal 

values 

Internally 

motivated, 

genuine interest 

External 

rewards 

motivate 

No motivation 

or interest in 

acting 

Somewhat 

internally 

controlled, 

autonomous 

motivation to 

some extent 

Somewhat 

internally 

controlled, 

external 

motivation 

Compliance, 

externally 

driven  

Autonomous 

motivation 

Autonomous 

motivation 

Regulatory 

process 

Regulatory 

Style 

Perceived locus of 

causality 

Non-Self-Determined behavior Self-Determined behavior 


