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B oannon cmamve paccmampueaemcs cO8peMEHHOE NPUMEHEHUEe MEXAHU3MO8 MOMUSAUUU U CHIUMYIUPOGAHUA
PAdGOMHUKO8 8 YCI08UAX UUPPOEO20 PA3BUMUA U AKMUGUZAUUU 0eAMENbHOCHIU KOMRAHUIL 8 DAMKAX MEHCOYHAPOOHOT
ESG-nogsecmku. Asmopamu ananuszupyemcsa eausanue meKywux QHaxkmopos, maxux, Kak MamepuaibHoe
U HemamepuanbHoe 603HAZPaXscOenue, a maxice odecneuenue 61a20NOAYYUA U 606I€HEHHOCIMU PAOOMHUKO8, HA UX
MOMuUeauuio u y0061emeopeHHocms ycaosuimu pabomol. Ilpu 3mom ydensemcsa 6GHUMAHUE UMEIOUUMCA
RPOMUGOPEUUAM, CEAZAHHBIM C GAUAHUEM COGPEMEHHBIX UUPPOBBIX UHCHIPYMEHMOG, KOMOPble MOZYM UZPamy Kax
RO0OePICUBAIOWYI0, MAK U COEPIHCUBAIOWYI0 pOab 6 Mmomueauyuu nepconana. Iloouepkusaemcsa eajcnocmo
UCHONIb306AHUA  UUPPOBLIX NOOX0008 NPU  NPOBEOCHUU  AHATUMUYECKOU  padomel u  obecneyeHuu
UHMENNeKMYAnUu3ayuy U aeMOMAmu3ayuu ynpasieHyeckoll 0eamenbHOCmu COUUAIbHOU U  IKO102UYeCKOl
HANPAGIEeHHOCIMU 8 PAMKAX MOMUGAUUU U Cmumyauposanus. B cmamove, na 6aze nposedenus IMRnupuueckozo
U MHOMCECHIBEHHO20 PEPECCUOHHO20 AHANU3A, POPMYAUPYIOMCA U OOKA3bIGAIOMCA 2UNOME3bl O 63AUMOCEA3U
U 63AUMOBTUAHUN MOMUBUPYIOWUX (PAKMOPOE Ha YO061emEOPEHHOCY U 606/1€4eHHOCHb NEPCOHANA 8 YCI08UAX
yugposuzayuu u odecnevenun ycmouuueozo pazeumus. B xode ooxazamenvcmea cpopmynuposannvix zunomes
agmopamu pazpadamuléaromcs HOgble MeoPemuyecKue no0HCeHUs U NPAKMUYecKue peKOMeHOAUUN no CO30aHUI0
MEXAHU3IMO06 MOMUGAUUU U CHUMYIAUPOBAHUA NEPCOHANA 6 KOoHmeKcme uugposou mpanchopmayuu.
ILenwto uccnedosanusn agnaemca nposedenue OYEHKU GIUAHUL MOMUBCAUUOHHBIX PAKMOPO8, MAKUX, KAK 3apadomnuan
naama, Hemamepuaibhoe 6o030elicmeue, HAIUYUE MEXAHUIMO8 O00pAmMHOU C6:A3U, a4 makKyce obecneuenue
071a20n071y4UA pAOOMHUKOB, HA UX 606/1CYEHHOCIb U YO0B1EMEOPEHHOCHL MPYOOM (C yUemom CuMyaupyow el pou
uugposvix uncmpymenmos). Ha o6aze 3mozo 0071icHbl 0bimp NPEONOIHCeHbl HPAKMUYECKUE PEKOMEHOAuuu Ons
MEHEONHCMEHMA COBPEMEHHBIX KOMRAHUIL NO CO30AHUI0 OCHO8 IPhekmueHoii pabomel nepconana 6 ycio6usax
yugposoii mpanchopmayuu u peanuzayuu ESG-cmpamezuu. 3adauu uccnedosanun: 1) ouenumsv eruanue
DA3IUYHBIX  MOMUBAUUOHHBIX  (PAKMOPOE  HA  GOGIEYEHHOCMb U  YOO61EMEOPEHHOCHb  PADONHUKOGS
2) npoananuzuposamsv eauaAHUE UUPPOGLIX UHCHIPYMEHMO8 HA MOMUGAUUOHHbIE (Qaxmopsl; 3) 6vlasumb
Mooepupyouiee eausHUue YUPPOoBbIX UHCMPYMEHIO8 HA MOMUBAYUOHHbBLE (hakmopbl; 4) npedorcums peKoMeHOauuu
no hopmuposanuio MOMUECAUUOHHBLIX PYAKMOPOE 8 YC06UAX YUPPOCOT mMPaHchopmayuu u ycmoiuuugo2o pa3eumus.
O0beKmom uccneo06anus AGAAIOMCA PAOOMHUKU COBPEMEHHBIX KOMRAHUIL, YYACMEYIouiue 6 MedCOYHAPOOHBIX
UCCNIe006AHUAX NO  GONPOCAM  YO08AeMEOPEeHHOCMU mpyoom. Memoovl ucci1e008anus: MHOHCECHEEHHbBLI
Pezpeccuonnblil AHANU3, AHAIU3 OAHHBIX, 0000U|eHUe, 102UYECKUTL AHAIU3 U KellC-CMaou.

Knwouesvie cnosa: ycroniunsoe paszuthe, ESG-moBecTka, ympaBlieHHE, MOTHBAILlUSl, CTHMYJIHPOBaHHE, IU(pOBas
TpaHchopMaLusl, MEXaHU3M, YOBIETBOPEHHOCTD, IN(POBBIE HHCTPYMEHTHI.
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This article examines the current application of employee motivation and incentive mechanisms in the context of digital
development and activation of companies' activities within the framework of the international ESG agenda. The authors
analyze the impact of current factors, such as material and non-material rewards, as well as ensuring the well-being
and engagement of employees, on their motivation and satisfaction with working conditions. At the same time, attention
is paid to the existing contradictions associated with the influence of modern digital tools, which can play both a
supporting and a restraining role in staff motivation. The importance of using digital approaches in conducting
analytical work and ensuring the intellectualization and automation of management activities with social and
environmental focus within the framework of motivation and incentives is emphasized. In the article, based on empirical
and multiple regression analysis, hypotheses about the relationship and mutual influence of motivating factors on the
satisfaction and involvement of personnel in the context of digitalization and ensuring sustainable development are
formulated and proven. The aim of the study is to assess the impact of motivational factors such as wages, non-material
impact, availability of feedback mechanisms, and employee well-being on their engagement and job satisfaction (taking
into account the stimulating role of digital tools). Based on this, practical recommendations should be proposed for the
management of modern companies on creating the foundations for effective personnel performance in the context of
digital transformation and implementation of ESG strategy. Research objectives: 1) to assess the impact of various
motivational factors on employee engagement and satisfaction; 2) to analyze the impact of digital tools on motivational
factors; 3) to identify the moderating impact of digital tools on motivational factors; 4) to propose recommendations for
the formation of motivational factors in the context of digital transformation and sustainable development. The object
of the study is employees of modern companies participating in international studies on job satisfaction. Research
methods: multiple regression analysis, data analysis, generalization, logical analysis and case study.

Keywords: sustainable development, ESG agenda, management, motivation, staff incentives, digital transformation,
mechanism, employee satisfaction, digital tools.
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Introduction

Digital transformation today has not only brought about technological innovations, it has also prompted management
of organizations to revisit their employee incentives as part of the activation of the ESG agenda. The effectiveness of
incentives is directly related to employee motivation and corporate competitiveness, prioritizing sustainable and eco-
oriented human development - i.e., the value that an organization creates for its people includes enhancing their health and
well-being, skills and employability, quality work experiences, opportunities for advancement, fairness, and a sense of
belonging and purpose [1; 2; 3]. This not only helps employees achieve better personal outcomes, but, in a mutually
reinforcing process, also contributes to better business outcomes for the organization and for the country as a whole from
the positions of sustainable digital development [4, p. 3; 5]. Traditional incentives, such as salary, bonuses and gift offerings
are no longer sufficient to meet the needs of the new corporate environment and pooling power brought about by digital
transformation. With the application of Artificial Intelligence, Internet of Things and data analytics tools, the problem of
optimizing employee incentives through digital means has become an important topic in business management research.
Taking this into account, the research topic of this thesis can be considered relevant, especially - taking into account the
priorities of the ESG concept.

The results of the authors’ analysis of existing scientific publications on this problem and its interpretation in the
context of digital transformation allowed them to formulate two contradictory hypotheses (H1 and H2). In the framework
of hypothesis H1, we make the assumption that: about significant positive correlation between employee motivation
mechanisms, such as salary incentives, spiritual incentives, employee well-being, employee participation as well as positive
feedback, and employee engagement. Hypothesis H2 contains the assumption that the use of digital tools has a determined
moderating effect on motivation mechanisms.
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Research results

With regard to Hypothesis H1, this study used multiple regression analysis to investigate the relationship between
motivational factors and employee engagement, using publicly available data from the Gallup and Bureau of Labor Statistics
Workplace Survey in the United States from 2014 to 2024.

In this study, data were collected and compared in the following areas:

1. Employee engagement. This category refers to the degree of employee involvement and enthusiasm at work and
in the workplace. This study refers to the results of GALLUP's engagement survey Q 12, which tracks the employee
engagement of thousands of organizations around the world and measures employees' perceptions of the most critical
elements of workplace culture (Source: GALLUP. Indicator - employee engagement. - URL:
https://www.gallup.com/394373/indicator-employee-engagement.aspx. Data accessed 05.11.2024). Among the survey
results, data from the U.S. Employee Engagement Trend from 2016 to 2024 was selected. Current employee needs are
gradually shifting towards more responsible work, solving difficult but interesting tasks, etc., which leads to employees
wanting to be involved in the company's business and become comprehensive, informed participants in corporate change
and development [6, p. 200]. Among other things, this contributes to ensuring the sustainable development of the
organization and is in line with the modern environmental management agenda. [7] By involving employees in the
organization's decision-making process and management at all levels, employees can feel the trust of their superiors and
thus experience a strong sense of responsibility that their interests are closely linked to the development of the organization.
In turn, this is closely related to such a modern direction of sustainable development of the organization as talent
management [8]. This study refers to GALLUP's research on Leadership & Management and selects the responses of
employees in American companies to the question: “Does my manager include me in goal setting?” as the source of data
for the variable of employee participation.

2. Spiritual incentives. They are closely related to spiritual motivation, which is considered as an intrinsic, non-
material motivation, including respect for employees and recognition of work results. This study refers to GALLUP's survey
“The people and planet” (Source: GALLUP. INDICATORS-ESG: Environmental, Social and Governance. - URL:
https://www.gallup.com/395216/indicator-esg.aspx. Data accessed 05.11.2024). Thus, the responses of employees to the
question: “Is there someone at work who encourages my development?” - were selected as the reference data for the variable
of spiritual motivation in the survey results.

3. Salary incentives. This kind of incentives refers to the total amount of remuneration that a worker receives for their
work. It is worth noting that while remuneration is changing, factors such as prices are also constantly changing. Therefore,
it is also necessary to consider the inflation rate in the market to obtain more realistic data on the trend of remuneration
growth. This study selected data from 2016 to 2024 on the US wage growth and US inflation rate from the TRADING
ECONOMICS websites.

4. Employee well-being. It includes attention to the psychological, physical, emotional and financial health of
employees. It provides employees with benefits such as financial support, health assistance, and flexible working hours to
help them achieve a better work-life balance and a more positive attitude towards work and the workplace. This study refers
to the results of the US employee perceptions of organization caring about their wellbeing from the GALLUP study
INDICATORS-Employee  Wellbeing  (Source:  GALLUP. INDICATORS-Employee  Wellbeing. -  URL:
https://www.gallup.com/394424/indicator-employee-wellbeing.aspx. Data accessed 06.11.2024) and data from 2014 to
2024 was selected (the question was: “Does my organization care about my overall wellbeing?”).

5. Employee feedback: Employee feedback is defined as a communication process in which an employer or
supervisor provides constructive comments and evaluations to employees regarding their work performance, behavior (or
other aspects), which can help employees understand their own performance. This study refers to GALLUP's research on
leadership and management (Source: GALLUP. INDICATORS-Leadership & Management. - URL:
https://www.gallup.com/404252/indicator-leadership-management.aspx. Data accessed: 07.11.2024), and selects the
responses of employees in American companies to the question “Have I received meaningful feedback in the last week?”
as the source of data for the employee feedback factor.

The data integration is presented in table 1.
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Table 1
Summary of empirical research data on employee motivational factors and engagement*
Variable Employee Spirit Salary Employee Employee Employee
engagement, incentives, incentives, well-being, | participation,| Feedback,
Y X1 X X3 X4 Xs
Data Employee «There is Wage Inflation «My «My «l have
selection Engagement | someone at work | Growth Rate | organization] manager received
Trend who encourages (%) (%) cares about | includes me meaningful
(Engaged, %)| my development» my overall in goal feedback in
(Strongly wellbeing» setting» the last week»
agree, %) (Strongly (Strongly (Strongly
agree, %) agree, %) agree, %)
2014, Jan 31.0 31.0 3.68 1.6 25.0 — —
2015, Jan 32.0 30.0 5.57 0.1 — — 21.0
2016, Jan 33.0 32.0 3.55 1.4 — 29.0 23.0
2017, Jan 33.0 31.0 3.7 2.5 — 29.0 21.0
2018, Jan 34.0 32.0 5.6 2.1 - - —
2018, Aug — — 5.6 2.7 — 25.0 —
2019, Jan 35.0 34.0 4.7 1.6 — — —
2019, May — — 4.8 1.8 29.0 — —
2019, Sep — — 4.2 1.7 — 29.0 20.0
2020, Jan 36.0 36.0 5.2 2.5 — — —
2020, Mar — — 2.3 15 46.0 31.0 23.0
2020, May — — 2.6 0.1 49.0 — —
2021, Jan 34.0 — 2.6 1.4 38.0 — —
2021, Mar — 35.0 4.3 2.6 36.0 26.0 23.0
2022, Feb 32.0 32.0 10.8 7.9 24.0 — 21.0
2022, Jun 32.0 30.0 7.3 9.1 21.0 — 21.0
2022, Sep 32.0 33.0 8.0 8.2 24.0 24.0 20.0
2022, Nov 33.0 33.0 5.1 7.1 26.0 — -
2023, Feb 33.0 33.0 5.3 6.0 25.0 — 22.0
2023, May 34.0 34.0 5.9 4.1 24.0 — 24.0
2023, Aug 33.0 32.0 4.9 3.7 24.0 27.0 22.0
2023, Nov 33.0 32.0 5.6 3.1 24.0 — —
2024, Feb 30.0 29.0 6.8 3.2 21.0 — 19.0
2024, May 32.0 — 7.0 3.3 25.0 — 23.0
2024, Aug 31.0 — — 2.5 24.0 26.0 21.0
*Developed by the authors based on: GALLUP. Indicator — employee engagement. - URL: https://www.gallup.com/394373/indicator-
employee-engagement.aspX;  GALLUP. INDICATORS-ESG:  Environmental, Social and  Governance. -  URL:
https://www.gallup.com/395216/indicator-esg.aspx; ~ GALLUP.  INDICATORS-Leadership &  Management. —  URL:

https://iwww.gallup.com/404252/indicator-leadership-management.aspx. Data accessed 07.11.2024

In order to study, the relationship between motivational factors and employee engagement, this study uses ordinary
least squares (OLS) to construct a multiple factor regression model, establishing the following model equation (1):

Y=Bo+P1X1+P2Xo+P3Xs+PaXa+PsXs+€

1)

Among them: Y — Employee engagement; X; — Spirit incentives; X, — Salary incentives; X; — Employee well-being;
Xs — Employee participation; Xs — Employee feedback; pi — regression coefficient, which measures the impact of each
motivational factor on employee engagement; e - error term.

In order to better implementation of multiple regression analysis, the data in table 1 needs to be cleaned and processed.
For salary incentives, because nominal salary increases may not reflect employees' actual purchasing power and
improvement in living standards, the inflation rate in the United States needs to be taken into account to calculate the actual
salary increase rate for employees.
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In order to calculate the actual wage growth rate, we use the following formula to make adjustments (2):

ereaI:X 2nommal_ IR

)

Among them: X, — Real Salary Growth Rate; X 2"™" — Nominal Salary Growth Rate; IR — Inflation Rate.

Because some data could not be obtained, this study used linear interpolation to simulate the missing data. The
processed data is shown in table 2.

Table 2
Statistical table for multiple regression analysis*
Variable Employee Spirit Salary Employee Employee Employee
engagement, ¥ | incentives, X1 | incentives, well-being, | participation, | feedback,

(70) (%) X2(%) X3 (%) X4 (%) X;5 (%)
2016, Jan 33.00 32.00 2.15 26.50 29.00 23.00
2017, Jan 33.00 31.00 1.20 27.25 29.00 21.00
2018, Jan 34.00 32.00 3.50 28.00 26.47 20.62
2018, Aug 34.58 33.16 2.90 28.44 25.00 2041
2019, Jan 35.00 34.00 3.10 28.75 26.55 20.25
2019, May 35.33 34.66 3.00 29.00 27.76 20.13
2019, Sep 35.67 35.33 2.50 35.86 29.00 20.00
2020, Jan 36.00 36.00 2.70 42.66 30.34 22.01
2020, Mar 35.67 35.86 0.80 46.00 31.00 23.00
2020, May 35.34 35.72 -2.70 49.00 30.16 23.00
2021, Jan 34.00 35.14 1.20 38.00 26.81 23.00
2021, Mar 33.70 35.00 1.70 36.00 26.00 23.00
2022, Feb 32.00 32.00 2.90 24.00 24.77 21.00
2022, Jun 32.00 30.00 -1.80 21.00 24.34 21.00
2022, Sep 32.00 33.00 -0.20 24.00 24.00 20.00
2022, Nov 33.00 33.00 -2.00 26.00 24.55 20.80
2023, Feb 33.00 33.00 -0.70 25.00 25.37 22.00
2023, May 34.00 34.00 1.80 24.00 26.17 24.00
2023, Aug 33.00 32.00 1.20 24.00 27.00 22.00
2023, Nov 33.00 32.00 2.50 24.00 26.75 20.50
2024, Feb 30.00 29.00 3.60 21.00 26.50 19.00
* Developed by the authors based on: GALLUP. Indicator — employee engagement. - URL:

https://www.gallup.com/394373/indicator-employee-engagement.aspx; GALLUP. INDICATORS-ESG: Environmental, Social and
Governance. - URL: https://www.gallup.com/395216/indicator-esg.aspx; GALLUP. INDICATORS-Leadership & Management. — URL:
https://www.gallup.com/404252/indicator-leadership-management.aspx. Data accessed 07.11.2024

This allows us to conduct correlation analysis based on calculation the Pearson correlation coefficient (r) between
the independent and dependent variables for preliminarily assess the linear relationship between them. In addition, we
should use the variance inflation factor to detect whether there is multiple collinearity between the independent variables.

The calculation results are shown in table 3.

Table 3
Correlation parameters between variables*
Spirit Salary Employee Employee Employee
incentives, X1 | incentives, X, | well-being, X3 participation, X4 feedback, Xs

Pearson correlation 0.8668 0.0768 0.7535 0.6111 0.3160

coefficient, r
Variance inflation 3.95 141 6.78 2.93 1.50

factor (VIF)

*Developed by the authors
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Based on the data, it can be inferred that there is a strong positive correlation between spiritual incentives (X:) and
employee well-being (Xs) - and employee engagement (Y), indicating that these two factors play a significant role in
enhancing employee engagement. Salary incentives (Xz) have a very weak effect on employee engagement, indicating that
increasing salary incentives alone is not an effective way to increase employee motivation. Employee well-being (X3) has
a high VIF value (6.78), indicating some degree of collinearity, but it does not exceed the threshold of 10, so the model still
has a certain degree of robustness and explanatory power.

The results of the regression analysis will be presented further, in tables 4, 5 and 6.

Table 4
Overall effect parameters of the regression model (Model Summary)*
Model R R? Adjusted R Standard error of the regression, %
1 0.910a 0.828 0.770 0.72997
Here: a - Predictor variable: constant, employee motivational factor X;
*Developed by the authors
Table 5
Regression ANOVA table (a)*
Model Square sum Degree of Mean F Significance (p)
freedom square
1 Regression 38.432 5 7.686 14.425 <0.001b
Residual 7.993 15 0.533
Total 46.425 20
Here: a - Dependent variable Y
b - Predictor variable: constant, employee motivational factor Xi
*Developed by the authors
Table 6
Regression coefficients and significance coefficient test table Coefficients (a)*
Non-standardized Standardized
Model regression coefficient regression t Significance (p)
coefficient
B Standard B
error
1 Constant 7.096 6.037 1.175 0.258
Spirit incentives, X1 0.722 0.166 0.926 4.349 <0.001
Salary incentives, X, 0.025 0.103 0.030 0.240 0.814
Employee well-being, -0.037 0.052 -0.197 -0.705 0.492
X3
Employee participation, 0.258 0.135 0.351 1.196 0.075
X4
Employee feedback, Xs -0.155 0.148 -0.138 -1.050 0.311

Here: a - Dependent variable Y
*Developed by the authors

Therefore, we can conduct a model result analysis:

R?is used to assess the goodness-of-fit of the overall regression model, with a value closer to 1 indicating a more
pronounced linear relationship. As shown in Table 4, the R? = 0.828 indicates that the model can explain 82.8% of the
variance in employee engagement, indicating a high model fit.

The adjusted R? = 0.770 indicates that after considering the complexity of the model, the explanatory power of the
independent variables on the dependent variable has slightly decreased, but it is still highly explanatory.
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The F-test is used to assess the overall significance of the regression model, meaning the significance of all
independent variables in explaining the dependent variable. As shown in Table 5, the F value 14.425 (p = 2.83e-05) indicates
that the model as a whole is significant, and the overall effect of all independent variables on the dependent variable is
statistically significant. Therefore, the combination of independent variables is effective in explaining the dependent
variable (employee engagement).

No less important is the analysis of the significance of regression coefficients. The t-test is used to assess the
significance of individual variable coefficients, with the p-value serving as the measure of significance. As shown in Table
6, if the p-value is less than 0.05, it indicates that the independent variable has a strong explanatory power for the dependent
variable.

Spiritual incentive (X;): regression coefficient equal to 0.722 (p < 0.05) indicates that spiritual incentive is statistically
significant. The high regression coefficient indicates that spiritual incentive has a positive effect on employee engagement
and has a relatively large impact. In other words, spiritual incentive is the recognition and support that employees perceive.
This can effectively enhance their work enthusiasm. Salary incentives (Xz): regression coefficient equal to 0.025 (p = 0.814)
indicates that salary incentives have no significant independent effect on employee engagement. Although salary increases
can motivate employees in the short term, in the long term, salary may not significantly affect employee engagement alone.
This is especially true given that not only the United States, but the global economy is currently volatile, and even a “large
salary increase” cannot cope with inflation. An increase in employee salary does not necessarily improve their lives.
However, according to a Gallup survey on employee retention and attraction (Source: GALLUP. INDICATORS-Employee
Retention & Attraction. — URL: https://www.gallup.com/467702/indicator-employee-retention-attraction.aspx. Data
accessed 07.11.2024) in 2024, the proportion of employees leaving their jobs due to salary and benefits issues reached 12%,
which was the highest reason in the questionnaire statistics. In turn, when choosing to accept a new job, as many as 58% of
people consider 'Significantly increases my income or improves my benefits package' to be very important. Therefore,
salary incentives are still an important factor that cannot be ignored.

Employee well-being (X;): the negative regression coefficient and p-value greater than 0.05 indicate that the
independent effect of employee well-being on engagement is not statistically significant. The reason is that the data selected
for the study, employees' responses to the question of whether the company cares about their well-being, may lack certain
explanatory power, and the statistical results may be related to a mismatch between employees' expectations and the actual
benefits provided by the company. Employee participation (X.): The regression coefficient is 0.2583, with p = 0.075, close
to significant level. This means that employee participation has a positive impact on employee engagement to some extent,
but the data does not fully support this. Employees' sense of participation in goal setting and company decision-making
may first of all help to enhance their sense of belonging and responsibility, which in turn affects employee engagement.

Employee feedback (X5): The regression coefficient is negative, and the p-value is relatively large, indicating that the
independent effect of employee feedback on engagement is not significant and may even have a negative effect. The
negative regression coefficient indicates that the current general feedback method led by leaders may be problematic, and
employees may perceive the feedback as lacking constructiveness or feel that the feedback does not sufficiently respect
their personal contributions. Thus, the standard regression equation obtained is the next (3):

Y=7.096+0.722 X;+0.025 X>—0.037 X3+0.258 X4—0.155Xs (3)

To summarize, we can assume that part of the Hypothesis H1 we formulated above has been partially verified. The
positive impact of spiritual incentives on employee engagement has been significantly verified, and employee engagement
shows a positive correlation with employee engagement. Salary incentives and employee well-being have a loose
relationship with employee engagement and do not show a strong trend.

In addition to the above motivational factors, in the current complex context of digital transformation, companies
should also consider employee career development, teamwork, work flexibility and autonomy, innovation opportunities,
fairness and transparency, cultural and value identity, working environment and tool support, and many other factors when
establishing incentive mechanisms. Motivating employees from multiple perspectives provides strong support for
companies to maintain competitiveness in the digital transformation. Regarding Hypothesis H2 (see above) we should
mention firstly the moderating effect of digital tools on the incentive mechanism. Because it is currently impossible to
obtain a large amount of mutually matching and highly correlated data to accurately verify using mathematical models, this
study uses comparative analysis, case studies and empirical data to discuss and verify the hypothesis.

Digital skills can lead to higher pay, job satisfaction and security for employees. According to a study conducted by
Amazon Web Services and Gallup in collaboration with more than 30,000 workers and 3,000 hiring managers in 19
countries, the more digital skills an employee has, the higher their income, the more satisfied they are with their employment
situation, and the higher their job security [9]. There is a strong correlation between the extent to which digital skills are
used and job satisfaction. 64% of employees who have mastered five or more digital skills rate their job as good, compared
to 56% of those who have mastered three skills, 40% of those who have mastered one skill and 37% of those who have no
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digital skills. The effectiveness of spiritual incentives can be enhanced by using digital tools. So, Google uses internal social
platforms such as Google+ to praise and recognize employees' achievements and foster a positive culture. Using digital
tools such as online Q&A platforms, management can regularly communicate with employees online to answer various
guestions raised by employees [10, p. 283]. This transparent communication makes employees feel valued and supported
by the company, and also enhances their sense of belonging and self-worth.

Numerous digital platforms enhance employee engagement. For example, IBM has developed the online
collaboration platform ThinkPlace, where employees can submit ideas, collaborate with other employees, and even suggest
improvements to the company's strategy, including ESG [11, p. 105]. More than 100,000 employees use ThinkPlace to
submit suggestions within IBM, and the company adopts about 10% of the suggestions each year. This participation
mechanism not only increases employees' influence on the decision-making process, but also enhances their sense of
belonging to the company.

Digital tools can help to rationalize working hours and tasks. For example, Microsoft's MyAnalytics tool can
summarize an employee's time allocation at work and then propose smarter ways of working — from reducing useless
meeting time to reducing out-of-office working hours. It can even use artificial intelligence (Al) to help employees keep
track of their To-Do list and mark the commitments they make in emails [12, p. 344], which significantly enhances
employees' sense of work-life balance with the support of digital tools.

Digital tools also have a direct impact on productivity and employee satisfaction. A typical example is Sociometric
Solutions, a spin-off from the Massachusetts Institute of Technology, which provides ID badges with built-in Bluetooth
sensors and analytics tools to track employee behavioral data and generate insights to improve productivity. A call center
at Bank of America used the system to track colleagues for three months and found that putting certain employees together
to take breaks and share customer service tips increased productivity and employee satisfaction by an average of 15-20%
[13].

Technological advances have also improved employers' learning and training programs, making them more
personalized, adaptable and scalable. For example, ADP StandOut, ADP's cloud-based coaching platform, uses machine
learning software to provide managers with personalized strategies to help them develop their employees' strengths [13, p.
2]. Salesforce provides skills training for employees through the Trailhead learning platform, which gamifies learning
content. Employees learn new skills by completing courses, earning badges and points, which increases their interest in
learning and makes them feel more accomplished [14]. This, in turn, has a powerful motivating effect on staff, creating
higher-level needs for both individual workers and work teams. This relationship has been noted by many scientists, from
the classics of 20th century management who contributed to the concept of behaviorism to modern researchers [15; 16; 17,
p. 103].

Digital tools provide employees with more choices in the way they work. Referring to Gallup's research on
INDICATORS-Hybrid Work (see figure 1), we can see that since the COVID-19 pandemic triggered a wave of
telecommuting and hybrid work, the employee engagement of purely remote and hybrid employees has been much higher
than that of on-site employees.
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Figure 1. Employee engagement among US full-time employees
(Source: GALLUP. INDICATORS-Hybrid Work. —
URL.: https://www.gallup.com/401384/indicator-hybrid-work.aspx (data accessed 09.11.2024)

The study also found that in a survey of American employees in 2023, the number of people who chose that hybrid
work had advantages was two to three times higher than the number of people who chose that hybrid work brought
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challenges. 76% of employees believe that the hybrid work system has improved work-life balance. 52% of employees
believe that work efficiency has been improved. Therefore, the proper use of telecommuting systems and digital tools can
bring greater flexibility and freedom to employees' work, thereby improving employee satisfaction and work efficiency.

In summary, we could constant that Hypothesis H2 was confirmed. Although the hypothesis was not confirmed by
mathematical modeling, it can be seen from the case study and empirical data that digital tools enhance employee
recognition and a sense of belonging in terms of spiritual incentives. The use of digital tools and platforms has improved
the effectiveness of incentives in terms of salary incentives, employee engagement, and employee feedback. Digital tools
provide employees with more opportunities for learning and development. They also significantly improve employees'
perception of work-life balance, giving them more autonomy and flexibility at work. Digital tools can therefore be said to
play a significant moderating role in employee motivation.

The following recommendations are based on the results of the empirical research and are aimed at companies
establishing incentive mechanisms in the context of digital transformation:

1. Introduce a digital feedback system, using an intranet social platform or real-time feedback tool to provide
employees with recognition and timely and effective feedback in an open and transparent manner, enhancing their sense of
self-worth and belonging.

2. Use digital analysis tools to optimize performance evaluation and management, improve the fairness of incentive
mechanisms, enhance employees' trust in the organization, and thus promote engagement.

3. Provide employees with personalized development and training opportunities through a personalized learning
platform to stimulate their intrinsic motivation, enhance their sense of achievement and drive for career development.

4. Use intelligent analysis tools to help employees optimize working hours, reduce ineffective meetings, balance
work and life, relieve employee stress, and improve their sense of well-being and productivity.

Discussion

Despite this study has thoroughly explored the effectiveness of digital incentives, there are still some shortcomings.
First, data collection is mainly based on case studies and existing empirical data, and there is a lack of large-scale, systematic
guantitative data support, which may affect the general applicability of the results. Second, the study fails to
comprehensively cover other potential motivational factors, such as teamwork and innovation incentives.

In the future, large-scale empirical studies can be conducted to collect more systematic data to verify the effectiveness
of digital incentives in different contexts. Explore the differences in digital incentives across cultures and industries. This
will provide theoretical support for companies to build a more comprehensive incentive system in the process of digital
transformation.

Conclusion

This study analyzed the impact of various motivational factors on employee engagement and satisfaction in the
context of digital transformation and sustainable digital development. It assessed the effectiveness of salary incentives,
spiritual incentives, employee well-being, employee participation, and feedback mechanisms, and explored the moderating
role of digital tools.

The results show that spiritual incentives significantly enhance employees' enthusiasm and sense of participation at
work, and that employee participation also has a strong positive impact on engagement. In contrast, salary incentives and
employee well-being have a weaker independent impact, indicating that salary increases or welfare investments alone are
no longer sufficient to significantly enhance employee motivation. According to the authors, this can be considered as one
of the characteristics of the current stage of ESG development, when non-material motivational factors come to the fore,
reflecting the contribution of each employee to the achievement of common goals. Companies should establish personalized
incentives, while at the same time optimizing the content and methods of feedback to make it more constructive and
motivating. Digital tools play a significant moderating, and, in the same time, not always straightforward, role in the
incentive mechanism. This allows us conclude that modern companies should integrate them more closely into the incentive
system to maximize the effect of supporting sustainable digital development.
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