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Abstract  
Efficiency, in changing, expanding and developing economic circumstances, has 
taken part as a significant fact within human life. Without doubt, the fact that 
people possess several potentials, talents and hidden powers is an acknowledged 
truth. In order for people to be successful and efficient at work, those potentials, 
talents and hidden powers are needed to emerge. Motivation is of the first order 
of importance regarding the factors which reveal known or unknown talents and 
power in an influential and efficient way. Therefore, the motivation technics 
that the managers exercise have an impact on disclosing skills and potentials 
which their works possess in terms of increasing the efficiency in social life and 
enterprises. Practicing these motivation technics effectively will provide the 
employees to be happy and successful at their tasks, hence targeted and expected 
success in the enterprises will be ensured. The aim of the present study is to 
determine the managers’ perceptions towards the employees in manufacturing 
facilities. The study was conducted on total participants of 229; 183 workers 
employed at 3 weaving and fabric dying factories and 46 managers through 
application of a scale and a questionnaire. The reason for preference of weaving 
and fabric dying factories was the practical usage of the impact of motivational 
technics applied by the managers to increase the employees. 
Statistical Package for Social Sciences (v.20) was used in the analysis of the 
study for the impact of motivational technics of the managers in order to 
increase the employees' efficiency. Primarily, thorough this program, 
Cronbach's Alpha of scale and it sub-dimensions were assessed by validity and 
safety analysis. Afterwards descriptive statistics were conducted based on 
percentage and frequency range of demographic data obtained from the scale. At 
the subsequent stage, in order to test whether the scores acquired from the scale 
and subscales scatter or not, Kolmogorov-Smirnov and Shapiro Wilk’s 
Significance level were tested and it was resolved that there was no normal 
variance for any variable and as a result, Mann-Whitney u for dual 
comparisons and Kruskal Wallis test for comparisons of more than two were 
applied.  
In this dissertation, optimum efficiency and motivation perceptions of the 
experienced managers and employees working in weaving and fabric dying 
factories were studied.) 
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INTRODUCTION 

In our world’s conjuncture life, the changes and advancements whether global or regional, are taking 
shape in an interesting rate. While this rapid development and change process effects organizations and 
enterprises in a positive way, it accompanies the negativities along side. In order for the enterprises and 
organizations not to have negativities, there must be decisive, strong and driven managers who evaluate 
the process well. 
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This study explains the perception of motivation techniques implemented by the managers to increase 
the efficiency of the employees who are working in Çerkezköy Organized Industrial Site, and if managers 
differ concerning the working process, and how. 
 
Efficiency Notion, Definition, Significance, The Factors Which Effects the Efficiency, Enhancing 
Methodologies and The Reasons of Its’ Inferiority 

 
Efficiency Notion, Definition and Significance 
Efficiency is one of the leading factors that affect the success in a positive and negative way, which every 
segment globally dwell on nowadays. Just as a heart which fulfills the vital duties in the human body, 
efficiency has the same value and importance for enterprises. Efficiency shows the success degree and the 
stationary state of an enterprise. 
While the ever-changing environment provides various opportunities for the enterprises, it leaves them 
under imperilments at the same time. The important thing for an enterprise is, by making the best use of 
the opportunities which arises by changes with the existing situation, potential resource and skill, to 
know how to eliminate the dangers with the lowest losses (Ergin Elmacı, 1999). No matter which sector, 
beneath the efforts made in production with regards to the goal and objective which the enterprises 
would like to reach, lies ensuring the efficiency in the enterprises (Daloğlu, 1993). 
Efficiency notion is a measurable notion which is defined very dissimilarly in every socioeconomic 
system; actually it is the ability to produce, or productivity. In this time and age where the competition is 
advancing by rising the workforce to prominence, the greatest problem which the enterprises must solve 
is achieving high efficiency. 
Even though efficiency, whether macro or micro economic, is crucial in different aspects, it is being 
observed that, it does not have a definition which is achieved by consensus, but it has many different 
definitions (Kanawaty, 1993). The technological equipment must constitute an integrity with the 
enterprise’s goal. When doing a feasibility study, it’s crucial to take into account the transportation 
situation, raw material procurement, the economic structure of the place which is being invested, both the 
national and international market condition of the product which will be produced, and intra-business 
efficiency. Operational efficiency is an absolutely must for the enterprises, no matter the sector. 
Efficiency, which became a lifestyle for people, will be achieved by gaining positive results which are 
valid in social, economic, cultural and other fields (Prokopenko, 1998). 
Efficiency can also be defined as eliminating the existing problems, perception and implementation of 
changes as opportunities, optimization of the resources, keeping the intra-business sense of service and 
quality high, sustaining the maximum quality by providing the best living conditions for the employees, 
enhancing the production by optimum costs, the effort of suppling the best living and working 
conditions for employees by preserving the environment and the natural areas. 
Aside from many parameters, while calculating the effectiveness, attention should be spread to the 
components like, the preparation of the raw materials for production, the main and the auxiliary 
chemicals which are mandatory to be used in the production process, the shift patterns of the employees, 
the salaries which are being paid, added-value of the product, raw material procurement and the cost of 
raw materials existing in the enterprise (Örücü, Kanbur, 2008). Output, is the final phase occurs in the 
impeccable and unrepeated production with the right utilization of the capabilities of the enterprise. As 
for efficiency, it is the connection between the product and the inputs which are being used to produce 
the product. Efficiency could be defined as the existing correlation between the acquired product and the 
raw material which is required to produce the desired product in the production facility, required 
equipment, workforce, labor, capital and energy and, the optimum utilization of these resources and 
services. Efficiency is, while making an investment to a place, making it prudentially, the suitable 
utilization of the resources by coalescing the capital with technology and, the gaining top level workforce 
of the labor. 
Efficiency could be defined as the utilization of the factors like various goods and services, the resources 
in the production, labor, primary raw material, intermediate raw material, machinery equipment, capital, 
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property, material, energy and know-how (Uslu, Kutukız, Çeken 2013). There are a lot of defections of 
efficiency. Efficiency is the ratio of the incomes which gained through service or production sector, to the 
costs which applied in the production or service sector (Efil, 2004). Another definition of efficiency; the 
ratio of the total revenues gained after the sales of the product which is currently being produced, to the 
costs which are used in the production (Özdemir, 1991). Efficiency is maximizing the sales rate by maybe 
lowering the prices to a level, keeping the costs at minimum because of the two factors which are, making 
more production compared to your colleague, and achieving high efficiency (Filiz, 2008). Maximizing the 
dialogue between the employer and the employee, improving the employee agents in the enterprise, 
improving manager wage-owner relationship and through this relationship making successful 
production defines us the intra-organizational efficiency (Genç, 2007). Intra-organization efficiency is, 
gaining successful and profitable production as a result of the investment which started to make 
production(Bakan, 2011). Efficiency modern economic efficiency could be defined as, the importance 
given in the years which the investments increased and the life’s rising started.(Kayar, 2012). 
It is possible to define the importance of the efficiency through many perspectives. In today’s conditions, 
in the competitive environment, efficiency is directly correlate with the enterprises, and the human factor 
they contain. Efficiency has importance with regards to employees, managers, enterprises and the 
community. 
 
The Factors Which Affect the Efficiency 
Employees are one of the leading core elements which affect the efficiency in enterprises. No matter how 
correct the other elements which effect the efficiency, if the employee doesn’t use the other elements 
effect, benefit, productiveness insidethe enterprise, the supply of the efficiency would be problematic. So, 
the role of the employee inside the enterprise is the same. It is possible to differ the factors which effects 
the efficiency in to two groups as, intra-business and extra-business. We can sort these factors as: The 

Intra-Business Factors Which Effect the Efficiency: Organizational Structure and System, Factory, 
Machine, Equipment etc. The Extra-Business Factors Which Effects the Efficiency: Equipment and 
Energy, Business Practices, Management Approach, Technology etc. 
 
Methodologies for Enhancing Efficiency in the Enterprises 

The usage of performance management systems has many benefits regarding the areas; enlarging 
business capacity, development, extension and enrichment. While the enlargement and development of 
the business and product diversification are parts of the management system which will lead up the 
enterprise, also these important criteria are directly proportional with efficiency. Some of the methods 
which are projected for enhancing the efficiency are Prokopenko, 2011, Prokopenko, 1998, Peker,1994, 
Pekel, 2001, Elizdoğan, 2005, Şimşek, Öğe, 2004): 
 
Business Growth and Development 
Business growth and development is an important activity which projects enlargement as business’s 
technical, capacity and employee growth. An employee’s learning of many production models beyond 
one task and responsibility, his/her self-development, has effects on both the enterprise’s enlargement 
and development, and himself/herself. In all the sectors, knowledge and the perception which is based 
on knowledge, planning the structure according to this, enhancement of the projects, accommodating the 
infrastructure to the new technology for the enterprise, the manager and the employees to have 
efficiency-based perception holds the uttermost importance. Business Enlargement: Business 
Enlargement expresses the promoting of tasks and responsibilities which are fulfilled by the employees, 
and instead of carrying out one task inside the enterprise, to fulfill different tasks successfully regarding 
the enterprise’s activities. Job Enrichment: In the heart of job enrichment lies the employee’s motivation 
for fondly fulfilling the task he/she is responsible for by undertaking it, ensuring the employee does 
what is necessary to make the task done by doing the speculating on how to be more useful in the 
production by himself/herself. Work Study: Work study is a method which is used to make out how 
many hours does the business works efficiently, and the dynamism which oriented for extinguishing the 
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inefficiency during inefficient work hours and, increase the efficiency of the employees. Value Analysis 

Method: Value Analysis Method is an analysis which examines the active passive production of the 
work, from the machine value to added-value. Job Simplification: It is anticipated that, by the correction 
and simplification of the tasks which are complicated in the enterprises, the employees do their tasks and 
duties fondly and motivated. Zero-Based Budget Management: Zero-Based Budget Management is a 
process which allows the important missions and responsibilities to perform decently like making 
weekly, monthly, and yearly business planning budgetary costs, the production processes costs which are 
foreseen, the raw material which is going to be used up, energy, chemical additives, the decent and 
logical planning of primary and intermediate raw material’s payments, the profitability which will clear 
the way for the enterprise, marketing strategy. A system which is developed to optimally distribute the 
scarce resources, and to eliminate the deficiencies of the classical budgeting within the long-term 
objectives and within the scope of the programs in the unexpected and extraordinary circumstances in 
the economic conditions. Force Field Analysis Method: Force field analysis method is a method which is 
by investigating the causes of the problems, foresees the enterprise’s operation in that manner. Definitely, 
there will be problems of all sizes in the enterprises. Brain Storming: Brain storming can be defined as 
the general framing of the ideas which are designed and speculated, and explicitly revealing and arguing 
them for the benefit of the enterprise. Nominal Grouping Method: Nominal Grouping is a technique 
which attempts to foresee the participation by the determination of the important points, producing the 
ideas and evaluating the developments. 
 
The Reasons Why Efficiency is Low in the Enterprises 
There are many reasons why efficiency is low in the organizations. We can sort some of those reasons as 
follows (Karaman, 2010, Aytürk, 2007, Kaya, 2011, Dessler, 1999): Unhealthy and Unsafe Working 

Environment: The workplace of the employees must be appropriate regarding ventilation, cleaning, 
warmth, humidity and illumination. When it is not appropriate, it effects the employees in a negative 
way and might lead to a decrease in their efficiency. Unfavorable Relations with the Managers: 

Management is an important factor which provides the organizations to reach their goals and targets. It is 
the manager which ensures the people to be successful in the specified goals and targets. Manager is the 
person who directs the employees which supplies these activities, to those goals and targets. The 
manager might harm the enterprise by causing the employees to have negative emotions, by leading 
them to do their job halfhearted, by canalizing them to not taking responsibilities if his/her approach is 
not humanitarian and if he/she displays behaviors which are uncompromising. Negative Relations 

Between the Colleagues: The employees will work wishfully and peacefully as a result of providing the 
working environment suitable for the employees, by letting them working in harmony, by participating 
in tasks which are supplementary for each other, meaning, by the elimination of the deficiencies on each 
other. Negative relations with the coworkers, leads to low sprits and demotivation of the employees and 
will cause their efficiency to decrease. Low Motivation: Low motivation while leads to affect negatively 
the productivity of the employees, at the same time it brings the unwillingness to complete a task to 
forefront. It is proven by the researches done, that low motivation leads to low productivity. Low 

Payment: The definition of payment is, the money that is being given or taken in return of labor or 
service. On behalf of keeping the satisfaction level of the employees in the enterprise which they are 
working in, the payment they receive holds a great deal of importance. Employees always wish to receive 
the worth of their work. They feel happy when they receive the payment which is equivalent for their 
labor. In exchange for the happiness, they work in such a manner that they will be efficient for the 
enterprise. The situation where the payment received fails to satisfy the labor, causes the employee’s 
motivation to diminish and his/her efficiency to decrease. Employee-Job Inconsistency: Tasking of the 
individuals who are working in the jobs which are suitable for their mental and physical mould, 
meaning, to elect the right job for the individual, ensures the enterprise to improve, make progress, even 
ensures the employee to improve, to be successful which leads to providing an efficient image. For an 
employee to work in a job which he/she will be successful, love, is an important fact for him/her, and for 
job fitting. Regarding as a value, people would prefer the jobs which they have an interest in. According 
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to Holland, the values, needs and the personality which effects motivation of the individual are 
important factors in job selection. It can be said that, undertaking of the job by employees which are not 
suitable for their personality, might lead to restlessness in the workplace, experience difficulty, even 
depression. In order not to face such circumstances on behalf of the enterprise, the employment must be 
generated according to the specifications of the tasks or individuals, their handicraft and skills. 
 
Notion, Definition and Importance of Motivation. The Motivation Techniques and Theories Which 
are Developed on Increasing the Efficiency of the Wage-Earners in the Work Life. Factors and 
Manager Behaviors Which Motivates the Employees. 

 
Notion, Definition and Importance of Motivation 

Nowadays, in conditions of competition, the enterprises must produce the product with the lowest cost 
possible with the best quality and they have to pay close attention to the motivation notion to gain the 
maximum efficiency within manpower in these costs. 
Motivation notion is derived from the word “movere” in Latin (Stress and Porter: 1975). This notion 
which bears the same meaning as incentive in Turkish, derived from the English and French word 
“motive”. Motivation has the same meaning with the following concepts and words; the thing that 
reveals motion, something belongs to the motion, the impulse and impetus which means motion force 
(Eroğlu, 1984). When motivation examined through its’ dimensions, it is encouraging the individuals to 
present their skills in higher levels by satisfying their choices from every angle, with handling their skills 
and aspects which are open to improvement. The individual presents a behavior with his/her desires and 
ambitions for an objective which is manifested (Yüksel, 2000). Another definition of motivation might be 
suggested as, the determined objectives and goals of the individual, the encouragement and affection for 
the acts, the foundation and acquirement of a business climate which will cause the satisfaction of the 
institution and the individuals (Dicle ve Dicle, 1973). 
Also, motivation has a great effect on the relationships between the individuals of the society. Because the 
biggest factor is the human endeavor for the enterprises to reach their goal indifference from their 
operations, the motivation levels of the individuals must be ultimate. Achieving this, depends on the 
individual’s enthusiasm and embracing the job. The motivation process, in a sense, is the period of 
convincing that there is a direct correlation between the work efficiency of the individual inside the 
enterprise, and satisfying their personal needs (Yüksel, 2000). 
There are a lot of concepts which relates to motivation. We can align some of them as: need, impulse, 
instinct (success, bonding, competition and the power-instinct). These concepts are fall within the 
foundations of motivation. Gratified needs don’t considerably motivate people. Competition and success 
instincts are the primary elements which motives the people most (Hitt, Middlemist, Mathis, 1989, Genç, 
Demirören, 2000, Armstrong, 1984, Sadullah, 1998, Locke, 1976, Batmaz, 2002, Gürgen, 1997, Güney, 2011, 
Eren, 2003, Dereli, 1997, Koçel,  2010, Luthans, 1995, Sabuncuoğlu, Tüz, 1998). People get motivated by 
their needs, impulses and instincts, and behave differently by their influence. Even though the 
importance of motivation holds different meanings for the wage-earners and the enterprises, it’s 
significance is far too great to be ignored. We can line up the following regarding motivation’s benefits 
(Gökçe, Atabey, 2001). 
 

 Right alongside the basic economic needs of the wage-earners, it enables the fulfilling of the 
needs of the society. 

 It avails personal ego satisfaction by letting wage-earners to know themselves and self-assurance. 

 It put across the distinctive qualities of the wage-earners, and reveals how and in what way these 
qualities could be utilizable for the organization. 

 By the natural consequences of these qualities, it constitutes a competition environment which 
aims the development of the social and economic welfare circumstances of the individuals. 
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The biggest power of the managers to reveal the talents and strengths of the wage-earners is, motivation. 
If the employee is acting towards a line which is leading to an objective to reach an outcome and working 
with the manifestation of his/her all abilities and skills to achieve it, then motivation may be of concern. 
The significance of motivation with regards to the employees, managers and enterprises are beyond 
measure. Because the wage-earners and managers which are motivated, outperforms. This situation 
provides the enterprises to produce more efficient and qualified products. The enterprises which produce 
more efficient and qualified products take bigger shares from the market. By means of this, the 
enterprises continue their existence. 
  
The Motivation Techniques and Theories Which are Developed on Increasing the Efficiency of the 
Wage-Earners in the Work Life 

Because the motivation labor objectives which is a physiological process in principle, and the bringing 
forth of the enterprise objectives to the same state plays an assembly role, and end up increasing the 
performance of the employees, it’s often used in the management field. Therefore, the points like the 
actualization forms of the relationship between motivation and the desirable performance by the 
motivation techniques, the individual and organizational factors which effects this relationship become 
important. 
In order to find the proper motivation techniques for their employees, the managers at first must 
familiarize and observe their employees well. Because it is not probable to reach the determined goals for 
the employees, when the motivation techniques which are implemented do not corresponds neither with 
their needs nor characters. 
We can sort the motivation techniques which are developed and anticipated for increasing the efficiency 
of the wage-earners in professional life as follows: intimidation, enfranchising, identifying with the 
occupation and institution, punishment and reward, contest, competition (Güney, 2011). As the managers 
implement these techniques in the right place at the right time, so the efficiency of the employees will 
increase at the same rate. Otherwise, the morale and motivation of the employees will decrease. This will 
affect their efficiency unfavorably. 
Many researches and examinations have been made by the scientists to increase the motivations of 
the employees. Those who made the research developed theories based upon the data they 
received. We can array the theories which are developed by the scientists based upon the 
researches they made as: Maslow's Theory of Need Hierarchy (According to Maslow, people’s 
needs consist of five layers. The first layer contains basic physiological necessity, the second layer 
contains safety, the third layer contains belonging, the fourth layer contains esteem, the fifth layer 
contains self-actualization. According to Maslow, without fulfilling the needs in the lower layers, it 
is not possible to swift to an upper layer.) Alderfer's Erg Theory (In the Erg Theory, the needs of 
the people differ into three layers. In the first layer there is existence, in the second layer there is 
relatedness, in the third layer there is growth. According to this theory, the less a need is satisfied, 
the more it will become instinctive.) Herzberg’s Two-Factor Theory (According to Herzberg, the 
satisfaction of some conditions doesn’t motivate, just holds the positon. For example; technical 
knowledge and supervision. On the other hand, some conditions full motivates. For example; 
success and appreciation.) McClelland’s Need Theory (According to this theory, people’s needs 
gain importance as a result of learning.) Adams’ Equity Theory (According to this theory the most 
disturbing situation for the people is treating them unequally inside the enterprise. When being 
treated equally, people will be happier.) Vroom’s Expectancy Theory (According to this theory, the 
goal and choices of the individual and the expectations of success regarding this goal, determines 
the motivation, not personal needs.) Lawler-Porter’s Expectancy Theory (According to this theory, 
the satisfaction of the employees from the task they fulfill is identified by comparing the output 
that is gained and, the output which should have been gained.) Edwin Locke’s Goal -Setting Theory 
(According to this theory, individual or organizational goals define the motivation levels of the 
people.) Behavior Modification and Reinforcement Theory (According to this theory, when the 
employees perform a behavior which is unwelcome, they are not punished. When they perform a 
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behavior which is favorable, those behaviors reinforced and reproduced by rewarding them.)  
(Tınar, 1999, Güney, 2012, Baysal, Tekarslan, 1987, Ataman, 2001, Kırel 1999, Onaran 1978, Gökçe, 
Atabey, 2001, Miner, 1992, Türko, 1988, Can, Aşan, Aydın, 2006, Aşıkoğlu, 1996, İncir, 1985, 
Şimşek, Akgemci, Çelik, 1998, Güney, 2011).  
 
The Factors and Manager Behaviors Which Motivates the Employees 
The goal of motivation is ensuring the employees to work fondly and willingly. Even though there are 
many methods for achieving this, in many cases it fell through. The motivation techniques differ with 
regards to time and place. A motivation technique which constitutes a positive effect on a wage-earner, 
might not constitute the same effect on another (Karaman; 2010). The individuals’ motivation based on 
their needs, vary. The following factors are effective on the motivation of employees: wage and wage rise, 
bonuses, rewards, permits, healthy work environment, job security, rest breaks, working hours 
etc.(Hageman, 1995, Bentley, 1999, Peker, Aytürk, 1998, Sabuncuoğlu, Tüz, 1998, Vroom, 1996, Akat, 
Budak, 1994). Wages and bonuses are the main factor for the employees to maintain their life. Healthy 
working conditions, rest breaks and permits ensures employees to make their job better. These factors 
affect the morale and motivation of the employees in a positive way and increase their efficiencies. 
The reasons which bounds the wage-earner to his/her job, and motivates positively to carry out 
executing his/her job, are not just economic and psychosocial based factors. In addition to this, there are 
manager attitude and behaviors which are effective for motivating the employees. To put it in a different 
way, the acting of the managers which respects humanitarian values, is quite effective on motivating the 
employees (Sapancalı, 1993). In order to motivate the wage-earners, the managers have to adopt manners 
and behaviors which are befitting for humans. We can sort some of these befitting manners as follows 
(Güney, 2011): 
 

 Allowing the wage-earners to state their opinions and possibility to share information, 

 Listening with an attentive ear what the wage-earners say, 

 Approaching the wage-earners warmly and smile them sincerely, 

 By using body language, give respectful messages to the wage-earners, 

 Praising the wage-earners willingly, 

 Respecting the wage-earners’ ideas and the stuff they care about, 

 Offering suggestions for positive contributions after getting the wage-earners’ opinion, 

 Being thoughtful before the wage-earners’ demands and wishes, 

 Acting equally and fair among the wage-earners, 

 Being patient, 

 Leveling themselves to the level of the wage-owners, so understand them better, 

 Not changing the subject before the wage-owners finish their say, 

 Being sincere when asking questions to the wage-owners, 

 Avoiding the attitudes and behaviors which will shake the confidence of the wage-earners 

 Being careful when making promises to the wage-owners and keeping it no matter what, 

 Acting in manner which will lighten the mood and if necessary cheer up the environment while 
among the wage-earners. 
 

The policies which are constituted by the managers must be compatible with the organization structure 
and expectations of the wage-earners. Manager behaviors might have a positive or a negative effect on 
wage-earners with regards to added value production of the enterprises. Wage-earners must be managed 
by the fact that they are human beings and they have physiological and psychological needs. It is too 
hard for a management mentality which ignores human needs and expectations to lead the enterprise to 
success. 
For this reason, all the factors which are required for the modern management mentality should be taken 
into consideration and be implemented. A wage-earner force which is motivated, will definitely achieve 
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the determined goal. The most important incident here is, the implementation of the necessary conditions 
for wage-earners by the manager. 
 
Application 
Research Method, Population and Sample 

The questions of the survey prepared to determine the opinions of the employees about the effect of 
using the motivation tools by managers on employees, with regards to increasing the performance of the 
employees. In the first section of the survey, there are questions intended for determining the individual 
specifications of the employees. In this section, it is aimed to learn the distributions with regards to 
gender, age, educational status, assignment and experience of the participants of the survey. The 
questions in this survey are prepared as multiple-choice. On the second section of the survey, there are 
questions to determine the opinions of the employees about the motivation tools. The questions in this 
section are consists of three parts and prepared according to the five point Likert scale. 
The research contains the firms which are in Çerkezköy Organized Industrial Site, and operating in the 
textiles industry. 
Because the population is too big and it is not possible to receive information from each of them, a sample 
group constituted in the research. Exactly 229 people filled out the survey who are working in 3 medium 
scaled firms which are operating in the textiles industry in Çerkezköy Organized Industrial Site. The 
firms which are in the scope of the research, are chosen from the firms which answer to the description of 
medium scaled firms, among which employ more than 50 employees. 
 
Data Collection Techniques and Analysis Methods 

The survey form which prepared in accordance with the data collected, applied by pollsters in the chosen 
sample. The data base consisted with the survey answers through the firm employees who are working in 
the firm which is in Çerkezköy Organized Industrial Site, operating in the textiles industry. 
SPSS 20 packaged software is being used in the analysis that we made regarding the research called The 
Motivation Techniques Which Are Implemented by the Managers to Increase the Efficiency of the Wage-
Earners. Primarily, by making validity and safety analysis especially through this software, the scale and 
the sub-dimensions are left on Cronbach’s Alfa values. Afterwards, descriptive statistics are calculated 
related to the percentage and frequency variances of the demographic data acquired from the scale. 
And the phase after that, it is decided that no normal distribution is valid for any of the variables by 
looking Kolmogorov-Smirnov and Shapiro Wilks at the significance levels for to test whether the scores 
are distributed normally which are acquired from scale and the subscales are distributed according to the 
demographic specifications, and as a result of this Mann-Whitney U test is applied for paired comparison 
and Kruskal Wallis Test for comparing more than two groups. 
 
Findings and Commentary 
Distributions of Attendants Through Gender, Age, Education, Assignment, Income, Marital Status 
and Term of Office 
Out of 229, 63 survey attendants are female and, 166 of them are male. Out of 229, 48 of them belong to 
the age group between “18-23”, 63 of them belong to the age group between “24-29”, 48 of them belong to 
the age group between “30-35”, 33 of them belong to the age group between “36-40”, 37 of them belong to 
the age group “41+”. Out of 229, 87 of them represents primary school students, 74 of them represents 
high school students, 14 of them represents associate degree students, 42 of them represents bachelor's 
degree students and 12 of them represents post graduate and doctorate students. Out of 229, 46 of them 
are managers, 183 of them are workers. Out of 229, 31 of them are very low income owners, 64 of them 
are low income owners, 118 of them are middle income owners and 16 of them are high income owners. 
Out of 229, 138 of them are married, 86 of them are single and 5 of them are divorced. Out of 229, 102 of 
them are working for “1-3” years, 66 of them are working for “4-7” years, 26 of them are working for “8-
10” years, 17 of them are working for “11-13” years and 18 of them are working for “13+” years. 
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Validity and Safety Analysis 
On Chart 1 it is shown the safety statistics of the data which acquired through survey method. 
 

Chart 1:  Safety Analysis 

 

 Cronbach’s Alpha  Standardized Cronbach’s Alpha N 

 

           0,914   0,921   28 

 
According to the data obtained through sample which participated the survey consisting of 28 questions, 
Cronbach’s Alpha value is 0,914 in the safety analysis of motivation effect scale, it is clearly understood 
that the scale is quite dependable. 

 
The Safety Tests of the Factors 
On Chart 2, the safety tests of the factors are shown. 
 

Chart 2: The Safety Tests of the Factors 

         Standardized 
   Cronbach’s Alpha  Cronbach’s Alpha  N 
Economic Tools   0,716            0,726  5 
Psycho-social    0,83            0,838               13 

Organizational and Managerial 0,856             0,87               10 

 
The Cronbach’s Alpha coefficients concerning the three sub-dimensions of the motivation scale of the 
data which acquired through 299 employees are in order, Economic Tools 0,716; the scale is reliable, 
Psycho-social Tools 0,83; the scale is quite reliable, Organizational and Managerial Tools 0,856; the scale is 
quite reliable. 
 
Hypothesis Tests 

Here, differential effects upon the worker’s gender of economic tools, psycho-social tools and 
organizational and managerial tools from the motivation techniques which aims to increase the efficiency 
of the employees are researched. 
 
Results of the Motivation Techniques Regarding the Gender of the Survey Participants 
Results of the motivation techniques regarding the gender of the survey participants are shown in Chart 
3. 
 

Chart 3: The results chart of the motivation techniques regarding the gender of the survey participants 

  Gender M. Rank Standard Deviation U p         P=0,05 

 
   Female 129,76             8175              4299       0,037    Valid 

Economic Tools Male  109,4            18160 

  Female 129,83             8179              4295       0,037    Valid 
Psycho-social T. Male 109,37            18156 

   Female 120,91            7617,5             4856,5     0,404  Invalid 
Org. & Man. T. Male  112,76           18717,5 

The result of Mann-Whitney U Test which is performed due to determine whether there is a 
differentiation or not in the sense of gender regarding employees’ sub-dimensions of Economic Tools, 
Psycho-social Tools and Organizational and Managerial Tools is seen on the chart above. 
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According to the analysis results, a valid differentiation is found in the sense of gender for the sub-
dimensions of Economic Tools (U=4299; p=0,037<0,05) and Psycho-social Tools (U=4295; 
p=0,037<0,05).For the sub-dimension Organizational and Managerial Tools (U=4856,5; p=0,404>0,05), no 
valid differentiation is found in the sense of gender. The mid-rank value of the female employees is 
discovered to be statistically more valid than the males, with regards to the sub-dimensions of both the 
Economic Tools and the Psycho-social Tools. 
 
Results of the Motivation Techniques Regarding the Age Groups of the Survey Participants 
Results of the motivation techniques regarding the age groups of the survey participants are shown in 
Chart 4. 
 

Chart 4: The results chart of the motivation techniques regarding the age groups of the survey 
participants 

  Age Group 

    

n Line df  
 

p P=0,05    

Economic 

Tools 

     18-23 48 126,77 4 5,095 0,278 

Invalid      24-29 63 117,25 

        30-35 48 120,51 

   

 

     36-40 33 99,26 

        41+ 37 102,8       

Psycho- 

social 

Tools 

     18-23 48 119,26 4 3,701 0,448 

Invalid      24-29 63 122,57 

        30-35 48 118,79 

   

 

     36-40 33 105,12 

        41+ 37 100,47       

 

Org. 

& Man 

Tools 

 

     18-23 48 125,55 4 6,645 0,156 

Invalid      24-29 63 122,71 

        30-35 48 118,52 

   

 

     36-40 33 97,67 

        41+ 37 99,08       
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The result of Kruskal-Wallis Test which is performed due to determine whether there is a differentiation 
or not in the sense of age groups regarding employees’ sub-dimensions of Economic Tools, Psycho-social 
Tools and Organizational and Managerial Tools is seen on the chart above. 
According to the analysis results, non valid differentiation is found in the sense of age groups for the 
employees’ sub-dimensions of Economic Tools (  (4)= 5,095; p=0,278>0,05), Psycho-social Tools 
(  (4)=3,701; p=0,448>0,05), and Organizational and Managerial Tools (  (4)= 6,645; p=0,156>0,05). 
 
Results of the Motivation Techniques Regarding the Educational Status of the Survey Participants 
Results of the motivation techniques regarding the educational status of the survey participants are 
shown in Chart 5. 
 

Chart 5: The results chart of the motivation techniques regarding the educational status of the survey 
participants 

 Educational Status 

    

n Line df    p P=0,05 

Economic Tools 

Primary School 87 113,64 4 2,883 0,578 

Invalid High School 74 122,20 

   Associate Degree 14 119,36 

   

 

Bachelor's Degree 42 110,83 

   P.Graduate/Doctorate 12 89,96       

Psycho-social Tools 

Primary School 87 106,80 4 3,330 0,504 

Invalid High School 74 124,02 

   Associate Degree 14 127,61 

   

 

Bachelor's Degree 42 111,65 

   P.Graduate/Doctorate 12 115,83       

Org.& Man.Tools 

Primary School 87 112,82 4 3,839 0,428 

Invalid High School 74 124,80 

   Associate Degree 14 116,64 

   

 

Bachelor's Degree 42 108,92 

   P.Graduate/Doctorate 12 89,79       

 

The result of Kruskal-Wallis Test which is performed due to determine whether there is a differentiation 
or not in the sense of educational status regarding employees’ sub-dimensions of Economic Tools, 
Psycho-social Tools and Organizational and Managerial Tools is seen on the chart above. 
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According to the analysis results, no valid differentiation is found in the sense of educational status for 
the employees’ sub-dimensions of Economic Tools (  (4)= 2,883: p=0,578>0,05), Psycho-social Tools 
(  (4)=3,330; p=0,504>0,05), and Organizational and Managerial Tools (  (4)= 3,839; p=0,428>0,05). 
 
Results of the Motivation Techniques Regarding the Monthly Income of the Survey Participants 

Results of the motivation techniques regarding the monthly income of the survey participants are shown 
in Chart 6. 
 

Chart 6: The results chart of the motivation techniques regarding the monthly income of the survey 
participants 

 Monthly Income 

    

N Line df 

 

p P=0,05 

 

   

 

Economic Tools 

Very Low 31 129,1 3 6,453 0,092 Invalid 

Low 64 124,76 

   

  

Middle 118 109,81 

    High 16 86,97         

Psycho-social Tools 

Very Low 31 136,76 3 10,172 0,017 

(G1-

G3),(G1-

G4),(G2-

G4) 

Low 64 125,49 

   

 

Middle 118 108,02 

    High 16 82,34         

Org.&Man.Tools 

Very Low 31 139,47 3 12,426 0,006 

(G1-

G3),(G1-

G4),(G2-

G4),(G3-

G4) 

Low 64 123,13 

   

  

Middle 118 109,86 

    High 16 72,97         
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The result of Kruskal-Wallis Test which is performed due to determine whether there is a differentiation 
or not in the sense of monthly income regarding employees’ sub-dimensions of Economic Tools, Psycho-
social Tools and Organizational and Managerial Tools is seen on the chart above. 
According to the analysis results, while no valid differentiation is found in the sense of monthly income 
for the employees’ sub-dimension of Economic Tools (  (3)= 6,453; p=0,092>0,05), a valid differentiation 
is found for the sub-dimensions of Psycho-social Tools (  (3)=10,172; p=0,017<0,05), and Organizational 
and Managerial Tools (  (3)=12,426; p=0,006<0,05). In order to find in which of the groups these 
differentiations exist, paired comparison is made once again. 
It has been observed that, the psycho-social tools motivation level of the very low income segment is 
validly high in terms of statistics than the middle and the high income segment. Similarly, it has been 
observed that, the psycho-social tools motivation level of the low income segment is validly high in terms 
of statistics than the high income segment. 
It has been observed that, the organizational & managerial tools motivation level of the very low income 
segment is validly high in terms of statistics than the middle and the high income segment. Similarly, it 
has been observed that, the organizational & managerial tools motivation level of the low income 
segment is validly high in terms of statistics than the high income segment, the organizational & 
managerial tools motivation level of the middle income segment is validly high in terms of statistics than 
the high income segment. 
 
Results of the Motivation Techniques Regarding the Assignment Status of the Survey Participants 
Results of the motivation techniques regarding the assignment status of the survey participants are 
shown in Chart 7. 
 

Chart 7: The results chart of the motivation techniques regarding the assignment status of the survey 
participants 

Gender 

Mean 

Rank 

Standard 

Deviation U p P=0,05 

Economic Tools 

Manager 102,38 4709,5 3628,5 0,146 Invalid 

Wage-

Earner 118,17 21625,5     

  

Psycho-socialTools 

Manager 103,35 4754 3673 0,181 Invalid 

Wage-

Earner 117,93 21581     

  

Org.&Man.Tools 

Manager 94,75 4358,5 3277,5 0,020 Invalid 

Wage-

Earner 120,09 21976,5     

  

 
The result of Kruskal-Wallis Test which is performed due to determine whether there is a differentiation 
or not in the sense of assignment status regarding employees’ sub-dimensions of Economic Tools, 
Psycho-social Tools and Organizational and Managerial Tools is seen on the chart above. 
According to the analysis results, while no valid differentiation is found in the sense of assignment status 
for the employees’ sub-dimension of Economic Tools (U=3628,5; p=0,146>0,05)  and Psycho-social Tools 
,(U=3673; p=0,181>0,05) a valid differentiation is found in the sense of assignment status for the sub-
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dimensions of and Organizational and Managerial Tools (U=3277,5; p=0,020<0,05).The organizational & 
managerial tools motivation level of the wage-earners is validly high in terms of statistics than the 
managers. 
 
Results of the Motivation Techniques Regarding the Term of Office of the Survey Participants 

Results of the motivation techniques regarding the term of office of the survey participants are shown in 
Chart 8. 
 

Chart 8: The results chart of the motivation techniques regarding the term of office of the survey 
participants 

  

Term of 

Office 

    

N      Line df    p P=0,05 

Economic Tools 

1-3 Years 102 116,22 4 0,445 0,979 

Invalid 4-7 Years 66 114,17 

   8-10 Years 26 113,65 

   

 

11-13 Yrs. 17 106,94 

   13+ 18 120,69   

 

  

Psycho-social 

Tools 

1-3 Years 102 117,84 4 4,582 0,333 

Invalid 4-7 Years 66 107,19 

   8-10 Years 26 130,77 

   

 

11-13 Yrs. 17 125,06 

   13+ 18 95,25   

 

  

Org.&Man.Tools 

1-3 Years 102 122,32 4 5,589 0,232 

Invalid 4-7 Years 66 113,82 

   8-10 Years 26 109,06 

   

 

11-13 Yrs. 17 117,97 

   13+ 18 83,61       

 
The result of Kruskal-Wallis Test which is performed due to determine whether there is a differentiation 
or not in the sense of term of office regarding employees’ sub-dimensions of Economic Tools, Psycho-
social Tools and Organizational and Managerial Tools is seen on the chart above. 
According to the analysis results, no valid differentiation is found in the sense of term of office for the 
employees’ sub-dimensions of Economic Tools (  (4)=0,445; p=0,979>0,05), Psycho-social Tools 
(  (4)=4,582; p=0,333>0,05, and Organizational and Managerial Tools (  (4)=5,589, p=0,232>0,05). 
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Results of the Motivation Techniques Regarding the Marital Status of the Survey Participants 
Results of the motivation techniques regarding the marital status of the survey participants are shown in 
Chart 9. 
 

Chart 9: The results chart of the motivation techniques regarding the marital status of the survey 
participants 

  

Marital 

Status 

    

n Line Df 

 

                

 

p P=0,05 

Economic Tools 

Married 138 110,46 2 1,650 0,438 Invalid 

Single 86 121,78 

   

  

Divorced 5 123,6         

Psycho-social Tools 

Married 138 108,51 2 3,411 0,182 Invalid 

Single 86 125,28 

   

 

Divorced 5 117,2         

Org.&Man.Tools 

Married 138 107,1 2 5,832 0,054 Invalid 

Single 86 128,53 

   

  

Divorced 5 100,4         

 

The result of Kruskal-Wallis Test which is performed due to determine whether there is a differentiation 
or not in the sense of marital status regarding sub-dimensions of Economic Tools, Psycho-social Tools 
and Organizational and Managerial Tools of the employees, is seen on the chart above. 
According to the analysis results, there is no valid differentiation in the sense of marital status for the 
employees’ sub-dimensions of Economic Tools (  (2)=1,650; p=0,438>0,05), Psycho-social Tools 
(  (2)=3,411; p=0,182>0,05), and Organizational and Managerial Tools (  (2)=5,832; p=0,054>0,05). 
 
CONCLUSION AND SUGGESTIONS 

Efficiency is the ability to produce or productivity, although it might be another notion which is generally 
defined and measured differently in most of the socio-economic systems. As efficiency expresses the 
relation between the input which is used in the production process and output which is gained in the end 
of this process, it might also be expressed as making production by using the resources in the best way 
possible. Motivation is the acting of a strong desire that is felt to go through an activity. It could also be 
expressed as the power which drives the people. In this process the most important element is the one 
who manages and the one who is managed. 
We decided to make this research because the viewpoints of the manager in the enterprise to the 
employees, the differences on the motivation techniques which they implement, the effect they have on 
individuals, aroused interest on us. 
This research has been done by applying a survey on the managing and managed individuals who are 
working in the factories which are based in Çerkezköy Organized Industrial Site, proved themselves in 
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the textiles industry, successful and making production under their own brand. The aim is to define the 
manager perceptions on the wage-earners in the facilities which are making production. 
In the result of Kruskal-Wallis Test which is performed due to determine whether there is a 
differentiation or not in the sense of educational status regarding employees’ sub-dimensions of 
Economic Tools, Psycho-social Tools and Organizational and Managerial Tools, it has been observed that 
there is a valid differentiation among motivation perceptions with regards to the educational status of the 
employees. In the motivation perceptions of the employees, educational status is an important factor. It 
has been confirmed by the researches done that, the ones with the higher level of educational status are 
perceiving the motivation process and tools more consciously than the ones with the lower level of 
educational status. According to the results of Kruskal-Wallis Test which is performed due to determine 
whether there is a differentiation or not in the sense of monthly income regarding employees’ sub-
dimensions of Economic Tools, Psycho-social Tools and Organizational and Managerial Tools, it has been 
found that there is a valid differentiation for the employees’ sub-dimension of Economic Tools. In order 
to find in which of the groups these differentiations exist, paired comparison is made once again 
According to the results of Mann-Whitney Test which is performed due to determine whether there is a 
differentiation or not in the sense of gender regarding employees’ sub-dimensions of Economic Tools, 
Psycho-social Tools and Organizational and Managerial Tools, it has been found that there is a valid 
differentiation with regards to gender for the employees’ sub-dimensions of Economic Tools and Psycho-
social Tools. For the sub-dimension Organizational and Managerial Tools, there is no valid differentiation 
in terms of gender. The mid-rank value of the female employees is discovered to be statistically more 
valid than the males, with regards to the sub-dimensions of both the Economic Tools and the Psycho-
social Tools. 
According to the results of Kruskal-Wallis Test which is performed due to determine whether there is a 
differentiation or not in the sense of age groups regarding employees’ sub-dimensions of Economic Tools, 
Psycho-social Tools and Organizational and Managerial Tools, there is no valid differentiation in the 
sense of age groups for the employees’ sub-dimensions of Economic Tools and Organizational and 
Managerial Tools. 
It has been observed that, the psycho-social tools motivation level of the very low income segment is 
validly high in terms of statistics than the middle and the high income segment. Similarly, it has been 
observed that, the psycho-social tools motivation level of the low income segment is validly high in terms 
of statistics than the high income segment and the organizational & managerial tools motivation level of 
the middle income segment is validly high in terms of statistics than the high income segment. It is easier 
for the low income segment to accept and be motivated by the present motivation tools and 
opportunities, than of the high income segment. 
According to the results of Kruskal-Wallis Test which is performed due to determine whether there is a 
differentiation or not in the sense of assignment status regarding employees’ sub-dimensions of 
Economic Tools, Psycho-social Tools and Organizational and Managerial Tools; according to the results 
of Mann-Whitney Test which is performed due to determine whether there is a differentiation or not in 
the sense of assignment status regarding employees’ sub-dimensions of Economic Tools, Psycho-social 
Tools and Organizational and Managerial Tools, while no valid differentiation is found in the sense of 
Economic Tools, Psycho-social Tools, a valid differentiation is found in the sense of assignment status for 
the sub-dimension Organizational and Managerial Tools. The mid-rank value of the wage-earners is 
statistically more valid than the managers, with regards to the Organizational and Managerial Tools. 
According to the results of Kruskal-Wallis Test which is performed due to determine whether there is a 
differentiation or not in the sense of term of office regarding employees’ sub-dimensions of Economic 
Tools, Psycho-social Tools and Organizational and Managerial Tools, there is no valid differentiation in 
the sense of term of office for the employees’ sub-dimensions of Economic Tools and Organizational and 
Managerial Tools. 
According to the results of Kruskal-Wallis Test which is performed due to determine whether there is a 
differentiation or not in the sense of marital status regarding employees’ sub-dimensions of Economic 
Tools, Psycho-social Tools and Organizational and Managerial Tools, there is no valid differentiation in 
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the sense of marital status for the employees’ sub-dimensions of Economic Tools, Psycho-social Tools and 
Organizational and Managerial Tools. 
 
Suggestions 
The research was performed on the employees who are working in the textile sector. Anyone who is 
interested in this subject or would like to make a research on it, can implement this survey to the firms 
which are operating in other sectors. By doing so, they might compare the results they received with the 
results from textiles sector, and make suggestions to the managers. If any different techniques located 
with regards to increasing the efficiency in the applications which are done in other sectors, these 
techniques might be recommended to other enterprises as well, and the results might be researched. 
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