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The success of a company depends on the motivation of its personnel. Employee motivation refers to a factor or circumstances that encourage an employee to pursue work duties or goals. The current management system of businesses places an increasing emphasis on motivating employees as an important business approach (Riyanto et al., 2021). Employee morale, productivity, and product quality may all benefit from a well-implemented system of employee incentive. Managers have a difficult time motivating their personnel. Even after being hired, some individuals still struggle to stay engaged in their work (Islam and Ahmed, 2014). This study aims to address these challenges in a methodical manner and propose solutions to them.
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The first type of challenge mentioned by Mikkelsen et al. (2015) in motivating employees is those generated by the organization itself. Certain structural issues of the company affect employee motivation. Small and medium-sized private companies receive less financial support than state-owned enterprises to improve human resource management quality.  In certain small and medium-sized private companies, there is no human resources department or simply one person in charge (Inang, 2021). The authoritarian management style fosters suspicions and distrust among employers and employees, especially in family-run enterprises. These elements, which originate from the structure of the organization itself, can have a significant impact on the motivation of employees (Blašková et al., 2015).
To eliminate these sorts of obstacles, companies should take measures according to their company size. According to Mikkelsen et al. (2015), since the size of a company cannot be altered, small and medium-sized businesses have to look for other ways to increase the quality of their human resource management to compete effectively. In addition to this, the leadership and management style ought to place a greater emphasis on the well-being of the workforce (Blašková et al., 2015). Companies must foster a culture of appreciation, creativity, and respect for their employees, rather than treating them as outsiders who are only there to obey orders from the boss.
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The second category of challenges highlighted by Singhvi et al. (2018) about employee motivation are those produced by the company's management. The notion of modern human resource management has not yet been completely integrated by managers in the majority of present-day small and medium-sized businesses, as well as in a few large businesses. Some managers view HRM as typical day-to-day activity, thus they do not comprehend its significance, let alone employee motivation (Islam and Ahmed, 2014). Sometimes managers use subjective ideas while appraising personnel. In some cases, managers may lose their rationality and utilize subjective notions to make decisions, which may increase prejudice.
All these negligence and unprofessional attitudes of the management ultimately affect employee motivation. Therefore, it is of significant importance to teach the management the appropriate methods of managing human resources and conducting performance reviews (Inang, 2021). To boost their motivation to participate, managers can also encourage and promote their employees to make fair suggestions and proposals. It will also boost the efficacy of the policies that are designed to motivate employees. Managers must also adhere to a formal, scientific, and legal evaluation process when evaluating their employees (Singhvi et al., 2018). In addition, the company's reputation as a fair and equitable workplace will be enhanced, resulting in increased motivation and a decrease in employee turnover.
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In terms of employee motivation, Riyanto et al. (2021) identify a third category of challenges that are related to the employee motivation system. According to the finding of his study, when it comes to employee motivation, financial rewards like bonuses and raises are the most commonly employed methods. Poor manager-employee communication widens the gap between ideal and reality. As a result, managers cannot always accurately assess employee motivation policies. In addition, ambiguous or inadequate guidelines influence whether an employee is eligible to get a reward and what sort of award they can receive (Riyanto et al., 2021). Companies not delivering the necessary motivation at the appropriate time also impacts employee motivation.
As certain employees are extremely intrinsically and spiritually motivated, companies must provide intangible non-financial rewards, such as participation in management as well as honour rewards, in addition to monetary rewards to improve the effectiveness of their employee motivation system (Blašková et al., 2015). It is also necessary to bridge the gap in management-employee communication to accurately analyse the current policy of employee motivation. In addition, organisations can set up an employee training and career management programme, which has a long-term effect on employee motivation. Managers should pay greater attention to motivating their employees at the right time and in the right way.
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At the moment, the payment systems of a great number of private businesses continue to be plagued by a variety of issues. Irregular and subjective decisions on how much to pay someone are made. Payment may be computed according to the manager's desire or their connection with them, depending on the circumstances (Saengchai et al., 2019). Several privately owned businesses do not pay their employees on time. In addition to that, some private businesses may not follow government policies when it comes to adjusting their wages. The faulty government regulatory structure allows businesses to do so (Mikkelsen et al., 2015).
Financial reward or payment is one of the most important factors affecting the motivation of employees. Therefore, organizations must be extra cautious when designing their payment systems and determining employee compensation (Oetomo, 2020). The government must devise a pay scale that all businesses are required to adhere to. In addition, it should be the obligation of the firm to pay the employees on time and without any delay to maintain the employees' sense of motivation. In addition, the compensation of workers ought to be modified in accordance with their respective levels of productivity to appropriately encourage their performance.
[bookmark: _Toc107089512]Conclusion
Since employees have distinct needs, the same reward may not always inspire each employee in the same way. It is the responsibility of managers to devote the necessary amount of time to learning each employee's priorities and then to tailoring goals, levels of engagement, and rewards to meet those specific needs. Managers need to find the right mix of financial and non-financial incentives to keep their employees motivated. Spiritually inclined employees do not value money alone. Career growth possibilities, an invigorating and exciting work atmosphere, relevant and challenging work, and attractive job designs are non-financial benefits. Therefore, it is essential to recognise employees for their long-term effect on their motivation.
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