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Abstract

This research was conducted in Esenyurt District, the most densely populated district of Istanbul in 2023. A survey
was conducted with the voluntary participation of 344 public employees working in public institutions such as
police, hospital, municipality, education, etc. The data obtained were evaluated through SPSS 22.0 statistical
program and the effects of motivation on performance and work commitment were examined. In the business
literature, there are studies investigating the effects of motivation on employee performance. Most studies have
revealed that motivation is effective on performance. However, the effects of motivation on work engagement
should be investigated. In the rapidly changing business world, especially after Covid-19, factors such as changing
working conditions, implementation of new business models, changing sectors, changing expectations of the
markets, etc. directly affect employees. Therefore, the effects of employee motivation on work engagement and
performance in organizations are also changing. Firstly, frequency and percentage analyses, mean and standard
deviation analyses were conducted. Kurtosis and Skewness values were analyzed to determine whether the
research variables were normally distributed. As a result of correlation and regression analyses,
acceptance/rejection explanations of the hypotheses subject to the research were made. It has been determined
that there are moderate positive significant relationships between motivation, performance and work commitment
of public employees, and that motivation affects and increases employees' performance and work commitment.
Keywords: Motivation, Performance, Work Commitment, Public Employees, Esenyurt District

0z

Bu arastirma, 2023 yilinda Istanbul'un en yogun niifuslu ilcesi olan Esenyurt Ilcesi'nde gerceklestirilmistir. Polis,
hastane, belediye, egitim vb. kamu kurumlarinda gorev yapan 344 kamu ¢alisanimin goniillii katilimiyla anket
yapilnmistr. Elde edilen veriler;, SPSS 22.0 istatistik programiyla degerlendirilerek motivasyonun performans ve
ise baghilik iizerindeki etkileri incelenmistir. Isletme literatiiriinde motivasyonun ¢alisan performansi iizerindeki
etkilerini arastiran ¢alismalar bulunmaktadir. Cogu arastirma motivasyonun performans iizerinde etkili oldugunu
ortaya koymustur. Ancak motivasyonun ise adanmishk iizerindeki etkileri arastwrilmaldir. Hizla degisen is
diinyasinda ozellikle Kovid-19 sonrasinda degisen ¢alisma kogullari, yeni is modellerinin uygulamaya konmasi,
degisen sektorler, piyasalarin degisen beklentileri vb. faktorler ¢alisanlari dogrudan etkiliyor. Dolayisiyla
orgiitlerde ¢alisan motivasyonunun ise baghlik ve performans iizerindeki etkileri de degismektedir. Oncelikle
frekans ve yiizde analizleri, ortalama ve standart sapma analizleri yapilmustir. Arastirma degiskenlerinin normal
dagilip dagilmadigini belirlemek icin Basiklik ve Carpiklik degerleri analiz edildi. Korelasyon ve regresyon
analizleri sonucunda arastirmaya konu hipotezlerin kabul/red agiklamalart yapimistir. Kamu ¢alisanlarinn
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motivasyonu, performansi ve ise baglihgi arasinda orta diizeyde pozitif anlamli iligkilerin oldugu, motivasyonun
caliganlarin performansini ve ise baglihgini etkileyip arttirdigy tespit edilmigtir.

Anahtar Kelimeler: Motivasyon, Performans, Ise Baghihik, Kamu Calisanlari, Esenyurt Ilgesi
1.Introduction

In today's highly competitive working conditions, the most important competitive factor is people. The
gradual loss of the advantage of various factors such as technological developments, financial resources,
effective managers, and utilization of economies of scale has directed businesses towards employees
(Serinkan, 2008). Employees' motivation, performance and commitment to work are becoming more
important. Therefore, managers need to find factors that motivate employees and encourage them to be
active every day (Tmaz, 2013:14). Effective motivation in institutions, organizations and companies
increases the individual's commitment to their work and institutions, productivity and effectiveness.
These points can be reached more easily by using effective motivation structures in institutions,
organizations and companies (Simsek & Oge, 2014). Employees who are more committed to their jobs
are more enthusiastic and more active, more dedicated to their work and more immersed in their work
(Kahn, 1990). Employees who are engaged in their jobs focus all their physical and mental energy and
emotions on their jobs (Innanen et al., 2014).

Motivation is generally defined as a driving force to increase the performance of employees and is the
effort of employees to do their job willingly and willingly. The fact that the public sector is a labor-
intensive sector requires the most effective use of human resources. For all these reasons, although it is
important to increase the motivation of employees, it is seen that it is more difficult to motivate public
sector employees than private sector employees. For this reason, it has become a need to conduct
research on human resources in public sector organizations. In addition, it is important to examine the
concepts of performance, work engagement and intrinsic motivation and to reveal the relationship
between these concepts in order to contribute to the literature. When the literature was searched, no
study was found to have been conducted by bringing these variables together and it is thought that this
study will contribute to the literature in this respect.

Employee motivation, work commitment and performance are issues that need to be examined for the
success of businesses. Especially in the public sector as a labor-intensive sector, employee motivation,
work commitment and performance gain more importance due to the unique structure of the sector. In
this direction, the aim of the research is to determine the motivation levels of 344 public sector
employees (Education, Finance, Municipality, Hospital, Police, District Governorship) in Esenyurt
district of Istanbul province and to determine the extent to which the determined levels affect the
performance and work commitment of the employees.

In the study, a questionnaire form consisting of a personal information form and motivation,
performance and work engagement scales was used as a data collection tool. The intrinsic motivation
scale was developed by Warr, Cook & Wall (1979). The scale consists of 6 items on a 5-point Likert
scale (1=strongly disagree, S=strongly agree). The performance scale is a 25-item performance scale
developed by Goodman & Svyantek (1999). The first 16 statements of this scale refer to contextual
performance, while the last 9 statements refer to task performance. Utrecht Work Engagement Scale
(UWES): UWES was developed by Schaufeli et al. (2002) to measure employees' work engagement.
The validity and reliability study of the scale was conducted by Ali Eryilmaz & Tayfun Dogan (2012).
The total number of items in the scale is 17 and there are 3 sub-dimensions in the scale. The sub-
dimensions in the scale are listed as work intensity, dedication to work and desire for work. Since the
scale generally has a 5-point Likert type structure, the items in the scale are scored between not at all
appropriate (1) and completely appropriate (5).

Motivation is related to obtaining ideas about individuals' expectations and needs, goals, attitudes and
performances. For this reason, in order for the motivation process to proceed effectively, concepts such
as the reasons that lead individuals to behavior, the goals of the individual, and the sustainability of
behaviors should be investigated.
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2. Employee Motivation

According to Robbins & Judge (2013), motivation, which comes from the Latin word 'movere', means
'to move'. Motivation can be explained as the mechanism of concentration, consistency and purpose of
a person to achieve a goal (Zengin, 2019). Motivation is the strength and characteristic willingness of
an employee to fulfill the established desires related to the task and work. Motivation is the internal
energy that operates for a character of thought to decide to act. Each person's motivation is influenced
by intelligent, social and aspirational variables. Motivation is not an easily depicted term, but it is a
complex trait that utilizes power and can also be influenced by the method for external variables. These
external components are the openings and danger areas of an organization, which means competitors,
innovations, experts or buyer tendencies (Siira, 2012). In most cases, work motivation is based on
personal demands, opinions and beliefs (Latham, 2012). In addition, motivation can be explained as an
action that encourages employees for continuous improvement. In order to change and improve these
main dimensions, employees need to be pushed through resilience and work hard in the right direction
because motivation means to drive to do something (Battistelli et al., 2013). Being able to motivate
employees is related to their knowledge about the goals of the organization and the work they do. It is
not possible for employees who do not know the goals to be achieved to start working voluntarily and
work peacefully (Kiigiikozan, 2015).

Motivation can be explained as the mechanism of concentration, consistency and purpose of a person to
achieve a goal (Zengin, 2019). Motivation is an internal behavior that directs people to act in a certain
direction and ensures that a person is willing to do a job (Giiney, 2013). As in daily life, as motivation
increases in working life, the desire for the work done will increase. Employees who fulfill their work
with more enthusiasm and enjoyment will focus more on their work and achieve more efficient results.
Motivated employees are dynamic and productive and help organizations survive and progress
(Glisovic, Jerotijevic & Jerotijevic, 2019).

The motivation process starts with unmet needs. Needs are some disadvantages that a person feels at a
certain point in time. Such deficiencies felt by employees can be physiological, such as eating and
drinking, and psychological or sociological, such as self-esteem. When an employee is alerted to the
need, they become more sensitive to the motivational efforts of the manager. The motivation process
can be summarized as follows (Luthans, 2011):

- Unmet needs
- Needs-oriented alert
- Satisfaction with behavioral needs

Motivation is the process of taking action and realizing it under the influence of motivation. When a
need arises, the individual has the desire to fulfill it (Sabuncuoglu & Tiiz, 2008:122). According to
theorists, the motivation process is the process that leads to the goal. Achieved goals trigger people.
Needs decrease according to the level at which the desired result is achieved (Mercanlioglu, 2012:48).

Both intrinsic and extrinsic factors need to be utilized to improve employee performance. Employees
can determine the type of motivation. Some are intrinsically motivated, while others are extrinsically
motivated; both are influenced by many factors (Nicholson, 2003). Intrinsic motivation is expressed as
the degree to which an employee does her job in the best possible way to achieve personal satisfaction
(Al-kharabsheh, 2023). Intrinsic motivation of employees leads to promoting individual growth
(Qayyum & Sukirno, 2012). According to Park and Rainey, there are many studies in the literature on
intrinsic motivation comparing public and private organizations. From these findings, intrinsic rewards
are more effective than extrinsic ones because employees are given the chance to support each other and
this leads to a warm climate between them. Thus, intrinsic opportunities fulfill the needs of employees
through motivation (Houston, 2000; Park & Rainey 2007).

Employee motivation plays an important role in sustaining survival in organizations, especially
businesses. Therefore, the recognition of extrinsic motivators which are "salary, benefits and
commission" has emerged as an important aspect in motivating employees. In addition, "Extrinsic
Motivation refers to the motivation to work primarily in response to a factor other than the work itself
and refers to doing something because it leads to a separable outcome for employees" (Achakul, 2013).
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Extrinsic motivation is defined as undertaking something in anticipation of a reward or outcome that
can be isolated from the activity itself (Tremblay et al., 2009). In this case, it is possible to say that an
external factor influences the process. Work and activity are done in order to achieve a certain goal.
Extrinsic motivation is very important in attracting, retaining and keeping people for a long time.
Extrinsic motivators will take priority over intrinsic motivators (Urdan, 2003).

Motivation in general is an important skill. This is because every human being on this planet is unique
and has a reason. Motivation is the game plan of the requirements of one's desires, which must be
satisfied and which drives and inspires the participant to improve their actions so that they can satisfy
their desires (Achim et al., 2013). According to Sare et al. (2004), employees are involved in receiving
sensitive wages and expenses and need their work to meet them. Cash is critical; no other driving force
or motivational tactic so closely resembles it in the awareness of its powerful obligation. It is unique in
encouraging and inspiring people to work more effectively (Sandhu et al., 2017). Motivation is an
important incentive that coordinates human behavior. No two people have the same attitude or behavior,
then in the midst of this variety of diversity the organization must outline the rehearsals that not just one
person must fulfill the meeting. For an organization to follow motivation theories, it must have the option
to perceive and measure the intrinsic motivation that the employee derives from job satisfaction and
further revise it with extrinsic motivation (Varma, 2017). Career satisfaction is the positive feelings and
attitudes that individuals have and express as a result of improving their professional skills and
contributing to the development of the institution they work for and their profession. Factors such as
salary, promotion and growth expectations for an individual's career constitute career satisfaction
(Berber, Deveciyan and Alay, 2023).

3. Work Commitment

Kahn (1990), the first researcher who contributed to the conceptualization of work engagement, defined
work engagement as the commitment of employees to the tasks related to their jobs. Employees who are
committed to their jobs use themselves both mentally, consciously and physically while fulfilling their
duties (Kahn, 1990). Work commitment is defined as a psychological element by Rothbard (2001). This
element consists of two important parts: dedication and attentiveness. Engagement refers to participating
in and concentrating on a job, while attentiveness refers to being mentally prepared for work and the
time spent thinking about work. Schaufeli (2012) defines work engagement as a satisfying, positive and
work-related cognitive state defined as focus, dedication and vigor. Saks (2006) did not define work
engagement as a behavior; he defined it as the employee's degree of attention to the job and the degree
of adoption he feels towards his job (Saks, 2006). Work engagement is used to express passion and
pleasure for work, giving oneself completely to one's work, concentrated effort or labor (Schaufeli and
Bakker, 2010). Job-engaged individuals perform better than other employees and have more positive
feelings towards their jobs. In addition, engaged employees work long shifts, enjoy it and time passes
very quickly for them (Bakker and Demerouti, 2008).

Although organizations have complex structures, when it comes to work engagement, the main reason
affecting employees' work engagement is focused around employees' desires (Wollard & Shuck, 2011).
Organizations should provide the necessary conditions for employees to do their jobs, make an equitable
workload sharing among employees, clearly define job descriptions, create a fair reward system, provide
in-service training opportunities for employees and help them with professional studies in order to
increase employee engagement (Chughtai & Buckley, 2008).

It is stated that organizational factors are both a personal and environmental motivation for employees
to engage in work engagement behavior (Bakker and Demerouti, 2008). Organizational factors that
increase personal motivation are listed as the quality of the employee's work, personal development
opportunities, social supports given to the employee, employee empowerment activities and leadership.
In general, it can be said that these factors focus on the development of employees and increasing their
learning (Ryan & Frederick, 1997). In addition, it is also stated that the fact that the work ofthe employee
means something to the employee is a source of personal motivation (Macey & Schneider, 2008).

According to Shmailan (2016), employee performance is an activity that employees perform in the
company's business. The efficiency of its role is not independent, it is related to employee satisfaction
and wage level, which is usually determined by individual abilities, skills and characteristics (Utin &
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Yosepha, 2019). The performance of employees determines that their contribution to a business
encompasses production efficiency, production quantity, output time, cooperation and involvement in
the workplace (Ariawaty, 2020). Katou (2009) states that the efficient and successful operation of
various organizational functions involves the performance of employees with the necessary expertise,
experience and capacity (Kareem & Hussein, 2019).

There are some reasons why highly engaged employees are more successful than other employees.
Bakker and Demerouti (2008) state that employees who feel engaged at work are generally happier,
more excited and have a greater sense of enjoyment of life; they have the potential to create their own
jobs and their own resources; they take care of their health and have a healthy life; and they expect their
commitment to work to be extended to other employees. Positive feelings and experiences in employees
lead them to strengthen their commitment to their workplace, to perform more, to enjoy their work and
to exhibit important behaviors for the organization such as less turnover (Saks 2006; Schaufeli &
Bakker, 2004).

Work commitment is an important success factor for organizations to achieve their desired goals. Job
commitment means that employees have less intention to leave the organization (Fiaz et., 2017). In a
study conducted by Schaufeli et al. (2002), it was stated that employees who are committed to their jobs
and who are enthusiastic have more energy and more potential for self-sufficiency. Such characteristics
benefit them not only in business life but also in their own lives. The participants in the study stated that
they felt their energy and pleasure in their lives outside of work. They said that although they work hard
and get tired, they accept this tiredness as a pleasurable state. However, it would be wrong to say that
employees who are committed to their jobs are dependent on their jobs. Because they enjoy the activities
they do in their lives outside of work. Such employees can be distinguished from workaholics because
they see the nature of work as enjoyable (Bakker & Demerouti, 2008, Schaufeli & Bakker, 2010).

Studies have shown that work engagement has positive outcomes and there is a consensus in the
literature about positive outcomes (Saks, 20006). It is proven that work engagement has a positive effect
on business performance values such as increasing profitability, security, increasing customer
satisfaction, increasing creativity related to work, ensuring customer loyalty, and ensuring productivity
(Harter et al., 2002). Work engagement, which can be evaluated from employees who are strongly
committed to their jobs to employees who leave their jobs, is a value that can be measured and can also
be associated with performance (Gupta & Sharma, 2016). Bakker (2011), who examined the relationship
between employees who feel committed to their jobs and those who do not, stated that those who feel
committed to their jobs perform more positively. At the same time, he also stated that the reason for this
is that engaged employees feel positive feelings, have a healthier structure, can create resources of their
own and can transfer their commitment to the people around them (Bakker, 2011).

Satisfaction with one's job, ideas about leaving one's job, desires for job change and thoughts about
company turnover can be considered as work-related outcomes of job engagement and burnout (Alarcon
& Edwards, 2010). Job engagement is associated with employees exhibiting positive behaviors, making
proactive work-related contributions, being more psychologically comfortable, and increasing personal
and organizational performance values (Schaufeli & Salanova, 2008). Among other effects, work
engagement has been found to cause positive effects on health and positive feelings towards work and
the organization (Mauno et al., 2007, Rothbard, 2001). In addition, work engagement and self-efficacy
have a positive mutual effect on each other. As a result, it has been shown that employees with increased
self-efficacy positively affect the performance of the organization (Luthans & Peterson, 2002).

By motivating their employees and increasing their loyalty, businesses try to ensure that the employees
see the organization they work for as their own organization and work more willingly. Employees with
high performance will perform better than the normal job description. Considering the businesses where
hundreds of people work, each employee doing a few more units of work will reduce costs and increase
profitability (Uysal, 2019). Therefore, managers tend to employ employees with high job performance.
Inadequate job performance is recognized as one of the main reasons for dismissal or demotion
(Hayrettin, 2008).
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4. Methodology

The research was designed in a descriptive-survey model. The model and hypotheses of the research are
set out below.

PERFORMANCE

MOTIVATION

WORE COMMITMENT

Figure 1. Research Model

Personal information form and motivation, performance and work engagement scales were used as data
collection tools. The ethical approval form was obtained by applying to the relevant unit at Istanbul
Esenyurt University.

The intrinsic motivation scale was developed by Warr, Cook and Wall (1979). The scale consists of 6
items on a 5-point Likert scale (1=strongly disagree, S=strongly agree). In this study, the reliability of
the scale was found to be high as Cronbach's Alpha=0, 886. The performance scale is a 25-item
performance scale developed by Goodman and Svyantek (1999). While the first 16 statements of this
scale express contextual performance, the last 9 statements express task performance. Since the 4th, 8th
and 10th statements in the scale are inverted statements, these statements will be included in the analysis
by inverting them. The reliability coefficient of the contextual performance sub-dimension was 0.91, the
reliability coefficient of the task performance sub-dimension was 0.91 and the reliability coefficient of
the entire performance scale was 0.93. In this study, the reliability of the scale was found to be high as
Cronbach's Alpha=0, 927. Utrecht Work Engagement Scale (UWES): UWES was developed by
Schaufeli et al. (2012) to measure employees' work engagement. The validity and reliability study of the
scale was conducted by Ali Eryilmaz & Tayfun Dogan (2012). The total number of items in the scale is
17 and there are 3 sub-dimensions in the scale. The sub-dimensions in the scale are listed as work
intensity, dedication to work and desire for work. Since the scale generally has a 5-point Likert-type
structure, the items in the scale are scored in the range of not at all appropriate (1) and completely
appropriate (5). There are no reverse coded items in the scale. The lowest score is 17 and the highest
score is 85. High scores obtained from the scale indicate high levels of work engagement (Eryilmaz &
Dogan, 2012). The reliability coefficient of the scales applied in this study was determined as 0, 963.

5. Findings

The data obtained in the study were evaluated in computer environment through SPSS 22.0 statistical
program. Frequency and percentage analyses were used to determine the descriptive characteristics of
the employees participating in the study and mean and standard deviation statistics were used to examine
the scale. Kurtosis and Skewness values were analyzed to determine whether the research variables were
normally distributed.

Table 1. Normal Distribution

N kurtosis Skewness
Motivation 344 5,975 -2,302
Performance Overall 344 6,314 -2,040
Task Performance 344 2,726 -1,251
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Contextual Performance 344 5,650 -1,954
Work Commitment Total 344 1,742 -1,207
Job Aspiration 344 1,071 -1,031
Work Dedication 344 1,534 -1,227
Work Concentration 344 1,172 -0,976

In the related literature, the results of the kurtosis and skewness values of the variables between +1.5
and -1.5 (Tabachnick, Fidell & Ullman, 2013), +2.0 and -2.0 (George & Mallery, 2010) are accepted as
normaldistribution. It was determined that the variables showed normal distribution. Parametric methods
wereused to analyze the data.

The relationships between the dimensions that determine the scale levels of the employees were
examined through Pearson correlation and linear regression analyses. T-test, One-Way Analysis of
Variance (Anova) and posthoc (Tukey, LSD) analyses were used to examine the differences in scale
levels according to the descriptive characteristics of the employees.

5.1. Scale Score Averages
The "motivation" average of the employees was found to be high 4.118+0.835 (Min=1;Max=5).

Table 2. Motivation Score Averages

N Ort Ss Min. Maks. Alpha
Motivation 344 4,118 0,835 1,000 5,000 0,886

Performance-oriented employees; Arithmetic mean, standard deviation and minimum-maximum values
are given below.

Table 3. Performance Score Averages

N Ort Ss Min. Maks. Alpha
Performance General 344 3977 0,617 1,440 4,840 0,927
Task Performance 344 3,770 0,537 1,780 4,670 0912
Contextual Performance 344 4,093 0,721 1,190 5,000 0,909

Task Performance: Concerned with ensuring the smooth production process of goods and services
through various technical process applications and maintenance efforts.

Contextual Performance: Includes behaviors that are not directly related to job tasks but have a
significant impact on organizational, social and psychological contexts.

The "general performance" average of the employees is high 3.977+0.617 (Min=1.44;Max=4.84), the
"task performance" average is high 3.770+0.537 (Min=1.78;Max=4.67), the "contextual performance"
average is high 4.093+0.721 (Min =1.19; Max=5).

Employees' commitment to work; Arithmetic mean, standard deviation and minimum-maximum values
are given below.

Table 4. Average Work Engagement Scores

N Ort Ss Min. Maks. Alpha
Work Commitment Total 344 3,729 0,865 1,000 5,000 0,963
Job Aspiration 344 3,713 0,931 1,000 5,000 0,926
Work Dedication 344 3,869 0,932 1,000 5,000 0,938
Work Concentration 344 3,627 0,864 1,000 5,000 0,942

Willingness to Work: It means that employees have high energy, desire for their work, tolerance for
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working time, endurance of work-related difficulties and lack of fatigue.

Work Dedication: It is a situation in which the employee gives meaning to his/her work, is excited
about working, and involves a dignity and challenge for the employee.

Concentration on work: This is a situation in which the employee is completely focused on his/her
work, does not notice what is going on around him/her while doing his/her work, does not think about
anything other than his/her work and does not realize the time he/she spends working.

The mean of "total work engagement" was found to be high 3,729+0,865 (Min=1; Max=5), the mean of
"desire for work" was found to be high 3,713+0,931 (Min=1; Max=5), the mean of "dedication to work"
was found to be high 3,869+0,932 (Min=1; Max=5), and the mean of "concentration on work" was found
to be high 3,627+0,864 (Min=1; Max=5).

5.2. Relationship Between Motivation, Performance and Work Commitment

The relationships between the dimensions determining the levels of Motivation, Performance and Work
Commitment of the employees were analyzed by correlation analysis. The results of the analysis are
given below.

Table 5. Correlation Analysis Between Motivation, Performance and Work Commitment Scores

Motivation Performance Overall
Task Performance r 0,633** 0,858**
p 0,000 0,000
Contextual Performance r 0,646** 0,977**
p 0,000 0,000
Work Commitment Total r 0,522** 0,748**
p 0,000 0,000
Job Aspiration r 0,465** 0,735%*
p 0,000 0,000
Work Dedication r 0,528** 0,720%*
p 0,000 0,000
Work Concentration r 0,503** 0,682**
p 0,000 0,000

*<0, 05;**<0, 01; Pearson Correlation Analysis

When the correlation analyses between the scores of motivation, performance overall, task performance,
contextual performance, total work commitment, work aspiration, work dedication, work concentration
were examined; r=0.682 positive medium (p=0, 000<0.05) between performance overall and
motivation, =0.633 positive medium (p=0, 000<0.05) between task performance and motivation,
=0.646 positive medium (p=0, 000<0.05) between contextual performance and motivation, r=0.522
positive medium (p=0, 000<0.05) between total work commitment and motivation, r=0.646 positive
medium (p=0, 000<0.05) between work aspiration and motivation, and 1=0.522 positive medium (p=0,
000<0.05) between total work commitment and motivation.646 positive moderate (p=0, 000<0.05),
r=0.522 positive moderate (p=0, 000<0.05) between total work commitment and motivation, r=0.465
positive weak (p=0, 000<0.05), =0.528 positive moderate (p=0, 000<0.05) between work dedication
and motivation, 1=0.503 positive moderate (p=0, 000<0.05) between work concentration and
motivation.
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Table 6. The Effect of Motivation on Overall Performance

Unstandardized Standardized 95%
Independent Coefficients Coefficients ¢ Confidence
Variable p Interval

B SE [} Alt Top
Fixed 1,902 0,123 15,500 | 0,000 | 1,661 | 2,144
Motivation 0,504 0,029 0,682 17,246 | 0,000 | 0,446 | 0,561
*Dependent Variable = Performance Overall, R=0, 682:R° =0, 464; F=297, 441; p=0, 000;
Durbin Watson Value =1, 038

The regression analysis conducted to determine the cause and effect relationship between motivation
and performance was found significant (F=297, 441; p=0,000<0.05). The total change in overall
performance level is explained by motivation at a rate of 46.4% (R* =0.464). Motivation increases the
overall level of performance (3=0, 682).

Table 7. The Effect of Motivation on Task Performance

Unstandardized Standardized 95%
Independent Coefficients Coefficients ¢ Confidence
Variable p Interval
B SE (4] Alt Top
Fixed 2,092 0,113 18,492 | 0,000 | 1,870 | 2,315
Motivation 0,407 0,027 0,633 15,131 | 0,000 | 0,354 | 0,460
*Dependent Variable = Task Performance, R=0.633; R’ =0.399; F=228.958; p=0000; Durbin
Watson Value =0.986

The regression analysis conducted to determine the cause and effect relationship between motivation
and task performance was found significant (F=228, 958; p=0,000<0.05). The total change in task
performance level is explained by motivation at a rate of 39.9% (R* =0, 399). Motivation increases the
level of task performance (3=0, 633).

Table 8. The Effect of Motivation on Contextual Performance

Unstandardized Standardized 95%
Independent Coefficients Coefficients Confidence
Variable t p Interval
B SE B Alt | Ust
Fixed 1,796 0,150 11,981 | 0,000 | 1,501 | 2,090
Motivation 0,558 0,036 0,646 15,644 | 0,000 | 0,488 | 0,628
*Dependent Variable = Contextual Performance, R=0, 646; R’ =0, 415; F=244, 743; p=0, 000,
Durbin Watson Value =1, 094

The regression analysis conducted to determine the cause and effect relationship between motivation
and contextual performance was significant (F=244, 743; p=0,000<0.05). The total change in Contextual
Performance level is explained by motivation at the rate of 41.5% (R* =0, 415). Motivation increases
the level of contextual performance (3=0, 646).
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Table 9. The Effect on Motivation on Total Work Commitment

Unstandardized Standardized 95%
Independent Coefficients Coefficients Confidence
Variable t p Interval
B SE B Alt | Ust
Fixed 1,504 0,201 7,489 0,000 | 1,109 | 1,899
Motivation 0,540 0,048 0,522 11,307 | 0,000 | 0,446 | 0,634
*Dependent Variable = Work Commitment Total, R=0, 522; R’ =0, 270; F=127, 845; p=0, 000,
Durbin Watson Value =1, 374

The regression analysis conducted to determine the cause and effect relationship between motivation
and total work engagement was found significant (F=127, 845; p=0,000<0.05). The total change in the
level of Total Work Commitment is explained by motivation at a rate of 27% (R* =0, 270). Motivation
increases the total level of work commitment (B=0, 522).

Table 10. The Effect on Motivation on Job Aspiration

Unstandardized | Standardized 95%
Independent Variable Coefficients Coefficients ¢ Confidence
p Interval
B SE B Alt | Ust
Fixed 1,576 0,224 7,023 | 0,000 | 1,135 | 2,017
Motivation 0,519 0,053 0,465 9,718 | 0,000 | 0414 | 0,624
*Dependent Variable = Job Aspiration, R=0, 465,R’ =0, 214; F=94, 444,p=0, 000; DurbinWatson
Value=1, 325

The regression analysis conducted to determine the cause and effect relationship between motivation
and job aspiration was found significant (F=94, 444; p=0,000<0.05). The total change in Willingness to
Work level is explained by motivation at a rate of 21.4% (R* =0, 214). Motivation increases the level of
desire for work (=0, 465).

Table 11. The Effect of Motivation on Job Dedication

Unstandardized Standardized 95%
Independent Coefficients Coefficients Confidence
Variable t p Interval
B SE B Alt | Ust
Fixed 1,444 0,216 6,698 | 0,000 | 1,020 | 1,867
Motivation 0,589 0,051 0,528 11,483 | 0,000 | 0,488 | 0,690
*Dependent Variable = Job Dedication, R=0, 528; R* =0, 276; F=131, 858; p=0, 000, Durbin
Watson Value=1, 317

The regression analysis conducted to determine the cause and effect relationship between motivation
and work engagement was found significant (F=131, 858; p=0,000<0.05). The total change in the level
of Work Commitment is explained by motivation at a rate of 27.6% (R* =0, 276). Motivation increases
the level of work engagement (=0, 528).
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Table 12. The Effect of Motivation on Work Concentration

Unstandardized Standardized 95%
Independent Coefficients Coefficients Confidence
Variable t p Interval
B SE B Alt | Ust
Fixed 1,481 0,203 7,288 10,000 | 1,082 | 1,881
Motivation 0,521 0,048 0,503 10,770 10,000 | 0,426 | 0,616
*Dependent Variable = Job Intensification, R=0, 503; R> =0, 251; F=115, 993; p=0, 000; Durbin
Watson Value=1, 386

The regression analysis conducted to determine the cause and effect relationship between motivation
and work intensity was found significant (F=115, 993; p=0,000<0.05). The total change in the level of
Work Engagement is explained by motivation at a rate of 25.1% (R* =0, 251). Motivation increases the
level of work concentration (3=0, 503).

5.3. Comparison of Motivation Scores According to Descriptive Characteristics

Table 13. Differentiation of Motivation Scores According to Age

Group N Center Ss F p
30 And Below 64 3,995 0,932
Motivation 31-40 170 4,121 0,829 1,067 0,345
Over 40 110 4,186 0,782

One-Way Analysis of Variance

Employees' motivation scores do not differ significantly according to age (p>0.05).

Table 14. Differentiation of Motivation Scores According to Educational Status

Group N Center | Ss F p |Difference
High School and Below 57 3,643 | 1,243 251
- >
. Associate Degree 50 4,193 | 0,769
>
Motivation | e 179 | 4257 | 0,657 |+t | 000 i;
Master's Degree and Above 58 4,092 | 0,727

One-Way Analysis of Variance

The motivation scores of the employees according to their educational status show a significant
difference (F(3, 340) =8, 471; p=0, 000<0.05). The reason for the difference is that the motivation scores
of associate degree graduates (X =4, 193) are higher than the motivation scores of high school and below
graduates (X =3, 643). The motivation scores of bachelor's degree graduates (X =4, 257) are higher than
the motivation scores of high school and below (X =3, 643). The motivation scores of those with master's
degree and above (X =4, 092) are higher than the motivation scores of those with high school and below
(x =3, 643).

Table 15. Differentiation of Motivation Scores According to the Duration of Employment in the
Institution

Group N Center Ss F p
1-5 Y1l 90 4,039 0,862
. 6-10 Yil 103 4,120 0,710
Motivation 11-15 Yl 7 2,196 0.871 0,503 0,680
15 Yil Uzeri 72 4,130 0,929

One-Way Analysis of Variance
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employment in the organization (p>0.05).

Table 16. Differentiation of Motivation Scores According to Income Level

Group N | Center Ss F p
Gelirim Giderimden Az 123 | 4,171 | 0,683
Motivation Gelirim Giderime Esit 159 | 4,073 | 0,926 | 0,476 | 0,621
Gelirim Giderimden Fazla 62 | 4,129 | 0,869
One-Way Analysis of Variance
Employees' motivation scores do not differ significantly according to income level (p>0.05).
Table 17. Differentiation of Motivation Scores According to Gender
Group N Center Ss t sd p
Erkek 148 4,078 0,952
Motivati - - -0,782 342 0,451
orvation Kadin 196 | 4149 | 0735
Independent Groups T-Test
Calisanlarin motivasyon puanlar cinsiyete gére anlamli farklilik gdstermemektedir (p>0, 05).
Table 18. Differentiation of Motivation Scores According to Marital Status
Group N Center Ss t sd p
Evli 258 4,097 0,838
Motivati . : -0,820 342 0,413
orvation Bekar 86 | 4182 | 0828
Independent Groups T-Test
Employees' motivation scores do not differ significantly according to gender (p>0.05).
5.4. Comprasion of Performance Scores According to Descriptive Characteristics
Table 19. Differentation of Performance Scores by Age
Group N Center Ss F p
30 And Below 64 3,983 0,428
Performance Overall {3140 170 3,961 0,675 0,129 0,879
Over 40 110 3,999 0,619
30 And Below 64 3,840 0,394
Task Performance {3140 170 3,725 0,578 1,311 0,271
Over 40 110 3,799 0,542
30 And Below 64 4,064 0,547
Contextual 31-40 170 4,093 0,784 0,087 0,917
Performance Over 40 110 | 4,111 0,714

One-Way Analysis of Variance

Employees' overall performance, task performance and contextual performance scores do not differ

significantly according to age (p>0.05).
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Table 20. Differentation of Performance Scores According to Educational Background

Group N Center Ss F P Fark
High School and 57 3,700 1,056
Below 2>1
Performance Associate Degree 50 4,099 0,634 ~
2 : 5,098 0,002 | 3>1
Overall License 179 4,029 0,430 ’ 4>1
Master's Degreeand 53 3,984 0413
Above
High School and 57 3,534 0,818
Below 2>1
Task Associate Degree 50 | 3,880 | 0,523 ~
2 : 4912 0,002 | 3>1
Performance License 179 | 3,813 0,444 ’ 4>1
Master's Degreeand 53 3,774 0,393
Above
High School and 57 3793 1237
Below 2>1
Contextual Associate Degree 50 4,223 0,744 ~
d : 4,330 0,005 | 3>1
Performance License 179 | 4,150 0,506 ’ 4>1
Master's Degreeand 53 4,102 0.485
above

One-Way Analysis of Variance

There is a significant difference in the overall performance scores of the employees according to their
educational background (F(3, 340) =5, 098; p=0, 002<0.05). The reason for the difference is that the
overall performance scores of associate degree graduates (X =4, 099) are higher than the overall
performance scores of high school and below graduates (x =3, 700). The reason for the difference is that
the overall performance scores of bachelor's degree graduates (X =4, 029) are higher than the overall
performance scores of high school and below graduates (X =3, 700). Master's degree and above
graduates' overall performance scores (X =3, 984) are higher than high school and below graduates'
overall performance scores (X =3, 700).

The task performance scores of the employees according to their educational status show a significant
difference (F(3, 340) =4, 912; p=0, 002<0.05). The reason for the difference is that the task performance
scores of associate degree graduates (X =3, 880) are higher than the task performance scores of high
school and below graduates (x =3, 534). The task performance scores of bachelor's degree graduates
(x =3, 813) are higher than the task performance scores of high school and below (X =3, 534). The task
performance scores of those with master's degree and above (X =3, 774) are higher than the task
performance scores of those with high school and below (X =3, 534).

The contextual performance scores of the employees according to their educational status show a
significant difference (F(3, 340) =4, 330; p=0, 005<0.05). The reason for the difference is that the
contextual performance scores of associate degree graduates (X =4, 223) are higher than the contextual
performance scores of high school and below graduates (x =3, 793). The contextual performance scores
of bachelor's degree graduates (X =4, 150) are higher than the contextual performance scores of high
school and below (X =3, 793). The contextual performance scores of those with master's degree and
above (X =4, 102) are higher than the contextual performance scores of those with high school and below
(x=3,793).
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Table 21. Differentation of Performance According to the Duration of Employment in the
Organization

Group N Center Ss F p
1-5 Years 90 3,922 0,542
Performance Overall -10Y 1 1
6-10 Years 03 3,939 0,615 1,103 0.348
11-15 Years 79 3,991 0,706
Over 15 Years 72 4,084 0,600
1-5 Years 90 3,736 0,438
Task Performance _
6-10 Years 103 3,769 0,546 0.370 0.774
11-15 Years 79 3,761 0,638
Over 15 Years 72 3,824 0,523
1-5 Years 90 4,027 0,668
- 4,035 0,713
Contextual 6-10 Years 105 ’ ’ 1386 | 0,247
11-15 Years 79 4,121 0,812
Performance
Over 15 Years 72 4230 0,684

One-Way Analysis of Variance

Employees' overall performance, task performance and contextual performance scores do not differ
significantly according to the length of employment in the organization (p>0.05).

Table 22. Differentation of Performance According to the Duration of Employment

Group N |Center | Ss F P

My Income is Less than My 123 | 4,022 |0,534

Expenses 0,541 | 0,582
Performance Overall My Income Equals MyExpenses 159 | 3,946 |0,681 | ’

My Income Exceeds MyExpenses | 62 | 3,966 | 0,602

My Income is Less than My 123 | 3,849 |0,501

Expenses 2,150 | 0,118
Task Performance My Income Equals MyExpenses 159 | 3,734 0,577 | ™ )

My Income Exceeds MyExpenses | 62 | 3,706 |0,487

My Income is Less than My 123 | 4,120 |0,614

Expenses 0,220 | 0,802
Contextual My Income Equals MyExpenses 159 | 4066 10,799 | ™ ’
Performance My Income Exceeds MyExpenses | 62 | 4,112 |0,719

One-Way Analysis of Variance

Employees' overall performance, task performance and contextual performance scores do not differ
significantly according to income level (p>0.05).
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Table 23. Differentation of Performance Scores by Cender

Group N Center Ss t sd p
Performance Overall Male 148 3,915 0,815
Woman 196 | 4,024 0,404 1,634 3421 0.1
Task Performance Male 148 3,716 0,650
: ’ -1,641 42 122
Woman 196 3,811 0,431 6 3 0,
Contextual Performance |Male 148 4,027 0,941

-1,495 342 0,169

Woman 196 4,144 0,491
Independent Groups T-Test

The overall performance, task performance and contextual performance scores of the employees do not
differ significantly according to gender (p>0.05).

Table 24. Differentation of Performance Scores According to Marital Status

Grup N Center Ss t sd p
Perf Overall Married 258 3,959 0,625
o Sigll: 86 42032 02590 0.949 ) 342 0.343
Task Performance lg/i;r;:d 28568 ;222 8222’17 1.861 342 0.064
Contextual Perf Married 258 4,082 0,724
. SiE;rlf 86 4,127 0,716 0490 342 0.624

Independent Groups T-Test

Employees' overall performance, task performance and contextual performance scores do not differ
significantly according to marital status (p>0.05).

5.5. Comprasion of Work Commitment Scores According to Descriptive Characteristics

Table 25. Differentiation of Work Commitment Scores by Age

Group N | Center Ss F p |Difference
30 And Below 64 | 3,877 | 0,757
Work Commitment  [31-40 170 | 3.609 | 0.888 | 3327 |0,037 ;3
Total Over 40 110 | 3,827 | 0,868
30 And Below 64 | 3,854 | 0,802
Job Aspiration 31-40 170 | 3,577 | 0,959 | 3,680 |0,026 ;3
Over 40 110 | 3,842 | 0935
30 And Below 64 | 4,088 | 0,833
Work Dedication 31-40 170 | 3,725 | 0,948 | 4,472 | 0,012 ;3
Over 40 110 | 3,966 | 0933
30 And Below 64 | 3,724 | 0,762
Work Concentration  (31-40 170 | 3,545 | 0,897 | 1,531 |0,218
Over 40 110 | 3,697 | 0,864

One-Way Analysis of Variance

Total work engagement scores of employees according to age show a significant difference (F(2, 341)

=3,327;p=0, 037<0.05). The reason for the difference is that the total work engagement scores of those
aged30 and below (X =3, 877) are higher than the total work engagement scores of those aged 3140 (X
=3, 609). Those over 40 years of age have higher total work engagement scores (X =3, 827) than those
aged31-40 years (X =3, 609).
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There is a significant difference in the scores of employees' willingness to work according to age (F(2,
341)=3,680;p=0, 026<0.05). The reason for the difference is that the willingness to work scores of those
aged 30 and below (X =3, 854) are higher than the willingness to work scores of those aged 3140 (X =3,
577). The reason for the difference is that the willingness to work scores of those over 40 (x =3, 842) are
higher than the willingness to work scores of those aged 31-40 (X =3, 577). Work commitment scores of
employees according to age show a significant difference (F(2, 341) =4, 472;p=0, 012<0.05). The reason
for the difference is that the work engagement scores of those aged 30and below (X =4, 088) are higher
than the work engagement scores of those aged 31-40 (x =3, 725). Thoseover 40 years of age have higher
work engagement scores (X =3, 966) than those aged 31-40 years (X =3,725).

Work concentration scores of employees do not differ significantly according to age (p>0.05).

Table 26. Differentiation of Work Commitment Scores According to Educational Background

Group N ([Center | Ss F p |Difference

High School and Below 57 3,521 | 1,265

Work Commitment |A iate D 50 | 3.922 | 0.772

To §socm e Degree , , 2.100 |0.100
License 179 | 3,759 | 0,773
Master's Degree and Above 58 |3,673 | 0,683
High School and Below 57 | 3,488 | 1,336

Job Aspiration i

Y A§5001ate Degree 50 | 4,000 | 0,794 3318 (0,020 2>1

License 179 | 3,751 | 0,825 2>4
Master's Degree and Above 58 |3,569 | 0,807
High School and Below 57 | 3,607 | 1,301

Work Dedication A iate D 50 | 3.968 | 0.875

§5001ae egree , , 1939 [0.123

License 179 | 3,927 | 0,832
Master's Degree and Above 58 13,862 | 0,811
High School and Below 57 {3,483 | 1,220

Work Concentration i
A§5001ate Degree 50 | 3,807 | 0,782 1,256 10,290
License 179 | 3,625 | 0,808
Master's Degree and Above 58 |3,621 | 0,649

One-Way Analysis of Variance

There is a significant difference in the scores of employees' willingness to work according to their
educational level (F(3,340)=3, 318;p=0, 020<0.05). The reason for the difference is that the willingness
to work scores of associate degree graduates (X =4, 000) are higher than the willingness to work scores
of high school and below graduates (X =3, 488). The reason for the difference is that the willingness to
work scores of associate degree graduates (X =4, 000) are higher than the willingness to work scores of
those with master's degree and above (X =3, 569).

Employees' total work commitment, dedication and concentration scores do not show a significant
difference according to educational status (p>0.05).

681



Yildiz, D. — Sen, G., 666-693

Table 27. Differentiation of Work Commitment Scores According to Duration of Employment in
the Organization

Group N | Center Ss F p |Difference
1-5 Years 90 | 3,779 | 0,751
Work Commitment Total |g-10 Years
103 | 3,573 1,055 1931 | 0.124
11-15 Years 79 3,739 0,789
Over 15 Years 72 3877 | 0,748
1-5 Years 90 | 3,741 | 0,791
Job Aspiration R
p 6-10 Years 103 | 3,599 | 1,135 1161 | 0325
11-15 Years 79 | 3,696 | 0,883
Over 15 Years 72 3,861 0,810
1-5 Years 90 | 3,956 | 0,871
Work Dedication -
6-10 Years 103 | 3,633 1,090 3621 | 0,013 1>2
11-15 Years 79 | 3,901 | 0,842 4>2
Over 15 Years 72 4,064 | 0,794
1-5 Years 90 | 3,670 | 0,766
Work Concentration -
6-10 Years 103 | 3,498 | 1,047 1233 | 0298
11-15 Years 79 3,646 0,807
Over 15 Years 72 3,736 0,738

One-Way Analysis of Variance

Work commitment scores of the employees show a significant difference according to their working
timein the organization (F(3, 340) =3, 621; p=0, 013<0.05). The reason for the difference is that the
work engagement scores of employees with 1-5 years of service (X =3, 956) are higher than the work
engagement scores of employees with 6-10 years of service (X =3, 633). Those with more than 15 years
of experience have higher work engagement scores (X =4, 064) than those with 6-10 years of experience
(x =3, 633). Employees' total work commitment, desire for work, and concentration scores do not show
asignificant difference according to the length of employment in the organization (p>0.05).
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Table 28. Differentiation of Work Commitment Scores According to Income Level

Group N |Center| Ss F p
My Income is Less than My 123 | 3,638 | 0,889
Expenses
Work Commitment Total |My Income Equals My Expenses | 159 | 3,771 | 0,883 | 1,080 | 0,341
My Income Exceeds My 62 | 3.801 | 0.760
Expenses : :
My Income is Less than My 123 | 3,621 | 0,953
Expenses
Job Aspiration My Income Equals My Expenses | 159 | 3,761 | 0,935 | 0,950 | 0,388
My Income Exceeds My
Expenses il Rl Bl
My Income is Less than My 123 | 3,768 | 0,947
Expenses
Work Dedication My Income Equals My Expenses | 159 | 3,909 | 0,936 | 1,228 | 0,294
My Income Exceeds My 62 | 3.968 | 0.889
Expenses , :
My Income is Less than My 123 | 3,547 | 0,881
Expenses
Work Concentration My Income Equals My Expenses | 159 | 3,665 | 0,894 | 0,826 | 0,439
My Income Exceeds My
Expenses 02 |28 |0

One-Way Analysis of Variance

Employees' total work commitment, desire for work, dedication to work and concentration scores do not
differ significantly according to income level (p>0.05).

Table 29. Differentiation of Work Commitment Scores by Gender

Group N Center Ss t sd p

Work Commitment Total \l\flerian 14912 g:gij (1):(6)23 2457 340 0,022
Job Aspirati Mal 148 3,589 1,132
o Wirzan 196 | 3,807 | 0,734 lel ) 342 0,042
Work Dedicati Mal 148 3,750 1,118

o wlian 196 | 3,959 | 0,753 2070 1 3421 0.051
Work C trati Mal 148 3,480 1,045

S Wzrflan 196 3,738 0,680 2,772 342 0,009

Independent Groups T-Test

Total work engagement scores of employees according to gender show a significant difference (t(342)
=-2.457;p=0.022<0.05). Women's total work engagement scores (X =3,827) were higher than men's total
work engagement scores (X =3,598). There is a significant difference in the scores of employees'
willingness to work according to gender (t(342) =-2.161; p=0.042<0.05). Women's willingness to work
scores (X =3,807) were higher than men's willingness to work scores (X =3, 589).

Work concentration scores of employees according to gender show a significant difference (t(342) =-
2.772; p=0.009<0.05). Women's work concentration scores (X =3,738) were higher than men's work
concentration scores (X =3, 480). Employees' job dedication scores do not differ significantly according
to gender (p>0.05).
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Table 30. Differentiation of Work Commitment Scores According to Marital Status

Group N Center Ss t sd p
Work Commitment Total E;/Llar 28568 i:;gz 8:332 -0,811 342 0,418
Job Aspiration Eg(lar 28568 3223 8:3;? 0869 | 342 | 0386
Work Dedication Eg(lar 28568 i:g;‘; (1):382 0,754 342 0,451
Work Concentration Eilar 28568 i:g(s)g 8:23 ; -0,684 342 0,495

Independent Groups T-Test

Employees' total work commitment, desire for work, dedication to work, and concentration scores do
notdiffer significantly according to marital status (p>0.05).

Summary tables of the findings obtained in the research are given below together with the hypotheses;

H,;: Public employees' perception of motivation has a significant effect on their perception of
performance.

Motivation Hypothesis Accept
Performance Overall +
Task Performance + Hi Supported
Contextual Performance +

H:: Public employees' perception of motivation has a significant effect on their perception of work
commitment.

Motivation Hypothesis Accept
Work Commitment Total +
Job Aspiration +
S— Ha Supported
Work Dedication +
Work Concentration +

Hi: Motivation of public employees differs according to demographic characteristics.

Motivation Hypothesis Accept
Age -
Education status +
Duration of Employment at thelnstitution -
Hs Partially Supported

Income Level -

Gender -
Marital Status -

Hy4: Performance of Public Employees differs according to demographic characteristics.
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Perform Task Context

ance Perform ual | Hypoth Accept
Overall ance | Performa esis
nce

Age - - -

Education status + + +

Duration of Employment at the )
Institution - - - Ha Partially

Supported

Income Level - - -

Gender - - -

Marital Status - - -

Hs: Work commitment of public employees differs according to demographic characteristics.

Work
Commi Job Work Work

tment | Aspirat| Dedicati | Concentr | Hypoth

Total ion on ation esis Accept
Age + + + -
Education status - + - -
Duration of Employment atthe )
Institution - - + - H Partially

5
Supported

Income Level - - - -
Gender + ¥ _ I
Marital Status - - - -

6. Discussion and Conclusion

A model is proposed to understand the relationship between employee motivation and performance and
work engagement. The effects of employee motivation on performance and work engagement in the
public sector were examined. In the research conducted for public employees in Esenyurt district of
Istanbul, it was concluded that public employees have a high level of motivation. According to the
results of the survey data with a 5-point Likert scale, the numerical value of the motivation level was
found to be 4.188. The general performance level has a numerical value 0f3.977, while the general work
engagement level has a numerical value of 3.729. From this point of view, it can be stated that the
performance and work commitment of public employees are high.

As a result of the data obtained in the research, it was determined that there are statistically significant
and positive relationships between motivation and performance and work commitment dimensions. As
the motivation of the employees increases, their performance increases, they volunteer to do more than
the given tasks and work with high performance until the end of the day. In addition, as their motivation
increases, employees find their work meaningful and think that it serves a purpose. It is also important
to ensure the continuity of working conditions that increase and maintain the motivation of employees
in order to maintain a high level of employee motivation.

According to the results of the analysis, 2 of the 5 hypotheses of the research on the effect of employee
motivation on performance and work commitment were supported, 3 of them were partially supported
and the study was generally accepted. When the motivation, performance and work commitment of

685



Yildiz, D. — Sen, G., 666-693

public employees are analyzed according to the descriptive characteristics, there is a high level of
significant difference in the level of education, while there is no significant difference in the level of
income. It is thought that public employees are affected by psycho-social motivational tools (status)
rather than economic (wages, bonuses) or organizational and supervisory (working conditions)
motivational tools. In addition, while the motivation and performance levels of the employees do not
differ significantly according to age, gender, marital status and working time in the organization
according to the descriptive characteristics, these characteristics show a high level of significant
difference in the sub-dimensions of commitment to work, desire for work, dedication to work and
concentration on work; This situation should be evaluated by taking into account that the number of 344
employees participating in the survey is 31-40 years old, more than 6-10 years, female employees,
married employees, undergraduate graduates and those whose income is equal to their expenses are
higher than the others. Ease of transportation to workplaces of public sector employees is especially
important for women and married employees. It is thought that the working hours in the public sector
of the employees who have been working in the public sector for a long time and who are in the middle
age group increase the motivation sub-dimension of motivation to work.

Battistelli et al. (2013) concluded that commitment and motivation are important antecedents of work
attitudes and behaviors. Moreover, motivation played a critical role in employees' positive behavior
(Battistelli et al. 2013). In another study, rewards, wages, and incentives are effective in positively
affecting motivation and performance (Bayad & Govand, 2021). It can be stated that this result increases
employees' commitment to work. It has been concluded that all components of employee engagement
show a strong relationship on the dependent variable, motivation, in terms of rewards and wages,
working environment and peer cooperation, benefits provided to employees, and relationships with
superiors/managers (Omar, Jusoff & Hamiyati, 2010).

In the study, it was questioned whether there is a significant difference in the levels of motivation,
performance and commitment to work according to the descriptive characteristics of public employees.
It was determined that there was no significant difference in the motivation, performance and work
engagement levels of the participants according to their age, working time in the organization, income
level, gender and marital status. There was a significant difference according to educational status; it
was determined that the motivation scores of associate, bachelor's and master's degree graduates were
higher than the motivation scores of high school and below graduates.

7. Limitations And Future Studies

The current research has some limitations. First of all, the scope of the research is limited to the public
sector. In the public sector, it is limited to employees of Istanbul Esenyurt Municipality. Future research
in different countries, regions or sectors may enable us to evaluate the impact of contextual factors on
these research results. In addition, the scope of the research can be expanded by increasing the number
of research samples for the public sector. No study has been found in the literature for public employees
that brings together the concepts of motivation, performance and work commitment. It can support
research on the concepts of motivation, performance and work engagement in different public
institutions. In this study, which aims to contribute to the literature, the survey method, one of the
quantitative data methods, was used. It is thought that the research can be improved with qualitative
methods.
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Genisletilmis Ozet

Calisanin motive edilmesinin, onu bir davraniga yonlendiren, sergilenen davranisin ne boyutta olacagini
belirleyen ve bu davranisin devamini getirebilen bir yapiya sahip oldugunu séylemek miimkiindiir.
Motivasyon sonucunda sergilenen davranislar bir amaca yonelik gerceklesmektedir. Calisan kisinin,
isini yaparken tatmin olmasi yaptig1 isi sevmesi ile miimkiin olmaktadir. Isini isteyerek ve severek yapan
kisi hem kendisi basarili olur, hem de sirketinin basanisina katkida bulunur. Calisanlarin is yerinde
tatmin olmasinda yaptig1 ise saygi gosterilmesi, ¢ikarlarinin korunmasit ve kurumun adil bir anlayistyla
ydnetilmesi gibi faktorlerin rolii son derece dnemlidir. isverenler, yoneticiler, miidiirler vb. ¢alisanlarmni
tatmin edebilmek i¢in onlara yonelik cesitli imkdn ve aktiviteler sunmak zorundadir. isveren veya
yOnetim tarafindan ¢alisanlara deger verilmesi ve ¢alisanlarin da isyerinde s6z sahibi olmast sirkete olan
baghlig1 artirmaktadir. Ayn1 zamanda ise bagliligi olan kisilerin performansit da olumlu yonde
ilerlemektedir. Buna ilaveten bireylerin psikolojik yapilart bu faktorlerin farklilagsmasindaki temel
nedenlerden biridir. Kisilerin bireysel farkliliklar ile motivasyon araglarinin birbirleriyle iliskili oldugu
ifade edilebilir. Calisanlarin motivasyonunu saglayan etkenler kisiden kisiye farklilik gdstermektedir.
Bireylerin psikolojik yapilari, bu faktorlerin farklilagmasindaki temel nedenlerdendir. Kisilerin bireysel
farkliliklar1 ile motivasyon aracglar birbirleriyle iliskili olmalidir.

Aragtirma tanimlayici-tarama modelinde tasarlanmistir. Tanimlayict aragtirmanin asil amaci; anket,
gbzlem, goriisme ve Odmekleme gibi araglarla ana kiitlenin ilgilenilen 6zelliklerini ortaya koymaktir.
Dolayisiyla tanimlayici arastirmanin esas amaci, eldeki problemi, bu problemle ilgili durumlan,
degiskenleri, bu degiskenler arasindaki iliskileri tanimlamaktir. Tanimlayici aragtirma modelinde iki
veya daha fazla degisken arasindaki iligkinin derecesi belirlenebilmektedir.

Arastirmada elde edilen veriler bilgisayar ortaminda SPSS 22.0 istatistik programi araciligiyla
degerlendirilmeye alinmis ve arastirmaya katilan kamu calisanlarinin tanimlayict 6zelliklerinin
belirlenmesi frekans ve yiizde analizleri yapilmistir. Katilimeilanin 6lgeklere verdikleri cevaplann
degerlendirilmesi icin ortalama ve standart sapma istatistiklerinden faydalanilmistir. Arastirma
degiskenlerinin normal dagilim gosterip gostermedigini belirlemek tizere de Kurtosis (Basiklik) ve
Skewness (Carpiklik) degerleri incelenmistir. Korelasyon ve regresyon analizleri sonucunda,
arastirmaya konu olan hipotezlerin kabul/red agiklamalan yapilmistir. Arastirmanin hipotezleri asagida
verilmistir.

Arastirmamn hipotezleri;

Hi: Kamu Calisanlarmin motivasyon algisi performans algisi tizerinde anlamli etkiye sahiptir.

H:: Kamu Calisanlarmin motivasyon algisi ise baghilik algisi iizerinde anlaml etkiye sahiptir.

Hs: Kamu Calisanlarinda motivasyon demografik 6zelliklere gore farklilik gostermektedir.
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Ha4: Kamu Calisanlarinda performans demografik 6zelliklere gore farklilik gdstermektedir.
Hs: Kamu Calisanlarinda ise baglilik demografik 6zelliklere gore farklilik gostermektedir.

2022 yilinin verilerine gore 983.571 niifusuyla istanbul’un en biiyiik ilgesi olarak birinci sirada yer alan
Esenyurt ilgesinde kamu c¢alisanlarindan elde edilen verilerin analizi sonucunda, motivasyon ile
performans ve igse baghilik boyutlart arasinda istatistiksel agidan anlamli ve pozitif yoni iliskilerin
oldugu saptanmustir.

Arastirmada Oncelikle kamu c¢alisanlarinin motivasyon diizeyleri sorgulanmistir. 5°1i Likert olcegi
izerinden yapilan degerlendirmeye gore kamu ¢alisanlarinin motivasyon diizeyleri 4.118 sayisal deger
almigtir. Bagka bir ifade ile kamu calisanlar yiiksek diizeyde motivasyona sahiptirler. Arastirmada kamu
calisanlarinin performans diizeyleri; gorev performansi ve baglamsal performans olmak iizere iki
boyutta ve bu iki boyutun toplam ortalamasini ifade eden genel performans olarak incelenmistir. 5
iizerinden yapilan degerlendirmeye gore katilimcilarm gorev performans diizeyleri 3.770, baglamsal
performans diizeyleri 4.093 ve genel performans diizeyleri 3.977 sayisal deger almistir. Bu veriler
katilimcilarin gerek gorev, gerek baglamsal performans ve gerekse genel performanslarinin yiiksek
diizeyde oldugunu gostermektedir. Katilimcilarm ise baghilik diizeyleri ise istek duyma, ise adanma ve
ise yogunlagma olmak {izere 3 boyutta ve bu 3 boyutun genel toplam ortalamasim ifade eden genel ise
baghlik olarak incelenmistir. Yine 5 iizerinden yapilan degerlendirmeye gore katilimcilarin ise istek
duyma diizeyleri 3.713, ise adanma diizeyleri 3.869 ve ise yogunlasma diizeyleri 3.627°dir. Genel ise
baghlik diizeyleri ise 3.729 sayisal deger almistir. Bu veriler kamu calisanlarmin islerine yiiksek
diizeyde adandiklarin1 gostermektedir.

Arastirmada katilimcilarin tamimlayic1 ozelliklerine gdre motivasyon diizeylerinde farklilik olup
olmadig1 da sorgulanmistir. Bu dogrultuda katilimeilarin yas, kurumda ¢alisma siiresi, gelir diizeyi,
cinsiyet ve medeni durumlarmma gére motivasyon diizeylerinde anlamli farklilik olmadig: belirlenmistir.
Calisanlarin motivasyon diizeylerinde egitim durumlarina gére yapilan incelemede ise; anlaml farklilik
gorlilmiis olup; oOnlisans, lisans ve yiikseklisans mezunlarinin motivasyon puanlarmin lise ve alti
olanlarin motivasyon puanlarindan yiiksek oldugu belirlenmistir. Arastirmada katilimcilarin tanimlayici
Ozelliklerine gore performans diizeyleri de performans genel, gérev performansi ve baglamsal
performans olarak 3 boyutta incelenmis ve bu boyutlarda ele alinan yas, kurumda caligma siiresi, gelir
diizeyi, cinsiyet ve medeni durumlar1 gibi degiskenlerin calisanlarin genel performans, gorev
performansit ve baglamsal performans diizeylerinde anlaml farklilik gostermedigi belirlenmistir.
Calisanlanin  genel performans, gorev performanst ve baglamsal performans diizeyleri egitim
durumlarnna gore incelendiginde ise; galisanlarin anlamh farklilik goriilmiis olup; Onlisans, lisans ve
yliksek lisans mezunlarinin performans genel, gérev performansi ve baglamsal performans puanlarinin
lise ve alt1 olanlarin motivasyon puanlarindan yiiksek oldugu saptanmistir. Arastirmada katilimcilarin
ise bagllik diizeylerinin tamimlayic1 6zelliklerine gore farklilik gosterip gostermedigi de ise baglilik
toplam, ise istek duyma, ise adanma ise yogunlasma olarak 4 alt boyutta incelenmistir. Bu boyutlar
katilimcilarin tanimlayici 6zelliklerinden gelir diizeyi ve medeni durumlarina gore anlamli farklilik
gostermemektedir. Yasa gore calisanlarin ise yogunlasma puanlar1 anlamhi farklilik gostermemektedir.
Ise baglhlik toplam, ise istek duyma ve ise adanma puanlarinda ise anlamli farklihk goriilmiis olup; 30
yas ve alti ile 40 tizeri olanlarm puanlarinm 31-40 yas olanlarm puanlarindan yiiksek olmasidir. Egitim
durumlarnna gore calisanlarn ise baglilik toplam, ise adanma ve ise yogunlagma puanlarinda anlamli
farkhlik gdriilmemistir. Ise istek duyma puanlarinda ise anlamli farkhlik gdriismiis olup; onlisans
mezunlarinin puanlarmin lise ve alt1 ile yiiksek lisans ve {izeri olanlarm ise istek duyma puanlarindan
yiiksek oldugu goriilmiistiir. Kurumda ¢alisma siirelerine gore ¢alisanlarin ise baglilik toplam, ise istek
duyma ve ise yogunlasma puanlarinda anlamli farklihk saptanmamustir. Ise adanma puanlarinda ise
anlamli farklilik goriilmiis olup; kurumda ¢aligma siirelerine gore 1-5 y1l olanlar ile 15 y1l {izeri olanlarin
ise adanma puanlarinin 6-10 yil olanlarin ise adanma puanlarindan yiiksek oldugu belirlenmistir.
Cinsiyetlerine gore ¢alisanlarn ise adanma puanlarmda anlamli farkhilik gériilmemistir. Ise baghlik
toplam, ise istek duyma ve ise yogunlasma puanlarinda ise anlaml farklilik goriilmiis olup; kadin
caliganlarin puanlari erkek ¢aligsanlarin puanlarindan yiiksek olarak saptanmuisgtir.

Analiz sonuglarina gore galisanlarin motivasyonlarinin performans ve ise baglilik {izerine etkisi konulu
arastirmanin; 5 hipotezinden 2’si desteklenmis, 3l ise kismen desteklenmis olup ¢aligmanin genel
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olarak kabul edildigi goriilmiistiir. Kamu ¢alisanlannin motivasyon, performans ve ise bagliliklarmin
tanimlayic1 Ozelliklere gore incelendiginde egitim durumunda yiiksek diizeyde anlamli farklilik
goriiliirken, gelir diizeyinde anlamli farklilik goriilmemistir. Bu durumu kamu ¢alisanlarinin ekonomik
(ticret, ikramiye) veya organizasyonel ve denetleyici (¢calisma kosullart) motivasyon araglarindan degil
psiko-sosyal motivasyon araclarindan (statii) etkilendigi diigiiniilmektedir. Ayrica c¢alisanlarin
motivasyon ve performans diizeyleri tanimlayict 6zelliklere gore yas, cinsiyet medeni durum ve
kurumda caligma siiresine gore anlamli farklilk gostermezken; bu ozellikler ise baglilik, ise istek
duyma, ise adanma ve ige yogunlasma alt boyutlarinda yiiksek diizeyde anlamli farklilik gdstermektedir;
Bu durumu ankete katilan 344 calisanin 31-40 yas araliginda, 6-10 yildan fazla, kadin ¢alisanlarin, evli
olanlarin, lisans mezunlarinin ve geliri giderine esit olanlarin sayilarinin digerlerinden fazla oldugunda
g6z Oniinde bulundurularak degerlendirilmesi gerekmektedir. Kamuda calisanlarin is yerlerine olan
ulasim kolayligi, 6zellikle kadin ve evli ¢alisanlar agisindan 6nem tagimaktadir. Kamu sektoriinde uzun
siire isine devam eden ve orta yas grubu calisanlarin kamu sektdriinde calisma saatlerinin yine
motivasyonun ige istek duyma alt boyutunu yiikselttigi diisiiniilmektedir.

Istanbul ilinin Esenyurt ilgesinde yapilan bu arastirma, her ne kadar niifus yogunlugu fazla olsa da
arastirmaya katilan 344 kamu (Egitim, Maliye, Belediye, Hastane, Emniyet, Kaymakamlik) ¢alisaninin
gorlisleri ile smirlidir. Daha fazla kamu calisan1 iizerinde arastirmalarin yapilmasi sonuglardan
genelleme yapilmasina olanak saglayacaktir. Arastirmanin benzerleri nitel arastirma ydnleri ile de
incelenerek motivasyon, performans ve ise baglilik arasindaki iligkilere dair daha kapsamli bilgilere
ulagilabilir. Motivasyon, performans ve ise baglilik kavramlan bir araya getirilerek yapilmis bir
caligmaya literatiirde rastlanmamig olup, kavramlarin birbiri ile olan iligkilerinin ortaya konulmasi
literatiire katki saglamak acisindan 6nem tagimaktadir. Aym1 zamanda kamu ¢alisanlarina motivasyon,
performans ve ise baglilik ile stratejik egitimler verilerek arastirmada yer alan alt boyutlarin
gelistirilmesi saglanabilir. Ozellikle kamu sektdriinde iletisim ve hizmetin énemli oldugu bu arastirma
orneklem sayisi artirillarak ¢alismanin gelistirilmesi oldukg¢a 6nemlidir.
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