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Abstract

Digital transformation is radically changing the way companies operate and manage their
practices. And technologies associated with E-business are very important in the innovation of
Corporate Motivation Systems. This review of the literature contemplates the various modalities
through which digital HRM, machine learning systems, and gamified E-business solutions are
altering the behaviors of employees in terms of motivation, engagement, and productivity. Through
the integration of contemporary research findings, the transition from the use of traditional motivation
models to the application of data-driven, technology-enriched methods that help in individualizing
rewards, providing continuous feedback and aligning motivation practices with strategic
organizational goals has been brought to light. Also, the review points out the issues concerning the
integration of systems, data security, organizational culture, and tech savviness. Bibliographic
analysis software like Zotero was instrumental in keeping track of and organizing the sources,
whereas VOSviewer aided in drawing a scientometric map that shows the main research clusters in
digital motivation systems. The results point to the fact that E-business technologies are increasingly
becoming important in the corporate motivation processes and at the same time, they are providing
the research and practical application areas with new directions.
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INTRODUCTION

The fast growth of digital technologies has not only influenced but also changed the way
businesses in the modern world run, interact with each other, and manage their workforce. In this
scenario, the incorporation of E-business technologies into the corporate motivation systems has
already become the most critical field of study representing the larger phenomena of digital
transformation, data-driven HRM, and technology-assisted managerial practices. Digital tools, such
as cloud-based HRM platforms, Al-driven analytics, gamified applications, and mobile performance
systems, have now become indispensable in the creation of more vibrant and personalized motivation
systems as the companies' goal is to improve performance, engagement, and loyalty of their
employees.

E-business technologies can be defined as the digital systems that provide organizational
processes with electronic communication, automation, and data management. Motivation systems
basically relying on these systems are getting constant feedback on employee performance, besides
being individual incentive, communication and engagement systems. To put it differently, incentive
programmes in the corporate environment are made up of structured frameworks, such as financial,
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non-financial, internal and external, which companies operate with to promote the desired behaviour
and, at the same time, facilitate the fulfilment of the strategic goals. The firms that work in the digital
environment need to be cognizant that the digital platforms are restructuring the corporate incentives.

The literature review is intended to be a detailed and thorough presentation of the effects of
e-business technologies on the development and even the complete replacement of corporate
incentive systems. More specifically, research centres aim at discovering the most influential
technological trends in the area of employee motivation and watching how digital systems improve,
modify or even fully take over the traditional motivation methods.

The review serves a double purpose, as it is directed at the academic world and the
practitioners involved in digital human resource management and organisational behaviour, who
together rely on the same data for their technological applications of motivation and productivity
enhancement.

METHODOLOGY OF THE REVIEW

This literature review uses a structured methodological approach that provides
comprehensive coverage of scientific research on the implementation of e-business technologies in
corporate incentive systems.

Literature review was done using the most prominent peer-reviewed academic databases.
Among these databases are Dimensions, PubMed, IEEE Xplore, Lens, and Google Scholar. The
reason for selecting these databases was mainly their superb indexing in the areas of management,
information systems, engineering, and organisational research.

A mix of keywords along with the use of Boolean operators was the approach: “E-business
technologies”, ‘“corporate motivation systems”, ‘“digital HRM”, “electronic human resource
management (E-HRM)”, “employee motivation”, “employee engagement technologies”, “Al in HR”,
“gamification in HR”, “digital transformation in HR”. The search strings: “E-business technologies”
and “employee motivation” or “digital HRM” or “E-HRM” and “engagement” were employed to
narrow down the results.

The review concentrates on publications from the year 2015 to 2025, which is a period
marked by the quick uptake of cloud solutions, Al tools, and digital HR platforms in organizations
globally.

Criteria for inclusion:

) peer-reviewed journal articles or conference papers;

° empirical studies, systematic reviews, or conceptual analyses;

) works that directly tackle motivation, digital HRM, or technology integration.

Criteria for exclusion:

) solely IT papers, leaving any HR or motivational content;

° not refereed papers;

° articles with not transparent methodologies.

Zotero was used for reference management, classification, and metadata extraction.
VOSviewer supported scientometric analysis, particularly keyword co-occurrence and thematic
clustering.

Figure 1 exhibits a co-authorship network made with VOSviewer from the bibliographic
dataset analyzed. Individual authors are represented by nodes, while links express the co-authorship
among the researchers. The authors' publication activity is represented by the nodes' sizes, and the
collaboration's strength is shown through the links' thickness. The depicted map reveals the different
clusters of researchers that represent the professional community within digital transformation,
electronic human resource management, employee motivation, and technology in organizational
practice sectors. The strong connections between the major clusters indicate not only a very high level
of collaboration, but also a considerable overlap of research subjects, which implies that the
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investigation of e-business technologies and corporate motivation systems is interdisciplinary and
conducted within the core group of researchers.

Lxu
f. chen - 840

j. zhao i
9 &8 x.€hu  hliu

j.ma y- gao ; % @ng bibu b
r. kban n. zhao suli

bige > e ’ i s. feng
. wang chen v-dal g :
f. huang o 2 » i
; o @ @ yima y- chen r. zhang oz
& 2. Zhe! W B yiluo 4 d.niyato  h.du
C.wang i A ol j- kang
~ zihe aen c.ie &k.chen ngu . qian k. zhang" lEc J
m.zhu mgli gayu . B Y ‘1. 7
L g joxia Cliu :  @ha jbu 2shi yiwu y. deng
y. g0 - 8l z.li N X;'Ju % hiwu . zhad lii y x.ge
. j.een g@hu - N 8 v suliu > hen Y Jang
dgi > Wreq. chen ol liu “ ygsun
wa N 2 @ phansT i
¢ g ehien R A, SN ) ' @& X.guo x. i q.li
v o A wawu
L 28ne w% “j.wang  cjiang yihu
i h‘ wng - s qu s b = sibu
x..shi 24gai el z.yang 2
i & s. chen di@wu jalu -
r. cagiu y. huang ® V. qu & L ] y. teng e
y.Wang v-ren buhe v KO
I. yélan J"’-{\l‘J’ ® c. zhang X. quan @ ; priadaxn.al {0
Su i - 5
o % y. liu yr-‘h"“ h.zhuh & e
j- zhou x.ie A S.zhang .x@ng tdiu
b.tan : & Zhang g
1. 9% pi@in @ g @@ weu
it ko ¥
>
t.yang g-zhang
U i-qen g
. -m!@png

m.ygeng- 4 &
x.@ha kieta

Figure 1 - Co-authorship network (VOSviewer).

This methodological approach ensures that the conclusions in this article are the result of a
thorough, systematic, and scientifically sound analysis.

ANALYSIS OF LITERATURE

Considering the adoptation of E-business technologies into the formation of corporate
motivation systems in an organization, several key findings can be identified. This part of the
document, based on the sources given, brings together the results across four main areas: the digital
transformation of HRM and motivation, E-HRM systems as technology-based motivation
foundations, gambling as a motivational device, and Al-assisted personalized motivation
mechanisms.

Digital Transformation of HRM and Its Effect on Motivation

The early groundwork in digital HRM posits that digitalization transforms corporate
processes, raising the level of clarity and speeding up communication, thus impacting the motivation
of workers. For instance, “The Digitalization of Human Resource Management” (Zavyalova et al.,
2022) points out that the introduction of digital tools not only streamlines HR workflows but also sets
up the conditions for more responsive motivation and performance management. Likewise, the study
“In¢posuzauus ymnpasiaenus nepconainom” (Chernyakov and Chernyakova, 2025) published in
Russian indicates that the use of digital platforms leads to the more efficient implementation of
motivation programs and better communication between management and staff, thus creating a more
encouraging environment for employee participation .

Later investigations indicate the emergence of a strategic transformation. According to
Yang’s “Transformation in Organizational and Human Resource Management in the Digital
Intelligence Age” (Yang, 2024), the use of digital intelligence systems is one of the main factors in
the realization of openness, empowerment and innovation, all of which are intrinsic motivators that
lead to employee commitment. The distinctiveness of these findings is that the digital transition
increases both the structural and psychological aspects of motivation.


https://www.zotero.org/google-docs/?NKEr3M
https://www.zotero.org/google-docs/?NKEr3M
https://www.zotero.org/google-docs/?IADKDt
https://www.zotero.org/google-docs/?Es1Wek
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Nonetheless, there is a consistent shortcoming through all the studies that is the
unavailability of long-term evidence. The majority of studies deal only with the short-term
motivational outcomes after the digital upgrade and do not pay attention to other aspects like
sustainability, job satisfaction trends, or digital fatigue, which is a future research gap.

E-HRM as a Foundation for Technology-Enhanced Motivation

Cutting-edge E-business technologies are an inseparable part of modern HRM systems, and
the research unanimously states that E-HRM platforms are the primary facilitators of digital
motivation practices. The study “Impact of E-HRM Practices in the Working Environment” (Dr.
Kumar Lamba et al., 2024) indicates that electronic HR tools have a noticeable positive impact on
employee participation, empowerment, and understanding of motivational expectations. Similarly,
“The Effect of Electronic Human Resource Management Systems on Sustainable Competitive
Advantages” (Algarni et al., 2023) points out that digital HR systems support innovation and agility,
thus indirectly boosting employee motivation by nurturing a fast-paced and flexible workplace
culture.

Moreover, “The Impact of E-HRM Tools on Employee Engagement” (Stachové et al., 2024)
brings forth empirical support that E-HRM systems enhance communication, feedback mechanisms,
and participation, all of which escalate employees’ inner drive .

On the other hand, some common limitations are found in the studies:

° Different levels of digital literacy are not considered, which might lead to unequal
motivational experiences;

° The main emphasis of research is usually on manager or system-level outcomes, and
employee psychological responses are given less attention;

° Cultural and demographic moderating factors are still largely neglected.

In spite of these limitations, the agreement is unanimous: E-HRM systems bring about a
substantial increase in the motivational climate by means of autonomy, transparency, and frequency
of interaction.

Gamification and Interactive E-Business Tools as Motivators

Gamification is the most powerful merging point of E-business technologies with corporate
motivation, and still very much an issue for several studies that appear in the dataset that support its
impact on motivation.

According to the article “Development of a Gamification Model for Personalized E-
Learning” (Afvensu, 2023), gamification positively affects teaching; it creates a more engaged,
autonomous, and persistent learner, who is as such easily transferred to the corporate motivation
system.

“The Role of Gamification in Electronic Human Resource Management” (Zertaj, 2024)
assures nothing less than that gaming mechanism (points, badges, challenges, etc.) make the
engagement of the employees more active, the results of training higher, and the whole process even
the most monotonous ones turned into pleasant experiences.

The systematic review “The Role of Gamification in Human Resource Development” (Yeti,
2024) denotes the same conclusion in a stronger way by pointing out that gaming is the driving force
behind the HRD contexts of intrinsic motivation, skill development, and positive behavioral change.

On the other hand, the literature also points out some contradictions:

° Leaderboards displaying competitors ranking might discourage the less competitive
employees and thus lead to a decrease in their motivation;

° The effects of gamification are often short-lived and not very evident when it comes
to evidence of long-term retention;

° An ill-calibrated game can result in the players’ frustration and also in the perception
of unfairness being heightened, thus leading to an overall decline in the players’ satisfaction.


https://www.zotero.org/google-docs/?875Teu
https://www.zotero.org/google-docs/?875Teu
https://www.zotero.org/google-docs/?MocTfn
https://www.zotero.org/google-docs/?RcVp9s
https://www.zotero.org/google-docs/?yYJc9d
https://www.zotero.org/google-docs/?es2cnV
https://www.zotero.org/google-docs/?s5K7Kd
https://www.zotero.org/google-docs/?s5K7Kd
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In any case, the overall summation still gives gamification the position of the most powerful
E-business technology when it comes to employee motivation, particularly in learning, onboarding,
and performance management environments.

Al-Enabled Personalization and Data-Driven Motivation

The literature published recently points out that Al and analytics have become so entwined
with motivation systems that they are now considered the least powerful change being made.

In the paper "Employee Well-being in the Age of Al" (Sadeghi, 2024) it is stated that HR
systems supported by Al provide excellent personalization, well-being monitoring on a continuous
basis, and adaptive interventions all of which help to keep employees motivated and to minimize the
risk of burnout.

To a great extent, the article “Digital Technologies and Performance Incentives” (Lehmann
and Beckmann, 2024) goes along with this, and when referring to digital analytics tools such as those,
they would point to higher goal alignment, well-distributed performance incentives, and an even more
meaningful feedback loop that would be all in favor of employee motivation.

The silence of Al systems also gives the chance for disengagement forecasting and the
making of individual incentive recommendations.

However, the researchers have already warned that the lack of transparency over algorithms
and the feeling of being under surveillance might harm intrinsic motivation.

Alongside these, the literatures also mention a few more issues such as:

) The ethical aspects of data privacy and biases in algorithms that might affect the
validity of their results;

) The employee's acceptance of Al-driven motivational tools has been scarcely explored
in the literature;

° The resulting findings thus far have not been generalizable to various cultural settings.

Nonetheless, the main trend still points to Al-enabled personalization as the heart of the
digital motivation systems.

DISCUSSION

The literature that was reviewed shows a distinct and fast-moving transition to technology-
assisted motivation systems. This transition is the result of the cutting-edge use of E-business tools,
digital HRM, and the gamified interface along with Al-based analytics coming into play massively.
While a thematic analysis of findings was presented in Section 4, this particular segment reflects on
and interprets the broader trends, contradictions and limitations of the research, and at the same time
reveals the critical areas that need more investigation.

Emerging Trends and Patterns in the Literature

There are several trends that are widely accepted and that can be seen among the various
studies that were analyzed:

1.  Digital transformation is considered an irreversible trend that is changing HR practices
in a very big way across several sources. Companies are now finding out that digital tools not only
improve communication and feedback but also increase transparency which is a factor that is closely
associated with the high motivation of employees. The research done on digital HR and E-HRM
shows that organizations are more and more dependent on the integration of technological ecosystems
and are thus able to motivate and engage their employees continuously, data-wise, and through HR
initiatives that are not limited to individual systems but are consistent throughout. (Afvensu, 2023;
Dr. Kumar Lamba et al., 2024)

2. Thus a pattern is being formed that motivation is the most effective teaching method
when it is adjusted to the individual's needs. Discussed in literature focusing on employee well-being
and data-driven incentive systems, Al-based HR systems assist companies in personalizing rewards,
feedback, and development paths. This transition is similar to the ongoing trends concerning


https://www.zotero.org/google-docs/?Fx06yt
https://www.zotero.org/google-docs/?sDIAHW
https://www.zotero.org/google-docs/?sDIAHW
https://www.zotero.org/google-docs/?iZGsUm
https://www.zotero.org/google-docs/?iZGsUm
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consumer electronics, in which personalized experiences are the ruling factor in today's digital
communication. (Husen et al. 2024; Kumar and Das, 2025)

3. Gamification is one of the principal digital instruments, offering the most powerful
impact to the users' power of motivation in the training and performance development context during
the. (Yeti, 2024; Fatima, 2024) The literature suggests that gamification makes the work of the
employees more meaningful, enjoyable, and interactive, which are the main characteristics of the
intrinsic motivation theory.

4.  Digital intelligence frameworks consider empowerment, autonomy, and shared
leadership as the primary values, thus pointing that technology-facilitated motivation is in line with
the employees' current demand for freedom and purpose (Kumar and Das, 2025; Kanupuri, 2024).
The latter is a transition from top-down control to bottom-up, technology-driven, and participative
engagement.

Contradictions and Debates in the Literature

The various contradictions that lie in the E-business technologies benefits are generally
agreed upon but still exist to some extents:

1. The use of digital HR tools is proven to increase motivation, but at the same time,
some studies are cautioning implicitly that the degree of digitalization may lead to technostress or cut
down human interaction, which are important for emotional wellness. To illustrate, E-HRM research
gives priority to the efficiency and engagement perspective, while it does not consider whether the
constant monitoring through digital means might in the long run cut the autonomy.

2. There is a consensus in the studies that facilitated by the gamified systems,
engagement increases in the short run. However, the question of how long this remains to be the case
is still debated. A group of researchers has expressed the concern that if the rewards linked to
gamification are solely extrinsic, then not only will they undermine the long-term intrinsic
motivation, but they will also do so if they fail to design the rewards carefully. (Fatima, 2024) These
are the concerns that create a gap between immediate engagement and change in behavior that lasts.

3. Al-enabled personalization is celebrated for enhancing motivational precision, but the
literature acknowledges risks related to privacy, algorithmic bias, and transparency. Al can , for
example, predict disengagement or customize the incentives. However, it may also cause the
employees to feel that they are being watched or treated unfairly by the algorithms and this could lead
to them being unmotivated rather than motivated.

4. A number of researches tacitly claim that staff members will have no difficulties in
using digital HR tools. However, due to differences in digital literacy, age, and the type of their work,
the employees may have different motivational states in the same workplace. Lack of digital skills
may hinder a worker's interaction with E-business tools and thus lead to incorrect assumptions of
universal motivational benefit.

Key Limitations in Current Research

Some structural limitations prevailing in the literature continue to block a comprehensive
understanding of technology-driven motivation:

1.  The majority of the studies are based on cross-sectional surveys, very short
experiments, or pilot projects. Motivation sustainability has not been longitudinally evidenced in the
case of Al and gamification tools, among others.

2. Most studies analyze technology deployment in particular national or organizational
contexts. Research seldom compares results from different cultural settings, although motivation
practices are extremely culture-sensitive.

3. The technological outcomes (e.g., engagement, performance) are quantified, but the
psychological processes of trust, autonomy, perceived fairness are not fully delved into, especially in
Al systems.


https://www.zotero.org/google-docs/?DTWQjo
https://www.zotero.org/google-docs/?X3rrDv
https://www.zotero.org/google-docs/?RvKhPm
https://www.zotero.org/google-docs/?ZuwIu4
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4.  The majority of the studies point out the benefits, while only a few delve into the cases
of failure, unexpected impacts, or resistance from the organization. This one-sided view of the matter
creates a gap in knowledge concerning the risks and challenges of implementation.

Under-Researched Areas and Future Directions

Through the identified gaps, various areas have been highlighted which are in need of
extensive research:

1. Longitudinal Impact of Digital Motivation Systems. Future research should monitor the
motivational effects over a significant duration to see if the participation goes on or fades away
following the initial novelty effects.

2. Ethical and Psychological Implications of Al in Motivation. There is a need for more
research that investigates the employee views on Al-based rewards, the openness of the algorithms,
and the trust in automatic decision-making.

3. Inclusive and Accessible Motivation Technologies. The research should review the state
of digital literacy and accessibility across the spectrum and try to see how the different population
groups can benefit the most from the motivational systems.

4. Integration Models for E-Business Motivation Tools. B coBpemeHHO# nuTepatype
paccMaTpruBaOTCA MIEPCOHAJIBHBIC TCXHOJIOT'MH, 4 UMCHHO J3JICKTPOHHOC YIPABJICHUC IICPCOHAIOM,
reiMuduKanus W HCKYCCTBEHHBIM WHTEUICKT, HO OHH HE (GOpPMHUpPYIOT OOIIeH OCHOBBI IS
HUHTCTrpalliK  pa3JIMYHbIX HHCTPYMCHTOB BHCKTpOHHOP'I KOMMEpIHUM B CAUHYHO IIOJIMTUKY
crumynupoBanus. The current studies consider separate technologies, such as E-HR, gamification
and Al, rather than formulate a general basis for the integration of several E-Business tools in one
overall policy.

5. Behavioral and Cultural Moderators of Digital Motivation. The research hardly ever
examines the extent to which individual characteristics, age, culture, or job traits affect the success
of digital motivation systems.

In this manner, the research demonstrates that e-commerce technologies can be integrated
into the contemporary corporate motivation systems very successfully; on the other hand, they also
raise the issue of technology's performance in relation to the human-centered approach’s standards.
The transition from traditional framework to the digital-supported motivation systems is not only a
small step in organization changes, but it’s also a part of a more large-scale tendency of developing
adaptive, personalized, and data-driven HR ecosystems. Nevertheless, the meaningfulness of the
transition will primarily depend on the resolution of ethical issues, the guarantee of inclusiveness,
and the establishment of a better understanding of the psychological reactions to technology-
mediation in motivation of the employees.

CONCLUSION

The application of E-business technologies in the motivation systems of organizations is one
of the major changes in human resource management today. The literature analyzed for this research
has shown that the digitalization of the workplace is a powerful driver that changes the way
employees' motivation is created, communicated, and kept in the company. The main point is that the
transition to using digital HR tools, such as E-HRM platforms, and Al-supported analytics, opens
doors for companies to establish more flexible, quicker, and individualized motivation systems that
are in sync with the desires of the workers who are skilled in digital technology.

To begin with, the review points out that the digital transformation not only increases the
number and efficiency of the motivational mechanisms but also makes them much easier to access
and more transparent. Process automation, digital communications, and performance management
systems have been responsible for giving the employees a lucid understanding of their targets, their
performance, and their growth. The trust such openness creates is reinforcing the fairness perception,
and fairness is a key motivation driver for both types of motivators, intrinsic and extrinsic, that is, it
keeps them alive. HR research points out the major aspects that not only foster but also sustain a
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positive workplace and these are open feedback, data-driven decision-making, and the unimpeded
exchange of information.

Secondly, E-business technologies support the development of personalized motivation
strategies, which allows companies to refuse one general system for whole organization staff. Besides
the personalized feedback, Al-powered analytics can also create customized learning paths for every
learner and detect the employees who are most likely to leave by foreseeing their needs. This kind of
tech support not only has the potential of boosting productivity but also catering to the autonomy,
skills, and relationship needs of the employees in the realm of psychology. Therefore, digital systems
tailored to individual needs not only affirm the traditional theories of motivation but also make them
more applicable by providing the technological means for the widespread individualization of the
motivational support.

On the contrary, the employment of interactive tools like gamification has unlocked
employee engagement in new ways. Gamified systems make tedious activities more engaging and
thus, the people involved in such activities are more satisfied and rewarded professionally. It has
been confirmed that implementing gamification elements can contribute more active engagement,
increasing educational results and emotional affection towards work. Nonetheless, the review points
that the question about the gamified motivation system’s long-term efficiency and sustainability is
still open for discussion. This necessitates the use of careful designs informed by psychological
principles rather than the application of superficial reward systems.

The limitations associated with the studies identified above point to numerous opportunities
for researchers to conduct further research on the topic in the future. One of the important issues are
ethical considerations, which are especially actual for the Al-supported motivation systems, where
employees’ trust can be undermined because of confidentiality and algorithms’ biases. Consequently,
digital inequality could unintentionally lead to differences in motivation level due to the differences
in employees’ technological skills, their access and convenience.

The limitations of the above studies have pointed out several significant research areas for
the future. Not only have the above restrictions of research paved the way for new research but also
they have outlined the main points which need to be emphasized for the future researches in this area.
The researchers should, first of all, map out long-term studies for the digital incentive systems in
order to grasp the temporal course of motivation from the initial stage, when by novelty, to the final
one of decline. Additionally, cross-cultural, demographic, and industry-context-comparative studies
would reveal the nature of digital motivation tools in a diverse environment. Lastly, the development
of integrated theoretical models capable of merging E-HRM, Al, gamification, and digital
communication technologies into cohesive frameworks reflecting real-world organizational
ecosystems is a significant area of research ahead.

To sum up, E-business technologies create new and very strong opportunities for changing
the motivation systems of companies in such a way that they are in line with the changing nature of
work and the expectations of employees. The areas of effect of technology are efficiency,
personalization, and new motivational pathways through interactivity and analytics. However, the
realization of those benefits still depends on the carefully designed and executed method that weighs
the factors of innovation against ethical responsibility and human-centered design. The results of the
literature review not only point to the direction of digital motivation systems as potential in the future
but also the need to conduct more research to deal with the complexities and risks associated with the
use of technology for motivation purposes.
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Pesrome
UHTET'PALIVA TEXHOJIOTUM DJIEKTPOHHOI'O BU3SHECA B PA3PABOTKY
KOPITOPATUBHbBIX CUCTEM MOTUBAIIMU

A. Cmamnosal, A. A6mynyposal

1. Kazaxcrancko-Hewmernkuii yHuBepcurer
Kazaxcran, AnMmaTsl

Hudposas Tpancopmanus KapJIUHAJIBHO MEHSET TO, KaK KOMIIAHUU (PYHKIIMOHUPYIOT U
yYOpaBJsAAlOT CBOUMH IPOLICCCAMU. TCXHOHOFI/II/I, CBSI3aHHLIC C DBJICKTPOHHBIM 61/I3HCCOM,
UrparoT KIHOYCBYIO POJIb B 0OHOBJIEHNU KOPIIOPATHUBHBIX CHCTEM MOTHBAIIHUH. B O630p€
JUTEpaTypbl PAacCMaTPUBAIOTCS pa3IMYHBIE CIOCOOBI, MOCPEICTBOM KOTOPBIX HH(PPOBOIi
HRM, cucrembl MammHHOro 0o0y4eHHs] M TredMU(UIMPOBAHHBIE pEHIeHHUs] B O0JacTu e-
business TpaHCHOPMHUPYIOT TIOBEICHHWE COTPYJHUKOB C TOYKH 3pPEHHUS MOTHBAIIHH,
BOBJICUEHHOCTH H MNPpOAYKTHUBHOCTH. Ha ocHose COBPCMCHHBIX I/ICCJ'IC)IOBaHI/Iﬁ ITOKa3aH
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nepexo/1 OT TPAJAULIMOHHBIX MOJIEJIe MOTUBALIMY K OCHOBAHHBIM Ha JJAaHHBIX, TEXHOJIOTUYECKU
o0OoraméHHbpIM METOJIaM, KOTOpBIC TO3BOJISIOT HHIWBUIYATU3UPOBATh BO3HATPAKICHHUS,
oOecrnieunBaTh HEMPEPHIBHYIO OOPaTHYIO CBSA3b U YBSA3BIBATH MOTHUBALMOHHBIC MPAKTHUKU CO
CTpaTEerHueCKUMU LEISIMU opraHmu3aiun. Takke B 0030pe BBIACICHBI MPOOIEMBbI HHTETPAIIUU
cucteM, HH(POpPMAIMOHHOM 0€30MacHOCTH, OpPraHU3allMOHHOM KYyJIbTypbl M YpPOBHS
TEXHOJIOTHYECKOW rpamMoTHOCTU. [IporpamMmHoe oOecmeuenue i OuOIMOTpadUUECKOro
aHaliM3a, Takoe Kak Zotero, OKa3aJlloCh MOJIE3HBIM Ul CHCTEMAaTH3allud HCTOYHHKOB, a
VOSviewer moMor nmoCTpOUTh HAYKOMETPUYECKYIO KapTy, AEMOHCTPHUPYIOLIYIO OCHOBHBIC
UCCIIeIOBATENIbCKUE KIIacTepbl B cdepe HUPPOBBIX CUCTEM MOTHUBAaLUU. Pe3ynbTarhbl
MOKA3bIBAIOT, YTO TEXHOJOTUU 3JIEKTPOHHOTO OM3HECa CTAHOBATCS BCE OoJiee 3HAYMMBIMU B
rporeccax KOprnopaTuBHONW MOTHUBAILIMU, OTKPHIBAsi HOBbIE HAMPABJICHHUS JIJIsl UCCIIEOBAaHUN U
MIPAKTUIECKOTO TPAMCHCHHS.

KioueBble cj10Ba: TEXHOJIOTMM OJJIEKTPOHHOrO Ou3Heca, uudpoBas TpaHchopMalus,
KOPIIOpaTHBHBIE CHUCTEMBbl  MOTHBAIMKM, MOTHBamus nepcoHamra, e-HRM, HRIS,
reiiMuduKanus, BOBICYEHHOCTh COTPYIHHUKOB, ympaBlieHHEe 3()PeKTUBHOCTHIO, HUGPOBHIE
m1aTopMBbl, aHATMTHKA HA OCHOBE NaHHbIX, M1 B HR.

Tyitinneme
KOPIIOPATUBTIK MOTHUBALUSJIBIK JKYHEJEPII JAMBITY JAFBI E-BU3HEC
TEXHOJIOT'USAJAPBIH UHTEI'PAIIUSJIAY
A. Cmamnosal, A. AGayHypoBa®
1. Kazak-Hewmic ynuBepcureTi
Kazakcran, AaMatsl

Hudpnsik Tpancopmalysi KOMIAHUATIAPIBIH Kajlall )KYMBIC 1CTEIl, ©3 TKIPUOECIH Kayai
OackapaThIHBIH TYOereiini esrepryae. DnekTpon sl ousHecTiH (E-business) TexHomorusmapsl
KOPHOPaTUBTIK MOTHBALIMS JKYHeEJIepiH KaHFbIPTY/1a aca MaHbI3/1bl pe aTkapaasl. by onebu
wony 1 piapik HRM, MammHanmbIK OKbITY Kyiienepi MeH remudukanusiianFan E-business
memiMaepl KbI3METKepJepAlH MOTHBALUACHL, TAPThUIYbl KOHE OHIMAUIINIHE Kanai acep
eTeTiHiHe Tajjay kacaiasl. Kaszipri 3eprreyiepiiH HOTHKeIepiH OIpiKTIpy apKbUIbl
CBIMAKBUIAPABI  JApaJlaHIbIPBITN, Y3IKCi3 Kepl OailaHbpic Oepyre >KOHE MOTHBAIIMS
MIPAKTUKACBIH YMBIMHBIH CTpaTErMsUIbIK MaKcaTTapbIMEH YHIIECTIpyre MYMKIHIIK OepeTiH
JepEKTepre HETi3/IeNreH, TeXHOJIOTHSIMEH TOJNBIKTBIPBUIFAH SIICTEpre IOCTYPIi MOTHBAILIUS
yiariiepineH KemryniH Oapbicel ambin  kepcerunni. CoHpaii-ak mony  kyHenepni
UHTErpanusiay, JepeKkTep Kayinci3airi, YHBIMIBIK MOJEHUET JKOHE TEeXHOJIOTHSUIIBIK
KY3bIPETTUTIKKE KaThICTBI Mocesenepai aram ereai. Jlepekke3aepai Kagaranam, kyieneynae
Zotero cekuini OuOnworpadusablK Tanmay OarmapiiamMachl KOmaaHeliabl, an VOSviewer
UG PIBIK MOTHUBALUS JKYHesepl sKeHIHJIer! 3epTTeyIep/IiH HEeri3ri KiacTepiiepiH KOpCeTeTiH
FBUIBIMA-METPUKAIBIK KapTaHbl jKacayFa kopaempiecTi. HoTwkenep SIeKTpOHIBI OHW3HEC
TEXHOJIOTHSUIaphl KOPIOPATUBTIK MOTHBALUsS YAepicTepiHae OapraH cailblH MaHbI3[IbI Oosa
TYCETIHIH 9opl 3epTTey MEH IMpakTHKara »)aHa OarbITTap allblll KaTKaHbIH KOpPCEeTel.

Tyiinai cezaep: E-business texnomorusmapbl, nU@piablK TpaHchopMalus, KOPIOPATUBTIK
MOTHBAIUS JKyHesepi, Kbl3MmeTkepiepai biHTamaHaslpy, E-HRM, HRIS, remucdukamus,
KBI3METKEPJIEP/IIH TapThUTYhI, HOTHXKEIUIIKTI OacKapy, UG PIIBIK tuiatopmanap, 1epeKrepre
Heri3menred aHanuTuka, HR-marel skacaHabl MHTEIEKT.

12



