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Abstract  

In management psychology, there is also the phrase self-motivation, which 

refers to the many links between managers and employees who are working to 

enhance their performance. The topic of employee motivation management was 

the subject of this article's analysis. 
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Introduction 

The subject of motivating others was the focus of the analysis on employee 

motivation management. However, in management psychology, the word "self-

motivation" refers to the many links between managers and employees who are 

working to enhance their performance. There are moments in a leader's career 

when he or she loses interest in the job after taking it on, even looking at it coldly 

and not fighting to keep it. This disorder might have a variety of causes [1-7]. 

Here are a few of these causes, as well as some suggestions for improving the 

issue.  

Staying in one position for a long time is one of the reasons a leader loses interest 

in his profession. Another element that undermines a leader's drive to work is 

his health, specifically his exposure to certain diseases. Family crises also divert 

the leader's attention away from his main job and dampen his enthusiasm for it. 

Team members' resistance to the leader causes frustration with leading the 

group. The leader's ability to self-manage and apply specific psychological 

measures to further inspire a person to work harder depends in many ways on 

his or her ability to not be influenced by the reasons described (of course, this 

line might have been continued). The structure of work in the team is one of the 

most important factors in ensuring the motivation of employees and managers 

in the business [8-13].  
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A well-established personnel policy in the organization should consider a variety 

of factors; action in this area is not only an external motivator, but also a factor 

in the leader's self-motivation [14-19]. 

These include:  

1) Check that employees are working in the same position on a regular basis, 

and replace the person in the position every 5-7 years (which of course means 

not only a step up, but also a horizontal change in the same position, i.e. similar 

departments or occupations). 

2) To broaden the scope and content of the project. 

3) Active planning of the organizational system, including a more detailed 

definition of goals and ensuring that organizational activities are diverse. 

4) Education at the organizational level, skill development, and activation of 

creative approach values. Developing and implementing new forms of 

organizational interaction (e.g., manager-employee conversations, increased 

informal communication between management and employees, frequent visits 

to employees' workplaces and communication with them during these meetings, 

reliance on democratic principles in organizational matters, and etc.). 

A leader who wants to bring such variety into an organization's life is constantly 

self-motivated. As a result, these suggestions serve not only the interests of 

employees, but also those of the leader. Another important approach of self-

motivation is to investigate as much as possible the source of one's own mental 

problems. Scientists have discovered that a person's professional development 

necessitates specific age-related traits. It is natural for a person's role in the 

company to evolve and expand as he grows. As a result, a person's active 

professional life can be divided into stages based on the age indications listed 

below:  

1) Professional formation (entrance into the organization, finding a place within 

it) begins between the ages of 20 and 24. 

2) Around 30 years of self-expression, accomplishment, and organizational 

recognition; 

3) Achieving excellent professional abilities, applying them to a broader range 

of situations, and increasing their position within the organization - 35-40 years; 

4) In the range of 40-50 years, re-evaluate the significance of their achievements, 

the job they have done, and analyze the doubts they have about whether they 

have chosen the proper path in life.  
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5) The skill level. Simultaneously, a highly skilled specialist concentrates on 

assisting colleagues, cares about the growth of their business, and exhibits 

managerial skills - after the age of 50 and until retirement. 

The fundamental point of describing such an order is that when a person 

progresses through these stages, he encounters challenges as a result of the 

changes that occur in his life. On the one hand, the transition to a new age is the 

outcome of natural development, and on the other, it is the product of activity in 

a new and unknown scenario. Knowing that the transition from one stage to the 

next would be essential will enable us to take a fresh look at such situations, to 

see that these challenges are only transitory, and to navigate the crisis period 

with greater confidence. 

Of course, this does not imply that we should sit back and wait for things to 

become better on their own. It is recommended that the employee work with the 

following orientations to reduce the likelihood of a crisis:  

1. Live with a clear purpose, not with today’s worries. 

2. Take charge of your personal and professional goals. You are the only one 

who can decide your fate. A lifelong condition of "need for help from others" 

has been recognized in psychology, which manifests itself in a person's 

expectation of aid from others, as well as a lack of confidence in their own power 

and competence. Take charge of avoiding this circumstance as much as possible 

and staying active in all facets of your life. 

3. Remember that people and organizations thrive in the face of adversity. 

Difficulties and crises are signs that the old way of life isn't functioning and that 

it's time to change or abandon it. Looking at current challenges and failures in 

this light necessitates revitalizing our opportunities, seeking new paths, and 

working for achievement. 

4. Our motivation for work is simply a small component of our overall 

motivation. Such a definition opens up new avenues for us to reconsider our 

views on labor. Adding innovation to our life, to our leisure activities, likewise 

adds innovation to our work motivation, brightens it up, and ensures its vitality.  

The concepts and activities detailed here are scenarios that will reinvigorate the 

loss of motivation that every management and even employee may experience 

during a crisis, giving them a fresh urge to work. 
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