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ABSTRACT 

This study is about motivation and factors that affect employee motivation at the workplace.

The Polynomial theory was used which offered six factors to measure the motivation levels of

employees in a given work situation using the six variables of: Pay, Supervisor, Co-worker,

work Atmosphere, work schedule, Power.

The work situation selected for the purpose of this study was the Near East University

Catering Services, which manages thirty-two canteens, cafeterias, and kitchens employing

about 150 people catering for over 10,000 students, lecturers and others at everyday of the

week.

The results have shown that the employees of the Near East University Catering Services are

motivated by Supervision (20.62%), Co-worker (19.4%), Work Atmosphere (19.28%), Power

(16.34%), Work Schedule (13.56%), and Pay (10.8%) in an ascending order.

Keywords: Employee Motivation, Polynomial Theory, Pay, Supervisor, Co-worker, 

Work atmosphere, Power. 
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SECTION 1 

SETTING THE SCENE 

.1 Introduction 

· section introduces the problem situation, purpose of this study and questions that looked

. the study.

Problem situation 

· -aıion is a widely discussed phenomenon in relation to performance at work. Factors

g from conditions at work to personal circumstances of the employees have been

cussed as contributors to motivational levels. Motivation levels or the degree of

· ·ation naturally differ from individual to individual as everyone has unique backgrounds

ircumstances.

study aimed to investigate and identify those variables that are used in assessing

• · dual levels of motivation.

Problem statement 

East University Catering Services has thirty-seven canteens, thirty cafeterias,

• -eight kitchens and nearly fifty workers at other part of catering services employing

~ 150 people catering for over 10,000 people a day. Literature defines variables that can

o measure the levels of motivation of each employee. This study aims to measure the

....-.:1n..;.-ıua1 performance levels of the NEU catering Services' employees in an attempt to
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ride useful information for the NEU Catering Services managers toward increasing the

uctivity of the catering services.

Purpose 

· ~ study aimed to measure the levels of motivation of the Near East University Catering

rices' employees to reveal the factors leading to the motivation of each employee in

· rity order. Such information should guide management on worker-productivity issues.

.5 Questions for the project 

/hat do the leading theories on motivation say about the factors leading to differences in

motivational levels?

Is there a motivational model used to identify and assess the strength of the different

motivational factors on employee performance?

What is the current situation with the NEU Catering Services organisation?

What are the priority factors that play a role in the motivation of the NEU Catering

Services employees and how do these factors weigh against each other?

Section outlines 

1 Literature review 

section outlines the current literature on motivation to work with emphasis on the

lynomial theory used as a model for the investigations of this project.



Theoretical framework 

section is introduce theoretical framework that factors to effect level of motivation in

place according to polynomial theory, and operational definition to prepare

ionnaire that measure the motivational level at NEU catering service.

Contextual factors 

- section introduces the NEU Background and Catering services system, working

a:ıoınion, and employee in the organization.

4 Methodology 

r- section depicts the purpose of the study, type of investigation, design of this study, and

collection methods .

.5 Findings 

- section depicts the findings from the questionnaires carried out. The questionnaires (see

dix A and B) and the sample of the respondents were explained in section 5.

Conclusions 

· section summarized result of the theoretical finding and emphasis finding of this paper.

3



4

Conclusion:

- section introduced the problem situation, purpose to prepare this study and questions that

eel on study.
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CTION 2

RATURE REVIEW

Introduction

section outlines the current literature on motivation to work with emphasis on the

'?IHl,.-nnmial theory used as a model for the investigations of this project.

Definition of motivation

s : virtually all people have their own definition of motivation. Usually one or more of

owing words are included in the definition: "desires," "wants," aims," "goals, "need,"

" "motives," and incentives." Technically, the term "motivation" can be traced to the

ord movere, which means "to move." This meaning is evident in the following

- " • , • ehensive definition: Motivation is a process that starts with a physiological or

J:S!.':"Ovlogical deficiency or need that activates behaviour or a drive that is aimed at goal or

,,..._.ri.,..e. (Luthans, 1995)

,.nF:ı.--in.ual needs being satisfied, so that has inspiration to complete the task. These needs vary

person to person as everybody has their individual needs to motivate themselves.

i.JGXUUing on how motivated them, it may further determine the effort put into our work and

':!!c'etore increase the standard of the output. When suggest factors (or need) that determine

ivariorı of employees in the workplace, almost every would immediately think of a

. This answer is correct for the reason that some employees will be motivated by

._.._,.._ but mostly wrong for the reason that it does not satisfy others (to a lasting degree).



· support the statement that human motivation is a personal characteristic, and not a one

option.

· tion can have an effect on the output of business and concerns both quantity and

· y. See it this way: your business relies heavily on the efficiency of your production staff

e sure that products are manufactured in numbers that meet demand for the week. If

employees lack the motivation to produce completed products to meet the demand, then

e a problem leading to disastrous consequences. The number of scenarios is extreme

get the general picture. Your employees are your greatest asset and no matter how

:Erient your technology and equipment may be, it is no match for the effectiveness and

y of your staff. (Rok Connect Limited, 2005)

· e of enormous research, basic as well as applied, the subject of motivation is not clearly

ood and more often than not poorly practiced. To understand motivation one must

d human nature itself and there lies the problem! The nature can be very simple, yet

omplex too. An understanding and appreciation of this is a prerequisite to effective

_,....,,,yee motivation in the workplace and therefore effective management and leadership.

rormance is considered to be a function; motivation equal job performance time's ability,

. in turn depends on education, experience and training and its improvement is a slow

g process. On the other hand motivation can be improved quickly. There are many

-ı;:uı.ıu:. and an uninitiated manager may not even know where to start. As a guideline, there

dly seven strategies for motivation: High expectation, effective discipline and

;ın:::::sJ:uuent, treating people fairly, satisfy employees needs setting work related goals,

· g jobs, and base rewards on job performance. These are the basic strategies,

the mix in the final 'recipe' will vary from workplace situation to situation.

6
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Easııi!Il;. there is a gap between an individual's actual state and some desire state and the

·es to reduce this gap. Motivation is, in effect, a means to reduce and manipulate

It is inducing other in a specific way towards goals specifically stated by the

- ,,t-v. Naturally, these goals as also the motivation system must conform to the corporate

f the organization. The motivational system must be tailored to the situation and to the

n:p,:i:z:ation. (Accel-Team 2005)

Factors of motivation

· portant starting point lies in understanding employee needs:

gists do not totally agree on how to classify the various human motives, but they

knowledge that some motives are unlearned and physiologically based. Such motives

usly called physiological, biological, unlearned, or primary. The last term is used

use it is more comprehensive than the others. The use of the term "primary" does not

at this group of motives always takes precedence over the general and secondary

- . It must be unlearned, and it must be physiologically based. Because people have the

ic physiological make up, they will have essentially the same primary needs. This is

of the learned secondary need. (Luthans, 1995)

uman society develops economically and becomes more complex, the primary drives,

a lesser degree the general dives, give way to the learned secondary drives in

· aıing behavior. With some glaring exceptions that have yet to be eradicated, the motives

ger and thirst are not dominant among people living in the economically developed

Secondary motives are closely tied to the learning concepts, the learning principle of

rcement is conceptually and practically related to motivation. The relationship is
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- when reinforcement is divided into primary and secondary categories and is

~-ed as incentives, however, regard reinforcement as simply a consequence serving to

~ the motivation to perform the behavior again. (Riggio, 1990)

two types of need; primary needs and secondary needs. Primary needs arise from

requirements of life and are important for survival of the human race. They are

,r~f universal. Such as food, water, sleep, air and reasonable comfortable temperature.

needs are vaguer because they represent needs of the mind and spirit rather than of

_ ical body. Many of these needs are developed as people mature. Self-esteem, self

belonging and receiving affection. These secondary needs are the ones that

~ıcate the motivational effort of managers. (Newstrom & Davis, 2002)

Security

........_'"m'Jt}. is a very intense motive in a fast-paced, highly technological society such as is found

em America. The typical American can be insecure in a number of areas of everyday

_ Job insecurity, in particular, has a great effect on organizational behaviour. Security

.~~ to be many simples than other secondary motives, for it is based largely on fear and is

BCi:iance-oriented. Vary briefly, it can be said that people have a learned security motive to

~t themselves from the contingencies of life and actively try to avoid situations which

prevent them from satisfying their primary and secondary motives. The simple,

=:::ı::s..-ious security motive is typically taken care of by insurance programs, personal saving

and other fringe benefits at the place of employment. An innovative company such as

'ashington, D.C based insurance company consumer United Group never lays off its

yees and has a minimum annual salary of $18,000 designed to give a family a secure,

living. (1987) On the other hand, the more complex, unconscious security motive is
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easily fulfilled but may have a greater and more intense impact on human behaviour.

much attention has been given to the simple security motive, much more

wic:stmding is needed concerning the role of the unconscious, complex security motive.

tus

or prestige motive is especially relevant to a dynamic society. The modem affluent

· often pictured as a status seeker. Such a person is accused of being more concerned

material symbols of status the right clothes, the right address, and a swimming pool

computer software than with the more basic, human- oriented values in life.

be simply defined as the relative ranking that a person holds in a group,

+@ izarion, or society. Under this definition, any time two or more persons are together, a

ch will evolve, even if both have equal status. The symbols of status attempt to

e;,ıc saıt only the relative ranking of the person in the status hierarchy. Everyone has status,

.y be high or low, depending on how the relative positions are ranked. (Luthans,

· a lack of integration or synthesis of the various theories. In addition to the need for

~n. a comprehensive assessment of the status of work-motivation theory also noted

for contingency models and group/social process. (Mitchell, 1982)

ob satisfaction

· .- ction as "a pleasurable or positive emotional state resulting from the appraisal of

or job experience" (Locke, 1976). Job satisfaction is a result of employees'

JtKtj'.ö(}n of how well their job provided those thins which are viewed as important. It is




