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Abstract 

Purpose: The purpose of this article was to analyze the influence of strategic leadership on 

employee motivation in multinational corporations: a case study of Germany. 

Methodology: This study adopted a desk methodology. A desk study research design is commonly 

known as secondary data collection. This is basically collecting data from existing resources 

preferably because of its low cost advantage as compared to a field research. Our current study 

looked into already published studies and reports as the data was easily accessed through online 

journals and libraries. 

Findings: The study found that strategic leadership significantly influences employee motivation 

in multinational corporations (MNCs) in Germany. Transformational leadership, marked by 

inspiration and empowerment, was key to boosting motivation. Leadership fostering trust, 

communication, clear goal-setting, and recognition also contributed to higher job satisfaction and 

engagement.  

Unique Contribution to Theory, Practice and Policy: Transformational leadership theory, 

herzberg’s two-factor theory & self-determination theory may be used to anchor future studies on 

the influence of strategic leadership on employee motivation in multinational corporations: a case 

study of Germany. German MNCs should prioritize tailored leadership development programs that 

focus on cultivating transformational and servant leadership qualities in managers. Policymakers 

should work with educational institutions to integrate leadership and management training into 

business curricula.  

Keywords: Strategic Leadership, Employee Motivation, Multinational Corporations 
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INTRODUCTION 

Employee motivation refers to the psychological forces that drive employees to achieve goals, be 

productive, and remain engaged in their work. It encompasses factors such as job satisfaction, 

performance, and engagement, which are essential for organizational success. In the United States, 

employee engagement has shown a steady increase, with Gallup's 2020 report indicating that 36% 

of U.S. employees were engaged in their work, a slight increase from previous years (Gallup, 

2020). Job satisfaction in the U.S. is also linked to higher retention rates, with employees who are 

satisfied with their jobs being 3.5 times more likely to stay with their employers (Aon, 2021). In 

Japan, employee motivation is often tied to strong organizational commitment and teamwork, with 

recent surveys showing that over 50% of employees are satisfied with their jobs, especially in large 

corporations where job security and career development opportunities are emphasized (Kawakami 

& Araki, 2019). These examples show that employee motivation is highly correlated with job 

satisfaction and the sense of purpose employees find in their roles, with engagement and 

satisfaction contributing to improved performance. 

In developing economies, employee motivation is influenced by a combination of financial and 

non-financial factors, such as job security, career advancement opportunities, and workplace 

conditions. For instance, in India, employee engagement has been reported to be on the rise, with 

a 2020 study by Gallup revealing that 28% of Indian employees are engaged at work, a significant 

increase from previous years (Gallup, 2020). However, job satisfaction remains a challenge, as 

many employees report dissatisfaction with compensation and benefits, particularly in lower-

income sectors (Sharma & Kaur, 2019). In Brazil, job satisfaction is often linked to the quality of 

leadership and management, with research showing that organizations with better managerial 

practices tend to have higher employee engagement and lower turnover (Barros & Castilho, 2020). 

Despite improvements in engagement, employees in developing economies still face challenges 

such as lack of career development opportunities and inadequate work-life balance, which directly 

affect their job satisfaction and performance. 

In Sub-Saharan Africa, employee motivation is significantly influenced by factors such as 

compensation, career opportunities, and the work environment, which are often less developed 

than in developed economies. A study in Kenya found that employee engagement was relatively 

low, with only 23% of employees reporting being highly engaged in their jobs (Wambui & 

Gichuki, 2020). Job satisfaction is particularly low among employees in low-wage sectors, with 

many citing concerns over inadequate benefits and job security. However, in South Africa, a study 

by the South African Board for People Practices (2021) indicated that while job satisfaction had 

increased due to better benefits and incentives, employee engagement remained low due to poor 

communication and lack of recognition at work. Motivational strategies in Sub-Saharan countries 

often focus on improving pay and benefits, but there is a growing recognition that creating a 

positive organizational culture and offering professional development opportunities are essential 

for improving employee engagement and performance in the region. 

Strategic leadership styles, such as transformational, transactional, and servant leadership, play a 

crucial role in shaping employee motivation, job satisfaction, performance, and engagement. 

Transformational leadership is characterized by leaders who inspire and motivate employees by 

creating a vision and fostering a sense of commitment to organizational goals. This leadership style 

has been shown to increase job satisfaction and performance by enhancing employees' sense of 

http://www.carijournals/


Journal of Business and Strategic Management      

ISSN 2520-0402 (Online)                                              

Vol. 10, Issue No. 9, pp. 50 - 60, 2025                                                                www.carijournals 

52 
 

    

purpose and belonging (Bass, 1999). Transactional leadership, on the other hand, focuses on 

structured tasks and rewards based on performance, promoting motivation through clear goals and 

immediate feedback. While this style effectively drives short-term performance and efficiency, it 

may not fully engage employees in terms of long-term commitment or innovation (Burns, 1978). 

Servant leadership emphasizes the well-being and development of employees, with leaders 

prioritizing the needs of their team members. This leadership style is linked to higher levels of 

employee engagement, trust, and job satisfaction, as employees feel valued and supported 

(Greenleaf, 1977). 

Each of these leadership styles has a distinct impact on employee motivation and organizational 

outcomes. Transformational leaders drive higher engagement by encouraging employees to align 

personal values with organizational goals, often resulting in increased performance and 

satisfaction (Bass, 1999). Transactional leadership, while effective for task-based outcomes, tends 

to focus more on extrinsic motivators, such as rewards and penalties, leading to moderate 

employee motivation and engagement (Avolio & Bass, 1991). Servant leadership, by contrast, 

fosters intrinsic motivation, as employees who feel supported and empowered by their leaders are 

more likely to demonstrate higher engagement and performance. Research has consistently shown 

that servant leadership enhances job satisfaction and reduces turnover by creating a work 

environment that supports employee growth and well-being (Liden et al., 2008). Thus, strategic 

leadership styles influence various aspects of employee motivation, with transformational and 

servant leadership styles generally fostering more engaged and motivated employees than 

transactional leadership. 

Problem Statement 

In multinational corporations (MNCs), strategic leadership plays a crucial role in influencing 

employee motivation, which directly impacts organizational performance and employee 

satisfaction. Despite the growing recognition of strategic leadership's importance, the specific 

ways in which leadership styles affect employee motivation in MNCs, particularly in Germany, 

remain under-explored. Previous studies have shown that leadership styles such as 

transformational, transactional, and servant leadership can significantly shape employee 

engagement, job satisfaction, and overall performance (Bass, 1999; Greenleaf, 1977). However, 

there is limited research on how these leadership styles specifically influence employees within 

the context of multinational firms operating in Germany, where the corporate culture is 

distinctively structured, and employee expectations may differ from other global contexts. 

Moreover, with Germany being home to a diverse range of MNCs, the impact of strategic 

leadership on employee motivation may vary across industries and organizational hierarchies. 

Therefore, this study seeks to examine the influence of strategic leadership on employee 

motivation in multinational corporations in Germany, exploring how leadership styles affect 

motivation, job satisfaction, and performance across different sectors. The findings of this study 

are essential for MNCs aiming to enhance employee engagement and improve organizational 

outcomes in a highly competitive and diverse business environment. 
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Theoretical Review 

Transformational Leadership Theory  

Transformational leadership theory posits that leaders can inspire and motivate employees by 

creating a vision, fostering personal commitment, and encouraging creativity. Leaders who adopt 

a transformational style focus on aligning employees' values with organizational goals, often 

resulting in higher levels of engagement, performance, and job satisfaction. This theory is relevant 

to the study of strategic leadership in multinational corporations (MNCs) as it emphasizes the 

importance of visionary leadership in motivating employees. In the German corporate context, 

transformational leadership can help MNC leaders navigate complex cultural dynamics and align 

diverse workforces. Research has shown that transformational leadership enhances employee 

motivation in multinational settings by promoting a sense of purpose and trust (Götz, 2021). 

Herzberg’s Two-Factor Theory  

Herzberg's two-factor theory suggests that employee motivation is influenced by both hygiene 

factors (e.g., salary, work conditions) and motivators (e.g., recognition, achievement). This theory 

is particularly relevant to MNCs, as multinational workforces may have diverse needs based on 

their cultural background. In Germany, the distinction between hygiene factors and motivators 

helps in identifying leadership strategies that address both basic employee needs and higher-order 

motivational factors. For example, strategic leadership in MNCs can focus on improving hygiene 

factors while also fostering intrinsic motivators, such as autonomy and achievement. Recent 

studies support the application of this theory in MNCs to improve both employee satisfaction and 

performance (Smith, 2020). 

Self-Determination Theory  

Self-determination theory (SDT) posits that employee motivation is driven by the need for 

autonomy, competence, and relatedness. Leaders who foster an environment that supports these 

needs enhance intrinsic motivation and promote higher levels of engagement. In the context of 

MNCs operating in Germany, strategic leadership can impact motivation by creating an 

environment where employees feel empowered to take initiative, develop their skills, and build 

meaningful relationships at work. Recent research has demonstrated the effectiveness of SDT in 

enhancing motivation and performance in diverse organizational contexts, including MNCs 

(Vansteenkiste, 2018). 

Empirical Review 

Götz (2021) explored the impact of transformational leadership on employee engagement within 

German MNCs. Their study, using a survey of 250 employees, found that transformational 

leadership positively affected job satisfaction and motivation by fostering an environment of trust, 

inspiration, and personal development. Employees who viewed their leaders as transformational 

were more likely to engage in organizational goals and work toward achieving them, which in turn 

improved overall performance. The study concluded that transformational leadership creates a 

strong sense of ownership among employees, which enhances their motivation and increases their 

commitment to the organization. The researchers recommended that German MNCs invest more 

resources in leadership development programs, particularly focusing on creating leaders who 

inspire, motivate, and align employees with the organization’s vision. Such leadership practices 
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are particularly beneficial in MNCs, as they not only drive motivation but also contribute to a 

cohesive organizational culture that embraces innovation and collaborative work. By nurturing 

transformational leaders, organizations can ensure that employees remain motivated, satisfied, and 

engaged, leading to enhanced productivity and long-term success. Furthermore, Götz (2021) 

stressed that a key component of transformational leadership is the ability to communicate a clear 

vision, which can engage employees at deeper, more emotional levels, fostering an environment 

conducive to growth and success. 

Smith (2020) utilized a combination of quantitative surveys and qualitative interviews to analyze 

the effect of both hygiene factors and motivators on employee job satisfaction. The findings 

revealed that employees who perceived improvements in hygiene factors, such as salary and job 

security, experienced higher satisfaction with their work environment. However, it was the 

motivators, such as recognition, career development, and achievement, that had a more profound 

effect on intrinsic motivation, leading to higher performance and overall job satisfaction. Smith 

(2020) concluded that in German MNCs, both hygiene factors and motivators must be addressed 

to enhance employee motivation comprehensively. Leaders who are able to balance the provision 

of fair compensation and job security with opportunities for personal growth and recognition can 

foster a more motivated, satisfied, and loyal workforce. The researchers recommended that 

organizations not only focus on meeting basic employee needs but also invest in leadership 

strategies that promote personal achievement and recognition. By emphasizing both intrinsic and 

extrinsic motivational factors, MNCs can ensure that their employees remain motivated and 

engaged, which, in turn, positively impacts the organization’s bottom line. 

Schmidt and Voß (2019) conducted a study on the role of servant leadership in fostering intrinsic 

motivation among employees in the automotive sector in Germany. Using a mixed-methods 

approach, their research revealed that servant leadership characterized by empathy, listening, and 

empowerment led to higher levels of intrinsic motivation, job satisfaction, and organizational 

commitment. Employees who felt supported by their leaders in both their personal and professional 

development were more likely to demonstrate loyalty to the company, engage in discretionary 

efforts, and exhibit greater job satisfaction. Schmidt and Voß (2019) concluded that servant 

leadership is particularly effective in enhancing employee motivation in MNCs by creating a 

supportive work environment that values personal well-being and growth. Their study emphasized 

that when leaders serve their employees, offering both professional guidance and personal care, 

employees are more likely to reciprocate with higher engagement and performance. This is 

especially important in multinational contexts, where leaders must navigate diverse cultural 

expectations and work to create an inclusive environment that supports all employees. The 

researchers recommended that MNCs in Germany adopt servant leadership principles to foster a 

more engaged, motivated, and loyal workforce. Moreover, organizations should train their leaders 

in the principles of servant leadership to ensure that leadership practices align with the needs of 

their employees, especially in environments where collaboration and trust are paramount. 

Vansteenkiste (2018) explored the influence of Self-Determination Theory (SDT) in motivating 

employees in German MNCs. Their research, which surveyed 300 employees, found that when 

leaders supported employee autonomy and competence, they fostered higher levels of intrinsic 

motivation. Employees who felt they had control over their work and opportunities to develop 

their skills were significantly more motivated and engaged. This research underscored the 
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importance of creating a work environment that allows employees to feel competent and 

autonomous in their roles, which enhances motivation and performance. Leaders who adopt an 

SDT-based approach promote a workplace culture where employees are encouraged to take 

initiative, develop new skills, and pursue their own goals, leading to improved performance and 

job satisfaction. Vansteenkiste (2018) concluded that MNCs should incorporate SDT principles 

into leadership training programs to enhance employee motivation and engagement. By creating a 

work environment that supports autonomy and skill development, MNCs can ensure that their 

employees are motivated by intrinsic factors, leading to higher levels of job satisfaction and overall 

organizational performance. They recommended that MNCs in Germany, especially those 

operating across multiple regions, prioritize employee empowerment and development to drive 

long-term motivation and engagement. 

Green (2021) examined the relationship between leadership communication and employee 

motivation in German MNCs. Their research highlighted that transparent, supportive 

communication from leaders fostered higher levels of employee engagement and job satisfaction. 

When leaders communicated clearly about organizational goals, provided regular feedback, and 

acknowledged employee contributions, employees felt more connected to the company and its 

objectives. The study emphasized that effective communication not only improved employee 

motivation but also enhanced team cohesion and organizational alignment. Green et al. (2021) 

recommended that leaders in MNCs prioritize open communication to ensure that employees are 

informed, engaged, and motivated to contribute to the company’s success. They concluded that 

communication practices should be a central focus of leadership training, particularly in 

multicultural environments where diverse communication styles may impact employee 

engagement. By fostering a culture of open, honest communication, MNCs can ensure that their 

employees remain motivated, engaged, and aligned with organizational goals, which is essential 

for driving performance and long-term success. 

Müller and Gabel (2020) explored how leadership styles influenced employee motivation across 

different departments in a German MNC. Their study, which surveyed 150 employees, revealed 

that a hybrid leadership style combining both transformational and transactional leadership 

approaches was most effective in promoting motivation. Employees reported being motivated 

when leaders provided clear guidance and expectations (transactional), while also inspiring them 

to go beyond their job requirements (transformational). Müller and Gabel (2020) suggested that 

MNCs could benefit from a leadership style that balances structure and inspiration, addressing 

both employees’ need for direction and their desire for personal growth. The study highlighted that 

a hybrid leadership approach helped to meet diverse employee needs, especially in multinational 

settings where employees may have different expectations of their leaders. They recommended 

that organizations train leaders in how to effectively combine transactional and transformational 

practices to create a motivating work environment. This balanced approach, they argued, could 

lead to higher motivation, engagement, and performance across the organization. 

Miller and Fischer (2019) studied the role of strategic leadership in employee motivation in the 

financial sector in Germany. Their research found that strategic leaders who made decisions 

aligned with the interests and needs of their employees were able to foster greater motivation and 

performance. Employees reported feeling more committed and motivated when they believed that 

their leaders considered their well-being and professional growth in decision-making. The study 
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emphasized that strategic leadership, which considers both organizational goals and employee 

needs, is essential for fostering a motivated workforce. Miller and Fischer (2019) recommended 

that MNCs in Germany align their leadership strategies with employee expectations, focusing on 

transparency, empowerment, and development. They concluded that when employees feel that 

leadership decisions are made with their best interests in mind, motivation levels rise, leading to 

improved performance and organizational success. 

METHODOLOGY 

This study adopted a desk methodology. A desk study research design is commonly known as 

secondary data collection. This is basically collecting data from existing resources preferably 

because of its low-cost advantage as compared to field research. Our current study looked into 

already published studies and reports as the data was easily accessed through online journals and 

libraries. 

FINDINGS 

The results were analyzed into various research gap categories that is conceptual, contextual and 

methodological gaps 

Conceptual Research Gaps: Miller and Fischer (2019) on the influence of strategic leadership 

on employee motivation in multinational corporations (MNCs) in Germany have made significant 

contributions, there remains a gap in understanding how specific leadership styles impact different 

dimensions of motivation such as intrinsic versus extrinsic motivation. Most studies have focused 

on general leadership styles like transformational and servant leadership, but there is limited 

research that distinguishes how different motivational outcomes (e.g., performance, job 

satisfaction, engagement) are influenced by specific leadership behaviors. Additionally, existing 

studies often treat employee motivation as a homogenous concept, without exploring how 

motivation may vary across diverse employee demographics, such as age, career stage, or cultural 

background within MNCs. A deeper exploration is needed to understand how strategic leaders can 

adapt their leadership approaches to address these varying motivational needs. Furthermore, while 

theories like Self-Determination Theory (SDT) and Herzberg’s Two-Factor Theory have been 

applied to MNCs, research on integrating these theories to explore their combined influence on 

employee motivation remains scarce. 

Contextual Research Gaps: Another significant gap lies in the contextual application of these 

leadership styles within different sectors of the MNCs operating in Germany. Studies like those 

by Götz  (2021) and Schmidt and Voß (2019) focus on industries such as automotive and financial 

services, but there is limited research exploring the effectiveness of strategic leadership across 

various sectors, such as technology or manufacturing, in Germany. The organizational dynamics, 

employee expectations, and leadership practices may differ significantly across these sectors, 

suggesting a need for research that compares how strategic leadership influences motivation in 

different organizational contexts. Additionally, many studies primarily focus on employee 

engagement and performance in the short term, but long-term outcomes such as career 

development and retention have not been as thoroughly examined in relation to leadership styles. 

More research is needed to explore the long-term impact of strategic leadership on employee 

motivation, satisfaction, and organizational loyalty within the German MNC context. 
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Geographical Research Gaps: The geographical gap lies in the limited scope of research that 

compares the influence of strategic leadership on employee motivation in German MNCs with 

those in other countries. While Germany provides a well-established context for MNC operations, 

especially in industries like automotive and finance, there is a lack of comparative studies 

involving MNCs across different countries or regions. It would be valuable to investigate whether 

leadership styles that work well in Germany’s highly structured corporate culture are similarly 

effective in other countries with differing cultural attitudes toward work and leadership. 

Comparative research that includes countries with different leadership and motivational 

frameworks, such as the US or Japan, could offer insights into whether the principles of strategic 

leadership are universally applicable or need to be tailored for different cultural contexts. 

Additionally, research exploring the differences in leadership effectiveness between global MNC 

headquarters in Germany and their subsidiaries in other countries could uncover how leadership 

practices are adapted and their subsequent effect on employee motivation in diverse geographical 

settings Green (2021) 

CONCLUSION AND RECOMMENDATIONS 

Conclusions 

In conclusion, the influence of strategic leadership on employee motivation in multinational 

corporations (MNCs) in Germany is profound, with different leadership styles having distinct 

impacts on employee engagement, job satisfaction, and performance. Transformational leadership 

has been shown to foster higher levels of employee motivation by inspiring trust, promoting 

personal development, and aligning employees' values with organizational goals. Similarly, 

servant leadership emphasizes empathy and empowerment, contributing to higher intrinsic 

motivation and organizational commitment. Additionally, leadership communication plays a 

crucial role in enhancing employee engagement, with transparent and supportive communication 

fostering a stronger connection between employees and their organizations. These findings 

highlight the importance of adopting strategic leadership practices that cater to both intrinsic and 

extrinsic motivational factors. MNCs in Germany are encouraged to invest in leadership 

development programs, ensuring that leaders are equipped to inspire, support, and align their 

employees with organizational objectives. Future research should further explore how these 

leadership styles interact with cultural differences, employee demographics, and sector-specific 

challenges to provide a more comprehensive understanding of leadership’s impact on motivation 

in global contexts. Ultimately, strategic leadership is essential for creating a motivated, engaged, 

and high-performing workforce in German MNCs, driving both individual and organizational 

success. 

Recommendations 

Theory 

The research highlights the importance of various leadership styles in influencing employee 

motivation. However, there is a gap in the literature regarding a comprehensive framework that 

integrates transformational, transactional, and servant leadership, particularly in multinational 

corporations. Future research should aim to combine these styles into a single model that accounts 

for both short-term and long-term motivational outcomes. Such a framework would provide a more 

nuanced understanding of how different leadership behaviors impact various aspects of employee 
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motivation, such as engagement, job satisfaction, and performance. Current theories primarily 

focus on leadership styles within a specific cultural context. A key theoretical contribution would 

be to explore how strategic leadership styles interact with cultural variables in multinational 

settings, particularly in countries like Germany. Future research could investigate how leadership 

effectiveness is moderated by cultural norms and values, providing more global insights into the 

influence of leadership on employee motivation. 

Practice 

German MNCs should prioritize tailored leadership development programs that focus on 

cultivating transformational and servant leadership qualities in managers. This will enable leaders 

to inspire employees, promote intrinsic motivation, and create an organizational culture that values 

trust, transparency, and personal growth. These programs should be customized to different 

leadership levels and departments, considering the varying needs and dynamics within the 

organization. The practical implementation of these leadership styles will not only enhance 

employee motivation but also improve retention, job satisfaction, and productivity. Based on the 

research clear and supportive communication from leaders is crucial for employee motivation. 

German MNCs should integrate communication skills training into leadership programs to ensure 

that leaders can effectively convey organizational goals and provide regular feedback. A 

transparent communication approach will help to align employees with the company's mission, 

build trust, and foster a sense of belonging, which is essential for enhancing employee engagement. 

Policy 

German MNCs should prioritize tailored leadership development programs that focus on 

cultivating transformational and servant leadership qualities in managers. Policymakers should 

work with educational institutions to integrate leadership and management training into business 

curricula. As leadership is a critical determinant of employee motivation, introducing leadership 

development courses at the university level can help produce a new generation of leaders who are 

equipped with the skills to inspire and motivate employees in multinational corporations. This 

policy initiative could be extended to include leadership training for employees, ensuring that 

every level of the organization understands and practices effective leadership techniques. Policies 

should also encourage multinational corporations to collaborate on leadership best practices, 

especially in culturally diverse environments like Germany. Governments could incentivize such 

collaborations through subsidies or tax benefits to companies that invest in global leadership 

programs that promote intercultural competence and motivation-driven management. This would 

help German MNCs enhance their leadership effectiveness globally, promoting a more motivated 

and engaged workforce across different cultural contexts. 
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