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add value to the motivation of the team players. This fact helps the effectiveness of the organizational structure.  
 
This study is completed in a big scale company on the service field for the domestic market. The aim is to recognize the impact 
level of the training, depending on its relation with motivation. Hence, the study is divided into three main phases. In the first step, 
the gaps of the literature are determined and the literature search is summarized. Secondly, the case study is completed with the 
scientific approach, SPSS and in the final step, results in the conclusion support the hypothesis. Therefore, training can be thought 
as a key player for improving the motivation. 
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2 Banu Özkeser/ Procedia Computer Science 00 (2019) 000–000 

1. Training, as a function of HRM 

In today's conditions, long-term success and competitive advantage of enterprises depend on giving importance to 
human because many of the resources owned by enterprises can be imitated, except for human resources. Therefore; 
it is important to ensure that human resources do their activities voluntarily. In other words, the motivation of 
individuals to work is an important factor in the success of the enterprise. However, the point to be noted here is that 
human beings do not act only in line with economic motives and that they have a number of needs as a social being. 
In addition to this, most of today's enterprises acknowledge that well-trained staff is a critical success factor for them. 
As it is understood from this statement, another factor affecting the success of the enterprises is the well-equipped 
employees. In order to achieve this, the training activities carried out in enterprises are of great importance. Businesses 
at the point of departure should take into account training and motivation factors. Furthermore, training can be 
achieved by increasing individual and organizational productivity, one of the main objectives of human resources 
management. 

Undoubtedly, training activities are a continuous human resources management function to facilitate the adaptation 
of employees for new conditions or environments, and also to increase decision-making and problem-solving 
capabilities in these environments. Training is an indicator of the importance given to the employees and constitutes 
an important wing of the investments made by people. In terms of employees, participation in training programs, of 
which expenses are covered by companies, can enable them to feel privileged and to increase their knowledge and 
skills. In this way, they can perform their tasks more motivated without feeling lacking. 

There are many factors that affect employees' motivations. These can be summarized as economic, psycho-social 
and organizational and managerial tools. In this study, it is aimed to reveal the effects of educational activities on 
employee motivation which are evaluated within the scope of organizational and managerial motivation tools. 
Training and development activities with motivation will be evaluated as two main variables.  

The aim of this study is to investigate the relationship between training activities and motivation from human 
resources management functions in order to understand the place of training activities in increasing the motivation of 
the personnel. 
Nomenclature 

F frequency  
HRM human resources management 
n number of people  
p significance 
SPSS Statistical Package for Social Sciences  
Ss standard deviation 
t T test 
x̄ arithmetic mean 

    
    This research is studied in X company on the service field for the domestic market with 200 employees of this 
foundation, chosen by random method. 
     Hypotheses are written below: 
a. The motivations of the personnel vary according to their age 
b. The motivations of the personnel vary according to their gender 
c. The motivations of the personnel vary according to their marital status 
d. The motivations of the personnel vary according to their educational status 
e. The motivations of the personnel vary according to the working hours in the workplace 
f. The motivations of the personnel vary according to their titles in the workplace 
g. There is a significant relationship between the human resources management practices of employees and their 
perceptions and motivations for training and development activities. 
Some assumptions based on this research are as follows: 
• It is assumed that employees will participate in the research and answer the questions sincerely. 
• It is assumed that the results obtained from the sample group within the scope of the research can be generalized. 

http://crossmark.crossref.org/dialog/?doi=10.1016/j.procs.2019.09.117&domain=pdf
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2. Literature Survey 

Human resource management is a strategic, comprehensive and internally consistent approach to human 
management, the most valuable asset of the organization. It is defined as the management of activities in order to 
ensure the satisfaction, motivation and high performance of the labor force within the organization. Human resources 
management aims to ensure the superiority of the enterprise by combining the individual wishes and organizational 
goals of the employees for the growth and development of the organization [1]. In the modern sense, human resources 
management includes the presence of staff and the recruitment and selection of employees, on the other hand, training, 
development, evaluation and granting of rights [2]. As a staff function, HRM has two main objectives [3]: 
• to ensure that human resources are used in the most efficient manner in line with the objective of the organization, 
• to ensure that the needs of the employees are met and their professional development. 

According to human resources management, people are one of the most important sources that organizations have 
to use to reach their goals. According to this approach, man is an indispensable part of the production process and the 
goal of production at the same time. The term, human resources encompasses all employees in an organization, from 
top-tier managers to unqualified employees at the lowest level. Today, no matter how robust the other material 
resources of an organization is, if human resources do not have sufficient efficiency, the probability of success will 
be low. It is not easy to achieve efficiency and work quality targets with  low labor motivation. From this perspective, 
it can be said that human resources management has two main objectives; to increase productivity and improve the 
quality of work life [4]. 

Some researchers argue that human resources management has two sub-dimensions as hard and soft. The soft 
side of the human resources management emphasizes communication, motivation and leadership, while the solid side 
emphasizes rationality by asserting the necessity of bringing the cost to the forefront while managing human resources 
as in other economic activities. The importance of human resources is the result of this rationality. The reason why 
human resources management is so much on the agenda today is the increase in the qualifications of employees and 
the effects of labor costs, employee productivity and rapid change environment on the employees [5].  
 
2.1. Functions of Human Resources Management 

   
In order for the management to recruit appropriate people, it is necessary to know in detail what these works and 

the personal and social characteristics required by the job. These determinations are performed through business 
analysis. Business analysis is the cornerstone of human resources management. Without performing a thorough 
analysis of all tasks, it is difficult to perform other human resource functions sufficiently. A thorough assessment of 
the entire office, operational, technical and administrative affairs, business analysis for salary, training, performance 
evaluation and publicity decisions provides a solid foundation [6]. 

Business analysis is often seen as a sub-process that explores tasks and behaviors related to a particular job. The 
assumption underlying business analysis is that the work is static and stable and that a job can be examined 
independently of the person who does the work [7]. 

According to litearture, job analysis is the collection of the necessary information on a job. The following data are 
collected by business analysis [8]: 

-Functions: The relationship between the person and the data/information, the other persons and the physical 
elements. 

-Work areas: The techniques used to fulfill the tasks of the work and the tools, materials, equipment and other 
helpers used in this context 
· Material, product or services: Output from work or purpose of work 
· Employee qualifications: Personal characteristics, skills, training, etc. 
· Physical requirements of the work: Physical power, reasoning, observation, speech, etc. the requirements of the job 
[8]. 
 
2.1.1. Human Resources Planning 

 
Human resources planning is the process of finding the desired number of elements at the desired time, in the 

desired qualifications and for the tasks that will support the business strategy and objectives [9]. Human resource 
planning is one of the essential functions of human resources management which is vital for organizations. The pre-

4 Banu Özkeser/ Procedia Computer Science 00 (2019) 000–000 

determination of the need for adequate and sufficient employees for each sector of the enterprise is a predetermined 
determination of where, when and how the people who will work in the organization will be provided [10]. The 
organizational prediction, which aims to use the existing human resources of the organization in the most rational way 
and to decide on the quality and quantity of the manpower resource from this day on, is called human resources 
planning. Human resources planning, employees in the organization is a cost element and turns it into a production 
factor [11]. Human resources planning has a characteristic that determines efficiency and profitability in organizations. 
It is of great importance for the organization as a tool that enables the organization to use its potential for its present 
and future human resources efficiently, effectively and rationally. Since the organizations that do not have human 
resources planning will have good use of their human resources potential, this may lead to unintended consequences 
such as the selection, promotion, transfer and termination of employment of all personnel in the organization on the 
basis of arbitrary and emotional principles [12]. Human resources planning should fulfill the following functions of a 
business organization [13]: 
• To ensure the effectiveness of human resources, 
• To ensure the harmony between the activities of the employees and the objectives of the organization, 
• To ensure the efficiency of the employment of the new employees, 
• To ensure the use of the human resources information system in the activities of the employees and the 

organizational units, 
• To help in the coordination of all human resources activities, 
 
2.1.2. Finding and Selecting a Human Resource 

 
The first step in the selection and placement process is employee planning. The basis of the planning process is 

the determination of the need, the evaluation of the applications and the placement of the appropriate candidates in 
the required places. Employee needs can be closed in two ways [14]. 

Employee Provisioning from Internal Resources: It may be through transfer or transfer. Both ways should be based 
on the volunteerism of the employee. there may also be changes about the promotion of the person's responsibilities, 
job descriptions, wages and so on.  

Employee Provisioning from External Resources: Those who are still working in the organization and those who 
have the desire and the power to work in the organization. Recruitment from external sources can help bring new 
ideas, methods and techniques. In addition, the new employee will be able to increase the efficiency of those around 
him/her as he will spend extra labor to prove himself [15]. 

Ensuring compliance of the personnel to the job, the qualifications and skills required by the job, the qualifications 
and talent of the personnel engaged in the job, the satisfaction of the job of the personnel involved in the job and to 
be more efficient in the work-related activities [16]. 

Orientation training is the process of recruitment, which is designed to enable new staff to understand after 
employment and to become a productive staff as soon as possible [17]. 

Some of the newly recruited personnel may also adapt to their work and business without the need for a training 
program and although they may be successful, they need to be trained separately in order to create the behavioral 
change required by the task [18]. 

The balance between the knowledge and skills of newly recruited personnel and the features required for the job 
together with orientation training and work-related training. Therefore, if only one of these training programs is used, 
there will be a lack of training in terms of new recruits. In briefly, it would be helpful to use both of these programs 
together [19]. 

 
2.1.3.Training and Career Management 

Training means social, physical and mental development of individuals; whereas development is to make the 
knowledge and skills of the individuals to be more effective. Training and development are actions to improve their 
existing and future performances by increasing their ability to perform efficiently [20]. 

Career, as a word, has different meanings. In literature, it’s written as moving forward on a chosen business path, 
making more money with the progress, taking on more responsibility. In this process of progress, the development of 
knowledge, experience, mastery and education is achieved [21]. Hence, it can be described that the career as a 
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reflection of the sensitivity of a person in his/her life. In this point, changing attitudes and behaviors due to experience 
is closely related to training. The companies increas the knowledge and skills of the employees in order to reach 
organizational objectives by means of training [22]. 

 
2.1.4. Wage Management 

 
Wage management is an important human resource management function that meets the objectives of the company 

as well as the expectations of the personnel and provides a balance between them. The main purpose of wage 
management is to ensure that the wage paid to the employer is adequate and fair [23]. 

There are some objectives to be considered in pricing. These objectives [24]: 
-Withdrawal of Qualified Personnel: In determining the fees, it should be ensured that the qualified personnel is able 
to compete with the market in order to include them in the organization. 
-Keeping the existing staff in the institution: The fees must be in conditions that can compete with other institutions. 
Otherwise, there will be an employee flow to different institutions and the institution will be adversely affected. 
-Motivation: Motivating the employees to do what they are doing or the services they are doing, enables them to work 
with higher performance and enthusiasm. 
-Upgrading the Performance of Employees and the Institution: A link can be made with the wages, employee 
productivity and, ultimately, the corporate performance. It is known that there is a consistent relationship between the 
increase in productivity and wage increases in such implementing institutions. 
 
2.1.5. Safety and Health 

It is mentioned in some sources as a protection function of human resources [25]. Occupational safety includes the 
protection of the health and safety of theft against workplace limits and hazards arising from work. The aim is to 
prevent occupational accidents and to create a safe working environment. Employee health means that they can live 
in a peaceful environment in a working environment free of hazards arising from working conditions and tools and 
equipment and minimizing hazards. The purpose of protecting the health of the employees is that they do not harm 
their health due to the work they do [26]. 

2.1.6. Industrial Relations 
 
The industrial relations, wage and settlement theories and policies to address the workers' activities, the reality of 

unionism and especially through collective agreements to evaluate the worker-employer relationship is evaluated. 
There is a need for a balance between the social and economic expectations of the employees in the organization and 
the wage policy and social practices of the organization [27]. 

 
2.1.7. Performance Appraisal 
 

The aim of performance appraisal is to treat the person as a whole and to eliminate the deficiencies and reward 
their success. Performance appraisal is important in terms of showing how well the HRM activities are performed. 
Because, as a result of the appraisal, the low performance of the employee can’t be connected to the individual, but 
also indicates that selection, training or development activities should be reviewed or there is a problem with the 
business relations [28]. 
2.2. Training Function in Human Resource Management 
 

The main objective of human resources management is to ensure that the goals of the enterprises are achieved in 
the most efficient way. Human resources management is responsible for ensuring that human resources are developed 
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in the best way with the idea that human being is the most important role in achieving the goals of the institution. This 
is possible through education. 
 
2.2.1. Objectives of Training in Business 

 
Training practices carried out in enterprises provide the necessary knowledge and skills to increase the performance 

of employees and provide significant benefits to the enterprise [29]. When the training process is completed, the 
enterprises expect an increase in the performance of the employee and a positive change in their behavior [30]. It is 
important for the employees to receive similar attitudes and behaviors at the end of the training in order to increase 
the performance of the employees. 
 
2.2.2. Benefits of Training 
 

Training, which is a vital activity in all organizations, plays an important role in determining the effectiveness and 
efficiency of the organization. However, in order to play this role, education should be carried out within the 
framework of a systematic program and above all, it should aim to increase mental quality. In this context, first of all, 
the minds of the employees; placing the company's mission, philosophy and purpose; The concepts of quality, 
efficiency and commitment must be adopted. Otherwise, the expected benefits of education can not be obtained [31]. 
The programs implemented in the enterprises have many benefits both for the enterprises, the individual, as well as 
the intergroup and group relations. 
 

3. Method 

    This research is structured according to the survey model. The reason why the research is structured according to 
the screening model is that it is a research method that aims at ın collecting data to determine certain characteristics 
of a group. In this research, which is used in general screening models, it is aimed to determine the degree of change 
of two or more variables together. In addition, in the analysis of data to be obtained based on data collection tools, 
relational descriptions of type of comparison are also included. The sample of the study consists of 200 employees 
who are employed in X and randomly selected. The survey method was used to measure the relationship between 
training activities and employee motivation in accordance with the purpose of the study. The questionnaire prepared 
for the research consists of three parts. 
 
    Personal Information Form: In the first part, there are six questions that determine the personal characteristics of 
the employees. The questions in this section are questions about the age, gender, marital status, educational status of 
the survey participants, how many years they have been working in the current workplaces, and their titles. 
 
    Human Resources Management Training Function Scale: In the second part, there are 30 statements to measure the 
perceptions of employees about their education and development activities. Motivation Scale: In the third chapter, 
there are 28 expressions to measure employee motivation. 
 
    The 5-point Likert scale will be used for the 58 statements in the second and third parts of the questionnaire. The 
respondents will choose between 1-Strongly Disagree and 5-Strongly Agree ”, which shows their participation in each 
case between 1 and 5 for each statement. The scoring order of the options is 1, 2, 3, 4 and 5. 
 
     The data obtained in this study were analyzed by using SPSS (Statistical Package for Social Sciences). Research 
variables showed normal distribution. Descriptive statistical methods (number, percentage, arithmetic mean, standard 
deviation) and inferential statistics (t test, F test) were used to evaluate the data. 
The results were evaluated at 95% confidence interval and p <0.05 in significance level. In the tables, the numbers of 
the participants were shown as “n”, percentages of ‘%’, arithmetic mean “x̄”, standard deviation “Ss”, frequency” F 
“, significance “p”,“ T test “t”. 
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4. Results 

    When the personal information of the participants is examined; 39.5% are between the ages of 18-24, 51.5% are 
women, 57% are single, 53.5% are university graduates, 35.5% are in the work place between 1-3 years and 26.5% 
are consultants. 
 
    Reliability analyzes of each dimension and sub-dimensions of the scales used in the study (Cronbach's Alpha) were 
conducted. The reliability coefficient of the HRM Training Function Scale was 0.962, the reliability coefficient of the 
Motivation Scale was 0.939, and the reliability coefficients of the scales were found to be 0.951. The internal 
consistency of the scales is acceptable.  
 
    According to the findings, the effect of the HRM training function sub-dimensions on the motivation level as a 
dependent variable is statistically significant (R2 = 0.813; F = 83,234; p = 0,012). Perceived training opportunities 
used as independent variables (β =, 324; p = 0,000), perceived supervisor support (β =, 097; p = 0,001), support of 
perceived co-workers (β = 345; p = 0,014), earnings (β =, 457; p = 0.002) and career expectancy related to education 
(β =, 234; p = 0.000) were statistically significant. It was found that these independent variables had an impact of 81% 
on the motivational level of the dependent variable. Therefore, it can be said that there is a positive and high 
relationship between the said independent variables and the motivation level. 

5. Conclusion 

    The rapid change and development of technology  has led all organizations to an intense competition. To maintain 
the continuity of business in such a competitive environment and to remove as much as possible to maximize their 
productivity and business-centric approach to industrial, knowledge-based economy, businesses have changed their 
policy towards its employees. These changing conditions and the perspective of people have been gathered under one 
unity, and have created human resources management as a new discipline.Human resource management, qualified 
and most accurate the staff selected to work in a company, the training for the purposes of the business of the selected 
staff, ensuring motivation, evaluation, strategic and coherent approach to the development of high-performance 
workforce imparted to and compete ability.  The aim of this study is to investigate the relationship between training 
activities and motivation from human resources management functions in order to understand the place of training 
activities in increasing the motivation of personnel. When the findings of the study were examined; 73.5% of the 200 
employees who participated in the study were between the ages of 18-34, 51.5% of them were women, 57% of them 
were single, 70% of them had university and higher education status, 67.5% of them and 26.5% of them were 
consultants. When Cronbach's Alpha reliability analysis findings were examined; The reliability coefficient of the 
HRM Training Function Scale was 0.962, the reliability coefficient of the Motivation Scale was 0.939 and the total 
reliability coefficient of the scales was 0.951. The internal consistency of the scales was acceptable. 

    When the findings of sub-problems of the research were examined; the motivation of the personnel varies according 
to their age. As a result of the findings; As a result of the post-hoc Scheffe test after one-way analysis of variance 
(ANOVA) to determine the effect of age on the motivation of employees. There is a statistically significant difference 
(p> 0.05) according to age variable of p = 0.001 of economic instruments and p = 0.008 of psycho-social instruments. 
Our hypothesis is accepted. 

In order to understand the place of educational activities in increasing their motivation, 
motivation with training activities from human resources management functions 
and the following recommendations are below; 
• Continuous development and continuity of educational activities 

Together with the creation of an effective business structure of the changing environment of enterprises 
conditions and ensure their survival. 

• To plan and implement training programs for all enterprises, there must be  
“Human Resources” department or “Training” division to perform successfully. 



	 Banu Ozkeser  / Procedia Computer Science 158 (2019) 802–810� 809
 Banu Özkeser/ Procedia Computer Science 00 (2019) 000–000  7 

4. Results 

    When the personal information of the participants is examined; 39.5% are between the ages of 18-24, 51.5% are 
women, 57% are single, 53.5% are university graduates, 35.5% are in the work place between 1-3 years and 26.5% 
are consultants. 
 
    Reliability analyzes of each dimension and sub-dimensions of the scales used in the study (Cronbach's Alpha) were 
conducted. The reliability coefficient of the HRM Training Function Scale was 0.962, the reliability coefficient of the 
Motivation Scale was 0.939, and the reliability coefficients of the scales were found to be 0.951. The internal 
consistency of the scales is acceptable.  
 
    According to the findings, the effect of the HRM training function sub-dimensions on the motivation level as a 
dependent variable is statistically significant (R2 = 0.813; F = 83,234; p = 0,012). Perceived training opportunities 
used as independent variables (β =, 324; p = 0,000), perceived supervisor support (β =, 097; p = 0,001), support of 
perceived co-workers (β = 345; p = 0,014), earnings (β =, 457; p = 0.002) and career expectancy related to education 
(β =, 234; p = 0.000) were statistically significant. It was found that these independent variables had an impact of 81% 
on the motivational level of the dependent variable. Therefore, it can be said that there is a positive and high 
relationship between the said independent variables and the motivation level. 

5. Conclusion 

    The rapid change and development of technology  has led all organizations to an intense competition. To maintain 
the continuity of business in such a competitive environment and to remove as much as possible to maximize their 
productivity and business-centric approach to industrial, knowledge-based economy, businesses have changed their 
policy towards its employees. These changing conditions and the perspective of people have been gathered under one 
unity, and have created human resources management as a new discipline.Human resource management, qualified 
and most accurate the staff selected to work in a company, the training for the purposes of the business of the selected 
staff, ensuring motivation, evaluation, strategic and coherent approach to the development of high-performance 
workforce imparted to and compete ability.  The aim of this study is to investigate the relationship between training 
activities and motivation from human resources management functions in order to understand the place of training 
activities in increasing the motivation of personnel. When the findings of the study were examined; 73.5% of the 200 
employees who participated in the study were between the ages of 18-34, 51.5% of them were women, 57% of them 
were single, 70% of them had university and higher education status, 67.5% of them and 26.5% of them were 
consultants. When Cronbach's Alpha reliability analysis findings were examined; The reliability coefficient of the 
HRM Training Function Scale was 0.962, the reliability coefficient of the Motivation Scale was 0.939 and the total 
reliability coefficient of the scales was 0.951. The internal consistency of the scales was acceptable. 

    When the findings of sub-problems of the research were examined; the motivation of the personnel varies according 
to their age. As a result of the findings; As a result of the post-hoc Scheffe test after one-way analysis of variance 
(ANOVA) to determine the effect of age on the motivation of employees. There is a statistically significant difference 
(p> 0.05) according to age variable of p = 0.001 of economic instruments and p = 0.008 of psycho-social instruments. 
Our hypothesis is accepted. 

In order to understand the place of educational activities in increasing their motivation, 
motivation with training activities from human resources management functions 
and the following recommendations are below; 
• Continuous development and continuity of educational activities 

Together with the creation of an effective business structure of the changing environment of enterprises 
conditions and ensure their survival. 

• To plan and implement training programs for all enterprises, there must be  
“Human Resources” department or “Training” division to perform successfully. 

8 Banu Özkeser/ Procedia Computer Science 00 (2019) 000–000 

• Managers should pay due attention to training activities. It should not only be oriented towards work, but also 
address the individual development of the employee. Thus, employee loyalty and contribution will increase. 

• More attention should be paid to performance evaluation studies. Improving the dialogue between employees 
and human resources management, provide better identification of employee expectations and training 
demands. Managers working in the communication sector, seeing the importance of motivation, economic 
motivation tools within the framework of workplace opportunities, psychosocial a combination of motivational 
tools and organizational-managerial motivation tools establish a system of motivation. 

• Success in the system should include valuation, justice and trust concepts support and strengthen the system with. 
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