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ABSTRACT

This study aims to reveal both the motivation sources of employees in extraordinary conditions
(such as COVID-19) and the type of motivational sources that are dependent on individual and
environmental conditions. Within the framework of the aim of the study, quantitative research
was conducted. The universe of the study is logistics companies in the TIMS 2020 report, with a
sample consisting of 343 employees from various positions and professions. Data were obtained
by questionnaire method. The questionnaire consist of a socio-demographic information form
contains individual, work-related, and COVID-19 experience questions and the six-dimension-
al motivation at work scale. According to analysis findings, the 6-dimensional motivation scale
was represented by 5 dimensions (as a result of CFA analysis), and introjected motivation was
eliminated. Identified regulation levels of employees were calculated at quite high levels, while
amotivation levels were quite low. As a result of the difference tests, material and social exter-
nal regulations are differentiated according to personal differences. Amotivation is affected by
position. In addition, parallel with the previous findings, while controlled motivation was open
to these effects, autonomous motivation was not affected by environmental conditions and per-
sonal characteristics. Details are discussed in the relevant section.

Cite this article as: Ertosun, O. G. An evaluation on the motivation of employees in the logistics
sector during the COVID-19 pandemic process. Yildiz Sos Bil Ens Der 2022;6:2:49-61.

0z

Bu ¢alisma, hem olagandis1 kosullarda (COVID-19 gibi) ¢alisanlarin motivasyon kaynak-
larini hem de bireysel ve gevresel kosullara bagli olan motivasyon kaynaklarinin tiiriinii or-
taya koymay1 amaglamaktadir. Aragtirmanin amaci gergevesinde nicel arastirma yapilmugtir.
Aragtirmanin evrenini TIMS 2020 raporunda yer alan lojistik sirketlerinden ¢esitli pozisyon
ve mesleklerde 343 ¢aligan olusturmaktadir. Veriler anket yontemi ile elde edilmigtir. Anket,
bireysel, isle ilgili ve COVID-19 deneyim sorularini igeren bir sosyo-demografik bilgi formu

ve alt1 boyutlu is motivasyonu 6l¢eginden olusmaktadir. Analiz bulgularina gore 6 boyutlu
motivasyon Ol¢egi 5 boyut ile temsil edilmis (DFA analizi sonucunda) ve ige yansitilan mo-
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tivasyon ortadan kaldirilmustir. Calisanlarin belirlenen regiilasyon seviyeleri oldukga yiiksek
seviyelerde hesaplanmis, motivasyonsuzluk seviyeleri ise olduk¢a diisiitk bulunmustur. Fark
testleri sonucunda kisisel farkliliklara gére maddi ve sosyal dis diizenlemeler farklilasmak-
tadir. Motive olamama ise pozisyondan etkilenmektedir. Ayrica 6nceki bulgulara paralel
olarak kontrollii motivasyon bu etkilere agikken, otonom motivasyon ¢evresel kosullardan ve
kisisel ozelliklerden etkilenmemistir. Detaylar ilgili boliimde tartigimastir.

Atif i¢in yazim gekli: Ertosun, O. G. Lojistik sektdriinde COVID-19 siirecinde ¢alisan moti-
vasyonununa yonelik bir degerlendirme. Yildiz Sos Bil Ens Der 2022;6:2:49-61.

INTRODUCTION

It is observed that the COVID-19 pandemic process is
experienced differently by each sector, with the importance
of some industries increasing during this process. Thus, the
logistics sector has become one of the sectors with critical
importance in this sense. Predominantly, studies in national
and international literature have focused on the economic
processes of the logistic sector (Akgac1 & Cinaroglu, 2020;
Singh et al., 2020). While some local studies (Nguyen, 2022)
and some international benchmarks (Atayah et al., 2021)
focus on the financial performance of logistics companies,
others consider innovation (Klein et al., 2022) and technolo-
gy (Gupta & Singh 2021) as success factors, stressing its im-
portance in the industry. The sudden gravity of the logistics
sector, and the increase in the logistics needs of companies,
have been frequently discussed in the literature as an organi-
zational, institutional, and global issue. Traditionally, studies
in organizational behavior literature focus on how employ-
ees (at the individual level) meet this extraordinary process
that disparately affects sectors and institutions. These stud-
ies present theoretical and empirical findings that support
changes occurring in employees’ well-being, commitment,
and performance (Aditama & Riyanto, 2020; Carnevale &
Hatak, 2020; Chanana, 2021).

Managing employee motivation is presumed to be an es-
sential tool in terms of managing desired outcomes (such as
performance, attendance, and commitment) for employees,
as stated by leading theorists such as Herzberg (1959) and
McGregor (1960). However, there have been few studies fo-
cused on multiple factors occurring during the COVID-19
pandemic process: the effect of the changes in work condi-
tions, and the effect on the behavioral processes of the em-
ployees, particularly on motivation. One study on motivation
by Wolor (2020) focused on the qualitative approach, and the
issues related to employee motivation. Based on Maslow’s hi-
erarchy, he offered suggestions about working from home
and working shifts to meet safety and security needs. In an-
other study carried out during the pandemic process, the ef-
fect of internal and external motivation and self-efficacy on
employee performance was evaluated. It has been concluded
that extrinsic motivation, one of the motivation types, is a
determinant of performance (Nilasari et al., 2021). However,
studies on pandemics neither do contain any in-depth find-
ings on motivational sources nor focus on the sectoral differ-
ences in this scope.

Accordingly, this study is primarily intended to contrib-
ute to the literature in two ways: evaluating the differences
in motivational sources of employees of leading companies
in the logistic sector, and to investigate the effects of indi-
vidual, work-related, and environmental changes. Findings
can contribute to understanding the source of differences in
motivation and providing necessary measures to protect/in-
crease motivation. These findings aim to contribute not only
to the literature but also to practitioners, especially in man-
agement and human resources activities. The effect of the
employees’ experiences (regarding the COVID-19 pandemic
process on the employee’s motivation for work) is important
for organizations in terms of managing employee incentives
in extraordinary situations. For the purpose of the study, the
literature review section, in which we discuss the theoretical
framework below, will form the first part of the study. In the
next section, the methodology section, where we discuss the
sample, measurement tools, and procedure of the study, is
given. The analysis and findings section, which summarizes
data analysis and related information, is designed as the third
section of the study. In the last part, the study is completed
with the interpretation of the findings in the light of academ-
ic studies, their contributions to the academy and their lim-
itations, inferences for practitioners in the sector, and specific
suggestions for human resources practices.

LITERATURE REVIEW

Motivation theories are a concept that has been shaped
by the contributions of many theorists and studying in the
organizational field. In one of the most well-known theories,
Maslow (1954) explains the hierarchy of needs, contributing
the idea that motivation is based on a certain hierarchy. And
Herzberg’s (1959) two-factor theory brought the boundaries
of the concepts of motivation and satisfaction at work by de-
fining the motivating and hygiene factors in the organization.
In addition, McGregor (1960) presents two models of em-
ployee motivation with typology X and Y. As well, theories,
such as Vrooms (1964) expectancy-valence theory, are an
important basis for intrinsic and extrinsic motivation, which
will be studied much later, and Porter and Lawler’s (1968)
motivation model- one of the first studies in this sense.

Additionally, cognitive evaluation theory started to be-
come a frequently applied theory in the organizational field
in the 1970s, however, the theory’s popularity decreased due
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to its explanatory nature about the reduction that extrinsic
rewards have on the effectiveness of intrinsic rewards. And
due to the inadequacy of the distinction between extrinsic
and intrinsic motivation and the difficulties encountered in
adapting this structure to organizational life. In the follow-
ing years, self-determination theory, whose explanation and
implementation seem more effective, is seen to be a theory
that better forms a basis for today’s organizational behavior
(Gagné & Deci, 2005). Self-determination theory offers a
multidimensional structure that includes autonomous and
controlled forms. If the autonomous motivation of the em-
ployees is high, the employee focuses on the fact that the job
is fun and intriguing, and thus, they work for pleasure and
job satisfaction. On the other hand, employees with high
controlled motivation tend to make an effort towards the
outcomes of the work. That is, they work to seek recognition,
reward, and avoid punishment. Intrinsic motivation is an
example of autonomous motivation. From this perspective,
while autonomous motivation is an important determinant
of the individual’s output, controlled motivation appears to
be a comparatively ineffective resource compared (Gagné &
Deci, 2005; Dysvik & Kuvaas 2013; Gagne et al., 2015). In
addition, while self-determination theory puts forward the
assumption that human beings have intrinsic motivation
by nature, it has been stated that inhibiting people’s natural
behaviors or their interactions with the social environment
can disrupt this structure (Deci & Ryan 2008). According to
the self-determination theory, external and introjected reg-
ulations are forms of controlled motivation, and identified
regulation and intrinsic motivation are autonomous, with
amotivation separate from all (Deci & Ryan, 2000).

In his study with the forms of controlled and autono-
mous, Gagné & Deci (2005) described six types of motiva-
tion. Accordingly, a lack of motivation is named as amotiva-
tion and described as an absence of intentional regulation.
The second dimension was defined as external regulation,
an indicator of direct controlled motivation that is described
as contingencies of reward and punishment. Gange et al.
(2015) differentiated external motivation into two sub-types
of motivation: social external regulation & material external
regulation. The third dimension, introjected regulation, is a
moderately controlled motivation that describes self-worth
as contingent on performance and ego-involvement. Anoth-
er dimension, identified regulation, involves a moderately
autonomous motivation, and focuses on the importance of
goals, values, and regulations. The fifth dimension, integrat-
ed regulation, is defined as autonomous motivation. It is
more strongly defined than the previous dimension based
on coherence among goals, values, and regulation. Howev-
er, this dimension did not occur in their study in 2015 (de-
tails in Gange et al., 2015). If someone has a high integrated
regulation, that behavior becomes an integral part of who
they are, so that they can find motivation for uninteresting
activities, which are part of their duty (Gagné & Deci, 2005).
This is also an important component for work-life activities,

mostly uninteresting but serve as an accomplishment. Lastly
intrinsic motivation is defined as the sixth dimension, which
is the most desirable level of motivation. It means inherently
autonomous motivation, finding interest and enjoyment in
the task.

Therefore, a hierarchy has been established from the ab-
sence of motivation to the most efficient source of motiva-
tion. When assessed through self-determination, amotiva-
tion is lacking in self-determination; intrinsic motivation is
self-determined; and other categories are self-determined in
varying degrees. Gagné & Deci (2005) indicate that autono-
mous motivation and controlled motivation are both inten-
tional and opposite to amotivation. Moreover, management
and human resource activities affect autonomous motivation
through psychological needs, when compared to controlled
motivation (Gagné & Deci, 2005). Even if it is not as strong
as autonomous motivation, controlled motivation forms are
also meaningful in terms of an organizations” arrangements
for work or work outcomes, in particular because the pres-
ence of motivation increases positive results with individual
and organizational outcomes (Deci & Ryan 2008).

In the light of the literature above, the research question
is clear: “How is the motivation level of the logistics sector
employees during the COVID-19 pandemic and how has it
been affected by their personal experiences?” In this context,
it will be evaluated whether the employees differ according to
their motivation sources in terms of gender, age, positions at
work, occupational status, working styles, the potential risks
of COVID-19, and finally, whether COVID-19 has been ex-
perienced personally or by the household.

METHOD

The research design of the study is a quantitative study,
and the data for the research question will be obtained by
the survey method using cluster sampling. In terms of rep-
resenting the universe of the work to be done at the indi-
vidual level, the logistics companies that are ranked in ser-
vice exports in the TIMS 2020 report constitute the cluster.
Respondent characteristics have been defined in order to
include the segment with high employee representation in
the logistics sector. The target group is white-collar employ-
ees aged between 23-65 who have at least 1 year of expe-
rience in the logistics sector. Since multiple analyzes will
be applied, and it is necessary to represent the categories
with 30 or more participants in each category, it is aimed at
reaching 10 times the number of questions and employees
(Sekaran, 2003). And, since the socio-demographic infor-
mation form (SDIF) in the questionnaire contains 11 items,
and the motivation scale includes 19 items; accordingly, the
evaluation form consists of 30 items. So, a sufficient sample
needs approximately 300 employees and 343 valid data that
were obtained for the study.

Ethics approval was obtained with the decision of the
Istanbul Medipol University Social Sciences Scientific
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Research Ethics Committee, dated 08.06.2021 (decision
number:46). The data were collected in the fall of 2021, the
questionnaire containing the CONSENT text was hand-de-
livered to the institutions that agreed to participate.

Measures

The first part of the questionnaire consists of 11 questions
about the demographic features andwork-related information.
As well, the questions about the COVID-19 experiences -and
related question-s have been prepared by the researcher. The
second part of the questionnaire form, “the motivation at work
scale” consists of 19 questions and six dimensions. “Why do
you or would you put efforts into your current job?” is the cor-
related stem and sample item noted: “Because I have fun doing
my job” Scale is developed by Gagné et al. (2010) in a four-di-
mensional version, and in 2014, they reached a 6-dimensional
structure, applying forms in 7 different languages from 9 coun-
tries and obtaining valid and reliable results with different con-
nections and work outputs. Its adaptation to Turkish culture
was carried out by Civilidag and Sekercioglu (2017). As a result
of the EFA, the factor loads of the items varied between 0.855
and 0.529 and represented the six dimensions. As a result of
the CFA, the fit indexes of the model gave significant results
(except for the 19th item; in particular the t values were sig-
nificant. Cronbach’s alpha values vary between 0.72 and 0.80.
Compared to traditional motivational scales and their previ-

ous versions, Gagné et al. (2015) was evaluated as a very pow-
erful scale with psychometric features and comprehensive mo-
tivational content (Howard et al., 2016). The six dimensions of
the motivation scale in the study focus on different sources of
motivation, and in Turkish form they are named as follows: (1)
amotivation, (2) social external regulation, (3) identified regu-
lation, (4) intrinsic motivation, (5) material external regulation
and (6) introjected regulation.

ANALYSIS AND FINDINGS

Using an SPSS package program for data analysis, the
differences between the motivation sources of the employ-
ees and the general findings about the motivation levels will
be evaluated with the mean values, and the hypotheses will
be tested through the MANOVA difference tests (to be per-
formed in SPSS Statistics 25.0).

Descriptive Findings

Table 1 summarizes the work and life conditions and
COVID-19 experiences of participants beside demographic
properties. Related categories and percentages are given below.

The ages of the participants ranged from 23 to 58 years
old (mean= 34.62). And the majority of the participants were
male (62.1%) with about half working within the managerial
level. Organizational tenure ranges from 1 to 30 years. As it is

Table 1. Participants Socio-Demographic Information

Variable Category Valid Percentage (%)
Gender (1) Female 37.9
(2) Male 62.1
Age (1) 18-25 15.7
(2) 26-35 39.9
(3) 36-45 334
(4) 46 and above 10.9
Position (1) Expert / white collar 55.6
(2) Low-level-manager 12.1
(3) Medium-level-manager 21.9
(4) Top-level manager 10.4
Working Type (1) Hybrid working 3.8
(2) Long time working 4.1
(3) Short time working 6.8
(4) Leave / unpaid 1.8
(5) On-site working 69.8
(6) Remote working 13.6
Organizational Tenure (1) 1 year 16.9
(2) >1-5 38.8
(3) >5-10 25.7
(4) >11 18.6
COVID-19 Experience (1) Yes 62
(2) No 38
Household Risk Groups (above 60 years old, (1) Yes 57.7
children / chronic illnesses) (2) No 42.3
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seen in Table 1, the descriptive analysis findings, the working
type of respondents is primarily on- site (69.8%). In addition
to these, the participants were also asked about the working
types of their family member: 49.1% of them do not have any
other employees at home, 32.2% of them have no change in
their working style, and the remaining (18.7%) live with fam-
ily members who have some changes in their working style
(such as remote and short time working). In addition, 10.2%
live alone, while 38% live with another adult(s). The people
living with the rest of the participants are at risk (4.2%), over
60 (9.6%) and with children (38%).

Validity and Reliability Analysis

In order to estimate the validity and reliability scores of
the motivation scale dimensions, IBM AMOS 26 has been
used. Confirmatory factor analysis (CFA) was performed
using the maximum likelihood method, and reliability was
tested with construct reliability instead of traditional coeffi-
cient alphas, as suggested for multidimensional scales (Hair
et al,, 2006). Indicator reliability is tested with confirmatory
factor analysis, and as a result of the first analysis, factor load-
ings of all items were calculated above the value of 0.60 (ex-
cept 17th item). After the relevant item was removed, it was
determined that the model fit values were above the accep-
tance limits, and the reliability coeflicients of the factors were
calculated with composite reliability (CR) with a coefficient

Table 2. Model Fitness Indexes

above 0.70 for all dimensions.

However, the findings on convergent and discriminant
validity were not achieved for the first model since it was ob-
served that CR > AVE for all dimensions, but the AVE values,
for more than one dimension were below 0.50. Additional-
ly, for some dimensions, the AVE square root values were
calculated at less than the inter-construct correlation value.
Accordingly, the calculations were repeated by removing the
problematic items one by one (according to modification in-
dices), and when the appropriate validity coeflicients were
reached, it was concluded that the material external regula-
tion dimension was represented by 2 items and the introject-
ed dimension was completely eliminated.

And as aresult, the scale was represented by 5 dimensions
instead of 6 dimensions. For the last measurement model fit-
ness indexes are summarized in the Table 2 and the reliability
and validity values and factor loading are given in Table 3. In
the analysis tables of the study, the variables Intrinsic moti-
vation (IA), Social external regulation (SER), Identified regu-
lation (IR), Amotivation (AM), Material external regulation
(MER) will be expressed with abbreviations.

Normality Tests

The descriptive statistics of the dimensions of the mo-
tivation scale, which is the dependent variable of the study,
are summarized in Table 4. Accordingly, while identified

Name of Category Name of Index Value of the Model  Level of Acceptance  Source
Absolute Fit RMSEA 0.062 <0.08 Browne & Cudeck, 1993
CFI 0.950 >0.90 Bentler, 1990
Incremental Fit TLI 0.932 >0.90 Bentler & Bonnet, 1980
NFI 0.916 >0.90 Bollen, 1989
Parsimonious Fit ChiSq/df 2.314 <5.0 Marsh & Hocevar, 1985
Table 3. Factor Loadings and Validity Analysis
Item  Factor CR AVE MSV MaxR(H) 1 2 3 4 5
Loading

1A (1) 2 0.612 0.795 0568 0.527  0.821  0.753

4 0.831

6 0.798
SER (2) 7 0.695 0.818  0.602 0.426 0.829 0.110 0.776

9 0.815

11 0.811
IR (3) 8 0.668 0.771  0.531 0.527 0.786  0.726*** 0.160* 0.728

10 0.809

12 0.700
AM (4) 1 0.712 0.801  0.573 0.139 0.805 -0.184** 0.223** -0.373*** 0.757

0.762
0.795

MER (5) 13 0.756 0.733  0.579 0.426 0.733 0.153* 0.653*** 0.185*  0.055 0.761

15 0.766

*p<0.050, **p<0.010, p<0.001.
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Table 4. Descriptive Scores of the Motivation Scale

M SER IR AM MER
Mean 3.8413 3.0455 4.6124 1.6319 3.5976
Median 4.0000 3.0000 4.8333 1.0000 3.5000
Mode 4.33a 1.00 5.00 1.00 5.00
Skewness -0.489 0.011 -0.902 1.738 -0.242
Std. Error of Skewness 0.133 0.133 0.133 0.133 0.133
Kurtosis -0.496 -0.864 0.625 2.845 -0.913
Std. Error of Kurtosis 0.266 0.265 0.265 0.265 0.265

regulation levels have the highest scores, amotivation
shows the lowest average values. Therefore, it is concluded
that the motivation of the participants is high, especially
with the identified regulation. From the table below, it is
understood that the relevant scale does not have a normal
distribution to a large extent. In the next step, non-para-
metric tests, Mann-Withney U, and Kruskal-Wallis tests
will be used to evaluate motivation according to personal
differences.

Difference Tests / Mann- Withney U

The two-category variables in the study (gender, house-
hold risk groups and COVID experiences) were tested with
Mann-Withney U test, and the findings are summarized in
the following. When the differences based on gender are
examined, it is seen that both of the extrinsic motivation
dimensions are distinctive. For other types of motivation,
gender is not decisive. Accordingly, it is seen that both
material external regulation and social external regulation
levels of men are higher than women. Analysis results are
given in Table 5 and Table 6.

It has been tested whether the participants’ infected
with COVID-19 is a determinant of motivation for work,
and the findings show that the work motivation of the
people who experience COVID-19 is lower than materi-
al external regulation levels. In terms of other motivation
types, the participants do not show a statistically signif-
icant difference. The findings are summarized in Table 7
and Table 8.

Another of the environmental factors tested during
the COVID-19 process is whether the household consists
of individuals who pose a risk for COVID-19. According-
ly, family members over the age of 60, those with chronic
diseases, and those living with their children were consid-

Table 6. Test Statistics of Gender

Table 5. Gender Ranks
Gender Female (1)/Male (2) N Mean Rank Sum of Ranks

IM 1 124 175.97 21820.00
2 210 162.50 34125.00
SER 1 128 153.11 19597.50
2 209 178.73 37355.50
IR 1 128 173.33 22186.50
2 210 167.16 35104.50
AM 1 127 176.39 22401.50
2 209 163.71 34214.50
MER 1 128 152.05 19462.00
2 210 180.14 37829.00

ered as risky households, while those living alone or with
another adult were considered as risk-free households. As
seen in Table 9 and Table 10, the findings show that both
material external regulation and social external regulation
motivations are lower in risky groups. In other words, their
motivation for work compared to other participants is less
related to social and material regulation.

Difference Tests / Kruskal Wallis

In order to test whether three or more dimensional vari-
ables indicate a statistically significant difference, according
to motivation types, analyzes were made with the Kruskal
Wallis test. While the Kruskal Wallis test results determined
whether there were significant differences between the di-
mensions, Mann Withney U analyzes were performed for
the relevant dimensions in order to test which dimensions
were significantly different. Significant results are summa-
rized in Table 19. As can be seen in Table 11 and Table 12,
age categories are determinative for material external regu-

IM SER IR AM MER
Mann-Whitney U 11970.000 11341.500 12949.500 12269.500 11206.000
Wilcoxon W 34125.000 19597.500 35104.500 34214.500 19462.000
Z -1.236 -2.353 -0.566 -1.259 -2.578
Asymp. Sig. (2-tailed) 0.217 0.019 0.571 0.208 0.010
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Table 7. COVID-19 Experience Ranks

Table 9. Household Risk Groups Ranks

COVID-19 Yes(1)/No(2) N Mean Rank Sum of Ranks

Risky household (1)/ N  Mean Rank Sum of Ranks

Exp. No-risky household (2)

IM 2 206 160.19 33000.00 IM 2 126 147.96 18642.50
1 127 178.04 22611.00 1 171 149.77 25610.50

SER 2 208 171.11 35590.50 SER 2 127 166.17 21103.00
1 128 164.26 21025.50 1 173 139.00 24047.00

IR 2 209 168.92 35304.50 IR 2 127 143.69 18248.50
1 128 169.13 21648.50 1 173 155.50 26901.50

AM 2 208 162.65 33830.50 AM 2 125 146.60 18325.00
1 127 176.77 22449.50 1 173 151.60 26226.00

MER 2 209 181.69 37972.50 MER 2 127 169.39 21512.00
1 128 148.29 18980.50 1 173 136.64 23638.00

lation- one of the motivation types.

Mean rank values show that the highest score is higher
for the youngest group (18-25 years), while this value de-
creases until the second (26-35) and third age group (36-
45), while the fourth age group (46 and above) indicates
that it has risen again. In other words, it can be said that
the work motivation of the youngest and oldest groups is
mostly material. Paired tests (Mann Withney U, Table 19)
conducted to evaluate whether these differences were sta-
tistically significant showed that the difference between
the first and second age groups and the first and third age
groups was significant. It shows that the material external
regulation is higher for the first age group than for the sec-
ond and third age groups, and there is no significant differ-
ence between the other groups.

Work-related differences are also taken into consider-
ation: position, working type, and organizational tenure are
evaluated in the scope of motivational differences. In Table
13 and Table 14, findings related to the position in the com-
pany are represented.

The position is defined in four categories [(1) Expert
/ white collar, (2) Low-level-manager, (3) Medium-lev-
el-manager and (4) Top-level manager]. Findings indicate
significant differences in material external regulation, so-
cial external regulation, and amotivation. When exam-
ining the source of difference as summarized in Table 19,
non-managerial employees, and medium-level managers
(generally department managers) differentiate according
to social external regulation, whereas non-managerial em-
ployees have higher scores for social external motivation.

Table 8. Test Statistics of COVID Experience

Interestingly, other positions are not significantly different
due to motivation. When examining the findings related to
material external regulation, top managerial level managers
differ from other positions in accordance with the lowest
score (Table 19). And finally, a statistically significant an-
tecedent for amotivation and non-managerial employees is
found to have a higher amotivation than medium-level and
top-level managers, but still, not different from low-level
managers. However, low-level managers have statistically
higher amotivation than medium-level managers, and oth-
er dimensions have no statistically significant differences.
And when considering the working type as an effective
factor on work motivation, participants were asked to de-
fine their working type and 6 different working types com-
posed from their definitions: (1) Hybrid working, (2) Long
time working, (3) Short time working, (4) Leave / unpaid,
(5) On-site working and (6) Remote working. Kruskal Wal-
lis analysis findings indicate no significant difference in ac-
cordance with the working type in any work motivation di-
mension. Findings are represented in Table 15 and Table 16.
And lastly, organizational tenure is evaluated in the
scope of work motivation; participants are categorized into
four groups: the first group consists of participants who are
working one year in the company; the second group worked
between 1 and 5 years; the third is 5 to 10 years; and the
last group worked for more than 11 years. Summarily, only
material external regulation types of motivation were found
to have a significant difference, according to organizational
tenure (Table 18). Additionally, when checking the mean
ranks in Table 17, as organizational tenure increases, ma-

IM SER IR AM MER
Mann-Whitney U 11679.000 12769.500 13359.500 12094.500 10724.500
Wilcoxon W 33000.000 21025.500 35304.500 33830.500 18980.500
zZ -1.649 -0.630 -0.019 -1.406 -3.072
Asymp. Sig. (2-tailed) 0.099 0.529 0.985 0.160 0.002
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Table 10. Test Statistics of Household Risk Groups

IM SER IR AM MER
Mann-Whitney U 10641.500 8996.000 10120.500 10450.000 8587.000
Wilcoxon W 18642.500 24047.000 18248.500 18325.000 23638.000
Z -0.180 -2.691 -1.172 -0.532 -3.251
Asymp. Sig. (2-tailed) 0.857 0.007 0.241 0.595 0.001
Table 11. Age Ranks results are included for easy reading.
. N Mean Rank The resultts of th.e stud}.f, summa.rlzed in the analysis and
findings section, will be discussed in detail in the fifth sec-
M ! >3 17171 tion below, and will be evaluated in the context of its con-
2 134 154.98 tributions to the literature and recommendations to prac-
3 110 171.80 titioners.
4 37 194.03
SER 1 53 197.33 CONCLUSION, DISCUSSION, AND IMPLICATIONS
2 134 162.66 o . . ,
; 13 163.58 As explained in the literature section, the study aimed
. 3 6 ' ) to investigate the work motivation sources according to the
7 79 personal experiences of the employees in the COVID-19
IR 1 >3 147.87 pandemic process. It is thought that the findings of the
2 135 168.61 study make important contributions to both the literature
3 113 170.66 and the practitioners.
4 37 200.18 One of the findings of the study regards the validity and
AM 1 53 168.58 reliability of the motivation scale, a scale based on Motiva-
2 133 17831 tion at work Gagné et al. (2014) and the Turkish adaptation
3 113 165.15 of Civilidag and Sekercioglu (2017), a scale represented by
6 dimensions. The Motivation scale generally has a struc-
4 37 143.34 ) s AHE RORYE !
ture in which distinctive dimensions are presented on the
MER 1 53 207.42 . . . .
theoretical plane, but problems in the separation of dimen-
2 135 167.29 sions are frequently reported in practice. In this study, as a
3 113 157.02 result of the CFA analysis, the introjected motivation from
4 37 161.34 the dimensions could not be represented as a result of the

terial external regulation decreases. However, the findings
of Mann Withney U test (Table 19), in which the variables
were evaluated in pairs, show that the fourth group differs
from all other groups, material motivation is low in the
others. In addition, the difference between the first group
and the third group is statistically significant. However, the
differences between the first and second groups, and the
second and third groups, which represent close periods, are
statistically insignificant.

The results of the dual Mann Withney U test for sig-
nificant findings in the Kruskal Wallis tests, as referenced
in the text above, are summarized below. Only meaningful

Table 12. Test Statistics of Age Categories

validity and reliability studies, and consequently, the scale
reached a valid and reliable structure with five dimensions.
In the study, the dimension was eliminated in the discrim-
inant and convergent validity phases. A partially internal-
ized separation from external motivation and as Howard et
al. (2017) stated, that this dimension is located between ex-
ternal motivation and identified regulation. Similarly, Van
den Broeck et al. (2021) stated in their meta-analytic stud-
ies that while the belief that one should do something was
identified with the expectation of reward or punishment,
the dimensions of introjected regulation and often exter-
nal motivation were collected in a single factor. Findings
of the study also show that the participants in the sample

IM SER IR AM MER
Kruskal-Wallis H 5.401 5.447 6.347 4.678 10.268
df 3 3 3 3 3
Asymp. Sig. 0.145 0.142 0.096 0.197 0.016
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Table 13. Position Ranks Table 15. Working Type Ranks
Position Category Codes N Mean Rank Working Type Category Codes N Mean Rank
IM 1 185 167.25 IM 1 13 115.23
2 41 149.94 2 13 148.38
3 74 176.37 3 23 176.98
4 34 170.71 4 6 125.25
SER 1 188 183.37 5 233 169.59
2 41 170.74 6 46 177.85
3 73 138.11 SER 1 13 168.23
4 35 154.20 2 14 178.93
IR 1 188 160.74 3 22 174.25
2 41 165.74 4 6 122.00
3 74 180.84 5 236 176.12
4 35 196.97 6 46 133.27
AM 1 187 181.98 IR 1 13 112.42
2 41 176.20 2 14 155.79
3 73 143.05 3 23 188.46
4 35 140.51 4 6 104.17
MER 1 188 175.43 5 236 171.05
2 41 182.56 6 46 180.89
3 74 169.49 AM 1 13 165.92
4 35 122.39 2 14 235.57
3 23 164.17
had problems with discrimination, but inconsistent results 4 6 209.75
in the literature show that new studies on both motivation 5 235 165.96
dimensions and cultural adaptation should continue. 6 45 158.34
In addition, this study is important in terms of evaluat-  \fgr 1 13 122.54
ing the motivation sources of employees on a sectoral basis ) 14 151.07
during the COVID-19 pandemic period. Since the amoti- 3 23 202,04
vation levels of the employees are quite low, this finding,
coupled with the key motivation source, the identified reg- N X a7
ulation, shows that there is a respondent profile that acts > 236 170.62
6 46 165.76

parallel with the goals and values. In addition, identified
regulation also offers a more self-determined structure as it
involves commitment and attribution to tasks as compared
to other types of motivation (Deci & Ryan, 2000). Still, the
classical assumption in the literature is that intrinsic moti-
vation gives better results than identified regulation in em-
ployee-oriented outcomes. Yet, self-determination working
theorists (e.g., Gagné & Deci, 2005) stated that this view
is true for well-being, but for performance, identified reg-
ulation is more effective in mobilizing workers, especially
when things get stressful and boring. In this respect, the

Table 14. Test Statistics of Position

fact that they can continue to work in extraordinary condi-
tions, in accordance with the nature of the findings of the
study, supported the idea that socio-demographic variables
did not show a statistically significant difference for intrin-
sic motivation and identified regulation.

Studies investigating motivation with its multidimen-
sional structure have largely focused on the relationship be-
tween motivation types and individual and organizational
outcomes. In addition, previous studies indicate that gen-

IM SER IR AM MER
Kruskal-Wallis H 2.033 12.350 5.401 13.867 9.670
df 3 3 3 3 3
Asymp. Sig. 0.566 0.006 0.145 0.003 0.022
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Table 16. Test Statistics of Working Type

IM SER IR AM MER
Kruskal-Wallis H 6.370 9.129 9.053 9.967 6.234
df 5 5 5 5 5
Asymp. Sig. 0.272 0.104 0.107 0.076 0.284
Table 17. Organizational Tenure Ranks ables, material external regulation is much more affected by
i N Mean Rank sgcio—de@ographic diffe.rences. There are s.igniﬁcant statis—
Category Codes tical findings for all variables except working type. In this
case, it was seen that the way of working was not an im-
M ! >7 187.94 portant determinant for motivation sources. Additionally,
2 129 161.51 amotivation differs only by position.
3 86 166.07 When we examine the findings in more detail, men are
4 62 163.15 significantly more motivated in terms of both social and
SER 1 57 183.63 material external regulation. In the past studies, motivation
) 130 177.20 and gender relationship vary according to the subject of
3 87 166.47 motivation (Ray et al., 2003; Kovalcikiené, 2015). However,
some studies focusing on the reason for the effort to work,
4 63 142.33 such as Makki and Abid, (2017) state that extrinsic motiva-
IR 1 57 164.00 tion does not differentiate according to gender. However,
2 131 166.29 others such as Graves et al., (2013) have determined that
3 87 175.56 women have a lower external motivation in parallel with
4 63 172.79 these findings. When evaluated in terms of gender roles, the
AM 1 57 165.96 findings seem significant, but supporting data with a more
» 130 166.80 in-depth method (such as an interview) can contribute to
the literature in explaining the relationship between gender
3 86 177.34 o .
and motivation sources.
4 63 162.25 In addition, household risk status is significant for
MER 1 57 198.43 both types of external regulation, while those living with
2 131 181.65 risky family members have lower external motivation.
3 87 161.80 Only material external regulation levels of individuals with
4 63 128.71 COVID-19 experience differ significantly from others, in-

der, position, and organizational tenure are determinative
qualities in terms of motivation sources (e.g., Deal et al.,
2013). In this study, antecedents have been focused on in
terms of reflecting periodic characteristics, and it has been
determined that extrinsic motivation elements are affected
by both personal and work-related issues. Despite these
findings, most information found in the literature is either
insufficient or inconsistent when comparing the relation-
ship between the results and socio-demographic findings,
and the frameworks about what motivates are decisive.
While social external regulation indicates significant
differences in gender, household risk, and position vari-

Table 18. Test Statistics of Organizational Tenure

dicating that non-work situational difficulties affect em-
ployees negatively, in line with the theoretical definitions of
external motivation.

Significant results were obtained for both types of mo-
tivation for the position. Non-managerial employees (com-
pared to middle managers) have higher levels of social
external regulation. However, the results differ slightly in
terms of material external regulation. Top-level managers
have lower material motivation than all other levels. Deal
et al., (2013) similarly stated in their study that the exter-
nal motivation of low-level managers is higher. However,
in the related study, unlike the findings of this study, the
autonomous motivation levels of the upper level were also
found to be high. In addition, when the age groups were

IM SER IR AM MER
Kruskal-Wallis H 3.216 7.042 0.737 1.239 18.750
df 3 3 3 3 3
Asymp. Sig. 0.359 0.071 0.864 0.744 0.000
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Table 19. Mann Withney U scores for significant Kruskal Wallis Tests

Category IM IR SER AM

MER

Age - - - - MRI: 110.83 -MR2: 88.09
p=0.009
MRI: 100.82 -MR3: 75.38
p=0.001
Position - MRI1:140.96-MR3: 105.36  MR1:138.74 -MR3: 109.39 MR1: 117.30 -MR4: 83.56
p=0.001 p=0.002 p=0.004
MRI: 115.86-MR4: 88.20 ~ MR2: 44.55 -MR4: 31.41
p=0.012 p=0.009
MR2: 65.26-MR3: 53.14 MR3: 60.48 -MR4: 43.41
p=0.034 p=0.008
Org. Tenure - - - - MRI: 82.39 -MR3: 66.02
p=0.021
MRI: 72.54-MR4: 49.61
p=0.000
MR?2: 107.16-MR4: 77.40
p=0.001
MR3: 82.60 -MR4: 65.69
p=0.018
Working Type - - - - -

MR: Mean Rank, p= Asymp. Sig. (2-tailed) 1,2,3 and 4 are category codes (details in Table 1).

compared, only significant differences were found in terms
of material external regulation: the segment up to the age
of 25 had higher scores than the age range of 26-45 years.
Findings related to external motivation can be explained by
differences in motivation in Maslow’s hierarchy of needs.
The material return is more important at younger ages and
at the lower levels of income. Similarly, the acquisition of
social identity is also more likely to be met with an acquired
status at later ages and positions. In addition, the findings
of the study show that, in general, for lower-level positions,
amotivation levels are higher. It can be justified by the fact
that management takes responsibility for others and is the
motivator.

Organizational tenure differs only in terms of material
external regulation. Similar to the position, those with the
highest tenure were found to have the lowest level of mate-
rial motivation. Han et al (2019) stated in their studies that
there is no significant correlation between external motiva-
tion and tenure, but the continuation of similar studies is
important in terms of increasing consistency.

The findings prove that studies on motivation anteced-
ents should be increased in order to increase the theoret-
ically expected differences and the theoretical power of
the results. In addition, with more comprehensive mod-
els, concrete outputs (such as performance), and intangi-
ble outputs, including employee happiness and the holis-
tic evaluation of differences at individual, situational, and

organizational levels will make significant contributions to
both the literature and practitioners.

As experienced during the pandemic process, it is im-
portant for organizations to use motivation tools as an im-
portant instrument to maintain performance and increase
sustainability in unexpected conditions and to reconsider
existing motivation tools. Although intrinsic motivation
is always the most popular type of motivation, this study
presented findings highlighting identified regulation. Iden-
tified regulation, which is more open to development with
both human resources practices, leadership models, and
organizational culture, begs the question, “How can it be
increased?” This requires answering the question both in
organizational practices and in future studies. Finally, it is
recommended that practitioners offer both material and
non-material instruments, a driving force for employees,
and take into account individual differences rather than of-
fering uniform motivational tools.
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Etik: Bu makalenin yaymlanmasiyla ilgili herhangi bir
etik sorun bulunmamaktadir.

Hakem Degerlendirmesi: Dis bagimsiz.

Cikar Catismasi: Yazar, bu makalenin aragtirilmasi,
yazarlig1 ve/veya yaymlanmasi ile ilgili olarak herhangi bir
potansiyel ¢ikar ¢atismasi beyan etmemistir.

Finansal Destek: Yazarlar bu c¢aliyma i¢in finansal
destek almadiklarini beyan etmislerdir.
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