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EVALUATING THE WAGE POLICIES IN TURKEY
Abstract

Undoubtedly, Economic uncertainties in global labor markets affect companies' wage policies. The aim of the study is to evaluate
the current status of wage policies, a key factor in the Turkish labor market, and to make predictions about the future of wage
policies. Qualitative research was employed in the study. Data were collected through semi-structured interviews. Unit of analysis
consisted of 20 private sector employees working as human resources specialists or managers. Content analysis was used to
analyze the data. Inflation, economic data, and minimum wage changes were found to be influential concerning private sector

wage policies in the Turkish labor market. It can be argued that fringe benefits are as effective as wages. Companie ing to
increase employee engagement may be advised to provide fringe benefits. A flexible working model can also be co the
context of fringe benefits.

Key Words: Human resource management, Labour market, Wage. °®
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TURKIYE’DE UCRET POLITiKALARININ DEGERLEQ &i

> S
i ini da kuskusuz etkilemektedir. Calismanin

larini degerlendirerek, tcret politikalarinin
IngfstiMvArastirma verileri yari yapilandirilmis gériisme
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gelecegine dair dngorilerde bulunmaktir. Calisma da nitel yontem kull
formu ile toplanmistir. Orneklem 6zel sektdrde insan kaynaklari uz

Icerik analizi yontemi ile veriler analiz edilmistir. Tirkiye emék piya
enflasyonun, ekonomik verilerin, asgari ticret degisikliklerinin e&l gUMespit edilmistir. Saglanan yan haklarin da tcretler kadar
ey

etkili oldugu ifade edilebilir. Calisan baghhgin yUkseIkﬁ irmalarin yan haklar saglamasi 6nerilebilir. Yan haklar
baglaminda esnek galisma modeli de dislinllebilir.

Anahtar kelimeler: insan kaynaklari yénetimi, Emek piyasasiUcret.
®

Jel Kodlari: J100, J10, JOO



1.INTRODUCTION

The transformation in global labor markets continues in 2025. The rising cost of living since the COVID-19
pandemic, geopolitical conflicts, the climate emergency, and economic downturns are leading to technology-driven
global employment shifts in a greater extent. Indeed, while the global economic outlook appears to be stabilizing,
global growth forecasts for 2025 have weakened. Although global inflation appears to have been mitigated, it is
projected to reach 3.5% by the end of 2025. However, the cost of living remains high worldwide (World Economic
Forum, 2025:8). Similarly, in many OECD countries, policymakers are grappling with low productivity growthyand rising
income inequality. Concurrently, productivity disparities in business performance are widening, with a high-
performing businesses prospering while others are experiencing further decline (OECD, 2021: 5). %

I

It Is worth mentioning that the economic uncertainties in global labor markets pressurize form panies'
wage policies. Indeed, according to a World Economic Forum report, 52% of employers,dh i% réater wage
increases than current wages between 2025 and 2030, 41% anticipate holding wages steady) 7% anticipate
reducing wages. Globally, real wages, which declined in 2022, increased in 2023. Si % | wages in G-20
countries turned positive in 2024. Regionally, real wages increased in Asia, Africa, the Paeifit d Central and West
Asia in 2022, whereas they decreased in other regions. Real wage growth turne % many regions in 2023.
On the other hand, many had to adjust the minimum wage in 2022-2023 due Q living costs. However, this was

not sufficient (ILO, 2024: xiv).

Literature offers a multitude of definitions of wages. Wages ar '&a he amount paid in return for the

mental and physical effort expended leading to production. Anothe initiom describes them as benefits provided
as the price of labor (Gliney, 2014:252). While wages represent in;) e for employees, they represent costs for
employers. Due to cost pressures, half of employers consider regfiehting their work in response to Al, and two-thirds
plan to hire talent with specific Al skills. Furthermore, 40% rs anticipate reducing their workforce due to
the potential for Al to automate tasks (World Economic F, \ 5:6).
0)
N &d with e

Viewed as costs for employers, wage policies are ass mployee productivity and performance, talents
and skills, retention policies, and competitivene anagement policies aim to attract qualified professionals
to the organization, motivate and retain employees, and effectively manage costs. In concurrence with this aim, it is
crucial that wage policies are perceived as? i ployees (DeCenzo et al., 2017, 248). Employees consider whether
they are receiving a fair wage by comp a\ ith other employees performing similar work, both within the
organization and with others fulfilling'Similar task in the sector (Giiney, 2014:253). Another study has revealed that
fair, equitable, ethical, and positivel@) ived wages and rewards are both a source of motivation and contribute to
efficient management of chan 20:366).

seniority and educatio ount. Jobs are generally graded using job evaluation methods, and corresponding
wage ranges are a.:}\x ile wage levels are periodically calibrated according to competition using wage surveys,
wage rigidities he@ t employees from fluctuations in the external labor market (Baker et al., 1994: 922). A study
concluded tha reased transportation and food and beverage services had a positive impact on fringe benefits,
leading t a employee satisfaction and loyalty (Yicesan, 2025:71). A study of employees in the service and
ctors found that additional payments, such as travel, meals, bonuses, and other allowances, were
ion to wages. The same study found that some companies implemented hybrid work, where employees
e office on certain days of the week and work remotely on others (Bozkurt & Uzuner, 2023:36). Another
study investigating the impact of rewards, wages, and benefits on organizational commitment and job satisfaction

found that rewards directly affect organizational commitment, while wages and benefits do not (Dursun, et al.,
2017:938).

While companies hav% ractices while forging wage policies, they generally determine wages by taking
o

No directly addressing research has been found in the literature on wage policies in the Turkish labor market, the
subject of this study. Wage studies on the Turkish labor market generally focus on the minimum wage. A Turkish labor
market wage study has illustrated that the wage gap is largely due to gender-based discrimination. The same study



found that wage discrimination was highest in the Eastern Marmara, Western Marmara, and Aegean regions, while
in the Western Anatolia, Mediterranean, Central Anatolia, and Western Black Sea regions, women's wages increased,
with men earning higher wages due to gender discrimination against women (Yalgin et al., 2019,:293). Another
quantitative study examining wage and salary management policies and strategies implemented in Turkish
businesses, conducted in 2000, found that 86% of Turkey's 100 largest businesses implemented non-traditional wage
and salary management criteria (Eren et al., 2000:100). Another study examining the factors affecting the
compensation of senior executives in national and international companies in Turkey found that companies generally
took local conditions into account, and that the weight of variable pay, fringe benefits, and other benefits Within the
compensation package did not differ significantly depending on whether the business was internatio%not
(Alayoglu, 2008: 151). A quantitative study conducted at a company in the logistics sector rev the
compensation policy was determined with a competitive approach, considering the holding's fin %th and
internal balances, that a competency-based performance-based compensation system was impleémentéd, and that
the primary factors determining compensation were job evaluation scores, seniority, competégcies, a erformance
based on business objectives (Erdem, 2007:149). A study on the performance-based comp bioMsystem in Turkey
sheds light on the fact that performance-based compensation positively impacted & motivation (Yilmaz,

2004:254).

Research on the minimum wage in Turkey has concluded that minimum wageincreases generally pursue inflation,
failing to adequately meet social objectives such as increased welfare or i mncome distribution (inan et al.,
2025:91). According to the fringe benefits trends survey, 77% of empldyersiprioritize actions aimed at improving job
engagement, 76% at attracting and retaining key talent, and 73% at x employee productivity and efficiency.
Employers also emphasize the significance of cost; 85% expect highiinflation to continue, and 76% expect the
weakening economy and business environment to have a signifj impact on fringe benefits budgets within two
years (wtw, 2023). A 2025 wage survey conducted on human employees reveals that wages vary according

°
to sectoral trends, geographical differences, and company% 2025:13).

As can be seen, no recent qualitative research 3:1 S private sector employees is found in the literature.
Questions such as how wages are determined; wh they are sufficient under current economic conditions,
whether they foster employee loyalty and motivationjjand whether fringe benefits are available are crucial for both
employees and employers. This study epr\ ese'questions. The aim of the study is to evaluate the current state

i

D

of wage policies, highly significant factorgmi rkish labor market, and to make predictions about the future of
wages. The study's theoretical contrib t it’is one of the pioneering studies in the literature on wage policies

set under current economic conditi ilthe Turkish labor market, filling a gap in the current literature. Its practical
contribution is to shed light on anies determine their wage policies.

2.METHOD

This study emp
meanings individ

e%%litative research method delving into the subjective experiences, perspectives, and
te to their social worlds (Lim, 2025:200). Qualitative research involves the use and

irical materials through case studies, personal experiences, introspection, life stories,

collection of varidus
interviews, o %j al, historical, interactional, and visual texts that define routine and problematic moments and
their m&a imirdividuals' lives (Aspers & Corte, 2019: 142).

PN

Th udy participants were 20 individuals working in the private sector as human resources specialists or
managers specializing in wage policies. Unit of analysis group was selected using a non-probability-based purposive
sampling method, a method chosen when individuals with specific characteristics are sought (Basaran, 2017: 490).

The demographic characteristics of the participants are presented in Table 1. Accordingly, 50% of the participants
work as employers and 50% as employees. While 75% of the participants have 16 years or more of working
experience, 20% have 11-15 years of experience and 5% have 6-10 years of experience.



Table 1. Participant Characteristics

Participants Demografic Features Total
20
Director 12
Title Manager 6

Expert 2
1

11 years and above N

6 ‘\
Experience 1-10 years $ \
N\
1-100 %
Staff 101-500

501 and above X 1

Manufacturing \o
Sector Retail N

Software \\

Construction P

E- commerce

Aviation DR

.-Q:\\)‘

[EEN

RPWWwWWw o

2.2. Data Collection Tools

Data were collected using a semi-structur interv'i)w form. A semi-structured interview form maintains a certain
level of structure in the interviews and o# pportunity to explore the participant's views in more detail. The
questions in semi-structured interview: i , allowing participants to provide more explanation and detail,
and are most commonly used when itleYr subject in question is sensitive or complex (Barahmeh & Bsharat,

2024:356). QJ
The research questions wefie oped having studies on wages in the literature, and experts were consulted for
their opinions in respect t@ and expertise.
2.3. Data CoIIectiowQ/s’
C cted with employees one-on-one by phone. The interviews took place in July 2025. Each

Interviews we?%
interview las e% ximately 25-30 minutes.

e

24. Da\%

t"analysis is a systematic and methodical approach applied to examine communication content and
uncov e underlying messages, themes, and patterns. Content analysis is preferred on account of the fact that it
enables in-depth data analysis, increases the validity and reliability of findings through rigorous coding and
categorization, is used in multiple disciplines, allows for data to be situated within a broader social, cultural, and
historical context, facilitates the development and validation of theories, summarizes and synthesizes large volumes
of data, and helps address communication gaps (Sirilakshmi et al., 2024: 84). In content analysis, raw data from
verbatim interviews is first summarized by breaking it down into smaller pieces to transform them into categories or
themes. Coding is then performed. Codes are organized by category. Categories represent explicit content. Themes



are created to elicit answer for questions such as why, how, in what way, or by what means (Erlingsson & Brysiewicz,
2017:94).

3. FINDINGS

Figure 1 shows participants' opinions on the factors they consider when determining wage policies. All participants
stated that inflation, economic data, and minimum wage changes directly impact wage policies. On the other hand,
some participants stated that minimum wage increases negatively impacted company wage policies. Manufacturing
sector employees stated that they consider economic data and the minimum wage when determining wag
Manufacturing, software, and construction sector employees stated that wages are determined based on

industry conditions. Manufacturing, retail, and aviation sector employees stated that wages are dete e
\S&

on the nature of the job. Retail sector employees stated that wages are determined based on compaiy ies and
internal wage balances. It was determined that wages are determined in the retail and e-cogpfhe ors based on
data from consulting companies. Software, construction, and e-commerce sector emp oye% hat wages are
determined based on performance. Software and aviation sector employees also stated Q set wages based
on experience. Competitors are considered by both construction and e-commerce sectdr égployees when setting
wages. Construction sector employees stated that seniority is also taken int t J)when setting wages. E-
commerce sector employees also consider legal regulations when setting waﬂ tion sector employees stated

that competence is also taken into account when setting wages.
TN

Aviation sector Manufacturing sector
workers opinion warkers opinion
1 202 111
L v 1X
Orline maerketing sector
workers opinion
1 1 1 1
® 00K
W Market conditions
A Sectorial requirements
[&) Econormic datas
T3 12 2 72 4 Sufmare;gqor Work charesterist
NOO® AN 6RO workers opinion @ Work charesteristic
Construction sector goE 2o P Minumum wage
workers opinion HA®D @ Counseling company
O Company strategies

(O Performance
[A EBxperience

@& Competitors
& Seniority

B Legal regulations
X Perfection

\4

Participants' direct statements are as follows:

Figure 1. Factors affecting the wage policy factors

G1: We aim to increase both motivation and earning potential through offering a flexible and competitive structure.

G2: Departments are allocated a specific budget. They are expected to distribute the workforce in a way that
maintains a balanced workforce. A low wage policy has generally been implemented for the last two years.

G3:The consulting firm sets a median salary for positions. This median is compared with market values.

£\ Wage balance in company



G4: Appropriate salary scales are determined based on the experience, age, seniority, graduation, and competency
levels required by the department, and their suitability is measured.

G5: We try not to set wages below inflation. We revise the market average by taking into account competitors.

G6: Inflation and economic fluctuations are the most important factors in determining wages. Annual salary increases
are planned based on inflation and dollar exchange rate fluctuations.

G7: The increase in the minimum wage directly affects our wage policies. A minimum wage increase leads toNpcreased
labor costs for employers and, when reflected in product and service costs, can further increase inflation.

G8: We set wages by taking into account 80% inflation. Because wages erode when we raise the%% emin

July.
¥ °®

G10: We determine wage policies and recruit talent based on the business to be established, N strategy, and
bringing into stream new products.

G11: It is determined based on the importance of the individual's position and t iltties.

Figure 2 shows participants' assessments of their comparisons with competit olicies. Those who reported
similar wages to competitors were employees in manufacturing, retail, congtrustion, and e-commerce. Those who
reported higher wages than competitors were employees in manufaetusihg, , construction, software, and e-
commerce. Those who reported lower wages than competitors€we ployees in manufacturing, retail, e-
commerce, and aviation.

P 4

Aviation sector
workers opinicn

1
yw

Manufacturing sector
workers opinion
3 2 3

i . Retail sector
Online maerketing sector workers apinion
workers opinion 2 01 1
1 1 1
Eaw

Software sector
workers opinion
3
'Y

Construction sector
workers opinion

2 1
=Y

I Sirmilar with opponents
Higher than opponents
W Lower than opponents

Figure 2: Price evaluation compared to competitors

Participants' direct statements are as follows:



G5: The wage policy is higher in certain positions compared to competitors, but social assistance support remains
quite low.

G8: We monitor the median wages offered by competitors. We strive to establish a competitive wage policy. In some
positions, it may be less than the competition.

G9: We regularly analyze competitors' wage policies to maintain competitiveness in the sector. Our goal is to ensure
that employees receive fair and satisfactory income in this context.

Figure 3 shows participants' views on the relationship between performance evaluation results and com tion.
Employees in the manufacturing, retail, software, e-commerce, and aviation sectors stated that nce
outcomes are related to wage policies, while employees in the manufacturing and construction ed that
performance outcomes are not related to wage policies. \. c_\

A N

Aviation sector
workers opinion
1
X

Manufacturing sector
workers opinion
4 2

X O

Online maerketing sector
workers opinion

3
X

Software sector
workers opinion
3
X

Censtruction sector
workers opinion

a

BDJ Wage related to performance

[ Wage unrelated to performance

Q’ Figure 3: Performance assessment — wage relationship
Participants' d@ments are as follows:
u

G12: We ong 360-degree performance appraisal. We determine wages by considering industry data and
% ance indicators.

co
G13: rmance appraisal results influence wage policies within a 10 percent range.

G15: Performance appraisal systems and wage policies are closely linked. Data is obtained from the production man-

hour report to evaluate employees above a certain level, both monthly for reward purposes and as a basis for
determining wage levels.

G19: Annual performance target achievements are taken into consideration. We pay accordingly.



Figure 4 shows the participants' views on the reward system. Reward systems exist in both sectors without and those
with reward systems. Employees in the manufacturing, software, and aviation sectors stated that additional bonuses
are implemented. Bonuses are implemented in the software sector. Reward systems are not found in the
manufacturing, retail, software, construction, and e-commerce sectors.

Aviation sector
workers opinion
1
H

Manufacturing sector
workers o}p\'nion
3

BRX

Retail sector
workers opinion
4

O

Online maerketing sector
workers opinion
3

O

Software sector
workers opinion

2 13
BHX O

Construction sector
workers opinion 3

O

F Additional Comission
B Rewarding system present
[J Rewarding system not present

Figure Whased practices
°

Participants' direct statements are as follo

G2: Motivational events and overseasia er.g., a Cyprus vacation for the consultant with the most portfolio
revenue).

G3: When a friend is referred®son is awarded points when they are hired. Those points are used to purchase

products. Q
G4: A suggestion box.is ildkle. Training and game workshops are included in our reward programs.

G6: We have a suggestioh system. Contributions to the company are evaluated on the reward board, and rewards are
given accordin paid a one-month bonus to the slaughterhouse manager for improving the process.

0)
G14: @&managing more portfolios and achieving more sales benefit from higher commission rates. As part
e

of, ion reward system, we offer additional bonuses and benefits to those who bring in new consultants.

Fi 5 shows participants' opinions on fringe benefits provided beyond salary. Meal allowance is provided in all
sectors. Bonuses, training, and career support are provided in the manufacturing and construction sectors. Travel and
clothing allowance is available in the manufacturing and retail sectors. Private health insurance is applied in the
manufacturing, retail, software, e-commerce, and aviation sectors. Marriage aid is only available in the manufacturing
sector. Rent support is only available in the manufacturing sector. Share aid is available in the retail and e-commerce
sectors. Gifts for special occasions are available in the software and e-commerce sectors. Gifts from partner
institutions are only available in the software sector. Marketing and advertising, technological infrastructure and
office support, and motivational support are only available in the construction sector.



Construction sector
workers opinion

311 1 1
BEm B o

Aviation sector
workers opinion

11
@ N

Manufacturing sector
workers opinion
3 2 7

Online maerketing sector workers opiion
workers opinion 40401 4
EREE 0

Food

[ Bonus

Y Senvice car support

B4 Clothing

Private health insurance
KD Marriage support

Training and career support
[EB) Rental aid

B Marketing and advirtising support
[ Sharehclder aid
P8 Present at special days

Software sector
workers opinion

303 11
DN HBE

Gift: by means of agreed companies
Technclogical infrastructure office suppart
B Motivation aid

YA
Figure 5. Benefits provided in addition to wages N ®
°
Participants' direct statements are as follows: Q

°
°
G7: Training and certification support, vehicle, pgami xel and fuel aid, private health insurance.

G18: Health insu
benefits we provide. ®

food aid, family aid, holiday aid, fu

rance, meal cards, transportation support, premiums, and remote working are among the fringe

riage aid, maternity aid, and hybrid working are among the fringe and

G20: We have a target-based bonus sy@ar s by position. In addition, transportation allowance, meal cards,
(o)

social benefits provided to our
as bonuses, stationery aid, mili

case for all.

Figure 6 shows partici@

employees. Blue-collar employees also receive additional benefits such
ce aid, night raises, attendance bonuses, and annual leave allowances.

iews on equal pay policy. While equal pay policies exist in all sectors, it is not the



Aviation sector Manufacturing sector

O

Online maerketing sector
workers opinion
2 1
X O

Software secior
workers opinion
12
X 0O

Construction sector
workers opinion

2
a

B Equal Wage
[ Noequal Wage

N
Figure 6: Equal pay policy ®
&
Participants' direct statements are as follows:

°
)
G2: A new employee's salary may be higher thansan exi &employee. This creates a wage imbalance.

G10: We offer equal pay for equal work in blue-collar, center, and customer service positions.

°
Figure 7 shows participants' views on w @tion. Wage satisfaction is high in the manufacturing, software,
construction, e-commerce, and aviatio C indilarly, some in the manufacturing, retail, and e-commerce sectors

are dissatisfied with the wage poIicQ



Manufacturing sector

warkers opinion
5 1

", J

Aviation sector

workers opinion
1
Y

Online maerketing sector
workers opinion

2
& wm

Software sactor
workers opinion
i

"

Construction sector
workers opinion

[l High satisfaction rate of wage policies
W Low satisfaction rate of wage polides

LN
w e policy

Figure 7: Satisfaction
°

°
Participants' direct statements are as follows:
L)
i passing month, and therefore, expectations for new

G12: In high-inflation environments, wages er: a%kac

wage increases also increase.
G14: In countries with high inflation, albeniPloyeesf€ventually begin working at close to the minimum wage. While
ecrgases to 5 times. Blue-collar workers can now exceed the wages of

the minimum wage gap was 10 times, it
d evertime.

white-collar workers, including fringe b

b0t it has now increased to 65%.

G15: Our satisfaction rate was 3
r wage system allows our employees to earn a high income.

G17: Satisfaction is high becatise
%i ws on employee engagement. Engagement is high in the manufacturing, software,
d

Figure 8 shows partigi
construction, e-co 3 aviation sectors, while it is low in the manufacturing, retail, software, and e-
commerce sectorQ

. A
Q\\}



Manufacturing sector
workers opini?n
5

Online maerketing sector
workers opinion

2 1
"l J

(&) High workerts royality
Low workerTs royalty

. ° N\
Figure 8: Empldye agement
Figure 9 shows participants' opinions on em over. While employee turnover is low in manufacturing,
ion segtors, it is also high in manufacturing, retail, software, and e-

software, construction, e-commerce, and‘avi
commerce sectors.



Aviation sector Manufacturing sector

workers opinion workers opinion
1 5 |
‘ _ w a m Retal sector
Online magrketing sector workers opinion
workers opinion 4
2
w

1
aw

Software sector
workers opinion

102
amwm

Construction sector
workers opinion

& Work force circulation rate high
WA Work force dirculation rate low

Figure 9: Worl«e\%@ate

Participants' direct statements are as follows: &
G3: Worker turnover is high. However, this i riwue to travel distance.

G15: We conduct satisfaction surveys.eAc@@rding4@ the results, the reason for job loss is not salary, but rather, it
is generally due to managerial relocation, Wa relocation, or employer termination.

re’ challenging in the manufacturing, retail, e-commerce, and aviation sectors. It is
anticipated that differe licies will be developed in the manufacturing, retail, software, and aviation sectors.

The inflationary envi enit Is assumed to continue in the manufacturing, retail, and construction sectors. Only in
ere expectations that current wage policies will be reshaped, as wages will decrease in

the software sect@r age
some professi flexible working hours will increase. Real wages are projected to decline only in the construction
sector.@nl% commerce sector are fringe benefits expected to become more significant.

are expected to become



Aviation sector
workers apinion
11

Manufacturing sector
WOTKers apinion
3 2 1 1
mvYyae

Retail sector
Online maerketing sector B wcrklerscpinion
werkers opinion 12 1
11 YA e

AY e

Software sector
workers opinion

Construction sector
workers opinion

1 1 1
nyve

11 11
Yamno

I The wage policy to rise the revenues of workers will take place
W Conditions will become worse

[& Different wage policies wil be infrduced

@ Infiation wil continue

) In some jobs the wages will decrease
W Real wages wil decrease
N Aditional benefits will be come important

. [ Because of increase In flexible work hours
- the wage policies wil be redefined

. N
Figure 10: The futh%a policies

Participants' direct statements are as follows: «° \

G18: The country's economy, high inflation,
for employers.

°
G19: This is turning to be a circumsta {znsakes future wage policies difficult.
G20: The wage policy we have i @d until this year will be maintained. Based on research and our own
studies, | can say that many com % not planning interim raises this year.

4.DISCUSSION

t rate environment, and low profits are also challenging

inflation rates, and wage increases are generally considered when determining wage policies. It was also
determined that icies are determined by consulting firms, unlike in the retail and e-commerce sectors. The

research also that factors such as employee seniority, experience, and performance are also taken into
consids&ati

Companies' wage p@y across sectors. The research indicates that, although sectors differ, economic data,
i u

y,%dy examining the factors affecting the wages of male and female workers in Palembang found that
vorking hours, and work experience had a positive and significant effect on the wages of male workers,
gé had no effect on the wages of male workers. Female participants found that education, age, and risk had a
positive and significant effect on the wages of female workers. Work experience and working hours did not have a
positive and significant effect on the wages of female workers (Nurpratiwi et al., 2020: 147). On the other hand,
another study found that the minimum wage was effective in determining firms' wage rates (Lam et al.,2006: 24).
Another study found that in Germany, when inflation expectations were 2.2%, the average wage increase was 3.8%;
in Austria, when inflation expectations were 2.9%, the average wage increase was 4.2%; in Italy, when inflation
expectations were 2.0%, the average wage increase was 2.9%; in Spain, when inflation expectations were 2.3%, the
average wage increase was 3.4%; in the United States, when inflation expectations were 2.2%, the average wage



increase was 3.3%; and in Switzerland, when inflation expectations were 1.4%, the average wage increase was 1.6%
(Kienbaum, 2024:5). Contrary to the literature, the study also found that the minimum wage increase in Turkey's
current inflationary environment had a negative impact on firms' wage policy determination.

While some argue that companies' compensation policies are similar compared to their competitors, others argue
that they are higher or lower. It's possible that companies implement different policies than their competitors, even
within the same industry. Furthermore, a competitive compensation policy is crucial for attracting talented
employees as part of their human capital investment strategy (Bottos & Fusco :1). Organizations conduet research
and collect data on compensation practices to compare companies within their own sectors. This dajg
whether the company's compensation is on par with other employers, whether they need to remain c

whether new regulations need to be implemented for certain positions (DeCenzo et al., 2017: 24

It has been determined that while some industries base compensation on performance ppr% re are also
industries that do not base compensation on performance appraisals. It's also observed tha ies within the
same industry employ different practices. A study examining the relationship between ey erformance and
wages found that government regulations, labor unions, work productivity, and living co a significant impact
on wage policies. Government regulations, labor unions, and wage policies hav ificént impact on employee
performance, and indirectly, wage policies have a significant impact on employee fierformance (Sabil et al., 2020,
286). Performance-based wage systems appear to be a more effective met or mahaging costs than traditional
wage systems. This pay system also increases employee satisfactiongwi i y and increases organizational
commitment (Adigiizel et al., 2010:2020). A study of human reso s iceS in pharmacies in the Netherlands
found that wages are linked to seniority and age, and performance N are also linked to wages. It was also
found that wage policies are based on salary scales determined by,compagies and are not productivity-based (Grip &
Sieben, 2003:17).

L )

all sectors. However, some offer rewards such as
onstrates the positive relationship between reward

It was determined that there is generally no reward
bonuses and additional premium payments. The stugly,
systems and employee performance, also emph d for personalization and inclusiveness in reward system
design and the importance of individual prefere perceptions regarding the success of the rewards offered
(Taga, 2023: 8). A properly designed rewankg syStem been found to be a significant source of motivation, providing
numerous benefits to the organization n\l highly desirable and important to the workforce (DoSenovic,
2016:116).

[0}

Fringe benefits, in addition to v%b pear to vary by sector. However, meal aid is provided to all participants
across all sectors. Fringe benefj onuses, training and career support, travel and clothing aid, private health
insurance, marriage aid, renfSsupport, share aid, gifts on special occasions and from contracted institutions, and
motivational support are 4als vided to employees, although these benefits vary by sector. Similarly, a study on
fringe benefits re Ie% fringe benefits include stock, travel aid, meal allowances, refreshments, free gym
memberships, chi y ion reimbursement, health insurance coverage, childcare, company-owned vehicles
(cars), unlimite ave, employee discounts at stores and on shopping, discounted amusement park tickets,
retirement pla ntkibutions, moving expenses, free or discounted accommodations, paid sick leave, overtime and
allowagte a ty and paternity leave, relocation allowances, personal development opportunities, flexible
i WWork-related accident and disability benefits, performance-based incentives, company cell phones,
alservices, and discount coupons (Sathakathulla, 2024:23). Another study on fringe benefits revealed that
efits and compensation have an impact on employee engagement (Owusu, et al., 2023:105). A study
examining the relationship between fringe benefits and job satisfaction found that retirement plans and health
insurance increased job satisfaction (Osime, et al., 2023:66). Another study found that fringe benefits provided
beyond salary met the various needs of 78% of employees. Personalized benefits such as financial planning, childcare
support, pet insurance, and grooming support met various needs. 62.5% of companies increased workplace comfort
and well-being by offering workplace benefits such as gyms, health clinics, and subsidized food centers (Ey, 2025:33).
Contrary to the literature, the study found that hybrid work models are also considered fringe benefits.




While there are sectors that implement equal pay policies, there are also sectors that determine their pay policies
based on the individual. A study conducted at the University of Strathclyde found that all employees adhere to the
principle of equal pay for equal work, regardless of disability, gender, sexuality, or ethnicity (University of Strathclyde,
2025,:26). Conversely, another study found that gender disparity exists in managerial positions and that the gender
pay gap would decrease if more women were in management (Sdnchez & Nuiez, 2025: 69).

Pay satisfaction is high in the manufacturing, software, construction, e-commerce, and aviation sectors. However,
some are dissatisfied with the pay policy in manufacturing, retail, and e-commerce. The study foundsthat most
employees are satisfied with the organization and their pay. Satisfaction also appears to be high regarding
conditions, basic salary, compensation, healthcare, job security, job appreciation, and employee we
(Patel & Pillai, 2022: 1457). A study examining whether and to what extent there is a relationshipgetweet employee
pay and job satisfaction found a statistically significant positive relationship between employee g ion and

)
overall, extrinsic, and intrinsic job satisfaction (Watkins & Fusch, 2022: 321). A study condutteadi

63% of employees were satisfied with their pay and 76% with their fringe benefits (Totaljo .6
g

When examining the relationship between wage policies and employee en
engagement was high in the manufacturing, software, construction, e-commercé jation sectors, while it was
low in the manufacturing, retail, software, and e-commerce sectors. Similarly, it waSifound that employee turnover
was low in sectors with high employee engagement, while turnover was high 'ygxto;s ith low engagement. A study
of male and female employees at IMD companies in Penang also fogn‘i? elationship between employee

t
al

it was found that

satisfaction and retention (Lartey, 2025:13). It highlights the impor ecting employee retention and the
effectiveness of wage policies in addressing these factors. The study t fair and competitive wage packages
e foodhindustry. When employees feel adequately
e organization (Fitri, 2024:42). A study on the
in organizations with high perceptions of justice

play a vital role in attracting and retaining talented employees in
rewarded for their contributions, they are more likely to gtay
perception of wage justice found that turnover intention$*d
(Bae et al., 2022:407). Regarding the future of wage, poliei nticipated that wage policies aimed at increasing
the incomes of workers in the manufacturing and chs ion Sectors will become more prominent, while conditions
in manufacturing, retail, e-commerce, and aviat{on seetofs,will become even more challenging. It is also anticipated
that different wage policies will be developed, inflationary conditions will persist, wages will decrease in some

professions, and fringe benefits will becorh imPortant. Looking at global labor markets, it is expected that the
factors currently influencing wage grow | to a gradual recovery in the purchasing power of wages in the
future. This is likely to occur at differ e dépending on national circumstances. Wages in some large upper-

oBust economic growth and low inflation, are expected to continue to
-income countries, while many low-income countries are expected to face
sing decline in purchasing power (ILO, 2024:98). Contrary to expectations, the
jot job disruptions; on the contrary, it has served to protect the most vulnerable in
r preventing rising income and wage inequality worldwide (Belser & Xu, 2018:5).
en price inflation is high, it becomes the most significant influence on salary increase
revailing rate for salary increases. Many companies pay cost-of-living premiums in addition

decisions, becomi
to their basic % eases. As the rate of increase in the cost of living declines, inflation will continue to be the

middle-income countries, support
gradually converge towards thogeni
the risk of high inflation and
minimum wage has not |
labor markets. It isals
Another study foun

primaWr' ary decisions for many companies (ADP, 2024: 43). Contrary to the literature, it can be argued
that th% lar/blue-collar divide has diminished with high inflation. It can also be argued that flexible working

m @‘ luence wage policies in the future.
5.CONGKUSION AND RECOMMENDATIONS

Inflation, economic data, and minimum wage changes have been found to be influential in determining private
sector wage policies in the Turkish labor market. It has also been determined that criteria such as market and industry
conditions, job characteristics, employee performance, and seniority are also taken into account. However, it can be
said that companies that are required to determine wage policies in an inflationary environment are negatively
affected by minimum wage increases in Turkey. Based on this holistic approach to the Turkish labor markets, it can be
recommended that public and private sector managers and unions consider this issue. It has been observed that



there is generally no reward system and that different fringe benefits are provided. It has been concluded that the
hybrid working style can also be considered a fringe benefit. It can be recommended that legal regulations be
introduced to encourage flexible working models in the Turkish labor markets. Legislators can implement regulations
that will promote flexible working models. Flexible working models can also be included among collective bargaining
topics. In this context, unions can include flexible working models as a provision in their collective bargaining
agreements. Wage satisfaction is a relative concept, and just as there are differences between sectors, satisfaction
varies among employees within the same sector. Furthermore, it can be said that economic conditions in a country

also influence wage satisfaction. Indeed, the decline in purchasing power of eroding wages in a high inflationary
environment has been shown to affect satisfaction. This has also led to a narrowing of the wage gap betw hite-
collar and blue-collar workers. While wage policies have been found to be linked to employee eng and
turnover, it can be argued that they are not the sole influencing factor. Factors such as the of the

that the future of wage policies is also predicted based on the country's economic conditie is’ context, the
presented picture is not very encouraging. While inflationary pressures are expected to pers
decline, wages for some professions will decrease, and flexible work models will become

the establishment of different wage policies. It can be argued that the future of v& 2
Il be

workplace, the behavior of the manager, and the desire to live abroad can also influence tumoﬁ. am be argued
pur

asing power will
% prevalent, leading to
p, related to the future of
can also be argued that
aped by supply and demand

ry pressures. While wages are a
ivating employees to achieve high
tive as wages. Companies seeking to
le work model can also be considered

working models, and the proliferation of flexible work models may impact wage pali€ies.

individual competencies will be important in future wage policies, that wages

in labor markets, and that in the short term, real wages will decline due to4

cost factor for employers, they are undoubtedly the most importan SctoRi

performance. Furthermore, it can be argued that fringe benefits a%
. exi

increase employee loyalty can recommend providing fringe benefits

within the context of fringe benefits. Companies seeking to retaj loyees should consider wages based on current
economic conditions. °
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