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- to improve the performance of public organizations hinge in part on the ability to 

---:::ssfully motivate public employees. Often looking towards the private sector for 

F,~ce, reform efforts frequently have borrowed tool used buusiness management .One 

~r-ie is the pay-for-perfonnance systems that continue to be frequently adopted in the 
_ sector (Kellough and Lu,1993). 

-:rrpose of study is descriptive study. The type of investigation is correlational study. 

end of researcher interference of the study is minimal. The study setting is field study. 

me horizon for the study is cross sectional.the unit of analysis is individual study. 

·· g method is divided by two part.Firstly quota sampling will be used. Because the 

based on only Prime Ministry of Northen Cyprus employees. Second part of the 
ing is simple random. 

of study is to find "what motivates public sector employees?" Because citizen have 

mplains about public sector. The most important factor of public sector is its 

_yees. If we want to make public sector efficient, we should find "what motivate public 

employees". Also this study will help to understand the characteristics of public sector 

-:·ees in TRNC, motivational functions of public sector employees, differences between 

ector employees and what should we implement to meet the best motivation of public 

ords: Motivation, Public sector, Private sector, Public sector employees. 
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ECTION 1 

RODUCTION 

.. 1 Introduction 

section attempts to set the terms in relation to the topic area, problem situation, the 

blem statement and objectives of this project. 

Statement of the topic 

- 1<;1 related with what motivates public sector employees. Firstly we should know, what is the 

_:.:blic and private sector, then what are the characteristics of public and private employees. 

lie services are very important in Northern Cyprus. Also public sector employees are very 

ortant to public service. But there is an important problem in our country that public 

· ce is not effective. And it creates time losts, material losts and lack of confidence to 

=-'"emment. The most important reason of less efficiency is lack of motivation of employees. 

rant to find, "How can public employees are employed most effectively." This study will 

-,c,_ip to understand the what motivates public sector employees in Northern Cyprus and it will 

etp to choose the best motivational functions for the public employees. 

., Problem situation 

~otivation is a basic psychological process. Few would deny that it is the most important 

-~::us in the micro approach to organizational behavior. Many people equate the causes of 

ehavior with motivation (F .Luthans, 1995). 
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Public service is part of the mix economy that covers the activities of the health service, the 

social services, public transport, the police, the local public services, etc., as well as state 

owned industries and public corporations. Private service is the part of an economy free of 

direct state control. In mixed economy most commercial and industrial firms are in the private 

sector and they are run by private enterprises. Owners get all the profit or they must accept all 

::he loss in the private sector (0. Dincer ,2000,Introduction To Business). Paul Light suggests 

.nat public employees are seeking "a good job, with challenge, learning opportunities, a good 

ss, the chance to make an impact, even a bit of public respect" (Paul Light 2000:22). 

Convertional wisdom in the academic public administration literature holds that public 

employees are different than their private sector counterparts. The public sector has been 

_ rtrayed more as a calling, a sense of duty, rather than a job (Perry, 1996;Staats, 1988). 

Public administrators are characterized by an ethic to serve public, hence they are motivated 

~-::v different job characteristics than are private sector employees. In particular, workers in 

government organizations are seen as more motivated by a concern for the community and a 

.:~ire to serve public interest. Research has focused on identifying the components of this 

-~,hlic service ethic and asking if it is indeed characteristic of public employees. (Perry, 

~.,96) 

lie sector is very important constitution in our country. There are some problems in the 

rablic sector in Northern Cyprus. Citizen has some complains about working of the public 

loyees. For example; they are waiting very much, they behave rudely or they are very 

ifferent. It creates lack of confidence to the government. So how we can make them to 

rk more effectively. This study tried to find the correct way to motivate the public 

loyees to provide better service. 
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1.4 Problem statement 

Motivation and the performance of the public employees in Northern Cyprus has long been 

criticised by all parties. However, no formal or scientific investigation have so far been 

carried out to understand the factors that affect the motivation of these employees. 

The purpose of this project is identify and describe the factors that motivate the public sector 

employees in Northern Cyprus. 
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SECTION II 

MOTIVATING PUBLIC SECTOR EMPLOYEES: 

A BRIEF LITERATURE REVIEW 

2.1 Introduction 

This section is a brief review of the literature on "what motivates public sector employees in 

Northern Cyprus?" with an aim to identify and define the correlations of the variables 
involved. 

2.2 Motivation 

2.2.1 Definition of motivation 

Motivation is a basic psychological process. Few would deny that it is the most important 

focus in the micro approach to organizational behavior. Many people equate the causes of 

behavior with motivation (F.Luthans, 1995). 

Mescon, Boves and Thill (1999) define motivation as a force that moves the individual to take 

action. In some cases fear of management or of losing a job may move someone to take 

action, but such negative motivation action is much less effective than encouraging an 

employee's own sense of direction, creativity and pride in doing a good job. Effective 

managers take into account employees individual needs and show them how those needs can 

be satisfied within the organization's framework. The key to effective motivation is to 

demonstrate to employees that their individual needs detail with the needs of the organization. 

The motivational force formula proposed by Vroom(l964), in relation to monetary incentives, 

provides the framework for the motivation function.It will be recalled that the fommla 

suggests that the motivational impact upon an employee of an attempted managerial influence 
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·- heavily influenced by the employee's assessment of (1) the anticipated valence or value of 

-:.e perceived outcome of the prescribed behavior and (2) the strengh of the expectancy that 

· e behavior will actually result in a realization of the outcome . 

. :...ccording to Edwin B. Flippo (1984), just as the employee has certain wants that the 

ganization is expected to supply, the organization has certain types of behavior that wishes 

·- elicit from the employee. The managerial responsibility for eliciting this behavior is usually 

.ermed "direction" or "motivation". In essence, it is a skill in aligning employee and 

,ganizational interests so that behavior results in achievement of employee wants 

simultaneously with attainment of organizational objectives. 

-,2.2 Motivational drives 

Each person tends to develop certain motivational drives as a product of the cultural 

~vironment in which that person lives, and these affect the way people view their jobs and 

zpproach their lives. Much of the interest in these patterns of motivation was generated by the 

research of David C. McClelland of Harward University (1961). He developed a 

2lassification scheme highligting three of the more dominant drives and pointed out their 

significance to motivation. His studies revealed that people's motivational drives reflect 

elements of the culture in which they grow up_ their family, school, church, and books. In 

most nations, one or two of the motivational patterns tend to be strong among the workers 

· ecause they have grown up with similar background. In addition to McClelland's discussion 

of the drives for achievement, affiliation, and power, the competence motive is important 

factor in current attempts to attain high-quality products and services. 
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• Achievement Motivation: Achievement motivation is a drive some people have to 

pursue and attain goals .. (David C. McClelland of Harward University ,1961.) 

• Affiliation Motivation: Affiliation motivation is a drive to relate to people on a social 

basis (David C. McClelland of Harward University ,1961). 

• Competence Motivation: Competence motivation is a drive to be good at something, 

allowing the individual to perform high-quality work (David C. McClelland of 

Harward University , 1961 ). 

• Power Motivation: Power motivation is a drive to influence people and change 

situations (David C. McClelland of Harward University, 1961 ). 

Motivation Theories 

-- ere are a number of different views as to what motivates workers. The most commonly 

iews or theories are discussed below and have been developed over the last 100 years or 

Unfortunately these theories ended with different conclusions! 

-w.changingminds.com/ motivation theories) 

3.1 Taylor 

erick Winslow Taylor ( 1856 - 1917) put forward the idea that workers are motivated 

=cinly by pay. His Theory of Scientific Management argued the following: 

"orkers do not naturally enjoy work and so need close supervision and control.Therefore 

-::inagers should break down production into a series of small tasks.Workers should then be 

_ .en appropriate training and tools so they can work as efficiently as possible on one set task. 

'orkers are then paid according to the number of items they produce in a set period of time- 

e-rate pay. As a result workers are encouraged to work hard and maxumse their 

.-4~ductivity. Taylor's methods were widely adopted as businesses saw the benefits of 
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zreased productivity levels and lower unit costs. The most notably advocate was Henry Ford 

-~ used them to design the first ever production line, making Ford cars. This was the start of 

'= era of mass production ( www.changingminds.com/ motivation theories). 

-z::lor's approach has close links with the concept of an autocratic management style 

-~-agers take all the decisions and simply give orders to those below them} and McGregor's 

--eory X approach to workers (workers are viewed as lazy and wish to avoid responsibility). 

ever workers soon came to dislike Taylor's approach as they were only given boring, 

-:-titive tasks to carry out and were being treated little better than human machines. Finns 

d also afford to lay off workers as productivity levels increased. This led to an increase in 

es and other forms of industrial action by dis-satisfied workers. 

-ww.changingminds.com/ motivation theories) 

--...3.2 Mayo 

- ton Mayo (1880 - 1949) believed that workers are not just concerned with money but could 

ce better motivated by having their social needs met whilst at work (something that Taylor 

;:nored). He introduced the Human Relation School of thought, which focused on managers 

.zking more of an interest in the workers, treating them as people who have worthwhile 

-~inions and realising that workers enjoy interacting together. Mayo conducted a series of 

experiments at the Hawthorne factory of the Western Electric Company in Chicago ( 

ww.changingminds.com/ motivation theories). He isolated two groups of women workers 

zad studied the effect on their productivity levels of changing factors such as lighting and 

-orking conditions. He expected to see productivity levels decline-as lighting or other 

zonditions became progressively worse. What he actually discovered surprised him: whatever 

tae change in lighting or working conditions, the productivity levels of the workers improved 

,r remained the same. From this Mayo concluded that workers are best motivated by: 
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• Better communication between managers and workers ( Hawthorne workers were 

consulted over the experiments and also had the opportunity to give feedback) 

• Greater manager involvement in employees working lives ( Hawthorne workers 

responded to the increased level of attention they were receiving) 

• Working in groups or teams. ( Hawthorne workers did not previously regularly work 

in teams) 

:::: practice therefore businesses should re-organise production to encourage greater use of 

working and introduce personnel departments to encourage greater manager 

~,.-olvement in looking after employees' interests. His theory most closely fits in with a 

:-2.1ernalistic style of management. 

- 3.3 Maslow 

-;iraham Maslow (1908 - 1970) along with Frederick Herzberg (1923-) introduced the Neo- 

numan Relations School in the 1950's, which focused on the psychological needs of 

ployees. Maslow put forward a theory that there are five levels of human needs which 

ployees need to have fulfilled at work ( www.changingminds.com/ motivation theories). 

_-...u of the needs are structured into a hierarchy and only once a lower level of need has been 

::illy met, would a worker be motivated by the opportunity of having the next need up in the 

· rarchy satisfied. For example a person who is dying of hunger will be motivated to achieve 

.:. basic wage in order to buy food before worrying about having a secure job contract or the 

espcct of others. A business should therefore offer different incentives to workers in order to 

zelp them fulfill each need in turn and progress up the hierarchy . Managers should also 

recognise that workers are not all motivated in the same way and do not all move up the 

:.::ierarchy at the same pace. They may therefore have to offer a slightly different set of 

mcentives from worker to worker 
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Figure 2.1: Model of Maslow's Hierarchy of Needs 

Self-actualization and fulfillment 

Esteem and Status 

Belonging and Social Needs 

Safety and Security 

Physiological Needs 

2.2.3.4 Herzberg 

Frederick Herzberg (1923-) had close links with Maslow and believed in a two-factor theory 

of motivation. He argued that there were certain factors that a business could introduce that 

would directly motivate employees to work harder (Motivators). However there were also 

factors that would de-motivate an employee if not present but would not in themselves 

actually motivate employees to work harder (Hygiene factors). 

Motivators are more concerned with the actual job itself. For instance how interesting the 

work is and how much opportunity it gives for extra responsibility, recognition and 

promotion. Hygiene factors are factors which 'surround the job' rather than the job itself. For 

example a worker will only tum up to work if a business has provided a reasonable level of 

pay and safe working conditions but these factors will not make him work harder at his job 

once he is there. Importantly Herzberg viewed pay as a hygiene factor which is in direct 
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-~~trast to Taylor who viewed pay, and piece-rate in particular ( www.changingminds.com/ 

· vation theories). 

-:~berg believed that businesses should motivate employees by adopting a democratic 

_ preach to management and by improving the nature and content of the actual job through 

zertain methods. Some of the methods managers could use to achieve this are: 

• Job enlargement - workers being given a greater variety of tasks to perform (not 

necessarily more challenging) which should make the work more interesting. 

(Frederick Herzberg, 1923- ). 

• Job enrichment - involves workers being given a wider range of more complex, 

interesting and challenging tasks surrounding a complete unit of work. This should 

give a greater sense of achievement (Frederick Herzberg, 1923- ). 

• Empowerment means delegating more power to employees to make their O\Vn 

decisions over areas of their working life (Frederick Herzberg, 1923- ). 

211re 2.2 The model of Herzberg's motivation-maintenance 

Work itself, Achievement, Possibility of Growth, Responsibility 

Advancement, Recognition 
Status 

Relations with supervisors 
Peer relations 

Relations with subordinates 
Quality of Super vision 

Company Policy and Administration 
Job security 

Working conditions pay 
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• Motivational factors: Work itself, achievement, possibility of growth, responsibility, 

advancement, and recognition. 

• Maintenance factors: Status, relations with supervisors, peer relations, relations with 

subordinates, quality of supervision, company policy and administration, job security, 

working conditions, pay. 

2.3 Employee attitudes 

According to K. Davis and J. Newstrom (1993), employee attitudes are clearly important to 

organizations. When attitudes are negative, they are both a symptom of underlying problems, 

and a contributing cause of forthcoming difficulties in an organization. Declining attitudes 

may result in wildcat strikes, work slowdowns, absences, and employee turnover. They may 

also be a part of grievances, low performance, poor product quality and shabby customer 

service, employee theft, and disciplinary problems. The organizational cost associated with 

poor employee attitudes may severely reduce its bottom-line competitiveness. 

Favorable attitudes, on the other hand, are desired by management because they tend to be 

connected with some of the positive outcomes that managers want. Employee satisfaction, 

along with high productivity, is hallmark of well-managed organizations. Employees 

increasingly expect to have concern shown for their attitudes and feelings, as Lane Kirkland 

bluntly suggests to workers in the second quote. Effective behavioral management that 

continuously works to build a supportive human climate in an organization can help produce 

favorable attitudes of employees toward their jobs, ways to obtain information about those 

attitudes, and how to use this information effectively to monitor and improve employee 

satisfaction ( K. Davis and J. Newstrom, 1993). 
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2.4 Employee needs 

If you want to motivate your employees, you must know their needs. Edwin B. Flippo (1984) 

Iassified the employee's needs as pay, security of job, congenial associates, credit for work 

done, a meaningful job, opportunity to advance, comfortable, safe and attractive working 

condition, component and fair leadership, reasonable orders and directions, and socially 

relevant organizations. 

• Pay: This wants helps in satisfying physiolological, security, and egoistic needs. The 

design of a monetary compensation system is exceedingly complex since it serves to 

satisfy multiple needs and cannot alone motivate the whole person (Edwin B.Flippo, 

1984). 

• Security of job: Because of threats from technological chance, this want is high on 

the list of priorities for many employees and unions. The underlying need of general 

security is also high on th list of priorities in the suggested need hierarchy of Maslow 

(Edwin B.Flippo, 1984). 

• Congenial associates. This want issues from the social need of gregariousness and 

acceptance. Management can aid the process by carefully planned and executed 

induction programs, provision of means to socialize through rest periods and 

recreational programs, and promoting the formation of work teams through proper 

work-station layouts and human-related work procedures (Edwin B.Flippo, 1984). 

• Credit for work done. This want issues from the egoistic classification of needs and 

can be supplied by management throught verbal praise of excellent work, monetary 

rewards foor suggestions, and public recognition through awards, releases in employee 

newspapers, and the like (Edwin B.Flippo, 1984). 

• A meaningful job. This want issues from both the need for recognition and the drive 

toward self-realization and achievement. This is a very difficult want to supply, 
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