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Abstract
The purpose of study is to determine the impact of enterprise digital transformation on 

employee job satisfaction. Based on the quantitative research method, the appropriate factors of 
digital transformation and job satisfaction were used to set up the appropriate factors and test 
them to seek the relationship. The sampling group were 260 employees of Zhanjiang Cigarette 
Factory in China surveyed by online questionnaire. The multiple linear regression analysis to 
analyze the relationship between digital transformation and various factors of employee job 
satisfaction were investigated and tested the hypothesis. Our results show that the digital 
transformation of top management and technological innovation have significant positive effects 
on all factors of employee job satisfaction. In addition, the “marital status” and “age” showed a 
significant impact on employees' work environment and employees' work-life balance, 
respectively. These finding indicated that enterprise digital transformation has a correlation to the 
employee job satisfaction.
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Introduction
Since the globalization of the economy, economies around the world have soared with 

the development of technology. Digitalization becomes a hot topic in people's eyes.
Manufacturing is an important pillar of national development and a core driver of economic 
growth, and with the development of digital technologies, traditional manufacturing industries 
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around the world were caught up in the wave of digital transformation. The benefits are so 
attractive to countries around the world that Germany has launched its "Industry 4.0" strategy and 
the U.S. has launched its "Industrial Internet" strategy to help the country's digital transformation 
of manufacturing. The China State Council (2022) is also aware of the importance of digital 
transformation to the development of various industries. The digital economy brought about by 
digital transformation is driving changes in production methods, lifestyles and governance, 
becoming a key force in reorganizing global factor resources, reshaping the global economic 
structure and changing the global competitive landscape. As of 2019, China's total digital economy 
has accounted for 34.8% of GDP, and the average annual growth rate of companies that have 
implemented digital transformation are over 150%. The impact of this digital economy has even 
led to the employment of about 191 million people in China, which is a very impressive result
(Peng& Tao, 2022).

As the company wants to strengthen the digital infrastructure of the enterprise, improve 
the digital economy governance system and promote the development of digital industrialization 
then they must have strong value from human resources. Employee job satisfaction is an 
important aspect of human resource management.  Job satisfaction dates back to the 1930s and 
is an important concept in the study of employee responses to work (JJędrzejczakdrzejczak– Gas & Wyrwa, 
2020). Satisfied employees created more value for the organization, which leads to greater 
motivation and potential, aiming to build a better organizational future. Nowadays, the Chinese 
working population is generally more educated, more concerned about their own working 
conditions, and therefore more focused on their job satisfaction (Zhu et al., 2015). This is 
confirmed in a survey of Chinese workers by Jiang et al. (2019), who found that employees' job 
satisfaction directly influences their career identity and willingness to leave. This is a double-
edged sword, satisfied employees can create higher benefits for the enterprise, on the contrary, 
the enterprise will suffer huge losses, Chinese enterprises have to pay attention to this issue. 
However although many scholars have done a lot of research on employee job satisfaction, there 
is no research to show whether the digital transformation of enterprises will affect employees' 
job satisfaction. 

This study selects the Zhanjiang Cigarette Factory (ZCF), from the perspective of Chinese 
state-owned enterprises, as the object to explore the impact of enterprises' digital transformation 
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on employee job satisfaction. As a Chinese state-owned manufacturing enterprise, Zhanjiang 
Cigarette Factory (ZCF) is bound to respond to the national call for digital transformation, with 
the primary goal of deep integration of digital technology with the real economy. Over the past 
40 years, China's state-owned enterprises (SOEs) have helped the Chinese economy grow by leaps 
and bounds (Lin et al., 2020), which is evidence of the importance of SOEs to China's market 
economy.  According to the Chinese government's Tobacco Monopoly Law of the People's 
Republic of China, the China Tobacco Control Board is authorized to operate all aspects of China's 
tobacco industry, including tobacco cultivation, tobacco leaf purchase and distribution, the 
production and distribution of cigarettes, cigars and other tobacco products, and the import and 
export business of China's tobacco industry. Thus, all business activities in the tobacco industry 
are delegated by the Chinese government to the China National Tobacco Corporation (He et al., 
2013). Consequently, tobacco resources are completely monopolized by the Chinese government, 
and this centrally planned model is more conducive to managing China's huge tobacco industry.
In brief, ZCF is representative of China's tobacco manufacturing industry.

The results of this study can help reduce unnecessary barriers in the digital transformation 
process for companies and even cigarette manufacturing. By maintaining or improving employee 
job satisfaction, it can enhance employee loyalty to the company and control the company's 
labor costs, thus reducing the burden on the company. For employees, higher job satisfaction is 
more likely to motivate them to work better for the company and create greater economic 
benefits.

Research Objectives
1. Identify factors related to digital transformation and job satisfaction.
2. Examine the correlation between factors of digital transformation and employee job 

satisfaction.
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Literature review
Digital Transformation
In order to understand digital transformations (DT), it is necessary to define them. The 

definition of digital transformation is currently understood differently by different scholars after 
an in-depth study of it. In the understanding of Bond et al., (2018) digital transformation is a 
change in which digital technology affects various aspects of people's lives. For companies, the 
changes brought about by digital technologies will relate to business operations and delivery of 
value to customers, which will then go further to impact all aspects of business work, corporate 
culture, and human relationships (Mićić, 2017). Fundamentally, digital transformation is the 
process of using technology to improve overall business performance (Westerman et al., 2014). 
In this process, even though the technologies adopted by companies may not necessarily be the 
latest, them can achieve significant business improvements by enhancing customer experience, 
streamlining operations, etc. (Liere-Netheler et al., 2018). In order to better facilitate the smooth 
digital transformation, many scholars have analyzed the influencing factors in this process from 
various aspects. All these influencing factors of digital transformation can be very helpful for us 
in the following research. Liere-Netheler et al. (2018) identified 12 drivers in their study for digital 
transformation of manufacturing, including: 1) Process Improvement; 2) Workplace Improvement; 
3) Vertical Integration; 4) Management Support; 5) Horizontal Integration; 6) Cost Reduction; 7) 
Customer Demands; 8) Supply Chain; 9) Innovation Push; 10) Market Pressure; 11) 
Laws/Government; 12) Employee Support. Similarly, Zhang et al. (2022) validated their impact on 
digital transformation of enterprises in three dimensions: 1) Technology: IT infrastructure and IT 
management capabilities; 2) Organization: Digital transformation strategy, Top management, and 
Employee skills; 3) Environment: Government support and Partnerships. They also noted that 
technology and environment can ultimately lead to successful digital transformation by facilitating 
the improvement of organizational capabilities. Moreover, Ahmad et al. (2021) also suggest six 
keys metrics involved in digital transformation from the organizational side: 1) Organizational agility; 
2) Operational flexibility; 3) Customer focus measures; 4) Digital resources; 5) Value proposition of 
product and services; 6) Transition management. Based on the above overview we can clearly 
find that digital transformation is the process by which companies continuously change their 
business models as well as business processes in order to help them achieve a competitive 
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advantage (Davenport & Westerman, 2018). Although the processes and approaches used in the 
transformation process are not necessarily the same across different companies. However, they 
all have the ultimate goal of redesigning the company's business through the use of digital 
technologies to achieve a range of benefits. (Aguiar et al., 2019; Ulas, 2019).

Employee job satisfaction
Job satisfaction is a concept developed from organizational theory that is a complex 

phenomenon consisting of many influencing factors (Ravari et al., 2012). Although different 
definitions of job satisfaction exist under the understanding of different scholars, the most 
commonly used one stems from the definition given by Locke in 1976, who considered job 
satisfaction as a positive emotional state resulting from one's evaluation of a job or work 
experience (Tsounis & Sarafis, 2018). Similarly, Hackman and Oldham's (1975) study on Job 
Diagnostic Survey (JDS) also implies a relevant definition of job satisfaction as an employee's 
emotional response to the job. In brief, job satisfaction is the extent to which employees like 
their jobs (Kökalan, 2019). If he feels that the job is good, it means that he is satisfied with the 
job, otherwise he is not satisfied with the job (Jalagat, 2016). The high or low level of employee 
job satisfaction can reflect to some extent the state of employees in all aspects of their work, for 
example, higher job satisfaction can lead to higher job performance results, while lower job 
satisfaction can influence employees to produce higher probability of leaving, etc. (Fahr, 2011). In 
their study, Waqas et al. (2014) found that employees' job satisfaction and job loyalty there is a 
positive and strong correlation between job satisfaction and job loyalty, which means that 
employees with higher job satisfaction are more likely to want to maintain a long-term stable 
relationship with the organization. All of the above evidence shows the importance of employee 
job satisfaction for organizations, which can practically affect factors such as employee 
performance, probability of leaving, and job loyalty. However, as mentioned earlier, job 
satisfaction is a complex phenomenon consisting of many influencing factors, because different 
employees have different needs, and these needs more or less affect employee satisfaction. In 
order to maintain or improve employee job satisfaction, is necessary to figure out the relevant 
factors influencing job satisfaction. In Sowmya and Panchanatham (2011) study, pay and 
promotion are indispensable factors that influence employees' job satisfaction, followed by 
factors such as job suitability, working conditions and employee relations are also important for 
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maintaining the level of job satisfaction. In addition to salary factors, factors such as supervisor 
support, good working environment, high job security levels, work-life balance, career 
opportunities and promotions, employee training and development opportunities are all 
important influences on job satisfaction (Neog & Barua, 2014). To facilitate the study of job 
satisfaction, other scholars have divided employees' job satisfaction into two dimensions: intrinsic 
and extrinsic. The intrinsic dimension is how employees feel about their jobs, such as their sense 
of accomplishment at work or their own job identity. While the extrinsic dimension is how 
employees feel about the external environment of their jobs, such as pay, benefits, work 
environment and coworker relationships, and other external emotional stimuli (Shim et al., 2002). 

Hypothesis 
H1: Differences in employee sample characteristics has impact their job satisfaction.
H2: Digital transformation has a positive impact on employee job satisfaction.

Framework 
According to the literature review and the current situation of the research enterprise, this 

study uses four factors on digital transformation: digital resources, employee skills, top 
management and technological innovation. Factors in job satisfaction include: Employee Training 
& Development, Employee Loyalty, Working Environment, Job Performance and Work-Life Balance.
And demographic factors are gender, age, marital status, education, working hours. The 
corresponding framework are shown in Figure 1.
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Figure 1 The framework of this study.

Research design and Methodology
Population and sampling Method
The population of this study is all employees working in ZCF 2022, totaling 616 people,

which can be divided into four categories according to job function: managers, technical workers, 
administrative clerks and logisticians. There are about 86 managers, 300 technical workers, 80 
administrative clerks and 150 logisticians. In terms of sample data, we used an online 
questionnaire to collect ZCF employees based on a self-selected method. As a non-probability 
sampling technique, the self-sampling technique, the self-sampling technique, the self selection method is a very inexpensive and widely available way to 
obtain sample data in online surveys (Bhardwaj, 2019; Lehdonvirta et al., 2021).

Data analysis
We designed a questionnaire for ZCF's digital transformation and employee job satisfaction, 

followed by a validity check of the questionnaire by senior experts in HRM research. The 
questionnaire contains 41 question items covering 10 topics. After data collection, 30 samples 
were tested for reliability using the Cronbach Alpha. 

We used the Statistics Software to organize and summarized the sample data and 
performed a series of analyses such as frequency, mean, and regression. Regression analysis can 

Demographic
      -Gender
      -Age
      -Marital status
      -Education
      -Work time

Digital transformation
    -Digital resource
    -Employee skill
    -Top management
    -Technological innovation

Job Satisfaction
-Employee training & development.
-Employee loyalty
-Working environment
-Job performance
-Work-life balance

H1

H2
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be divided into univariate linear regression analysis and multiple linear regression analysis 
according to the number of dependent variables and independent variables. Univariate linear 
regression analysis only includes one independent variable and one dependent variable, and the 
relationship between the two can be approximated by a straight line, while multiple linear 
regression analysis includes two or more independent variables (Lin et al., 2021; Nataraja, 2018). 
As can be found in the literature review, the variables involved in this study are more than two, 
so we will choose to use multiple linear regression analysis to find the relationship between 
digital transformation and employee satisfaction.

Results and Discussions
Reliability of Questionnaire
Clonbach's alpha generally varies between 0 and 1. When the alpha value is within the 

interval value of 0.6 to 1, it indicates that the questionnaire has high reliability, but if the alpha 
value is below the minimum value of 0.6, it indicates that the data reliability is relatively low and 
therefore cannot be used (Yap et al., 2018). After testing with Cronbach's alpha, the result is 0.985, 
which is greater than 0.6.This means that this questionnaire has a high reliability.

Participant Demographic Content
Table 1 shows the demographic data of the participants in the survey (n=260), which

includes gender, marital status, age, education, and working age. From the table, we can learn 
that 81.2% of the participants were male with 211 participants, while there were only 49 female 
participants, which means that the results of this survey will be more in favor of male employees. 
In terms of marital status, there are 188 married people, accounting for 72.3%, followed by 69 
unmarried employees, and only a few employees are in divorced status. In terms of age structure, 
the majority of employees are between 41-50 years old, followed by 51 years old or above. In 
terms of educational background, the majority of employees are college and bachelor degree 
holders, 49.6% and 39.2% respectively, with only a few employees with high education. Finally, 
the age of the employees, it can be found that more than half of them have been working in 
ZCF for 16 years or more, here we can initially judge the loyalty of the employees is relatively 
high.
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Table 1 Description Statistics of Demographics
Items Frequency Percent

Gender
Male 211 81.2
Female 49 18.8

Marital status
Unmarried 69 26.5
Married 188 72.3
Divorced 3 1.2

Age

21-30 57 21.9
31-40 48 18.5
41-50 96 36.9
51 and above 59 22.7

Education

Junior college 129 49.6
Bachelor 102 39.2
Master 18 6.9
PhD 11 4.2

Work years

Less than 5 38 14.6
50-100 47 18.1
110-150 31 11.9
16 and above 144 55.4

Multiple Linear Regression Analysis
Demographics and Employee Job Satisfaction
In the multiple linear regression analysis of demographics and employee job satisfaction, 

we selected various demographic factors as independent variables. The dependent variable is 
employee job satisfaction.

Generally, researchers choose significance levels at 0.0001, 0.001, 0.01, 0.05, and 0.1
(O'Brien et al., 2018). To make the results more convenient, we chose a significance level of 0.1 
in this study. In other words, when the significance is lower than 0.1, there is a significant effect.
Table 2, Table 3 and Table 4 are the results of regression analysis of these variables. 
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Table 2 Model Summary of Demographics and Employee Job Satisfaction 
Employee 
Training & 

Development

Employee 
Loyalty

Working 
Environment

Job 
Performance

Work-Work-Work Life 
Balance

R 0.22 0.18 0.19 0.22 0.22
R Square 0.05 0.03 0.04 0.05 0.05
Adjusted 
R Square

0.03 0.01 0.02 0.03 0.03

Std. Error 
of the 
Estimate

1.00 1.02 1.01 0.99 0.99

Durbin-
WatsonWatson

1.95 2.04 1.88 1.89 2.07

Table 3 Significant values of Demographics and Employee Job Satisfaction 
Employee 
Training & 

Development

Employee 
Loyalty

Working 
Environment

Job 
Performance

Work-Work-Work Life 
Balance

Gender 0.85 0.62 0.86 0.34 0.55
Marital 
status

0.20 0.17 0.08 0.20 0.13

Age 0.23 0.27 0.23 0.10 0.07
Education 0.31 0.36 0.43 0.38 0.24
Work years 0.18 0.34 0.24 0.53 0.60
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Table 4 Unstandardized Coefficients of Demographics and Employee Job Satisfaction
Employee 
Training & 

Development

Employee 
Loyalty

Working 
Environment

Job 
Performance

Work-Work-Work Life 
Balance

B
Std. 
Error

B
Std. 
Error

B
Std. 
Error

B
Std. 
Error

B
Std. 
Error

(Constant) 4.01 0.41 3.84 0.42 3.87 0.41 3.76 0.40 3.74 0.41
Gender 0.03 0.17 0.08 0.17 0.03 0.17 0.16 0.16 0.10 0.16
Marital 
status

0.24 0.18 0.26 0.19 0.32 0.19 0.23 0.18 0.28 0.18

Age -0.12 0.10 -0.11 0.10 -0.12 0.10 -0.16 0.10 -0.18 0.10
Education 0.09 0.09 0.08 0.09 0.07 0.09 0.08 0.08 0.10 0.08
Work years -0.12 0.09 -0.09 0.09 -0.11 0.09 -0.06 0.09 -0.05 0.09

The significant value of marital status shown in Table 3 is 0.08 less than 0.1, and the 
unstandardized coefficient of marital status was 0.32, which means that marital status has a 
positive relationship with work environment. 

Equation of regression: Working Environment = 0.32* Marital status+ 3.87.
In addition, significant values met less than 0.1 for the variables of age and work-life 

balance, which was 0.07. The unstandardized coefficient of age was -0.18, which means that age 
has a negative relationship with work-life balance.

Equation of regression: Work-Life Balance = - 0.18* Age+ 3.74.
Digital Transformation and Employee Job Satisfaction
Keep the dependent variable unchanged and replace the independent variable with digital 

transformation. Then, the multiple linear regression analysis was re-run, with the results shown 
by Table 5, Table 6, and Table 7.
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Table 5 Model Summary of Digital Transformation and Employee Job Satisfaction 
Employee 
Training & 

Development

Employee 
Loyalty

Working 
Environment

Job 
Performance

Work-Work-Work Life 
Balance

R 0.89 0.89 0.85 0.87 0.85
R Square 0.80 0.79 0.73 0.75 0.72
Adjusted R 
Square

0.80 0.78 0.72 0.74 0.71

Std. Error of 
the Estimate

0.46 0.48 0.54 0.51 0.54

Durbin-
WatsonWatson

2.02 2.03 2.06 1.96 2.07

Table 6 Unstandardized Coefficients of Digital Transformation and Employee Job 
Satisfaction

Employee 
Training & 

Development

Employee 
Loyalty

Working 
Environment

Job 
Performance

Work-Work-Work Life 
Balance

B
Std. 
Error

B
Std. 
Error

B
Std. 
Error

B
Std. 
Error

B
Std. 
Error

(Constant) 0.40 0.12 0.47 0.12 0.55 0.14 0.53 0.13 0.62 0.14
Digital 
Resources

0.00 0.05 -0.07 0.05 0.01 0.06 0.00 0.06 -0.02 0.06

Employee 
Skills

0.09 0.07 0.11 0.07 0.04 0.08 0.07 0.08 -0.03 0.08

Top 
Management

0.40 0.07 0.31 0.07 0.41 0.08 0.40 0.07 0.47 0.08

Technological 
Innovation

0.43 0.06 0.56 0.06 0.42 0.07 0.41 0.06 0.42 0.07
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Table 7 Significant values of Digital Transformation and Employee Job Satisfaction
Employee 
Training & 

Development

Employee 
Loyalty

Working 
Environment

Job 
Performance

Work-Work-Work
Life 

Balance
Digital Resources 0.93 0.17 0.88 0.95 0.77
Employee Skills 0.22 0.14 0.59 0.37 0.69
Top 
Management

0.00 0.00 0.00 0.00 0.00

Technological 
Innovation

0.00 0.00 0.00 0.00 0.00

In table 7, we can find that among the four factors influencing the digital transformation 
of enterprises, there Top Management and Technological Innovation can have a significant impact 
on all factors of employee job satisfaction .While the variables of digital resources and employee 
skills do not have a significant effect on employee job satisfaction. Combining with Table 6 we 
can extract the following equation:

Employee Training & Development =0.40* Top Management+ 0.43* Technological 
Innovation+ 0.40.

Employee Loyalty =0.31* Top Management+ 0.56* Technological Innovation+ 0.47.
Working Environment =0.41* Top Management+ 0.42* Technological Innovation+ 0.55.
Job Performance =0.40* Top Management+ 0.41* Technological Innovation+ 0.53.
Work-Life Balance =0.47* Top Management+ 0.42* Technological Innovation+ 0.62.

Conclusion  
The research purpose of this study is firstly determine the influencing factors of digital 

transformation and employee job satisfaction. Secondly, to examine the correlation between 
ZCF's digital transformation and employee job satisfaction. This study uses four factors on digital 
transformation: digital resources, employee skills, top management and technological innovation.
Factors in job satisfaction are: Employee Training & Development, Employee Loyalty, Working 
Environment, Job Performance and Work-Life Balance. Based on quantitative research methods,
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an online questionnaire was conducted among 260 ZCF employees. Through multiple linear 
regression analysis, only top management and technological innovation have significant effects 
on job satisfaction. The greatest impact is Employee Training & Development, followed by 
employee loyalty, and Work-Life Balance has the least impact. In terms of demographics, marital 
status has a positive and significant effect on work environment and age has a negative and 
significant effect on work-life balance. In brief, the digital transformation of enterprises has a 
positive impact on employees' job satisfaction, while demographic factors also affect employees' 
job satisfaction. There are various indications that ZCF is now in the "Change" stage of digital 
transformation. Employees and managers are aware of the importance and urgency of this change, 
which can bring huge benefits to the enterprise. By using digital technology to realize a series of By using digital technology to realize a series of 
benefits such as productivity improvement, cost reduction and innovation, as can compete more 
effectively in an increasingly digital world (Aguiar et al., 2019; Ulas, 2019). We found that ZCF's 
top management maintains a positive attitude in the work of digital transformation, especially in 
terms of providing various digital facilities and employee training. The staff expressed high 
satisfaction with this aspect. This can play a good role in the improvement of employees and the 
optimization of work.  Digital transformation is a multi-faceted change process that is unlikely to 
produce significant results in the short term. Although it can bring many positive changes to the 
enterprise, it also faces many unknown challenges. The purpose of this study is to better promote 
the motivation of employees in transformational work by studying the relationship between digital 
transformation and job satisfaction which is a win-win situation.

Discussion
In China, married employees face greater job pressure. These pressures stem from their 

own mortgage, child support, and elderly care. These all require a lot of money. Therefore, they 
will try their best to maintain the stability of their work, which includes the relationship with 
colleagues or superiors. On the other hand, the changes in the working environment brought 
about by the digital transformation of enterprises will further promote the coordination of work 
among employees. Therefore, the influence of marital status on the working environment in this 
study is mainly generated from the working atmosphere and relationship of employees.

245
ปที่ 16 ฉบับที่ 1 (มกราคม - มิถุนายน 2567) วารสารบริหารธุรกิจและการจัดการปริทัศน
Volume 16 Number 1 (January - June 2024) Business Administration and Management Journal Review

(มกราคม - มิถุนายน 2567) วารสารบริหารธุรกิจและการจัดการปริทัศน



In terms of work-life balance, as employees get older, their balance declines instead. The 
first reason is that their personal energy is becoming more limited. Personal aging is accompanied 
by various diseases, which can cause them to allocate extra energy to treatment and maintenance. 
In this process, a lot of time and costs are bound to be spent. Secondly, life also requires facing 
trivial matters such as car loans and mortgages as mentioned earlier, which invariably increases 
the pressure of individuals in life. Therefore, the negative impact of age on work-life balance 
comes from the rising proportion of employees' life demands. In conclusion, we found a positive 
and significant effect of marital status on work environment and a negative and significant effect 
of age on work-life balance. No significant effects existed between other factors. Thus, 
demographics can have an impact on employees' job satisfaction, H1 accepted.

In terms of digital resources, data is undoubtedly the basis for digital transformation of 
companies. However, data integration is often a very difficult task, and this is usually left to 
specialized teams, whether for forecasting, analysis, etc. of data (Ahmad et al., 2021). As a cigarette 
production company, most of the employees at ZFC are engaged in production-type work. 
Therefore, the average employee is rarely exposed to this aspect in their work activities, resulting 
in a non-significant effect of the variable of digital resources on their job satisfaction. In terms of 
employee skills, many participants agreed that digital skills can help improve the performance of 
the team. However, digital skills are only a stock of skills for the employees themselves, and the 
skills and knowledge they possess influence more on the executive level on the job (Zhang et 
al., 2022). This has a greater weight on the digital strategy or management of the company than 
on the employees themselves. Thus, employee skills, while a very important factor for digital 
transformation, are not significant in terms of the degree of impact on employee job satisfaction.

In top management, besides being responsible for setting and planning the strategic goals 
of the company, an important role is to support employees, help them solve various problems 
at work, and coordinate conflicts between different job functions (Hsu et al., 2018). ZCF supports 
its employees more in terms of optimizing the various production facilities. With a large number 
of employees in the company focused on the operational side of production, this type of support 
is certainly very effective. With a lot of support from the top, employees will be less hindered in 
the execution of their work, which will naturally have a direct impact on their job satisfaction. In 
the case of technological innovation, the degree of adoption of the innovated technology is 
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influenced by the behavior of individuals, organizations and the environment in which they live 
(Liere-Netheler et al., 2018). The innovation and adoption of technology must take into account 
the relationship between the needs of the organization and its intrinsic economy. In other words, 
when this need is met in the organization, it will inevitably produce emotional fluctuations for 
the people in the organization. New technology optimizes the workflow, or the difficulty of the 
work, or whatever. In general, it ultimately leads to a better work experience for the employees.

In conclusion, ZCF's digital transformation has a positive impact on employee job 
satisfaction, which H2 is acceptable. According to their respective R-square values, Employee 
Training & Development is 0.8, Employee Loyalty is 0.79, Working Environment is 0.73, Job 
Performance is 0.75, and Work-Life Balance is 0.72. In descending order, they are Employee 
Training& Development, Employee Loyalty, Job Performance, Working Environment, and Work 
Life Balance. Thus, digital transformation mainly affects employees' job satisfaction from two 
aspects, namely Top Management and Technological Innovation, and the biggest impact is on 
Employee Training & Development, followed by Employee Loyalty, and the smallest impact is 
on Work-Life Balance.

The final result of hypothesis test are shown in Table 8. In terms of demography and 
employee job satisfaction, marital status has a positive and significant impact on the work 
environment, and age has a negative and significant impact on work life balance. In terms of 
digital transformation and employee job satisfaction, senior management and technological 
innovation can have a significant impact on all factors of employee job satisfaction 

Table 8 Test Results for the Hypotheses
Hypotheses Outcome

H1: Differences in employee sample characteristics can affect their job 
satisfaction.

Accepted

H2: Digital transformation has a positive effect on employee job satisfaction. Accepted
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Recommendations
This study makes up for a certain research gap, and provides a theoretical basis for 

subsequent scholars who are interested in this field. Although the results confirm the relationship 
between digital transformation and employee job satisfaction, there are still some limitations. 
First is the region, the selection of the enterprises and samples studied are all from China. 
Secondly, the selection of influencing factors of digital transformation and employee job 
satisfaction still can be studied in many aspects. Therefore, the future research should take other 
regions as the research target and explore the relationship between other factors.
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