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Abstract
This research proposal will investigate the impact of digital transformation on employee well-being in post-pandemic organizational contexts. As organizations increasingly adopt digital technologies, concerns about technostress, work-life imbalance, and mental health challenges are growing. The proposed study will be based on the mixed-methods design comprising an extensive survey (n=400), in-depth interviews, and focus groups to understand the relationship between digital strategies and their effects on psychological outcomes, job satisfaction, and organizational commitment. The sequential explanatory design will allow combining quantitative patterns with qualitative knowledge. This research study will also discover Mediating factors, including leadership type, digital literacy, and organizational support systems. The results will aid theoretical knowledge and give practical guidelines for human-centric digital transformation. Finally, the research will assist organizations to synchronize technology development and the well-being of employees in order to offer sustainable and resilient workplaces in the future.
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[bookmark: _Toc202580632]INTRODUCTION
[bookmark: _Toc202580633]Background
Digital transformation in organizations gained momentum faster than ever since the beginning of the COVID-19 pandemic. Resilience and continuity have seen the adoption of remote collaboration software, cloud computing, automation, and data analytics by businesses. These developments have tremendously transformed the work organization, communication patterns, and employee positions. Digitalization has brought about agility and efficiency in operation, but this has come with other challenges that employees face, such as digital fatigue, technostress, and the removal of work-life boundaries. This research proposal will discuss the consequences of these sudden technological changes on employees' mental health and well-being. The impacts of digital transformation on the workforce are important to understand because, as has been stressed, innovation and human sustainability must be balanced within an organization. With the increased digitalization of the workforce, emerging frameworks are required to evaluate the impacts of technological advancements on the psychological, emotional, and social aspects of employee experience in post-pandemic organizational settings.
[bookmark: _Toc202580634]Statement of the Problem
Organizations rapidly adopted digital technologies during the COVID-19 pandemic, fundamentally altering work environments and employee experiences. While research extensively covers technological efficiency and competitive advantages of digital transformation, there is insufficient understanding of how these changes affect employee welfare. The problem is that organizations lack evidence-based guidance on implementing digital transformation strategies that protect and enhance employee well-being rather than compromising it. This gap creates risks for employee satisfaction, stress levels, and organizational commitment as companies continue post-pandemic digitization efforts.
[bookmark: _Toc202580635]Research Aims and Objectives
[bookmark: _Toc202580636]Primary Aim
To investigate the relationship between organizational digital transformation initiatives and employee well-being in post-pandemic business environments, identify key factors mediating positive and negative outcomes.
[bookmark: _Toc202580637]Specific Objectives
a) Analyze Digital Transformation Patterns: Examine the types, scope, and implementation approaches of digital transformation initiatives adopted by organizations since 2020.
b) Assess Well-being Indicators: Evaluate multiple dimensions of employee well-being, including mental health, job satisfaction, work-life balance, and organizational commitment.
c) Identify Mediating Factors: Determine organizational, technological, and individual factors influencing the relationship between digital transformation and employee well-being.
d) Develop Predictive Framework: Create a conceptual model explaining how digital transformation strategies affect well-being outcomes.
e) Generate Practical Recommendations: Provide evidence-based guidelines for organizations to implement human-centered digital transformation strategies.
f) Contribute to Academic Knowledge: Advance theoretical understanding of the intersection between organizational technology adoption and employee psychology.
[bookmark: _Toc202580638]Research Questions
[bookmark: _Toc202580639]Primary Research Question
How have organizational digital transformation initiatives been implemented since the COVID-19 pandemic affected employee well-being, and what factors mediate these relationships?
[bookmark: _Toc202580640]Secondary Research Questions
RQ1: What specific digital transformation strategies have organizations adopted, and how do these differ across industries and organizational sizes?
RQ2: Which dimensions of employee well-being are most significantly affected by digital transformation initiatives?
RQ3: What organizational factors (leadership style, communication, training, support systems) moderate the relationship between digital transformation and employee well-being?
RQ4: How do individual characteristics (age, digital literacy, role type, tenure) influence employees' responses to digital transformation?
RQ5: What are the long-term implications of digital transformation approaches for organizational sustainability and employee retention?
RQ6: How can organizations optimize digital transformation strategies to enhance rather than compromise employee well-being?
[bookmark: _Toc202580641]Significance of the Study
This research will address a critical knowledge gap in digital transformation and human resource management. The findings will provide practical frameworks for organizations implementing technology changes while maintaining employee welfare. The study will contribute to scholarly understanding of how leadership approaches, training programs, digital literacy initiatives, and support systems mediate the relationship between technology adoption and employee outcomes. Given the permanence of hybrid work models and ongoing digital wellness discussions, this research will offer timely insights for sustainable organizational transformation strategies.
[bookmark: _Toc202580642]Limitations of the Study
This study focuses on post-pandemic organizational contexts, which may limit generalizability to pre-pandemic or future crises. The research examines employee welfare through job satisfaction, stress levels, and organizational commitment, which may not capture all dimensions of employee well-being. Geographic and industry-specific variations in digital transformation approaches may affect the applicability of findings across different organizational contexts.
[bookmark: _Toc202580643]Definition of Terms
Digital Transformation: Integrating digital technology into all business operations fundamentally changes how organizations operate and deliver value.
Employee Welfare: The overall well-being of employees encompasses job satisfaction, stress levels, work-life balance, and organizational commitment.
Post-Pandemic Setting: Organizational environments and practices have emerged or evolved since the COVID-19 pandemic (2020-present).
Digital Literacy: The ability to effectively use digital technologies, communication tools, and networks to access, manage, and evaluate information.
Hybrid Work Model: A flexible work arrangement combining remote work and in-office presence.














[bookmark: _Toc202580644]LITERATURE REVIEW AND CONTEXTUAL BACKGROUND
The COVID-19 pandemic catalyzed a significant shift in organizational operations, driving rapid and often unplanned adoption of digital technologies. This natural experiment in large-scale digital transformation has raised urgent questions about the consequences for employee well-being. The following literature review explores how organizations have navigated digital transformation since 2020 and critically examines the relationship between technology adoption and workforce mental health. Synthesizing current academic and institutional sources, this review identifies theoretical underpinnings, key empirical findings, and critical gaps that justify the need for the present mixed-methods investigation.
[bookmark: _Toc202580645]Defining Digital Transformation
Benatiya Andaloussi et al. (2025) provide foundational insights into the nature of digital transformation, defining it as integrating technologies such as AI, cloud computing, data analytics, and collaborative platforms into organizational structures and workflows. These authors emphasize that digital transformation extends beyond technical change to involve cultural and strategic shifts. Their models are critical to classifying transformation projects, but little consideration is given to human and psychological facets accompanying such systematic change.
[bookmark: _Toc202580646]Pandemic-Driven Acceleration of Transformation
O'Toole et al. (2020) describe how the COVID-19 pandemic pushed organizations to implement technologies quickly by condensing several years of digital transformation into a few months. In addition, Priyono, Moin, and Putri (2020) note that most firms have already implemented or plan to implement digital-first strategies compared to rates before the pandemic. These sources emphasize the urgent and pervasive nature of the digital change, constituting this study's empirical context. However, they pose unanswered questions of how such rapid shifts are to be sustained by the means of people over the longer term.
[bookmark: _Toc202580647]Contrasting Approaches to Implementation
Kauffeld, Decius, and Graßmann (2025) bring up the human issues of change, spotlighting employees' psychological burden in the context of accelerated technology adoption. Conversely, Hubbart (2023) suggests more gradual and familiar technologies focusing on the workforce's adjustment. Such opposing viewpoints exemplify one of the major arguments presented in the literature: whether organizations are to focus on speed and efficiency, or planned, more human organizational change. Although both sides are true, neither completely solves the dichotomy between organizational agility and employee well-being.
[bookmark: _Toc202580648]Digital Stress and Emerging Wellness Paradigms
Digital transformation has brought about such aspects as technostress, digital fatigue, and blurred work-life lines as its byproducts. Kumar (2024) and Lițan (2025) empirically examine the nature of these stressors, whereas the Workplace Well-being Initiative (2025) presents comprehensive frameworks for managing them. These sources generally bring the discourse about identifying problems to developing intervention strategies. However, the generalizability of some institutional publications and their level of empirical rigor are matters of concern, particularly concerning peer-review standards in academia.
[bookmark: _Toc202580649]The Efficiency-Stress Paradox
Booker et al. (2025) investigate the counterintuitive connection between technological efficiency and psychological pressure. This demonstrates how technology, created to enhance performance, leads to unfavorable results as employees may suffer significantly from using the instruments. From a strategic management point of view, Farida and Setiawan (2022) justify the speed of transformation to preserve the competitive edge, regardless of the short-term discomfort experienced by the employees. These sources lay a demanding paradox: how can organizations achieve digital innovation in ways that do not compromise the mental health of their workforce?
[bookmark: _Toc202580650]Frameworks for Measuring Well-being Outcomes
Deady et al. (2024) suggest multidimensional requirements for assessing employee health in the context of digital work best environments, including physical, mental, and social dimensions. To complement this, Marsh, Vallejos, and Spence (2022) show that the lack of proper transformation strategies might result in disengagement, low job satisfaction, and increased turnover. These studies generate coherent platforms for measuring employee well-being and determining concrete dangers posed by poorly executed change.
[bookmark: _Toc202580651]Theoretical Underpinnings
Theoretical models are important in forming the research. Applying the Technology Acceptance Model (TAM), Schorr (2023) breaks down the behaviours of individual technological adoption. In contrast, Bakker, Demerouti, and Sanz-Vergel (2023) apply Job Demands-Resources Theory to investigate the stress responses throughout the change of organisation. In a more optimistic vein, Pursuit of Happiness (2024) integrates positive psychology concepts such as “technological flourishing” and “digital resilience,” suggesting that digital transformation, if designed with care, can enhance rather than hinder well-being. These theoretical frameworks will inform both the structure of the proposed conceptual model and the interpretation of empirical results.
[bookmark: _Toc202580652]Methodological and Contextual Considerations
Methodological and contextual insights from recent literature provide critical direction for designing robust research on digital transformation and employee well-being. Plekhanov, Franke, and Netland (2023) emphasize the shortage of longitudinal studies, noting that much of the existing research captures only short-term effects and overlooks the evolving nature of organizational change. Asif et al. (2024) and Hasan et al. (2025) stress the importance of leadership styles, organizational culture, and internal support systems as moderating factors that shape employee responses to technological shifts. Holopainen et al. (2023) and Massa et al. (2023) reframe digital transformation as a comprehensive, systemic shift that extends beyond tools and processes to include identity, strategy, and values. These perspectives highlight the importance of adopting a holistic, mixed-methods approach that integrates context-specific variables and long-term observations. Together, these studies guide the current proposal’s methodological framework, ensuring it captures the complexity and sustainability of transformation impacts.
[bookmark: _Toc202580653]Synthesis and Current Debates
The literature collectively highlights a central dilemma: digital transformation is both a business necessity and a potential threat to employee well-being. While some scholars champion rapid transformation to remain competitive, others warn of the psychological costs of such change (Hubbart, 2023). The “efficiency-stress paradox” emerges repeatedly, reflecting the tension between operational gains and human consequences. Empirical evidence suggests that transformation outcomes vary significantly depending on implementation strategies, organizational support, and employee characteristics.
[bookmark: _Toc202580654]Critical Gaps in the Literature
Despite growing interest, three significant research gaps remain:
a) There is a lack of longitudinal studies assessing the sustained psychological effects of digital transformation over time.
b) Restricted empirical observation of moderating organizational variables, such as the type of leadership and digital literacy education.
c) Lack of sufficient emphasis on positive consequences, as opportunities for transformation are optimally managed, including digital resilience and technological flourishing.
Such gaps are an excellent argument for mixed-methods research that could reveal trends and specify the underlying mechanisms and contextual dynamics.
[bookmark: _Toc202580655]Implications for Organizational Practice
The literature survey indicates that digital transformation processes have to be designed and realized with the well-being of the employees as a priority. Organisations ought to use indicators of well-being by executing the process of strategic planning, creating support mechanisms to overcome technostress and digital fatigue, and shaping implementation plans to fit the organisational setting and the variety of workforce. Moreover, organizations can be monitored and fed back on significantly over time on how to modify their practices to ensure the sustainability of human beings and progress in technology.
[bookmark: _Toc202580656]RESEARCH PARADIGM AND METHODOLOGY
[bookmark: _Toc202580657]Philosophical Paradigm
The study employs a pragmatic paradigm, considering that positivist and interpretivist approaches are required to fully understand the intricate interactions between digital transformation and employee well-being (Dawadi, Shrestha, and Giri, 2021). The pragmatic framework combines the quantitative measurement of well-being indicators and the qualitative knowledge of the employees' experience and conditions of organizational functioning. The ontological stance acknowledges that reality is independent of the perceptions of human beings but also recognizes that personal experiences and perceptions help determine how the effects of digital transformation are comprehended. Epistemologically, the study will employ objective measurement and subjective comprehension, given that knowledge concerning human well-being must be approached using multiple angles and approaches.
[bookmark: _Toc202580658]Research Design
A sequential explanatory mixed-methods design will be used, and quantitative data will be collected first to detect patterns and relationships. Then the qualitative investigation will be conducted to explain and contextualise the information. With this strategy, one can have a wholesome dictum of the scope and nature of digital transformation and its effects on employee well-being. The quantitative stage will introduce a baseline and determine high-impact associations between variables, whereas the qualitative stage will reveal more in-depth details about mechanisms, contexts, and personal experiences (Fetters and Tajima, 2022). Information will be grouped on various levels to arrive at coherent and complete conclusions.
[bookmark: _Toc202580659]Methodological Approach
The study will use a cross-sectional survey plan in the quantitative component, with focus groups and in-depth interviews to explore qualitatively. This mix enables depth and breadth of inquiry to document generalizable patterns and context (Onwuegbuzie, 2025). The mixed-method approach allows for the development of a holistic perspective on the effects of digital transformation on employee well-being due to the combination of general quantitative changes with qualitative data. It will allow longitudinal elements using follow-ups conducted with surveys and interviews to consider change over time, which is part of the nature of digital transformation and employee well-being. This aspect of time is essential for comprehending long-term effects and adaptive processes.
[bookmark: _Toc202580660]Data Collection Methods and Participants
[bookmark: _Toc202580661]Quantitative Data Collection
Survey Instrument Development: The study will develop an extensive instrument using validated scales measuring digital transition adoption and employee well-being. Scale items and structure are seen in Appendix A. Digital Transformation Maturity Scale (DTMS) will be used to test the level of technology adoption in organizations, and PERMA-W scale will check the well-being dimension of employees. The chosen survey design will provide solid technological adoption and employee well-being assessment, on which further qualitative exploration may continue (Kumar, 2024).
Sampling Strategy: The sampling strategy will entail stratified random sampling where the employees will be sampled due to various industries, organisation size, and employee roles, which the targeted employees will be sampled. Power analysis will determine the target sample size based on medium effect sizes at a 95 percent confidence interval (Cole et al., 2025). To secure the representation across the essential variables, stratification will be applied to the industry sector, the organization's size, the employee level of roles, and a geographic group. The inclusion criteria include employees in organizations struggling with a significant digital transformation process since 2020 and having at least half a year of experience in new technologies. Exclusion criteria will rule out participants working in organizations with little digital transformation or temporary employment.
[bookmark: _Toc202580662]Qualitative Data Collection
Semi-Structured Interviews: It will involve individual interviews of 40 respondents among survey respondents who will provide consent to participate in a follow-up study. The semi-structured interviews will be used to study the employees' experiences in the digital transformation field and their perceived outcomes on well-being (the more detailed interview protocol is provided in Appendix B). A purposive sample will be made to locate participants to interview to ensure they are diverse in their characteristics according to demographics and organizations. These interviews will give various detailed views supporting the survey results and will be helpful during the analysis.
Interview guidelines will focus on the participants' personal experience on digital transformation, perceived effects on well-being, the coping strategies implemented, and the recommendations they feel should be made. The open-ended questions will provoke elaborate responses, but do not lose sight of research objectives. Such a strategy will produce distinct revelations in employees' experiences, allowing us to understand much more about the impact of digital transformation on well-being.
Focus Groups: 6 groups with 6-8 participants are arranged according to the organizational level (executive, middle management, front-line employees) and industry sector. Digital transformation in terms of collective experience, organizational culture factors, and group work will be discussed in focus groups. Such focus groups will collect everyday experiences and context to show how organizational roles and cultures influence responses to digital transformation.
Focus group discussions will address mutual challenges, practical strategies for adaptation, and suggestions for changing the digital transformation approach. Group will enable the consideration of social and cultural variables that may not be studied under individual interviews.
Participant Characteristics: The participants will be drawn from various companies representing healthcare, education, finance, manufacturing, and professional services. Such heterogeneity guarantees that the results can be applied to other spheres of organizational activity and digital transformation policies. This will increase the generalizability of the study because it will be an industry-wide sampling strategy, thereby guaranteeing the applicability of the findings in organizational environments of different specifications and compositions.
The target participants will be the employees working in an organization, both in entry-level and executive positions, with varied demographic features such as age, gender, education, and tenure. This broad description will contribute to understanding the effect of individual and situational factors on the digital transformation experience.
[bookmark: _Toc202580663]Data Analysis Framework
[bookmark: _Toc202580664]Quantitative Analysis
Descriptive Statistics: Preliminary analysis will be done using distributions, mean, and variability of all the measured variables to give the baseline description of the sample, and in case there are any problems regarding the data quality (Field, 2024). Descriptive statistics will give an overview of the adoption patterns and well-being indicators of the digital transformation of various organisational and demographic categories.
Inferential Statistics: With the help of a multiple regression analysis, correlations between digital transformation variables and well-being outcomes under the control of associated demographic and organizational factors will be investigated (Hair et al., 2019). The hypothesized relationships and mediation effects will be tested using structural equation modeling; causal paths in the technology adoption and employee outcomes will be explored. The outcomes of the well-being will be compared using analysis of variance (ANOVA) about types of digital transformation methods, organizational specifications, and demographics of employees. The practical significance of the observed relationships will also be determined by calculating the effect size.
Advanced Statistical Techniques: High-dimensional data analysis: Machine learning techniques like random forest and gradient boosting can detect and extrapolate the complexities and correlations among the variables that standard statistical methods may fail to observe. The mentioned approaches will support the formulation of predictive models customized by digital transformation to achieve desired employee welfare results.
[bookmark: _Toc202580665]Qualitative Analysis
Thematic Analysis: Interview and focus group transcripts will be analyzed using thematic analysis to identify patterns, themes, and relationships in participant experiences (Braun and Clarke, 2022; Konstantinos, 2024). Initial coding will be inductive, allowing themes to emerge from the data, followed by deductive analysis applying theoretical frameworks. Computer-assisted qualitative data analysis software (NVivo) will facilitate systematic coding and theme development while maintaining a connection to raw data (Moncada, 2025). Multiple researchers will participate in coding to ensure the reliability and validity of thematic development.
Framework Analysis: Framework analysis will organize qualitative data according to key research questions and theoretical constructs, enabling systematic comparison across participants and identification of patterns (Ramanadhan et al., 2021; Hall et al., 2025; Gale, Powell, and Carlton, 2025). This approach will facilitate integration with quantitative findings and develop comprehensive conclusions.
[bookmark: _Toc202580666]Mixed-Methods Integration
Convergent Analysis: Quantitative and qualitative findings will be analyzed separately before integration to identify areas of convergence, divergence, and complementarity (Zhou, Zhou, and Machtmes, 2024). Correlations will be presented visibly as composite exhibitions of correlations between statistical scores and thematic discoveries.
Meta-Inferences: The results will combine the quantitative and qualitative inferences to form a general overview of digital transformation's consequences on employees' well-being. Meta-inferences will consider the statistical significance and the practical meaning of findings.
[bookmark: _Toc202580667]Resource Implications and Timeline
[bookmark: _Toc202580668]Budget Considerations
Total Estimated Budget: The total estimated budget of this study will be $55,000, including the personnel, technology, software, data collection, and activities to disseminate. The funding will help facilitate the research cycle in 12 months and provide sufficient resources in the form of collection, analysis, and reporting of high-quality data. The budget in detail by type and budget item is presented in Appendix E.
Personnel Costs: The budget is primarily made up of personnel costs. The Principal Investigator will contribute 50% of their time over 12 months. A full-time Research Assistant will be employed for eight months to assist with data collection, entry, and preliminary analysis. A statistical consultant will provide 30 hours of specialized support in advanced quantitative analysis. Moreover, transcription services will be contracted to transcribe approximately 50 hours of qualitative audio recordings from interviews and focus groups.
Technology and Software: Technology-related expenses include a 12-month subscription to Qualtrics for survey administration to support the research process. Annual software licenses will be acquired for SPSS, R, and NVivo to support statistical and qualitative data analysis. A video conferencing platform (Zoom or Microsoft Teams) will be used for six months to facilitate remote interviews and focus groups. All research data will be stored using cloud-based secure storage systems to ensure confidentiality and data integrity.
Data Collection Costs: Data collection will involve incentives and logistical support to ensure high participation and data quality. Participant incentives include $20 gift cards for 400 individuals completing surveys, interviews, or focus groups. Additional costs will cover refreshments and venue arrangements for six in-person focus groups. Travel expenses for conducting in-person interviews across approximately ten locations are included. Communication expenses like phone and internet services are budgeted to support remote engagement and follow-up.
Dissemination Expenses: Findings will be disseminated through academic and stakeholder channels. The budget includes conference registration and travel costs for two academic presentations. To ensure accessibility of findings, open-access publication fees for two peer-reviewed journal articles are included. Lastly, 50 hard copies of the final project report will be professionally printed and bound for distribution to key stakeholders, policymakers, and participating organizations.
[bookmark: _Toc202580669]Timeline (12 Months)
The research project is planned over 12 months and divided into four main phases: preparation, data collection, analysis, and reporting. A breakdown of key phases, durations, and deliverables across the 12-month study is provided in Appendix D.
Months 1–2: Preparation Phase: During this phase, the research team will complete the literature review and synthesize findings to finalize the conceptual framework. The survey instrument and interview protocols will be developed, validated, and pilot tested. Ethics approval will be sought from the Institutional Review Board (IRB), and any necessary permissions from participating organizations will be secured. The recruitment strategy will also be finalized and initiated.
Months 3–6: Data Collection Phase: The primary data collection activities will be conducted during this period. The online survey will be launched and monitored continuously over three months. Simultaneously, 40 in-depth interviews will be scheduled and conducted. Six focus groups will be organized and completed, segmented by organizational level and industry. Continuous monitoring of data quality and participant follow-up will ensure completeness. Preliminary data analysis will begin, identifying emerging qualitative data themesidentifying emerging qualitative data themes.
Months 7–9: Analysis Phase: Quantitative data will be cleaned and analyzed using statistical software to assess patterns, relationships, and effect sizes. Transcriptions of qualitative data will be completed and analyzed thematically using NVivo. The mixed-methods integration will follow, drawing connections between quantitative trends and qualitative narratives. Preliminary findings will be shared with select participants for validation, and drafting of the initial report and academic publications will begin.
Months 10–12: Reporting and Dissemination: In the final phase, the research team will complete and revise the report based on feedback. Academic papers will be finalized and submitted to peer-reviewed journals. Preparations for two academic conference presentations will also occur. Stakeholder sessions will be held to share key findings and gather practical feedback, informing a final set of recommendations. All project documentation, data, and analysis outputs will be securely archived in compliance with ethical standards.
[bookmark: _Toc202580670]Ethical Considerations
[bookmark: _Toc202580671]Institutional Review Board Approval
The university's Institutional Review Board (IRB) will seek comprehensive ethical approval before data collection begins. The application will detail all research procedures, participant protections, and risk mitigation strategies (Samuel and Richie, 2023; Iltis and MacKay, 2024). Additional approvals may be required from participating organizations' ethics committees.
[bookmark: _Toc202580672]Informed Consent
All participants will provide informed consent after receiving detailed information about the research purpose, procedures, risks, and benefits. Participants will receive a detailed statement outlining rights, procedures, and data protection protocols (see Appendix C). Consent forms will be available in multiple languages and clearly explain participants' rights to withdraw without penalty (Telgenbuescher, 2025). Electronic consent will be obtained from survey participants, while written consent will be secured from interview and focus group participants. Separate consent will be obtained for audio recording of qualitative sessions.
[bookmark: _Toc202580673]Confidentiality and Privacy
Strict confidentiality protocols will protect participant identity and organizational information. All data will be de-identified using numerical codes, with the master list stored separately from research data. Organizational names will not be disclosed in any publications or reports. Survey responses will be collected anonymously through secure online platforms with encryption and secure data transmission. Interview and focus group participants will be assigned pseudonyms, and any identifying information will be removed from transcripts.
[bookmark: _Toc202580674]Participant Well-being
Given the sensitive nature of well-being research, protocols will be established to identify and respond to participants experiencing significant distress. Resources for mental health support will be provided to all participants, and procedures will be established for referring participants to appropriate services if needed (COUHES, 2024). These safeguards will prioritize participant well-being, ensuring ethical integrity and responsiveness throughout the research process. Interview protocols will be designed to minimize potential psychological harm while gathering necessary information. Researchers will be trained in recognizing signs of distress and appropriate response procedures.
[bookmark: _Toc202580675]Organizational Considerations
No individual employee data will be provided to participating organizations, but only aggregate results. Open agreements on the use of data, the right to publication, and the organization's anonymity will be formulated. Such actions will ensure confidentiality in organizations and lead to trust, prompting transparent involvement and ethical treatment of data (Wienands et al., 2025; Li, Furlong, and Lester, 2025). The results will be reported in a manner that cannot be used to target individual employees or practices at organizations. Organizations will have a chance to review the findings before publication to ascertain the accuracy without giving up the independence of the research.
[bookmark: _Toc202580676]Limitations and Challenges
[bookmark: _Toc202580677]Methodological Limitations
Cross-sectional Design Constraint: The study's major design constraint is cross-sectional, thus limiting the possibility of causal interpretations regarding the effects digital transformation can have on. However, longitudinal follow-up partially overcame the studied limitation. The dynamic of digital transformation development requires a longitudinal study, which is hard to implement within a natural change to identify long-term consequences.
Representativeness of the Sample: Although stratified sampling will be used to the best of their ability, it is possible that genuine representations of the samples will not be possible in all industries and types of organizations, especially small companies or those that have low digital transformation efforts (Oates et al., 2022; Stantcheva, 2023). This can restrict the application of the results to the overall population within the organization.
[bookmark: _Toc202580678]Practical Challenges
Participant Recruitment: Recruiting members of organizations can be a problem since organizational politics and other priorities may come to the fore as well as the issues about the disclosure of sensitive information about the digital transformation initiatives (Brunetti et al., 2020; Buonocore et al., 2024; Ahmed, 2025; Mpofu, 2025). Successful recruitment will depend on good connections with organizational gatekeepers and systematically articulated value propositions.
Technology Access and Literacy: The differences in the accessibility to the technology and digital literacy levels of the participants can cause systematic bias by impeding their access to take the online survey or engage in virtual interviews (Yu, Bekerian, and Osback, 2024; Rodriguez-Camacho et al., 2024). Several data collection forms would be offered, and technical support would be given to reduce these barriers.
Organizational Sensitivity: Organizations might be hesitant to engage in a study tracing the possible adverse effects of their digital transformation efforts. This would create a selection bias, trying to favor those organizations that experienced more positive effects (Mesek, 2023). The focus on balanced and constructive findings and anonymity in an organization would assist in resolving these issues.
[bookmark: _Toc202580679]Expected Contributions
[bookmark: _Toc202580680]Theoretical Contributions
This study will contribute to theoretical knowledge in the connection between the use of technology in organizations and the well-being of employees by creating a unifying model through various theoretical approaches. The research will be used to propagate the technology acceptance theory since it will look at the well-being outcomes as something important to consider in adoption that could not be overlooked, unlike performance measures in the past (Schorr, 2023). It will add value to the current models as it will situate the well-being of the employees as an essential parameter in developing and assessing changes in the adoption of technologies. The study will build on the job demands-resources theory by determining that digital transformation initiatives develop demands and resources to employees and offer a defined explanation of when technology creates more than undermines well-being, staying (Scholze and Hecker, 2024). Such a theoretical development will inform future research on work environments introduced by technology.
[bookmark: _Toc202580681]Societal Impact
The study will also feed into ongoing debates regarding the future of work in more digital workplaces and policy discussions regarding the control of working conditions, digital rights, and corporate roles and expectations regarding employee health and well-being (Kraus, Ferraris, and Bertello, 2023). The research will contribute to the emergence of more humane and sustainable organizational change methods that would benefit businesses and workers by determining factors that facilitate a positive experience in digital transformation.
[bookmark: _Toc202580682]Conclusion
The proposed research topic is urgent and relevant because it combines digital transformation concepts and employees' well-being in the post-pandemic workplace. The research adopts a mixed-method design to develop evidence-based knowledge to address the role of digital programs in promoting mental health, occupational satisfaction, and the general resilience of digital participants. In the current context of the scaling up of digital technologies, it is crucial to comprehend their consequences on humanity to achieve sustainable organizational effectiveness. The research proposal will add to the scholarly conversation and provide operational advice to leaders and HR professionals who aim at designing a digitally advanced but psychologically healthy workplace.
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[bookmark: _Toc202580685]Appendix A: Survey Instrument (Sample Questions)
[bookmark: _Toc202377374][bookmark: _Toc202463543][bookmark: _Toc202580686]Digital Transformation Implementation Scale
Rate implementation extent over the past three years (1 = Not implemented, 7 = Fully integrated):
Technology Domain
Scale
Cloud computing platforms
1-7
AI/ML applications
1-7
Process automation systems
1-7
Digital collaboration tools
1-7
Advanced analytics platforms
1-7
[bookmark: _Toc202377375][bookmark: _Toc202463544][bookmark: _Toc202580687]Employee Well-being Indicators
Frequency of experiences in past 30 days (1 = Never, 5 = Always):
Well-being Dimension
Scale
Digital communication overload
1-5
Work-life boundary erosion
1-5
Technology self-efficacy
1-5
Techno-physical strain
1-5

















[bookmark: _Toc202580688]Appendix B: Interview Protocol (Sample Questions)[bookmark: _Toc202377377][bookmark: _Toc202463546][bookmark: _Toc202580689]Opening (5 minutes)
1. Describe your organization's digital transformation trajectory since 2020.
2. How have these changes affected your work practices?
[bookmark: _Toc202377378][bookmark: _Toc202463547][bookmark: _Toc202580690]Experience Exploration (25 minutes)
3. What adaptation challenges have you encountered with new technologies?
4. Evaluate organizational support mechanisms during transformation.
5. How has technology altered interpersonal workplace dynamics?
[bookmark: _Toc202377379][bookmark: _Toc202463548][bookmark: _Toc202580691]Critical Reflection (15 minutes)
6. What recommendations would you offer organizations undertaking similar transformations?
7. Construct your ideal employee-centered digital transformation model.










[bookmark: _Toc202580692]Appendix C: Ethical Documentation[bookmark: _Toc202377381][bookmark: _Toc202463550][bookmark: _Toc202580693]Participant Information Statement
Study: Digital Transformation and Employee Well-being in Post-Pandemic Organizations
Procedures:
· Online survey: 20 minutes
· Optional interview: 45-60 minutes
Participant Rights:
· Voluntary participation with the right to withdraw
· Confidentiality assurance
· No employer data sharing
· Secure data storage protocols
Contact: Principal Investigator: [Contact details] | Ethics Committee: [Contact details]










[bookmark: _Toc202580694]Appendix D: Research Timeline
	Phase
	Duration
	Key Activities
	Deliverables

	Phase 1: Preparation
	Months 1-2
	Literature review, instrument validation
	Survey instrument, interview guide

	Phase 2: Data Collection
	Months 3-8
	Survey deployment, interviews
	Raw dataset, transcripts

	Phase 3: Analysis
	Months 9-11
	Statistical analysis, thematic coding
	Findings report

	Phase 4: Dissemination
	Month 12
	Writing, submission preparation
	Dissertation, publications












[bookmark: _Toc202580695]Appendix E: Budget Allocation
Category
Item
Cost (USD)
Personnel
Principal Investigator (0.25 FTE × 12 months)
$21,000

Research Assistant (0.5 FTE × 8 months)
$16,000

Statistical Consultant (30 hours)
$3,000
Technology
Software licenses, platforms
$2,500
Data Collection
Participant incentives (400 × $20)
$8,000

Interview logistics, transcription
$2,500
Dissemination
Conferences, publication fees
$1,500
Administrative
Communications, contingency
$500
Total

$55,000

Note: Budget estimates are based on current market rates and may require adjustment based on institutional guidelines and actual costs.
[bookmark: _Toc202377384][bookmark: _Toc202463553][bookmark: _Toc202580696]Declaration
This research proposal constitutes original scholarly work designed to address critical gaps in digital transformation literature through rigorous empirical investigation. The study employs robust methodological frameworks and adheres to ethical standards for human subjects research. The proposed investigation contributes to theoretical advancement while offering practical insights for organizational digital transformation strategies in post-pandemic contexts.
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