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Abstract: Although the issue of corporate culture has been taken over and addressed in the liter-
ature from various perspectives, there are very few researchers about the role of leadership and
motivation in it, respectively very few researchers have addressed them as important components of
the international company’s corporate culture. The present paper aims to point out that leadership
and motivation can be perceived as important aspects of the international company’s corporate
culture. The object of the investigation was an international company (situated in Italy) and its five
subsidiaries (situated in Italy, Czech Republic, Germany, and Turkey). As the main research method,
there was chosen the method of the questionnaire survey, which was attempted by all the company’s
employees (totally 270 respondents). The questionnaire was divided into three separate, but logi-
cally related parts—leadership, motivation, and corporate culture, and submitted to two groups of
respondents—the company’s management and its employees. In total 11 hypotheses were formulated
and further evaluated by the methods of Pearson Chi-square Test, Fisher’s Exact Test, Cramer’s V
coefficient, Kendall rank correlation coefficient, Eta coefficient, Spearman coefficient, Mann–Whitney
U test and Wilcoxon W statistics, Kruskal–Wallis test, and Friedman’s test. The results of the research
have proven that leadership and motivation are important parts of the corporate culture.

Keywords: international company; subsidiary; leadership; motivation; corporate culture

1. Introduction

Academics and researchers as well as practitioners have reviewed sustainability from
various perspectives [1,2]. Academics acknowledge it as an approach that is adapted
to meet current requirements while developing capabilities that can help focus on the
future [3]. The concept incorporates three dimensions, namely, the economic, social, and
environmental dimension [4]. While the economic dimension of sustainability is seen
as the most desirable because it provides financial strength and avoids conditions led to
an early demise of the business [5], the marketing literature discusses sustainability and
highlights its role in creating opportunities and driving company’s performance by taking
up social initiatives understood as corporate social responsibility [6]. The role of operations
in making a business perform on the parameter of sustainability has been discussed as a
determinant of a company’s ability to produce or deliver efficiently [7]. According to a few
researches, a company can perform better when its activities are performed taking into
account all of the three dimensions of sustainability [3]. Companies are trying to create a
balance among these three dimensions of sustainability to secure a safer future for their
business [8].

Despite the fact that the present time “pressures” the companies in the spirit of
creating and maintaining an effective and especially sustainable long-term orientation,
many companies are still unable to meet respectively achieve this aspect. The response to
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the principle of sustainability and the pursuit of the characteristics and scope of sustainable
goals of the company, must clearly and above all, significantly affect the competitiveness
itself, and it can be said of the survival of company as such.

The Sustainability Leadership Institute (2021) defined sustainability leaders as follows:
“individuals who are compelled to make a difference by deepening their awareness of
themselves concerning the world around them. In doing so, they adopt new ways of seeing,
thinking, and interacting that result in innovative, sustainable solutions” [9] (p. 3).

Nevertheless, other leadership approaches are welcome, such as responsible leader-
ship [10].

The issue of leadership and motivation continues to grow in importance and is be-
coming increasingly popular and discussed [11–18]. Unfortunately, almost none of the
researches are aimed at the interrelation between the leadership, motivation and corporate
culture; they are focusing mostly on two from the three mentioned attributes. This paper
deals with the analysis and classification of these key areas of international management
and entrepreneurship and at the same time tries to summarize individual knowledge and
recommendations obtained from the subject, to which has been and still is paid great
attention of individual authors and experts in the given field.

The research in question is the result of previous research carried out by the authors
of the paper in the conditions of an international company where the intention was to find
out how motivation and leadership affect the corporate culture of the company, as well as
to find out the extent to which cultural specifics influence the applied leadership style and
motivation [19,20]. The surveyed international company agreed with the publication of
the results of our research, considering them as an interesting and suitable base for further
research and its application in the practice. However, the company did not wish to use its
name in the paper; therefore, it was redacted.

The paper is divided into four main sections, where the Literature Review offers the
most important and relevant studies published in the given field focusing on terms related
to our research such as leadership, leadership style, motivation, corporate culture and
international company. Following part, the Materials and Methods present the dataset of
analyzed companies and describes the used methodology as well as formulated hypotheses
that create a base for our research. The third part of our paper offers Results as well as
Discussion, presenting the most important findings and results of our research and the
testing of the hypotheses. The Conclusions underline the main outcomes and present
the limitations and future focus of the research. The submitted paper addresses a gap in
the literature and research by exploring the leadership and motivation as aspects of the
corporate culture of an international company.

2. Theoretical Background

Leadership is one of the most basic and at the same time the most important functions
of the company management, which besides planning, organizing and controlling helps to
achieve the goals. While the functions of planning, organizing, and controlling are some
sort of “latent cocoons” which have to be “awakened” and brought to life, the function of
leadership is precisely responsible for this activity [21].

There are even innumerable different definitions of the term of leadership and yet
there is still some “misleading” information about it. Many of different authors such
as [22–27] disagree and seek to refute these claims and explain them in more detail. The
most well-known and basic definition of the term in question is the definition given by [11],
to which lean also authors such as [28–30]. According to this definition, leadership can be
characterized as the ability or process of influencing people in which the manager, using
his power, seeks voluntary and willing participation by subordinates in achieving group
goals, and thereby satisfying their own needs.

Up to [9], there can be distinguished exactly three main approaches to better un-
derstanding of leadership-1. The Trait/Style school, which focuses on the characteristics
or approaches of individual leaders [31,32]; 2. The Situational/Context school, which
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focuses on how the external environment shapes leadership action [33,34]; and 3. The
Contingency/Interactionist school, which is about the interaction between the individual
leader and his/her framing context [35,36].

Leadership takes various forms. The leadership styles are defined, e.g., by [37], who
distinguish between three leadership styles, namely, the authoritarian (autocratic) leader-
ship style, where the leader provide clear expectations for what needs to be done, when
and how it should be done, and where the leadership is strongly focused on both, com-
mand by the leader and control of the followers; the participative (democratic) leadership
style, which was by the time found as the most effective leadership style, and which is
characteristic whereby the leader offers guidance to group members, but at the same time
he also participates in the group and allows input from other group members; as well as
the delegative (laissez-faire) leadership style where the leader offers little or no guidance
to group members and leave the decision-making up to group members. Based on the
written, it can be stated that these leadership styles are the most frequent and most cited.
Further, we can mention the Likert leadership styles, where we can distinguish between
four leadership styles—exploitive authoritative leadership style where the leader has a
low concern for people and uses such methods as threats and other fear-based methods
to achieve conformance; benevolent authoritative leadership style, where the leader adds
concern for people to an authoritative position; consultative leadership style, where the
upward flow of information is still cautious and rose-tinted to some degree and where the
leader makes genuine efforts to listen carefully to employees’ ideas; and participative lead-
ership style, which represents a level where a leader makes maximum use of participative
methods, engaging people lower down the organization in decision-making) [38]; the Blake
Mouton Managerial GRID, which is based on two behavioral dimensions—Concern for
People (where the leader considers team members’ needs, interests, and areas of personal
development when deciding how best to accomplish a task) and Concern for Results
(where the leader emphasizes concrete objectives, organizational efficiency, and high pro-
ductivity when deciding how best to accomplish a task) [39]; Transactional Leadership
Theory, which occurs when a leader engages in an exchange process with subordinates [40];
Transformational Leadership Style, which associates with changes in the beliefs, values,
and needs of followers [41]; also, servant Leadership, Resonance, and others [42–46]. As
leaders in charge of employees are expected to set a good example, protect their employees,
and not only achieve company targets [47]. It is realized by every leader that there are
techniques to be able to improve the company performance so that it can be improved
by increasing motivation of employees and then the employees can carry out their duties
following the rules and direction [18].

“It is not hard to state in a few words what successful leaders do that makes them
effective. But it is much harder to tease out the components that determine their
success. The usual method is to provide adequate recognition of each worker’s
function so that he can foresee the satisfaction of some major interest or motive
of his in the carrying out of the group enterprise” [48] (p. 174).

According to [49], responsible leadership is exactly the leadership behavior which focuses
on the interests of the business as well as other stakeholders. It must be also mentioned,
that this form of leadership has effectively compensated for the shortcomings of traditional
leadership forms and is of substantial significance to enhancing corporate reputation and
maintaining the sustainable development of companies, and at same time of the society as
whole [50].

Based on the written, the efficiency and success of leadership depend not only on
the professional abilities and skills of the manager himself but also on the effectively and
appropriately chosen way of motivating employees, because only a properly motivated
worker is also a good and faithful worker who helps to achieve the set goals [19]. Practice
and experience confirm that the success of managerial work depends largely on how
much attention managers pay to their employees, how they can recognize their needs
and expectations and motivate them to achieve high performance [51–54]. The issue of
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motivation itself, as well as its forms and components, is dealt by several authors, of which
only a few are mentioned, such as [55–57], who explain motivation as a person’s willingness
to make significant efforts to achieve the goals of an organization, conditional on meeting
the individual’s own needs. However, to do so, they need three basic elements, namely,
the effort of the individual, his individual needs, and the aims of the organization. By
other words, Ref. [58] explains the motivation by the fact, that it refers to everything that a
person experiences, tries to achieve the ideals or ideas. According to the mentioned author,
motivation can be understood as an internally activated behaviour, which is performed
spontaneously and without compulsion, or as an externally activated behaviour caused by
an external agent.

Even though in general, we can talk about two big groups of Motivational—the Con-
tent Theories of Motivation (represented by Maslow’s Hierarchy of Needs [59,60], Alderfer
ERG Theory [61], Herzberg’s Two-factor Theory [62], and McClelland’s Human Motivation
Theory [63]) and Process Theories of Motivation (represented by the Equity Theory [64],
Expectancy Theory [65], Reinforcement Theory [66]), in case of work motivation is applied
mostly to one of them—the Process Theories of Motivation, which try to explain why
behaviors are initiated.

While no “grand unified theory” of motivation has yet been proposed [67], several core
theoretical perspectives can be identified [68], that in principle give leaders a sophisticated
set of tools to promote their employees’ motivation. As one of those core perspectives on
motivation can be mentioned the goal-setting theory [69], further the Expectancy theory [65]
and the Job Characteristics Model (JCM; e.g., [70,71]) which principles are—the higher the
goals the employee sets, the higher are his expectations, the more motivated he is. The
only expectation is the third mentioned perspective, which is built on the assumption that
certain structural characteristics of work tasks prompt psychological states that are the
prerequisites to high levels of job satisfaction and work motivation [72].

As it can be seen from the paragraph above, as well as it is also stated by [73] the
literature is almost overlapped with the research on motivation. While in the past, the
mission of the leader, especially regarding the employee motivation, was not clear and
completely unambiguous [74] and leaders frequently undermined the importance of devel-
oping an effective relationship with stakeholders including the employees [75], nowadays
we understand that leaders should implement different strategies that are customized
to individuals, their desires and needs—some employees are simply motivated by job
security, others by clear company policies, power, recognition, compensation, or there are
also employees who are just enjoying what they do, and that is their motivation [76].

When defining and explaining the concept of motivation, it should be kept in mind
that motivation and stimulation are not identical concepts. While motivation, as Ref. [77]
argues, is an expression of the fact that in the human psyche, there are specific, not always
fully realized internal motives that motivate a person and his activity in a certain direction,
activate and maintain the induced activity in that direction, so the stimulation is an external
influence on the psyche of a person as a result of which there are some changes in his activity.
The basic difference between motivation and stimulation is therefore that stimulation is
an effect on the psyche of an individual from the outside (most often caused by another
person’s activity) and not from the inside as is the case with motivation [78].

Another important fact or component of success and competitiveness of the company
in the international market environment is the corporate culture, which is a set of opinions,
value systems and behaviour standards unique for each organization and represents
the specific character of its functions [79]. Corporate culture is primarily created in the
minds of the founders themselves, and it seeks to summarize the vision, mission, strategy,
and goals of the company and then illustrate their ideas and expectations within the
functioning of the company in terms of relationships between people, their relationship
to work, organization, and society. In addition, the corporate culture also serves as a tool
for identifying customers with a given company and as a tool to assist the company’s
employees themselves in dealing with potential adaptation and integration problems [20].
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As it is written by [80–84], defining the corporate culture is very difficult, since,
under the culture itself, everyone imagines something different. In general, the corporate
culture is a set of fundamental and decisive ideas, values and standards of conduct that
have proven to be effective in the past and are accepted and perceived by employees as
universally valid. Employees are expected to respect and behave following these values
and disseminate them through its tools. Authors such as [85–87] also agree with this
statement, going to say that the given set of ideas, values and standards of behaviour that
are shared and subconscious by members of the organization fundamentally defines not
only the organization’s view of itself but also its view of its environment.

The role of business managers is then to create and maintain a strong and healthy
corporate culture, which in turn acts as an effective motivator for the performance of the
employees, while also significantly contributes to the effective management and develop-
ment of people in the organization. Nevertheless, it is necessary to keep in mind the need
to respect the individual national and cultural specifics and circumstances [20,88,89].

The basic definition of international companies/corporations states that “These are
private or state-owned or jointly owned companies or units that are established in different
countries of the world and are interconnected in such a way that one or more of them can
create a significant influence on the activities of others, especially concerning the sharing of
resources and knowledge” [90] (p. 12).

Several authors such as [26,91–98] emphasize that the degree of dependence of for-
eign subsidiaries on the parent company, as well as the type of strategy for creating an
organizational culture play a significant role in the leadership of international companies.
Based on the written international companies can be divided into:

• Ethnocentric—parent company has an excessively strong position and a decisive
influence on almost all decisions of its subsidiaries. Companies believe that home-
trained management with an intimate knowledge of technology, products, policies,
corporate culture, and leadership style is more capable and trustworthy than any
other management.

• Polycentric—individual subsidiaries operate independently of each other, their policy
is greatly influenced by the cultural peculiarities of individual host countries and the
universal goals, procedures and methods of the parent company “must” be respected
only to a limited extent. The main advantage of the mentioned strategy is considered
to be the knowledge of the home environment, language, customs, and ways of doing
business, as well as stimulating creativity and developing new approaches to the
solving of problems.

• Regiocentric—parent company combines its interests with the interests of subsidiaries
on a regional basis. The strategy is used mainly in the countries of Central Europe and
focuses on selection on a regional basis.

• Geocentric—uses specific features of individual national cultures to create a unified
corporate culture, which then represents an integrated culture, but not as a result
of cultural dominance, but as a purposeful and effective connection of all regional
parts of international society. At the same time, the company strives for the overall
optimization of business processes and conscious defense against the dominant influ-
ence of the parent company’s culture. Under the pressure of global processes, more
and more multinational companies are striving to move to a geocentric model that
allows the most optimal use of all input sources, overcomes the loss of interest in the
ethnocentric model and duplication and redundancy in the polycentric model.

3. Materials and Methods

The nowadays market environment is principally characterized by the globalization,
development of the market environment, intensifying competition, increasing concentra-
tion and internationalization, as well as increasing pressure on market players. The quality
of managers in a network of companies with foreign capital participation, their ability to
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adapt to different cultures and environments, as well as their ability to properly address
their subordinates come to the forefront [19,20,99–110].

The aim of the paper is to point out the fact that leadership and motivation can be
perceived as important aspects of the international company’s corporate culture.

The reason for choosing the given object of research was our professional interest in
the given area, both in pedagogical and research level, as well as in the practice. We have
been conducting research in this field since 2010. The authors of the submitted paper, work
as the experts in the commission for the evaluation of the national projects of the Slovak
Chamber of Agriculture and Food and at the same time as experts in the international
project, “Assessing and Changing Adults’ Behavior on Sustainable Consumption of Food”.
The personal meetings and interviews with managers of the companies revealed a gap
that needed to be explored and this gap was connected with leadership and motivation
as important aspects of the international company’s corporate culture. It allowed us
to conduct the research presented in the submitted paper. The surveyed international
company agreed with the publication of the results. We consider them as an interesting
and suitable base to fulfil the above-mentioned gap in the academic field as well as in the
practice. However, the company did not wish to use its name in the paper; therefore, it
was redacted.

The paper focuses on both managers and selected groups of employees in terms of
their ability to adapt to different cultural influences. In addition to the main aim, the
subject matter required the selection of the object of investigation—an international Italian
company and its subsidiaries situated in Germany (subsidiary 1), Turkey (subsidiary 2) in
the Czech Republic (subsidiary 3), and Italy (subsidiary 4 and 5), as well as defining the
subject of the investigation—leadership and motivation styles in the parent company and
its subsidiaries and setting a total of eleven hypotheses, focused on the three research areas,
namely, leadership, motivation and corporate culture.

1. Hypotheses formulated in connection with the field of leadership:

Hypothesis 1 (H1). There exists the dependence between the prevailing relationships in the
company and the perception of the separation between superiors and subordinates.

Hypothesis 2 (H2). There exists the dependence between the choice of a particular working option
and the nationality of the respondents.

Hypothesis 3 (H3). There exists the dependence between the applied leadership style and the
nationality of the respondents.

2. Hypotheses formulated in connection with the field of motivation:

Hypothesis 4 (H4). There exists the dependence between individual significance rates of motiva-
tional factors and categories of respondents.

Hypothesis 5 (H5). There exists the dependence between the attributed significance rates of
motivational factors and the level of education of individual respondents.

Hypothesis 6 (H6). There exists the dependence between the position of wages in the ranking of
employees and their level of education.

Hypothesis 7 (H7). There exists the dependence between the position of wages in the ranking of
employees and their job classification.

Hypothesis 8 (H8). There exists the dependence between the used forms of self-improvement and
the perception of the relationship between improving work commitment, increasing professional
qualifications and increasing the financial remuneration of employees.
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3. Hypotheses formulated in connection with the field of corporate culture:

Hypothesis 9 (H9). There exists the dependence between the preferred possibility of overcoming
possible cultural differences and the category of respondents.

Hypothesis 10 (H10). There exists the dependence between the preferred possibility of overcoming
possible cultural differences and the level of education of the respondents.

Hypothesis 11 (H11). There exists the dependence between the preferred possibility of overcoming
possible cultural differences and the nationality of respondents.

When formulating the hypotheses, we relied on previous findings and knowledge
from our research activities [19,20,111–114] as well as from the research of acknowledged
authors in the given field, e.g., [14–18,21–23,115]. Employee commitment fosters the
success of any organization [116]. Organizational leaders seek to cultivate the highest
level of commitment among their employees. This commitment was influenced by how
motivated employees are to perform their jobs satisfactorily. Ref. [116] observed that
employee motivation is dependent on how satisfied employees are with the way their
organizations operate. Employee motivation refers to how employees feel toward and
perceive their organizations as well as how they are affected by leadership styles [116].
Therefore, developing a high level of commitment among employees means developing
effective leadership skills on the part of the administrator. Implementation of leadership
in an organization is pivotal for motivating employees and achieving their organizational
commitment [117]. As several researchers have noted (e.g., [116,118,119]), knowledge gaps
exist regarding how leadership affects employees’ development of motivation and also its
connection to corporate culture.

As it is mentioned above, there is a gap in the research regarding the interconnection
between leadership, motivation and the corporate culture and this is why we have tried to
show, that leadership and motivation are important aspects of the corporate culture of an
international company.

As the main research method, we used the method of the questionnaire survey,
which was divided into two separate but logically connected questionnaires—the first one
focused on the employees and the second one on the top management. The total number
of questions in the questionnaire focused on employees was 26+ classification questions
and in case of top management 28+ classification questions. Almost all of the questions
(without the exception of one in both questionnaires) were formulated as closed, where the
respondents could explain their opinion by their choice of one or more previously given
answers, or by using a numerical scale, which has allowed them to organize their choices
up to the perceived level of importance and significance (from 1 to 5, where 1 has meant
the most significant and 5 the least significant).

All questions were focused on three basic areas, namely, the applied leadership style
(e.g., questions about the prevalence relationships in the company, about the existence of
conflicts, about the used conflict resolution options etc.), motivation (e.g., questions about
the company’s interest in the motivation of its employees, about the motivation factors,
about the importance of wage and other motivation factors in the respondents’ value
ladder etc.), and corporate culture (e.g., questions about sharing the same social values
and symbols in the whole company, about the existence of common traditions, rituals and
legends, about the need to change the given corporate culture etc.).

To address foreign-language respondents, the questionnaire was translated into En-
glish and German language.

An unnamed international company based in Italy, including its subsidiaries both on
its own and on the foreign market, was approached for research purposes.

The research aimed to obtain as much information as possible. A total of 270 ques-
tionnaires were sent by email and further disseminated in a personal form; thus it ensured
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a 100% return on the questionnaires. The mentioned number of sent questionnaires is
representing the number of involved respondents and thus the total number of employees,
including 10 top managers, 20 middle management employees and 240 operational man-
agement employees. Up to the mentioned, as well as up to Slovin’s Formula = N

(1+N∗e2)
,

where n = number of samples, N = Total population and e = Error tolerance (level) [120], the
sample can be at 95% confidence level considered as representative as n ≥ 161.19. The per-

centage mistake of the estimate (E =
√

z2∗N∗π∗(1−π)−(n∗z2∗π∗(1−π)
n∗N , where E = percentage

mistake of the estimate, z = 95% confidence level, N = sample size, π = 50% character ratio,
n = number of respondents; and where the permissible interval is between 1 to 10% [121])
is equal to 0, as all employees were involved in the research.

The total numbers, as well as the representation of individual employees in specific
enterprises, are shown in Table 1.

Table 1. Overview of the number of respondents (in absolute numbers).

Company Number of Respondents

Top Management Middle Management Operational Management

Parent company 5 9 90

Subsidiary 1 1 3 30
Subsidiary 2 1 2 30
Subsidiary 3 1 2 30
Subsidiary 4 1 2 30
Subsidiary 5 1 2 30

Together 10 20 240

Source: Own research.

The influence of culture on leadership and motivation of employees in international
companies can be monitored with the help of experts. That is why the first part of this paper
presents a theoretical introduction to the given issue. In this section, we have studied and
analyzed selected sources of information by the heuristic method. Similarly, management
and motivation as well as the corporate culture in the analyzed companies were assessed
at the research stage.

Another part of the research consists of a questionnaire survey, its evaluation and
subsequent interpretation of the results. In terms of the obtained data, the statistical
data set represents the answers of the respondents from the sample, which consists of
270 respondents.

For the need of deeper and more extensive analysis of the obtained data, the results of
verified dependencies were evaluated and interpreted in the statistical program IBM SPSS
Statistics and the Excel add-on, XL Stat program using the following correlation coefficients
and parametric tests: Pearson Chi-square Test, Fisher’s Exact Test, Cramer’s V coefficient,
Kendall rank correlation coefficient, Eta coefficient, Spearman coefficient, and the following
non-parametric tests: Mann–Whitney U test, Wilcoxon W statistics, Friedman’s test, and
Kruskal–Wallis test. As a decisive criterion for acceptance, respectively rejection of the null
hypothesis, an alpha significance level of 5% was chosen. As the computed p-value was
lower than the significance level alpha = 0.05, we have rejected the null hypothesis H0 and
accepted the alternative hypothesis H1. The risk to reject the null hypothesis H0 while it is
true was in all interpreted cases lower than 0.01%. In the case of finding the dependence,
its strength was subsequently interpreted based on the following scale: correlation up to
0.1 is considered as trivial, correlation from 0.1 to 0.3 is considered as small, correlation
from 0.3 to 0.5 is considered as medium, and the correlation above 0.5 is considered as
large [122].
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4. Results

As it was mentioned in the section Materials and Methods, in the questionnaire survey
we have focused on three research areas, namely, leadership, motivation, and corporate
culture. In addition to the above stated, due to the need for a better understanding of the
given issue, its deeper and more extensive analysis, we chose the possibility of creating
two questionnaire surveys, where we wanted to compare and interpret the answers of both
managers and their subordinates.

Based on the results of our analysis, it can be concluded that the mostly applied
leadership style in the researched international company is the democratic one, which is
characteristic with a participative role of employees in the decision-making process. The
only exceptions from the mentioned are the subsidiaries 1 (based in Germany) and 5 (based
in Italy), which apply an autocratic leadership style (known for individual control over all
decisions and little input from group members). These findings are also confirmed by the
respondents’ answers to other questions formulated in the questionnaire, e.g., the question
of prevailing relationships in the given company, or the question of perceived distance
between the superiors and subordinates; where the respondents from subsidiary 1 (based
in Germany) and subsidiary 5 (based in Italy) stated that in their companies there are
prevalent formal relationships, or that the distance between superiors and subordinates is
too big and formal. In the context of evaluating the issues, the Hypotheses 1 was formulated
and further tested by Pearson’s Chi-square Test, Cramer’s V Coefficient, and Phi coefficient.
The results of the mentioned tests are presented in Table 2 (Pearson’s Chi-square test value
was 0.000, Cramer’s V Coefficient was equal to 0.554 and Phi coefficient was equal to 0.784),
from which it can be seen that there is a statistically significant and at the same time positive
dependence between the tested variables and that the perception of separation between
superiors and subordinates significantly affects the relationships in the enterprise. The
mentioned is presented in Figure 1, from which it can be seen that those respondents who
stated that the distance between superiors and subordinates is appropriate and adequate
perceive the relationships in the workplace as friendly, while those who stated that the
distance between superiors and subordinates is too great formal perceive the workplace
relationships as formal.

Table 2. Dependence between the prevailing relationships in the enterprise and the perception of
separation between superiors and subordinates.

Chi-Square Tests

Value Df Asymp. Sig. (2-Sided)

Pearson Chi-Square 165.879 6 0.000
Likelihood Ratio 125.909 6 0.000
N of Valid Cases 270

Symmetric Measures

Value Approx. Sig.

Nominal by Nominal Phi 0.784 0.000
Cramer’s V 0.554 0.000

N of Valid Cases 270
Source: Own research, IBM SPSS Statistics output.
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Other questions regarding the applied leadership style include questions about pre-
vailing situations where a problem has occurred, as well as the used options for the solution
of potential problems. In this case, the respondents had to choose one of the given options,
which best describes their current situation. Based on the results of our research, it can be
stated, that in case of a subsidiary 1 (based in Germany), there is applied an authoritative
better said autocratic leadership style—as the most common situations prevailing among
co-workers when the problems arise are: insecurity, stress, fear, rivalry, commands, and reg-
ulations. In the situation when there arises a potential problem on the workplace, in most
cases the respondents stated, that the manager chooses to consult with his subordinates
(confirmed by more than 73% of respondents from the field of company’s management
and 65% of respondents from the field of employees). Unfortunately, in the case of 40% of
answers from the field of employees, there was indicated, that the manager pays attention
to his employees only formally.

The suitability and the adequacy of the applied leadership styles are mainly evidenced
by the responses of the respondents regarding the preferred working option, where re-
spondents from subsidiary 1 (based in Germany) and subsidiary 5 (based in Italy) rather
chose to work independently (66.67% of respondents from subsidiary 1) or to work under
the direct supervision of a superior (51.52% of respondents from subsidiary 5), which is
characteristic for the autocratic leadership style. Concerning this question, Hypothesis
2 was formulated and examined. Based on the results shown in Table 3 (Pearson’s Chi-
square test value was 0.000, Cramer’s V Coefficient was equal to 0.319, and Phi coefficient
was equal to 0.552), it can be stated there exists a statistically significant and at the same
time medium dependence between the preferred working option and the nationality of
respondents. The results of our research declare that while Czech respondents prefer to
work in groups, German respondents prefer to work independently, Turkish respondents
prefer to work under the direct supervision of their superior the Italian respondents prefer
to work independently respectively to work under the direct supervision of their superior.
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Table 3. Dependence between the choice of particular working option and the nationality of
the respondent.

Chi-Square Tests

Value Df Asymp. Sig. (2-Sided)

Pearson Chi-Square 82.211 12 0.000
Likelihood Ratio 86.596 12 0.000
N of Valid Cases 270

Symmetric Measures

Value Approx. Sig.

Nominal by Nominal Phi 0.552 0.000

Cramer’s V 0.319 0.000

N of Valid Cases 270
Source: Own research, IBM SPSS Statistics output.

Similarly, Hypothesis 3 was formulated and further examined by Pearson’s Chi-square
Test, Cramer’s V Coefficient, and Phi coefficient. Based on the results shown in Table 4
(Pearson’s Chi-square test value was 0.03 and Cramer’s V Coefficient, as well as Phi
coefficient, were equal to 0.724) we can conclude there exists a statistically significant
and at the same time strong dependence between the tested variables, indicating that the
nationality of managers has a statistically significant and strong effect on the choice of
applied leadership style.

Table 4. Dependence between the applied leadership style and the nationality of the respondents.

Chi-Square Tests

Value Df Asymp. Sig. (2-Sided)

Pearson Chi-Square 15.745 4 0.003
Likelihood Ratio 15.688 4 0.003
N of Valid Cases 30

Symmetric Measures

Value Approx. Sig.

Nominal by Nominal Phi 0.724 0.003
Cramer’s V 0.724 0.003

N of Valid Cases 30
Source: Own research, IBM SPSS Statistics output.

Even in the case of the second investigated area—namely, the area of motivation—it
can be concluded that there were recorded many interesting findings which suggest that
same as leadership, also motivation is an important attribute of corporate culture and is
therefore justified to perceive and evaluate these areas together.

Based on the obtained information, as well as on the results of our survey it can be
stated that although the management of individual companies think they are interested
in a high level of motivation of their employees (confirmed by 60% of respondents in the
field of top and middle management), or that they sufficiently familiarize their employees
with the applied motivation systems (confirmed by 70% of respondents in the field of top
and middle management), the employees feel some shortcomings and reserves (confirmed
by almost 77% of respondents in the field of employees), and that they are only partially
aware of the incentive schemes (confirmed by almost 29% of respondents in the field of
employees). As we found out later, the differences were caused by the dissatisfaction of
some employees, who thought that the best way to show their dissatisfaction is to mention
the less flattering answers. Despite the fact that it can be said that the parent company itself,
as well as its subsidiaries, are interested in a high level of motivation for their employees
and are planning to correct their shortcomings over the time.
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One of the tasks of a manager is to promote productivity among his employees, which
requires motivation. To encourage them, managers must understand what motivates
people [53]. For this reason, we have decided to examine the above-mentioned statement
and formulated a similar question regarding the attributed measure of the significance of
individual incentive factors both for the management of individual companies and for the
employees. In this case, the respondents could organize their choices up to the perceived
level of importance and significance—there was given a numeric scale from 1 to 5, where
one has meant the most significant and five the least significant and the respondents could
organize the given attributes up to their opinion and need. The results of the questionnaire
survey offered some interesting findings—while in the case of employees is the wage the
most important factor for of their motivation (evaluated as A), in the case of managers it’s
not quite like that—the most important factors are the wage and social care (both evaluated
as A) (Tables 5 and 6).

Table 5. Results of Friedman’s test—individual significance rates of motivational factors (employees).

Friedman’s Test

Q (Observed value) 966.586
Q (Critical value) 22.362

DF 13
p-value (Two-tailed) <0.0001

alpha 0.05

Sample Frequency Sum of ranks Mean of ranks Groups

Wage 240 837.500 3.490 A
Social care 240 1,218.000 5.075 B

Work 240 1,277.500 5.323 B
Working conditions 240 1,433.000 5.971 B

Working time 240 1,505.500 6.273 B C
Atmosphere at the workplace 240 1,772.000 7.383 C D

Leader’s approach, the applied
leadership style 240 1,852.500 7.719 D

Informal ratings and praise 240 1,904.500 7.935 D E
Possibility of exercising their abilities 240 1,935.500 8.065 D E

Possibility of career growth 240 2,063.500 8.598 D E F
Possibility of further education 240 2,178.500 9.077 E F

Possibility to engage in business goals 240 2,191.500 9.131 E F
Employees’ awareness of business events 240 2,315.000 9.646 F

Corporate image 240 2,715.500 11.315 G

Source: Own research, XL Stat output.

Table 6. Results of Friedman’s test—individual significance rates of motivational factors (managers).

Friedman’s Test

Q (Observed value) 96.562
Q (Critical value) 22.362

DF 13
p-value (Two-tailed) <0.0001

alpha 0.05

Sample Frequency Sum of Ranks Mean of Ranks Groups

Wage 30 150.000 5.000 A
Social care 30 150.000 5.000 A

Work 30 162.000 5.400 A B
Working conditions 30 187.000 6.233 A B C

Working time 30 190.000 6.333 A B C
Atmosphere at the workplace 30 239.500 7.983 A B C

Leader’s approach, the applied leadership style 30 240.500 8.017 A B C
Informal ratings and praise 30 241.500 8.050 A B C

Possibility of exercising their abilities 30 245.000 8.167 A B C
Possibility of career growth 30 249.000 8.300 A B C

Possibility of further education 30 255.000 8.500 A B C
Possibility to engage in business goals 30 265.500 8.850 B C

Employees’ awareness of business events 30 283.500 9.450 C
Corporate image 30 291.500 9.717 C

Source: Own research, XL Stat output.
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Concerning the mentioned findings, the Hypothesis 4 was formulated and further
tested by Pearson’s Chi-square Test supplemented by Eta coefficient, Kendall Tau b, Kendall
Tau c, and Spearman’s coefficient, further with the use of non-parametric tests: Mann–
Whitney U test and Wilcoxon W statistics, which were evaluated in the program IBM SPSS
Statistics and with the use of Kruskal–Wallis test, which was evaluated in the program XL
Stat. Based on the obtained results, we can conclude that for motivational factors, such as
“wages, wage, social care, work, working time, the possibility of exercising their abilities,
possibility of career growth, the possibility of further education, possibility to engage in
business goals, as well as the employees’ awareness of business events” is the attributed
degree of significance largely influenced by the category of respondents. In other words,
in the case of the mentioned motivating factors, their attributed degree of significance is
different for employees and different for managers (Table 7).

Table 7. Dependence between individual significance rates of motivational factors and categories
of respondents.

Variable/Test Kruskal-Wallis

Wage <0.0001
Social care 0.004

Work 0.000
Working conditions 0.104

Working time <0.0001
The atmosphere at the workplace 0.187

Leader’s approach, the applied leadership style 0.997
Informal ratings and praise 0.079

Possibility of exercising their abilities 0.000
Possibility of career growth <0.0001

Possibility of further education <0.0001
Possibility to engage in business goals 0.015

Employees’ awareness of business events <0.0001
Corporate image 0.097

Source: Own research, XL Stat output.

Subsequently, Hypothesis 5 was formulated and examined by Pearson’s Chi-square
Test, Eta coefficient, Kendall Tau b, Kendall Tau c, and Spearman’s coefficient, respectively
Kruskal–Wallis test, which results are shown in Table 8. Based on the obtained results,
it can be confirmed that when attributing the level of significance to the incentive factor
of wage, there is a medium and direct dependence between the given variable and the
level of education of the individual respondents and in the case of incentive factor the
possibility for further education, there is a strong but indirect dependence. Regarding other
motivational factors, in most cases, there is either a weak direct dependence or a weak
indirect dependence among the tested variables. The only exceptions are motivational
factors such as the atmosphere at the workplace, possibility to engage in business goals,
and corporate image, where there cannot be observed any dependence, respectively there
is only a very small and statistically insignificant dependence (Table 8).

Concerning the position of wages in the ranking of employees, the Hypotheses 6
was formulated and further examined by Pearson’s Chi-square Test supplemented by the
results of Fisher’s exact test, Cramer’s V Coefficient, and Phi coefficient and the Hypothesis
7 was formulated and examined with the use of Pearson’s Chi-square Test, Cramer’s V
Coefficient, and Phi coefficient. Based on the evaluation of both mentioned relations, it
can be concluded that while there is no statistical dependence between the position of the
wage in the value chart of employees and their level of education (Table 9—the Pearson’s
Chi-square test value was equal to 0.678, which means that we cannot reject the null
hypothesis), in case of the position of the wage in the value chart of employees and their
job classification there is a statistically significant, but only weak, dependency that could
only be the result of random sampling (Table 10—Pearson’s Chi-square test value was 0.01
and Cramer’s V Coefficient, as well as Phi coefficient were equal to 0.259).
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Table 8. Dependence between the attributed significance rates of motivational factors and the level
of education of individual respondents.

Variable/Test Kruskal–Wallis

Wage <0.0001
Social care 0.000

Work <0.0001
Working conditions 0.010

Working time 0.000
The atmosphere at the workplace 0.839

Leader’s approach, the applied leadership style 0.036
Informal ratings and praise 0.029

Possibility of exercising their abilities <0.0001
Possibility of career growth 0.006

Possibility of further education <0.0001
Possibility to engage in business goals 0.116

Employees’ awareness of business events <0.0001
Corporate image 0.106

Source: Own research, XL Stat output.

Table 9. Dependence between the position of wages in the ranking of employees and their level of
education.

Chi-Square Tests

Value Df Asymp. Sig.
(2-Sided)

Exact Sig.
(2-Sided)

Exact Sig.
(1-Sided)

Pearson Chi-Square 0.172 1 0.678
Continuity
Correction 0.074 1 0.785

Likelihood Ratio 0.172 1 0.679
Fisher’s Exact Test 0.776 0.392
N of Valid Cases 240

Symmetric Measures

Value Approx. Sig.

Nominal by
Nominal

Phi 0.027 0.678
Cramer’s

V 0.027 0.678

N of Valid Cases 240
Source: Own research, IBM SPSS Statistics output.

Table 10. Dependence between the position of wages in the ranking of employees and their job
classification.

Chi-Square Tests

Value Df Asymp. Sig.
(2-Sided)

Pearson Chi-Square 16.128 3 0.001
Likelihood Ratio 17.132 3 0.001
N of Valid Cases 240

Symmetric Measures

Value Approx. Sig.

Nominal by Nominal Phi 0.259 0.001
Cramer’s V 0.259 0.001

N of Valid Cases 240
Source: Own research, IBM SPSS Statistics output.

Findings from the evaluation of questions regarding to the causal relationship between
the improvement of work engagement, increasing the professional qualifications of the
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respondents and increasing their financial remuneration are similarly interesting as the
results and findings presented so far. Regardless of the fact which category of respondents
was examined—up to 93% of respondents believe that between improving their work
commitment or increasing their professional qualifications and increasing their financial
remuneration is a direct and causal relationship. This finding should indicate a higher
willingness of employees to increase their professional qualifications, but this has been
partially rebutted in the evaluation of the next question. Although individual managers
of the surveyed companies support their employees in upgrading their professional qual-
ifications, up to 34% of employees are not interested in this kind of support. However,
this difference was caused by the fact that respondents with a completed apprenticeship
or its equivalent, who held the positions of cleaning staff and workers did not consider
this increase necessary. However, respondents with secondary education had a different
opinion and therefore reported they use several of the supported but also unsupported
forms of upgrading their qualifications.

Subsequently, we also examined Hypothesis 8 which was tested by Pearson’s Chi-
square Test supplemented by the results of the Cramer’s V Coefficient and Phi coefficient.
Based on our findings presented in Table 11, we can conclude that between the two tested
variables there is no statistical dependence—the Pearson’s Chi-square test value was equal
to 0.102, which means that we cannot reject the null hypothesis.

Table 11. Dependence between the used forms of self-improvement and the perception of the
relationship between improving work commitment and increasing professional qualifications and
increasing the financial remuneration of employees.

Chi-Square Tests

Value Df Asymp. Sig.
(2-Sided)

Pearson Chi-Square 11.964 7 0.102
Likelihood Ratio 12.966 7 0.073
N of Valid Cases 240

Symmetric Measures

Value Approx. Sig.

Nominal by Nominal Phi 0.223 0.102
Cramer’s V 0.223 0.102

N of Valid Cases 240
Source: Own research, IBM SPSS Statistics output.

The last examined area was the area of corporate culture, in which we have verified the
statement of [123], that corporate culture is primarily about the everyday life of a company
and especially about the behaviour of its managers and thus how they make decisions,
resolve conflicts, communicate, reward and motivate (the respondents had again to choose
one of the given options, which best describes their current situation). Our questionnaire
survey confirms this statement, as the most frequent answers of the respondents to the
question of the most important factor in terms of corporate culture formation were the
behaviour of top management (37.41% of respondents), applied style of communication
(28.15% of respondents), and motivation (27.04% of respondents).

To determine the consistency of corporate culture throughout the whole surveyed
company, in both questionnaires there were formulated the questions concerning the
sharing of the same social values and symbols, as well as the common traditions, rituals, and
legends. Based on our findings, it can be stated that the parent company does not respect
the same symbols and values or common traditions, rituals, and legends, whereas while
the parent company and its subsidiaries—subsidiary 2 (based in Turkey) and subsidiary 3
(based in the Czech Republic) use the same values and symbols, subsidiary 1 (based in
Germany) uses only the same symbols and subsidiary 5 (based in Italy) as well as the
subsidiary 4 (based in Italy) are based on different values and use different symbols,
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logos, and brands than their parent company and whereas the parent company adheres to
common traditions, rituals, and legends, its subsidiaries are only beginning to shape them
(Figures 2 and 3).

Sustainability 2021, 13, x FOR PEER REVIEW 16 of 26 
 

Based on our findings presented in Table 11, we can conclude that between the two tested 
variables there is no statistical dependence—the Pearson’s Chi-square test value was 
equal to 0.102, which means that we cannot reject the null hypothesis. 

Table 11. Dependence between the used forms of self-improvement and the perception of the rela-
tionship between improving work commitment and increasing professional qualifications and in-
creasing the financial remuneration of employees. 

Chi-Square Tests 
 Value Df Asymp. Sig. (2-Sided) 

Pearson Chi-Square 11.964 7 0.102 
Likelihood Ratio 12.966 7 0.073 
N of Valid Cases 240   

Symmetric Measures 
 Value Approx. Sig. 

Nominal by Nominal 
Phi 0.223 0.102 

Cramer’s V 0.223 0.102 
N of Valid Cases 240  

Source: Own research, IBM SPSS Statistics output. 

The last examined area was the area of corporate culture, in which we have verified 
the statement of [123], that corporate culture is primarily about the everyday life of a com-
pany and especially about the behaviour of its managers and thus how they make deci-
sions, resolve conflicts, communicate, reward and motivate (the respondents had again to 
choose one of the given options, which best describes their current situation). Our ques-
tionnaire survey confirms this statement, as the most frequent answers of the respondents 
to the question of the most important factor in terms of corporate culture formation were 
the behaviour of top management (37.41% of respondents), applied style of communica-
tion (28.15% of respondents), and motivation (27.04% of respondents). 

To determine the consistency of corporate culture throughout the whole surveyed 
company, in both questionnaires there were formulated the questions concerning the 
sharing of the same social values and symbols, as well as the common traditions, rituals, 
and legends. Based on our findings, it can be stated that the parent company does not 
respect the same symbols and values or common traditions, rituals, and legends, whereas 
while the parent company and its subsidiaries—subsidiary 2 (based in Turkey) and sub-
sidiary 3 (based in the Czech Republic) use the same values and symbols, subsidiary 1 
(based in Germany) uses only the same symbols and subsidiary 5 (based in Italy) as well 
as the subsidiary 4 (based in Italy) are based on different values and use different symbols, 
logos, and brands than their parent company and whereas the parent company adheres 
to common traditions, rituals, and legends, its subsidiaries are only beginning to shape 
them (Figures 2 and 3). 

 
Figure 2. Sharing the Same Social Values and Symbols (in absolute numbers); Source: Own Research. 

0 20 40 60 80 100 120

subsidiary 1
subsidiary 2
subsidiary 3
subsidiary 4
subsidiary 5

parent company No, our values and symbols are
different

Yes, the company prides itself on
common symbols and values

Yes, the company prides itself on
common symbols

Yes, the company prides itself on
common values

Figure 2. Sharing the Same Social Values and Symbols (in absolute numbers); Source: Own Research.
Sustainability 2021, 13, x FOR PEER REVIEW 17 of 26 
 

 
Figure 3. Existence of Common Traditions, Rituals, or Legends (in absolute numbers); Source: Own Research. 

Since our research has also sought to determine the degree of dependence of subsid-
iaries on their parent company as well as the level of enforcement of the original national 
culture of the parent company; the issue addressed to the corporate governance area of 
applied leadership styles has been also explored. Based on our findings and results of our 
research, we can conclude that the parent company is indeed not interested in forcibly 
promoting its national culture and prides itself on respecting the cultural and national 
specificities of individual countries. 

As interesting findings in the field of corporate culture appear especially those aris-
ing from the evaluation of the questions related to the nature or mannerism of the corpo-
rate culture as well as the questions of its change, where we have found out that although 
14.2% of respondents in the field of employees feel that their corporate culture is unnatu-
ral, and therefore they do not feel comfortable, only 4.6% think it needs to be changed, 
and only 20% of respondents from the top and middle management and 42.1% of respond-
ents from the employees think it needs to be changed only in exceptional situations. This 
finding was later explained by the fact that the employees are accustomed to the used 
corporate culture and they are unwilling to changes or they are frightened of them. 

Due to the internationality of our research—implementation of research in various 
cultural environments—it was necessary not only to develop multilingual questionnaires, 
but also to incorporate into them the questions related to the national plurality of employ-
ees of the researched company, conflict issues and the questions related to the problems 
arising from the cultural differences, as well as issues related to overcoming the possible 
cultural differences. The evaluation of the questions revealed, that even though the com-
pany employs people with different nationalities, the cultural differences of its employees 
rarely cause problems or they do not cause them at all. The only exception is the subsidi-
ary 1 (based in Germany), whose executives stated that the cultural differences cause them 
quite frequent problems. The problems are mainly related to the fact that while German 
managers are primarily concerned with formality, punctuality and precision, Italian man-
agers are more known for their flexibility, informality, and resistance to planning [124]. 

Concerning the issue of problems related to cultural differences, the question of over-
coming the potential differences was also examined. This question was answered by only 
127 respondents; it means only those respondents who have answered positively to the 
question regarding the cultural differences cause them problems. Of particular interest 
were the findings that while executives preferred the possibility of learning the language 
or the possibility of obtaining as much information as possible about the given culture, so 
the staff preferred to communicate with the given partner as often as possible. In connec-
tion with the evaluation of the given question, the Hypothesis 9, 10, and 11 were formu-
lated and examined by Pearson’s Chi-square Test, Fisher’s exact test, Cramer’s V Coeffi-
cient, and Phi coefficient. Based on the results in Tables 12–14, it can be concluded that 
while there is a statistically significant and strong dependence between the variables 
tested in Hypothesis 9 (in the case of results evaluated in whole, the Pearson’s Chi-square 
test value was 0.000 and Cramer’s V Coefficient, as well as Phi coefficient, were equal to 
0.563; Table 12), in the case of other two verifies hypotheses and their variables, there is 

0 20 40 60 80 100 120

subsidiary 1
subsidiary 2
subsidiary 3
subsidiary 4
subsidiary 5

parent company

No, there are non

The company is just starting to create
them
Yes, but they are only spontaneous

Yes, the company prides itself on
common traditions, rituals and legends
Yes, the company prides itself on
common traditions

Figure 3. Existence of Common Traditions, Rituals, or Legends (in absolute numbers); Source: Own Research.

Since our research has also sought to determine the degree of dependence of sub-
sidiaries on their parent company as well as the level of enforcement of the original national
culture of the parent company; the issue addressed to the corporate governance area of
applied leadership styles has been also explored. Based on our findings and results of our
research, we can conclude that the parent company is indeed not interested in forcibly
promoting its national culture and prides itself on respecting the cultural and national
specificities of individual countries.

As interesting findings in the field of corporate culture appear especially those arising
from the evaluation of the questions related to the nature or mannerism of the corporate
culture as well as the questions of its change, where we have found out that although 14.2%
of respondents in the field of employees feel that their corporate culture is unnatural, and
therefore they do not feel comfortable, only 4.6% think it needs to be changed, and only
20% of respondents from the top and middle management and 42.1% of respondents from
the employees think it needs to be changed only in exceptional situations. This finding was
later explained by the fact that the employees are accustomed to the used corporate culture
and they are unwilling to changes or they are frightened of them.

Due to the internationality of our research—implementation of research in various
cultural environments—it was necessary not only to develop multilingual questionnaires,
but also to incorporate into them the questions related to the national plurality of employees
of the researched company, conflict issues and the questions related to the problems arising
from the cultural differences, as well as issues related to overcoming the possible cultural
differences. The evaluation of the questions revealed, that even though the company
employs people with different nationalities, the cultural differences of its employees rarely
cause problems or they do not cause them at all. The only exception is the subsidiary 1
(based in Germany), whose executives stated that the cultural differences cause them quite
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frequent problems. The problems are mainly related to the fact that while German managers
are primarily concerned with formality, punctuality and precision, Italian managers are
more known for their flexibility, informality, and resistance to planning [124].

Concerning the issue of problems related to cultural differences, the question of
overcoming the potential differences was also examined. This question was answered by
only 127 respondents; it means only those respondents who have answered positively to
the question regarding the cultural differences cause them problems. Of particular interest
were the findings that while executives preferred the possibility of learning the language or
the possibility of obtaining as much information as possible about the given culture, so the
staff preferred to communicate with the given partner as often as possible. In connection
with the evaluation of the given question, the Hypothesis 9, 10, and 11 were formulated
and examined by Pearson’s Chi-square Test, Fisher’s exact test, Cramer’s V Coefficient, and
Phi coefficient. Based on the results in Tables 12–14, it can be concluded that while there is a
statistically significant and strong dependence between the variables tested in Hypothesis 9
(in the case of results evaluated in whole, the Pearson’s Chi-square test value was 0.000 and
Cramer’s V Coefficient, as well as Phi coefficient, were equal to 0.563; Table 12), in the case
of other two verifies hypotheses and their variables, there is only a medium but statistically
significant dependence—in the case of Hypothesis 10, the Pearson’s Chi-square test value
was 0.000, Cramer’s V Coefficient was equal to 0.338, and the Phi coefficient was equal to
0.478 (Table 13) and in the case of Hypothesis 11 the Pearson’s Chi-square test value was
0.000, Cramer’s V Coefficient was equal to 0.440, and the Phi coefficient was equal to 0.879
(Table 14).

Table 12. Dependence between the preferred possibility of overcoming possible cultural differences and the category
of respondents.

Chi-Square Tests

Company Value Df Asymp. Sig. (2-Sided) Exact Sig. (2-Sided)

Subsidiary 5
Pearson Chi-Square 23.320 2 0.000

Likelihood Ratio 15.102 2 0.001
N of Valid Cases 33

Subsidiary 2
Pearson Chi-Square 18.480 2 0.000

Likelihood Ratio 13.376 2 0.001
N of Valid Cases 33

Subsidiary 3
Pearson Chi-Square 33.000 2 0.000

Likelihood Ratio 20.106 2 0.000
N of Valid Cases 33

Parent company
Pearson Chi-Square 27.063 4 0.000

Likelihood Ratio 31.304 4 0.000
N of Valid Cases 104

Subsidiary 1
Pearson Chi-Square 34.000 2 0.000

Likelihood Ratio 24.630 2 0.000
N of Valid Cases 34

Subsidiary 4

Pearson Chi-Square 33.000 1 0.000
Continuity Correction 22.009 1 0.000

Likelihood Ratio 20.106 1 0.000
Fisher’s Exact Test 0.000
N of Valid Cases 33

Total
Pearson Chi-Square 85.546 4 0.000

Likelihood Ratio 76.600 4 0.000
N of Valid Cases 270
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Table 12. Cont.

Chi-Square Tests

Company Value Df Asymp. Sig. (2-Sided) Exact Sig. (2-Sided)

Symmetric Measures

Company Value Approx. Sig

Subsidiary 5 Nominal by Nominal Phi 0.841 0.000
Cramer’s V 0.841 0.000

N of Valid Cases 33

Subsidiary 2 Nominal by Nominal Phi 0.748 0.000
Cramer’s V 0.748 0.000

N of Valid Cases 33

Subsidiary 3 Nominal by Nominal Phi 1.000 0.000
Cramer’s V 1.000 0.000

N of Valid Cases 33

Parent company Nominal by Nominal Phi 0.510 0.000
Cramer’s V 0.510 0.000

N of Valid Cases 104

Subsidiary 1 Nominal by Nominal Phi 1.000 0.000
Cramer’s V 1.000 0.000

N of Valid Cases 34

Subsidiary 4 Nominal by Nominal Phi −1.000 0.000
Cramer’s V 1.000 0.000

N of Valid Cases 33

Total
Nominal by Nominal Phi 0.563 0.000

Cramer’s V 0.563 0.000

N of Valid Cases 270

Source: Own research, IBM SPSS Statistics output.

Table 13. Dependence between the preferred possibility of overcoming possible cultural differences
and the level of education of the respondents.

Chi-Square Tests

Value Df Asymp. Sig.
(2-Sided)

Pearson Chi-Square 61.675 8 0.000
Likelihood Ratio 57.308 8 0.000
N of Valid Cases 270

Symmetric Measures

Value Approx. Sig.

Nominal by Nominal Phi 0.478 0.000
Cramer’s V 0.338 0.000

N of Valid Cases 270
Source: Own research, IBM SPSS Statistics output.
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Table 14. Dependence between the preferred possibility of overcoming possible cultural differences
and the nationality of respondents.

Chi-Square Tests

Value Df Asymp. Sig.
(2-Sided)

Pearson Chi-Square 208.728 16 0.000
Likelihood Ratio 211.027 16 0.000
N of Valid Cases 270

Symmetric Measures

Value Approx. Sig.

Nominal by Nominal Phi 0.879 0.000
Cramer’s V 0.440 0.000

N of Valid Cases 270
Source: Own research, IBM SPSS Statistics output.

5. Discussion

Despite the fact that the issue of corporate culture has been investigated from different
point of views, e.g., by [115], who aimed at investigating the role of certain factors, namely—
interpersonal trust, communication between staff, information systems, rewards and
organization structure, and in organizational culture in the success of knowledge sharing;
by [18], who has investigated 140 respondents and who’s results have shown that if the
transactional leadership and organizational culture are supported by high work motivation,
a company will be able to improve performance action; respectively; by [125], who has
examined 118 respondents and has tried to show and highlight the interconnection between
the motivation, job satisfaction, and corporate culture, and whose results show that there
really exists the relationship between employee motivation and job satisfaction, corporate
culture and job satisfaction, and corporate culture and employee motivation; the issue of
leadership and motivation as aspects of the corporate culture of an international company
are still shrouded in mystery and unknown. The present paper addresses a gap in the
literature and research in the given field and it brings a new highlight to it.

Our results show that the leadership and motivation can be perceived as important
aspects of the international company’s corporate culture and their principles can be applied
with the respect to cultural differences between individual subsidiaries and nationalities.
The mentioned is proved by the fact that while the parent company and most of its
subsidiaries are applying the democratic leadership style, which is characterized mainly by
two-way communication between the individual participants, rewards and a more relaxed
atmosphere at the workplace, which can also lead to better motivation of employees
(proven, e.g., by [19,21,29,126,127], etc.); there are also some subsidiaries which apply the
autocratic leadership style, characterized in particular by one-way communication, orders
and regulations, and a greater distance between workers, which can lead to conflicts in
the workplace (proven by the results of researches as [128–131]); the company as such can
function properly and withstand a competitive environment.

Employee motivation is an innate force shaped and maintained by a set of highly
individualistic factors that may change from time to time, depending on the particular
needs and motives of an employee [124]. Despite the fact that each employee has a different
level of motivation according to his system values [18] there exists one common claim
that the most effective motivational factor is the wage, or praise as it was proven by the
researches of [132–136] and also partially by our research—the mentioned statement was
proven only in the case of respondents from the group work and the given was also
confirmed by the results of Pearson’s Chi-square Test supplemented by Eta coefficient,
Kendall Tau b, Kendall Tau c, and Spearman’s coefficient, as well as with the use of
non-parametric tests: Mann–Whitney U test, Wilcoxon W statistics, Kruskal–Wallis test,
and Friedman’s test, where there was shown that there exists a statistically significant
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relationship between the appreciated significance level of individual motivational factors
and the category of respondents.

The last examined area was the area of corporate culture, in which we have confirmed
the statement of [123] that corporate culture is primarily about the everyday life of a
company and especially about the behaviour of its managers and thus how they make
decisions, resolve conflicts, communicate, reward and motivate. The mentioned was
also confirmed by the researches done by, e.g., [137–139] up to which we can say that
the task for the right manager should not be only the leadership or effective motivation,
but also the creation and maintenance of a pleasant and friendly working atmosphere,
thereby removing barriers between workers, increasing the degree of belonging and loyalty
to the company in which they work. A good corporate culture is then the basis of the
proper functioning of the company, its future successes and economic results, but also an
instrument of its competitiveness.

6. Conclusions

Based on the findings presented above, it can be clearly stated that in the examined
company, the democratic leadership style is not applied to the extent as it was expected.
While most subsidiaries and, of course, the parent company use the given leadership style,
companies, or better said subsidiaries, exactly subsidiary 1 and 5, use its exact opposite,
namely, the autocratic leadership style, characterized by unilateral communication in the
form of orders and regulations.

Up to the questions of the impact of national specificities on the choice of used
leadership styles and motivations, as well as the possibility of independent decision-
making in the selection of the specific motivation method, it can be concluded that the
individual leadership and motivation styles are indeed different depending on the national
specificities of each country and that their choice is left to the managers of the companies
themselves—the parent company has minimal involvement in the decision-making process
in the case of subsidiary 2 (based in Turkey), subsidiary 3 (based in the Czech Republic),
and subsidiary 1 (based in Germany), which are financially dependent on the parent
company, and which at first consult the proposed ways of motivating their employees with
the parent company and just then implement them in practice.

While the parent company favors a polycentric organizational structure based on the
respect for and use of the national and cultural specificities of each country, its subsidiaries
favor a different organizational structure—whereas the parent company, like its subsidiary
3 (based in the Czech Republic), applies a polycentric approach characterized by the
respect for and use of the national and cultural specificities of each country, its subsidiary 2
(based in Turkey) and subsidiary 4 (based in Italy) use the regional-centric approach and
subsidiary 5 (based in Italy) and subsidiary 1 (based in Germany) an ethnocentric approach.
Based on what we found out in our research, it can be stated that the parent company is
not interested in promoting and forcibly implementing the original national culture but is
based on the respect for and use of the cultural differences of individual countries.

Recommendations and suggestions for practice:

• to adapt the leadership styles to the specific situations in which the companies are, or
to try to find out what styles and forms of leadership are the best and most suitable
for them. While a democratic and in some cases the laissez-faire leadership styles are
considered to be the most appropriate and most satisfactory for the day-to-day running
of a business, when the company is in “good” numbers, an autocratic leadership style
seems to be the best one to overcome the problems caused by the economic crisis, or in
situations where the business is in decline and threatened with going out of business

• to create a pleasant and friendly working environment that leads to higher motivation
of workers. If the company manager shows interest in reducing the distance between
him and his subordinates or in resolving the internal conflicts and increasing the
involvement of workers in the problem-solving process, this act can be perceived by
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the employees as an indication that the manager cares about them, their opinion and
he is trying to create a pleasant, supportive, and stimulating work place.

• focus on also on employee benefits, which can significantly increase employee motiva-
tion and thus contribute to their higher loyalty and belonging, because a properly and
appropriately motivated worker is also a happy worker who likes to go to work, likes
his work and does not look for other ways to make a living.

• if it is possible, to increase the motivation not only of the employees but also of their
managers while emphasizing not just the financial stimulation of the employees but
also their motivation in the form of praises, statements of the employee of the month,
working rotation, last but not least by expanding and increasing their competence and
involvement in “companies’ life”, respectively by expanding the work tasks especially
to those employees, who do a monotonous work.

• the security, people’s underlying needs, personal growth as well as the sociability
aspects are fundamental not just for people, but they are also the essential aspects of
an effective organization, which cannot be neglected. This is why the management has
to think about them, incorporate them into the company’s motivation system, and up
to that, as it is also written by [140], it has to evaluate the employee suggestion scheme
and use the feedback from the workforce to improve the organizational environment
and satisfy their needs and skills.

• to continue to support their employees in their further qualification growth and to
organize training and courses for them not only on the operation of new machines
and equipment but also on their language training for possible work abroad.

• to raise employees’ awareness of the corporate culture of their own companies and
to organize more joint events and informal meetings to strengthen the workplace
relationships and create a more comfortable and friendly working environment that
improves the communication, enhances creativity and motivation of employees, helps
to achieve the business goals, and of course, it helps managers can increase their
effectiveness by getting a better grasp on the real needs and desires of the employees.

• to place a greater emphasis on creating and consolidating common traditions and
rituals not only in the area of leadership or motivation, but also in the field of social life
and organization life. Common traditions or rituals contribute to a sense of belonging,
making it easier for a worker to identify with his company and become more loyal.

The limits of the submitted paper are mostly the facts that the research was carried
out in only one international company and its subsidiaries situated in different countries of
EU, and therefore it cannot be assumed that the results are valid for the whole industry.
Furthermore, we have focused just on one industry in a few countries, which opens up an
opportunity to conduct research in other industries and more countries worldwide (even
outside the EU). We also realize the fact that leadership, motivation and also the corporate
culture is evolving, and the situation described in the submitted paper may change in the
future.

Despite the above mentioned and the fact that not all of our results are statistically
significant—not all tested hypothesis were confirmed (two of formulated hypothesis have
been rejected), we still think that the submitted paper offers the results of a unique research
which present the base for the similar research and practical application in the other
companies and countries.
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112. Košičiarová, I.; Lenčéšová, L. Corporate culture as a competitive tool. In Drive Your Knowledge Be a Scientist; Tomas Bata University
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