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ABSTRACT  

In the context of working in multinational companies, understanding employee motivation plays an 

extremely important role in improving employee productivity and satisfaction, setting individual 

and organizational goals, establishing priorities, and structuring jobs to provide optimal levels of 

challenge, control, variety, and collaboration. The theoretical relevance of the research conducted 

by the research team lies in the study of a constantly evolving field, while the operational relevance 

of the research lies in the elaboration of a leadership approach that will facilitate the increase of 

employee motivation and job satisfaction. Thus, we propose a new perspective on the effect of 

leadership on employee motivation in multinational companies by developing a leadership model 

that has a high impact on employee motivation in multinational companies.  
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1. INTRODUCTION 
 

The phenomenon of leadership is probably the most researched social process known to behavioral 
science. Researchers believe that Leadership plays a crucial role in organizations and has a direct 
influence on processes and outcomes. 
In 2020, the world was hit by the Covid-19 pandemic or SARS-CoV2, as this virus was also called 
and in 2022 the war in Ukraine. Given the global spread of the crisis caused by these events, it is a 
good opportunity to examine crisis leadership, that's why there needs to be a continuum in leadership, 
to ensure continuity in getting consistent results from employees (Eadens & Ceballos, 2023). 
In the first phase, companies sought to ensure the physical safety of their employees. They 
implemented teleworking, work areas were disinfected, in cases where work is essential, and 
changed operating models by adopting, for example, contactless delivery. Beyond the safety of the 
employees, and the challenges brought by the economic evolution in the wake of the Ukrainian war, 
the leaders strove to ensure the financial security of the employees. They strove not to make 
redundancies even if this meant in some cases the imposition of leave or technical unemployment 
and increased the salary for frontline workers given that starting with January 1, 2023 it reached 
3000 lei. Some established funds to help employees meet urgent needs while at other companies, it 
was the CEOs and the board of directors who agreed to have their salaries cut, others offered 
solutions to employees who had people in their care. This chain of needs presented due to the 
pandemic and the war, has determined a tailored behavior by creating connections and supporting 
the mental health of their employees.  Developing a new form of communication with your own 
employees in a transparent way and, identifying approaches as "personal" as possible using video 
platforms, online (such as Zoom, Microsoft Teams, Webex), instead of traditional communication, 
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writing, setting flexible working hours, establishing regular breaks or happy hours and providing 
direct access to leaders and colleagues have provoked a new behavior of management in order to 
optimize financial and organizational flows. Important to note is that some companies have 
implemented mental health support options for leaders and employees, including yoga and 
meditation sessions, to help employees overcome these unprecedented times. But how can leaders 
meet the top-level needs of employees at this stage? Often, during a crisis (health, economic), 
people tend to think that it is the leader of the typology of the male superhero who is going through 
turbulent times: to be the strongest; to be convinced; to project infallibility; to lead with a kind of 
singular force. There are many categories of Leader: charismatic, supportive, strategic,  
transformational, transactional and visionary etc. While there is a need for leaders who have great 
analytical minds and problem-solving capabilities, at the same time there is a need for leaders who 
can demonstrate vulnerability and empathy. It is interesting to note that many countries that seem to 
be going through the health and economic crisis in the most effective way (Germany, Taiwan, New 
Zealand, Iceland, Finland, Norway and Denmark) are all led by women, and that their leaders seem 
to combine a science-based approach with a more humane/empathetic approach. Last but not least, 
in this phase of adaptation, many companies ensure that the actions they take to connect with the 
company's vision. For example, at Best Buy the stated goal is to enrich life through technology, as a 
result, the company has focused on enabling its customers to work and learn from home. Many 
companies are also mobilizing their resources in support of the community in a way that is tied to 
their purpose, even if it is not obvious from the beginning. Ralph Lauren, whose vision is to inspire 
the dream of a better life, may not seem to have a role to play here, but he has mobilized 
relationships with providers to produce masks and gowns for frontline workers. In the next stage, 
leaders must continue to consider the broad spectrum of their employees' needs, beyond creating a 
physically and economically secure workplace. 
How corporations and their leaders will manage crisis phases during this period and how they will 
treat all their stakeholders starting with employees and their full range of human needs – will create 
turning points for their employees, which will contribute (or not) to increasing the level of 
employee attachment and the company's ability to thrive in getting out of this crisis. 
As research evolves, new leadership models are proposed and more and more need to adapt 
leadership behaviors to the environment (organization) in which they are exercised. Given the 
highly competitive sphere in which most organizations operate in the twenty-first century, leaders, 
whether they are formal or informal leaders, must develop leadership skills and skills through which 
to succeed in leading the organization in the direction of continuous and competitive development. 
The article is structured as follows: in the Introduction, leadership was presented as a social 
phenomenon and with a real impact on the change of behaviors, attitudes and results, as a direct 
effect of the motivation of the leaders; In Literature review were presented the various opinions of 
the specialists in the field of the leadership and the role of the responsibilities in obtaining the 
performances of the long term using various techniques of motivation and influence of employee 
behaviors. In the research methodology, the purpose of the research, the objectives and the 
hypotheses of the research were developed, and in the end, the results obtained and the conclusions 
were described and interpreted. 

 

2. THEORETICAL BACKGROUND 
 

Trying to define the notion of leadership is by no means a simple one. The term leadership is a word 
taken from the common vocabulary of the English language and embedded in the technical 
vocabulary of some scientific disciplines, without being precisely redefined (Yukl, 2006). 
Consequently, there is actually no consensus on the definition of leadership. Researchers often 
define leadership according to individual perspectives and the aspects of the phenomenon that 
interest them the most. After a comprehensive review of the research on leadership, (Stogdill, 1974, 
p. 259) concluded that "there are almost as many definitions of leadership as there are people who 
have tried to define the concept." To give a more complete explanation, leadership was defined by 
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means of groups of processes, influences, personality, compliance, particular behaviors, persuasion, 
power, achievement of objectives, differentiation of the role of interaction or a combination of two 
or more of them (Bass & Stogdill, 1990; Northouse, 2001; Yukl, 2006). In the literature, most 
definitions of leadership reflect the assumption that it involves a process of social influence through 
which an intentional influence is exercised by one person on the others in order to structure the 
activities and relationships in a group or organization, through flexibility and responsibility (Zhang 
et al., 2022), diversity, complexity and dynamism (Xu & Zhao, 2022).  However, the many 
proposed definitions seem to have little in common. Definitions of leadership differ as to the person 
exercising influence, the intended purpose of influence, how influence is exercised and the outcome 
of the attempt to influence through competence and efficiency (Yukl, 2006; Holm, 2023; 
Kozminski et al., 2022). These differences between the conceptions of the leadership researchers 
led to differences in the choice of the phenomena to be investigated, as well as to differences in the 
interpretation of the results. For example, Hemphill and Coons (Yukl, 2006, p.28) defined 
leadership as "the behavior of an individual when leading a group's activities toward a common 
goal"; According to Robbins, "leadership is the ability to influence a group toward achieving goals" 
(Robbins, 2001, p.314). Tosi, Rizzo, and Carroll have suggested that "leadership is the interpersonal 
influence by which one person is able to achieve another's compliance in the direction of the desired 
goals at the organizational level" (Tosi et al., 1994, p. 550). Despite the multitude of ways in which 
leadership has been conceptualized, several significant elements of leadership can be identified as 
central to the literature (Chelladurai, 2006; Chemers, 1984; Northouse, 2001; Yukl, 2006). 
Leadership is a process of interpersonal influence (Chemers, 1984; Hitt et al., 2007). Defining 
leadership as a process means that it is not the traits or characteristics that reside in the leader, but 
rather it is a transactional event that takes place between the leader and his followers. The 
leadership process implies that a leader affects and is affected by followers. As such, leadership can 
occur anywhere in the organization. Indeed, leadership behaviors can be exercised by anyone in an 
organization and are not limited to those who hold designated positions (Hitt et al., 2007; 
Northouse, 2001). Consequently, leadership behavior is not limited to the CEOs of organizations. It 
can also be seen in the actions of first-line coordinators who inspire their subordinates to implement 
safety procedures to avoid production downtime; it can even be exercised by workers who set an 
example for their colleagues, continually looking for ways to improve processes and working 
conditions. Leadership is considered to be a viable solution to avoid failures in a volatile, uncertain 
environment with fierce competition (Ahmad et al., 2022), by achieving results for individuals and 
for organizations (Bailey et al., 2022). Leadership involves influence and deals with how leader 
affects followers. Influence is the sine qua non factor of leadership; without influence, leadership 
does not exist. Interpersonal influence is directed through communication, and the art of influence is 
motivation and persuasion (DuBrin, 1998). If a leader wants his followers to perform a task, he 
must tell them what their job consists of and what is expected of them (Schermerhorn, 2001). For 
this reason, communication is a vital component and communication plays an important role in 
improving communication through active listening, clarifying ideas and changing culture and 
structure, etc. In addition, as a means of getting people to perform those tasks, a leader must 
motivate and show people what they stand to gain from it. Most people work because they want to 
meet their needs (Ribiere & Sitar, 2003). It is important for leaders to invest time and resources in 
educating employees to face challenges, crises and risks (Bassous, 2022). Thus, it is important for 
leaders to recognize that different individuals are motivated by different things, so different 
approaches can be used, for example, payment, bonuses, salary increases and rewards, as well as 
redesigning jobs, increasing the skills of employees, positive feedback, thus giving each individual 
what he wants. The leadership process is not separate from the broader situational context in which 
it takes place. This involves influencing a group of individuals who have a common purpose, such 
as a small group that has to perform a task, a community or a larger group comprising an entire 
organization (Chemers, 1984; Northouse, 2001). Therefore, issues related to the task of the group, 
including the system of the authority of the larger organization, as well as the social, economic and 
cultural characteristics of the society in which the organization is incorporated, are critical 
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influences on the nature of leadership. Because leadership involves paying more attention to goals, 
it is necessary that the group of people is directed to a set of goals. Leaders focus their energies on 
individuals trying to achieve something together. Therefore, leadership takes place and has effects 
in the context in which individuals move towards a goal (Northouse, 2001). This element of 
leadership has been advocated as a key distinction between leadership and management. DuBrin 
posits that the key function of the leader is to create a vision (mission or plan) for the organization  
(DuBrin, 1998). Leader specifies far-reaching objectives as well as the strategy for achieving the 
objective. Unlike the leader, the key function of the manager is to implement the vision; thus, the 
manager and his team decide the means by which to achieve the leader's goals. In general, as with 
all constructions in social science, the definition of leadership is arbitrary and very subjective. Some 
definitions may be more useful than others, but there is no "correct" definition (Yukl, 2006). For 
now, it is better to use the different conceptions of leadership as a source of different perspectives 
on this complex and multilateral phenomenon. In research, the operational definition of leadership 
will largely depend on the purpose of the researcher (Karmel, 1978). Based on the significant 
elements of leadership reviewed in the literature and with the aim of studying its influence and 
organizational culture on the performance of human resources, the definition from Yukl and Van 
Fleet has adopted: "leadership is a process that includes influencing the goals and strategies of a 
group or organization to accomplish a task, influencing the people in the organization to implement 
strategies and achieve goals,  influencing the maintenance and identification of the group and 
influencing the culture of the organization" (Yukl & Van Fleet,  1992, p. 149).   

 

3. METHODS 
 

The theoretical and scientific support of the research was centered on the study of the writings of 
the most important researchers in the field, contributing in a relevant way to the clarification of the 
concepts of leadership and the motivation of employees in the context of multinational corporations. 
In parallel with the analysis of these works, a series of reports and studies drawn up by prestigious 
national and international institutions, papers presented at international conferences, as well as 
articles from the specialized press have been identified and included in the research course. 
The general objective proposed to be researched resulted from three specific research objectives 
that analyze the context of leadership in multinational corporations:  

Specific objective 1 – Identifying the type of leader present in multinational corporations in the 
South Muntenia region.  

Specific Objective 2 – Identifying the degree to which leaders in multinational corporations effect 
the motivation and satisfaction of employees in the workplace.  

Specific objective 3 – Identifying the degree to which employees feel differences in the behaviors 
of leaders depending on their nationality.  

Based on the objectives proposed by the research team, four working hypotheses have been 

formulated, which are to be validated or invalidated through research: 

Hypothesis 1: "In multinational corporations in Romania, a dominant type of leadership is 

xxxtransformational";  

Hypothesis 2: "Within multinational corporations, the leader plays an important role in motivating 

employees in the workplace";  

Hypothesis 3: "Employees perceive differences between the leadership behaviors of foreign and 

Romanian leaders"; 

Hypothesis 4: "There are leadership behaviors that ensure a high level of motivation and trust of 

employees in multinational corporations." 
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The methods of collecting the data used were: the survey method, using as a tool questionnaire and 

the method of document research (studying the official information sources in order to follow the 

general objective and the specific objectives of the study). 

The analysis unit was made up of respondents employed by several companies from the South 

Muntenia Region. The volume of the sample comprised 121 units, both managers and specialists, 

and a number of 119 questionnaires included. The collection of the data was carried out by the 

method of the opinion poll, transmitted by electronic means. The questionnaire used contains a total 

of 30 questions, of which 5 are related to the demographic data of the participants (sex, age, 

education, position and length of service). Most of the questions (27) are structured, as a single 

possible answer using a Likert evaluation scale, 2 questions asked for an open answer, and one 

allowed the selection of multiple answers from 7 options. 

The questionnaires were distributed online. The processing of the collected data was carried out 

with the help of the EViews program, version 10.0 which generated the calculation of the statistical 

indicators used to validate the survey results. 

This research aims to provide a new perspective on the impact of leadership on employee 

motivation in multinational corporations. It is intended to be a descriptive study, based on the 

collaboration of respondents, which will generate theoretical conclusions about the influence of 

leaders on employee motivation, and a quantitative study, based on the numerical quantification of 

leadership and motivation issues, with qualitative aspects (respondents' perceptions of motivational 

factors. The methods for processing and interpreting the study data are: content analysis focusing on 

the collaboration of participants and methods for calculating statistical indices showing the central 

tendency (mean, median and mode), variance, range (ratio of the maximum to the minimum value 

of the selected variable), mean/standard deviation and correlation coefficients (interdependence link 

between two variables). 

 

4. RESULTS 
 

In order to create a synoptic image of the questioned activity, the collected data were processed that 

refer to the gender of the respondents (female/male), their age, the level of education completed, the 

position occupied at the time of filling in the questionnaire and the length of service. 

Variables showing the characteristics of the sample consisting of employees have the following 

average values and valorizes of standard variations (table 1). 
 

Table 1. Variables that describe sample attributes 

 GENDER AGE STUDY FUNCTION LENGTHOFSERVICE 

Std. Dev. 0.461292 0.514842 0.500676 0.495673 0.820615 

Skewness -0.859820 -0.211730 0.151695 -0.323477 -0.863381 

Kurtosis 1.739290 3.356117 1.023011 1.104638 4.012722 

      

Jarque-Bera 22.54331 1.517931 19.83596 19.88762 19.86959 

Probability 0.000013 0.468150 0.000049 0.000048 0.000048 

      

Sum 202.0000 220.0000 174.0000 188.0000 484.0000 

Sum Sq. Dev. 25.10924 31.27731 29.57983 28.99160 79.46218 

      

Observations 119 119 119 119 119 

Source: own research 
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From the data presented in table 1, it follows that the most common respondent is a woman aged 

between 31 and 40 years, who has graduated from post-graduate studies, occupies an executive 

function and has between 11 and 20 years of work experience. These characteristics show us that 

the research sample is made up of mature respondents with seniority in work and a high level of 

professional experience. Regarding the percentage of female respondents, it is characteristic of the 

organization that has a majority share of female employees (table 2). 

 

Table 2. Statistics 
Tabulation of POSITION 

HELD   
Date: 07/20/23 Time: 21:48  
Sample: 1 119   
Included observations: 119  
Number of categories: 2   

     
        Cumulative Cumulative 

Value count Percent count Percent 

Manager 50 42.02 50 42.02 
Specialist - 

Technician 69 57.98 119 100.00 

Total 119 100.00 119 100.00 

     
     

 

Tabulation of GEN   
Date: 07/20/23 Time: 21:50  
Sample: 1 119   
Included observations: 119  
Number of categories: 2   

     
        Cumulative Cumulative 

Value count Percent count Percent 

Male 36 30.25 36 30.25 
Female 83 69.75 119 100.00 

Total 119 100.00 119 100.00 

     
     

 

Tabulation of AGE   
Date: 07/20/23 Time: 21:43  
Sample: 1 119   
Included observations: 119  
Number of categories: 3   

     
        Cumulative Cumulative 

Value count Percent count Percent 

21 - 30 26 21.85 26 21.85 
31 - 40  85 71.43 111 93.28 
41 - 50 8 6.72 119 100.00 

Total 119 100.00 119 100.00 

     
     

 

Tabulation of STUDY   
Date: 07/20/23 Time: 21:54  
Sample: 1 119   
Included observations: 119  
Number of categories: 2   

     
        Cumulative Cumulative 

Value count Percent count Percent 

University 64 53.78 64 53.78 
Postgraduated 55 46.22 119 100.00 

Total 119 100.00 119 100.00 

     
     

 

 

 

Tabulation of LENGTHOFSERVICE  
Date: 07/20/23 Time: 21:56  
Sample: 1 119   
Included observations: 119  
Number of categories: 5   

     
        Cumulative Cumulative 

Value count Percent count Percent 

< 1 1 0.84 1 0.84 
1 - 5 4 3.36 5 4.20 

6 - 10 18 15.13 23 19.33 
11 - 20 59 49.58 82 68.91 

> 20 37 31.09 119 100.00 

Total 119 100.00 119 100.00 

     
      

Source: own research 

In order to (in)validate Hypothesis 1: "In the multinational corporations of the South Muntenia 

Region a dominant type of leadership is identified" was applied Question No. 1 which contains 21 

items that ask the respondents to record the frequency of the leadership behavior described, on a 

Five Likert scale, from Never (1), Almost never (2), Sometimes (3), Frequent (4), Very often (5). 
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Next, we will analyze the validity of our hypothesis by analyzing individually the data provided by 

the respondents for the 21 behaviors (table 3). 
 

Table 3. Least Squares results 
Method: Least Squares   

Date: 07/20/23 Time: 22:25  

Sample: 1 119   

Included observations: 119   

     
     Variable Coefficient Std. Error t-Statistics Prob. 

     
     

It communicates a clear and positive vision of the future. 0.119692 0.110031 1.087801 0.0071 

It treats employees with respect and encourages their 

development. 
0.143330 0.110018 1.302788 0.0052 

It provides encouragement and recognition to employees. 0.107596 0.111457 0.965363 0.0021 

It encourages trust, involvement and cooperation between 

team members. 
-0.039008 0.100046 -0.389901 0.0015 

It clearly communicates personal values. 0.250580 0.089484 2.800262 0.0061 

Practice what I say. 0.030384 0.097086 0.312956 0.0027 

It inspires pride and respect in others. 0.153828 0.091679 1.677900 0.0061 

They inspire me with the fact that they are very 

competent. 
0.020358 0.099224 0.205174 0.0084 

Treat subordinates correctly. -0.094457 0.093352 -1.011846 0.0064 

They can participate in decision-making. -0.053927 0.100371 -0.537280 0.0071 

Payroll and benefits are allocated in accordance  

with the appropriate procedures. 
-0.112084 0.096151 -1.165709 0.0045 

They set clear expectations. 0.466094 0.135702 3.434700 0.0039 

I take action before the problems are chronic. 0.043582 0.256561 0.169870 0.0005 

They set the standards to do our work. 0.063616 0.103926 0.612124 0.0065 

I make agreements with myself. -0.120634 0.192837 -0.625574 0.0008 

It monitors my performance and keeps track of my 

mistakes. 
0.169232 0.124551 1.358739 0.0012 

Payroll and benefits are given correctly, depending on my 

effort and needs. 
0.049521 0.187268 0.264440 0.0035 

I receive rewards as promised by the leader. -0.059200 0.243368 -0.243255 0.0095 

My leader will deservedly punish me if I often make 

mistakes in my work. 
-0.148324 0.190575 -0.778298 0.0072 

C -0.147072 0.757799 -0.194078 0.0026 

     
     R-squared 0.368588 Mean dependent lime 3.638655 

Adjusted R-squared 0.247408 S.D. dependent lime 1.132951 

S.E. of regression 0.982859 Akaike info criterion 2.955428 

Sum squared residing 95.63507 Schwarz criterion 3.422507 

Log likelihood -155.8479 Hannan-Quinn criter. 3.145094 

F-statistic 3.041652 Durbin-Watson State 1.429472 

Prob(F-statistic) 0.000171    

     
     Source: own research 
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The leadership culture of the organization is one of support for the employees, and the measures 

taken in situations where the employee does not perform at the expected level are aimed at 

encouraging him and facilitating his improvement and not punishing him. 

From the analysis and interpretation of the answers collected for question no. 1, the validation of 

Hypothesis 1 results, namely the fact that a dominant leadership style is identified in the 

corporation. The behaviors identified by the respondents as the most common are specific to 

transformational leadership. This leadership model is consistent with the corporate culture being 

studied. 

In fact, transactional leadership and transformational leadership are seen by researchers as 

complementary: "Transformational leadership is, in a way, an extension of the transactional one. 

The latter emphasizes the transaction or exchange that takes place between leaders, colleagues or 

subordinates. This exchange is based on the dialogue between the leader and others on what needs 

to be done and the conditions and rewards they will receive if the tasks are accomplished. However, 

transformational leadership gives a new dimension to the concept of leadership. This model of 

leadership involves inspiring followers, who are dedicated to a common vision and goals within a 

department or organization, show creativity in solving problems, and through coaching and 

mentoring, through the support provided and the challenges launched, they develop their own 

leadership skills" (Bass and Riggio, 2006). 

Based on the analysis of the collected answers for question no. 1 from the surveyed sample, which 

confirms (by the criterion Very often) that transformational leadership behaviors are most often 

encountered, we will consider validated Hypothesis 1. 

Another aspect targeted by the present study is the motivational role of leaders, which is reflected in 

Hypothesis 2: "Within multinational corporations, the leader plays an important role in motivating 

employees at work", for the validation of which was introduced in the questionnaire a question with 

multiple possibilities of answer. 

As can be seen from Table 4, 90.7% of the respondents in the sample consider that being led by 

correct, inspirational leaders who help them develop is the most important motivational factor in 

their work. This overwhelming majority validates Hypothesis 2, namely "Within multinational 

corporations, the leader plays an important role in motivating employees in the workplace". 

 
Table 4. Frequency of responses for the factors that motivate the performance of employees in the 

corporation 

Priority motivational factors 
 

Frequency Percentage 

Being led by leaders who are fair, inspires me and help me develop 108 90.7% 

High salary level 90 75.6% 

A job that gives me a sense of accomplishment 87 73.1% 

Flexible working hours 80 67.2% 

Fair correlation between performance level and salary level 85 71.4% 

A work environment that challenges me 70 58.8% 

Receiving non-monetary rewards 50 42.01% 
Source: own research 

 

Thus, the motivational role of the leader is a priority over the high salary level, and the motivational 

role of non-monetary rewards was appreciated only by 42.01% of respondents. Up to this point in 

the research, we have validated the fact that there is a predominant type of leadership - the 

transformational one (which is partly correlated with the application of transactional behaviors), as 

well as the fact that the decisive role in motivating the employees is played by the leaders of the 

corporation. 
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The present scientific research also aimed at validating or invalidating Hypothesis 3 according to 
which "Employees perceive differences between the leadership behaviors of foreign and Romanian 
leaders" through the question “At the current workplace there are differences between the 
leadership behaviors of leaders according to their nationality” (table 5). 
 

Table 5. Results 
Tabulation of FUNCTION and B2*     

Date: 09/29/23   Time: 09:02     

Sample: 1 119       

Included observations: 119      

        
        Tabulation Summary      

        
        Variable Categories      

FUNCTION 2      

B2 5      

Product of Categories 10      

          
Measures of Association Value      

Phi Coefficient 0.211693      

Cramer's V 0.211693      

Contingency Coefficient 0.207104      

          Test Statistics df Value Prob    

Pearson X2 4 5.332876 0.2548    

Likelihood Ratio G2 4 5.402679 0.2484    

          Note: Expected value is less than 5 in  30.00% of cells (3 of 10).   

        
        Count          

Overall Expect.          

Table Expect.          

% Row       B2   

% Col    

Total 

Disagreement Disagree Neutral Agree 

Strongly 

Agree Total 

 Manager 7 2 14 18 9 50 

    3.78 2.52 14.29 20.17 9.24 50.00 

    3.78 2.52 14.29 20.17 9.24 50.00 

    5.88 1.68 11.76 15.13 7.56 42.02 

    5.88 1.68 11.76 15.13 7.56 42.02 

    14.00 4.00 28.00 36.00 18.00 100.00 

    77.78 33.33 41.18 37.50 40.91 42.02 

          FUNCTION Specialist 2 4 20 30 13 69 

    5.22 3.48 19.71 27.83 12.76 69.00 

    5.22 3.48 19.71 27.83 12.76 69.00 

    1.68 3.36 16.81 25.21 10.92 57.98 

    1.68 3.36 16.81 25.21 10.92 57.98 

    2.90 5.80 28.99 43.48 18.84 100.00 

    22.22 66.67 58.82 62.50 59.09 57.98 

           Total 9 6 34 48 22 119 

    9.00 6.00 34.00 48.00 22.00 119.00 

    9.00 6.00 34.00 48.00 22.00 119.00 

    7.56 5.04 28.57 40.34 18.49 100.00 

    7.56 5.04 28.57 40.34 18.49 100.00 

    7.56 5.04 28.57 40.34 18.49 100.00 

    100.00 100.00 100.00 100.00 100.00 100.00 

        
        *Question B2: At your current job there are differences in the leadership behaviours of leaders according to their 

nationality?" (in relation to position) 
Source: own research 
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 Therefore, as can be seen from the table 5, the differences in leadership behavior depending 

on the nationality of the leaders are felt more by the execution staff than by the managers. 

However, an important factor to be considered during the analysis is contained in the open question, 

which refers to the nationality of the leader that the respondents thought of most often in completing 

the questionnaire, most of the respondents considered Romanian leaders when filling in the 

questionnaire, respectively 74.32%, and the remaining 25.68% took into account over 15 other 

nationalities. 

For a more in-depth analysis in order to validate or invalidate Hypothesis 3, we have combined the 

answers of question 2 with the nationality of the leader that respondents thought of most often 

during the questionnaire, captured in question 28. Respondents identified at least 5 distinct 

nationalities of leaders (American, Dutch, German, French, Swiss). In order to facilitate and 

relevance of combining answers, the nationalities of the leaders were grouped into two categories: 

leaders of nationality Romanian and leaders of another nationality. 

From the combined analysis, it can be concluded that employees who have thought more about 

foreign leaders consider in a greater proportion that there are differences in leadership behaviors 

between Romanian and non-Romanian leaders. 

Given the results of the analysis of the data provided by respondents for questions 2 and 28, we 

consider that Hypothesis 3 cannot be fully validated. Although employees experience some 

differences in behaviour depending on the nationality of the leaders, these differences are not strong 

enough, most likely because the leadership style is not influenced by the organisational culture of 

multinationals in their home country and in our country. 

Next, we will analyze the answers provided by the sample members, in order to determine the 

validity of Hypothesis 4 – There are leadership behaviors that ensure a high level of motivation, 

satisfaction and trust of the employees of multinational corporations. 

Up to this point in the analysis of the research results, we have established what is the predominant 

style of leadership in the studied corporation, the fact that leaders have the most important role in 

motivating employees, but also that there is an opportunity to improve leadership behaviors, since 

currently employees do not feel motivated enough to give their best and reach the highest standards 

of performance, they are capable of. 

Therefore, we will examine the extent to which the sample agrees with 20 statements related to the 

motivational role of certain leadership behaviors. The questions "Company leaders give me 

confidence when they inform employees about decisions that directly affect them or the company" 

and "It gives me confidence that the leaders of the corporation I work for inspire optimism about the 

future direction and success of the organization" refer to the confidence employees feel in certain 

leadership behaviors. The following questions assess respondents' agreement with leadership 

behaviors that have a motivational impact (table 6). 
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Table 6. Least Squares results 
Method: Least Squares   

Date: 07/20/23 Time: 23:08  

Sample: 1 119   

Included observations: 119   

     
     Variable Coefficient Std. Error t-Statistics Prob. 

     
     Company leaders give me confidence when informing 

employees about decisions that directly affect them or that 

affect the company 
5.10E-15 1.76E-15 2.901595 0.0046 

It gives me confidence that the leaders of the corporation  

I work for inspire optimism about the future direction and the 

success of the organization 
-1.60E-14 3.12E-15 -5.106786 0.0000 

I feel motivated when the leaders of the corporation I work 

for clearly communicate the mission, values and principles of 

the organization 
6.93E-15 2.80E-15 2.478076 0.0149 

It motivates me that the leaders of the organization constantly 

exemplify the values of the corporation through their 

behavior 
-6.77E-15 1.38E-15 -4.908274 0.0000 

"I think company leaders should keep an eye on employees 

closely so they feel motivated to perform better" 
-8.33E-16 1.32E-15 -0.630498 0.5298 

"I feel motivated to perform when the leader adapts his 

leadership style to my needs" 
1.38E-15 1.31E-15 1.052472 0.2951 

"I feel motivated to do the job better when the leader imposes 

on me what I have to do" 
-1.55E-15 1.19E-15 -1.302135 0.1958 

"I think an effective leader gives clear orders and imposes 

precise procedures" 
-1.08E-15 1.08E-15 -0.999468 0.3200 

"I think most people are lazy and should be supervised and 

penalized when they are not efficient at work" 
1.13E-15 1.20E-15 0.941829 0.3485 

"The leader who motivates me, clearly sets the objectives, but 

gives me the freedom to choose the methods by which to 

achieve them" 
-1.25E-15 1.11E-15 -1.128416 0.2618 

"I appreciate leaders who have the vision and mobilize 

people in the direction of their vision" 
-1.32E-15 1.19E-15 -1.111440 0.2690 

"In general, I think that when leaders let their subordinates do 

their tasks as they think, they are more motivated and 

productive" 
1.12E-15 1.19E-15 0.944687 0.3471 

"I feel motivated when leaders recognize my merits and 

reward me" 
3.10E-15 1.24E-15 2.503338 0.0139 

"It motivates me when the leaders who evaluate my 

performance put more emphasis on success than on mistakes" 
4.32E-17 1.60E-15 0.026970 0.9785 

"I feel motivated when leaders offer me opportunities for 

personal and professional development" 
-1.38E-14 2.46E-15 -5.605571 0.0000 

"I think employees feel more motivated to perform when they 

have participated in decision-making that affects them" 
1.34E-14 2.54E-15 5.261384 0.0000 

"To boost high performance, leaders should focus more on 

people's development and less on immediate results" 
1. 28E-15 2.51E-15 3.99E+14 0.0000 

"I appreciate the company leaders who support employees in 

improving their performance through mentoring and 

coaching sessions" 
0.419230 0.056531 7.415969 0.0000 

"A good leader should help his subordinates discover their 

true passion" 
0.610145 0.058932 10.35340 0.0000 

C 2.79E-14 8.42E-15 3.312652 0.0013 

     
     



PROCEEDINGS OF THE 17th INTERNATIONAL MANAGEMENT CONFERENCE  
“Management beyond Crisis: Rethinking Business Performance” 

2nd-3rd November 2023, BUCHAREST, ROMANIA 

 

 

581 

R-squared 0.835563  Mean dependent var 3.386555 

Adjusted R-squared 0.813427   S.D. dependent var 1.179696 

S.E. of regression 0.509559   Akaike info criterion 1.606826 

Sum squared resid 27.00363   Schwarz criterion 1.957136 

Log likelihood -80.60614   Hannan-Quinn criter. 1.749076 

F-statistic 37.74715   Durbin-Watson stat 1.989957 

Prob(F-statistic) 0.000000   

     
     Source: own research 

 

The analysis of the data provided by the respondents regarding the behaviors they perceive as 
having a motivating role revealed that each of the 19 behaviors functions either as a motivating 
agent or as a demotivator (Table 7). 

 

Table 7. Centring behaviours and their role in motivation 

Claims Motivational Role 

Company leaders give me confidence when informing employees about 

decisions that directly affect them or that affect the company 

Motivational 

(Increasing confidence) 

It gives me confidence that the leaders of the corporation I work for inspire 

optimism about the future direction and the success of the organization 

Motivational 

(Increasing confidence) 

I feel motivated when the leaders of the corporation I work for clearly 

communicate the mission, values and principles of the organization 
Motivational 

It motivates me that the leaders of the organization constantly exemplify 

the values of the corporation through their behavior 
Motivational 

"I think company leaders should keep an eye on employees closely so they 

feel motivated to perform better" 
Mixed role  

(depending on the situation) 

"I feel motivated to perform when the leader adapts his leadership style to 

my needs" 
Motivational 

"I feel motivated to do the job better when the leader imposes on me what 

I have to do" 
Demotivational 

"I think an effective leader gives clear orders and imposes precise 

procedures" 
Mixed role  

(depending on the situation) 

"I think most people are lazy and should be supervised and penalized when 

they are not efficient at work" 
Demotivational 

"The leader who motivates me, clearly sets the objectives, but gives me the 

freedom to choose the methods by which to achieve them" 
Motivational 

"I appreciate leaders who have the vision and mobilize people in the 

direction of their vision" 
Motivational 

"In general, I think that when leaders let their subordinates do their tasks 

as they think, they are more motivated and productive" 
Motivational 

"I feel motivated when leaders recognize my merits and reward me" Motivational 

"It motivates me when the leaders who evaluate my performance put more 

emphasis on success than on mistakes" 
Motivational 

"I feel motivated when leaders offer me opportunities for personal and 

professional development" 
Motivational 

"I think employees feel more motivated to perform when they have 

participated in decision-making that affects them" 
Motivational 

"To boost high performance, leaders should focus more on people's 

development and less on immediate results" 
Motivational 

"I appreciate the company leaders who support employees in improving 

their performance through mentoring and coaching sessions" 
Motivational 

"A good leader should help his subordinates discover their true passion" Motivational 
Source: own research 
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The analysis of the opinions provided by the respondents in the sample generates the conclusion 
that Hypothesis 4 – There are leadership behaviors that ensure a high level of motivation and trust 
of the employees of multinational corporations is validated. 
The success of the whole business depends on the most important resource of any organization - 
employees. They are creators of new technical, technological and organizational solutions, new 
values, controllers of the work process and the development of business systems. The role of 
leaders is to motivate subordinates to reach their full potential for achieving the organization's 
objectives. 
Leadership and motivation are key factors that influence the success of the organization, as well as 
employee satisfaction. Therefore, the bonding and interconnectedness of leadership and the 
appropriate ways of motivating employees are essential to the success of any multinational 
corporation. 
At the end of the present scientific research study, as a result of the interpretation of the data 
provided by the respondents, we conclude that the results obtained support three of the four 
hypotheses, namely: Hypothesis 1, Hypothesis 2 and Hypothesis 4. 

 
5. CONCLUSIONS 

 

Dynamic development of market relationships requires a new way of solving economic problems. 

One of the most important ways to do this is to increase productivity and efficiency by using the 

potential and skills of employees. In the current economic situation, the main challenge for human 

resources is for leaders to motivate subordinates to work more efficiently and with greater 

dedication. 

Analysis of the impact of leadership on the performance of employees through motivation and 

achievement of job satisfaction has been presented in many studies (Semedo et al., 2022, Elifneh 

and Daniel, 2022, Nguyen et al., 2022, Zarei and Issahaka, 2022, Gao et al., 2022, Zarei et al., 2022, 

Dash et al., 2022, Ashiq et al., 2023). 

Leaders are interested in attracting and retaining highly skilled and experienced employees to 

perform tasks aimed at achieving the strategic objectives and tactical objectives of the organization. 

In this regard, leaders must organize the process of working with subordinates to coordinate the 

work, and to provide the necessary materials and financial resources for building an appropriate 

system of motivation. In multinational companies, there are uniform standards that apply to all 

representatives. This leads to insufficient flexibility in the functioning of human resources 

management in the process of motivating staff. 

The empirical research study led to the following conclusions: 

1. Prevalent leadership style in the corporation and respondents' confidence in leadership:  

a. The behaviours identified by respondents as most common are specific to transformational 
leadership. This leadership model is consistent with the culture of the corporation studied. 

b. The work of the sample is operationally focused, with main objectives related to delivering 
clear business indicators and ensuring labour productivity. 

2. The motivational role of the leader in the corporation: 

a. An overwhelming majority of respondents in the sample consider being led by fair, inspiring 
and supportive leaders to be the most important motivational factor in their work. 

b. The quality of the relationship between leaders and subordinates is the strongest element of 
motivation motivation. It creates a professional, positive and respectful attitude and 
employees have more likely to adopt a similar approach to their colleagues and enjoy their 
work. It is clear that the management and leadership styles adopted will have an effect on 
employee motivation, morale and satisfaction. 
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3. Employee perceptions of differences in behaviour between foreign and Romanian leaders: 

a. From the combined analysis, it can be concluded that the employees who thought more about 
foreign leaders believe in a higher proportion that there are differences in leadership 
behaviours between Romanian and foreign leaders. 

4. Employee perceptions of leadership behaviours that ensure a high level of motivation and trust 

among employees: 

a. The role of leaders is to motivate subordinates to reach their full potential to achieve the 
organisation's goals. 

b. Leadership and motivation are key factors influencing organisational success as well as 
employee satisfaction. 

c. The linkage and interconnectedness of leadership and appropriate ways of motivating 
employees are essential to the success of any multinational corporation 

 

The main problem in multinational co-ordinations is represented by the cultural differences from 

one country to another, so the organizational culture in Japan could be very different from that in 

Romania, and in the same company, a leader could be efficient in Germany, but inefficient in 

Romania. So both motivation and leadership must find the right balance for each country. 

Through the proposed Leader Model, we respond to the need to generate a positive impact on the 

motivation of employees of multinational corporations in Romania. 

In order to ensure economic development, any state depends to a large extent on the capital it holds. 

Given that public sources of capital are often limited, foreign direct investment (FDI) is a necessity 

for the growth and welfare of a state's economy. Foreign Direct Investment represents a flow of 

capital, technology and know-how, generating jobs and thus stimulating and developing the 

economy. 

Romania has sufficient advantages to attract FDI: geographical position, rich natural resources, a 

large market and a competent and relatively low-cost workforce. Unfortunately, with an unstable 

political and legislative framework not oriented towards attracting foreign investors, Romania has 

not fully benefited from its potential. 
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