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Abstract

The dynamic nature of modern organisations as a result of evolving technologies, changes in
structures, systems and human components of workplace, among others, emphasizes the
importance of digital technology and work environment. The objective of this study was to
examine the influence of digital transformation and work environment on job performance of
administrative staff of federal tertiary institutions in South-west, Nigeria. Mixed method
research design was employed and the population comprised 5557 administrative staff of 14
federal tertiary institutions, out of which 373 were selected through systematic multi-stage
sampling technique. Quantitative data were collected with a questionnaire tag ; igital
Transformation, Work Environment and Administrative Staff Performance ionnaire”
while qualitative data were collected through interview. Descriptive and 4t %%al statistics
were used for data analysis and the hypotheses were tested at 0.05 le% ignificance. It
was found that digital transformation and work environment have sighificant combined
influence on job performance of administrative staff of federal tq%ﬂ ihstitutions in South-
west, Nigeria (R=0.686; Adj.R*=0.467, P=0.000<0.05). Digi S

account for higher relative influence on job performance of l@ ministrative staff (R=0.715;
Adj.R?=0.507; P=0.000<0.05) than work environment (R=0.594; Adj. R’=0.349;
P=0.00<0.05). It was also found that work equ%%s no significant moderating effect
on the interaction of digital transformation with job ormance of the administrative staff of
federal tertiary institutions in South-west, Nigetia (4R°=0.000, AF=0.007, P=0.935>0.05).
The study concluded that the level of 'git%»transformation activities and the conducive
nature of workplace environment arexcritical factors that influence job performance of
administrative staff of federal te institutions in South-west, Nigeria. It was
recommended that the manag eer Federal tertiary institutions in South-West, Nigeria
should intensify their digital transfermation efforts and provide conducive work environment

to their administrative stafEﬂ%'& view to improving their performance.
e

Keywords: Admi 'strg taff, Digital Transformation, Federal Tertiary Institutions, Job
Perfi e, Work Experience, Work Environment

formation was found to
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Chapter One

Introduction

1.1 Background to the Study
Central to the viability, growth, success and survival of any organization is the human
element, usually referred to as the workforce. Performance of the workforce remains an

important and significant index in determining organizational performance. Job p&?&mnce

is consistently a topical issue to researchers, management practitioners,gvx&of business

and organisations as success in any endeavour depends on how well people perform assigned
roles. The fact that effective and efficient work teams meet dea@s, Zt things done, show
good attitude, have mastery of their jobs and contributg&&he organisation’s bottom-line
make organisations and their managers to rational\y«B@for employees whose attitude and

performance will guarantee the achievement.o{@&r mission.

N
Job performance reflects the accum S)Value or result of the set of behaviours of
employees, their skills, abilitigs %d efforts in meeting job targets and fulfilling work
expectations'. It refers to casurable and changing behaviours, actions and engagement
outcomes of emplo@@&are linked to overall organizational performance and capable of
contributing to achievement®. Job performance has been conceptualized in different
ways resufti%wts differing dimensions and measurement factors used by researchers,
man@?[ experts and practitioners to describe and measure job performance. Specific and
measurable indexes of job performance take cognizance of a number of factors with a broad
consensus that job performance is a combination of task and contextual performance which are
comprehensive dimensions that fully cover the full domains on which job performance is

based®. Some other frameworks cover adaptive performance and similar components that do

not fall into any of the generic dimensions of job performance*. The nature of jobs in modern



organisations require individuals who will exhibit desirable performance in their key roles and
display positive characteristics that will make them fit in dynamic work environment'. Thus,

the present study adopts task and adaptive performance as measures of job performance.

Task performance, as an important dimension of job performance, refers to in-role behaviours
which cover the formal job descriptions predicted by employees’ abilities in the core job areas
or responsibilities®. It is attributed to cognitive abilities that are enabled by task knpg}edge,
task skill and task habits®. Thus, task performance is depicted by tas}< a '\erational
knowledge, problem solving ability, efficiency, task skills and expeﬂisa@q ality as well
as oral and written communication. Beyond task performance, Yyees are expected to
display remarkable level of adaptive performance to béj{%} to adjust to changing
circumstances and succeed in the face of new or ev.h@ job demands and conditions’.
Adaptive performance refers to individual emp@s ability to adapt to dynamic work
situations by adjusting behaviours to the di .a’:%\a demands of work situations, new events
and changes in job-related tasks®. Chan%jn the methods for accomplishing tasks, technology,
job assignment, restructuring of orgamizations, new roles and job processes demanding new

learning, new technologie%ng others, require employees’ adaptability to be able to

effectively cope in t{e ;e% namic work environment of modern organisations’.

One of the nt sectors for the economic, socio-cultural and technological development
of a '@s the tertiary education sector which has the responsibility for nurturing critical
think&ife-long learning, innovations and breakthroughs in researches and transformation of
people for productive living and economic growth. Administrative staff category is one of the
classes of workers in tertiary institutions, whose members are found in departments and
sections of the institutions to perform varying functions for the smooth running of the
institutions and the accomplishment of goals. In developed countries, efforts on administrative

modernization have yielded effectiveness and efficiency of administrative functions and job

2



performance in public organisations!’. Such performance of administrative staff leads to
desirable and enviable outlook of their tertiary education sector in terms of satisfactory service
delivery, work ethics and standards, seamless admission and registration processes, effective
and efficient personnel management, time-saving office administration, diligent salaries and
wage administration, reliable information and records management practices, inter-
organisation relationships'!!2, In Nigerian public tertiary institutions, administrative
functions are often disparaged and job holders are alleged of performa%&iring

functional improvements. These are as a result of administrative ine 'ts@ﬁen in poor

.\

service experience, reproachful work attitude, administrative ineff‘%ienc , unethical work
tudents and clients’

practices and information management, unsatisfactory attent@d
requests, inability to optimize technology use, and so onljk%} derisive performance of the
administrative staff portends far-reaching conseque@eaching, learning, capacity building

and research objectives as well as global rankin igerian public tertiary institutions.
N :

Recent development and advancement@echnology, digital applications and the consequent
integration of digital processes|andufechnologies offer the opportunity for improved work
processes, flexibility an%h@nced service delivery'*. The pervasiveness of these
technological transf@% brought about rapid adoption and utilization of digital tools and
restructuring of @wisational activities and models of tertiary institutions, thus changing the
features % inistrative functions of tertiary institutions'’. Digital transformation in
adm@tive processes, methods, functions, other institutional components of tertiary
institutions calls for review, redesign and realignment of work procedures, infrastructure and
approaches in offering services!'é. Such transformation as a result of digital technology is
responsible for the changes in how tertiary institutions carry out their activities and

leveraging opportunities and possibilities!>.



Digital transformation is a term used to denote technological potentials employed to effect
changes in business or organizational models, the integration of emerging digital technologies
into an organisation’s operational, tactical and strategic activities!” with a view to creating
more value, providing efficient and quality services and satisfying stakeholders and clients'®,
In the context of federal tertiary institutions, digital transformation is used to denote new
ways of working, building new frameworks of administrative functions, service delivery and
creating new forms of relationships to turn the government-owned tertiary inséy;{&'s into

enterprises in which digital technologies alter traditionally known metl%éds@actices and

procedures for administrative functions, efficiency and effectiveness, in service delivery for

L ] ”
stakeholders’ benefit!®20-21, C;\\
&>

Previous researches and studies explored constructs.s:@ as digital technology, digital
capability, digital strategies, technological level, organisational agility, degree of automation,
innovative methods, digital skills and cor@jﬁ%& s indicators of digital transformation???>,
The common elements of digital tran@nation are organisation, people, technology and
process**?> This study builds éxt%e elements to adopt transformational capability, digital

capability and digital operah'ﬁs'a}s measures of digital transformation.

RN

Transformational‘{‘gﬂlities refer to an organisation’s abilities for flexibility, quick and
timely im ion of changes by redirecting attention, renewing the organisation itself,
changt @omptly and adapting to new technology and emerging digital processes in
oper;ti?s and activities in response to changing demands and environment?%?’. Such
capabilities are reflected in change leadership, innovation culture and digital agility of an
organisation?®?’. Digital capabilities cover the availability and use of digital technologies,
tools and applications as well as the digital competence and expertise of people driving an
organisation’s digital transformation®’. Digital operations describe the extent to which

digitization and digitalization processes deliver efficiency of operations, use of

4



communication tools for collaboration and knowledge diffusion as well as seamless and

continuous improvement in operational routines?-!,

Another factor which researches underpin as having bearing on the quality and quantity of
employees’ work is the environment in which the work is performed®?. With evolving work
practices, procedures and models which result from technology usage for virtual
communication, e-transactions, collaboration, e-learning, among others, institutions ef higher
learning are changing rapidly with a view to meeting new standards; of, @éformance,
achieving learning outcomes and educational administration’*. The a%\%ive staff in
tertiary institutions, like their counterparts in all forms organisationsispénd considerable part
of their time within the workplace, their emotional co%%} temperament, attitudes,
disposition and essentially, job performance are likely @inﬂuenced by a combination of
factors of the work environment3#33,
S

Work environment is defined as the setti s,)‘%‘laﬁons, conditions and circumstances under
which people work?8, It refers to ev g within a work organisation - interplay of systems,
relationships, structures, toolswesses and other elements which involves the employee
with the work itself3¢. Q»%u “work environment has been described to comprise many
components and QQ) some view it as comprising physical and behavioural components?’,
others arga%@t it could be measured in terms of physical, technical, human and
organd @al components®!. In this study, work environment is represented by physical and

behavioural components as the dimensions of work environment.

The physical work environment is the tangible aspects of the workplace which are associated
with employee’s aptitudes to attach physically to the work. These include tools, equipment,
building design, office and workspace layout, workstation set-up, furniture and fittings,

temperature, ventilation, lighting, noise, vibration, radiation, air qualities, etc’®. The



behavioural component refers to the peers, colleagues, supervisors, team members and others
with whom workers relate and which characterize pleasant and compassionate relationship
and offers opportunity for the ventilation of ideas and knowledge, information dissemination,

communication and co-worker support®.

In the context of characteristics and make-up of individuals on a job or in an organisation,
one important job and organisation-related personal factor which bears on the (%['itude,
adaptability and performance of workers is the individual’s years .of @\e in an
organisation***!. It is a personal factor used as a criterion for elig&%\a match for
employment consideration and relevant to most aspects of fmance outcome of
individual workers*. Work experience could be job or i&)&#@y—speciﬁc and is usually
measured in terms of the accumulated experience y to a worker in a particular

organization or the overall experience gathered by a‘wotker from other organizations®.

3

This study focuses on digital transf Q@ and work environment and examines their
influence on the job performance é) inistrative staff of federal tertiary institutions in
South-west, Nigeria by putting inte’ consideration and perspective, the moderating influence
of work experience on n ?lence of digital transformation on the job performance of

administrative sta‘t{ fgderal tertiary institutions in South-west, Nigeria.

Q

1.2 Statement of the Problem

Adm@ative personnel of federal tertiary institutions in Nigeria belong to an important
workers category, performing administrative and support functions that are critical to the
smooth running of the institutions. However, there have been criticisms and empirical
evidences on undesirable performance of administrative staff in federal tertiary institutions,
like other public enterprises, which are linked to poor service experience, delay in processing

requests, poor attitude exhibition, unsatisfactory work habits, among others. If left



unaddressed, these may result into deteriorating and unsatisfactory performance outcomes,
inefficiency cum service failure, unsatisfactory work impact and inability to connect with

modern reality of work practices.

In federal tertiary institutions in Nigeria, the level of integration of digital tools and processes
and the evolving work environment have brought about fundamental changes in the way
administrative tasks are carried out. These changes have the potential to.affect job

performance of the administrative staff and also present several critical issus@&i require

°
careful examination. ‘@

Several studies have been carried out on job performance, dig’%&@s}omation and work
environment!®132%3  However, there is dearth of empigic&@}es on digital transformation
and work environment in the context of federal terti itutions and with particular focus
on administrative personnel. Available resegrg&vidence rarely explore job performance of
administrative staff in tertiary institut'oner erms of task performance and the extent to
which employees are able to ch@, nd adapt to evolving work demands (adaptive
performance). Also, studies oWelaﬁve and combined influence of digital transformation
and work environment @1? performance of administrative staff of federal tertiary
institutions in South- %t, Nigeria is perhaps, yet to be documented. Leaving such
knowledge Qlﬁlled will not only hinder knowledge-based perspectives on digital
trans n of public sector organisations but may also limit frontiers of knowledge on the
variables, job demands and performance factors for administrative staff of public
organisations in the era of technology-driven work models and service delivery. Hence, this
study examined the impact of digital transformation and work environment on the job

performance of administrative staff of federal tertiary institutions in South-west, Nigeria.



1.3  Aim and Objectives of the Study

The aim of the study is to investigate the influence of digital transformation and work
environment on job performance of administrative staff of federal tertiary institutions in

South-west, Nigeria. The objectives of the study are to:

1) identify the level of job performance of administrative staff of fede.ralcgrtiary
institutions in South-west, Nigeria; Q’S\
i) identify the level of digital transformation in federal tertiary institutions in South-west,

i) examine the work environment of administrative’ @%%% federal tertiary institutions in

South-west, Nigeria; ®

iv) determine the influence of digital t@?&tion on job performance of administrative

Nigeria;

staff of federal tertiary instituti '61 South-west, Nigeria;

V) determine the inﬂu@&ork environment on job performance of administrative

'}
staff of federil t@

institutions in South-west, Nigeria; and
vi) determi combined influence of digital transformation and work environment on

job.pesformance of administrative staff of federal tertiary institutions in South-west,
Qgeria.

vii)  determine the moderating impact of work experience on the influence of digital
transformation on job performance of administrative staff of federal tertiary

institutions in South-west, Nigeria.



14 Research Questions

In pursuant of the objectives of this study, the following research questions were raised:

1. What is the level of job performance of administrative staff of federal tertiary

institutions in South-west, Nigeria?

2. What is the level of digital transformation in federal tertiary institutions in South-west,

»

3. How conducive is the work environment of administrative staff of d@@ertiary

Nigeria?

institutions in South-west, Nigeria?
. "
X
1.5  Hypotheses Q’}%

In line with the objectives of this study, the followin r@otheses were formulated:

Hol: There is no significant influence of d%l ransformation on job performance of

N\

administrative staff of federal terti@itutions in South-west, Nigeria.

Ho2: There is no signiﬁcar{)@(@ce of work environment on job performance of

administrative staff (&fedﬁe al tertiary institutions in South-west, Nigeria.
Ho3: There is n@ﬁgant combined influence of digital transformation and work

envir @on job performance of administrative staff of federal tertiary institutions

in@u -west, Nigeria.

Ho4: There is no significant moderating impact of work experience on the influence of
digital transformation on job performance of administrative staff of federal tertiary

institutions in South-west, Nigeria.



1.6 Significance of the Study

The findings of this study, when published, are expected to be of significant benefits to
managements and administrative personnel of federal tertiary institutions in South-west,
Nigeria as well as leaders and workers in other public tertiary institutions, public
organisations and to the government, being the owner of public tertiary institutions and the
largest employer of labour. . (b'
Management of federal tertiary institutions in South-west, Nigeria could use t It of this
study to facilitate their employees’ performance improvement effork%\e“ heir digital
transformation level and conduciveness of their work environmen‘q{% Study will be of help
to management in the implementation of digital transfo@%\n, the need for relevant
technological tools, conducive work environment and ! %pment of skills and expertise of
administrative staff towards handling digital @ and application for effective job
performance and by extension, all categor@%v kers for good functioning of institutional
organs. %

Administrative personnel of fe rafzd'tiary institutions in South-west, Nigeria might use this
study as a guiding light to a%lqct self-assessment of their task performance level, extent of
individual adaptabi@)@ rging digital technologies and will be able to see the need for
self-developme competence in the use of digital tools in the light of their administrative
roles in c&e to perform creditably in the constantly changing digital workplace. Other
cate of workers in federal tertiary institutions will see the need to connect with modern
reality of workplace for effective and efficient performance of duties and the achievement of
their institutional goals.

Public organisations may use this study as a precursor for employees’ performance
assessment in the digital era and the need for the provision of up-to-date technological and

digital tools, training and retraining of workers, provision of conducive work environment to

10



facilitate employees’ performance, quality service delivery ethos and the achievement of
organisational goals.

Government as the largest employer of labour, through its regulatory and funding agencies,
might build on the result of this study to recognize the need for the funding of federal tertiary
institutions especially in the provision of digital tools and conducive workplace environment
for staff with a view to energizing the tertiary education to achieve its goal and contribute to
N

national growth. »{\
The study sheds more light on each of the variables and sub-variables ex i %nd serve as

.\

reference materials for future researchers who might be willing to, carry out research on
%a combination of the

digital transformation, work environment, job performance an .N&
measures of these variables in relations to federal tertiary @tions or other forms of work
organisations. Q@

The study contributes to existing body .q@owledge conceptually, empirically and
theoretically and in the review of pr%gjesearch findings and practical application of

theories used in the present study. Q:b

1.7 Scope of the Study%q

This study focuses(o &pact of digital transformation and work environment on job
performance ofé&ministrative staff of federal tertiary institutions in Nigeria. Digital
Transformﬁwhich is an independent variable was measured with digital transformative
capa@s, digital capabilities and digital operation of the pubic tertiary institutions. Work
Environment is the second independent variable and was represented by physical and
behavioural work environment. Job Performance, being the dependent variable was

measured in terms of task performance and adaptive performance.

11



Geographically, the study covered all the six universities, five polytechnics and three colleges
of education owned by the Federal Government in South-west, Nigeria. The scope was
limited to federal tertiary institutions in the Zone. State government owned tertiary
institutions were excluded because of the differences in the working condition, funding,
regulatory controls, among others between federal and state institutions and differences from
one state institution to another. In all, the respondents are the administrative personnel who

are senior registry staff (secretarial, executive, administrative and registrar ca&n the

different units of federal tertiary institutions in South-west, Nigeria. ;. \QO
1.8  Limitations to the Study . 6'\

In carrying out this study, the researcher was confronted b@{gch;mber of constraints which

Q

could have possibly hindered the completion and @he study. A significant constraint
1t

encountered in the conduct of this study was the % ¢ of staff in some of the Establishment
t

Offices of the federal tertiary institutions @

and to officially attest to the conduc@\e research by signing the attestation letter, while

give data about their administrative staff

some put the researcher thro%eh scrutiny before being allowed to administer the
questionnaire, despite the of introduction presented for the purpose. Similar to this, was
the attitude of som@den‘[s in completing and returning the questionnaire administered
to them. Th: @ chedule of the respondents, non-availability in their offices at times, and
the reluc@ce to partake in the filling of the questionnaire were very demanding. The
rese& assured the staff of the establishment offices of the strict use of data for research
purpose only, appealed to the administrative staff for their support and exercised patience in
the collection of the data. Efforts were also made to get the assistance of heads of sections,
departments and units where the administrative staff work to facilitate timely response and

cooperation

12



The engagement of the Registrars in interview was time consuming and required a lot of
perseverance as a result of their schedule as principal officers in their respective institutions.
However, the researcher was able to use persuasion to get the cooperation of the

administrative staff and support of the Registrars and their representatives.

1.9 Operational Definition of Terms

Job Performance: The degree and level to which each administrative staff of fedé;{bartiary
institutions in Nigeria collectively and individually accomplish their job du.tieﬁgd the extent

N

to which such is significant to the realization of institutional goal. This asured in terms

of task performance and adaptive performance. N @”

Task Performance: The proficiency with which admij@%klve staff of federal tertiary

institutions perform the roles and functions that ar@zed as core elements of their jobs.

Adaptive Performance: The ability and .d® of administrative staff of federal tertiary
institutions in South-west, Nigeria to a%w' and adjust to changes in their work role, methods,

tools and the unpredictable cha@%chnology, culture and work environment.

Digital Transformation: %Slaoloyment of digital technologies in facilitating the activities,
processes and ope@s of federal tertiary institutions in South-west, Nigeria that could

enhance job @mance of the administrative staff. This is measured by Transformational

Capabf :t@ igital Capabilities and Digital Competence.

Transformational Capabilities: The ability of federal tertiary institutions in South-west,
Nigeria to respond to technological developments and change their operations and methods

with ease by adopting digital methods, processes, tools and applications.

Digital Capabilities: These are digital technologies, tools, applications and resources in

federal tertiary institutions that are required for driving the institutions’ digital transformation.
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Digital Competence: These are technology-related skills, expertise, knowledge, disposition
and attitude required of administrative staff of federal tertiary institutions to perform their
tasks, solve problems, communicate, manage information, collaborate, create and share

digital content independently and appropriately.

Digital Operations Efficiency: Automated work processes and use of digital communication
tools for collaboration, knowledge diffusion and continuous improvement in .op‘:gfional

routines of administrative staff of federal tertiary institutions in South-west, Nié@;\

Work Environment: The totality of tools, equipment, social setting, physical conditions,
relationship among people and the general conditions of tk{ vironment in which

administrative staff of federal tertiary institutions in South‘-&%}Nigeria perform their works.

It is represented by Physical Environment and Beh@nvironmem.

Physical Environment. These are physii:{@ponents, lighting, tools, machines, office
K

layout, work space and floor plans of werk efivironment where administrative staff carry out

their jobs in federal tertiary ins%ﬁ@(hﬁ South-west, Nigeria.

Behavioural Environmeng: e'hggregate attitude, communication, interactions, relationship
and support by colleagues, ‘subordinates and supervisors in administrative work group of
federal tertia i@ltions in South-west, Nigeria.

Work E@ri nce: The number of years of experience in administrative job position which

has acc;ed to an administrative staff in a federal tertiary institution in South-west.

Administrative Staff: Category of workers in federal tertiary institutions in Soth-west
Nigeria who perform administrative functions such as office administration, records
management, data capturing and storage, clerical services, secretarial functions, personnel
management, salaries and wage administration, information management and general support

for smooth running and effective functioning of institutional organs.
14



Senior Registry Staff: Senior staff of the Registry Department/Sections in  secretarial,
executive, administrative and registrar cadres of federal tertiary institutions in South-west,

Nigeria.

Federal Tertiary Institutions: Public tertiary institutions in South-west, Nigeria —
universities, polytechnic and colleges of education which are owned, funded and controlled
by the Federal Government of Nigeria. . (b'

South-west, Nigeria: This is one of the six geo-political zones in Nigeria. re%\ﬂng both
geographic and political region of the country's southwest. It comprise%} agos, Ogun,

Ondo, Osun and Oyo States. . |
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Chapter Two
Literature Review

This chapter takes a review of relevant literature on the subject and variables of this study.

The review is presented under the following major sub-headings:

2.1  Conceptual Review . ‘bﬂ

2.1.1 Job Performance

&>
2.1.2 Digital Transformation ‘%\QO

2.1.3  Work Environment . \%o\

2.1.4 Work Experience .@
2.2 Theoretical Framework @

2.2.1 Campbell’s Theory of Job Perfornfance

2.2.2  Individual Adaptability Tth}?—Adapt Theory)

2.2.3 Digital Excellence M

224 Person-EnVironrw it Theory
'\

23 Review of E@@udies

2.3.1 Digital Transformation and Job Performance

Q

2.3%&10& Environment and Job Performance
onceptual Model

24

2.5 Summary of Gap in Literature Reviewed
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2.1 Conceptual Review

2.1.1 Job Performance

Job performance remains a central focus of many literatures and research in management,
organisational behaviour and psychology and has been of much interest to human resource
specialists, business owners, government, educators and researchers. As a result, a number of
factors have been used to discuss job performance by many researchers and schol.ars all over

the world. This present study seeks to expand the existing body of knowled%%ough a

review of concepts and themes relating to the variable. ,%\

Job performance literarily signifies how employees fulfill theirjg)\&%y? and carry out their
assigned or expected tasks. It covers the effectiveness,. qual@&and efficiency of individual
employee! and shows how the workers behave in the éyorkplace and how well they carry
out the job roles that have been assigned to them?. "Phe level of an employee's performance
in comparison to others in similar job po@xcan be used to determine the quality of their
job performance. Because it demor@@s how successfully a person is carrying out the
demands of the job and can elﬁt& evaluated objectively or assessed more subjectively?.
Job performance reflects %g?egate value or result of the set of behaviours, skills, abilities
and efforts of emeejgln fulfilling their work expectations toward meeting the target or
mandate that oéxacilitate the accomplishment of both long and short-term organisational

goals®>. @ pecifies the dynamic behaviours, actions and engagement outcomes of

emp&s which are often changing but a linked to overall organizational performance®.

The aggregate of an employee's activities and behaviours that support the organization's goals
are referred to as job performance’. It is a construct explained in terms of behaviours of the
worker rather than results, as results could be maximized by different factors at the expense

of other things. Hence, it can be seen as job related behaviours of an employee that are
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related to the goals of the employer or those actions or behaviours under the control of an
individual worker, that support or facilitate the achievement of organization’s goals,
measured in terms of the proficiency level of the job holder®. Employees manifest a wide
range of behaviours and a number of such behaviours or actions assist with the employee's
obligations, while others which also affect the achievement of the organization’s goal may
not be categorised under duties and obligations of an employee’. Hence, perforEnance on a
job is the total expected value to the organization of the discrete behavioural ep%ﬂ} that an
individual carries out over a standard period of time or an aggregated .Q‘Q)f multiple,
discrete behaviours that occur over some span of time which i.rn i Qat job performance
distinguishes between sets of behaviours carried out by differe@viduals and between sets

of behaviours carried out by the same individual at diffetgfttimes!’.

S
Job performance is a multidimensional mriable&&mnot be pointed or measured directly
and it consists of multiple components, @r}w:\‘hes, perspective and dimensions, which in
turn, comprises of indicators that cqlb‘%' measured directly!!. It is described as scalable
actions, behaviour and outcome&@gﬁmployees engage in or bring about that are linked with
and contribute to organi al goals®. There are three important factors necessary to
generally define mQSE% job performance factors in terms of specific indicators - they
signify what ®oyee do while at work, they can be rated in line with an employee’s net
impact o@e realization of organizational objectives; and they should be superintended on

by the émployee himself!2,

Early works on the domains of work performance were separately carried out by K. Murphy
and John Campbell in which the domains of generic work performance were specified. Work
performance domain of Murphy was modeled with task behaviours, interpersonal

behaviours (communicating and cooperating with others), downtime behaviours (work-
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avoidance behaviours), and destructive/hazardous behaviours (behaviours that lead to a clear
risk of productivity losses, damage, or other setbacks) as the dimensions and the framework
of John Campbell proposed eight dimensions — job-specific task proficiency, non—job-
specific task proficiency, written and oral communications, demonstrating effort,
maintaining personal discipline, facilitating peer and team performance, supervision, and
management and administration. According to Campbell, the dimensions are.enough to

adequately cover what is described as the latent structure of performance at a ge@evel”.

N\
In conceptualizing performance, there is the need to distinguish bet@%ln\he behavioural
component of job performance and the outcome or result cd@r& This is because
performance constitutes the exact things an organization em@; people to do and to do well
and not defined by the action itself but by the jud r@ and evaluative processes'4. The

eiﬁits in the course of carrying out work

T\

behaviour refers to the action which an employe

while the outcome covers the consequen@ividual’s job or result of the individual’s
behaviour. Thus, the dimensions o%‘@'\riour and outcome are related and none is easy to
conceptualize as performance&'&tkyz@l)lt due consideration of the other'®>. This shows that
performance is the expe r@anizational value of what people do. Results are states or
conditions of people or things that are changed by what they do in ways that contribute to or
detract from @Sational effectiveness. Therefore, results are the route through which an

individua@b aviour helps or hinders an organization in reaching its objectives, which is

what ers it appealing to focus on results when considering individual performance '°.

Job performance depicts the degree and level to which an individual worker accomplishes the
task or job duties assigned to him and the extent to which such is significant or contribute to
the realization of organizational goal'®. As a result, employers and organisations seek

competent individuals who can help an organization achieve its strategic objectives and
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maintain its competitive advantage'®. The level of performance of an employee is a result of
two elements — first the abilities, skills and competence possessed by the employee and
second, the motivation to use such abilities in the performance of assigned jobs. The
effectiveness or otherwise of the performance often results from the combination of task-

related elements and expected behaviours!”.

Knowledge, experience, skills, abilities, awareness, values, motives, and requiremé@e the
eight crucial personal characteristics that affect work effectiveness. These eleé%é evolve as
people get used to their jobs and are capable of changing over time'®. The individual differences
perspective explains the underlying factors responsible for di@gs between the job
performance of individuals in the workplace on the assu.rnpti%%hat such differences could be
understood from the individual differences in 6@ personality, Cognitive ability,

experience and the motivation that drives indivi(gs .

The individual differences perspective"&{ erformance developed by Campbell describes
how declarative knowledge, proce%‘b‘knowledge and skills, and motivation are the three
factors that affect an individ al’: rformance. Declarative knowledge includes an individual
knowledge about on e@ples, facts and goals, and is predicated on a person’s abilities,
personality, inter tsi(!lucation, training or experience. Procedural knowledge and skills
include “@Ve and psychomotor skills, physical skill, self-management skill, and
inte skill while motivation comprises choice to perform, level of effort, and
persistence of effort®. Campbell does not make specific assumption about the predictors of
motivation for performance'>. The individual differences perspective implies the need for
human resource and hiring personnel to give emphasis to the selection of individuals on the

basis of their abilities, experiences, and personality so that high performing individual are

employed and their good characteristics are enhanced through experience, exposure, training,
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upskilling, etc!>. This is because high performers change in positive ways — their knowledge
increases, their experience broadens, their skills develop, their abilities improve, their awareness
grows, their motivation strengthens, their needs expand and their values deepen” while
underachievers are focus on the minimum acceptable requirements and not thinking about raising

their level of performance'.

The situational perspective refers to factors in the individuals’ environment which\ ulate
and support or hinder performance and encompasses approaches which focu%)workplace
factors but also specific motivational approaches which follow!>. Situatienal factors may be
responsible for the tendencies of an employee to manifest beh%&’%ﬁsﬂthat are capable of
helping or weakening an organization’s effectiveness. éyeither interfering with or
facilitating behavioural reactions, such situational As either make it simpler or more
difficult for people to take activities that could pr Qor hinder organizational effectiveness.
The availability of necessary materials a@%ﬂ or example, is a determinant of people’s
probability of behaviour on the job ?é%he tools and materials?®. Prevailing situation and
economic conditions, for exaép*e) can have direct impacts on the volume of sales and
organisation’s profit wit ')) direct constrain or contribution to individual performance
behaviours that is e@gd in the course of producing the goods or services affected by the

economic an% t condition. Hence, those situational factors that affect an individual’s
behaviou@e

iewed as determinants of job performance!'’.

The foregoing reveals that in considering the workplace factors and their link to individual
performance, there are situational factors that enhance or aid performance while others hinder
performance. This perspective fall under the job characteristics model of Hackman &
Oldham which suggests that job characteristics (that is, skill variety, task identity, task

significance, autonomy, feedback) affect some critical inner or mental states such as
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meaningfulness, accountability for job and project success, awareness of consequences, etc.
The effect of this is predicated on individual attitude, work outcomes and a number of job
design tenets, including the management of difficulties and unforeseen events, the
compatibility of the design process with its goals, and the minimal specification of tasks,

methods, and task allocations affect the performance behaviour'>?!.

The third perspective is the performance regulation which focuses on the p'er\ ance
process itself and explains it as “action process”. The interest is to dete%é what the
performance process looks like and what happens when someone is perferniing without any
consideration of the person or the situation in which the perfb@“takes place’. The
performance regulation perspective fall under the action th@yapproach and explains that
performance process emphasizes the structural poin n@quential elements of an action in a
hierarchical organization. It is connected to ésetting and integrates five different
components — the action theory, energetic @\&UOH, emotional regulation, vitality regulation
and self-image regulation which are thé%ulation types embedded in performance regulation
approach and suggests that a positiye change or improvement of the action process through
goal setting improves p ahce. The perspective specifies that Individuals should be
inspired to pursue @Qrm objectives and to participate in realistic planning, feedback
gathering, a @ back processing. The approach is more interested in regulatory
intervent'@ rom outside the individual that promote positive reinforcement performance

than in;temal mechanisms that regulate performance within an individual?2.

Different kinds of employees’ behaviours are capable of contributing or hindering goal
accomplishment in an organisation. Bringing all the many kinds of behaviour together will
not reflect the appropriate index of performance unless the seemingly identical domains (task

performance and contextual performance) of performance are put in separate perspectives?.
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Accordingly, some frameworks on job performance take cognizance of the factors by which
job performance is categorized on specific and measurable levels, with the agreement that job
performance comprises task performance, contextual performance and counterproductive
work behaviour’* while some frameworks emphasize adaptive performance in addition to

other similar dimensions not classified into any of the three former generic dimensions?.

Task performance refers to the effectiveness with which job holders execute the'i@dgned
tasks, that ensure the fulfillment of organization’s vision while rewarding o%mtion and
individual proportionately?S. Task performance is made up of clear job“behaviours, such as
the core duties listed in the job description and requires highé %&'())f cognitive ability.
Therefore, the main factors that facilitate it are task knowl %{he principles or technical
knowledge required to ensure job performance @he capacity to handle multiple
assignments), task skill (the apphcatlon of ical knowledge to complete tasks
successfully without much supervision), a@\k habits (an innate ability to react to assigned
jobs that either facilitate or impede pg@i\ance) 27, This makes ability and prior experience
to be the primary antecedents«%f%sk performance. Task performance is a significant
dimension of an employ erformance which covers the formal job description and the
requirements or pe:@l&haracteristic competence needed to do the job as usually indicated

in the direct %ié}fed contractual agreement between the employer and the employee?’.

Tas\@gmance in an organizational setting refers to the agreement between the
management and workers to complete tasks that have been assigned to them. Performance on
entrusted tasks is divided into two categories: technical-administrative task performance and
leadership task performance. Technical-administrative task performance refers to the
standards of work that must be met when planning, organizing, and managing daily tasks

using one's technical expertise, business judgment, and other factors?’, while goal setting,
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performance standard, supervision, directing, monitoring, criticisms, motivation, feedback,
etc. are grouped into leadership task performance domain?®. Other terms used to label task
performance include technical proficiency, job-specific competence, task proficiency and in-
role performance and it include, for example, work quantity, work quality, and job

knowledge.

John Campbell performance model developed in 1990 comprises of hierarchy {B&ctors
depicting job performance — Job-specific task proficiency; non-job-specific t%&oﬁciency;
communication proficiency; supervisory or leadership skill; an anagement or
administrative proficiency as indices of task performance. Simﬂ@sh'% taxonomies of job
performance revised by Campbell and colleagues in 1@ comprises core technical
proficiency, general soldiering proficiency, job- @task proficiency, and non-job-
specific task proficiency all of which are eleme ts that relate to task performance®. This
because some jobs have direct contrlbutl@§e organization’s technical core through the
conversion of raw inputs into ﬁmshe@ucts while other jobs may contribute by replacing
or replenishing the inputs, disé@on of the finished goods or provision of support which

require behaviours and ef’ dt contribute to the technical core®.

N)
As job descriptio&g%he same job may be different among organisations and jobs feature
constant c}'\%s without any reflection in the agreed job description, these changes being
reﬂe@@ job descriptions, the depiction of task performance to include only those
behaviours listed in a job description could pose some limitations and measures of
performance that depend on the content of a job description may not be accurate, hence task
performance should be seen as actions and behaviours that contribute directly or indirectly to

the production of a good or the provision of a service?®.
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Task performance involves the combination of some performance aspects - task proficiency,
task meticulousness, work discipline, work improvement, and readiness for innovation which
reflects the behaviour of individuals on the job and the results of such behaviour?®. Hence,
task performance is seen as the proficiency with which employees perform the roles and
functions that are recognized as elements of their jobs or simply the activities that are directly
linked to the implementation of the core tasks in a job. This implies that task performance isa

measure of effectiveness employees’ activities that are regarded as core part of t@%b 30,

N0

The purview of job performance encompasses a range of employees’ attitude and behaviours
which are not always necessary to accomplish job tasks, but dr@ged for effective and
proper functioning of work teams and the organlzatlon 26 Tk@;&nt of engagement of a job
incumbent in activities that define organization’s so al@\tctural and psychological contexts
stimulates task activities that could facilitate o 1onal effectiveness®. Work behaviours
such as team work, demonstrating extrﬁf?ﬂ showing enthusiasm, etc. which do not
directly lead to goal accomphshmenk@ugh the core technical performance but essentially
contribute to the organization\in) positive ways are tagged organizational citizenship

behaviour, contextual pe aice or extra-role behaviours and has become an essential

aspect of overall jo@mance?

WV

Contextuaf%ormance is defined as including activities that improve organizational
efﬁc@Qy influencing the social, psychological, and organizational environments and
acting as a catalyst for task activities?®. It differs from task performance in that it consists of
tasks that are not part of the formal job description but yet indirectly improve task
performance, which improves an organization's overall performance. Hence, unlike task
activities that are meant to lead, build and enhance the technical core itself, the activities

embedded in contextual performance enhance the creation social environment necessary for
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the functioning of an organisation’s technical core’!. The civic roles, support, imitative and
extra efforts exhibited by employees as contextual elements of performance is regarded as
being significant than the technical competence displayed®?. With the growth of knowledge
and information economy, employers' expectations of employees are increasing, and the

competitive advantage of businesses depends more on workers who go above and beyond?®.

Five types of contextual activities or civic behaviours in Borman and Motowﬁ@wodel
included “persisting with enthusiasm and extra effort to complete one’sqgé activities;
volunteering to carry out task activities that are not part of one’s job; hel nd cooperating

with others; following organizational rules and procedures; and @ss?ng, supporting, and

defending organizational objectives™?>. QQ}

The explanations of contextual performance hingé@'ﬁ areas of research which offer the
framework employed to deduce elemen@f contextual performance. These are
organizational citizenship behaviour, % ial organizational behaviour and the model of
soldier effectiveness?. Organiz@%l citizenship behaviour is defined as “extra-role
discretionary behaviour int n%%o help others in the organization or to demonstrate
conscientiousness in SL@Q the organization™. Prosocial organizational behaviour is
“behaviour perfon%eg‘veith the intention of promoting the welfare of individuals or groups to
whom tha(%&wour is directed”® and the model for soldier effectiveness emphasizes

dete@gn, teamwork, allegiance as performance factors outside technical proficiency?*.

The term organizational spontaneity which encompasses behaviours like “helping co-workers,
protecting the organization, making constructive suggestions, developing oneself and
spreading goodwill” was used to define extra-role and voluntarily motivated behaviours

which improve organizational effectiveness. It is directly related to prosocial behaviour, such
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as aiding coworkers, organizational citizenship behaviour and behaviour that benefits the

workplace’.

Contextual performance has been conceptualized in many ways. Two of such
conceptualizations on the basis of effective functioning of an organization are stabilizing and
proactive contextual performance!®. Stabilizing contextual performance are organisational
citizenship behaviours which are described as optional since they are not a part of L@nrmal
roles of an employee contract and are not enforceable or even recognized a%zéwarded by
the formal reward system. Proactive contextual behaviours cover such behaviours that are

necessary for the implementation of changes in an organisation ot @%tion of innovations

&
S

The fast-changing and uncertain condition of mos«@ workplaces make it important for

in work processes and procedures!>3.

people and organisations to anticipate chalk@sidentify opportunities and take action to
appropriately deal with the challenge& lore the opportunities beneficially?’. Hence,
proactive behaviour and initiativ%%é considered critical predictors of organizational
success’®. Proactive behavio rs}eolve personal initiative (often regarded as an active self-
starting approach to w@ going beyond formal requirement) and taking charge which
denotes employe&gﬂ\ibition of self-initiated and future oriented plans and efforts to
challenge ﬁ'%nprove current situation. It implies employees’ ability to voluntarily take
step@gorts to implement functional changes within the organisation®. It is described
as the “anticipatory action taken by employees to impact themselves and/or their
environments*® and it portrays three key elements — it is self-starting, which means that it
originates not from external instructions but from individuals’ own will; future-oriented,

which means that proactive behaviour is not reactive but involves acting advance of future

situations; and it is change focused, which means that proactive behaviour aims to create
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change rather than maintain the status quo. In a nutshell, proactive behaviour involves

making things happen?’.

The components of contextual performance were also classified into two by VanScotter and
Motowidlo in 1996 as job devotion or dedication (self-disciplined, motivated actions such as
working hard, taking the initiative, and adhering to the rules to support organizational
objectives) and interpersonal facilitation (cooperation, consideration, and helpfﬁ@ that
support coworkers' performance)?’. Between task and contextual perforn‘%g, there are
three key differences. First, while task performance is job-specific, contextual performance
activities are equivalent for practically all jobs. Secondly, tq@sr?ormance is in-role
behaviour and is part of the formal job description, whereas @extual performance is extra-

role behaviour, discretionary, not enforceable, and e@t require formal rewards. Thirdly,

task performance is predicted primarily by ability; whereas contextual performance is

primarily predicted by motivation and per@a}‘y

It is worth of note that not every %bate and distinct instance of organizational behaviour
will lead to increase in or@gn’s performance outcome, but the accumulation of the
a

different behaviours @
Ot:'fﬂl

It is crucial to

ce the desired functioning of the organisation as a system?.
at in a team situation, personality traits like conscientiousness,
extraversio& agreeableness could predict contextual performance because contextual
perf@g can occasionally be directed at other employees*. while other individual
characters and traits such as dependability, work orientation and cooperativeness have also
been identified as having relationship with contextual performance*?. Organisations efforts to
acquired best team of workers should identify the traits of prospective employees who will
display reasonable level of contextual or extra-role behaviour order to select employees who

will engage in contextual performance, employers need to predict contextual performance®’.
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Changes within work organisations are inevitable and are seen in the dynamic nature of
business environments, evolving techniques, technology and processes, and the trend for
change in the experience and expertise of workers**. As a result, scholars had increasingly
recognized the need to advance the earlier models of job performance to incorporate other
areas in which responsiveness to changing job and worker demands are characterized®. For
instance, adaptive performance was not captured in the taxonomy of work perfprmance of
Campbell and colleagues, but the non-static nature of work environment and @anging
characteristics of work features compelled the need for adaptive wo e. \%\ce modern
enterprises feature jobs that are constantly changing in terms of.co tiQ\lS and requirements
and demand is increasing for flexible and dynamic set of @rs who will respond to
changes, and handle same in positive ways and adapt té @tate of the changing pace,*® a

better understanding of such change-enabled perfo%'%requirements becomes important*’.

This need for adaptability is depicted by a(@)@rformance in the workplace®.

Adaptability has been used as a labekﬁhnacted behaviour as well as individual differences
in willingness or ability to adw% Other terms used to describe adaptive performance
include adaptability, ada n adaptive expertise, adaptive transfer, and performance
adaptation®’. Adap@% is defined as the readiness to cope with the predictable tasks of
preparing fo @rﬁcipating in the work role and the unpredictable adjustments prompted
by chan Q‘l%ork and work conditions®. It is referred to as a person’s ability to adapt or
adjuﬁfthe environment in which he or she lives®!' and is generally seen as being related to
changes and the capacity to deal with such changes and adapt to it. However, adaptive
performance encompasses more than the idea of adaptability to cover individual capacity to
behave in a certain way to actually demonstrating the capacity through performance in

adaptive manner*®. It embodies a set of behaviours rather than simply the ability or intent to

adapt™.

33



Adaptive performance is described as task-performance-directed behaviours which
individuals enact in response to or in anticipation of changes relevant to job-related tasks.
Task-relevant changes here are considered to include changes in the nature of job-related
tasks, the methods (both individual and interpersonal) for accomplishing tasks, and the ways
that effectiveness is evaluated*’. In modern organisation effective performers and most times
adaptive and therefore able to anticipate future needs and blend to the ch.an ing job
requirements through upskilling in new technologies and procedures, knowled%%'g}uisition
on new task and attitudinal change for emerging roles®. As a result .&of adaptive
performance to explain how individuals adapt to changes in o.r%a\i ational, emergence of
new cultures and technologies have been explored in liter@%. Thus, management
experts and human resource specialists consider adapta'b@( as a dynamic capability which
allows for smooth communication and synerﬁs&ine with compelling situation.
Measurement of adaptive performance is ¢ h@jly correlated with cognitive capacity and
personality qualities like openness to @ periences and has given clear definition of the

key predictors of such perform ceQ()b

Like other forms of job “%r’fhance, such as task and contextual performance, adaptive
performance appea@% a multidimensional concept. The eight-dimensional taxonomy of
adaptive per 1@1‘\86 developed by Pulakos and colleagues which were presented to exist
across m@ ifferent types of jobs comprises handling emergencies or crisis situations;
hanc& work stress; solving problems creatively; dealing with uncertain and unpredictable
work situations; learning work tasks, technologies and procedures; demonstrating
interpersonal adaptability; demonstrating cultural adaptability; and demonstrating physically
oriented adaptability®®. In the same way, adaptive performance was treated as a distinct
component or aspect of individual employee’s performance which shows the extent to which

the individual adapts to changes in a work system or work roles and comprises of attributes
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such as creative problem solving, handling unpredictable situations of work, learning and
coping with new tasks, tools, processes, technologies, and adjusting to changes in culture,
workplace environment, work teams and individuals*. A revised measure of adaptive
performance shows nine dimensions which include “applied creativity, adaptability in crisis
situations, cultural adaptability, emotional control, emotional perceptiveness, flexibility of
opinion, openness to criticism, proactive learning, and dealing with ambiguous si.tuations”SS.

The need for people possessing and exhibiting good combination of some @ of the

dimensions of adaptive job behaviours is characterized by evolving wor Nﬁg@wn‘[s%.

Studies on adaptive job performance have revealed different pel’s%%se“on the development
of adaptive behaviour which are either based on the person@qraits and learning ability of
the employee to demonstrate behaviours that cov s@components of the taxonomy of
adaptive behaviour. A model of adaptive perforgnc specifies the influence of work-related
changes on the routine work behaviour offan e\loyee and how an individual recognizes and
handles the change using appropriate(é@[ive behaviour. Adaptive performance start from
the routine work behaviour cw y exhibited by the employee, then the interplay and
influence of work-related es that may come from internal or external work environment.
This leads to the i@gen recognition and awareness about and the need to handle the
change. A‘s@t, the employee internalizes and evaluates the change in the context of his

work anc@o se an appropriate adaptive behaviour to treat and respond to the change in a

man&at contributes to the organisational goal®’.

The foregoing shows that the operations and activities of modern enterprises which take place
in dynamic environment result in the need for organizations to redefine the expectations for
their human capital which serve as the most viable and indispensable resource for

determining the possibility or otherwise of achieving organisational goals®®. An
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organisation’s ability to integrate, build, and redesign its human competencies to address
rapidly changing environment is referred to as dynamic capability®®.  Sensitivity to changes
and adaptation to changes are parts of the dimensions of dynamic capability and are adapted
from adaptive performance. In essence, “managers of organizations need to attend to,
monitor, and respond to contingencies in their environments for adaptive performance to be
beneficial” and sensitivity to changes together with the ability to adapt to th?m are key
factors>2. In addition, proactivity and continuous learning which are important %*:&see and
respond to work-related changes are essentially key to adapti e. mance3®%,
Accordingly, adaptive performance encompasses the proacti\./e regctive performance
behaviours which an employee manifests towards changes @—related matters. Such
behaviours are important to enhance performance or pr'e)@ undesirable fall in performance

S

standard and level which may be prompted by changes’job design and redesign, new roles,

new skills and competences, etc?. Thisiz@)the capacity of a worker ability of an

employee or group of employees to modi ¢ir behaviours in response to the change®,

The definition of job perfow as scalable actions, behaviour and outcomes that
employees engage in or %ﬁa‘l’bout that are linked with and contribute to organizational
goals reveals that @Qformance encompasses not only the employees’ behaviours that
positively ¢ @te to organizational goals but also includes such behaviours that could
unde ithh achievement of organisational goals achieving organizational goals are
inch@n this definition®®. While the positive aspect of work behaviour deals with task and
contextual performance, the negative work behaviour constitutes counterproductive
behaviours®!. The third domains of Campbell performance model, in addition to task
performance, contextual performance or organizational citizenship behaviour, is the

avoidance of counterproductive work behaviour®.
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Counterproductive work behaviour refers to employee voluntary behaviours that harm
organizations or people working in the organizations®*. The construct covers “employee
behaviour that goes against the legitimate interests of an organization” and can harm
organizations or people in organizations including employees and clients, customers, and so
on®. It is a destructive behaviour that harms either employees or the organization as a
whole®. Maintaining personal discipline — a dimension in the cluster of p.erformance
behaviours of Campbell directly relates to the avoidance of counterproductive b%ﬁ'&urs and
is described as the degree to which negative behaviours, such as alcoho . ance abuse

S

at work, law and rule infractions, and excessive absenteeism %.ﬁwoided@‘. Several
definitions of counterproductive work behaviour show that it i e&n‘[ional behaviour on the
part of an organizational member viewed by the orgahjéon as contrary to its legitimate

interests” or “volitional acts that harm or are intend@%arm organizations or its people®!.

The construct space of counterproductive @r?%ehaviour includes employees engagement or
avoidance of behaviours such as a@eism, abusive supervision, aggression, blackmail,
bribery, bullying, destruction “ef )property, discrimination, drug use, extortion, fraud,
harassment, industrial espi a interpersonal violence, kickbacks, lying, sabotage, sexual
harassment, social I@Qat work, social undermining, tardiness, theft, tyranny, violations of
confidentiali nce, and withdrawal behaviours®!. Accordingly, counterproductive work
behaviou %grouped into five general categories of — “withdrawal, abuse, theft, sabotage
and p&ction deviance®. Withdrawal means that a particular worker is not working for the
number of hours he or she is expected to work and this can take the form of tardiness and
absenteeism. Abuse in the workplace might be gossiping about a coworker, abusing a
coworker verbally, sexual harassment or any other form of demeaning actions that are

objectionable to others; theft include taking possession of critical items that hinder other

employees from effectively carrying out their job jobs; sabotage means destroying
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organisational equipment undermining employer’s reputation, revealing trade secrets with a
view to damaging productivity; and production deviance occurs where a worker deliberately
and consciously perform his functions of roles wrongly or imperfectly®. These behaviours
are counterproductive since they are capable of detracting from the productive behaviours at
work, can disrupt work-related activities, could breach social rules and norms, and could
A

Motivation for counterproductive work behaviour has been related to isu@%ﬂce protest,

deviate from desired standard of behaviour in an organization®.

revenge, aggression®” and even thrill-seeking and status enhancement®® h could be tied
to injustice negative emotions, anger, frustration, poor workpld: A%d'i\tions”. Measuring
job performance constructs involves three features that ca@ﬁ identified with regards to
specific indicators - they should be controlled by e,@en performing them, reflect what
employees do in work situations, and scale eaeh employee's net contribution to reaching
organizational goals®'. The feature stip@i):\}‘behaviours being under the control of the
employee shows that engagement Q@bidance of counterproductive work behaviour is
volitional or intentional and C(we a response to the motivation for such behaviours. For
example, to qualify as c oductive, the employee must purposely avoid using safe

equipment or proce@m% thus behaving in a reckless manner which results in injury, even

though the i%’ué}fself was not desired. Alternately, the individual might engage in the
r

behavi%g

Human resources sections and departments in organisations perform array of functions

e specific purpose of causing harm, for example, to damage equipment®’.

towards ensuring effective acquisition and utilization of human capital. One of such
functions which is key to the management of the organisation’s human resource is regular
evaluation of employees’ performance to ensure that the employees have a feedback and

good understanding of their strengths and weaknesses and find possible means of improving”’.
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The objective of organisational policy and practices in performance appraisal is basically to
ensure objective and appropriate measurement of employees’ performance’'. This literally
shows why performance of individual employee and work team is being measured in an
organisation and forms the basis of a correct and true performance assessment capable of

providing the pedestal for judging and measuring an employee’s potential’>73,

Performance measurement refers to the process of evaluating how well organf&&%s are
managed and the value they deliver for customers and other stakeholder.an%)covers the
evaluation of the main tasks carried out and the overall accomplishments*ef an employee in a
given time when compared with the set standard of performancé@ig also defined as the
process of collecting, analyzing and/or reporting information@ﬁrding the performance of an

5

individual, group, organization, system or co Q@ . The quality of the task
accomplishments, meeting up with the desired st ﬁs, time spent in reaching the standard,
the cost incurred are essential ingredient@\eﬁ)mance measurement and these serve as
the basis of performance appraisal®’. @d approach to measuring of workers performance
also encompasses the provision mely feedback and reviews of performance in line with
the set goals and standa aerformance with a view to solving the observed problem
bothering on perf@e. Performance measurement therefore remain integral in a
workplace as it)}rovides a platform for the bosses to measure performance of their
subordine{ej and determine whether they are meeting the set standard and expectations of
the o?g?nisation”.

In measuring performance, several factors are employed for gathering the assessment
feedback from both the assessors and the employees’®. The method of performance

measurement varies according to the type of organisation, the culture, workplace

environment, and the various forms of tasks in which the employees are engaged’.
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Whereas, any perspective used in the rating of an employee’s performance should reflect
appropriate combination factors that can reveal the complete and overall performance of the
employee as any measurement of performance based on only one or some factors could
provide incorrect results, leaving bad impression for the organisation’s performance
evaluation system’’. Hence, a good combination of measures with balanced criteria and
methods that enable fair and accurate assessments of employee performance. should be
adopted for the purpose of measuring performance of the workers”. Q‘S\
N

Performance measurement helps to see that best work practices are discovered and
improved, work processes are ranked against the performancé @ﬁﬂar firms, available
resources are appropriately and profitably deployed and Q:%&;egic activities are tailored
towards the achievement of organisational strategia@ Such performance measurement
can foster decision on employees’ compensatior} enhance status, advancement and other
opportunities”. Identifying key perfo@\ﬂ indicators for employees’ performance
measurement will be a good attempt t@é@tute an objective view on workers’ performers. In
this regard, key performance irﬁ@ors which can provide lead for understanding individual
and team performance ingQ e'ﬂlployee engagement, energy and enthusiastic attitude, level

of influence, quality,of work, people skills, technical ability and result-driven orientation’®.

WV

Different ﬂ@ are employed by organisations to measure the performance of their
emp@@ Such methods include graphic rating scales, management by objectives and

forced ranking depending on the job type, organisation and expected results’.

A graphic rating scale is a performance appraisal method that lists desired traits and
behaviours for each role and rates workers on each of those roles on a numbered scale. The
attributes might include punctuality, quality of work, job knowledge, teamwork,

accountability, responsibility, etc. which are to help an organization determine employee’s
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performance levels, increase efficiency and productivity, make salary adjustments or
promotions and help managers obtain quantitative data regarding various employee attributes
in relation to a specific job description’. The rating scale feature of a list of duties,
performance standards and a scale usually from 1 to 5 for rating employee performance and
to help employers quantify the behaviours exhibited by its employees. Graphic rating scales
are ideal for work settings that are production-oriented as well as for other fast-rpoving and
evolving workplaces. However, it can be completed quickly, which is adv%'g}ous for
managers of large departments or other competing jobs who h : 1% time for
workforce management responsibilities. This way of evaluatjn@loyee performance
takes preparation just like other methods do. By compari ese assessments across
employees and stakeholders, overall performance can“qéeasured and improved in terms

of quality, teamwork, sense of responsibility and c‘&%&:e to ethics”.

Management by objectives is a strateg@%agement model that aims to improve the
performance of an organization by @&%’y defining objectives that are agreed to by both
management and employees. A&ggﬂlg to the theory, having a say in goal setting and action
plans encourages partici “and commitment among employees, as well as aligning
objectives across @%anization”. It refers to the process of establishing goals and
outlining th r@s and responsibilities of employees so that they are aware of their
responsil@ie at work and also assists them in developing a plan of action that will help
them%ver at their peak to meet their goals within the allotted period. Management by
objectives is a valuable tool for gauging the effectiveness of workers in managerial or
supervisory roles. Major benefits of management by objective, according human resource
experts, are enhanced motivation of employee, improved commitment and better

communication between management and employees’®.
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Forced ranking compares an employee's performance to that of their peers instead of
comparing an employee's current evaluation period to their past performance, thus creating
a competitive work atmosphere’. Forced ranking is seen as a controversial process in which
employees are evaluated in comparison to one another rather than according to performance
standards. This makes many executives, academics, researchers, consultants, and human
resource specialists to voice concerns about the practice, which has led to expe.nsive legal

disputes, negative press, and low morale at certain firms where forced rankingé‘%&ot been

successful or has been successful at a high cost®. ,%\QO

In organisations and industries, the measurement and ah@{%f individual-level

performance serve the following five major functions -éﬂne productivity and direct

behaviour, monitor performance and provide @@k diagnose problems, facilitate

planning and control and support innovation®!. %

N
The specific metrics to be employed'&igek}pend much on the goal of the measurement
system. For instance, if the meaa@re simply to be used for planning and control, the
inputs and outputs may be erroheous aggregate numbers that serve as guidelines for
establishing scheduli;@

e capacity needs. However, if the measurements will serve as

the foundation fog a“system of employee evaluation that results in bonuses, pay increases,

layoffs, anﬁ%%inary actions, the elements of the inputs and outputs use for the measures
shOQQOre precise for shorter time periods and must not include elements outside the

worker's control®2.

Measuring performance and managing behaviour calls for further elucidation because of its
significance to managers in the efficient running of their business units and to researchers in
developing appropriate framework for their research to illuminate human behaviour at work.

The goal of an organization is to align employee behaviour with organizational objectives;
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thus, management must devise policies that will encourage organizationally desired
behaviour. Many incentive programs used by organizations are based on productivity or other
performance indicators that don't align with their objectives. For instance, the number of lines
of code created every hour may be tracked and compensated for by programmers.
Accountants and maintenance staff may be judged on the quantity of reports they create and
the frequency of equipment overhauls, respectively. Maximization of the measured criterion

would probably be detrimental to the organization in each of these cases and rnth§;§'re83

2

Employee personalities vary, and these variations affect how they respond_ to the internal and
external forces that exist in any firm. For instance, the office of@gﬁ’vironment has been
described as having observable enormous influence on the %ﬂbrmance and mental state of
most employees since a large part of the daily act@q@rs are spent there. This in a way
directly affects performance of individuals in the assigned jobs and consequently, the
organization as a whole. As a result, it is @ﬁ‘for a company to pinpoint the causes of an
employee's poor performance at wor@ implement the necessary changes. Personality or
ego conflicts, stress, demandirﬁ\wpr loads, insufficient resources, subpar leadership from
upper management, a lac a'Pity about roles and responsibilities, a lack of transparency, a
clash of values, po@ member pairing or selection, outdated technology, harassment and
perceived ‘%@ ation, subpar performance management, and deteriorating health

cond1t10n%re Some of the things that make employees perform poorly at work®.

The number of complaints that employees have at work can be significantly decreased by
taking into account the relevant elements and enacting strict adjustments. As a consequence,
the performance of the workforce working for a single goal with increased passion will be

improved®. Employee performance is always seen in terms of how the employee fulfils their
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duties and also behaves in the workplace and it fundamentally important to the achievement

of objectives®.

No firm can deny the necessity of ensuring and improving employee performance. If you
own a firm, try to avoid doing the boring and monotonous tasks as much as you can. You will
unavoidably come into elements that could impair or weaken performance, nevertheless.
These elements must be recognized in order to prevent their emergence or aggrav,& . But

avoidance is insufficient; instead, it is always best to take a proactive approac

Although it is not always simple, maintaining and improving perfor an e at work may be
distilled down to a few straightforward ideas. The necess %‘§ mployee motivation,
managers' proactive involvement and the usage of techno@%)and systems that significantly
aid employees in performing their jobs more efﬁ@tre the three key factors that must
constantly be taken into account. Success T%be recorded on employees’ if plans are

thoroughly implemented and the ideas %e in mind®’.

The secret to an organisation"ﬁ%&&rm success lies in retaining the greatest employees
who serve as the bone the firm. To facilitate desirable level of performance,
organisations shou@% and address poor performance issues, permit collaborative
learning, re g@ and reward employees, utilize technology, foster a positive work
environwst, im high but set clear goals, create a healthy feedback culture, and celebrate

acco&hments are some strategies that can help an organization stay competitive®.

To stay on top, managers and supervisors in work organisations should invest in their work
teams and turn them into the most valuable asset. It takes time and effort, but it is worth

the efforts®:88,
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2.1.2 Digital Transformation

Digital transformation has become a topical and popular subject in all sectors all over the
world as it has engender series of changes in the way organisations, industries and people
operate and carry out activities in customer relationship management, service delivery,
production processes, internal control, value creation, etc®>°. Attention is therefore being
given in research and in practice to various changes in business, organisations anc.l society as
a result of increased adoption digital technologies. This rising deploymf%;} digital
technologies, as a consequence, triggers a myriad of major changes co . ﬁs,l d as digital
transformation in organisational and business activities, as Yvel),%.\in governance and

society”!. \
y &

The concept of digital transformation was introduc Xound 2000 but became popular
pop

among researchers and practitioners after 20142

-

traced to digitization and digitalization \@5\61’6 processes of converting analog data and

¢ root of digital transformation can be

methods into digital variants and th@&%ption of digital technologies at a large scale for

business and organisational opws or activities respectively®!.
.\

The acquisition and i t@ of a number of digital tools and resources including mobile
networks, Inteme&iﬂ‘ngs, big data, robotics, cloud computing, web resource, etc. indicate a
drastic re?%on of digital transformation and innovation in business processes,
org@al activities, service model, production operations and even activities of
government and government institutions®>. As business and organisations’ environments are
constantly being changed by technology and innovations, bringing about new developments,
opportunities as well as challenges, efforts are being made by modern firms to adapt to such
changes, to take advantage of the opportunities and also protect themselves from likely

threats.  Such technological changes and responses are better described as digital
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transformation. The purposeful rapid and continuous engagement of organisations in cycle of
digital innovation processes and outcomes to develop or improve product offerings and

services depicts digital transformation®.

Digital transformation is concerned with new developments and models that require the
review of existing methods of providing goods or services, redefining of operational activities,
relationships among firms, stakeholders, customers, etc®. It is referred to as the'i{@ration
of digital technologies into an organisation activities and business operégﬂs > or the
processes whereby organizations engage in constant digital innovation to ehhance products
development and improvement as well as services and bh%%'})attems“. Digital
transformation is a term used to cover the aggregate 1rr@§mentatlon of several digital
innovations bringing about new actors, system, cult ractlces norms, and beliefs that
modify, supplement or replace existing ones w1 in“organizations, businesses, industries or
fields®® or the exploitation of digital techn@\s provides organisations with opportunities to
integrate their offerings to functlona@mzatlonal, and geographic boundaries®. It is also
described as a sustainable, co ny-level transformation via revised or newly created
business operations and b sf’models achieved through value-added digitization initiatives,
ultimately resultmgQquroved profitability®’.  Usually, digital transformation happens
deliberately @gresses through an organisation’s operational, tactical and strategic
activities@t rms of work practices and processes, business strategies and methods®® by
integrating emerging digital evolutions and technologies into non-tech organisations,
businesses and industries®. It is simply a process that aims to improve by triggering
significant changes to its properties through combinations of information, computing,
communication, and connectivity technologies causing major and tactical responses from
organizations towards changing their value creation paths and organization’s structure,

culture, and leadership in that direction!®
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Digital transformation is a form of transformation which deals with such changes that are
introduced by digital technologies and causing responsive changes in business model, product
and service offerings as well as overall structure of an enterprise!?!, the processes of complete
organizational change relating to operations, value creation and appropriation which covers
the digitization of all aspects of products and services, sales, marketing, communication,
interaction with customers, clients and stakeholders, etc. in digital —enable.d business
models!®. Digital transformation involves the adoption and implementation of t@ogy for
rapid and drastic improvement in the performance of an organisatio .\?@cilitate the
activities of a firm'®. Changes depicted as digital transfoi‘m‘{ n.’primarily concerns
technology and organizational change and the interplay o&@hnation technology and
organizations and how information technology is dé;@ , developed, used, and their
intended and unintended outcomes on individual,@%m, and the overall organisation'%*

and are mostly initiated and driven by m@strategic intent to leverage opportunities

and respond to threats in their business%l' nology environments®*,

Transformations in organisation quracing digital innovation happen drastically and affect
the core value propositionte>: Such is reflected in the constant changes of information and
communication har wa@in o seamlessly little devices despite the ever-increasing capacity
for processi @age and management which are instrumental in the innovation and
transfom@o efforts of organisations and business of different forms and nature!*®!%7. The
rapi(@elopment and adoption of emerging digital technologies ultimately change the
business competition and offering platforms by changing organizations’ status quo and
operating norms. As a result of the need for new types of resources and work procedures to
offer emerging products and services, organizations embrace change in operational structure

to support new forms of value creation enabled by digital technology and captured in digital
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transformation which may even require an organization to review its mission and vision as

well as culture and identity®.

Digital transformation is rooted in IT-enabled organizational transformation as information
technologies have become important factors determining organizational processes and

outcomes'%,

Hence, digital technologies beaming disruptive features and systemic cross-
organizational effects on which organizational changes are pivoted!?*!1, '@igital
transformation is described as the essential transformation of business s he%‘\rough the
use of modern technologies, the interconnection of all economic sectors e adaptation of

economic players to the emerging digital economic realities of t &a%tgl with a significant

impact on the society'!!, seeing digital transformation as tk@se of technology to improve

organisational activities and outcomes covers only @of the process of transforming an
organisation or business digitally as such tec ng adoption is expected to create
additional value for the organisation, its @}Ms or service, customers or clients, and other
stakeholders. Hence, digital innov?@'in production, goods, services, business model,
operations and procedures and ‘¥esultant changes which firms will have to experience and
adapt to in an effort to ac odate the new and emerging processes and their outcomes are
basic changes in di@nsformation”. The goal is creating value in the emerging business
platforms, f%@“\é business processes or organisation’s procedures in a way that impinge

on custm@s’ experience and in the long run, facilitate the development of structural fitness

and &ilities capable of moving an entire organisation®’.

A flow model of digital transformation describes the drivers, phases or levels, and
imperatives of digital transformation''?. The emerging digital technologies - big data,
internet-of things, robotics, world wide web, mobile phones, office assistant, cloud and

quantum computing, virtual reality, biometrics, etc. and digital platforms necessitate the need

48



for organization to embrace digital transformations. These new technologies brought up
radical competition among firms and making them seek ways to do business globally with

the use of digital tools!'>!4,

The convergence of information technologies, networks of
telecommunications and digital technologies are changing the structure and dynamics of
businesses and fostering dynamic digital organisations and economy®®. Digital Consumer
behaviour in terms of purchasing habit and preferences is the third factor pusl.lin%iigital
transformation in businesses and organisations!!>. Observations on consumer %:;}S reveal
significant interest of the consumer in online purchases, customi cts, online

complaint and feedback opportunity, preview and review of goods i(;b are made possible

and facilitated by smart devices, phones and internet!!6!17, @

There are three phases of digital transformation atlon digitalization, and digital
transformation''?. Digitization is the creation of &representatlon of physical material or
objects, such as documents, images, etc. @ans converting something non-digital into a
digital format for representation!'!®, @@lization depicts the deployment of digital devices
that brings about changes 1&9 ing business activities and processes'!>!'?°. Digital
transformation is the mo 4'AS]"’ltous stage which affects the entire organization and results
in the creation of {%siness opportunities and organisational models leading to changes
that are cu§$éX'nmc“2 backed by leadership, driven by radical challenges to corporate
culture @t e leveraging of technologies that empower and enable employees!?!. Digital

transfo ation is broader than moving to digital business (digitalization), it requires far more

structures and plan to be implemented'?°.

Following the phases of digital transformation in the flow model are the organizational
structure, growth plan, KPIs, and goals that are part of the strategic imperatives of the digital

transformation. Resources are organisation’s assets (physical intellectual endowments) and
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capabilities (human, information, or organizational capital) needed for successful
implementation of digital transformation. Essentially, firms pay attention and redefine its
practices and policies on “digital assets, digital agility, digital networking capability and big

data analytics capability” for effective transformation'!?,

Beyond the digital resources, another compelling factor is the organisational structure to
accommodate and adapt to the transformation'??>. Organisational structure that \?V@pport

D

"2 Digital growth strategies involve the use

effective digital transformation will feature separate business units, a ile% nizational
forms, and digitally capable and functional areas ‘é

of digital platforms to implement digital transformation and tak@al advantage of the
offerings. Such strategies will require good, stable and.relia@&dlgital platforms and tools to

enable organisations, business entities and indh@@plore the possibilities offered by

digital transformation'?3. ﬂ

Firms that are transforming digitally %' have compatible metrics for evaluating their

performance in the deployment of @ﬁl tools, resource and processes. Such measure will

indicate adherence, conformi y\)realization of growth objectives of digital transformation
D

an
.\
using key performa c@ ors!
i:s’

resources, value 0%

12, The widening trend in internet applications, smart

and increasing use of artificial intelligence and other emerging digital

platforms %Ser more innovation and generating gains and positive impact on

org@s and business growth!?,

Digital transformation is an ever-changing and multifaceted process, requiring high level of
adaptation and commitment to make it successful. The different dimensions of digital
transformation are constantly emerging, causing changes in business, organisations and
societies'?*, essentially involving economic elements - companies, business models,

processes, relationships, products, etc. It is an organisational process integrally connected
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changes in the overall organisational process or business model due to adoption and
deployment of digital technological resources'?>. The essence is to offer support to
organisations to maximize their core competences and build new ones capable of making the

organisations attain competitive advantaged position®>.

The explosion of digital technologies triggers fundamental reorganization, realignment and
possible replacement of organisation, business, societal, manufacturing and ma%l@rgans
and thus causing drastic changes in the established activities and models %ﬁng in the

growth and success of organisations that embrace the transformation®.

. *
Two propelling factors of digital transformation are tech diffusion and digital

disruption'?*1?7. Technological diffusion is “the processsh?‘(which the market for a new
technology change over time and from which pro&@%nd usage patterns of new products
and operational processes and activities resu@naking the industry players and users of
the technology to align with the newbde' pment. Digital Disruption is based on two
theoretical platforms: disruptive ir%%tion, that is, innovations that lead to the decimation
of another entity, such as a product; a company or even an industry and digital innovation, re-
combining digital t @to create novel outputs'?’. Digital disruption is the fast-
emerging proces iﬂthich digital innovation changes the traditionally known practices and
procedure{%Qaue creation by separating or merging processes, tools and resources or
gene@ew ones®. 1t is also described as the alteration of a domain-specific paradigm
due to the digital attributes of an innovation” or “changes to the established modalities of

operation or functioning in a given context due to the influence of digitalization',

Digital transformation in itself is not and end and the journey is to make an organisation
digitally matured'?. Digital Maturity is used to depict the position of an organization’s

digital transformation in terms of what the organisation has done and where it has reached in
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130 The automation of activities and business processes,

the digital transformation efforts
decentralization of work functions, optimal use of human capacity, reduction of operating
costs and creation of more value to stakeholders are a few of the inherent benefits derivable

from digital transformation efforts both on production and service processes'?!.

Digital maturity is the ability of a corporation to respond appropriately to developments in the
digital environment, incorporate digital innovations into business operations, ah@rease
staff digital competency'*?2. It shows the level of an organization’s ability%)eate value
through the deployment of digital technologies and serve as a salient\indicator of digital
transformation outcome in the organisation. Organisations wi&@):ﬁgital maturity have

the competitive advantage over those with lower maturity @sﬁ in terms of profit, market

share, cost efficiency, improved work or sewi@ to facilitate and stakeholders’

experience and satisfaction'**. In the context of § ital transformation of business models,

technological potentials that enable and fa@itﬁ\v digitalization are crucial®’.

>

Organisations embark on digital tr@‘%rmation processes to encompass all aspects of their

business or services by integrating new technology to improve their operations, redefine the
%

way they operate anil ir@

the organisationsy readiness, digital maturity and employees’ expertise to achieve active
g 3& g y ploy p

erformance!*. Such transformation journey is leveraged on

usage, optiﬂ%ser engagement level, work performance, productivity and cost benefits'3>.
All @\aﬁon models have four points in common which are technology, organization,

people and processes which are considered as must for effective digital transformation!'34.

Digital transformation metrics are essential indices of the progress of digital transformation
efforts and how well digital transformation strategy of an organisation is effective. Digital
transformation framework comprises of many component and dynamic parts as much is

usually required to drive successful digital transformation'?>. Mere technological changes do
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not depict the content and paradigm of digital transformation, it is a transformation that
covers organizational, behavioural management, ideals and cultural changes involving
significant modification of processes, approaches, strategies, practices and upskilling of
competence in taking advantage of digital technologies to fulfil goals, satisfy needs and

improve user or customer experience from any location and at any period of the day'®.

The transformation of organisational activities and processes in digital ways %@As the
digital intensity and transformation management intensity of an organisatiOQ? e former
consists of specific set of elements deployed by the organization in t rm of strategic
assets, digital elements, capabilities and investments whicH @y@eded to drive the
transformation and the latter serves as a pedestal on v&@&eaders can ensure that the
components of digital intensity are adequately utili d.@rthat there is required competence
and culture to achieve the transformation!®, @maturity shows strategic dynamism,
customer centricity, digital culture, talent @j\t\s innovation and lean delivery, big data and
artificial intelligence and technology ship'?2. The pivots that can be used to determine
an organization’s efforts and drive in reaching digital maturity will comprise a flexible and
secure infrastructure, d %a:%tery, digitally savvy, open talent networks, ecosystem
engagement, intell@QVorkﬂows, unified customer experience and business model

>

adaptability!

An nt of digital transformation level of an organisation will reveal the organisation’s
digital maturity showing where the organisation is in the journey of digital transformation'3®,
Such assessment will reveal and describe the stages of digital transformation in an
organisation showing how the organisation’s maturity, strengths, and weaknesses could be

evaluated!®. Some models of assessing digital maturity which explain the stages of

transformation are based on a framework developed by Venkatraman in 1994 which was used
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to describe the five stages of IT-enabled digital transformation — localized exploitation in
which standard tasks are digitized without changing the business process itself, internal
integration between the different IT solutions, redesigning the business processes to fully
leverage the IT potential, redesigning the business network, and redefining the business scope
or model®!. While a there is a framework which comprises digital products, digital decisions
and processes, and digital business models'*, other dimension-based frameworks. divides an

organization or business entity into segments in which the maturity stagaz&'ﬁ\each is

°
assessed’!1%, ,%\QO

Authors and researchers had explored some constructs such a% )&A@?l technology, digital
capability, digital maturity, technological innovation leve@&nlsatlonal agility to describe

the level of digital transformation in an organlsatﬁ“‘% 2. Generally, the level of digital

ansformation goal are reflected in the

technology adoption and the effectiveness of d%l
organisations’ investment in technologica@}nn addition to the competence and mastery of

digital skill by the employees who w@e the transformation journey!'#>144,

Indicators drawn from a wide range of areas - education, business, innovation, commerce,
governance, econo %Clal outcomes on the likely indices of measuring digital
transformation Q) encompass the assessment of technologies underpinning the
transformaf@ltal agility of the organisation or business, data set/flow and management,
expe%gd skills deployed, digital environment, digital leadership or governance, etc. and

145 In

their impacts on performance, social wellbeing, service delivery, economic indicators
the same way, a summary of the integrated index of digital transformation headline index
shows that organizational management, technology adoption, environmental economy, digital

transition, digital ethics and compliances are important for assessing digital transformation'4¢

As identified in technology enactment and digital era governance frameworks, organizational
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culture and individual employee’s competencies and mindset are important for digital
transformation. A change in organisations’ culture and posture for re-engineering of business
or service delivery processes as well as individual mindset and competence are important

condition to make digital transformation successful'’.

The global benchmark on digital transformation index is considered capable of revealing
digital transformation levels of organisations and how they are performing in the 'd{@ﬂ age.
This benchmark recognizes digital skills and talent of the workforce and how % are shared
across business or organisation’s functions; the integration of digital go 1}) departmental
objectives, investment in technology and use of cloud environrh@ya how organizations
are addressing digital transformation strategy to stay c@ﬁ itive and succeed in the
increasingly digital era!*®. The key areas of inter t,% heres of concern that define the
coverage of digital transformation are custome gs/consumers of products or services,
competitors/other organisations, need for @\nanagement, innovation involving new tools,
processes and competent workfog@bnd value creations from the adoption and
implementation of digital tragsformation!®. Hence, organisations focus on digital
technologies, people’s C'Q tence to explore the functional use of the technologies,
collaborative effort@&apacity to redesign work flow and processes to facilitate digitally-

driven changé @utcome to the benefit of the organisation and its targets constituents'> .

The of dynamic capability explains that the design and operation of a business or

organisation are dependent on the dynamic capabilities of the organisation'>!. This could be
seen as the subset of competence/capabilities, which allow the firm to create new products
and processes, and respond to changing market circumstances to integrate, build and
reconfigure its resources, processes and competences to address, craft, refine, implement

and/or in some cases, to bring about changes and transformation in the business or
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organisation’s environment!2, Accordingly, key metrics of digital transformation which
should be evaluated on a regular basis to ensure that digital transformation is appropriately
implemented should include organization agility, digital resources and tools, flexibility of
operations, value creation as measures to gauge the success of the change in terms of
organisation investment and goal, service efficiency, product value etc.!?15%154  Similarly,
measuring digital transformation encompasses active usage metrics in terms .of level of
technology adoption, use of digital tools, engagement and participation level fr@p down

to others, value created from the cost of digital initiative!3. ,%\

The above-stated factors are critical to digital transformation in‘h@%f;\ and service sectors
as organisations’ efforts in this change process are channel@p realign and adapt existing
technologies, processes and structures; to develop u@yresource competence for digital
innovation; and to learn, discover, embrace and adaptto emerging digital technologies while
the interplay of digital technologies, inno@x employees’ competence and skills required,
are hinged on organisation’s capacitx@eorganize resources, methods, process and change
initiatives within and outside thé\organisation'>®>, Regardless of the availability of innovative
digital technologies, th %gﬁ’tial needs for digital transformation is purpose-driven,
envisioning and fa@gn of changes in how an organisation carries out its operation and
how service @ dered to deliver value to stakeholders which are purely management and
people c@lle%ge, not just a technology issue'®. Other issues, such as strategy, talent
man&ent, organizational structure, and leadership, are essentially important as technology
for digital transformation'®,

As digital transformation involves the integration and adoption of digital technology to
reinvent how a business carries out its operations and activities and how value is delivered to

customers and stakeholders, successful digital transformation requires a substantial

investment in all areas of organisational life including processes, operations, technology,
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tools, culture and structures with the aim of gaining actionable insights that determine digital
capabilities needed to improve employee performance, maximize earnings and returns and
achieve organisational growth and survival'>’. Digital excellence model gives measure for
evaluating and appraising organization’s transformational capabilities that are needed to

achieve digital transformation!>6.

Transformational capabilities focus on the fitness of organisation’s culture, changé @ership
and agility to embrace and implement disruptive innovations!>®. In additian %%ﬂer factors,
having transformational capability is key to a successful digita nsformation!™.
Transformational capability is really about how a company reé@gﬁanges and requires
dynamic capability — the ability to move fast (speed, n@cness, responsiveness) and
stability, a stable foundation or platform, if that do ou@e and serves as stable backbone
that becomes a springboard for the company, aﬁaﬁor point that does not change while a
whole bunch of other things are changian)\&result of the changes in the environment!#?.
Strategy, structure in addition to 163@, culture, learning and change orientation among
team leaders are the high-le&xlgaiansformational needs for digital change'®®.  Thus,

transformational capabili o adequately respond to technological changes and

development could@e%sessed through change leadership, digital agility and innovation

culture of an%@ationm.

As gemains constant in all forms of organisations, change leadership is crucial to
achieve short and long-term goals'*. Digital transformation is supported by data showing that
successful digital transformations result from leaders' ability to fundamentally alter business
models and capabilities gradually, over time, and as resources permit. This enables
businesses to start, learn from, and restart digital initiatives so they can respond quickly to

shifting market conditions and client demands'®,
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The capability of organisations’ leadership to implement and manage changes encompasses
three things that form a complex, interacting foundation — hyperawareness of change leaders,
informed decision making of organisation’s leadership, and fast execution which an
organisation needs to be able to adequately deal with possible threats and to take advantage
of new opportunities!®. Hyperawareness refers to the ability to identify and monitor changes
in the environment, knowing and acclimatizing to new and emerging trends.within the
internal organisation’s environment and from external factors — govemment,q?g'\ipetitors,
customers, clients, etc. Informed decision making is concerned with a .\, lity to take
the best possible decision in any condition by exploring good da‘fa solrce, capturing, analysis
and resources to develop reliable information. Fast execu@epicts an organisation’s
capacity to promptly and effectively implement it%&d&:lsion and plans, sharing the
information throughout the organisation, engage loy€es and make them embrace change,
direct actions, ensure compliance and mo It@ggress in line with predefined objectives.
These abilities denote capabilities to le@; brace change, respond to change and adapt to
innovation and new things and ltil@% reveal the flexibility of an organization and a result
of interplay between two &Sai)ties - dynamic control capacity of management and
controllability or re @%ess of the organization'®*. Control capacity of leaders refers to
the “capacity ofKaners and senior managers seizing and capitalizing to market and
technology tions”!% to integrate, build, and reconfigure internal and external factors to
addr@\pldly changing issues and conditions by involving every part of the enterprise,
workers, supervisors, teams and managers at all levels. Controllability of the organization
refers to “the organization design task — a particular design of an organization; its technology,

structure and culture, affects both controllability and responsiveness!'®.

Effective digital transformation is dependent on the digital leaders in the organization who

may not necessarily need to be high-tech experts, but should possess and demonstrate passion,
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instinct and abilities to identify change, inspire others, manage complexity and build a culture
of change accommodation among the workforce regardless of risks!¢”1% In essence, change
and innovation capability of change leaders is critical to achieving and retaining competitive
positive in a rapidly changing environment'®®. Organisation’s leaders, supervisors, team
heads in times of digital change should possess and exhibit characteristics such as ability for
innovative thinking, digital disposition, collaborative competence, participatory engagement

and commitment to digital vision'”, Q;i\

0

Another important component of transformational capabilities which f)% pivotal role in
digital transformation efforts of an organisation is the 'i;{@ ion culture of the
organisation'6?. While culture is the collection of shared ideg}ustoms, assumptions, values,
expectations, and practices that guide and inform t a@;s of all team members and serves
as social for the life of the organization'”!, innovatioh culture is the deliberate introduction
and application of new ideas, processes,@ocedures with a view to creating additional

benefit individuals, team, organizatiqxb%{he society!”?.  Innovation culture is described as

particular organisational formaw arrangement which makes innovative thinking a natural
thing in a workplace an ilitates the generation of new ideas and innovation activities

among all member@ organisation. Such culture is characterized by innovative leaders
and manage i@aﬁve teams, innovative individuals, organizational context conducive to

innovatio@n multiple easy connection and relationship with outside!”3.

Apart from simply making organisations capable of responding to change, innovation culture
creates the type of change that steadily ensures organization’s adaptation to its environment.
Social trend, technology, system thinking, system failure, future thinking, researches and so

on' and common characteristics in the cultures of digitally transformed organisations
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include empowerment of people, continuous trials, experimentation, crave for risk and

development of soft and technical skills supported by digital strategies!®%:175,

Innovation culture within a work organisation embeds the spirit to embrace introduced
changes in the routine of everyone to inspire the generation, testing, sharing and combination
of new ideas to facilitate transformation or change success. This guarantees a shared
commitment by all members of the organisation to face challenges in implementfn@anges
and giving support at all levels to ensure sustenance of the change project. %ﬂworkers in
such culture should neither relinquish their duties and assigned roles nor aim to assign risk of
innovation to others but should be given necessary supports in® @)& resources to drive

transformation and the policies to facilitate desired changemq’}

\

Digital Agility is one of the capabilities neces to initiate and sustain digital
transformation and remains and important deté@sant of capabilities required for innovation
in product development and service de’%e’ s the case may be!¢!. An agile organisation is
one with ability to identify change@‘ts environment and rapidly reconfigure its methods,
resources, strategies and apgac s with a view to responding appropriately and profitably

to the observed (&;@

continuously adju\tia

Agility simply refers to an organisation’s capacity to
adapt strategic direction in its core functions and activities to create
value; the%mty to redirect resources and ensure internal external controls towards
efﬁc@g effective value creation as warranted by changes or the ability of an organization
to perceive and react quickly and speedily to environmental changes and take advantage of

157 Agility is also defined as a successful exploration of competitive bases

new opportunities
through the integration of reconfigurable resources and best practices in knowledge-rich
environments to provide customer-driven product and services in a fast-changing market

environment!”’.
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Digital agility is the ability of an organization to respond and take advantage of technological
developments that change how the market functions!®3. 1t is also described as the ability of
an organization to change their operations and methods quickly and with ease by adopting
digitally enabled methods and processes, digital tools and applications in performing business
functions or providing services'’®. Digital agility describes the ease with which an
organization can rapidly enable, update, change, or adapt their processes. It is a specific type

of business agility that encompasses the processes, tools, and software an organi@ uses to

perform basic business functions!”. ,%\QO

Digital agility provides organizations with the power to promﬁt@xaop, test, and adopt

new tools, procedures, systems, work patterns across the uni@ection and departments in an

organisation!”. It affords an organisation to re aj@used and well informed about
N

developments and innovation in an industry or§ t and enable such organisation make

swift efforts either proactively or reactive@:&\'a view to taking advantage of digital trends.
It is an organisation’s capability enc@&sing flexibility, quick and timely implementation
of changes in operations and\ osganisational activities and digitization of processes,
supporting digital capabili %&oﬂenhance effective and profitable response to the dictate and
demands of new or@nj%ing digital technologies'”!”.  The agility of a firm in terms of
digital inno '@nd technologies enables employees to embrace and transform existing
processes@si and quickly spin up new workflows to respond to digital changes which are
only&ible with flexible, dynamic, and easy-to-use technologies as the tech stacks gives
the organisation the power to create digital solutions'”. The recent and common use of
digital agility concept shows the increasing understanding that an organisation’s ability to
operate flexibly, adjust to new methods and tools, give attention to digital innovations, take

cognizance of stakeholders, market and consumer preferences, develop encompassing plans

and make efficient and effective decisions on operational, tactical and strategic levels has
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become an important and essential need to remain relevant and have competitive advantage

in the face of emerging digital innovations!®.

Effective organisational agility will focus on empowering employees (creating diverse teams
cross-functional teams and work groups to innovate throughout the organization, collaborate
and assist in removing silos that can ruin organizational agility and ensure that decision
making is guaranteed at every level, making managers communicate obje'q@ and
incentives and give feedback on performance), embracing disruption .(p@%i)ely create
regular change, transform decision making, engage workers for th put in open
discussion changes with a view to detecting key issues necess@;\edirect in line with
innovation objective and take advantage of the opportunity é&ented in change situation to
maximize resources and deploy employees’ stren %\implementation of changes) and
experimenting with how work gets done (identify key-organisational components to be agile,

re-organisation the system and empower @s and teams to make decisions and get things

done) to improve processes, work og@'and increase the potential of the organization for
strategic growth!4?, \;()

'\ I . . .
Having transfomational&@}lities means the organisation has the ability to renew itself, its

culture, change q%{ and adapt to new technology and is capable of achieving success in

the constaw@ging, environment caused by innovative technologies and emerging digital

proc@

Digital transformation process and models involve the interaction of factors and actors such
as leadership, organisation, technology, workers, competitors, customers, etc. across all
value-added chain of an organisation'®!!!. As other factors - strategy, organizational
structure, leadership, technology - are significant for purposeful prediction and identification

of change needs as well as implementation of digital change initiatives in organisational
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activities, processes and operations'*®, all digital transformation models point to two
important factors considered as essential for any digital transformation - digital technologies
and the workforce which is endowed and positioned to explore, use and manage other
resources, processes and innovations'’*.  Digital capability thus includes the digital
competence of people and innovative digital technologies which are distinctive knowledge or

expertise built to drive digital solution and flexible technology resources and architecture to

enable digital models and operations respectively!s. Q’S\
The effectiveness and progress of digital transformation efforts dlcated in an

organisations’ commitment, investment in digital technology buit &@%ﬁcanﬂy dependent on
the attitude of people in the organisation as well as their co%’&tence and mastery of digital
skill to facilitate the digital transformation drive th d@l transformation journey'#*. The
use of technology is becoming increasingly embe ded"in a growing number of daily activities
as employees are now required to perf@n}y wider range of functions not traditionally
included in their role leading to the @r a variety of key competences that an individual

should develop to ensure remarkable participation in such technology-driven environment!%3.

.\

The above shows ﬂi@%npetence and capability of people needed to explore, identify
and maximize t&

considerat%r any digital change®!%. Competences are a blend of knowledge,

ering of digital innovations in a work organisation are major

und@g, skills and attitudes that are suitable in a given perspective while the key ones
which include digital competence are needed by individuals to personal and career fulfilment

and growth, social inclusion, productive engagement and employment opportunities'®2,

Digital competence is a key concept that describes technology-related skills and the type of
mastery, competence and knowledge required to function effectively in the knowledge

society in which emerging technologies and innovation are central to the provision of
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solutions and offering of new opportunities's3.

It is one of the key competences for lifelong
learning considered as transversal in facilitating the acquisition of others skills in a modern
society. It denotes technical mastery, expertise and knowledge on the reality, use and
positioning of digital devices and processes that are imminent for participation in digital
revolution and it-enabled organisational and business cultures'®*. Digital competence is a

combination of knowledge, skills and attitudes with regards to the use of technology to

perform tasks, solve problems, communicate, manage information, collaborate,@rxll as to

create and share content -effectively, appropriately, securely, ‘;@ creatively,

independently and ethically!'®>. 6.\

Digital competence includes a set of basic instrumental sl@»and abilities, related to the
access and management of technical application of T@}the knowledge, skills, values and
even attitudes, necessary to prioritize information™~technologies over other devices and
resources with a view to meeting pers@}kve opmental needs'®. Competence in the
context of digital resources and proce@é@omprises the knowledge and skills required for an
individual to use digital tools&%gal accomplishment either in personal of professional
endeavors or the abilities ftical use of information technology (IT) with confidence for
personal development, geer achievement and for multifaceted purposes'®’. As the concept
of digital ¢ ‘\dce has emerged concurrently with technological development which
enables a@cr ates new activities and goals, the need and significance of digital competence

are con&uously changing in relation to current and emerging technologies and their use or

application'®,

Three types of digital skill needs have been identified in information science literature!®,
These are basic computer usage skill and literacy that are needed for everyday life;

competence in the use of digital tools to ignite and facilitate functional usage of information
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technology and systems in all types of sector, and digital skills for professional and
information technology experts!®-1°,  While the term digital competence is used to cover to
digital literacy, digital skills, e-skills, twenty-first-century, ICT skill, and digital mastery, it
consists not only of digital skills but also social and emotional aspects for using and
understanding digital resources. This is because the term ‘competency’ depicts more than
just knowledge and skills but encompasses abilities for complex tasks with .the use of
psychosocial resources'®®, cognitive, social and emotional attributes to handleés}iologies
for creativity, innovation and problem solving in a digital environment'?. b ompetence
shows individual potentials and attitude to the use of technologisa{&sﬁin a digitally driven
work culture, which specifies the type and nature of what sho]{@é& learnt and mastered and

to facilitate the creation of new things and the use'g\&%{)rmation and communication

technologies to many areas not previously predicte@.Q

The possession of strong digital skillset i@\ﬁportant element of the progressive corporate
model and asset for an organization{@lps employees collaborate, communicate, through
innovative technologies and to&yre precise insights and transform them into value added
actions to achieve signi ) competitive benefit and drive more revenue for their
organisations. A di@a‘lpcompetent individual is inclusive (open to hearing and recognizing
multiple vi Xﬁ, engage with others online), informed (evaluate the accuracy,
perspectiQa d validity of digital media and social posts), engaged (using technology and
digi&annels for civic engagement, to solve problems and be a force for good in both
physical and virtual communities), balanced (make informed decisions about how to
prioritize time and activities online and offline and alert (aware of his online actions, and

know how to be safe and create safe spaces for others online)!*?.
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A digital competence framework of European Commission consists of twenty-one
competencies and skills that are deemed necessary for digital competence. The competence
areas are divided into five, each comprising of specific skills — information (browsing,
searching, and filtering, evaluating, storing and retrieving), communication (interacting
through technologies, sharing information, engaging in online citizenship, digital
collaboration, online etiquette, managing digital identity), content creation (Ele\‘f_eblc:ping,
integrating and re-elaborating, copyright and licensing, programming), safety aé}f[ection
(for your devices, your data and digital identity, your health, the envir .e\s; d problem
solving (technical issues, expressing needs and identifying techn | icsal responses, using

digital tools, identifying digital competence gaps) which are g]@ into skill levels of basic

user, intermediate user, or proficiency user'*>.

Knowledge, skills, and attitudes related to com %tlon creative expression, information
management, personal development fQj\mcal and safe use of information and
communication technologies, suppq%‘%ehawour, speaking, learning, collaborating, and
acting independently and ethicw a digital society are all parts of being competent in a

digital context. This inc ;ﬂ:hieving goals for work, employability, learning, leisure,

inclusion, and socia@ipationm.

WV

The foreg(ﬂ%nplies that digital competence follows the rapid changes in work places and
soci how to prepare for the advantages of the possibilities presented by technologies
and readily adapt to the changes in the digital era. It follows that digital competence is the
capacity to not only comprehend and utilize digital technologies and systems but also to have
the self-assurance to do so independently, creatively, and critically. Having such abilities has
become a necessity in almost all organs and functions of modern enterprises. For example,

using computers and digital devices was known to be peculiar to certain fields or aspect of
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work, but today most job requirements emphasize the use of digital resources in one way or
the other ranging from job schedule, payroll, data collection, market survey, education,

research, service provision, customer relations, etc!*3.

As digital transformation is dependent on the application of digital technologies, techniques,
products and services,'®® the adoption and integration of digital technologies such as big data
analysis, mobile networks, internet resources, virtual conferences, cloud computin lies a
drastic movement to digitalized workplaces, environment and societies witf%évations in

business models and functions, organization activities, service provision, production of goods
196 . "
and even governance'”°. \

Three kinds of technological innovations - semi—md@@ incremental and disruptive
technological innovations are seen in organisatioﬁ%%eed up of work processes, render
better services, provide improved goods, mak\ e profit, gain quick access to information
and enhance communication!®’. Se%'Cddcal technology typically involves the use of
existing skill in the use of technolo%‘b‘do things differently. For example, cellphones were
typically used as before as c%)telephones but now being used for functions other than
phoning. Disruptive te@% also known as radical technological innovation halts the
existing technolo&eigvgus bringing in new technologies and devices that are more available
and accessf%hus changing the central expectations, outlooks and activities in an industry
or Qﬂich are facilitated by organisations’ capabilities and resources. For example,
mobile phones ended the dominance of land phone, digital photography disrupted the
traditional films and cameras, print media are becoming irrelevant as a result of e-readers.
Incremental technologies are characterized with appreciated improvement in device and
applications. For example, an improvement in word processing softwares which allows many

users, professionals and others, to create documents and type with some degree of ease!*%!%°.
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The combination of new technologies with innovative methods of data processing and
analysis disrupts existing business processes and enables completely new business models
thereby making organisations to exploit digital technologies in order to ensure or enhance

individual and organizational performance, growth and survival''8.

Digital technologies refer to electronic devices, automatic systems, and technological
resources that generate, process or store information®”. It is also referred to as th'e@vision
and the use of electronic tools that are needed to install and combine %‘ forms of

technology as well as working principles, processes and models®°!.

Teehnological tools in
this sense include internet and website applications, computers‘)&f%%grt phones, artificial
intelligence, virtual reality, big data, office assistance, elec@&vc records system, e-books,
cloud computing, multimedia, 3D printing and gr%@omo technology, etc. that form the

driving force in modern organisations?®.

Digital technologies have grown exp(%'gi«ﬂy, making the use of associated devices and
applications a routine in organisat@“. Organizations’ use of modern computer and its
application as well as i orm ion systems is common evidence of digitalization.

Digitalization is the : r& to denote the use of digital technologies in altering business

processes and g g earnings through value creation or leveraging digital information

technology‘%a uate, reengineer and reimagine how organisational activities are carried®*,

%mzatlonal adoption and integration of new information technology-enabled
processes, products, and services is termed digital innovation and it includes activities of
initiating, developing implementing and exploiting digital tools for new purposes. It is the
change from the use of traditional methods and tools to an era of knowledge and information
society where digital tools and data are employed and manipulated in business operations and

to deliver satisfaction!?3.
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As digital innovation is at the heart of every organization to do things better, faster and
cheaper, finding new ways to offer products and services, digital technology facilitates the
compression of large information in small but powerful storage resources that can be
preserved and transmitted'!'8.  Digital technology is transforming work organisations,
business enterprises and their activities. The adoption of artificial intelligence, big data
analysis, cloud computing, internet technologies and other innovations facilitates t.ransactions
and the exchange or transmission of huge data and information between in%:d}als and
corporate entities. These changes in work tools and models have signi \%tribution to

the unprecedented use of digital platforms to enhance service deliv %Eld satisfaction from
products®®, @

Digital resources offer benefits in terms of e by speeding up processes and
streamlining operations. Digital tools make work aster’than humans, and to a large extent are
error free. Analysis of data with the use Qb}ﬁlness intelligence software and data analysis
tools makes data collection and anab@more accurate and faster in a way that cannot be
matched by humans and thereﬂ*c)enhance decision making process?%. Digital media
simplify and expedite cog@o’ﬁs between s individuals in many new ways, making people

to create and mana@ 1 networks and connections over a long distance but in no time'®’.

WV

Nearly eva%pect of modern life — education, manufacturing, travel, work, marketing,
ente@t, services, communications and a host of other areas have been modernized by
digital technologies and almost all electronic devices and machinery have an element of
digital technology. With digital technology, devices are now more compact, handy, small
and faster, transferrable with ease and large amount of information can be stored and

207

transmitted virtually Organizations that embrace digital technologies and build their
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culture around digital transformation easily attune to changing factors in their business and

areas of interests and therefore making them more resilient!!2,

As technology continues to develop, fascinating innovations and great improvements are
noticeable in productivity, communication, and standard of living and have enhanced
organisation and business operations in many ways such as improved productivity, improved
customer experience, digital security, usage of smaller-sized devices, banking a'n;k ance,

N\

quick communication, flexible working, learning possibilities, automati% formation

\

storage, editing, accurate duplication, mapping, transportation, che perating costs,
entertainment, news, etc2%. N @“

Digital transformation in organisation primarily invok@q‘fhe use of digital data for
streamlining organisational processes and operati%&nd basically focuses on how such
processes facilitate efficiency of operations@ugh digitization of operations, enhance
collaboration continuous improvemeﬁ& | facets of organisation being transformed

Ny

Digitization is the process ahsforming an information object from analog to digital form.

digitally?!°,

It is also referred t@@gl al enablement and involves converting analog materials into a
digital form il@« any different changes to the material itself'?°. It involves the encoding
of analog'@lfoéation into a format that computers can store process and transmit*!'. A good
exar@s the scanning of a photograph or converting a paper report to a PDF. The data itself
will not change as a result of the scanning or conversion; it will only be converted into a
digital format to enhance transmission and accessibility. It simply refers to transforming
something that is now in non-digital form (such as signals, health information, location
information and identity cards) into a form that can be used on a computational system for a

variety of purposes!!”. Digitalization describes how digital technologies are deployed to alter
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existing processes and operations in an organisation or business,'?° the process of enabling or
improving processes by exploring digital technologies and digitized data or the use of digital
technologies to capture and assess data, make better business decisions and enable new
business models, improve or transform business operations, processes and organisational
activities, to impact how work is done, change how customers and companies engage and
interact, and create new opportunities and revenue'?!. Digitalization reflects .the use of

information technology or digital technologies to change existing processes ié%qs\ness or

organisational activities!". ,%\QO

In digitalization, the use of information technical is essential to‘g\&ﬁg;}n organisation take
optimal advantage of opportunities inherent in the adoption @gltal tools and processes for
information transmission, communication, relati r.@r management, transaction and
provision of services management distributio che services?!?.  This implies that
digitalization involves the emergence of @%aptive processes in which digital data and
resources are used and enabled by@al technologies'>* for the purpose of boosting

operations and processes and c%g value through enhanced user encounters?!?,

.\
Basically, digitizatio i@ refer to the transformation of data from analog to digital, the
technical process\inio‘elverting or transforming an array of analog information into digital

bits and th%x&ased availability of digital data aided by improvement in the methods of
gene@storing, sending, transmitting and evaluating or exploring digital data. On the
other hand, digitalization covers the application of digital technologies in the various
components and domains of organisation and business activities particularly with the use of
digital communication and media infrastructures®'4.  Digitalization is should be seen as a
direct result from increased adoption of digital elements in the automation of organisational

processes in which digital elements are activate to work without human interference and
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digitization also requires elements to generate, handle and display information

automatically?!?,

Digital transformation offers opportunities for digitized collaboration among members and
work teams thus facilitating interoperability, optimization, data sharing, tracking and
tracing?!6. Digital collaboration implies the deployment of tools and devices for collaboration
and connection of a wider number of people engaged to accomplish task.,{@igital
collaboration ultimately represents a major transformation in the way an mg%&lon works
in order to increase efficiency and workflow. By improving workplace communication,
collaboration, content management, document management, af kih%n'}tation flow, digital

collaboration aims to increase employee productivity and efﬂqéscy”g.

In transforming digitally, organisations in both p%'%\d private sectors consider several
many value premises such as objective, eff@use of resources, personal needs of the
individual and improvement in operati%@tudies have shown that a number of executives
in organisations agreed that innova@% critical for business and organisation’s growth, but
some focus on innovation o&%ﬁ)mply creating new things whereas the new offering failed

to create any additi @

digital transformation™s the improvement seen in the use of digital technologies which is an

218

t’to the operations, users or customers*'®. The focal point of

implication‘%ﬂgltalization and a crucial process outcome of digital change!”®.

Digit@nsformation brings added value to organisation’s operations by creating enhanced
transparency, less misinformation, and benefits in the form of new products, service platform,
improved convenience, diverse options of use, new experiences and lower cost of price and
time. To organisations and businesses, it facilitates efficiency and effectiveness of current

methods and offers opportunities to create new value. In addition, it changes the rigid model
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of requiring physical presence of people at work for longer hours by allowing flexibility in

terms of time and place, task performance via virtual platforms?'°.

Digital transformation efforts should therefore be in tandem with desired efficiency in firms’
operations and transcend to users, customers, clients, serviced groups, with a focus on value
creation, which is the foundation of firm inversion - a change in organizational structure
which influence technology adoption and use as well as management and® @ership

perspective to such adoption??°, . Qg)

Ensuring the success of any digital transformation initiative, project or effort involves
defining organisation’s vision, getting leaders involved, fo \g n culture, gathering
resources, employing or developing expertise and chooaé‘fhe right technology??!. The
process of digital transformation is ongoing; it do@%ve a finish line. In order to assess
and track the impact, it is necessary to decide@s metrics to use. As adjustments are made,

take a step back to assess your progre? a ake any necessary corrections. Then, you can

inform important stakeholders abo (b% rogress and what is not working!%%.
p prog g

New management, busin @ production methods are enabling innovation, opening up
new markets, and u@l& stablished industries as part of digital revolution. The growth of
the internet .an ‘Sye development of smart systems, virtual value chains, and artificial

intelligen@in anufacturing is accelerating innovation and boosting productivity, which is

gooc@conomic growth!24222,

A similar process takes place in the public management models of public agencies, in order to
meet citizens’ demands and improve service delivery. Technologies are adopted by public
institutions with a view to increasing the efficiency and effectiveness in service provision and
to enhance public service delivery, increase transparency in public organisations’ operations

and facilitate more sustainable practices in public enterprises. As a result, government
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agencies and institutions are gradually adopting the cloud option in their operations. In the

same way, on a big scale and in everyday life, teleworking, e-learning, online official

processes, e-commerce, e-banking, video conferencing, and video on demand are all

commonplace. The most extensively used software and applications are email, video

conferencing, office applications, customer relationship management, resource planning,
AL
2

In recent years, the effects of the digital revolution have become increasin@%)onounced,

workflow automation, and security??3.

strengthening long-term trends. Applications for teleworking and social sonhections, as well
as those related to the provision of education, health, and re'tq%ls%lsv?ces remotely, have
expanded and impacted many facets of society inclu@ the public organisations.

Considering the advantages and taking benefit of«it \ns reducing the negative impact
g p

through a change in work patterns and setting out digital transformation on a more inclusive

and sustainable track!?*. ( ‘\\'

As digital transformation is perce@technological revolution causing paradigm shift, it

adoption and implementatigihl)e private sector are influencing citizens’ expectation of

.\
public organisations io@

le to deliver quality services aided by digital technologies®?*.
The adoption of)Qig

organisatio%e the potential to enhance coordination of operations and activities between

technologies for administrative processes and functions in public

depa@ and units, reposition inter and intra-organisational relationships, enhance
operational models and patterns and consequently transform public service delivery to the

benefits of all stakeholders and serviced entities?%.

A necessary factor for digital transformation in government owned organisation is the
workers attitude, mindset and competences. The digital transformation of administrative

processes of public organisation is based on the dynamic nature of organizations, the capacity
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to identify and adopt changes as well as the use of digital tools and digitization of processes
that will lead to improved work pattern, deliverables and work outcomes. Technology is
essential for initiating transformative processes, but it is insufficient to create long-lasting
results. Instead, it might lead to another round of adjustments and reviews of organizational
transformation processes.  Digital transformation needs to be continuously revised and
improved as technology advances. A continuous feedback loop will instead a§sist public

organizations improve the way they deliver public services because an en@ is not

feasible?2. ‘%\QO

Digital transformation in the public organizations will nb\@yﬁge the traditional
administrative competencies and skills but will essentiall ésp\?ify and complement such
competences and develop new set of digital skills t w.@»meeting the evolving phenomena
changes of the digital society and to support th Qeasing demand for innovative service
offerings®*.  The drastic changes in( administrative roles of public institutions or
organisations could be clearly seen i%@adoption of smart devices, office application tools,
the change from paper-based&%ﬁc&s to digital ones or paperless offices, the use of
information and communi n resources for communication, training and development,
service provision, @gt, salary administration and the development of a number of e-

platforms i @c sector organisations which continually ignite policy changes,

organisat'@al cultural modification and consequential cost obligations.??’
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Different facets of society and the economy are being impacted by digital change. It creates
new networking opportunities and enables collaboration between many actors, who may then
exchange information and start new processes®®. At the societal level, digital disruption has
an impact and changes communication, engagement, and consumption paradigms. Because of
this, there is a surge in demand for hardware, software with more capabilities, cloud
computing, data traffic services, and the basic digital skills necessary to operate.thcebrlelated
technologies. In turn, the digital economy gives customers and service users ac@ a wide

°
range of commodities and services, as well as more effective ways t k‘é@ goods and

services remotely®?. o
Ay
2.1.3 Work Environment QQ}

The need to provide a safe work environment for em s has had a long history in human
resources management??®,  Workplace eqv@ent is a critical issue for accepting or
keeping a job as the quality of the,e 'ro&wnt in the workplace shows the level of
motivation, performance and wellb&@ workers which are outcome of error rate, level of
innovation, team work and cowation, job attitude, etc?”®. Work environment is one of
the important factors th@i?lge on the attitude and performance of people in a work
organisation as e‘n\ligﬂies spend most of their time where they work, thus fineness and
excellence,@h environment is essential in determining the level of motivation,

prod and performance of people who are engaged to carry out the organisation’s

activities23%-231,

Work environment is the totality of elements that can impact feelings, relationships,
cooperation, efficiency and employee health, wellbeing within a workplace or the, social

setting and physical conditions in which job is performed. It is the entirety of conditions,

forces, actions and other factors that either currently affect or is capable of contending with
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the employee’s activities and performance, that is, all the situation, events, people, etc. that
influence the way in which people work. This suggests that work environment is the sum of
the interrelationship of factors that exists among the employees and the environment in which

the employees work?*.

Work environment is also the term used to depict the tools, tooling and materials used, the
surrounding atmosphere, the arrangement of works for individuals and groups, th@&ulture
that a company cultivates and the general conditions of employees whic.:h @kctly or
indirectly influence people in carrying out their activities?*?*3, T Xc on of these
situational factors that collectively make up the corporate at &te of an enterprise
determines social, psychological, and physical life in an orga%{% and is very domineering
on the level of ease which a worker experiences on i %b and in carrying out tasks?*4.
Hence, it is composed of physical conditions suc&fﬁce temperature, equipment such as

e
personal computers and work processes %c dures as well as the social interactions

among peers, subordinates, and manag%?.

The combination or interplay OWr within the purview of an organisation itself and under
the control of the mana t or leadership of the organisation depicts the organisation’s
work environment@@uc factors include systems, procedures, practices, values and
philosophies r@ combination of diverse organisation-wide conditions and job-specific
condition%‘e%ployment terms, leadership, culture, code of conduct, training and
development, workplace safety?*®. Organizational environments are composed of forces
surrounding an organization which directly or indirectly influence the operations, processes,
performance and resources of an organisation including the elements that exist outside of the
organization such as regulations, competitors, customers, end-users of services, suppliers, etc.
that have impact on the organisation and its business or activities?*’. The term is used to

describe the immediate environment in which work is carried out and the national
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environment within which an organization gathers its inputs, processes them, and then returns
its outputs in the form of goods or services for the general public to consume?*8, While the
immediate environment comprises of culture, leadership, managerial policies and
philosophies, the national environment is made up of a variety of elements, including those
that have an impact on suppliers, customers, stakeholders, sociocultural aspects, the economy,

N>

One of the factors that mostly affect how well an employee is motivated and ¢ g\ently his

technology, laws, and management philosophies®®.

level of performance is the quality of the environment in which people%x to work?*2,
Key elements of the work environment can be grouped into two.ﬁ&ﬁ?ﬁzt comprises factors
that are driven by rules, practices, procedures, management @ninistrative requirements,
and the second is factors that originate from surrou .@ layout, office design, factory,
office or organisation, etc. the former includes th ablishment of organization rules and
policies and programmes such as the .ds%ito of jobs, flow of responsibilities, job
descriptions, working conditions and a@nent, work patterns and systems, holiday and shift
policies, health and safety pla&%ﬂ practices, training opportunities, career progression,
appraisal, performance standards, participation in decision-making, access to management,
administrative sup@gtc that reside within the ambit of the management or the

organisation’z %@s as whole while the latter encompasses physical facilities, tools,

equipmen@z tilation, lighting, etc?*2,

The work environment of an organisation comprises of many internal and external factors
which influence activities, choices and reveals the strengths and weaknesses within the
organization®®, Internal factors that influence how operations are carried out within the
company include its immediate and informational resources, as well as its technical, financial,
and physical resources. These include the value system, the vision, the purpose, and the

objectives, as well as the management structure and internal power relations, tangible and
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intangible assets, and human resources?*!.

The external environment is made up of set of
exogenous factors, not within the control of the organisation but have bearing on the
organisation’s growth and survival. It is divided into macro environment — economic, legal,
political, technological, socio-cultural, demographic and globalization factors and micro
environment — competitors, suppliers, customers, clients, media, intermediaries, shareholders
AL
2N

An organisation’s work environment comprising work culture, systems, proce%é, practices,

and employees®*?.

values and philosophies, interaction and relationship among workers as ‘well as the physical
components could be categorised into physical or behavioural h@s&tived as friendly or
hostile depending on the encounter of each worker or the ext%&p which the workers are able
to satisfy their individual needs through their exp e@on the job®*. While the friendly
environment depict supportive and healthy work ﬁon free from problems associated with
poor building, poor ventilation, unhealthy@\n interferences, the hostile work environment
is characterized by unwelcome se@conduct, intimidation, poor ventilation, lack of
necessary work tools, aggressi(wong team members, offensive conducts and harassment,
non-supportive policies ractices and other factors capable of shattering workers

experience and evet@a& their performance and commitment?3®,

WV

The work é%nment is made up of combination of key components - the technical/physical
co and human/behavioural component in addition organisation’s policy-related

factors 244,245,246,247

The physical environment comprises tools, resources, infrastructure and
other physical elements?, It is made up of elements relating to employee’s propensity to
attach physically with the workplace environment including everything in the building

structure and design, parking facilities, the lightning, noise levels, temperature, air quality

and the equipment being used to perform work?*®. The physical or technical components of
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the workplace environment also consists of natural and provided light, clean terrain,
ventilation facilities for artificial and induced cooling or heating, office layout, space design,

personal desk and chairs, visitors chairs, etc?#®,

The physical components of workplace environment include temperature (appropriateness of
the temperature to employees and the preferences as well as the nature of outdoor
environment of an organisation), lighting of the offices and work rooms with 'a@priate
lighting features (contrast, illumination, diffusion), lifting tools for heaqugaf repetitive
lifting that could increase the chances of injury, and noise level from people, striking surfaces,
machines and equipment®?®, work area in terms of size of your ﬁe@'\lxorkspace, location,
layout and floor plans (open or close), conference and mei@,reas, lunch rooms as well as
facilities and hardware in terms of equipment, a@ s, tools and furniture®*. The

ﬁied and it has been established to be

importance of the physical work has been widg

capable of hindering a range of work beha@hat could potentially affect individuals’ task

and organizational performance?*®, (&é'

.\

Human or behavioural envi%r;&s one of the significant aspects of work organisations. It
refers to a worker’s im@d tion and attitude towards other people in the work place and

involves both VerbilJ non-verbal mode of interactions, communications and relationships.
The behavﬂ%component of the work environment represents the aggregate of attitude and
peo@aviour towards team and colleagues and with subordinates or supervisors??. The
human angle to the wok environment depicts the ability to effectively interact with superiors,
subordinates and co-workers within the organization as organizations with people problems
blame faulty interpersonal relations among workers which hinders desired team work and the

attainment of organizational goal®*.
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People in organisations are required to work together and exhibit good team dynamics to
achieve common objectives. As a result, organisational politics, interaction among workers,
supervisors, and management characterized the behavioural issues in the workplace®*S. The
form of inter-persons relationship between workers and management as well work group and
team supervisors is an essential factor of behavioural inclination which has psychological and
attitudinal functioning of the workers in an organisation>®’. The acquainfan(g:gsi and
association formed by people at work often turn to social resources in the %}\)f help,

°
compassion, recognition and value, and indication of social integration in t \%placem.

Behavioural’/human work environment is characterised by comrh@c')\n (employee’s need
to feel that their say and contributions have values in the Q’B&ussion of the organization’s

philosophy, mission and values, from time to t%@employees belief that what they
hi

contribute affects the organization), team Spirit/& lon (sense of unity among team and
employees), work-life balance (balance b@j\n work and personal life and the felling that
supervisors and management person%‘%' not overlook other aspect of employees’ life such
as family, health, friends, et%zﬁnd social support (the presence of people who are
considerate, respectful an ful to one another, the extent to which supportive behaviours

are perceived, and @B%e or experience that one is supported, that help is available from

others, and @s a part of a network of people who care about them)>*? .

Supe@gupport, interpersonal connections, job aid to guide, direct and facilitate work
efficiency, work tools, physical resources and ergonomics, ambience, assessment and
feedback mechanism, pay and compensation plans and policies, opportunities for growth,
incentives, work arrangements and conditions are likely work environment factors that could
facilitate or undermine job performance and employee wellbeing in an organisation. An

attractive and supportive work environment is a work situation which allows employees to
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actively and effectively make the best use of their skills, expertise and knowledge and
optimally channel available organisational resources to provide high-quality services or
desirable product offerings?>?. These factors in addition to good work condition, healthy
leadership, team cohesion, physical and psychological security are key work environment

issues and concern that need to be recognized and provided for?>*.

Making the workplace appealing, innovative, cozy, satisfying, and motivating for’ @oyees

is necessary to foster a feeling of pride and purpose in their work and to e.ns%ﬂat they do

‘%\
@w

Work experience is an important employees’ factor that h&%ﬂeen linked to individual job-

not have to leave their hearts at home while they are at work?>>.

2.1.4 Work Experience

related outcomes, attitude, disposition and perforv&%’% Job experience can be viewed in
terms of the total period of time which an em&e has worked in a particular organisation,
job roles or the overall experience %' d by a worker from other organizations®’.
Possession of relevant experience i@o helps the worker to easily complete tasks, meet job
expectation without direct §p: 1sion?®, Human capital managers and employers give

in determining individual’s fit for a job position and is

importance to job éﬂl
considered an essgntiatfactors to propel desired characteristics on a job?>.

Q

The expe'@nc acquired through previous years on a job improve employees’ productivity,
response/ time and adaptability to work-related challenges, employees’ stability, work
attitude®®® and thus leads to enhanced performance®®. Experienced employees have capacity
to internalize work expectations, performance standard, values and ethical considerations that
are peculiar to their roles?®!.  Such internalization results in good judgement about tasks,

individual strength and weaknesses and is instrumental in finding ways and identifying
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individuals within work group to maximize potentials and alleviate consequences of

weaknesses with a view to achieving desired level of performance?®.

Work experience has been linked to knowledge and job skills necessary to drive performance

of individuals262

and it determines the extent to which past experience could be related to the
demands of present jobs with bearing on employee commitment and engagement, job
satisfaction, and other organisational objectives®®. Therefore, employers and or? %ations

emphasize the acquisition of relevant experience as a necessity to meeting th%%ﬁrement of

a position and take steps to enhance the work experience of their incumb rough training,

internal transfers, rotations, etc?%3. N 6'\

2.2 Theoretical Framework . $Q
The focus of this study is to determine the imdpa % digital transformation and work
environment on the job performance of admi-n{@'sve staff of public tertiary institutions. Job
performance is the dependent Varia%’Cna is anchored on Campbell Theory of Job
Performance and Individual Adap@ty Theory. Digital transformation is anchored on

Technology Enactment The%m Technology Fit Theory and Dynamic Capability Theory
n

'}
while Work Envirot&;@

hored on Person-Environment Fit Theory.
2.2.1 Cam Theory of Job Performance

Job perf@ia ce theory was developed by John P. Campbell in 1990 which offers
fundamental explanation to the concept of job performance and the application of the concept
across different jobs and occupations. Campbell described performance in terms behaviours
or actions that are relevant to organisation goals®. This theory implies that work performance
is multidimensional and includes only those behaviours that are salient to the achievement of

organization’s goals.
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The performance model of Campbell and colleagues comprises eight major performance
components — “job-specific task proficiency, non-job-specific task proficiency, written and
oral communication proficiency, demonstrating effort, maintaining personal discipline,
facilitating peer and team performance, supervision/leadership, and
management/administration”. The model provides insight into the components of job
performance and its key indicators in most domain of jobs or occupation and represent the
consensus of what constitute performance®!'. The key component in the taxquz&y\ that is,
job-specific task proficiency (core job tasks) depicts task performanc;@% remaining

others are grouped and referred to as contextual performance?®*, 6.\

Task performance on one hand refers to the proﬁcien%&r competence level in the
performance of key tasks in a job and it is also re ru@g as job-specific task proficiency,
core task proficiency and in-role performance whichcover performance indexes such as task
knowledge, work quantity and quality'!. @Xer ormance covers the items of a person's job
description and actions that are part@e formal reward system which contribute to goal
achievement and performance w organisation. It is the core job function of an employee
and requires the fulfillme tandard and expectations specified in the employee-employer
contract!®. It is th@iency with which employees perform the roles and functions that
are recogni‘%@mems of their jobs or simply the activities that are directly linked to the

implemen@io of the core tasks in a job.

Contextual performance, on the other hand, represents personal actions that assist the
organizational, social, and psychological contexts in which technical core duties are carried
out. It can also be referred to as interpersonal skills, extra-role performance, organizational
citizenship behavior, and non-job-specific task competency. In all, it is an individual actions

and disposition at work which transcends the expected work goals. Examples of contextual
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behaviours are taking on extra tasks, displaying initiative, providing informal orientation for
recruits on the job that are part of employees’ attitudes and behaviours not necessary to
accomplish job tasks, but needed for effective and proper functioning of work teams and the

organisation'>2°,

Job performance is multidimensional and encompasses a range of actions, behaviours and
activities of workers necessary for the functioning of an organisation’!. '® job
performance theory of John Campbell is used in this study to underpin the c%ﬂnctions of
administrative staff of federal tertiary institutions, the key performance. indicators in their

core functions and responsibilities, their administrative proﬁcieﬁg@ggompetence level in

&
$

2.2.2 Individual Adaptability Theory (I-Ada tsbory)

the performance of key administrative tasks.

Based on the model of job performance ot@)ﬁi}!e and colleagues, Pulakos, E. D., Arad, S.,
Donovan, M. A., and Plamondon, K. %Veloped a taxonomy of adaptive job performance
in 2000 by introducing a new&@@ called adaptive performance®. Adaptability reflects
how individuals adapt to Conditions or job requirements. According to the theory,
individual adaptabi@ combination of a variety of information, skills, and abilities rather
than a singl @edge, skill, or aptitude. Cognitive, emotional, social, and personality
factors all have a role in adaptability. The approach emphasizes a person's capacity or
prop& to adjust to changes in the workplace. It involves "affecting the environment,

reconfiguring oneself, and degrees between fit"?6>,

Individual adaptability is the propensity to act in certain ways under particular circumstances.
Although it is consistent and trait-like in that it encompasses features of personality and
cognitive ability, adaptability is also state-like in that it is moment-specific. Thus, it is a

special blend of individual variations and environmental requirements. Therefore, being able
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to deal with changes in organizational goals, changes in personal performance standards, and
changes in the performance environment that have already been detected or are predicted is

referred to as being adaptable®.

The scope of performance domains was expanded by Pulakos and colleagues to develop eight
adaptability performance factors, categorized as part of the hidden part of performance. The
taxonomies were obtained by exploring pool of critical incidents of effective and’ L@ective
performance. The dimensions of adaptive performance are solving probl%)creatively,
dealing with uncertain or unpredictable work situations, learning new tas chnologies, and
procedures, demonstrating interpersonal adaptability, demonst‘r{@aﬂtural adaptability,

demonstrating physically oriented adaptability, handlin ’&/ork stress, and handlin
\S) &

emergencies or crisis situations!¢. Q@

I-ADAPT theory suggests that adaptability@ of individual comprises cognitive and
personality aspects, conceptualized to& state-like and trait-like?®®. 1t is trait-like as
individuals may have tendencies t(%bfnore or less adaptable; and state-like because when

and how a person adapts may Hinge on his opinions, disposition and purpose in time.
.\
%

Individual adaptabili 6%
organizations. \\

I-Adapt t%) underscores proactive and reactive adaptability. Reactive adaptability is an

osed to be more sensitive to change pressures in modern

indivi adapting as a response to a change in the environment with a view to meeting
performance standard or fulfilling a goal®®®. Proactive adaptability refers to an individual
adapting to an anticipated change, whether or not the change has occurred. Individual
adaptability may be significant even in stable contexts due to proactive adaptability. An
individual might change their conduct, for instance, if the chance for a promotion presents

itself, to place themselves in a better position to be promoted. Although neither the
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environment nor the behaviour has changed, these proactive adaptive behaviours would have
a significant effect on performance. In other words, even in a static environment, workers

may still exhibit adaptive behaviour.

Campbell taxonomy of work performance did not originally include adaptive performance.'¢
The inclusion of adaptive dimension as a unique aspect of performance showing employees’
capacity to adapt to changes in a work environment and on job functions, stemmé@n the

ever-dynamic trend in technological changes in organisation as well as in the @%ﬁy

While task performance shows the in-role or core task competence, ont§tual performance
[ ) “

comprises behaviours that could aid task performance or in @e the work environment

positively, whereas adaptive performance reveals indi&@%!ﬂ employee’s behaviours in

response to changing work patterns, demands and@%ment and thus should be predicted

and measured separately?®®. Thus, the [-Ada "AXeory is explored in this study to examine

the adaptive work behaviour and readi%' uired of administrative staff of federal tertiary

institutions that will make them ac@tize to changing work environment, show resilience

to technology adoption and %ﬁ}%tness for the dynamic work conditions and expectation.
.\

223 Digital Exc@é%rodel

Digital Exce eIQ\v“lodel was developed in 2018 by Bartosz Goérczynski - Leader of Digital
ExcelleanG p and member of the Advisory Board of the CIONET community, Grzegorz
Betz -"Digital Team of University of Economics in Wroclaw and Piotr Ploszajski - Digital

Project Team Leader of the Warsaw School of Economics!®®.

Digital excellence specifies best practices of digital transformation and innovations in
organizations that embrace dynamic growth and reveals both readiness and capacity of
organisation to operate in the digital era, the key indicators and challenges and how

organisations respond to them. Digital Excellence Model (DEM) is a digital transformation
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framework which identifies the characteristics, activities and resources of organization that
are capable of facilitating successful digital transformation. The development of Digital
Excellence Model is based on business and organisational initiatives that link people,
technology and organizations, prompting dynamic changes in business operations and
organisational activities, operations and services with digitalization. By Digital Excellence,
organisation and business ability to develop and sustain its digital transformati.on through
innovative processes and digital operational model as a result of disn@ digital

technologies are brought to focus'8. \QO

Digital Excellence Model builds on existing frameworks and.n;%%s’\of digital maturity,
digitization, digital readiness!4"-!4, Thus, it shares common g@tors from a wide range of
interest areas such as education, business, commer(@ormation technology based on

practical observations and feedback from organisations to provide and define an ordered

[ )
areas of manifestation and indication of di@ﬁn ormation!*s,

Digital Excellence Model was devel%%n the assumptions that an organisation’s potential
for digital transformation, baseﬁ@ global approaches and models of digital transformation
should be assessed; the ‘A&(@y areas in which an organisation should have distinctive
capabilities for im@qmg digital transformation are imperative and should be defined;
manifestati‘c%@ demonstrate the potential of digital transformation in each of the key

areas sh(@l

excellence should be identified and reflected in the model; and that the model is an open

e determined; the qualities of organisations which in practice drive digital

framework which means that next to the existing manifestations, the organisation may
indicate other factors, which in the company's opinion, can influence the success of digital
transformation!®. The five key areas of distinctive capabilities specified in the Digital

Excellence Model as indicators of transformation in digital era are Digital strategic
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perspective, digital customer experience, transformational capabilities, digital capabilities and

digital operation efficiency.

Digital strategic perspective deals with the organisations’ strategy for implementing digital
transformation and information technology at functional, tactical and strategic levels and
align same with the firm’s business strategy'>®. A formulated digital strategy covering the

objective and visions of an organisation, its target and operational model is imperative for
The Digital Excellence Model is depicted in the following figure: s )

\%w

digital transformation'6%-267,

89



/ Digital Strategic \

Perspective
Digital opportunities
are the key ingredients |
of business strategy
and organisational

K operations /
Transformational
Capabilities

Organization culture
and change leadership
operations are boosting
disruptive innovations

Clear Strategic Vision
Company comprehensive strategic concept explaining digital era competitiveness is
widely shared among organization members

Scalable Business Model
Business model utilizing modern technologies, driving competitive advantages and
business scalability is implemented

Strategic Digital Targets
Company business goals for digital transformation are established and measurement is
implemented

Digital Ecosystem Advantage
Company has access to or control over digital ecosystem that results in business scaling
and profitability

~ —

Digital
Capabilities
Digital competencies
and technology assets
directly support
strategy and business

n)igital Operational\
Efficiency
Digitization,
Digitalized operations |
and lean management
systems are cultivated
to deliver effectiveness

\_ /

Y

QO
/ Customer/User \

Experience
Value proposition is
based on full
understanding of 1
digital era markets,
users, groups and

customers

A —

\

Change/Transformational Leadership
Remarkable motivation and openness for change among people from all levels is built by
top management

Innovation Culture
Openness for innovative ideas and people engagement is resulting in innovative thinking
and solutions

Digital Agility Routine
Agile project management practices involving all players are resulting in higher
implementation efficiency

Efficient Start-up Environment
Startup practices in well prepared environment are used to experiment with innovative
solutions

o W Y |

Key Digital/Technology Competency
Distinctive technological knowledge is built to drive innovative digital solutions

Cyber Security Competency
Distinctive knowledge, experience and security routines are enabling higher security in
new digital products and services

Digital/Innovative Technology

Digital technology available

Flexible technology architecture enabling business model innovation and agility
capabilities

TR™

—

Digitalized/Automated Processes
Digitized process management with high level of automation is delivering higher
performance and efficiency

Digitalized Collaboration
Broad usage of collaboration and communication tools is boosting knowledge diffusion,
innovation and performance

Lean and Continuous Improvement
Focus on continuous improvement, quality and customer needs is reflected in daily
operational routines

Cost Efficiency
Distinctive cost efficiency is an competitive advantage over current market competitors
and benchmark for other sectors (future competitors)

Digital Customer Focus
User/customer’s needs and purchase decision journeys are identified and reflected in
management solutions

Customer/Serviced Group Experience
Customer and serviced group experience measurement and advanced analytics are
implemented and used for exploring needs and new market opportunities

Digital Value Proposition
Customer centric portfolio of products and services based on digital technologies is
developed and implemented

\

Social Media Advantage
Expert knowledge on the new social behavioural models is gathered and is used in
customer management processes

Fig. 2.1: Digital Excellence Model

Source;!??
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Transformational capabilities focus on the fitness of organisation’s culture, change leadership
and agility to identify need for digital change, embrace and implement same'>®. Such will
requires deliberate introduction and application of new ideas, processes, or procedures
characterized by change leadership and management'®®) innovative team work and
relationship in an atmosphere of innovation culture with the organisation making efforts to
continuously adjust and adapt its core functions and activities to create value; the.cagg:'ity to
redirect resources and ensure internal external controls towards efficiency and '\(iveness
as warranted by changes or the ability of an organization to perceive .Qaluickly and

speedily to environmental changes and take advantage of new oppor}%iti?sm’m.

AS

Digital capability is an indication of digital competence q@wple and innovative digital
technologies which are distinctive knowledge an e@;&ise in the organisation to drive
digital solution and flexible technology resources afid architecture respectively garnered to

implement digital models and operations(“’iégN\F is shows organisations’ commitment and

investment in digital technology and@evelopment of worker abilities to use and master

digital processes and resources’s&”)
.\

Digital operational eil@ﬂl reveal the level of digitized processes and how these allow
for seamless collaboration in the work organisation?'®2!3, Hence, efficiency in operational

model and‘%%es results in desirable work outcomes through digitization, collaboration

and @mprovement in a digitally transforming organisation®?°.

Digital customer or user experience reveals the value proposition and creation that are
derivable as a result of digitized processes and operations'>®. A key concern of digital
transformation is the target customer/users/consumer of products or services and value
creations from the adoption and implementation of digital transformation'*®. The need,

purchase decision and user preferences are typically identified and factored into digital
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offerings and solution of the organisation with a viewing to creating value and enabling good
experience of the customers. As such digital transformation efforts is expected to be in
tandem with desired efficiency in firm’s operations and transcend to users, customers, clients,

serviced groups, with a focus on value creation??!.

Digital strategic perspective which focuses on strategic vision, scalable business model,
strategic digital target was deemed to be in the purview of owners and manﬁg{@en‘[ of
organisations and are input into the digital transformation and not a componer%)he process
itself. Hence, it was not covered in the measures used as the administrative Staff may not be
in clear cut position to express opinions on it. However, such Opﬁ\:{%spould be reflected in
their perspective on transformational capabilities of é&ll‘ institutions. Similarly,

°
customer/user experience was not covered since the t@focuses only on the administrative
igefia.

staff of federal tertiary institutions in South-west,

The Digital Excellence Model allows %g;ijation to self-diagnose the potential, resources

and processes they need to mainta@‘order to improve operations and competitiveness in

0}

2.24 Person-Env@n:t Fit Theory

Person—envirgn fit theory was developed by Jacquelynne Eccles and her colleagues in
e E

1993268, %

envirohpdent factors have congruence or fit>°. The theory suggests that people have an

the era of digital transforma&.

eory describes the extent to which the characteristics of an individual and his

innate need to fit their environments and to seek out environments that match their own

270

characteristics*’’. Research in person-environment fit has its foundation in Murray’s Need-

press Model and Lewin’s Field Theory as it describes the match of a person’s characteristics

with the nature of the environment in which the person works?’!.
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The attributes of an individual in this sense include psychological needs, capacities,
preferences, values, purpose and drive, etc., while environmental characteristics could be
workload, technology, job demands, cultural expectations, social relationships and the
attributes of others in a workplace or social system. The relationship of an individual with
the environment could be explained as a definite type of person—situation relationship which
required considerable fit between the person and the components of the environmgnt% The
fit literarily shows the compatibility between people and organizations that océ;\vhen at

least one entity provides what the other needs, they share ,@mdamental

characteristics?’>. 4%.\
S

Two dimensions to the description of person-environmené& are supplementary fit and

complementary fit*®. Supplementary fit depicts t%q@pondence of an individuals and an

organization in terms of purpose, value and attitude” while complementary fit shows that
resources and capacities of the two separa%j\tles (individual and organisation) are capable
of fulfilling the needs and preferencg&ach other. For example, the organisation and the
individual have credence to autonomy (supplementary) and the competence of a worker
meets the requirements o ?ganization, or the facilities available in the organisation are
capable of meetin@qmeds of the worker (complimentary) in a particular setting?”’.
Complement ‘\ﬁan also be viewed from two angles - demands-abilities fit and needs-
supplies Q emands-abilities fit looks as the individual possessing the needs of the
orga&won, that is, his abilities are what the organization needs. Needs-supplies fit views
person-environment match as the situation in which organization satisfies the peculiarity and

needs of the individual, thus creating a fit>®°.

The fit in the theory can be described along four domains - organizations, occupations,

roups and individuals®? or as person-organization fit, person-job fit, person-group and
group p g p ] p group
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person-person fit respectively. Person—organization fit the compatibility between people and
organizations which can lead to better levels of trust and a common feeling of sense of
corporate attachment, reduced employee turnover, facilitate organisational commitment and
enhance organisational citizenship behaviour?’*. Person—job fit is the compatibility between
a person's characteristics and those of a specific job as described by the complementary

198

perspective Person—group fit is the extent of psychological and behavioural compatibility

among coworkers that is capable of moderating work outcomes and cohesion \@ a work
group or team?”. Person—person fit is best described as the fit between 1. al's attitude,
relationship and cultural preferences and those of others in an or.garu'%tiqn which defines the
level of closeness among people (supervisor-subordinate an@orker) as a result of the

similarities in values, attitudes, and opinions'®. ° 6

S
A multitude of outcomes, including job perfgﬁ, relationships, job satisfaction, and
organizational commitment, have been li@\o person-environment fit. According to this
theory, an individual's characteristics(%'act with those of his or her environment in a way
that both the individual and the Vi onment influence each other. The level of compatibility
between an individual é}r environment can affect their drive, work attitude and

behavior, social sup@rygel being, and capacity for constructive communication?7>-276,

ﬂ%%ﬂmplrlcal Studies

Man@pmcal studies have been carried out in relation to job performance, digital

transformation, work environment and other factors that relate to each of these variables.

2.3.1 Review of Empirical Studies on Digital Transformation and Job Performance
Digital transformation has become a topical issue for researchers and organisations in many
sectors as a result of the dynamic nature of the emergence and use of technologies for

business operations and organisational activities just as job performance remains a key
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concern for researchers, organisations, business owners, practitioners, etc. In this regard,
several studies have been carried out by researchers and experts on the concept of digital

transformation and job performance as well as other related factors and variables.

A study on the influence of business model digitalization in public sector organizations
showed that the organizations address innovation in the operational model not as a systematic
process but as an obligation that is ignited by prompted by intrinsic and expect’e& nges
driven by technology from the external environment. The components of busi%gdﬂodel was
seen as the driving force for organisations to embrace a new digital\teChnology and is
therefore seen as a focal points when engaging in innovation of b@yﬁal models of public

sector organizations and that the ability of public organis@s& to develop and build the

expertise needed to leverage on the opportunities %@zation is essentially important. As
av

trend in digitalization efforts of businesses impacts on public services, public
institutions implement innovations in the @}ﬁ aspects of their activities and services which
assisted in the transformation and tﬂe&%ﬂemizaﬁon of the public sector service provision.
The various units and departmehts in the organizations surveyed showed understanding and
commitment to mutual pdigitizing their operations and services which led to the
successful digital tr sf% ion efforts of the organisation®7®,
N

In an exp‘(%on of the predictive influence of technological innovation and digital
cog on the job performance of secretaries selected from three public tertiary
institutions in which digital capability and leadership capability, digital maturity, employee
skill levels and software use; organizational agility were employed as metrics for the
independent variables, it was revealed that the level of technological innovation shown the in

the acquisition, adoption and use of emerging technologies offers remarkable contribution to

the performance of the secretaries. The provision of relevant technical devices and the ability

95



to effectively use digital technologies facilitated desired job performance measured by job
attitude, effectiveness and efficiency in administrative support and service delivery among

the secretaries?”’.

An assessment of the digital transformation of operational and business processes of some
firms revealed that a number of organisations have realized the need to digitize aspects of the
their operations but some have the problems to adequately implement the neces&%mtlal
steps as digital transformation always involve long processes and requires Q%alled road
map for the implementation in line with the technological requirements as well as
organisation’s processes and resourced available. The study sh %a? firms that are keen
on digital transformation require integrated collaboration fr@&very part to understand the
significance of digital transformation to their op B@} prioritize aspects of the digital
collections, ensure that all functional units are rk g towards the same goals and equally

assess their portfolio to ascertain the 1mp@13bttal technologies have on their valuations and

the opportunities to grab from the 1mg@'ntatlon278.

A survey of workers in the instrance companies operating the Peru Region aimed at
determining the magn % impact posed by digital transformation on individual job
performance inv i\'{\e use of deductive inferential scientific explanatory method with a
non-experiﬂ@ design. The analysis of data showed that digital transformation
sigm’%@ influence task performance while organisational processes enabled by digital
transformation positively and significantly influence task as the model business of activities
based on digital transformation did not show any implications for task performance
contextual performance, which led to the conclusion that customer service experience, and
digitally-enabled work processes could engender higher level of performance of the

workers!3!,
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A survey of 142 employees in a major UK charitable organisation to investigate the effect of
digital literacy on behavioural intention of worker to continue in the digital workplace and to
determine the impact of digital competence on individual performance showed that
employees’ digital skills enhance individual performance and their intentions to continue in
the environment as a result of their perceptions of ease of use of technologies provided. This
revealed the significant need for digital literacy being a fundamental requisite for.technology
utilization. It was equally found that behavioural intention and propensity to c%%'g}e in the
digital workplace is positively predicted by performance expectancy an ; o%ectancy as

a result of the expressed continuance intention which predicted job p&qmance in a positive
direction®”’. @

An investigation of the influence of technolog@ital resources on organizational
ay

performance of private tertiary institutions in M via s through an online questionnaire
yielded 155 responses was analysed with @%sast squares structural equation modeling to
reveal the focal interest of private terkié@ustitutions in Malaysia in terms of technology use.
The result showed a positive a gnificant relationship of technology and organisational
performance which impli {that technology management in the private higher learning

institution could re@)g organizational performance. However, technology usage did not

reveal any %@ nt relationship with organizational performance of the private higher

learninf i@it tions in Malaysia?®.

Assessment of the importance of information technology in shaping digital agility of modern
organisations indicated that digital tools and agility serve as the capabilities of a firm to
compete favourably in a digital environment. Dynamic capability was found to have
relationship with competitive actions and helps in assessing how each part of a large firm

leverage on digital technologies. Capability-building, entrepreneurial action, and co-
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evolutionary adaptation were found to be the three key processes necessary to envision the
dynamics of digital transformation and redefining of operational and business conducts?!.
An examination of the efficacy of agility in responding to disruptive digital innovation
involving a study of Elixir Technology as a small and medium scale enterprises with agility
to respond to disruptive digital innovation revealed that small and medium enterprises gain
agility by means of dual mitigation of their rigidity and the development of. innovative

capability in which rigidity is engendered by the apparatus set for achiev@undary

openness and innovative capability is prompted by the mechani \30‘[0 achieve

organizational adaptability?s2. 6.\

A survey of digital competence of high school studen%&v determine the impact of
information and communication technology on e c@al policies indicated a perceived
medium-high level of digital competence by students” while their teachers believed that the
students have moderate level of digi@)\}ﬁpetence whereas the teachers perceived
themselves as having better mastery @gital skills which indicated that level. In addition,
teachers perceive themselves a%)}e competent than portends that the conception of digital
competence in school co@)ﬁ different from the social context'®. However, an analysis
of the demographic @lepact on teachers’ digital competence and use of digital resources
showed sig%@ differences in the digital competence for technological resources by
teachers @h ore years of experience than other in all ICT resources examined and in all
the @of digital knowledge utilisation?®’. Similarly, an exploration of digital know-how
and technology integration competence of Academic personnel in Turkey revealed high
disposition of the academics to use technology different aspects of learning as they perceive
technology adoption and utilisation as an essential factors for educational endeavours and
other aspects of human lives which made them to give adequate consideration and attention

to technology use and profession development in the same direction''.
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With a view to understanding individual characteristics in the context of digital skills
competency for a better fit of technology towards job performance in teaching duties, a study
on the digital competency of educators in the virtual learning environment was revealed that
the proposed inputs of digital competence is an essential factor for effective transformation as
technological skill, knowledge acquisition and upgrade, presentation and professional skills
components of digital competency were found to have significant impact on the task-
technology fit. The Task-Technology Fit was found as an important eleme%’%ch has
significant positive impact on teachers’ task performance with Moo : ation as a
major correlate of the performance impact. The result show.ec{&.\educators who can
establish student-centered classroom activities and ensure g&@rative participation and

engagement of the studies are more likely to use thé ,@ e in productive performance

situations?84, ®

Organizational implications of digital inn@%ﬁ in print media organisation showed that the
physical materiality of products %‘%nt media provided stable boundaries between
occupational groups within thex@mzation as well as between media professionals and the
customer while the mall@“of digital materiality allows for quick re-arrangement that
makes digital prod@Qit delicate. The implication of the use of digital technologies by
print-media tion is an interconnection with digital ecosystem in which new actors

and practitionérs have gained entrance, thus creating a cycle of vested power relationshi
p g g acy p p

among ;e digital media practitioners?®.

A systematic review aimed at developing a synthesis of related researches and different
empirical studies to develop well-grounded measurement model of digital maturity revealed
that digital maturity could be assessed by eight dimensions and 32 items — strategy

(explicitness of strategy formulation, cross-functional implementation, transformative impact,
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degree of evaluation), /eadership (commitment, style, role, adoption of digital strategy by
executives), business model (generated customer value, relative innovativeness, degree of
digitalization, implemented value co-creation), operating model (degree of agility, level of
process integration, quality of resources, quality of cooperation), people (degree of expertise,
implementation of learning routines, employee adoption of digital strategy, specialization on
digital assets), culture (level of transparency, agility, empowerment, attitude towa.rd change),
governance (coordination mechanisms, level of alignment, measurability, targe@*}ftation),

and technology (adoption and usage of technologies for data m;% , customer

interaction, process automation, digital workplace)?®. 6

An investigation of the implementation of a digital transfon@en maturity model showed a
favourable disposition to information technology % al media within the educational
organizations and a general characteristic of pe le-centered maturity measurement but the

relationship between individual compete@s)\nd organizational capabilities was not clear.

This implied that a high maturity sc?&hnwng employees will not simply translate to high

organizational capabilities or pe‘ﬁfgr}hancem.

An assessment of d @fomatlon efforts in public organisations revealed that the
integration and \id!nentatlon of digital transformation programmes in government
estabhshm@%@ perceived to have political undertone. However, digital ambitions and a
goo@tanding of the necessary methods and strategies for digital transformation may
give the impetus to ignite digital transformation drive and pursue same to some level of
success in public organisation. The success of such will result in the introduction of

completely new ways of working in an established work arrangement in the pubic

organisations®®’
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From a survey of chief information officers selected across organisations in the United States
on digital transformation, IT capabilities and firm performance in which Resource Based
View theory was used as a theoretical framework, it was found that that IT capability
positively influences digital transformation processes in organisation serving as empirical
support for unverified evidence regarding the impact of digital transformation on job roles of
workforce and overall firms’ performance. It was found that the emergence of digital
technologies from social media to mobile platforms to big data, organizations %'ﬁ;}equisite
capabilities will drive performance by using such technologies to drive : ted ease of
operations, activities and relationship with clients and stakeholclers t ayas further revealed
that digitally transforming organisations leveraged on its dig&@pability in fostering job
performance of the workforce, work units and firms’ éqﬁ\\k[les fostering firm performance.

the findings shows that firms investing in digid@%ormation are able to align digital

insights with innovative processes and t&)’\@sments lead to enhanced experience and

performance?®, 'é'

In a synthesis of peer-revieweﬁegeamic journals between 2015 and 2020, on digital agility
and adoption of technology; 81 papers were considered narrowed down to 91 through
inclusion and exc@&crlteria. The systematic literature review was to assess the
underlying r tés\l’:ip between Industry 4.0 ecosystem and digital agility as a component of
digital tr@fo ation in organizations. The results show that agility is important for an
orga&on to adopt Industry 4.0 technologies as it helps companies to cope with the
changes that could ensue as a result of emerging technologies. The synthesis of the review
indicated that organisations’ capabilities for internet of things, cyber security system, big data
management, cloud computing, etc. are important drivers of digital transformation in
organisation and that only organizations which have agility as a (dynamic) capability can

effectively cope with the changes and become key drivers for adopting such technologies for
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improved workers’ performance, operations efficiency and effectiveness, stakeholders’
p p P

satisfaction and organisational growth?®,
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An exploratory cross-sectional survey of university leaders, founders and students from
Australia, Belgium, Canada, Germany, India, Kenya, Nigeria, Singapore, Switzerland, United
Kingdom, the United States, London, Massachusetts and Canberra representing diverse
groups of player and actors who were considered critical to digital transformation in higher
education was carried out to obtain range of viewpoints and assessment of digital
transformation in higher educational institutions. It was found that students .considered
digital innovations which support internships and ensure opportunities for er@igy\nent as
priority and were of the belief that the availability of technological .7300 facilitate
administrative functions and processes, simplify and moderrlize m)ission applications,
enrolment, examinations, students’ services and ease of acade@hgagement should be the
major interest for digital transformation initiatives. 'ﬁ]@lrveyed students were digitally
savvy and considered the digital thinking in th@ ce of any institution in the future
believing that there will be massive disrupti r\\ﬁgher education model in the coming years.
Similarly, leaders of higher education'@s; tions expected disruption in the model of the
schools in ten to fifteen years, n@ére employing ‘middle ground’ approach to effect
transformation to their exi 'ng\Xﬁdel while a few exhibited commitment and plans for
creating new digit y@e model in most areas of their institutions life as digital
transformation wa§ regarded as a pathway to strengthening their established way of working
and deliver&%tational services and not a means of changing the operations and models. In
all %nal management and leaders expressed precedence  for student enrolment,
institutional administration, course development, curriculum delivery and students experience

in their bids for digital transformation?®.

Examination of teachers’ preparation and development programmes to use digital resources
in learning environments and enhance learning outcomes revealed that institutions for

training and developing teachers’ competence are committed to four cardinal issues — “focus
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on the active use of technology to enable learning and teaching through creation, production,
and problem solving; building sustainable, programme-wide systems of professional learning
for higher education instructors to strengthen and continually refresh capacity to use
technological tools to enable transformative learning and teaching; ensuring pre-service
teacher experiences with educational technology are program-deep and program-wide rather
than one-off courses separate from methods courses; and aligning efforts with resgarch-based
standards, frameworks, and credentials recognized across fields”. Hence, rat@\bn of a
number of digital competencies by professional organisation will facilit .\lé’@recognition

and the need for such competences as well as personal career develo%egt efforts by teachers

and their employers®!. &%\
NS

An examination of the impact of digital technologi s@on learning behaviour motivation
for reading among Moroccan university student Qled that low cost of digital materials,
friendly features of e-texts and student i@o eep abreast of information around them
were prominent factors facilitating t ference for digital reading among the students a
large percentage of them port&gegithe digital materials (online materials, e-books, PDF,
Google books and docu as being essential to their academic engagement, indicating

that are essential anﬁqigltal materials were regularly being used coursework and offer

flexibility an @essness in reading experience?*?.

An @gion into the extent of influence of availability and access to digital tools on
performance and creativity showed that teachers see digital tools as “a chargeable interactive
tools with illuminated screen on which kids can manipulate things such as phone, computer,
camera, tablet, and a technology piece that allows you to use media, a video and audio clips,
the internet, and learning platforms and software”. It was discovered that teachers’

perceptions of creativity in some schools had direct link to availability and access to evolving
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digital tools and that digital tools were employed for the teaching of foundational skills and to

stimulate digital creativity among the children??,

An investigation into the relationships among “digital literacy, digital workplace continuance
intentions and individual performance” revealed a significant positive relationship between
digital literacy and effort expectancy which implied that the level of digital literacy have
significant bearing on employees’ perception of ease of use of digital technologles{@ their
performance in the workplace while performance and effort expectancies we% overed to
have strong predictive influence on continuance intentions, as wotkets who viewed

technology as useful and user friendly demonstrated inclinationi @g'}mued usage of the

- Q}C‘)

technologies

The interpretive in-depth case study on digital tra@ion strategy of European financial
service providers which involved a search fo@rganization where digital transformation
strategy was at its early stage led to th% ery of AssetCo, a medium scale financial firm
with almost one thousand worker %ere the study was carried out. A completely new
digital strategy was discoyere Wthh pointed to the continuous nature of digital
transformation show ﬁ processes and linked strategies of the firm were found to be
highly dynamic. \i{\ences from internal and external environment on the adoption of
digital reso‘%and advancement in the same direction were instrumental to the envisioning
of t@o be a leader in the financial service industry in the region. It was revealed that
organisation’s political undertone readily influenced digital transformation and that

strategizing was fruitful source of digital transformation®.

In a study on the use of digital technologies to facilitate digital organisational culture for
enhanced job and organisational performance, it was discovered that digital culture facilitates

the digitization of business activities and value creation of digital technology, showing that
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appropriate organisational culture is an important condition for the adoption of emerging
technologies capable of triggering value added activities, services and products and that such
value added options are dependent on the extent of digitization of business operations or

organisational activities®rror! Bookmark not defined.

A range of innovation approach and strategies of surveyed technology-based knowledge-
intensive business service firms in Spain were found to be common to manufa&@g and
services firms and were critical to innovation and performance impmv%it whereas
innovation patterns and practices lacked sufficient impact on innovative, outputs as well as
returns and gains on operations. As against the known ré@h'i\p of research and
development with budget and enterprise size in manufactu@sector, smaller technology-
based knowledge-intensive business service firms @mgmﬁcant effort in research and
development and a commitment in this dlrec nnovation practices in management,

iture and environment” were found to be

innovation practices in strategy and inno atl

statistically significant impactful on 1@1% outputs and business results®>.

Model creation for the descri U:\ng f the key components of digital technology improvement
in schools revealed if@% in practices, constraints and perception of the usefulness of
digital technolog&aiﬂ‘ng surveyed schools. Teachers’ competence in basic digital tools
covers the‘%ﬁty to use word processing software, use email resources, search for
info on the Internet, download content from the internet, upload items to a cloud
folder and use digital learning resources. A more detailed digital competence relates to the
use of spreadsheets, image processing, graphics design, social media networks, virtual
meetings, web page creation and design, blog publications, etc. Digital culture is a necessary

driver of digital technology use for pedagogy and knowledge practices and curriculum

delivery?%¢
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In a study on the influence of technology usage and management on organisational
performance of private higher learning institutions, technology management was found to be
capable of enhancing institutional performance while low usage of technology undermines
the organization’s performance in terms of users’ experience and administration. The
subjects indicated the belief that digital process has come to displace the conventional paper-
based office procedures and is leading to reduced operational costs. In addition., perceived
ease of use, perceived usefulness and behavioural control portend positive i@e} on the
attitude of the users to technology adoption while trust in technology h . \?@re effect on
perceived behavioural control of workers?”’. . 6.\
A

A study on the relationship of adaptive performance and ]Ob @gtion of workers in Middle
Tennessee State University revealed that work en 0@“5 are usually dynamic and never
static making workers in an organisation to embr e adaptability on their job than ever before.
The study showed positive relationships @Mn adaptability of an individual and all the
identified dimensions of adaptive per@nce and that a person’s level of adaptability relates

to the extent of utilisation of the aqélbility on a job",

0}

An investigation in @iaﬁng role of organizational climate on the influence of
emotional intellngci‘gn counterproductive work behaviour of administrative personnel in
some Jord@wersities indicated significant relationship and connection between emotional
inteand counterproductive work behaviour. Components of emotional intelligence -
self-awareness, understanding others, use and regulation of emotion have significant impact
on organisational climate - “clarity, communication, responsibility, teamwork and support,
and commitment” and are important to defining the counterproductive work behaviour of

workers??®
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An examination of the structural relationships between organizational support, job crafting,
work engagement, and adaptive performance in which human resources professionals in
South Korea were sampled revealed that organizational support bears much impact on
adaptive performance by means of job crafting and employee engagement while job crafting
and work engagement were found to be statistically significant to facilitate improvement in
the adaptive disposition and behaviour of workers in an organisation. Hence, ac.loption and

promotion of job crafting to give optimal face to the work environment @pﬁﬂ in

enhancing work engagement among workers>%. ,%\QO

An empirical evaluation of job requirements for adaptation to @gy with reference to
performance employed the taxonomy of adaptive perform@,ﬁeveloped by Pulakos and

colleagues. It was reported that the surveyed proj g@ﬁgers in different countries across
the world indicated a high frequency of expe sln adaptive performance. The study
revealed that learning work tasks, techn@ and procedures, dealing with uncertain and
unpredictable work situations, de"\@aung physically orientated adaptability, solving
problems creatively, handling\@)@rgencies or crisis situations, handling work stress,
demonstrating interperso d’ﬁptability, and demonstrating cultural adaptability, depict
adaptability level Qd)grve as important need of managers to demonstrate adaptive
performance 6\

2.3.@ew of Empirical Studies on Work Environment and Job Performance
Managing organisations towards improving employees’ performance was found to require
concentration on employee motivation and provision of necessary infrastructure in the work
environment*®”. The relationship and impact of work environment on employees’ job

performance were shown to be dependent on a number of work environment considerations

such as physical component of workplace, supervisors support, job aids, work incentives, and
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performance feedback. Work environment was revealed to be a key determinants of the level

of satisfaction derived by workers from their experience and encounter on a job?33.

An investigation of the impact of work environment on the performance of workers in
Institute of Finance Management in Dar-es Salaam pointed out that where employees are not
given due recognition and made to work in a desirable work atmosphere, they lose the feeling
of commitment to their employer and are demoralized in terms of performance as 'e@yees’
performance was found to be depended on a number of factors - job aid, %ﬁreatment,
flexible work condition, noiseless workspace, supervisor’s support, harmonious relationship
with colleagues, supportive policies, opportunities, etc. that we‘r@ga to be important in

S

achieving the desired level of performance of workers®>3. Q}

A study of office design and employee productivi@%d to no influence of office design

and related work factors on the productivit: @Snmitted employees in the organisation as

the workers were found to show focus& Ifilment of their job functions irrespective of
the availability and adequacy of @e resources. While comfortable furniture showed

significant impact on the ﬁpl ees’ performance, light, noise-levels and temperature

revealed negligible 1&;@

An examinatéoré\the significance of psycho-social factors on the attitude of workers in

the workers who demonstrated organisational commitment*.

private o%m tions revealed that workplace relationship, social relations, emotional issues,
job &nment and extra work bear significant impact on employee’s attitude at the
workplace while adequate physical factor of the work environment — furniture, fittings and
furnishing, office space, office arrangement, interior designs and aesthetics were found to
enhance employees comfort level, work habits, lifestyle, sophistication and productivity.

However, emotional factors and relations ranked highest to show that behavioural factors are
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more critical than physical factors while comfort level in the workspace has more significant

than the layout of offices in stimulating work attitude and performance of workers??°.

A survey of workers in a software company revealed that poor work environment and
discomfort revealed probability of health issues among employees and absentees and fall in
productivity as a unit change in physical environmental factors will engender about 35
percent change in employees’ health. Employees in software firm showed th'e\%d for
attractive, peaceful and supportive work environment characterized by .g% ationship

among workers, supervisors support, employee participation in decisionthdt affect them in
order to achieve higher performance?*’. ‘ @“

A RIDIT approach employed to determine the precedequsf work environment factors
influencing employee performance revealed thad@%s showed highest preference for

cooperative workplace, organisation and superyiser supports, and employees’ empowerment
p p g :E\ pp ploy p

and followed compassionate relationsh%’ al respect and understanding, thus showing the
precedence of behaviour work fac@n employees’ performance. the result showed that

administrative work group s o%)interest for work atmosphere that guarantee morality and
.\

honesty, courtesy, ric@ of efforts, freedom to express ideas and thoughts, use of

modern-day tecl')%)J

enhanceme?@imilarly, in another study, employees’ job attitude and work disposition of

cal tools, opportunity for training and skill development and

worl@g shown to have significant relationship with job performance®2.

A survey of employees drawn from small and medium scale enterprises in India to examine
work-domain impact of work environment on the job-related attitudes of workers -
satisfaction, affective commitment, work-family conflict and intention to leave revealed that
workplace social support variables have significant bearing on workers’ attitude, effective in

molding employee views and impression about their firms’ work culture, engender
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productive work behaviours, reduces employees’ intention to exit their job and renders the
work environment favourable. In a similar direction, supportive organisational culture
emerged as essential consideration of employees and portends positive psychological
influence on the attitude of workers and facilitates the pressure associated with work load and

demanding job conditions and requirements#.

Several dimensions of physical elements of the work environment — ventilation, tém&amre,
noise reduction, interior infrastructure and lighting portrayed positive %ation and
significant impact on the performance of worker of firms in the apparel 1 try in a district
of Sri Lanka. The physical work components of the origina't@e'r\e discovered to be
unfavourable and undesirable thus rendering the perfélsance level and outcomes
unsatisfactory?!®. In a similar study, sound, li th@ofﬁce layout and design, space
arrangement and allocation, colour and ergonomics™were reported as physical factors that
o

have impact on the ability, motivation for@:}ﬂe

workers to situational constrains(,&bhnology and environmental demands while

performance and the adaptability level of

organizational environment bewcombination and interplay of people, policies, character

and system was found to @&ent factor that could affect individual and the organizational

performance?*°, QQ
N

An invest@ into the work environment factors affecting productivity showed that
prob@g poor or low productivity reside within the environment of a workplace as
conducive and better work environment, in addition to pay, supervision, training,
development, liveliness, excitement, motivation, work stress-free work encounters, energy
and pleasure, and happiness were revealed to be capable of boosting workers performance,

stimulating creativity and workers’ commitment to organisational success®®.
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In a study of the work environment impact on employee performance level in selected
manufacturing firms, results revealed that productive capacity and inclination of workers will
increase where working conditions and environment are kept to remarkable level and will fall
if work load on individual worker is made to increase beyond certain threshold’. Similarly,
test analysis of the predictive impact of organisational behavioural factors showed that
employees’ relationship with co-workers, supervisors support, organisationa.ll %}icies,
technology use, training and development, incentives, employee recogniti@}@dequate
workload are factors constituting working environment and all have far- a. %ﬂuence on
the performance level of workers®*. Result of another study inclic@kat work life balance,
psychological wellbeing, social exchange and relationships&ggagement and leadership
approaches, policy transparency and implementation dep@ ealthy workplace environment

which facilitates improved work culture and organ%% productivity>%.

A survey of 110 supervisors selected @\manufacturing and service organisations in
Indonesia in which analysis of mom@&%\’ucmres and sobel test were employed to examine
the influence of flexible work hour and work environment on the engagement level and work
performance of the supe “%'}evealed that work environment factors predicts significant
change in employe@gation and engagement and that employees’ motivation is capable of

mediating th @nship of work environment and employee performance'®.

A s@gealed that giving the workers the freedom to arrange and utilize their own
workplace in accordance with their preferences and peculiarity is a key to ensure a productive
work environment as such authority and control over physical office design and layout was
reported to be capable of making the workers feel a sense of security and ownership of their
environment and a culture of optimal performance, motivation for efficiency and

effectiveness as well as harmonious workplace relationships®.
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An exploration of the correlation between activity-based work environment and job attitudes
and vitality of office workers emphasized the interplay of task requirements and work
environment to determine the perceived fit of task requirements or needs office workers and
work environment. It was found that trust in management and workers need for routine
seeking are possible predictors of suitable and well-organized use of activity-based work
environment, a workplace environment devoid of disturbance and conflicts ha.ve cg)'sitive
correlation and influence on job attitudes of office staff and the energy they put@i@}ir work
and that adequate balance of need—supply fit of communicative ;% rtive work

environment strongly correlated with enhanced job attitudes®’. 6.\

A survey of 3011 workers across organisations in a service s@& to ascertain the connection
between psycho-social work environment and work e@lreats and violence revealed that
high quantitative demands, high emotional dema: &)W level of influence over own work-
situation, low predictability, low rewards @)\\'k, ow role clarity, many role conflicts, many
work-family conflicts and low organigé%! justice were associated with work-related threats”
and that “high emotional demaﬁ@gg)w predictability, low role clarity, many role conflicts,
many work-family confli W supervisor quality and low support from nearest supervisor
were associated wi@g-related violence’®. A study report shows that restorative nature
of the work @ significant in enhancing the organisational citizenship behaviour of the
workers @h at when members of a work organisation are given restorative environment,

the @xt in which job is performance is improved and extra-role behaviour of active

involvement, team spirit and co-workers support will improve3®.

The result of a study revealed that the characteristic nature of the physical aspect of the
environment in which people are engaged to perform assigned tasks and roles defines and

influences their welfare, comfort, engagement pattern and level, nature of interaction and
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control over what they do in the work place, how they do it and ultimately determines the

performance across every part of the organisation®'?.

In a study involving the survey of staff of the admissions section of a large public university
in the eastern United States, it was reported that friendship network in a workplace setting
positively correlated with the contextual performance of the workers and that network of
formal and social advice among the workers was capable of enhancing the ori@ional

citizenship behaviour of the workers®!!. . Qg)

In an assessment of the impact of employee health in mediating %g\elationship between
workplace environment factors and employee performance, @'mgs revealed that a unit
increase or decrease variance in physical environment %%‘g yielded 35% corresponding
change in employees’ health and that behavioural@ ment factors resulted in significant
positive change in employees’ health. E\ﬂsees’ health was reported to be highly
significant in predicting the influence gﬂé environment on employees’ performance. It
was submitted that physical and be@ﬂural context of work environmental positively affect

employees’ health which in @ged significantly positive influence of employees’ level of

performance?#°, QQQ
>

>
S
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2.3.3 Review of Empirical Studies on Digital Transformation, Work Environment and

Job Performance

In a review to identify key factors that foster effective digital transformation of any
technology driven work environment, thirteen predominant factors were proposed and
theorized as having influence on organisation’s digital transformation activities and success
at individual, group and organizational levels. The review revealed thaéﬁgﬁanology
acceptance, perception and attitudes toward technology use, skill and a .hg mployee’s
resilience and adaptability, and work-related wellbeing were esse ial.\ individual level;
communication and collaboration of work teams; team identif@%n rélationships and team
adaptability and resilience were fundamental to effective d&gﬁ transformation at the group-
level, while leadership; human capital and organiz%&ulture e organizational-level, were
found to be important for digital transfomaﬁc@rganizaﬁonal level. It was acknowledged
that employers’ acceptance and attitudo&' d any type of digital technology will facilitate
its adoption and transformational @% Similarly, employees’ perception of the ease of
learning new skills needed fi r%ﬁticular technology and the usefulness of such technology
in enhancing their ro t@ task performance, will make the employees accept the use of
the technology. Kgd)ltion, technological adoption and acceptance were linked to training
opportuniti%wded by the organisation and knowledge sharing on new technology among
teamgg supervisors influence technology adoption but such knowledge sharing
relationship and interactions in the work environment are often moderated by technology type,

employees’ job roles, gender, age and experience?!2.

In a case-based survey conducted in a subsidiary of a global enterprise in the wholesale
industry in Germany, autonomy, competence and relatedness factors in the work environment

were considered in relation to performance measure and attitudes towards digital
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transformation and usage intentions. It was found that the availability of array of tools makes
workers to exhibit autonomous attitude in the work environment and determines their choice
between existing and new technologies and to be selective in their choice in new set of
technologies. The technological confidence of the workers was revealed as a potent predictor
of their perceptions of usefulness of new technologies and also determines their attitudes
towards the digital workplace as workers who are competent in using technologica.ll resources
in the digital work environment explore technology in innovative and unique v@b Hence,
technological resources in the workplace environment should lend a s .%nectedness

with the workers in order to prompt a positive attitude among emplogﬁ.?.

AS

A review of material, organizational and environmental @edents that are capable of
prompting digital transformation shows that the e%?ce and diffusion of a variety of
digital tools and resources is a material antﬁie that enabled and triggered digital
transformation and that social media, mob@%ces, analytics, cloud computing and Internet
of Things have digital properties thaké%rmine the form of digital transformation in a work
environment. It was shown twe emergence and diffusion of digital technologies in a
work environment intera@ﬁ organizational characteristics (strategy, legacy, historical
pathway, resources, processes, values and culture) and material and organizational
antecedents dre \Bedded in and interact with environmental factors. Enhanced use of
digital te@o ogy and software for task performance, the creation of smart, linked, and
cust&d products, and automated, data-driven, and virtual business processes, new value

creation and improved service delivery were attributed to digital transformation in the work

environment3!4,

A survey of responses from employees of research and development was used to ascertain the

relationship of absorptive capacity, creativity and job performance in work environment in
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which social media usage was positioned to moderate the relatedness among the constructs.
The study revealed that absorptive capacity of individuals has significantly positively
relationship with employees’ creativity and creativity positively correlated with job
performance while the social media usage was found to be potent in influencing the impact of
employees’ absorptive capacity and the extent of creativity exhibited towards desirable job
QP

2.3.4 Review of Empirical Studies on Work Experience and Job PerfoergJ

performance’'”,

In a study on the correlation of work experience and job performance i which data were
collected from private-sector organizations involving 83 @a .\nal groups, which
constitute a diverse sample of all jobs in the economy of 50 @’w&of United State of America,
measure of work experience was taken as the num é@ months the employee worked in
present occupations, regardless of employe{.&) factors of work experience - length of
experience and job complexity were fo n@>ve moderating impact on the correlation. Job
performance is most correlated wi experience for individuals who have low mean
levels of employment experience‘ad who work in positions with modest cognitive demands.
Work experience was found\to .\ave a greater impact on job knowledge and job performance
for low-complex'\t< %an for high-complexity jobs due to the differences in educational
opportuniti ble for each of high and low complexity jobs which implies that work
expe‘@s a better predictor of job performance for low-complexity jobs than for high-
complexity jobs. For performance in high-complexity jobs, job knowledge is acquired
through both formal education and on-the-job training, however there are fewer formal

education sources from which job knowledge can be acquired for low-complexity positions?!S.

In a study to determine the net positive return to tenure with the current employer using total

work experience in an industry as the explanatory variable, it was submitted that work
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experience is occupational and industry-specific rather than firm-specific and leads to
improvements in employees’ job-related outcomes®!’. The association and interaction
between job demands, job control and work experience were investigated using a job-
demand-control model in which work experience, measured as the number of years an
individual had been working regardless the job or organisation, was introduced as a potential
moderator of the impact of job demands and control and their interaction with ada.ptactigin and
work outcomes. Significant interactions were found between work experi%itg\énd the
variables but such interaction effect decreases as the years of year .%experience
increase leading to statistically insignificant interaction of years e)ggerience on the job

demand, job control and work outcome (adaptation and learnin@

R
The moderating role of personality factors was i Q@%d on the relationship of prior-
related work experience and job performance %kers in eleven private life insurance
organizations which are highly ranked @Nﬂra market share and represent maximum
employee strength of the insurance@ in New Delhi, India. Overall firm experience,
unrelated experience and priorWrelated experience were reported to significantly predict
only one of the job p ahce outcomes — organisational citizenship behaviour of
individuals, which @iﬁged that an employee's company experience, unrelated experience,
and prior jo experience may all work together to influence whether they act in an
organizaﬁ@al citizenship manner. It was discovered that none of the three work experience
pred& explained any significant distinctive variance in any of the three performance
outcomes, contradicting the assumptions that each of the predictors would do so for the three
job performance outcomes. Additionally, the likelihood that public sector employees will
engage in in-role behaviours and organizational citizenship behaviours, which were used as

job performance indicators, depends on the quantity of firm experience, unrelated experience,

and past work-related experience. Differences were reported between the predictive influence
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of the work experience indicators on job performance measures in public organizations and

that of private organizations, as shown by the three work experience predictors found to have

no significant impact on any of the job performance outcomes in the private sector. Such

differences were attributed to possibly the weight given to work experience and seniority in

public sector organizations for career advancement, while performance record is the main
N
N

Similar to this, personality traits were employed to mitigate the associaﬁor%ﬁveen work

criterion for similar promotion in the private sector®!’.

experience and job performance over and above control factors includ irm experience,
irrelevant experience, and job complexity in order to clear u‘g@’aical uncertainty in
existing literature. It was submitted that more compreher@'}e personality traits including
openness to experience, conscientiousness, agreeab @xtroversion, and neuroticism play
significant roles in the strength of the relationship of*Wwork experience and job performance.

Accordingly, it was suggested that resear@ts showing a bad correlation between work

experience and job performance woul% ly be situation-specific?°.
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2.4 Conceptual Model
The conceptual framework developed to model the relative and combined influence of digital
transformation and work environment on job performance of administrative staff of public

tertiary institutions in South-west, Nigeria is shown below:

Independent Variables

DIGITAL TRANSFORMATION

Transformational Capabilities

¢ Change Leadership Dependent Variables
¢ Innovation Culture
e Digital Agility Hol JOB'PERFORMANCE
7'y >
Digital Capabilities
Task Perf
e Digital Competence Hy ask Ferlormance
. e Task and Operational Expertise
¢ Digital Technology Work
Expeiience e Problem Solving abilities

Digital Operational Efficiency o Efficiency at work

* Digitized/Automated Processes e Oral and Written Communications

¢ Digitized Collaboration Ho3 >
e [Lean and Continuous
Improvement
Adaptive Performance
e Resilience and Open-mindedness

WORK ENVIRONMENT o Adjusting to new Job Demands
Physical 'Fac't(')rs . o Learning new Skills

e Auvailability of Office facilities

e Lighting and Ventilations

e Layout/Spatial Arrangement R

Ho2

Behavioural Factors

¢ Interpersonal Relationships

e Social Support

Fig. 2.2: Conceptual Model for Digital Transformation, Work Environment and Job Performance

Source: Researcher’s Fieldwork, 2023
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The focus of this study was to examine the impact of digital transformation and work
environment on job performance of administrative staff of public tertiary institutions in
South-west, Nigeria. As depicted in the conceptual model, digital transformation and work

environment are the independent variables while job performance is the dependent variable

Job performance was measured in terms of task performance and adaptive performance.
Metrics used to measure task performance are task and operational knowledg@blem

solving ability, efficiency, task skills and expertise, work quality and j%@%ﬁtion skills
he

which were adapted from Campbell’s Theory of Job Performance!?. T trics adopted for
. ”
measuring adaptive performance are resilience, adjustment to %& demands, flexibility

and open-mindedness, new skill development and creqtix&%}%s which were adapted from

Individual Adaptability Theory'!#. Q’Q\

Digital transformation and work enviroxﬁe{@ the independent variables. Constructs

adopted as measures of digital trans afion were transformational capabilities, digital
capabilities and digital opera%&j?ﬁciency. The metrics were adapted from Digital
Excellence Model'*®. Digit Uiansformation basically results in changes in key areas of
organisational activj s@nanifests in a number of ways - Transformational capabilities of
the organisatim%\adequately respond to technological changes and development through
change leadership, digital agility and culture; Digital capabilities covers the development of
new@s and competence by persons driving innovative solutions as well as digital
technological tools and applications which enable digital changes; Operational efficiency
depicts the extent to which digitalization of processes delivers efficiency of operations, use
of communication tools for collaboration and knowledge diffusion as well as seamless and

continuous improvement in operational routines!>168,
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Components of the work environment which were taken to ascertain the conduciveness of the
work environment are physical and behavioural factors?*®32!.  Physical factors were
measured in terms of lighting, ventilation, spatial arrangement and office furniture and
fittings which are important physical needs for conducive work flow and workers comfort as
indicated in a number of literature®*-322323, Behavioural factors are represented by
interpersonal relationships - communication and attitude among people in the work place,
behaviour towards team and colleagues, subordinates or supervisors and social-stpport (co-
worker support and supervisors’ support) which are indicated in literaturesas\c@mponents of

behavioural work environment293-304324,

2.5 Summary of Gap in Literature Reviewed
This study focuses on the influence of digital transformation and work environment factors
on the job performance of workers in pubic organisation with particular emphasis on the

administrative personnel of public tertiary institutions in South-west, Nigeria.

Every organisation, private or public is established with certain goals towards which efforts
and activities are directed for the purpose of accomplishment. The achievement of
organisational goals has been shown to be fundamentally predicated on the performance of
workers engaged to carry out organisational activities. Employees’ job performance is
therefore a critical factor in the achievement of short and long-term goals of an organisation
and an important issue of concern and interest to practitioners and researchers. Many
factors have been identified and studied by researchers to measure and describe job
performance as seen in existing literature, however till date, none had explored task, and
adaptive performance to assess job performance of administrative personnel of public

tertiary institutions in South-west, Nigeria.
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While job performance has been studied extensively, administrative job responsibilities in
public tertiary institutions encompasses an array of functions involving the interplay of
many factors and are carried out at different interface of functions and mandate of such
institutions, thus requiring performance factors to cover not only in-role and extra-role
behaviours but also the readiness, capacity and wiliness to change and adapt to
environmental and work changes beyond the stipulations of the job description of
incumbents.  However, most of the existing literature examined job performance of
administrative staff of tertiary institutions and other public organisations in terms of
efficiency, effectiveness, quality of work, job attitude and disposition, etc., thus leaving a
wide gap in literature on the categorization of administrative job performance into task
performance (covering their in-role, administrative task, praficiency, task knowledge, work
quantity and quality, communication, etc.) and adaptive performance (to capture their level
of adaptability - creative problem solving, “handling unpredictable situations of work,
learning and coping with new tasks, tools, processes, technologies, and adjusting to changes

in culture, workplace environment, Work teams and individuals).

In this study, job performance\of’ administrative staff of federal tertiary institutions in South-
west, Nigeria were(categorized into task and adaptive performance and treated as distinct
components 40 (contribute to existing literature and to provide further explanation on the
concepts ~in developing appropriate framework for assessing the performance of

adminiStrative at work.

An indispensable factor in most organisations of modern societies which has changed the
perception and expectation of consumers, users, serviced entities or groups on firms’
operations, business offerings and service delivery is the use of technology and essentially

the digital ones. The modern-day adoption of digital technologies prompts businesses and

123



organisations to transform their operational models and activities digitally. Digital
transformation has therefore gained popularity in literature and it continues to attract the
attention of researchers. The concept of digital transformation has been widely studied but
such studies are largely situated in business enterprises as the concept was mostly viewed in
terms of business process and product transformation for value creation to customers and
consumers. Many metrics of digital transformation have been identified and studied but till
date, no empirical research in the context of public organisation had explored the metrics
examined in this study together as measures of digital transformation. Most existing
empirical studies on digital transformation were carried out in private enterprises and
constructs such as digital technology, digital capability, digital” maturity, technological
innovation, organisational agility were explored to desctibethe level of digital transformation.
The present study recognized this gap in literature and is therefore based on federal tertiary
institutions in South-west, Nigeria as public sector organisations. In addition, the study
explored Digital Excellence Model which $pecifies best practices of digital transformation,
readiness and capacity of any organSation to operate in the digital era, the key indicators and
challenges and how organisations respond to them. The model particularly shares common
indicators from a wid€™xauge of interest areas such as education, business, commerce,
information techmglogy and it used practical observations and feedback to offer a fuller
explanation ‘ef digital transformation level and the salient areas of manifestation of digital
transformation. The model offers practicable framework for the assessment of digital
transformation in organisations and could be employed in a longitudinal study on digital

transformation.

Extant literature and studies have shown that the workplace environment is a key
determinant of workers’ attitude, sense of responsibility, commitment, quality of work,

level of productivity or performance and the motivation to improve in these areas. Studies
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have equally shown the links between job performance and physical component of the
workplace, people and situational factors in an organisation but none investigated the
combined and relative influence of digital transformation and work environment on job
performance of administrative staff of public tertiary institutions in Nigeria where work

environment was x-rayed in terms of physical work environment and behavioural/human

O

To fill identified gaps in literature and to contribute to existing literature on the variables,

N0

this study examined the influence of digital transformation (measured b¥ transformational

A o

capabilities, digital capabilities and digital operational efficiency) and work environment
v e

environment.

Ng
(Physical and behavioural environment) on job perforr&z‘l‘nce (task performance and

A
adaptive performance) of administrative staff of public tertiary institutions in South-west,
A
Nigeria. &
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Chapter Three

Methodology

This chapter describes the methods and procedures used to gather relevant data for the study.
It covers the research design, population of study, sample and sampling technique,
instrumentation, data collection procedures and method of data analysis.

3.1 Research Design . Qg)&

This study employed the mixed method research design involving the uﬁ%}t quantitative

and qualitative methods. Mixed methods gives the room to expl-obil‘ka Breadth and depth of

an investigation with a view to having enhanced and C(@%{GHSWG insight about the

investigation'. &

Q
For the quantitative aspect of study, descripti rvey design was used. This is because the
population of interest, that is, adminiigﬁe)}aff of federal tertiary institutions comprises
large number of individuals in diffe@oadres of work groups, different institutions and wide
geographical coverage which sp}p)across the six states of the South-west Geopolitical zone
of Nigeria. The survey@o C?l gave room for the coverage of large subjects in the study

population upon y{hi generalisations were made®?. For the qualitative aspect, structured

interview w%&iucted with the registrars who are the chief administrative officers of the

fede@@ry institutions.

3.2  Population of the Study

The population of this study comprised senior registry staff of federal tertiary institutions in
south-west geo-political zone of Nigeria. In all, there are 14 federal tertiary institutions in
the study area - six universities, five polytechnics and three colleges of education owned by

the federal government®. Preliminary investigation revealed a total of 5557 administrative
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staff as shown in Table 3.1 who are senior registry staff (secretaries, executive officers,
administrative officers and officers in the registrars cadre) in the federal tertiary institutions.

Table 3.1: Population of Administrative Staff of Federal Tertiary Institutions in South-
west, Nigeria

S/N Federal Institutions Secretary Executive Admin. Registrar Total
Cadre Officer Officers Cadre
Cadre Cadre

1 University of Lagos 165 224 387 147 923

2 Federal University of Agric. Abeokuta 87 81 111 9@ 370
3 Federal University of Technology, Akure 81 104 114 \Q§ 370
4 Obafemi Awolowo University, Ile-Ife 99 86 12 99 406
. . M
5 University of Ibadan 121 13 gl\\ 12 136 605
6 Federal University, Oye-Ekiti 61 Qé 88 62 270
7 Federal Polytechnic Ado-Ekiti \ 112 123 89 418
8 Yaba College of Technology % 9 126 131 112 466

9 Federal Polytechnic Ilaro ( \) 103 89 97 67 356

10 Federal Polytechnic Ede Q)(b 65 51 47 49 212

11 Federal Polytechnic Ile-Oluyi 56 46 48 51 201
12 Federal Coll. of Ed Hnical), Akoka 103 89 101 73 366
13 Federal Colleg(j Education, Abeokuta 83 94 117 82 376
14 Fede @ge of Edu. (Special), Oyo 45 56 61 56 218

(‘1‘0@ 5557

Sourcey’

33 Sample and Sampling Technique

For the purpose of this study, a sample of 373 administrative staff was considered appropriate
from the population of administrative staff of federal tertiary institutions in South-west,
Nigeria. The sample size was determined with the use of Taro Yamane’s method of sample

size determination in a known population of study.
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The Taro Yamane formula is given as:

N
(I+N(e)%)

Where:
n = Sample size
N = The population under study

e = Margin of error (it could be 0.10, 0.05 or 0.01) %&\

From Table 3.1, the observed population of the administrative staff @%ral tertiary

institutions covered in south-west, Nigeria stood at 5557 at the t1 Q\f this study. Thus,

using the Taro Yamane’s formula n= (14N (e) 2) &

n="7?

N = 5557 QQ

e =0.05 (95% confidence interval) %

Therefore, §J

5557

- X
T (1+5557 (0.05)?) ’\)

5557 @“

"= 1+5557(0 + 5557 (0.0025))

n=373.20

Multi-stage sampling technique was used for sample selection. The first stage involved the

selection of respondents from the 14 federal tertiary institutions in south-west, Nigeria.
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The next stage was the stratification of the population into federal universities, federal
polytechnics and federal colleges of education as follow:

Table 3.2: Population of Administrative Staff of Federal Universities in South-west,

Nigeria
S/N Federal Universities Secretary Executive Admin. Registrar Total
Cadre Officer Officers Cadre
Cadre Cadre
1 University of Lagos 165 224 387 147 923
2 Federal University of Agric. Abeokuta 87 81 111 &370
3 Federal University of Technology, Akure 81 104 114, \Q@ 370
4 Obafemi Awolowo University, Ile-Ife 99 86 122 99 406
. yﬁ'\

5 University of Ibadan 121 13%\ 12 136 605
6 Federal University, Oye-Ekiti 61. Q 88 62 270

Total (A) N 2944

A\

Source:? N
S

Table 3.3: Population of Administra ’veQaff of Federal Polytechnics in South-west,
Nigeria

S/N Federal Polytechnics @. Secretary Executive Admin. Registrar Total
\) Cadre Officer Officers Cadre
Cadre Cadre

1 Federal Polytechn@ﬁdti 94 112 123 89 418

2 Yaba Collea echnology 97 126 131 112 466
3 Fede echnic Ilaro 103 89 97 67 356
4 @1 Polytechnic Ede 65 51 47 49 212
5 Federal Polytechnic Ile-Oluji 56 46 48 51 201

Total (B) 1653
Source:?
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Table 3.4: Population of Administrative Staff of Federal Colleges of Education in South-
west, Nigeria

S/N Federal Colleges of Education Secretary Executive Admin. Registrar Total
Cadre Officer Officers Cadre

Cadre Cadre

1 Federal Coll. of Edu. (Technical), Akoka 103 89 101 73 366
2 Federal College of Education, Abeokuta 83 94 117 82 376
3 Federal College of Edu. (Special), Oyo 45 56 61 56 218

Total (C) &»{bﬂ 960
Source:?

Therefore, A + B + C = 5557 E

Then, stratified random sampling technique was used to dete@%the sample size from each

Sample Size _ Q .

- x Stratum Size = Strat mple Size
Population . ﬁ\&

Thus, the following table was obtained§'

Table 3.5: Sample Size per Stw

stratum using the formula below:

o %'\ Stratum Stratum
Institutions . .
Size Sample Size
Federal Universitie&S}yuth-west Nigeria 2944 198
Federal P c%ics, South-west, Nigeria 1653 111
Fed Qleges of Education, South-west, Nigeria 960 64
Tota 5557 373
Source:?

Table 3.5 shows that 198 participants were selected from the federal universities, 111 were
selected from federal polytechnics and 64 participants were selected from federal colleges of

education.
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The next stage of the sampling procedure was the determination of the number of respondents
from each institution under each stratum. To do this, the following formula was used:

Population of Each Institution
Stratum Population

x Stratum Sample Size

x 198 = 62

For example, University of Lagos =

Hence, the following sample table was obtained

o~
Table 3.6: Sample Table Q’)&

S/N  Federal Tertiary Institutions Admin Staff@b Size
1 University of Lagos 923 % 62
2 Federal University of Agriculture, Abeokuta @ 25
3 Federal University of Technology, Akure 6 370 25

4 Obafemi Awolowo University, Ile-Ife @ 27
5 University of Ibadan Q) & 605 41

6 Federal University, Oye- Ekl 270 18
7 Federal Polytechnic d@(p‘tl 418 28
8 Yaba College of&h&mlogy, Yaba 466 31
9 Federal PQ)Y@I% Ilaro 356 24
10 F ede%ﬂﬂplytechnic Ede 212 14

Federal Polytechnic, Ile-Oluji 201 13
QQederal College of Edu. (Technical), Akoka 366 25

Federal College of Education, Abeokuta 376 25
14 Federal College of Edu. (Special), Oyo 218 15

Source:?
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After determining the number of respondents from each tertiary institution, convenient
sampling technique was employed for the selection of the sample because of possible non-
availability of all administrative staff in each institution at the time the survey was conducted.

The flow chart of the sampling procedure is displayed below:

Stage 1: identification of 14 the federal tertiary institutions in South-west, Nigeria
v

Stage 2: Determination of Sample Size Using Taro Yamane Formula
v

Stage 3: Stratification of Population into Universities, Polytechnics and Colleges of Education
v

Stage 4: Determination of Sample Size from Each Stratum
v

Stage 5: Determination of Number of Respondents from Each Institution

Fig. 3.1: Description of Sampling Procedure

Source: Researcher’s Fieldwork, 2023

34 Research Instrument

For the study, quantitative and qualitative data were collected. The instrument used for the
quantitative data was a stpmetiired questionnaire which made use of existing structured scales

with appropriate properties. The questionnaire consists of the following sections:

Section A: Démegraphic Information
Thissection was used to collect demographic information of the respondents such as, gender,
cadre, year of service and age. Items on the demographic data were self-developed by the

Researcher.

Section B: Job Performance
This section on job performance consisted of 21 items divided into two dimensions - task

performance and adaptive performance. The questionnaire items were adapted from
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Individual Work Performance Frameworks and Individual Work Performance Indicators®’.
The scales were designed with a 4-point likert rating options - Very High (VH), High (H),
Low (L) and Very Low (VL). Examples of questionnaire items on task performance are
knowledge of administrative tasks, ability to identify problems and issues, understanding of
directives and instructions, while that of adaptive performance are ability to cope with new

work demands, adjusting to new work processes and tools, learning new technologies, etc.

>
Section C: Digital Transformation . Qg)&
Digital transformation consisted of 34 items divided into three dimensi:)%ransformational
capabilities, digital capabilities and digital operational efﬁciend)@quuestionnaire items
were adapted from Digital Excellence Model, Technoé} Capability and Strategic

Flexibility Scale and Digital Literacy Scale®%1°. Q@

Transformational capabilities has nine items @4-point likert options - Very High (VH),
High (H), Low (L) and Very Low V&) Examples of the questionnaire items are —
commitment of management to digiq)ibianges, cultivating digital culture across organisation,
identifying new digital oppoﬂM, etc. Digital capabilities has two components — Digital
technology with eigﬁé@z 4-point likert options - Highly Available (HA), Available
(A), Fairly AvaﬂQJ

items withﬂ%ng- Highly Competent (HC), Competent (C), Fairly Competent (FC) and Not

A) and Not Available (NA) and Digital Competence comprising 6

Com o%c‘ C). Examples of questionnaire items on digital technology are - IT-enabled
internal communication networks, virtual interactions resources and e-service platforms and
architecture while examples of items on digital competence are communication in online
interactions, multi-media usage, digital information security, etc. Digital operations

efficiency consisted 11 items such as digital data generation, digitalized collaboration among
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departments and persons and digital service delivery with options Highly Efficient (HE),

Efficient (E), Fairly Efficient (FE) and Not Efficient (NE).

Section D: Work Environment

Work environment consisted of 17 items divided into two dimensions - physical work
environment and human/behavioural environment designed with 4-point likert options Highly
Conducive (HC), Conducive (C), Fairly Conducive (FC) and Not Conducive (N @sical
work environment comprised 11 items such as furniture and fittings, air-cont@%!ng system
and arrangement of people and work units which were adapted from ce Design and
Employees Productivity —Questionnaire and Workplace ° @P'ﬂment Factors!!12,
Human/behavioural environment consisted of six items @,as supervisory support to

Q

subordinates, co-worker support to each other %@Vddion among staff which were

adapted from Psychosocial and Social Factors at Work’and Work environment scale'*!4,

For the qualitative data, an interview id@ds prepared for the purpose of interviewing the
Registrars of the federal tertiary i@tmns. The questions on the interview guide were

raised in line with the obj ectiv%l)the study, the variables being examined and the items on
'}

the questionnaire. Q’Q,

3.5 Vali:;’tyé‘he Research Instrument

In the co%x f this study, the validity of the research instrument went through two phases
of s@y — face and content validity. Both phases were handled by experts in the
Department of Information Management, Lead City University, Ibadan. This was to ensure
that the instrument (questionnaire) contained items that would actually measure what the

research wanted to measure.
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3.6  Reliability of the Research Instrument

The reliability of the research instrument was determined through a pilot study. 30 copies of
the questionnaire were administered to carefully selected administrative staff in three federal
tertiary institutions in South-south Geo-political Zone of Nigeria (one university, one
polytechnic and one college of education) which are not within the geographical coverage of
the study. The federal tertiary institutions used for the pilot survey are Universit} ,{@enin,
Benin City; Auchi Polytechnic, Auchi and Federal College of Education (Te%‘%), Asaba.
The reliability of the scales on the questionnaire was determined it'}\l Cronbach’s alpha
Xerformance, Digital

which gave reliability coefficient of 0.72, 0.70 and 0.73 (ﬁ‘;\}B

Transformation and Work Environment scales respectivelg&%ﬂ 0.70 for the instrument as a

3
whole. QQ
3.7 Method of Data Collection Q.)\\%

The researcher engaged the service ‘éwo research assistants for the administration and
collection of the questionnaire&l%research assistants were given orientation and training
for two days on questionpdicg @dministration and relevant people skills that could aid the
administration of duestieAndire and collection of research data. Data collection spanned
through four @‘ The respondents were assured of the confidentiality of their responses
and anoné%f their identities. In addition, a well-structured oral interview was conducted
for t@ghest authorities of the registry department of each institution, that is, the Registrars

of the federal tertiary institutions covered in the study.

3.8  Method of Data Analysis
The raw scores for the variables were arranged, coded and analysed using the Statistical
Product and Service Solutions (SPSS) Version 25. The statistical tools used are frequency,

percentage, mean and standard deviation for demographic data and research questions,
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inferential statistics involving multiple regressions was employed for the test of the
Hypotheses 1, 2, and 3 while hierarchical regression was used for the test of Hypothesis 4.
All analysis were carried out at 0.05 level of significance, that is, 95% degree of confidence.

Thematic content analysis was used for the qualitative data collected during interview.

&

%\%
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Chapter Four
Results and Discussion of Findings

This chapter deals with data presentation, analysis and the interpretation of the results. The
analysis was guided by the specific objectives and the hypotheses that were formulated in the
study. The first section shows the presentation of the descriptive analysis using tables
showing percentages and interpretation below the tables. The second secti&sents
inferential statistics and discussion of findings comes at the later end .d@@apter. The
results presented were based on the research questions and hypothe ;%ch the study set

out to answer and examine. Data was analyzed using SPSS Vers%Q3

A total of 373 copies of questionnaire were adm % and 346 were returned. After
sorting the questionnaires, 317 copies were certiﬁéduly filled and considered usable. The

usable questionnaires represented 84.9%<rfs})9\s rate. The response rate is presented in

Table 4.1. (b',él
Table 4.1: Response Rate \)

Response Rate: 6 D) Frequency Percent (%)

Returned and used \-) Y 317 84.9%

Not Retum@ed but not used 56 15.1 %

No ())f&@u ed Questionnaire 373 100%

Source?Field Survey Data (2023)
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4.1 Demographic Data Analysis

This presents the demographic information of the respondents of this study

Table 4.2: Demographic Characteristics of Respondents

Variables Category Frequency Percentage
Gender Male 175 55.2%
Female 142

Cadre Secretarial 46
Executive 121
Admin Officer 90
Registrar 60

Work Experience 0-5yrs 33
6-10yrs 72

11-15yrs @Q

16-20yrs Q@ 26

21-25yrs

26-30yrs b 26 8.2%
Abg{{@ 18 5.7%
Age low”25yrs 10 3.2%

(4
"
Q%;&s;yrs 38 12.0%

6-45yrs 112 35.3%
6\ 46-55yrs 116 36.6%
‘% 56yrs and above 41 12.9%
Edu@g()uahﬁcaﬁon ND/NCE 38 12.0%
HND/BSc 174 54.9%
Master’s Degree 89 28.1%

PhD 16 5.0%

Source: Field Survey Results (2023)
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This section consists of background and respondents’ information that describe basic
characteristics such as gender of the respondents, cadre, work experience, age and

educational qualification. To this effect, the results are presented in Table 4.2.

Results on Table 4.2 indicated that 175 respondents representing 55.2% were male, while,
142 respondents representing 43.8% were female, indicating that most of the respondents
were male. The ratio of male to female respondents portrayed the likelihood tha@ were
more male than female administrative staff in the federal tertiary institu 'OQeégouth-west,
Nigeria, the possibility of male administrative staff to be readily disposﬁ)articipate in the
survey or that most of the questionnaires not returned and thos@;’uld not be used for

analysis were completed by female administrative staff. @er, gender is not a factor of

consideration and concern in this study. Q‘Q\

Also, 46 respondents representing 14.5 @) in secretarial cadre, 121 respondents
representing 38.2% in executive, 90 ofidents representing 28.4% were administrative
officers, and 60 respondents repres ‘h‘g 18.9% were registrar cadre. This shows that each
of the cadres under the admj&st@tlve staff category were adequately covered in the survey as
depicted on the Po @Qable 3.1. Additionally, the result could also be an indication of
accessibility to %@o the cadres of the administrative staff in the course of conducting the
survey as w s their willingness and readiness to partake in the survey - the executive
ofﬁé@emg mostly accessible and willing, followed by the admin officers, then the

registrar cadre and the secretaries.

33 respondents representing 10.4% had 0-5 years of work experience, 72 respondents
representing 22.7% had 6-10 years, 95 respondents representing 30.0% had 11-15 years, 26
respondents representing 8.2% had 16-20 years, 47 respondents representing 14.8% had 21-

25 years, 26 respondents representing 8.2% had 26-30 years, and 18 respondents representing
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5.7% had above 30 years. This clearly points to the fact that most of the respondents have
had remarkable years of work experience in their respective institutions as administrative
staff and were in good positions to express opinions on the subject and variables being

examined in this study.

The results on age profile of the respondents show that 10 respondents representing 3.2%
were below 25 years of age, 28 respondents representing 12.0% were between @ears,

112 respondents representing 35.3% were between 36-45 years, 116 resporfde presenting
9%

36.6% were between 46-55 years, and 41 respondents representing 12. ere 56 years and
above. The high percentage of the respondents being between f@ﬁyears is a reflection
of the fact that administrative staff position is a senior st&ﬁt}egory in tertiary institutions
and incumbents of such positions should hav @ education background or have
remarkable work experience in addition to inducation, the summation of which would
have taken up substantial years of ag@%s depicts that a large percentage of the
administrative staff of the federal te institutions covered in this study are in their most
active working age and that wohort effect of varying tendencies of age groups on
behaviour, attitude and di@y’gn to the variables of this study (digital transformation, work

Q

environment and j rformance) may not pose overarching impact by a particular age

group sincg@ible working age clusters were represented.

Furﬂ@)re, the demography of the respondents reveals that 38 of them representing 12.0%
had ND/NCE, 174 respondents representing 54.9% had HND/BSc, 89 respondents
representing 28.1% had Masters degree, and 16 respondents representing 5.0% had PhD.
This clearly portray the importance of higher education as a requisite condition for job
placement into administrative staff position and career advancement of the job holders. In

addition, the nature of the work organisations under study being higher educational
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institutions could be a stimulating factor propelling educational advancement of the

administrative staff.

4.2 Presentation of Data
Presentation of data collected for this study is in two folds — analysis of research questions
and test of the hypotheses. The research questions were analysed with frequency count,

percentage and mean while the test of hypotheses was done with multiple regress@alysis

Ve
Q\%
Q)

N

The decision rule to make sense of the four Likert-type sca&@s follows: Mean response

using SPSS Version 25.

4.2.1 Analysis of Research Questions

between 1.00 — 1.49 is very low, 1.50 — 2.49 represe @2.50 — 3.49 represents high and
ﬁgk

the mean responses between 3.50-4.00 represent ve

Research Question One: What is the 16@ performance of administrative in federal

tertiary institutions, South-west Nigel“i'é‘é’

Q

Table 4.3: Descriptive Anal\yNResponses on Level of Job Performance

N
Job Performance A& VH H L VL Mean

( D Y
Task Performar%

Task and Gj@al Expertise
Kno&c@o administrative tasks 150 155 12 3.44

(473%)  (48.9%) (3.8%)

129 167 20 1

Versatility on administrative job roles 40.7%)  (52.7%) (63%0 (0.3%) 3.34
Up-to-date knowledge on core 135 155 27 i 334
responsibilities (42.6%)  (58.9%) (8.5%) ’
Weighted Mean 3.37
Problem Solving Abilities

Ability to identify problems and issues 159 134 24 - 3.43

(50.2%)  (42.3%) (7.6%)
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Proffering solutions to work issues

Taking responsibility for problems and
challenges

Weighted Mean

Efficiency at Work

Ability to streamline work processes for
efficiency

Task completion with minimal time and
effort

Meeting deadlines on assigned
tasks/responsibilities

Weighted Mean

Oral and Written Communications

Understanding of directives and
instructions

Active listening and attention to details~1

Providing feedback on assigned

task/responsibilities \)
Weighted Mean %
Adaptive Performa CQ'Q

Showing Resilience @pen-mindedness

Ability to 9@}1‘ new work demands

Fle@ challenges

Handling difficult work situations

Weighted Mean

Adjusting to Emerging Job/Tasks
Requirements

Adjusting to new work processes and tools

Accepting new technologies

&

128 165 24

(40.4%)  (52.1%) (7.6%)
154 132 30 )

(48.6%)  (41.6%) (9.5%)

149 151 17

(47.0%)  (47.6%) (5.4%) \
139 154 (Z}
(43.8%)

(48.6%) (7. ‘@\ %)
177 123

16
(55.8%)  (38. 8%),{:(130% (03%
Q}%

\
&Q 143 9 2

(45.1%) (2.8%) (0.6%)
156 14 4
(45.1%)  (492%) (4.4%) (1.3%)
140 153 21 3
(442%)  (48.3%) (6.6%) (0.9%)
143 155 19 )
(45.1%)  (48.9%) (6.0%)
113 176 26 2
(35.6%)  (55.5%) (8.2%) (0.6%)
107 181 29 )
(33.8%)  (57.1%) (9.1%)
127 159 31 )
(40.1%)  (50.2%)  (9.8%)
115 171 31 _
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3.33

3.40

3.38

3.42

3.36

3.50

3.43

3.47

3.38

3.36

3.40

3.39

3.26

3.25

3.30

3.30

3.26



(36.3%)  (53.9%) (9.8%)

. ) 142 161 13 1
Readiness to meet emerging work demands (44.8%)  (50.8%) (4.1%) (0.3%) 3.40
Weighted Mean 3.32
Learning New Skills
. . 137 142 36 2
Learning new technologies 432%)  (44.8%) (114%) (0.6%) 3.31
118 174 23 2
Mastery of new work processes (372%)  (54.9%) (7.3%) (0@ 3.29
. . . 138 144 33° Qi
Generating new ideas for task completion 435%)  (454%) (10 ;% \%6% ) 3.32
Weighted Mean 3.31
. ﬁ %
Grand Mean for Job Performance N \ 3.43
Decision Rule: 1.00-1.49 =Very Low; 1.50-2.49 =Low; 2.50-3.49 @ , 3.50 4.00 =Very High

Note: VH = Very High, H = High, L = Low, VL = Very JQ
Source: Field Survey Results (2023)

The results in Table 4.3 shows that 47.3% of @ondents rated the administrative staff
very high on knowledge of administrativ@%&, 4

mean of 3.44, the respondents indica@éﬁlat the administrative staff in the institutions have

.9% high, and 3.8% low. On the average

high knowledge of administ% asks. The results also indicated that 40.7% of the
respondents rated very hi r?atility on administrative job roles, 52.7% rated high, 6.3%
rated low, and 0.3‘@9V6ry low. The average response gave a mean of 3.44 which depicts
that the res @s indicated high versatility of administrative staff on administrative job
roles. ié%ldicated on the results that 42.6% of the respondents rated very high on up-
to-date knowledge on core responsibilities, 58.9% high, and 8.5% rated low. On the average,
the respondents indicated that the administrative staff have high up-to-date knowledge on

core responsibilities with a mean of 3.34.

The results on problem solving abilities as depicted in Table 4.3 show that 50.2% of the

respondents indicated very high ability to identify problems and issues, 42.3% rated high, and
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7.6% low. On the average, the results gave a mean of 3.43 indicating that the administrative
staff have high ability to identify problems and issues. It is also shown on the results that
40.4% of the respondents rated very high in proffering solutions to work issues, 52.1% rated
high, and 7.6% rated low. The average mean response is 3.33 which depicts high ability of
the administrative staff to proffer solutions to work issues. The results also indicated that
48.6% of the respondents rated very high on taking responsibility for prqbl@-g and
challenges, 41.6% rated high and 9.5% rated low. Averagely, the respond?ntsé‘%%}ed high

responsibility for problems and challenges with an average mean value o@*

Also, from the results in Table 4.3, 47.0% of the respondents ra%\@b ;igh on the ability to
streamline work processes for efficiency, 47.6% rated h.ighQﬁq&A% rated low; while on the
average, the mean response is 3.42 which indicate dents’ rating of high abilities to
streamline work processes for efficiency. .wsults further indicated that 43.8% of the
respondents rated very high on task ¢ m@t;}ﬁ with minimal time and effort, 48.6% high,
7.3% low, and 0.3% very low. On erage, the respondents indicated high level of task
completion with minimal time&;l)effort at a mean of 3.36. The results also show that
55.8% of the respondent 1 ?ted rated very high on meeting deadlines on assigned tasks
and responsibilitiesQ%_%ﬂ% rated high, 5.0% low, and 0.3% very low. On the average, the

mean valu %S0 indicated that the administrative staff have very high capability to meet

deac@ assigned tasks and responsibilities.

According to results in Table 4.3, 51.4% of the respondents rated very high in understanding
of directives and instructions, 45.1% high, 2.0% low, and 0.6% very low. On average, the
respondents indicated that there is high understanding of directives and instructions by the
administrative staff with an average mean of 3.47. The results also revealed that 45.1% of

the respondents rated very high on engagement in active listening and attention to details,
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49.2% high, 4.4% low, and 1.3% very low. The average mean response of 3.38 shows that
the respondents indicated high level of the administrative staff engagement in active listening
and attention to details. Results also indicated that 44.2% of the respondents rated very high
in providing feedback on assigned task and responsibilities, 48.3% rated high, 6.6% rated low,
and 0.9% very low. On the average, the respondents indicated that they provide feedback on

assigned task/responsibilities (mean = 3.36) which depict high rating of the admi@-'ﬁt‘rative

Furthermore, as shown in Table 4.3, 45.1% of the respondents indicated wery high ability to

staff in providing feedback on their assigned responsibilities and tasks.

cope with new work demands, 48.9% rated high, and 6.0%@1«. "n the average, the
respondents indicated high ability to cope with new wozk ds (average mean = 3.39). It
is also indicated on the results that 35.6% of the ents rated very high flexibility to
challenges, 55.5% high, 8.2% low, and 0.6%. \@)w. On average, the respondents indicated

the administrative staff ability to h difficult work situations was rated very high by

high flexibility to challenges, the aver:ge@value being 3.26. The results indicated that
33.8% of the respondents, 57. 1Nhe respondents rated this high, and 9.1% rated it low. On
average, the respondentsQ@ale ability to handle difficult work situations as high as the

average mean is 3.2

Also, resuﬂ%l‘gable 4.3, 40.1% of the respondents rated very high ability to adjust to new
woresses and tools, 50.2% high, and 9.8% low. With a mean of 3.30 on the average,
the respondents indicated high level of ability adjust to new work processes and tools. Results
also indicated that 36.3% of the respondents rated very high extent in accepting new
technologies, 53.9% high, and 9.8% low, while on the average, the mean of 3.26 shows the
respondents’ indication of high ability of the administrative staff in accepting new

technologies. Results also indicated that 44.8% of the respondents rated very high on
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readiness to meet emerging work demands, 50.8% high, 4.1% low, and 0.3% very low. On
the average, the mean of 3.40 indicated high readiness of the administrative staff to meet

emerging work demands.

According to results in Table 4.3, 43.2% of the respondents are rated very high in learning
new technologies, 44.8% high, 11.4% low, 0.6% very low. On average, the respondents
indicated high level of learning new technologies as the average mean is 3.29. %%s also
shows that 37.2% of the respondents indicated very high mastery of n. w@% processes,
54.9% high, and 7.3% low, 0.6% very low. On the average, the respo?%ﬁ indicated high
master of new work processes with the average mean being 3.5@ qlermore, the results
show that 43.5% of the respondents rated very high ab.ilit&z}nerating new ideas for task
completion, 45.4% high, 10.4% rated low, an @Very low. On the average, the

respondents indicated high ability to generate Knﬁdeas for task completion with the average

S

>

As shown on the results, the ra@ean for job performance is 3.43 and based on the

mean of 3.32.

decision scale, suggest th th$ respondents rated high the statement representing job
performance such @ to identify problems and issues, Ability to streamline work
processes for e%ncy, providing feedback on assigned task/responsibilities, learning new
technologiesyand adjusting to new work processes and tools. This implies that the level of
job @mance of administrative staff of federal tertiary institutions under examination is
moderately high. This points to the need for management of the federal tertiary institutions to
have concerted performance driven strategies towards achieving higher level of

administrative staff job performance.
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Research Question Two: What is the level of digital transformation in federal tertiary

institutions, South-west Nigeria?

Table 4.4: Descriptive Analysis of Responses on Level Digital Transformation

Digital Transformational VH H L VL  Mean

Transformational Capabilities

Digital Leadership
Emphasizing and ensuring digital 123 147 23
leadership at all levels (38.8%) (46.4%) (13 6%) ¢l. q%
Commitment of management to digital 109 155 ‘% 317
changes (34.4%) (48.9%) (15 8% 9%) '
Integration of digital technology into 122 143 390
strategic planning (38.5%) (45. 1% ° (1. 9% '
Weighted Mean 3.20
Innovation Culture Q
Innovation practices across sections and 118 54 4 318
departments (37.2% (44.5%) (17.0%) (1.3%) '
Freedom for creativity and idea gﬁp 150 53 4 115
generation among staff 3477%) (47.3%) (16.7%) (1.3%) '
Cultivating digital culture across th@ 118 140 53 6 317
Organisation \) (37.2%) (44.2%) (16.7%) (1.9%) '
Weighted Mean % 3.17
Digital Agility Q‘Q
Identifying new QL)) pportunities 116 14l >7 3 3.17
(36.6%) (44.5%) (18.0%) (0.9%) '
Developin g% hancmg human 100 152 58 7 3.09
capacme or'emerging tech (31.5%) (47.9%) (18.3%) (2.2%) '
Tak@vantage of digital resources 108 145 62 2 313
(34.1%) (45.7%) (19.6%) (0.6%) '
Weighted Mean 3.14
Digital Capabilities
Digital Technologies
IT-enabled internal communication 131 138 38 10 393
networks (41.3%) (43.5%) (12.0%) (3.2%) ’
Internet resources/facilities 119 130 52 16 311

(37.5%) (41.0%) (16.4%) (5.0%)
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Cloud computing facilities

Virtual interactions resources

Staff database architecture

Students database management system
Cyber security system

E-service platforms and architecture
Weighted Mean

Digital Competence

Communication in online interactions
Office suites and applicastions usage

virtual collaboration for data creation
and sharing

Cyber security competence

Multi-media Usage

Digital information@y :

Weighted M 16\

Digital Operation Efficiency
Digomated Processes
Digital data generation

Digital data management system
Automated work flow

Flexible digital operations

Weighted Mean

98
(30.9%)

106
(33.4%)

114
(36.0%)

127
(40.1%)

115
(36.3%)

120
(37.9%)

121
(38.2%)

(30 6‘V

N %)
\)‘Z)‘b‘ (31.2%)

105
(33.1%)

110
(34.7%)

130
(41.0%)

111
(35.0%)

104
(32.8%)

116
(36.6%)
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121
(38.2%)

134
(42.3%)

130
(41.0%)

130
(41.0%)

120
(37.9%)

124
(39.1%)

47

0%

126
(39.7%)

129
(40.7%)

139
(43.8%)

131
(41.3%)

140
(44.2%)

166
(52.4%)

135
(42.6%)

122
(38.5%)

69
(21.8%)

61
(19.2%)

60
(18.9%)

52
(16.4%)

68
(21.5%)

%\

(11 0%)
(19 2%)

(25 9%)

70
(22.1%)

64
(20.2%)

62
(19.6%)

45
(14.2%)

37
(11.7%)

70
(22.1%)

65
(20.5%)

55 %Ig%)
(17&)) 7y 09

29

o1 291
(5.106%) 3.04
(4.113%) 3.09
@ g(y) 3.19

{}06

(341

3.09

12

vy 320
(3.12?, 303
( 4.1750 29
( covs ) 297
(2.2% ) 307
( e ) 306

3.05
(o.é% ) 326
(o.g% ) 321
(2'2% ) 306
(4.1414) 3.07

3.15



Digitized Collaboration
Digitalized collaborations among 103 124 62 28

departments and persons (32.5%) (39.1%) (19.6%) (8.8%) 2.9
Virtual communication and meetings 113 125 67 12 307
(35.6%) (394%) (21.1%) (3.8%) '
Electronics record management 117 126 60 14 309
(36.9%) (39.7%) (18.9%) (4.4%) '
Weighted mean 04
Lean and continuous improvement ’&\
Seamless interdepartmental work-flow 103 144 o~ Q) 3.07
(32.5%) (45.4%) (18. 6%}@
Digital Service delivery 13 138 65 3.02

(35.6%) (37.2%) (2 % (6.6%)

Value added operations o8 135 »@Q 14 3.00
)‘Z)

(30.9%) (42 6% 1%)  (4.4%)

Operational efficiency 114 11 313
(36.0%)% ) (16 4%) (3.5%)

Weighted Mean 3.06
Grand Mean for Digital ‘%

i 3.11
Transformation
Decision Rule: 1.00-1.49=Very Low, 1. .49 =Low, 2.50-3.49 =High, 3.50-4.00 = Very High.
Note: VH-Very High, H-High, L-L -Very Low
Source: Field Survey Results (20
The results in Table 4.4 s at 38.8% of the respondents rated the institutions very high in

emphasizing and er@riﬁ digital leadership at all levels, 46.4% high, 13.6% low, and 1.3%
very low. O t@’berage the respondents indicated that their institutions emphasize and
ensure dl@l eadership at all levels with a mean of 3.23. The results also shows that 34.4%
of the respondents rated very high on commitment of management to digital changes, 48.9%
high, 15.8% low, and 0.9% very low. On average, the respondents indicated that there is high
commitment of management to digital changes with a mean of 3.17. Results also show that
38.5% of the respondents indicated very high integration of digital technology into strategic
planning, 45.1% high, 14.5% low, and 1.9% very low. On average, the respondents indicated

high integration of digital technology into strategic planning with a mean of 3.20.

176



According to results in Table 4.4, 37.2% of the respondents are indicated very high
innovation practices across sections and departments, 44.5% high, 17.0% low, and 1.3% very
low. On the average, a mean value of 3.18 shows the respondents indication of high
innovation practices across sections and departments. The results also indicated that 34.7% of
the respondents rated the institution has having very high freedom for creativity and idea
generation among staff, 47.3% high, 16.7% low, and 1.3% very low. On the a.veg&e, the
respondents indicated that there is high freedom for creativity and idea gen @:}a\n among
staff with a mean of 3.15. The results further shows that 37.2% of the‘%}dégts indicated
very high cultivation of digital culture across the institutions, 44 @fgh, 16.7% low, and
1.9% very low. On the average, a mean of 3.17 shows the é@j&%\dents opinion that digital
culture is high cultivated across the institutions. '.Q\Q
D

According to results in Table 4.4, 36.6% of‘ﬂ‘gpondents are rated the tertiary institutions
as very high on identification of new di gi@ortunities, 44.5% high, 18.0% low, and 0.9%
very low. On the average, the respo indicated that the institutions identify new digital
opportunities at a mean of 3.17."Results also indicated that 31.5% of the respondents rated
their institutions very h@geveloping and enhancing human capacities for emerging
technology, 47.9% iQ,18.3% low, and 2.2% very low. On average, the respondents
indicated %ir institutions develop and enhance human capacities for emerging
tech@ith a mean of 3.09. Results also pointed out that 34.1% of the respondents rated
their tertiary institutions very high in taking advantage of digital resources, 45.7% high,

19.6% low, and 0.6% very low. On average, the respondents indicated that the tertiary

institutions take advantage of digital resources at a mean of 3.13.

According to results in Table 4.4, 41.3% of the respondents rated highly available, 43.5%

available, 12.0% fairly available and 3.2% not available on IT-enabled internal
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communication networks in the institutions. On the average, the respondents indicated that
IT-enabled internal communication networks are available in the institution with a mean of
3.23. The results also showed that 37.5% of the respondents rated highly available internet
resources/facilities, 41.0% available, 16.4% fairly available, and 5.0% not available. On
average, the respondents indicated that their institutions have internet resources/facilities with
a mean of 3.11. Results also indicated that 30.9% of the respondents rated highly ayailable
cloud computing facilities, 38.2% available, 21.8% fairly available, and 9..1% @Kl}ailable.

With the average a mean of 2.91, the respondents indicated that cloud cd%’h?gacilities are

available in the institutions. . *
S

The results also revealed that 33.4% of the responden‘Es &(@:}éd that the institutions have
highly available virtual interactions resources, 42. ‘@able, 19.2% fairly available, and
5.0% low. On average, the respondents indic‘a%at the institutions have virtual interactions
resources with a mean of 3.04. It is also i@’}d that 36.0% of the respondents rated highly
available staff database architectureq) Y0 available, 18.9% fairly available, and 4.1% not
available. On average mean OM, the respondents indicated that there is staff database
architecture in the institu®?he results also indicated that 40.1% of the respondents rated
student database m a?ment system as highly available, 41.0% available, 16.4% fairly

available, Q)t available. On average, the respondents indicated that availability of

stude @base management system with a mean of 3.19.

The results also showed that 36.3% of the respondents rated cyber security system as highly
available, 37.9% available, 21.5% fairly available, and 4.4% not available. On average mean
of 3.06, the respondents indicated that cyber security systems are available in the tertiary
institutions. Also from the results, 37.9% of the respondents indicated highly available e-

service platforms and architecture, 39.1% available, 17.4% fairly available, and 5.7% not

178



available. With an average mean of 3.09, the respondents indicated that e-service platforms

and architecture are available in the institutions.

According to the results in Table 4.4, 38.2% of the respondents indicated that they are highly
competent in communication in online interactions, 47.0% competent, 11.0% fairly
competent, and 3.8% not competent. On the average, the result showed a mean of 3.20 for the
respondents’ competence in communication in online interactions. It is also :&% that

30.6% of the respondents rated highly competent in the use of office suit;S @gplicaﬁons,

47.0% competent, 19.2% fairly competent and 3.2% not competent. With this, the result
shows average mean of 3.05 that the respondents indicated thatgggéu‘%?competent in office
suites and applications usage. The results also indiciate ® 29.7% of the respondents
indicated high competence in virtual collaboratio ﬁ@ creation and sharing, 39.7% are
competent, 25.9% fairly competent, and 4.7%$ompetent. On the average, the result gave
a mean of 2.94. on the administrative %’}ompetence in virtual collaboration for data
creation and sharing. Results als icated that 31.2% of the respondents rated the
administrative staff of the i@ions as highly competent in cyber security, 40.7%
competent, 22.1% fairly @y?ent, and 6.0% not competent. On average, the respondents
indicated that they VQcyber security competence with a mean of 2.97. The results also
indicated t % of the respondents rated highly competent in multi-media usage, 43.8%
com@Ol% fairly competent and 2.8% not competent. On average, the respondents
indicated that they have multi-media usage competence with a mean value of 3.07. Results
also indicated that 34.7% of the respondents rated highly competent in digital information
security, 41.3% are competent, 19.6% are fairly competent, and 4.4% not competent. On the

average, the respondents indicated that they have competent in digital information security

with a mean of 3.06.
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According to results in Table 4.4, 41.0% of the respondents rated digital data generation as
highly efficient, 44.2% indicated efficient, 14.2% fairly efficient and 0.6% not efficient. On
average, the respondents indicated that digital data generation operations in the institutions
are efficient has a mean of 3.26. It was also indicated that 35.0% of the respondents rated
highly efficient for digital data system, 52.4% efficient, 11.7% fairly efficient, and 5.0% not
efficient. Averagely, the result showed 3.21 mean value for the respondents’ opiniqxbc‘)n the
efficient of digital data system in the institutions. The results further shox:ved @32.8% of
the respondents indicated that there is highly efficient automated work*@ﬂq@% efficient,
22.1% fairly efficient, and 2.5% not efficient. On average, thg ridents indicated that
automated work flow is efficient with a mean of 3.06. It wa@é)&%\shown on the results that
36.6% of the respondents rated flexible digital operatic@lighly efficient that they, 38.5%
efficient, 20.5% fairly efficient, and 4.4% not efficiént.)On average, the respondents indicated

that they have flexible digital operations a@ie t at a mean of 3.07.

According to results in Table 4. (&% of the respondents rated highly efficient for
digitalize collaboration amonmartments and persons, 39.1% efficient, 19.6% fairly
efficient, and 8.8% noé»%ﬁ ;gnt. Averagely, the respondents indicated that digitalize
collaboration am ngpbartments and persons is efficient with a mean of 2.95. The results
also show Q% of the respondents indicated engagement in virtual communication and
meet} %highly efficient, 39.4% rated it as efficient, 21.1% indicated fairly efficient, and
3.8%?1iicated it as not efficient. On the average, the respondents indicated that virtual
communication and meetings is efficient (mean value 3.07). The result further showed that
36.9% of the responses indicated highly efficient electronic records management, 39.7%

efficient, 18.9% fairly efficient, and 3.4% indicated as not efficient. On average, the
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respondents indicated that the efficiency of electronics record management has a mean of

3.09.

From the results in Table 4.4, 32.5% of the respondents rated highly efficient for seamless
interdepartmental workflow, 45.4% efficient, 18.6% fairly efficient, and 3.5% not efficient.
On the average mean of 3.07, the respondents indicated that there is efficient seamless
interdepartmental workflow. 35.6% of the respondents indicated highly efﬁc@‘ulgltal
service delivery, 37.2% efficient, 20.5% fairly efficient, and 6.6% 1 that digital
service delivery is not efficient. On the average, the respondents 1nd1 ted that there is
efficient digital service delivery with a mean of 3.02. It is al n on the results that
30.9% of the respondents rated value added operations as &@&9 efficient, 42.6% rated it as
efficient, 22.1% rated it as fairly efficient while @hlcated it as not efficient. On the
average, the respondents indicated that value operatlons in the institutions are efficient

efficient for operational efficiency, o rated it as efficient, 16.4% rated it fairly efficient,

at mean of 3.00. Furthermore, it was al;o Ql::)}ed that 36.0% of the respondents rated highly
and 3.5% indicated it to be noMlent On average, the results gave a mean value of 3.13

showing that the responde@dlcated high operational efficiency in the institutions.

The grand geaégq digital transformation is 3.11 and based on the decision scale, this

suggests that\the respondents rated digital transformation (digital leadership, innovation
culn@igital technologies, digital competence, digitized/automated processes, digitized
collaboration as well as lean and continuous improvement) as moderately high. This implies
that the level of digital transformation of the institutions under examination is moderately
high. Nevertheless, the results point to the need for improvement in digital transformation by

ensuring that cloud computing facilities are readily available, virtual collaboration for data
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creation and sharing is enhanced, improvement in cyber security competence and digitalized

collaborations among departments and sections.

Research Question Three: How conducive is the work environment of administrative in
federal tertiary institutions, South-west Nigeria?

Table 4.5: Descriptive Analysis of Responses on Work Environment

Work Environment HC C FC NC ° A ean
Physical Work Environment . Q?
Office Facilities \
Furniture and fittings 76 129 2.82
(34.0%)  (40.7%) (28 z%%.@ 6% ‘
. 65 130
Office cabinet (20.5%) (41‘0%) @6% . 9% 2.74
. 68 0 \ 106 42

Office decoration (21.5%) @ (334%)  (13.2%) 2.61
Weighted Mean \‘% 2.72
Lighting and Ventilation ( \)

D 2 134 70 11
Natural lighting of the office %) @23%)  (22.1%)  (3.5%) 3.03
Artificial lights provided 78 143 65 3 2.85

(24.6%)  (45.1%)  (20.5%)  (9.7%)

.\
. . 97 133 68 19
I I %
Natural air cross Vent”@ (0.6%)  (42.0%) (21.5%) (6.0%) 27

86 126 74 31
Air conditionmgsystem Q71%)  (39.7%) (233%) (9.8%) =
Welghted me 2.92
v@al Arrangements
Arrangement of furniture and 93 137 68 19 796
fittings (29.3%) (43.2%) (21.5%) (6.0%) '
) . 78 144 75 20
Demarcations provided (24.6%) 454%)  (237%)  (6.3%) 2.88
89 141 73 14
Arrangements of people (28.1%) (44.5%)  (23.0%) (4.4%) 2.96
Arrangement of work unit 101 139 66 1 3.04

(31.9%)  (43.8%) (20.8%)  (3.5%)
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Weighted mean 2.96
Interpersonal Relationship
. 176 118 22 1
Interaction among staff (55.5%) (37.2%) 69%)  (0.3%) 3.48
. 136 143 35 3
Informal communication (42.9%) 451%)  (11.0%)  (0.9%) 3.30
. 118 147 49 3
Reporting and feedback channels (37.2%) 464%)  (155%)  (0.9%) 2.61
Weighted Mean \
Social Support é
Supervisory support to 133 148 QO
subordinates (42.0%) (46.7%) (1 1 0%) %
131 148
Co-worker support to each other (41.3%) (46.7%) a&%% (©. 9% 3.28
128 14 le 42 5
Nature of teamwork (40.4%) 4(13 2%)  (1.6%) 3.24
Weighted Mean 3.19
Grand Mean for Work . 4%
Environment a \\ 2.97

Note: Highly Conducive (HC), Conduci ), Fairly Conducive (FC) and Not Conducive (NC)

Decision Rule: 1.00-1.49 =Very Low, 1.;)49)—10% 2.50-3.49 = High, 3.50-4.00 = Very High
Source: Field Survey Results 202%

According to results in Table4.5, 34.0% of the respondents indicated highly conducive office
furniture and fittings,4 Xducwe 28.4% fairly conducive, and 6.6% not conducive. On
average, respond&%Qn)dlcated that they have conducive office furniture and fittings with a
mean of 2.8%@ results also show that 20.5% of the respondents rated highly conducive for
ofﬁe@get, 41.0% conducive, 30.6% fairly conducive, and 7.9% not conducive. On the
average, the respondents indicated there were conducive office cabinet with a mean of 2.74.
In addition, it is shown on the results that 21.5% of the respondents rated highly conducive
for available office decoration, 31.5% conducive, 33.4% fairly conducive, and 13.2% not

conducive. On the average, the mean value is 2.61 which depicts respondents opinion that the

office decoration is conducive.
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According to results in Table 4.5, 32.2% of the respondents are rated highly conducive that
they have natural lighting of the office, 42.3% conducive, 22.1% fairly conducive, and 3.5%
not conducive. On average, the respondents indicated that they have natural lighting of the
office with a mean of 3.03. Results also indicated that 24.6% of the respondents rated highly
conducive for artificial lights provided in the offices, 45.1% conducive, 20.5% fairly
conducive, and 9.7% not conducive. On average, the respondents indicated that the@&iﬁcial
lights provided in the offices are conducive as the average mean is 2.85. {t is @&}dicated
on the results that 30.6% of the respondents rated natural air cross‘@)lqgn as highly
conducive, 42.0% rate it conducive, 21.5% fairly conducive, a,nc{@/{h not conducive. On
average, the mean of 2.97 indicated that natural air and cross Q\tj{%{ion are conducive. Also
from the results, 27.1% of the respondents rated air .%ﬁ@ioning system in the offices as

highly conducive, 39.7% conducive, 23.3% fai‘@ducive, and 9.8% not conducive. On

average, the respondents indicated that tlé:%e
mean is 2.84. h

Results in Table 4.5 also indimat 29.3% of the respondents rated the arrangement of

onducive air conditioning system as the

furniture and fittings asé&%y .g)nducive, 43.2% rate it as conducive, 21.5% indicated fairly
conducive, and Q{Qﬂot conducive. On the average, the respondents indicated that the
arrangeme Qniture and fittings is conducive, the average mean being 2.96. It is also
show; e results that 24.6% of the respondents rated highly conducive for demarcations
provided, 45.4% conducive, 23.7% fairly conducive and 6.3% rated it not conducive. The
average response gave a mean of 2.85 which shows that the respondents indicated that
demarcations provided in offices are conducive. The results also indicated that 28.1% of the
respondents rated arrangement of people in offices as highly conducive, 44.5% conducive,

23.0% fairly conducive, and 4.4% not conducive. On the average, the respondents indicated
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that the arrangement of people is conducive as the result showed an average mean of 2.96.
Also from the result, 31.9% of the respondents rated the arrangement of work units as highly
conducive, 43.8% rated it as conducive, 20.8% indicated it to be fairly conducive, and 3.5%
rated it not conducive. On the average, with an average mean of 3.04 on the results, the
respondents indicated the arrangement of work units of administrative staff in their
institutions is conducive. .
>
The results in Table 4.5 shows that 55.5% of the respondents rated intera t'm&-%;&ng staff as
highly conducive, 37.2% rated it conducive, 6.9% fairly conducive am‘§3% rated it not
. "
conducive. On average, the respondents indicated that there is %O‘x%u ve interaction among
staff at an average mean response of 3.48. On the resyl%&mal communication among
staff was rated as 42.9% highly conducive, 45.1% \ive, 11.0% fairly conducive, and
0.9% not conducive. The average mean resnoﬁf 3.30 indicates that the respondents rated

37.2% of the respondents as highl ucive, 46.4% conducive, 15.5% fairly conducive,

informal communication as conducivs. Q{)}ﬁing and feedback channels were rated by

and 0.9% not conducive. On avetage, the respondents indicated that reporting and feedback

.\
channels were conducive% e average mean of 3.20.

Also, results in 8@6 4.5 shows that 42.0% of the respondents rated supervisory support to
subordinates™as highly conducive, 46.7% conducive, 11.0% fairly conducive, and 0.3% not
con@. On average, the respondents indicated supervisory support to subordinates as
conducive in their institutions with a mean of 3.30. Co-worker support to each other was
indicated as highly conducive by 41.3% of the respondents, 46.7% rated it as conducive,
11.0% indicated it to be fairly conducive while 0.9% indicated that it was not conducive. The
average mean of 3.28 shows that the respondents rated co-worker support to each other as

conducive. In addition, the results point out that 40.4% of the respondents rated highly
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conducive for nature of teamwork, 44.5% rate it conducive, 13.2% fairly conducive and 1.6%
not conducive. On the average, the respondents indicated that the nature of teamwork is

conducive for their work as the average mean is 3.24.

The grand mean for work environment as shown on the results is 2.97. Based on the decision
scale, the result suggests that the respondents rated the metrics representing work
environment (office facilities, lighting and ventilation, layout arrangements, in sonal
relationship, social support) as conducive. This implies that the conduci n\@%&f the work
environment depicted by physical and behavioural components is\moderately high.
. . N
Nevertheless, there is room for the management of the of fed{%ﬂ, rtiary institutions in
South-west, Nigeria to put in place facilities that will gux@remarkably high conducive

work environment necessary to aid administrative j mance.

4.2.2 Analysis of Research Questions .° @
0

Qualitative data in the form of views a gaion gathered from the Registrars of the federal
tertiary institutions through th i@ew were analysed with thematic content analysis.
Since there is a conceptual fi a&c‘)rk for the study, deductive thematic approach was used
which involved the @Qn of thematic codes or in line with the objectives of the study,
the measures of i@‘variables of interest as presented in the theoretical framework and the
conceptuall%kl. This was basically aligned with the focus of the questionnaire used for
quagdata collection. The audio and text recordings of the interviews were transcribed
and the opinions and views expressed were extracted into codes and classified along the

themes from which deduction were made. The analysis are shown in Table 4.6 below:
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Table 4.6: Thematic Analysis of Qualitative Data

Thematic Codes Extracted Codes Deductions
Job Performance

Task Performance

Performance of Core Job = The administrative staff category has the Task

Administrative Expertise

Problem Solving Abilities

competence to  deliver their core
responsibilities,

*» They put in their best in their primary
functions,

= Qur administrative staff are versatile in the

core content of their job description

» Their performance in administrative
functions is satisfactorily efficient,

» Their  performance in administative
functions is satisfactorily effectiv&%

* Qur administrative staff® ‘l‘x&e requisite
knowledge and experti ﬁ%\&eir jobs,

* The administrative st%e ell-trained and
competent,

= They work r(o%n ly and individually
towards admiinistbative excellence in the
Institution’.él

>
= Th aq)inistrative team members possess

roblem solving abilities,
aredictable nature of part of their job

Q'Q;ln kes them to be problem solvers
< )~ ®They exhibit remarkable level of problem-

N
Com@?ﬁon Skills

solving prowess on their job,
= Ability to solve problems is why they are
administrators.

» Communication style and competence are
reflected in information dissemination,

» Communication skill is shown in policy
implementation,

» Their written communication enhances
workflow,

» Communicating well on job issues is
essentially critical, they are doing well,

» Their good communication skills smoothen
their work as a whole.
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Adaptive Performance
Adaptability to changes » The administrative staff exhibits necessary —The

adaptability to work changes; administrative
= With technological changes, they manifest staff have high
readiness to move with changes in the work adaptive

designs; performance
= Digital training makes them readily level in term of
adaptable to new work demands adaptability  to
changes,
Adjusting to new =They will do the needful in every embracing and
demands demanding situation adjustingbt(‘) new
*They do no show much fear to new chan and
technology 163‘&“ new
» They do not display noticeable resistance to" % logies and
changes in work procedures; ‘@ﬁ ds.
» Reaching excellence demands that they
embrace and understand emerging trends;\ *
* They make efforts to adjust and the
best out of tech use Q’)&
» Whatever  technolog .®ngs, our
Accepting and learning administrative staff ar o explore,

new technologies

* At any rate, our “administrative staff
constantly engggK in a number of ICT-

related traini ,\
* As new tgchmnolggies are coming up, they

are learni ow to use them,
* They a ys ready to learn,

. ful% ir administrative job expectations.

Digital Transformation "

Transformational < . Q z

Capabilities

Digital \ » We emphasize digital culture at all levels, Capability of the
Leadership/; Q » The leadership of the university is highly federal tertiary

QQ

committed to digital platforms for our institutions  to

deliverables, develop and

» Efforts are constantly and dedicatedly grow  digitally

geared towards cultivating digital culture (transformational

across sections and departments. capability) is
high

* The management is conscious of the

Adopting Digital Methods  significance of digital transformation,

= We like to see that the institution is driven
by digital technology,

= Within financial limits and work structure,
we adopt digital processes,

» Digital transformation is key in the strategic
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plan of this Institution;
* We want to embrace technology to the
fullest of benefits derivable from it.

» Necessary mechanisms are in place to
identify our digital needs,

» We are committed to developing our staff in
all categories in the wuse of digital
technologies,

» Everyone is interested in enhancing our
platforms and developing new ones,

» Training is regularly put in place to develop
the mastery of digital tools and platforms by
our staff,

* We are committed to ensuring that there-4
reliable digital interface for institutional
functions and services. . *

ol

* Qur Institution, despite l_mm@
has considerable number oé igftal tools,

Developing
Capacities

Digital

Digital Capabilities
Availability/use of Digital
Tools and Platforms
* We achieve our sho ng-term goals
basically with the use of technology,
* From time to \fime, digital tools and

resources arerjg for use at different

levels,

* To a largefextent and satisfactorily too, we
have resources to drive the
institution, Technological equipment and
othemy€lated resources are provided for staff

EN
%nﬁfying and procuring relevant digital

< : Q ziquipment is an annual ritual in our budget.

» The administrators possess the needed skill
to optimally utilize available tools,

* Our administrative staff have the necessary
expertise and mastery to use the equipment,

Staff Digital 5}4 i

» The  university has a very good
Communication and Information
Technology Centre

» Of course, there are competent and

resourceful people any digital revolution,
* We evaluate our digital needs and training
of personnel in the same direction.

Digital Operations

Efficiency

Automated Process = Application for enrolment is purely
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automated,

» The admission process, for example, does
not require physical contacts,

* We can generate data and information about
staff and students through databases,

* Well, using the digital tools makes things
more efficient,

» Work flow is smooth,

» Data management is effective but we
definitely have room for improvement;

» Presently, efforts are being cystalised to
digitally manage our records,

» Administrative activities and procedures
have been digitalized.

» Establishment records are efficiently a
effectively managed with the use of digital
Technology, . *

Virtual Communication/ = Administrative communication is e%'}ess,
Collaboration * There is opportunity for onlinelinteraction
among personnel,

= To some extent, it is @a thing, Rome
was not built in a day, we will definitely
get there, .

» Communicatj %&h e use of digital tools
is improving,

"[n virt every  communication,
techno utilized.

Digital Service Delivery = SN delivery on our digital channels
%ﬁ,mendable, considering network

llenges,

< : Q‘Q;)igital technology use offers us the benefit

of providing our services digitally, where

6\, possible,
QE = Application for studentship records is done
online,
Q * Inter-institutional record verification is at
Q least improving,
» The platforms and portal we deployed for
service delivery are functional

Work Environment

Physical
Office Furniture/Resource = Administrative staff are in all sections and
their offices are conducive,
* Though there is room for improvement, they
have office furniture,
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Lighting and Ventilation

Behavioral
Interpersonal Relationship

Social Support

» Within the funding capacity of the College,
our staff, especially the administrative staff
are provided the necessary resources to
make them comfortable,

» They have office stuffs to make the
workplace conducive,

* The management makes it a point of
attention to ensure that office is are provided
with necessary furniture, cabinets and other
physical facilities.

= The offices are well ventilated,

= Except for electricity, most of the offices
have air-conditioners,

» The offices of our administrative staff ha
good ventilations,

= The offices are well illuminated in te@ﬁ
natural and electric lights. %\

Relationship among the staff is @[

There is peaceful habita % among the
administrative staff, '5

We do not usually ha@nstant reasons to
settle interpersonal utes,

Staff, at all lev od relationships,

The adminigtrative staff members work in an
atmosphere;@sprlt de corps,

* The ad of units cooperate with their
berdinates; The head of departments show
interest in the well-being of their team

< : &embers; There is humane work-related and

Qﬁg

social support among the administrative
staff,

» There is good team cohesion,

» Head of administrative sections have good
relationships with their subordinates,

» They cover wup for themselves on
sanctionable issues, that is support,

» The subordinates are being guided and
supported by their superiors.

0

the
administrative
staff is
conducive

&

The physical
element of the
work
environment s
conducive  and
supportive to the
administrative
staff

Source: Field Survey Results, 2023

The thematic content analysis above revealed that the highest authorities of the Registry

Department of the federal tertiary institutions in South-west, Nigeria reported their
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administrative staff as highly competent in the core job function and adaptability to change
which translated into their high-performance level. The leadership and management of the
institutions ere also represented has being committed to digital transformation, embracing
technology adoption and investing resources into digital transformation of work processes
and platforms. The analysis shows that the federal tertiary institutions have remarkable level
of digital tools, developing digital platform and the administrative staff possess, the, digital

prowess to use tools and other resources. The work environment of the adminii@re staff in

terms of physical elements, structures and facilities as well as be@’a factors are

conducive and comfortable. . 4%'\
S
4.2.3 Test of Hypotheses . QQ;&

Hypothesis One Q

The null hypothesis one which states thgt(b%e is no significant influence of digital
transformation on job performance of ad@ry’h’rative staff of federal tertiary institutions in
South-west, Nigeria was tested usin 1ple linear regression analysis. In the analysis, the
values of job performance metn&)ere regressed on the values of digital transformation sub-
measures. Data for digit %f%rmation (independent variable) was generated by summing
responses of all V&Q)_l} items respectively while that of job performance of administrative
staff (depe %riable) was generated by adding responses of all items used to measure the

varia @e regression test results are presented are as presented in Table 4.7.

Decision Rule: Reject the null hypothesis if the significant value is less than 0.05, and accept

the alternative hypothesis.
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Table 4.7: Summary of regression analysis for the influence of digital transformation on
job performance of administrative staff of federal tertiary institutions in South-west,
Nigeria

Model F(df) Anova Sig
R 0.715
R Square 0.512 109.371(3,313) 0.000
Adjusted R Square 0.507
Coefficients Unstandardized t »Qg

Coefficients

Constant 1.755 19.021 ,%\ 000
Transformational capability 418 10. 24 .000
Digital capability 151 .002

Digital operational efficiency -.060 . \Q}% 172

a. Dependent Variable: Job performance
b. Predictors: (Constant), Digital transformation
Source: Field Survey Results (2023)

From the results in Table 4.7, digital tl@s/o;\‘mation has strong positive and statistically
significant relationship with the job rmance of administrative staff of federal tertiary
institutions in South-west, NiM (R = 0.715, p<0.05). The coefficient of determination
(Adj. R?) of 0.507 show %aigital transformation predicts 50.7% of the changes in job
performance of aerl'i)trative staff of federal tertiary institutions in South-west, Nigeria,
while the rem 1@ 49.3% changes in job performance of administrative staff is explained by
other t@l factors not examined. From Table 4.6, the results of the ANOVA, showing the
overaﬁnodel significance of regression test revealed that digital transformation has a
significant influence on job performance of administrative staff of federal tertiary institutions
in South-west, Nigeria. This can be explained by the F-value (109.371) and low p-value
(0.000) which is statistically significant at 95% confidence interval. Hence, the result posited
that digital transformation experienced in federal tertiary institutions in South-west, Nigeria

significantly influenced the job performance of administrative staff of the institutions.
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Furthermore, the results of regression coefficients revealed that a positive and statistically
significant relative influence was reported for transformational capability and digital
capability. However, digital operational efficiency exerts insignificant relative influence = -
0.060, p= 0.172, t= -1.369). Specifically, the results reveal that at 95% confidence level,
transformational capability (f = 0.418, p= 0.000, t= 10.241) and digital capability (p = 0.151,
p= 0.000, t= 3.160) of federal tertiary institutions in South-west, Nigeria were statistically
significant as the p-values were less than 0.05 and the t-values greater th.an %?&A\lso, the
results of regression coefficients in Table 4.6 position that at 95% co@éeqevel, a unit
change in transformational capability will lead to a 0.418 increa,sa,&he\job performance of
administrative staff of federal tertiary institutions in South-wq)c&kcg\igeria, given that all other

factors are held constant. Also, a unit change in digita@ility will lead to 0.151 increase

in the job performance of administrative staff of federal tertiary institutions in South-west,

Nigeria, given that all other factors are hel c &a .

Of all the digital transformation sub«%bles examined, transformational capability has the
highest relative influence (Beta=(0.418) followed by digital capability (Beta=0.151). These
relative contribution to .grformance were positive and statistically significant at
probability values l@tan 0.05. Given this result (Adj. R>= 0.507, F(3,313)= 109.371, p=
0.000), this @r rejects the null hypothesis one (Hol) which states that digital
transf@@m will have no significant influence on the job performance of administrative

staff of federal tertiary institutions in South-west, Nigeria.

Hypothesis Two
The null hypothesis two which states that there is no significant influence of work
environment on job performance of administrative staff of federal tertiary institutions in

South-west, Nigeria was tested using multiple linear regression analysis. In the analysis, the
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values of job performance were regressed on the values of work environment sub-measures.
The data for work environment (independent variable) was generated by summing responses
of all variable items respectively while that of job performance of administrative staff
(dependent) was generated by adding responses of all items used to measure the variable. The

regression test results are presented are as presented in Table 4.8.

Decision Rule: Reject the null hypothesis if the significant value is less than 0.0S;K@ccept
the alternative hypothesis. . Q)

Table 4.8: Summary of regression analysis for the influence of wor@onment on job
performance of administrative staff of federal tertiary institﬁtions in South-west,

Nigeria O

Model Fﬁﬁby Anova Sig

R 0.594 Q@Y

R Square 0.353 G@s 596(2,314) 0.000

Adjusted R Square 0.349

Coefficients Unsta@a@% sig
Coefficien

Constant 43 15.057 .000

Physical environment Q) 163 4.852 .000

Behavioural environment V 317 7.061 .000

a. Dependent Variable: Job performance

b. Predictors: (Constant), Work environment

Source: Field Surv@esul'ts (2023)

From the res in Table 4.8, work environment has moderately strong positive and
statisti @igniﬁcant relationship with the job performance of administrative staff of federal
tertiary ”institutions in South-west, Nigeria (R = 0.594, p<0.05). The coefficient of
determination (Adj. R?) of 0.349 shows that work environment accounts for 34.9% of the
variations in job performance of administrative staff of federal tertiary institutions in South-
west, Nigeria, while the remaining 65.1% variation in job performance of administrative staff
is accounted for by external factors other than work environment components examined in

this study.
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From Table 4.8, the results of ANOVA (overall model significance) of regression test
revealed that work environment has a significant influence on job performance of
administrative staff of federal tertiary institutions in South-west, Nigeria. This can be
explained by the F-value (85.596) and low p-value (0.000) which is statistically significant at
95% confidence interval. Hence, the result posited that the work environment significantly

influenced the job performance of administrative staff in federal tertiary institutions i(xbs'outh-

west, Nigeria. Q’}\

Furthermore, the results of regression coefficients revealed a posi‘f%nd statistically

significant relative influence physical and behavioural work eny, eht. Specifically, the
N Y

results reveal that at 95% confidence level, the influence of %cal work environment (§ =

0.163, p= 0.000, t=4.852) and behavioural work en ir@en‘[ (B=0.317, p= 0.000, t= 7.061)

of administrative staff of federal tertiary institu‘ai%rjs South-west, Nigeria were statistically
n

significant as the p-values were less tha@

results of regression coefficients in % 4.6 position that at 95% confidence level, a unit

the t-values greater than 1.96. Also, the

change in physical work enviréﬁvg? will lead to a 0.163 increase in the job performance of
administrative staff of fed, ertiary institutions in South-west, Nigeria, given that all other
factors are held co%@ imilarly, a unit change in behavioural work environment will
lead to 0.317_i xase in the job performance of administrative staff of federal tertiary
institutim@'n outh-west, Nigeria, given that all other factors are held constant. Of the work
envi@ent sub-variables examined, behavioural work environment has the highest relative
influence (Beta=0.317) followed by physical work environment (Beta=0.163). These relative
contributions to job performance were positive and statistically significant at probability
values less than 0.05. Given this result (Adj. R’ = 0.349, F(2,314)= 85.596, p= 0.000), the

null hypothesis two (Ho2) which states that work environment will have no significant
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influence on the job performance of administrative staff of federal tertiary institutions in
South-west, Nigeria is rejected.

Hypothesis Three

The null hypothesis three which states that there is no significant combined influence of
digital transformation and work environment on job performance of administrative staff of
federal tertiary institutions in South-west, Nigeria was tested using multiple lineat re%ession
analysis. In the analysis, the values of job performance were regressed on @)&omblned
values of digital transformation and work environment. The data for qQasforrnatlon
and work environment (independent variables) was generated hy nfing responses of all
variable items respectively while that of job performance of a@lstratlve staff (dependent)
was generated by adding responses of all items used to.n@ure the variable. The regression

test results are presented in Tables 4.9.

Decision Rule: Reject the null hypothesis@‘éﬂﬁcant value is less than 0.05, and accept

the alternative hypothesis. @

Table 4.9: Summary of regression” analysis for the influence of digital transformation
and work environment on job performance of administrative staff of federal tertiary
@%@ria

institutions in South-wes

( ﬁ}m F(df) Anova Sig

R Q\ 0.686°
R Square % 0.470 139.361(2,314) 0.000

Adjquare 0.467
Coefficients Unstandardized t sig

Coefficients
Constant 1.642 15.476 .000
Digital Transformation 341 8.687 .000
Work Environment 213 5.056 .000

a. Dependent Variable: Job performance
b. Predictors: (Constant), Digital transformation and work environment
Source: Field Survey Results (2023)
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From the results in Table 4.9, digital transformation and work environment have strong
positive and statistically significant relationship with the job performance of administrative
staff of federal tertiary institutions in South-west, Nigeria. (R = 0.686% p<0.05). The
coefficient of determination (Adj. R?) of 0.467 shows that digital transformation and work
environment predicts 46.7% of the changes in job performance of administrative‘ﬁtilff of
federal tertiary institutions in South-west, Nigeria, while the remaining 53.3% V@ﬁon in job
performance of administrative staff could be accounted for by external }& er than the
combination of digital transformation and work environment. Fp@bie 4.9, the results of
ANOVA (overall model significance) of the regressioh&% revealed that digital
transformation and work environment have signif‘lo@ combined influence on job
performance of administrative staff of federal t@ institutions in South-west, Nigeria.
This can be explained by the F-value (1 i@@d p-value (0.000) which is statistically
significant at 95% confidence interwal. Hence, the result posited that the digital
3o

transformation and work envi nm%; in federal tertiary institutions in South-west, Nigeria

significantly influenced the j%p@rformance of administrative staff working therein.

R

The results of regression coefficients revealed that positive and statistically significant
influence was @n\d for digital transformation and work environment. Specifically, the
resul that at 95% confidence level, digital transformation ( = 0.341, p= 0.000, t=
8.687) and work environment (= 0.213, p=0.000, t= 5.056) of administrative staff of federal
tertiary institutions in South-west, Nigeria when tested together were statistically significant
as the p-values were less than 0.05 and the t-values greater than 1.96. Furthermore, the results
of regression coefficients in Table 4.9 shows that at 95% confidence level, a unit change in
digital transformation will lead to a 0.341 increase in the job performance of administrative
staff of federal tertiary institutions in South-west, Nigeria, given that all other factors are held
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constant.  Also, a unit change in work environment will lead to 0.213 increase in the job
performance of administrative staff of federal tertiary institutions in South-west, Nigeria,
given that all other factors are held constant. Of the two predictor variables combined, digital
transformation has the highest relative influence (Beta=0.341) followed by work environment
(Beta=0.213). The combined influence on job performance were positive and statistically
significant at probability values less than 0.05. Given this result (Adj. R’ = 0.467, F}Q.,314)=
139.361, p= 0.000), this study rejects the null hypothesis three (Ho3) WhiCI.l st t@}n\at digital
transformation and work environment will have no significant inﬂuene%}b erformance

of administrative staff of federal tertiary institutions in South-west,,&éﬁﬁa.

\
Hypothesis Four . QQ;&%

Null hypothesis four states that there is no signific Q}&ating impact of work experience
on the influence of digital transformation‘O{J\' b performance of administrative staff of
federal tertiary institutions in Sout -w@igeria. To evaluate the null hypothesis,
hierarchical regression was applie(é) eby the analysis was carried out in the order of
hierarchy. A composite score was, Obtained for digital transformation and work experience
regarding administrative s@? federal tertiary institutions in South-west, Nigeria and were
used in the regress&jnalysis. Also, data for job performance (tagged Y) was created by
adding res Qf all items for the variable, while that of work experience (tagged Z) was

obtai @n adding responses of all items for the variable.

In addition, an interaction term for digital transformation and work experience (tagged - X;*Z)
was obtained by multiplying the composite score for responses on digital transformation and
work experience. The hypothesis would be supported if the effect of the interaction of digital

transformation and work experience (X;*Z) on job performance of administrative staff of
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federal tertiary institutions in South-west, Nigeria is statistically significant. The results of the

step-by-step analysis are presented in Table 4.10.

Decision Rule: Reject the null hypothesis if the significant value is less than 0.05, and accept
the alternative hypothesis.
Table 4.10: Summary of hierarchical regression analysis for the moderating impact of

work experience on the influence of digital transformation on job performance of
administrative staff of federal tertiary institutions in South-west, Nigeria, ngte@,

Model!23 Beta t Sig. R R2  Adj. AR? " Sig. F
R? \\% Change
(Constant)! 1.895 19.504 .000 .654* 427 425 234.840 0.000

- : ‘%'»
Digital 471 15324000 )\\‘

Transformation Q’}%

F & Anova Sig: 234.840 (1,315), ¢ Q
p=.000 Q‘Q\

(Constant)? 1.857 19.160 .000 ’,{Q‘% 442 438 .014 8.151 0.005

Digital - 449 14335
Transformation Q)
Work 031 }5) 005

experience %
F & Anova Sig: @%2 314),

p=.000
(Constanty‘:\ 1840 7910 .000 .665° 442 436 .000  .007 935

Digital
455 5.947 .000
Trtion

Work 036 592 554
Experience
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DTtn*WExp -.002 -.082 .935

F & Anova Sig: 82.514 (3,313),
p=-000

a. Predictors: (Constant), Digital Transformation

b. Predictors: (Constant), Digital Transformation, Work experience

c. Predictors: (Constant), Digital Transformation, Work experience, DTtn*WExp denote
Digital Transformation * Work Experience

d. Dependent Variable: Job Performance

Source: Researcher’s Field Survey Results (2023)

Tables 4.10 presents the hierarchical multiple regression results for the moderating impact of
work experience on the influence of digital transformation on “job=performance of
administrative staff of federal tertiary institutions in South-west, Nigeria. Results in Table 4.9
model 1 summarizes the output for the analysis if moderatign-impact is not considered.

Therefore, in this model, the independent variable is digital transformation.

From the results, digital transformation hag“p@sitive and strong relationship with job
performance of administrative staff of fedcraltertiary institutions in South-west, Nigeria (R =
0.654, p=0.000). The coefficient~0f}determination (R?) of 0.427 shows that digital
transformation predicted 42.7% of the changes in job performance of administrative staff
under study while the remaining 57.3% changes in performance is explained by external
factors different fromedigital transformation. This result suggests that digital transformation
influenced 42«19 0f changes in job performance of administrative staff of federal tertiary

instifgtiogsan South-west, Nigeria.

Table 4.10 shows the results of ANOVA (overall model significance) of regression test which
revealed that digital transformation has a significant effect on job performance of
administrative staff of federal tertiary institutions in South-west, Nigeria. This can be
explained by the F-value (234.840) and low p-value (0.000) which is statistically significant

at 95% confidence interval. Hence, the result posited that digital transformation of federal
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tertiary institutions in South-west, Nigeria influenced job performance of their administrative

staff.

In the second model, a multiple regression involving digital transformation and work
experience was introduced as predictor variables and the results indicate that a change was
experienced as R? change is 0.014. The F-statistics is 124.161 with a p-value of 0.005
(p<0.05) indicating that the effect is statistically significant. This implies %&%gital
transformation and work experience have positive and signiﬁcarlltﬁh@ége on job

performance of administrative staff of federal tertiary institutions in Southswest, Nigeria.

4%'»
The third model involved the introduction of work experien@\the interaction of digital

transformation with job performance using regression 1@1. Results in Table 4.9 indicate

that the R-square change is 0.000, and F-chang%%m with a corresponding (Sig. F-
Change) p-value of 0.935 which implies t @eraction term of work experience have an
insignificant moderating effect on the %ggce of digital transformation on job performance
of administrative staff of feder. ter@ institutions in South-west, Nigeria (p=0.935). Hence,

.\

this result implies that wﬂk experience does not moderates the influence of digital
transformation on j ance of administrative staff of federal tertiary institutions in

South-west, Nig%{; Based on this result (4R*= 0.000, AF = 0.007, p=0.935), this study fails
to reject the null hypothesis four (Ho4) which states that work experience has no significant
mod@g impact on the influence of digital transformation on job performance of

administrative staff of federal tertiary institutions in South-west, Nigeria.

The results obtained from the tests of the hypotheses are depicted in the following resultant

model:
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Work

Independent Variables Experience
AR2|= 0.000
AF|=0.007 Dependent Variable
Digital Transformation p(=0.935
Hol H o4 Job Performance
Transformational Adj. R?=.507 g
Capabilities F(3,313)=109.371
Digital Capabilities p=0.000<0.05 Task Performance
Digital Operation Ho3
Efficiency Ad. R2=0467 ]
F(2,314)= 139.361
p = 0.000<0.05 Adaptive Performance
Work Environment
Physical Factors Hy2 >
Y Adj. R>=.349
Behavioural Factors F(2,314)= 85.596
p = 0.000<0.05

Fig. 4.1: Resultant Model
Source: Researcher’s Field Survey Results (2023)

4.3  Discussion of Findings

Research Question One was\raised to determine the level of job performance of
administrative staff of federalitettiary institutions in South-west, Nigeria. Job performance of
the administrative staff was’assessed in terms of task and adaptive performance as the two
dimensions that(as¢vthe focus of this study. Task performance which depicts the adeptness
with which administrative staff perform the roles and functions recognized as core elements
of theityjobs is measured in terms of task and operational expertise, problem solving abilities,
efficiency at work, oral and written communications. These were aimed to reveal their
expected performance comprising administrative planning, organizing, administering the
day-to-day work through technical administrative abilities, goal setting, ensuring
administrative standard, giving directives, supervising and monitoring other subordinates,

engaging in effective communication, ensuring task completion, meeting deadlines,
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maintaining effective records and information management, providing feedback and reporting,
seeing to the efficiency of administrative operation, seeing to quality of administrative

service delivery and other in-roles of administrative staff of tertiary institutions!'.

The results revealed that administrative staff members of the federal tertiary institutions in
South-west, Nigeria have high knowledge of administrative responsibilities, they are highly
versatile in their core job roles and are up-to-date on what are expect& their
responsibilities and the implication on general administration of their ‘i Q@ons. The
administrative staff manifested high ability to identify problems and issues and in proffering
both proactive and reactive solutions to administrative issues a\%‘é\al nges that may occur
in the discharge of their responsibilities and towards en.su@ooth functioning of various
organs and sections of their tertiary institutions. T @}also revealed that members of the
administrative staff group have are efﬁcie‘ng& effective in streamline work processes,
ensuring task completion with minimal Qn}\and effort and are always inclined towards
meeting deadlines on assigned tasks esponsibilities. In terms of communication skills
and competence, the result shwat the administrative staff show good understanding of
directives and instructiona@a't?g to their core jobs and their institution, they pay attention to
details, listen activ 9(1 provide appropriate feedback on their assigned responsibilities.
The result depi Qood level of task performance of the administrative staff of federal tertiary

insti@@n South-west, Nigeria and revealed the core elements that should characterize

task performance especially in the context of administrative job functions'2?.

Adaptive performance which covers the ability and readiness of the administrative staff to
adjust to changes in their work role, methods, tools and the unpredictable changes in
technology and work environment is measured in terms of resilience and open-mindedness,

ability to adjust to emerging job and tasks requirements and disposition to learning new skill
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and using new technology. The result revealed that the administrative staff of federal tertiary
institutions in South-west, Nigeria have high ability to cope with new demands emanating in
their job roles, have appreciable level of flexibility to challenges and could handle difficult
work situations to a large extent. It was further revealed that the ability of the administrative
staff to adjust to new work processes and tools, to accept new technologies are remarkably

high and they have good level of readiness to meet emerging work demands. . %

N

As new technologies and platforms are being introduced to enhance ta; @%mance, the
administrative staff are portrayed as having high interest and readingss to learn new
technologies which is reflected in their mastery of new wo@:sses and ability in
generating new ideas for task completion. These result @ previous researches on the
importance of job-related behaviours that reflect formance-directed adaptability -
handling emergencies, unpredictable work. s‘i\'tions and work stress, solving problems

with emerging new tasks, tools, pro technologies, and adjusting to changes in work

Q

culture, workplace environment, k teams and individuals,’ etc. that are deemed inevitable

creatively, learning existing work tasks, ®ogies and procedures,* learning and coping
S,

. 9 . . .
as a result of the dyna@re of modern organisations, evolving techniques, technology

and processes, and ‘the trend for change in the experience and expertise of organisations’

workforceéﬂ EQ

On @gregate, it was found that job performance (task and adaptive performance) of
administrative staff of federal tertiary institutions in South-west, Nigeria is high as reflected
in the grand mean of 3.43. This is also supported by the revelation from the Registrars of the
federal tertiary institutions in Nigeria that the institutions have team of administrative staff

who are well-groomed in their assigned roles and manifests remarkable abilities for problem
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solving, internal and external communications, administrative versatility and adaptability to

changes in work and work processes.

Research Question Two was raised to determine the level of digital transformation in federal
tertiary institutions in South-west, Nigeria. This denotes the extent of institutional capability
for digital change, the deployment of digital technologies, tools, processes, platforms and
human competence necessary to change the institutions into ones in wli@%igital
technologies change the traditionally known methods, practices and proc @%d facilitate
the activities, processes and operations of the institutions for efficiency and effectiveness in
. %
administrative functions and service delivery”$. In dete@m this, the common
denominators to most dimensions of digital transforrpati Q;txiat is, organisation, people,
technology and process®!? were considered, and \5 study adopted transformational

capability, digital capability and digital .O@ms efficiency as measures of digital

S

>

Transformational Capabilities lls%y‘}%r the organisation domain of digital transformation

transformation’!.

and entails the ability of e,\institutions to respond to technological developments in
changing their ope c@%d methods by adopting digital methods, processes, tools and
applications. nggt'@l Capabilities covers the people and technology components and it
reflects digital technologies, tools, applications and resources that are required for driving the
instis digital transformation on one hand, and the digital competence, technology-
related skills, expertise, knowledge, disposition and attitude required of the administrative
staff to perform their jobs, solve problems, communicate, manage information, collaborate,
create and share digital content independently and appropriately in a digitally

transforming/transformed institutions. Digital operation is the process aspect of digital

transformation reflecting the level of automated work processes, use of digital
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communication tools for collaboration, knowledge diffusion and continuous improvement
and efficiency in operational routines!? of administrative staff of federal tertiary institutions

in South-west, Nigeria.

On transformational capabilities of the institutions, the results depict that the federal tertiary
institutions in South-west, Nigeria are emphasizing and ensuring digital leadership at all
levels with high commitment to digital changes and integration of digital tech@% into
their strategic plans. It was also found that there are high innovation practi¢ &%ﬁss sections
and departments, freedom for creativity and idea generation among members of staff and
good level of that digital culture across different organs and co(qé&%ne ts of the institutions.
In addition, the institutions were shown to be agile and.re&%’&we in identifying new digital
opportunities, developing and enhancing human ¢ !@for emerging technologies, and in

taking advantage of digital resources and off‘er{\' of digital technologies.

N
The results on digital capabilities show’%&digital technologies are highly available in the
institutions in terms of T-e@&éd internal communication networks, internet
resources/facilities, minim use of cloud computing, virtual interactions resources,
appreciable staff @nts database management system, cyber security system,
noticeable e-sew&forms and architecture. It was evidently shown in the result that the
administrative_staff of federal tertiary institutions in South-west, Nigeria are competent in
com’@ation in online interactions, use of office suites and applications and fairly
competent in virtual collaboration for data creation and sharing. They were portrayed as
having cyber security competence, digital information security and multi-media usage
abilities. The results are in line with previous research submissions that digitally transforming
organisation are characterized by organisations’ readiness, innovation culture, digital agility

14,15

and culture,'? availability of IT solutions, investment in digital technologies,'*!> competence
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and mastery of digital skills or expertise to achieve active usage and optimal engagement

level by employees!!.

It was further revealed that the use of digital tools in the institutions are characterized by

highly efficient digital data generation for administrative use, flexible digital operations

enabled by automation of functions and processes which make collaboration, virtual

communication, meetings and management of institutional, staff and stude@cords

efficient, easy to use and reliable. It was also found that the level of di 'fK%Qties of the
=

institutions as portrayed by the administrative staff shows that digitizat f operations was

found to render interdepartmental workflow very seamless am%&%\'ﬁ?delivery qualitative
and satisfactory. The empirical findings were corroborgte&l&e submissions of the highest
administrative officers of the federal tertiary insti&fm@hat digital tools and techniques are
largely embedded in administrative services.a@nctions of all organs of the institutions in

providing administrative supports to thQ(ygans and personnel and rendering services to

current and old students as well f, other institutions, organisations and agents of
government \)
.\

On the aggregate, t l@‘%tr digital transformation of federal tertiary institutions was found
to be high witlg@(ibility in terms operation time and place, usage of virtual platforms,
interoperabi records and data sharing, and management, etc. =~ This means that digital
trané@ation, especially in administrative operations, manifests digital operational
efficiency. This could be explained that course advertisement, admission and registration,
office management, human capital issues management, salaries and wage administration,
information management, examinations and students’ records management, inter-
organisation and town-gown relationships and other administrative functions and roles, for

example, are efficiently carried out. The results buttressed previous findings that digital
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transformation as a process incorporates continuous and concomitant improvement in
activities'® with added values in organisation’s operations through enhanced service platform,

processes and improved convenience!”!3, The empirical finding

Research Question Three was raised to determine the level of conduciveness of work
environment of administrative staff of federal tertiary institutions in South-west, Nigeria.
Work environment depicting the totality of tools, equipment, social settin@ysical
conditions, relationship among people, surrounding atmosphere, the arr ﬂi%% of works,
units, individuals and groups, and the general conditions of the setting‘s%atmosphere19 in
which administrative staff of federal tertiary institutions in Sout@et, igeria perform their
works was measured along physical and behavioural. (@ents of work environment.
While the physical component of the work envir \Eomprises tools, office resources,
office design, ventilation facilities for artiﬁc.ia@induced cooling or heating, office layout,
space design, furniture, illumination a d@h}}, noise levels, equipment and other physical
elements?>?1-%2) the behavioural co nt encompasses communication among workers,
verbal and non-verbal mode Nractions, aggregate of attitude and people’s behaviour
towards each other, tea&t@gﬁers and colleagues, interaction and behavioural inclination

between subordinatds_and supervisors, acquaintances and association formed at work, social

resources in.t Qrm of help, compassion, recognition and value, and indication of social

inte@ the workplace?®*2423,

It was found from the result that the physical work environment of the administrative staff of
federal tertiary institutions in South-west, Nigeria is conducive in terms of office furniture
and fittings, office cabinet, artificial and natural lightings and ventilation, office layout,
arrangement of people, work units, office movable components and demarcations are

conducive to support workflow and spatial needs of the administrative staff. It was also
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found that communication and interactions with colleagues, team members and supervisors
and reporting or feedback channel with heads of units were reported to be conducive to the
administrative staff while the form of social integration and support from co-workers and
supervisors/heads of units were found as comfortable and conducive. On the aggregate, the
results clearly indicate that the administrative staff of federal tertiary institutions in South-
west, Nigeria work in moderately high conducive environment. The findings are iqs&ndem
with the position of Registrars of the institutions that the possible.in 1@%} of the
environment in which work is carried out is sine qua non to the woﬂ@f d expected
outcomes which necessitated the management of the institugi o"provide conducive
environment to their administrative to ensure that performan&%\not only enhanced but to
make people feel comfortable as members of the work.d@lisations. This implies need for
the management of the of the federal tertiary insti® to provide more office resources and

facilities that will enhance the conduci G%D the work environment with a view to

improving the comfort, wellbeing and @ately the performance of the administrative staff.

P

From the results of test of h esis one, it was found that digital transformation has
positive and strong relaﬁ@g’a with job performance of administrative staff of federal
tertiary institutions % glth-west, Nigeria and that such relationship positions that digital
transformati rienced in federal tertiary institutions in South-west, Nigeria significantly
influ Qob performance of administrative staff of the institutions. Of all the digital
tran&ation sub-variables examined, transformational capability (digital leadership,
innovation culture and digital agility) has the highest relative influence on job performance of
the administrative staff of federal tertiary institutions in South-west, Nigeria followed by
digital capability (digital technologies and digital competence) while digital operations
efficiency was found to exert insignificant influence on job performance. From the result, a
unit change in transformational capability will lead to a 41.8% increase in the job
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performance of administrative staff of federal tertiary institutions in South-west, Nigeria,
given that all other factors are held constant. Also, a unit change in digital capability will
yield 15.1% increase in the job performance of administrative staff of federal tertiary

institutions in South-west, Nigeria, given that all other factors are held constant.

On the aggregate, the result of the null hypothesis one revealed a p-value less than 0.05, thus,
at 95% confidence level, the hypothesis was rejected and it was upheld :@%igital
transformation have significant influence on job performance of ad i‘r@e staff of
federal tertiary institutions in South-west, Nigeria. The coefficient of d&nation (Adj. R?)
of 0.507 implies that digital transformation predicts 50.7% of th%%n gin job performance
of administrative staff of federal tertiary institutions. in«@h-west, Nigeria, while the

remaining 49.3% changes in job performance of@%}&ative staff is explained by other

external factors not examined. . 6

The results show that transformatiomal “Capabilities as a key component of digital
transformation showing the fitne f the federal tertiary institutions’ culture, change
leadership and agility to e&brasce and implement digital tools and processes; to change
quickly and adapt @‘%‘[echnology is potently instrumental in facilitating desirable
performance le\@nctfe discharge of administrative functions, responsibilities and service
delivery. This implies that the culture of innovation, the dynamic nature of the leadership of
the tertiary institutions to recognize and respond to technological changes by
integrating digital technology into their strategic plans, giving room for innovation practices
and creativity among staff are fundamental in their digital transformation and essentially in

leveraging technology for enhanced administrative performance.

This finding aligns with a number of existing research findings. For example, a well-

grounded measurement model of digital transformation revealed that organisation’s
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capability, leadership commitment to digital transformation, degree of agility for digital
process integration, people’s expertise, readiness to learn new technology and digital strategy,
empowerment of human capacity and technology adoption and usage are key drivers of job
performance and organisations’ functions in modern days?®. Also, the ambition of public
organisations for digital transformation which is reflected in the leadership disposition,
commitment and investment in digital tools and human capacities was reparted, to be

significant in igniting completely new ways of working in pubic organisations z@}facilitates

desirable functioning of organs of public organisations?’. ‘%\QO

The findings of this study also corroborates that job perforx%:@%: organizations with
necessary capabilities for emerging technologies are &Qe}%{erized by unique ease of
operations, seamless workflow and communicatio d@tal culture and such organisations
take advantage of digital resources, platfgrg&)rocesses, procedures and digital savvy
workforce to raise job performance level,er’}xperience and enhance its deliverables?®. As
digitally supportive organisational e was reported to energize and propel digital
strategies, operations and su@nﬂy results in increased strategic benefits and value
creation,” the finding o %ﬁ?ldy also positions that integration of digital technology into
the institutions’ sth_g)ic plan, embeddedness of digital culture across the institutions,
motivation for\inadvations and creativity among staff are key ingredients necessary to propel
digit @ormation into yielding desirable job performance among administrative staff of
fede&rtiary institutions in South-west, Nigeria. This is further confirmed by the views
shared by Registrars of the institutions that availability of digital tools, resources and
platforms as well as the willingness, abilities and interests exhibited by well-motivated
digital-savvy teams of administrative staff are reflected in how administrative functions are

being performed, the type of improvement that are seen in the tertiary institutions, efficiency
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and effectiveness of IT-based administrative operations that beneficial to all actors and

stakeholders in the institutions.

While the relationship between individual competence and organisational capabilities could
be affirmed in a study on the implementation of a digital transformation model which
showed high disposition to information technology and digital media in an educational
institution®®, the findings of the present study portray significant relationship@g the
measures employed to assess digital transformation (transformational a@%ﬁes, digital
capabilities — digital competence and digital technology, and digital (ﬁons efficiency).
. %
This could be a result of the fact that people-centered maturi(%%pp ach was adopted in
relating individual competencies and organizational capaﬁ@gin the previous study under
reference which showed that a high maturity s '@ng employees in terms of their
competence will not simply translate to h‘ig\hﬁganizational capabilities or performance.
However, the present study assessed Qg}r}l competence as a composite of digital
transformation to ascertain its relativ tionship with other input factors and its composite
contributions to digital transton index. The result of this study also supports other
previous research findi Aﬁ?at employees’ digital competence enhances individual
performance and tQi_r) intentions to continue in the environment as a result of their

perception of use of technologies provided. This revealed the significant need for

digi%@:y being a fundamental requisite for technology utilization?!.

In addition, the results point to the fact that availability of capacity development and
enhancement mechanisms in the area of digital competence and access to digital resources
foster the deployment of digital processes and tools as well as readiness and willingness of
administrative staff to learn new technologies, master and streamline new work processes.

These were helpful in proffering solutions to administrative work issues, in communicating
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with other persons and departments and allows for good work flow, dissipation of minimal
manual efforts, timeliness and effective administrative service delivery. This supports the
submission that organisations’ capabilities for internet of things, cyber security system, big
data management, cloud computing, etc. is significant in driving any meaningful digital
transformation in organisation and that only organizations which have agility as a (dynamic)
capability can effectively cope with the changes in technology and adopt same far improved
workers’ performance, operations efficiency and effectiveness, stakeholder.s’ S é&}tion and
organisational growth?2. The findings further locates favourable positi %e aggregate
viewpoints expressed by students, staff and management personnK%m are critical players
and actors in selected higher educational institutions acr%%y countries that digital
transformation facilitates communications, enhance ad.&%trative functions and processes,
simplifies and modernizes admission applicatio enrolment, examinations, students’

[ ]
services and ease of academic engagem Qﬂo us these areas should be considered as

major interests for digital transformatiob@itiatives”.

In line with the position that pﬁance of administrative functions encompasses capacity
for prompt and informed d¢eisi ?1 making and implementation which depends on availability
of data or informat@ssibility of effective information sharing in an organisation’?, the
results of thi Qr also showed that decision-making and other information-related index of
job @ance of the administrative staff of federal tertiary institutions in South-west,
Nigeria‘are being facilitated by digital transformation. This substantiates the submission that
decision making and implementation of work changes in modern organisations and
businesses hinges on capabilities to learn, embrace change, respond to change and adapt to
technology and new things and ultimately reveal the flexibility and capacities within the
organization®*. As the adoption of digital technology was reported to be significant in

transforming existing work processes easily and quickly and in spinning up new work
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patterns to respond to digital changes®, this study also reveal that digital transformation
efforts of the federal tertiary institutions in South-west, Nigeria was found to be capable of
enabling the administrative staff to exhibit adaptive use of technology, flexibility to
challenges, to be dynamic in handling difficult work situations and in generating new ideas
for discharging their administrative roles. With digital leadership and culture across the
institutions, the administrative staff will learn new methods and demands of workébe‘xhibit

abilities for innovative thinking, digital disposition, collaborative com @%e, active
% which are

participation in virtual communication and commitment to digital }?1
essential performance attributes to meet job demands in the ever:c ifg technology-driven
institutions. This finding is elucidative of the views expres&;{c@\the Registrars of federal
tertiary institutions in South-west, Nigeria that the ins.t&@ns invest in technological tools,
emphasize digital transformation in their strategi®\plan and makes efforts in developing
competencies and capacities for emerginéj%m gies have been fruitful as evidenced in
innovation practices seen across dep ents and sections of the institutions and in the

effective administration and fup%&ﬂg of the institutions.

The relative influence o@lﬂoperational efficiency as shown in the results depicts very
low specific cont ut%ls in the overall influence of digital transformation on job
performan ministrative staff of federal tertiary institutions in South-west, Nigeria.
This 4 the need for deliberate improvement in digitized and automated processes,
digital data management system, flexibility in digital operations, digitalized collaboration
among departments and persons, virtual communication, digital service delivery, value added
operations, etc. and conscious efforts to monitor and sustain such improvement efforts in
technology-related functions and activities of administrative staff of the federal tertiary

institutions.
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The null hypothesis two was formulated to determine the influence of work environment on
job performance of administrative staff of federal tertiary institutions in South-west, Nigeria.
Work environment, denoted by cumulative function of physical and behavioural components
of the workplace, was found to have positive and statistically significant relationship job
performance of the administrative staff (the coefficient of relationship R=0.594 and
coefficient of determination Adj. R?>=0.349) which depicts that work environment eQuld be
linked to about 35% of the total variation that may occur in job performanc.e @%\isuaﬁve
staff of federal tertiary institutions in South-west, Nigeria. Work envimn%m s also found
to have significant influence on job performance of administratiygﬁf ‘of federal tertiary of
the federal institutions, given a p-value of 0.000<0.05. Thi&j{%‘}clearly suggests that the
environment in which administrative staff of federal te@%stitutions in Southwest Nigeria
carry out their duties which reflects the compos f tools, resources, office materials,
ventilation and cooling systems provi .Q«ig ings, social interactions among staff,
relationship with supervisors, nature of perceived and received social support, teamwork, etc.,
have substantial contributions%%ﬂ job performance. The result formed alignment with
previous research ﬁndings%ﬁ-\the nature and conditions of tools, arrangement of work,

surrounding atmos@x)@%ces and other factors are capable of contending with the

b

employees t@@t, influence the way people work and their performance’®?’ and that
1%.

working 6&1 nships among peers, reporting channels and communication pattern between
sub(@tes and their superiors, work related social wellbeing lend atmosphere of harmony,
peaceful co-habitation among members of work teams and facilitate group dynamics

necessary to stimulate desired level of individual and group performance in a workplace3®-°,

Specifically, it was observed that physical work environment factors pushed lesser influence
on the job performance of the administrative staff (3=0.163) when compared to the relative

influence of behavioural environment factors which was found to be capable of yielding
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higher influence on the job performance of administrative staff of federal tertiary institutions
in South-west, Nigeria,  value being 0.317. This implies that behavioural work environment
has the highest relative influence followed by physical work environment in relation to job
performance of the administrative staff. The results are indications that the type, nature
quality and conditions physical work tools, arrangement of work units, office resources, etc.
are largely important to the wellbeing and comfortability of the administrative ,staff while
mutual relationship, social inclinations, friendly work atmosphere, peer a (@%}ewisory
assistance are critical to the conduciveness of the workplace and the ov%}b erformance
of administrative of federal tertiary institutions in Nigeria. TheK 1t8) support previously

documented research findings that the fineness or otherwise of@ environment impinge on

workers’ attitude, enthusiasm for productivity and Ee.r.&@ncem‘”. The quality of support

from direct supervisors and colleagues were att able to extra-role behaviour, active
involvement in team efforts and improve %@% performance level*>#. Furthermore, this
finding is corroborated by the chief a(@nistrative officers of federal tertiary institutions in
Nigeria that the well-being an. on%irt experienced by the administrative through the nature
and components of their%)vk environment influence their disposition to work and
commitment to ach@)@%rable results. This lends supports to previous research findings
that friendshi ,%Sworks of formal and social relationship within an enterprise underscores

the context i\which job is performed and ultimately determines interdepartmental workflow

and @rformance across every part of the organisation*43.

Null hypothesis three was formulated and tested to determine the combined influence of
digital transformation and work environment on job performance of administrative staff of
federal tertiary institutions in South-west, Nigeria. From the results, digital transformation
and work environment were found to have strong positive and statistically significant joint

relationship with job performance of the administrative staff. The result suggests that digital
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transformation and work environment, when measured together, will predict about 47% of
the changes in job performance of administrative staff of federal tertiary institutions in South-
west, Nigeria (coefficient of determination = 0.467). This implies that the total variation that
could be observed in the job performance of the administrative staff could be linked directly
to the joint influence of digital transformation level of the institutions as well as the
characteristics of the environment in which administrative jobs are being performed er where
members of the administrative category carry out their duties in th.e f @;&}\terﬁary
institutions.  This supports previous submission that organisationat‘%%’n ent and its
antecedent factors share common and reciprocal relationship wt ld&sita,l transformation as
digital technologies, resources platforms and processes intera&:&%\are diffused into the work
environment to stimulate improved performance of sp .@a@'asks, enhance service delivery,
excite workers’ perceived benefits from digital tran ation and trigger their adaptability to

technology-driven changes in the workpla@

The combined influence of digital ﬁ@brmation and work environment was statistically
significant on job performanceM administrative staff. In effect, the level of commitment
of management of the fe?rtiary institutions in South-west, Nigeria to digital changes,
the extent of int aigon of digital technology into work processes, especially in
administra@ations, encouragement of innovation practices, motivation for creativity
and i neration among staff, staff development and capacity building for core
competence in technology use, availability of digital internal communication networks,
internet resources, cloud computing facilities, staff and students database management
systems, electronic service platforms and records management practices, provision of office
suites and applications, multi-media resources, etc. and the nature of conduciveness of the

institutional environment in terms office facilities, ventilation and lighting, layout,
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cooperation, supports and relationships among peers and supervisors, etc. will determine the

disposition of the administrative to their job roles and expectation.

In essence, it was found that the degree to which administrative staff of federal tertiary
institutions in Nigeria collectively and individually accomplish the core elements of their job
duties, their attitude and adaptability to emerging changes in work roles, methods and
technology use are largely dependent on their institutions’ response to te:@(bbgical
developments, provision and access to digital technologies, applicati h@ resources;
technology-related skills, expertise of the administrative staff as well asf%onduciveness of
both physical work environment factors and behav10ur%1;\%.1s osition among the
administrative staff members and their supervisors or he.ad&@ts/departments. This aligns

W

with the submission that the availability of techn equipment, work tools, resources
and essential facilities in the workplace e.nge\'q%red workers to exhibit positive attitude
towards their work and was critical to w@\s choice and disposition to new technologies
which in effect served as a potent prédictor of their job performance and adaptability to new
technologies*’.  According towop echelon of administrative positions in the federal
tertiary institutions of So%%p.s?t, Nigeria, the offerings and deliverables of the institutions
have been greatlx\ aned with the use of digital resources through improved work flow,

access to i Qional services, collaboration among units and people and general

admind n of the institutions.

Null hypothesis four was formulated to determine if there would be any significant
moderating impact of work experience on the influence of digital transformation on job
performance of administrative staff of federal tertiary institutions in South-west, Nigeria.
The hypothesis sought to ascertain if work experience, being a demographic factor, will

impose any significant impact on the influence of digital transformation on job performance
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of the administrative staff. When presented together as predictor variables, the result
indicated that digital transformation and work experience account for 44.2% of the total
changes in job performance and at a p-value of 0.000 (p<0.05) the influence is statistically
significant, which implies that digital transformation and work experience have positive and

significant influence on job performance of administrative staff of federal tertiary institutions
in South-west, Nigeria. . (b'

However, with the introduction of work experience in the interaction of digjta Xormation
with job performance in the regression model, it was found that the int‘e%n term of work
experience has an insignificant moderating effect on the inﬂueﬁ%&?&ital transformation
on job performance of administrative staff of federal terts %nstitutions in South-west,

Nigeria (R-square change=0.000; p=0.935). This %Qbmplies that work experience does

not moderates the influence of digital transformation”on job performance of administrative
staff of federal tertiary institutions in So@\& igeria. Based on this result (4R = 0.000,
AF = 0.014, P= 0.935), this study fai&é‘%«eject the null hypothesis four (Ho4) which states
that work experience has no&'ﬁgﬁcant moderating impact on the influence of digital
transformation on job pe arice of administrative staff of federal tertiary institutions in
South-west, Nigeri@ﬁ ding suggests that it is essential to recognize that the impact of

work experi @he use of digital tools may not always be significant and positive.

Whil @rch findings have shown that work experience is an important factor for job
con&ion, placement, and has significant influence on work-related behaviours and job
performance of workers as shown in extant literature*®*°, the findings of this study lend
support to other research position that none of the work experience predictors, (overall firm
experience and prior work-related experience and unrelated experience) explained any
significant distinctive variance in any of the three performance index, contradicting the
assumptions that work experience would do*’. In the context of digital transformation, some
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potential issues such as resistance to change from established workflows as a result of
technology use, potential skill stagnation if employees fail to keep up with evolving
technologies, and possible low disposition to newer and innovative work process may come
to bear in undermining the impact which work experience is expected to reflect in workers.
This, in a way, corroborates the submission that the impact of work experience in relation to
job performance and other factors may hinge on individual worker’s personality traitg&mh as
openness to experience, conscientiousness, agreeableness, extroversion, a &aroticism

which have been found to play significant roles in the strength of the@b‘n ip of work

experience and job performance®!. \4%'3

In addition, administrative work in tertiary institutions c &1@ e categorized as a form of
high-complexity job which require former educa specific job-related knowledge,
learning capacity and job disposition that are @for administrative task performance,
communication, intuition, problem- solv1 3111@/ and flexibility for changes in work

and organisation. Work experlenc% reported to have highest correlation to job

performance among workers iM—complexity jobs, that is, jobs that place low levels of

cognitive demands and hi @ycatlon requirement on employees.

Furthermore, anaK work experience, as a demographic factor of the administrative staff
of federal f@ institutions examined in this study revealed that 33% of the administrative
stafi gween 1 to 10 years of experience in their job position while the remaining 67%
had over 10 years of work experience as administrative staff in their respective federal
tertiary institutions. This is indicative of agreement with previous research finding that
significant interaction effect of work experience may dimmish as the years of experience of
worker in an organisation increases®?. This suggests that the number of years spent by the

administrative staff may have bearing on how the changes in work processes, approaches and
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expectations as a result of digital technologies could enhance job performance of the
administrative who had spent few years on their job but such years of experience may not
particularly influence administrative staff with many years of work experience in federal
tertiary institutions of South-west, Nigeria. The implication is that work experience may
affect how perception, disposition and use of digital resources with attendant changes in work
characteristics and processes affect the discharge of administrative responsibilities,c%(‘)blem
solving, flexibility, learning and adaptation to new technologies by admin.istr t@%ff who
had spent few years on the job, whereas year of experience may %g nt for such

influence of digital technology use on job performance of adminiK ive, staff who have put

in higher number of years. \
in | q‘f}%
&
S
>
S

N
QQ%Q
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Chapter Five

Conclusion
This chapter presents the summary of findings of the study, it presents the conclusion based
on the result of data analysed, outline the researcher’s recommendations and suggested areas

for further researches.

5.1 Summary of Findings Q’S{b

This study focuses on digital transformation, work environment an .Ngéé@)rmance of
administrative staff of federal tertiary institutions in South—W?st, ig%ria. The study was
based on four postulations which served as guides in investiga{ﬁé\qe relative and combined
influence of digital transformation and work envirol{i&%)on job performance of the
administrative staff. Data collected were soﬂ@d, and analyzed to establish the
statistical significance of the influence of di@ransformation and work environment on
administrative staff job performance in (grl) tertiary institutions in South-west, Nigeria and
the hypotheses were tested at 0,05 @' of significance. From the interpretation of analysed

data and findings of the st&dy‘\ e following can be summed up as the main empirical

findings of this stuchQ,

Job performgc dministrative staff of federal tertiary institutions in South-west, Nigeria
mbe

is high. @

experti8¢’in their administrative responsibilities, and indicated abilities for problem-solving to

rs of administrative staff category possess high level of knowledge and

efficiently manage work processes, meet deadlines and communicate effectively. The
administrative also showed adaptability to new work demands and technologies, portrayed
willingness to learn and generate innovative ideas for task completion and indicated
capacities to cope well with new challenges and high flexibility in handling difficult work

situations.
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The federal tertiary institutions in South-west, Nigeria are undergoing significant digital
transformation. The institutions have strong commitment to digital leadership at all levels and
integrating digital technology into their strategic plans. Innovation practices are prevalent, the
institutions are agile and responsive, identifying new digital opportunities, enhancing human
capacities for emerging technologies, and effectively utilizing digital resources. The
institutions have wide range of digital technologies, including IT-enablgd cibrlfemal
communication networks, internet resources, and are utilizing virtual platformsQﬁg}iasizing
interoperability and data sharing for administrative and other purpose%\?@ the digital
transformation reflects in digital data generation, automated fun.ct‘io\ any

collaboration etc. Q}%’\

processes, virtual

Work environment of the administrative staff of f e@ertiary institutions in South-west,
Nigeria was revealed as moderately conducive. @ffi¢e furniture, lighting, ventilation, layout,
and arrangement of the office space are @}Mve, and support workflow and spatial needs
of the administrative staff. Commuq‘i&‘%n, interactions with colleagues as well as social

integration and support from ¢@-workers and supervisors are favourable, indicating that

administrative staff of D tertiary institutions in South-west, Nigeria work in a

moderately high co@& environment.

Digital traﬁ%ation (transformational capabilities, digital capabilities and digital operation
efﬁc@gas positive and strong relationship with job performance of administrative staff
in federal tertiary institutions in South-west, Nigeria. The null hypothesis 1 was rejected,
confirming that digital transformation significantly influences the job performance of
administrative staff of federal tertiary institutions in South-west, Nigeria. Transformational
capability (digital leadership, innovation culture, and digital agility) had the most significant

relative influence on job performance, followed by digital capability (digital technologies and
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digital competence), while digital operation efficiency exerts insignificant relative influence
on job performance. In all, digital transformation predicted 50.7% of the changes in job

performance of the administrative staff of federal tertiary institutions in South-west, Nigeria.

Work environment (physical and behavioural components of the workplace) has a positive
and statistically significant relationship with the job performance of the administrative staff in
federal tertiary institutions in South-west, Nigeria. Null hypothesis 2 was reject'e& work
environment was found to have significant influence on the job. I% ance of
administrative staff of federal tertiary institutions in South-west, Nigerid. Specifically,
behavioural environment factors have a higher influence on job @%ance than physical
environment factors. on the aggregate, the environment i@lch the administrative staff

carry out their duties, including tools, resources, of] ce@ferials, ventilation, lighting, social

interactions, relationships with supervisors, and xi support, impacts significantly on their

job performance. Qj\\'

There is a positive and statistically @ﬁcan‘[ joint relationship of digital transformation and
work environment with th j(:‘i) performance of administrative staff of federal tertiary
institutions in South- e@@ria. The third null hypothesis was rejected and it was upheld
that digital transfmq%

fon and work environment have significant combined influence on job

performan@ninistrative staff of federal tertiary institutions in South-west, Nigeria.

Digit@ansformation initiative, efforts and in federal tertiary institutions of South-west,
Nigeria, level of technological developments, availability and access to digital technologies,
administrative staff competence in technology use, and the conduciveness of both physical
and behavioural factors of the work environment collectively have significant influence on
the discharge of administrative duties, their adaptability to emerging changes in work roles

and technology, and overall job performance of the administrative staff.
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Work experience and digital transformation when taken together and treated as predictor
variables, accounted for significant change in job performance. The influence of the
variables is statistically significant, indicating that work experience and digital transformation
jointly have favourable and significant impact on job performance of the administrative staff.
When introduced and measured as a moderating factor in the interaction of digital
transformation and job performance, work experience had a negligible moderating%,T incglct on
the influence of digital transformation on job performance Hence, it was uph@ét work
experience does not have any significant moderating impact on the_i . of digital
transformation on job performance of administrative staff of fsdegﬁe{ﬂary institutions in
South-west, Nigeria. &%\
R

5.2 Conclusion Q&

Job Performance of administrative staff -is)\\‘?%important success factor for desirable
administrative activities of federal teﬂ%' institutions in South-west, Nigeria and other
similar higher educational instituti@‘ The nature of work of the administrative staff of

0}

federal tertiary institution rx‘uijes a good blend of task and adaptive performance signifying
remarkable proﬁcien:i@( nd operational expertise, problem-solving abilities, efficiency

at work, and oral and *wfitten communication and administrative core job functions as well as

abilities to‘%sgand adapt to changes in work roles, methods, technology, disposition
towanlience, open-mindedness, flexibility in handling difficult work situations
effectively. The versatility of the administrative staff in their core job roles, possession of
wide range of administrative skills, willingness and readiness to learn new skills, adaptability
to emerging job requirements, and ability to generate innovative ideas are indicative of

administrative workforce that is well-rounded to meet the challenges of their roles, and
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contribute to the advancement of federal tertiary institutions in South-west, Nigeria and other

tertiary institutions in an ever-evolving environment.

Federal tertiary institutions in South-west, Nigeria are witnessing a moderately high digital
transformation experience which is a reflection of the institutions’ capability for digital
change, digital tools deployment, integration of digital processes and platforms as well as the
level of digital skills of the staff which are necessary to facilitate the activities, prb;@s and
operations of the institutions for efficiency and effectiveness in administrativ%ctions and
services. The institutions’ efforts and capacity for identifying and embracing new digital
opportunities, developing and enhancing human capacities for® @Rg technologies, IT-
enabled internal communications, cyber security system, @are essential for efficient,

effective and seamless administrative operations a@@&tive service delivery.

The provision and access to tools, equipment@fﬁce resources, office design and layouts,
arrangement of works, individuals aneég s, and the general physical conditions of the
workplace are equally importan@‘ the social setting, relationship among people,

communication and intera&r;s mong workers, co-worker and supervisory support in

.\

facilitating the conduci f the environment and the wellbeing of the administrative

staff of federal testiary=institutions in South-west, Nigeria.

The natu@n level of job performance of administrative staff of federal tertiary institutions
in &west, Nigeria is significantly related and dependent on the level of digital
transformation taking place in the institutions. Transformational capability (innovation
Culture, digital leadership and Agility) and digital capabilities (availability of digital
resources and the people’s competence in digital tools and processes) are critical digital
transformation factors that could largely influence the performance of the administrative staff

and are essentially required to facilitate improvement in administrative functions,
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responsibilities and service delivery. Implementation of digital transformation initiatives and
sustenance of digital ecosystem within the federal tertiary institutions and similar educational
institutions will ignite new work patterns, propel adaptive use of technology, facilitate staff
flexibility and versatility on task and generate innovative ideas which are necessary to
enhance internal and external communications, simplify and streamline students enrolment
and support services, improve inter-departmental workflow, foster digitalize(} staff and

students records management, information security and general institution’s %’;}strative

effectiveness and efficiency. ,%\QO

The entirety of physical and behavioural components of work eﬂ@s@nt of administrative
staff of federal tertiary institutions in South-west, Nigeriaémﬁes the workplace-related
wellbeing and conduciveness of this staff categ .@ is significantly instrumental in
stimulating good work attitude, disposition to ta %)mplishment, team cohesion and goal
achievement. Availability of working to@%ﬁl office materials in the right quantity, quality
and condition will have positive bea(@on the level of performance of the administrative
staff while social interactions, Mnterpersonal relationships and social supports from team
members and supervisors @s}ntial to achieve desirable job performance of administrative
staff. A work en@onent of peaceful and supportive co-habitation through desirable
networks of“4 al social relationship and mutuality will enliven workers’ attitude,

enthusias

@m job performance.

The level of digital transformation activities and the conducive nature of workplace
environment are among the central factors that are impactful on the job performance of
administrative staff of federal tertiary institutions in South-west, Nigeria. A good blend of
management commitment to digital changes, digital technologies adoptions and mastery of

digital resources utilization in a conducive and well-integrated institutional environment is
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contributory to the adaptability of administrative staff to technology-driven changes in the
institutions and will lead to improved performance of tasks and enhanced administrative

service delivery to the benefits of all stakeholders in the tertiary institutions.

While work experience is an important factor of consideration for determining person-job-
match and is related to individual employee’s knowledge, understanding and proficiency in a
job or an organisation that are brough to bear on the employee’s attitude, adaptabili work
situations, performance standards and expectations, it may not be responsﬂal%ﬁny digital
transformation-triggered changes in job performance of administrative statf of federal tertiary
institutions in South-west, Nigeria. Observable changes ih\%?)b performance of
administrative staff as a result of institutional adoption of @% technologies, approaches

and work designs may not be directly linked to the%@of years of the staff on the job or

in the organisation. %
5.3 Recommendations E Q)

Based on the findings of this std%;é following recommendations were made:

0}
1. Management of tertiary institutions in South-west, Nigeria should focus more

attention QQJ performance of the administrative staff in their core functions and
ad@@ to new work demands, technology-enabled work processes and
tment to emerging roles and expectations through domain-specific and purpose-

driven digital training.

2. Management of federal tertiary institutions in South-west, Nigeria should intensify
efforts on digital transformation and ensure sustainable digital ecosystem across their
institutions by stimulating digital leadership in heads of units and departments,

inspiring digital culture in every part of their institutions and encouraging
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6.

commitment of everyone to the successful implementation of digital transformation

initiatives.

Registry departments of federal tertiary institutions should tailor more efforts towards
improving the efficiency of digital operations by refining digital data generation and
management processes and platforms, fostering digitalized collaboration among
administrative units and officers, reviewing and restructuring digital plég@m for
administrative service offerings, monitoring the effectiveness anQ%ﬂciency of

administrative operations and emphasizing value added administrative activities.

. °
Management of federal tertiary institutions in South- \;\ﬁgeria should provide
more office resources, tools and equipment in the @%uantity, quality and condition
for their administrative staff - lighting, illu@%, natural ventilations and artificial
cooling system should be provided Whi@gﬁce layout should be made to favourably

support work flow, characterist%l' eeds of individual administrative personnel.

Administrative staff of %&Aertiary institutions in South-west, Nigeria should make
conscious persona ‘%)Tts towards self-development in the skillful use of digital
technologie@rjgfe tive functioning in a digital environment, be willing and ready

to ad t@&hnology-related changes and expectations in their jobs

@inistrative staff of federal tertiary institutions in South-west, Nigeria should
imbibe reputable culture of efficiency, effectiveness and qualitative service delivery
in their heterogeneous administrative functions involving course advertisement,
admission and student registration, office management, personnel management,
salaries and wage administration, budgeting, information management, academic

support services, examinations and students records management, public relations, etc.
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7. The Federal Government of Nigeria should provide adequate funds to its tertiary
institutions in South-west, Nigeria and other regions of the country, provide sufficient
interventions for the procurement of state-of-the-earth digital equipment, the training
of administrative personnel and other categories of staff in digital technology use and

the provision of necessary physical facilities for offices, departments and personnel.

5.4 Contributions to Knowledge ‘ ,{bi
This study examines the influence of digital transformation and work envir@nt and job

performance of administrative staff of federal tertiary institutions in So st Nigeria. the

study offers significant contributions to existing body of@y?edge conceptually,

&
$

Conceptually, the study takes an in-depth explm@ f the variables examined - digital

theoretically and empirical.

transformation, work environment and ¢ jb\@gerformance, explores viewpoints and
operationalization of the concepts, i%’ s the gaps in existing literature and offers
additional insights into the und@(bhding of the variables especially in relation to
administrative staff of terti ?‘[itutions. The conceptual framework of this study also
shows the interactio @Xy variables and other constructs used for the description and
measurement of aci’l(ey variable. The framework provides a workable blueprint for
examining%%uence of the independent variables (digital transformation and work
envi@) on the dependent variable (job performance of administrative staff) as well as

the metrics of each variable.

From the theoretical perspective, the study further strengthens the Job Performance Theory of
John Campbell and the application of the theory across different jobs and occupations and
specifically to the administrative staff job performance in tertiary institutions. The theory

was used to provide robust insight into the components of the core job elements of
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administrative staff of tertiary institutions and pinpoints ‘task performance’ in the taxonomy
as a key indicators of job-specific task proficiency (core job tasks) of the administrative staff.
In addition, this study explores the application of the Individual Adaptability Theory (I-Adapt
Theory) developed by Pulakos et al. as an expansion of the Campbell’s Theory by
introducing a new dimension tagged ‘adaptive performance’ as the hidden part of
performance, that is usually brought to bear on other dimensions of perforrpance. The
exploration of the I-Adapt Theory in this study emphasizes the importanc%{}daptive
dimension as a unique performance criterion showing employees’ adaptabihi %hanges ina

work organisations. &é\\)

work, job functions, job designs, procedures, tools, technologies J)n the ever-dynamic

Furthermore, the study builds on Digital Excellenee el and dwells on its component
factors to provide robust understanding and me Q’nen‘[ of digital transformation efforts,
initiatives, activities and progress of fed@%ptlary institutions in South-west, Nigeria and
other similar educational 1nst1tut10n@b‘6he characteristics, activities, resources and how
organisations respond for dynami¢ growth towards achieving digital transformation are

specified in the theory «}%‘ﬁ also broadens the frontiers of knowledge on digital

transformation and @licability of the Digital Excellence Model in public organisations.

WV

Empiricallﬁ%gldy expands the landscape of empirical submissions and findings on digital
trans@gon, work environment and job performance. While studies on job performance
abound in extant literature, empirical studies on task and adaptive performance of
administrative staff of tertiary institutions in Nigeria seems to be rare. Similarly, there is
dearth of empirical studies on digital transformation in developing countries like Nigeria
while the available few in both developed and developing countries were conducted in

private sector organisations. This study closed this gap by offering empirical evidences on
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digital transformation of public tertiary institutions in Nigeria. The findings of this study
offer empirical references and support for future studies on the variables examined and their
metrics and sub-measures which scholars and researchers can use to buttress empirical

submissions in future studies.

Work experience has been described in a number of literature and previous studies as having
influence on employees’ productivity, adaptability, task-related decisions, work a’tt.@e, and
performance. The examination of the moderating influence of work ex@%&ce on the
interaction of digital transformation with job performance of the administrative staff enriches
knowledge on the fact that work experience may not always T@&itive or substantial

impact on performance in every type of job and for every cat@w of workers.

The above-mentioned emphasizes the contributions is study to existing knowledge and

practical implication of the findings to the nx&gement and administrative staff of federal

AN

tertiary institutions in South-west, Nigeiia%i)other similar tertiary institutions.

This study focused on the i ugnce of digital transformation and work environment on job

5.5 Areas for Further Studies

performance of ad i@»%le staff of federal tertiary institutions in South-west, Nigeria.
Nevertheless, to&ber broaden the frontiers of knowledge, the following areas are suggested

for further research.

QO
The &n‘[ study was carried out in the federal tertiary institutions in South-west, Nigeria, on
one hand, further studies in the similar area can be carried out in other geo-political zones of
Nigeria. On the other hand, state government-owned tertiary institutions can as well be
studied so that the knowledge gained from this study could be extended to all pubic tertiary
institutions in Nigeria. In addition, future studies on the variables could be carried out in
privately owned tertiary institutions in Nigeria. A comparative study between federal
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government tertiary institutions and state government-owned tertiary institutions in Nigeria
could be carried out while the variables of interest here could also be studied comparatively

between public and private tertiary institutions in Nigeria.

A mixed method of data collection was used during the survey for this study in order to
capture both quantitative trends and qualitative nuances regarding the impact of digital
transformation and work environment on job performance among the administraﬁ){@.aff of
federal tertiary institutions in South-west, Nigeria. Because digital tran%ation is a
progressive process and the workplace is constantly changing, future research may consider
longitudinal survey design to explain causality among the Variab%ﬁyptime. Triangulation
could also be used to compare findings from different data@&].rces to enhance the validity

and reliability of future research findings. Q,Q\

Work experience used as the moderating@ble in this study was measured as a
demographic factor which revealed Gg’ rs of work experience, future research may
examine work experience as a V@‘le with measurable indices on a scale with likert

characteristics.

&w
The present study \@9%& out among administrative staff, further research may focus on

academic s‘t% tertiary institutions in order to give room for broader generalization in
ofrte

the conte@

cadres‘ef/staff of tertiary institutions in Nigeria.

rtiary institutions and to foster desirable performance among the different
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Appendices

Lead City University, Ibadan
Faculty of Communication and Information Sciences (FCIS)

Department of Information Management

Digital Transformation Work Environment and Administrative Staff Job Performance

Questionnaire

Dear Respondent,

I am a Post-graduate student of the above-named Institution and presently_cohleeting data on
the research topic “Digital Transformation, Work Environment and Administrative Staff Job
Performance in Federal Tertiary Institutions, South-west, Nigerias

I solicit your support, cooperation and sincerity in respondingete=tiie items on the following
questionnaire. Be assured that your responses will be, k&€pt confidential and used for
academic purposes only.

Thank you.
2 —
( l '
Tajudeen Adisa JIMOH
Researcher

SECTION A: DEMOGRAPHIC INFORMATION

Instruction: Thissection consists of personal data, please choose as applicable to you with a
tiékN'the available spaces

1. Gender: » Male ( ) Female ()
2. Cadre: Secretarial Cadre ( ) Executive ( )  Admin Officer () Registrar Cadre ( )

3. Work Experience in the Organisation: Below Syrs () 6—10yrs( )
11-15yrs () 16-20yrs 21-25yrs( ) 26—30years( ) Above 30 years ( )

4. Age: Below 25yrs () 26-35yrs () 36-45yrs() 46-55yrs( ) 6 yrs & above ( )

5. Educational Qualification: ND/NCE ( ) HND/BSc. ( ) Master’s Degree ( ) Ph.D ()
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SECTION B: JOB PERFORMANCE

Please indicate your opinion on the job performance of administrative staff in your

Institution in terms of the following:

Key: VH =Very High; H = High; L = Low; VL = Very Low
Task Performance
S/N | Items VH H|L |VL
Task and Operational Expertise
1. | Knowledge of administrative tasks
Versatility on administrative job roles *
3. Up-to-date knowledge on core responsibilities *{\r
Y
Problem Solving Abilities . (ﬂc
4. | Ability to identify problems and issues N
5. Proffering solutions to work issues h
6. | Taking responsibility for problems and challenges =
Efficiency at Work A“\\»
7. | Ability to streamline work processes for efficiency A i
8. | Task completion with minimal time and effort , <X
9. | Meeting deadlines on assigned tasks/responsibiliﬁg\\
Oral and Written Communications &‘\ N
10. | Understanding of directives and instructions
11. | Active listening and attention to details \\
12. | Providing feedback on assigned tasK/respensibilities
N/
Adaptive Performance @
S/N | Items S VH|H|[L |[VL

Showing resilience and OM-mindedness

1. | Ability to cope with work demands

Flexibility to cha s 9

3. | Handling difflcult\wbrK situations

Adjusting to Em‘ erging Job/Tasks Requirements

4. | Adjustihg\to)new work processes and tools
5. | Accepting'new technologies

6. 4diness to meet emerging work demands
A e
earning New Skills
7. | Learning new technologies
8. | Mastery of new work processes
9. | Generating new ideas for task completion
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SECTION C: DIGITAL TRANSFORMATION

Transformational Capabilities: Please indicate the level of your Institution’s capabilities in

the following
KEY: VH =Very High; H = High; L = Low; VL = Very Low
S/N | Items VH|  H | L | VL
Digital Leadership
1. | Emphasizing and ensuring digital leadership at all levels
2. | Commitment of management to digital changes
3. | Integration of digital technology into strategic planning o ™\
(&
Innovation Culture ,.,’(\
4. | Innovation practices across sections and departments (ﬂw i
5. | Freedom for creativity and idea generation among staff NC‘O
6. | Cultivating digital culture across the Organisation i
Digital Agility . x\\‘\ '\
7. | Identifying new digital opportunities AN
8. | Developing and enhancing human capacities for emergm&‘@h
9. | Taking advantage of digital resources . ‘\K)Y
Digital Capabilities

These include digital technologies, tools, appllc
and competence required for driving the In :

Keys: HA = Highly Available; A

$@sources as well as human expertise

dzgztal transformation

FA =Fairly Available; NA =Not Available

HC = Highly Competent; C ;@tmt; FC =Fairly Competent; NC =Not Competent

S/N

o
Digital Technologies: Pwmdicate the level of availability
of the following digital resources in your Institution

HA

A

FA

NA

IT-enabled interna Unication networks

Internet reso@e@&dties

Cloud conwﬁhgfacilities

: : N
Vum@&ctlons resources

Stz}qah;abase architecture

4@‘&3nts database management system

Oyber security system

S RS I N

E-service platforms and architecture

Digital Competence: Indicate your opinion on the
competence of administrative staff of your Institution in terms
of the following:

HC

FC

NC

Communication in online interactions

10.

Office suites and applications usage

1.

virtual collaboration for data creation and sharing

12.

Cyber security competence
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13. | Multi-media Usage

14. | Digital information security

Digital Operational Efficiency: Indicate the level of efficiency of the following digital
operations in your Institution

Key: HE = Highly Efficient; E = Efficient; FE = Fairly Efficient; NE = Not Efficient

Digitized/Automated Processes HE | E | FE | NE

Digital data generation

Digital data management system . -b
Automated work flow A(\y

nall el > Al i

Y
Flexible digital operations . (‘5(3

Digitized Collaboration A\

5. | Digitalized collaboration among departments and NS
persons .

e

. .. . NS 4
Virtual communication and meetings _,C-\\

. N\
Electronic records management Q)

Lean and Continuous Improvement p J\\

Seamless Inter-departmental work flow AN

Digital Service delivery Ay

10. | Value added operations (\ "\\‘3

11. | Operational efficiency

SECTION D: WORK ENV NT

Physical Work Environment
environment is in terms o

Key: HC = Highly Fol@

: Pléase indicate how conducive your physical work
llowing:

e; C = Conducive; FC = Fairly Conducive; NC = Not conducive

SN | ITEMS HC| C | FC | NC
Ofﬁ@%@‘i‘és

1. | Furniturg and fittings

2. A cabinets

3. Mce decorations

Lighting and Ventilation

Natural lighting of the office

Artificial lights provided

Natural air cross ventilation

AN R R

Air conditioning system

Layout/Spatial Arrangement

Arrangement of furniture and fittings

Demarcations provided
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10. | Arrangements of people

11. | Arrangement of work units

Behavioural Environment: Please indicate how conducive your behavioural work
environment is in terms of the following

Key: HC = Highly Conducive; C = Conducive; FC = Fairly Conducive; NC = Not conducive

S/N | ITEMS HC| C | FC | NC

Interpersonal Relationship

1. | Interactions among staff ¢ ®
2. Informal communication é» .
3. | Reporting and feedback channels ) :\;(O
Social Support .\\'
4. | Supervisory support to subordinates ]
pervisory supp -"C‘D\
5. | Co-worker support to each other Q)\
R\
6. | Nature of Team work
A “‘,\\
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Digital Transformation, Work Environment and Administrative Staff Job Performance
in Federal Tertiary Institutions, South-West, Nigeria

Interview with Registrar of Federal Tertiary Institutions in South-west, Nigeria

INTERVIEW GUIDE

Sir/Ma, kindly give your opinions/answers objectively and freely on the following in relation to
digital transformation, work environment and job performance of administrative staff in your
Institution.

Job Performance

1. As the Registrar, how will you describe or rate the performance of Administrati f in their
core areas of responsibilities especially in terms of administrative exper, l& em solving
abilities, efficiency and communication skills?

ARSWET: (oo iie it oot e e et et e e e e e

o

2. In view of changes in work processes, technology u %’ expectations that are constantly
evolving in modern organizations, what is you n the level of adaptability of your
administrative staff in terms of ability to cope withanew work demands, accepting and learning
the use of new technologies and genemting i a%r work accomplishment?

AnSwer: .......ccoeviiiiiii .. < g X

Digital Transformation \)
1. As a Principal Officer

capabilities for ado,
culture across

technologies ?\

member of the Management, how will you place your Institution’s
igital methods, processes, tools and applications, cultivating digital
and departments and developing human capacities for emerging

2. Can you please describe your Institution’s digital capabilities in terms of availability of digital
technologies, tools, applications and resources as well as human expertise and competence to
drive the Institutions’ digital transformation?

ATISWEF: oo i e e e e e et e e e e e et e e e e e et e et e e e et e e s
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3. Please give your opinion on the efficiency of digital operations in administrative functions in
terms of automated processes, data generation and management, virtual collaboration between
persons and department and digital service delivery.

DR =2

Work Environment

1. How conducive do you see physical work environment of administrative staff in texm office
furniture, lighting and ventilation, office layout and arrangement of work units and K s?

e
e Qg

2. Can you please describe the nature of interpersonal rela ips among administrative

personnel as well as the social support from supervisors aK g co-workers?
Answer: Q‘Q\

Digital Transformation and Adminis ra@e}taff Job Performance

1. How would you describe the in of digital transformation (availability of digital

technologies, adoption of digita esses and staff digital competence/expertise) on the
performance of administrativeNtasksand functions in your institution?

Answer: %%

Work Environment and Administrative Staff Job Performance

1. Dhink that the work environment of the administrative staff (physical facilities and the
re nship among persons and teams) influence the level of their job performance?

g Ry =2 T
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Results of Regression Statistics

Hypothesis One
Model Summary
Adjusted R Std. Error of

Model R R Square Square the Estimate

1 7152 512 .507 29101

a. Predictors: (Constant), DigitalOpeeft, TransformationCap,

DigitalCap

"N
ANOVA?
Sum of

Model Squares df Mean Square F Sig.

1 Regression 27.786 3 9.262| 109.371 .000°
Residual 26.506 313 .085
Total 54.292 316

a. Dependent Variable: Jobperformance

b. Predictors: (Constant), DigitalOpeeft, TransformationCap, DigitalCap

AN

Coefficients®
Standardized
Unstandardized Coefficients | Coefficients

Model B Std. Error Beta t Sig.

1 (Constant) 1.755 092 19.021 .000
TransformationCap 418 041 .600 10.241 .000
DigitalCap 151 048 234 3.160 .002
DigitalOpeeff -.060 044 -.095 -1.369 172

a. Dependent Variable: Jobperformance

>
Hypothesi 0
YPA%
Model Summary
Adjusted R Std. Error of
Model R R Square Square the Estimate
1 5942 353 349 33451

a. Predictors: (Constant), BehWE, Physical WE
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ANOVA?®?

Sum of

Model Squares df Mean Square F Sig.

1 Regression 19.156 2 9.578 85.596 .000°
Residual 35.136 314 12
Total 54.292 316

a. Dependent Variable: Jobperformance

b. Predictors: (Constant), BehWE, Physical WE

Coefficients®
Standardized
Unstandardized Coefficients | Coefficients

Model B Std. Error Beta t Sig.

1 (Constant) 1.843 122 15.057 .000
Physical WE 163 .034 271 4.852 .000
BehWE 317 .045 394 7.061 .000

a. Dependent Variable: Jobperformance

Hypothesis Three
Model Summary
Adjusted R Std. Error of

Model R R Square Square the Estimate

1 .686* 470 467 30265

a. Predictors: (Constant), WorkEnvironment,

Digital Transformation

ANOVA?
Sum of

Model Squares df Mean Square F Sig.

1 Regression 25.530 2 12.765| 139.361 .000°
Residual 28.762 314 .092
Total 54.292 316

a. Dependent Variable: Jobperformance

b. Predictors: (Constant), WorkEnvironment, Digital Transformation
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Coefficients?

Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 1.642 106 15.476 .000
Digital Transformation 341 .039 473 8.687 .000
WorkEnvironment 213 .042 275 5.056 .000

a. Dependent Variable: Jobperformance

Hypothesis Four &
&
Model Summary
Change Statistics
Mode R | Adjusted | Std. Error of | R Square F Sig. F
1 R |Square | R Square | the Estimate | Change | Change dfl df2 Change
1 6544 427 425 31423 427 234.840 1 315 .000
2 665°| 442 438 31073 014 8.151 1 314 .005
3 665¢( 442 436 31122 .000 .007 1 313 935
a. Predictors: (Constant), Digital Transformation
b. Predictors: (Constant), DigitalTransformation, Workexperience
c. Predictors: (Constant), DigitalTransformation,.W{'r\kixperience, moderating
C»
ANOVA?
Sum of
Model Squares df Mean Square F Sig.
1 Regression 23.189 1 23.189| 234.840 .000P
Residual 31.104 315 .099
Total 54.292 316
2 Regression 23.976 2 11.988( 124.161 .000°¢
Residual 30.317 314 .097
Total 54.292 316
3 Regression 23.976 3 7.992 82.514 .000¢
Residual 30.316 313 .097
Total 54.292 316

a. Dependent Variable: Jobperformance

b. Predictors: (Constant), Digital Transformation
c. Predictors: (Constant), Digital Transformation, Workexperience
d. Predictors: (Constant), DigitalTransformation, Workexperience, moderating
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Coefficients?

Unstandardized Standardized
Coefficients Coefficients t Sig.
Model B Std. Error Beta
1 (Constant) 1.895 .097 19.504 .000
Digital Transformation 471 .031 .654| 15.324 .000
2 (Constant) 1.857 .097 19.160 .000
Digital Transformation 449 .031 623 14.335 .000
Workexperience .031 011 124  2.855 .005
3 (Constant) 1.840 233 7.910 .000
Digital Transformation 455 .077 631 5.947 .000
Workexperience .036 .060 144 .592 554
moderating -.002 .019 -.023| -.082 935

a. Dependent Variable: Jobperformance
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Major Conferences Attended with Dates

4% International Conference of the Federal Polytechnic, Ilaro (Hybrid) in
Collaboration with Takoradi Technical University, Ghana, held on 4% to 7®
September, 2023 at Takoradi Technical University, Ghana.

International Conference of the Association of Technical University and
Polytechnics in Africa (ATUPA) held from 27" August to 2" September, 2023 at
the International Conference Centre Accra, Ghana.

8 International Conference (Hybrid) of Women in Technical Education and
Development (WITED), Nigeria, held on 30" to 2" November, 2022 at Yaba
College of Technology, Yaba, Lagos.

3" International Conference (Virtual) of the Federal Polytechnics1ldre,"©@gun State,
Nigeria, held on 16" to 17% August, 2022.

2" International Conference (Virtual) of the Federal Polytechnic) Ilaro, Ogun State,
Nigeria, held from 10" to 11 November, 2020.

41% International Conference of Commonwealth A$soetation of Polytechnics and
University of Technology in Africa (CAPA), held froin 25™ to 31 August, 2019 in
Kigali, Rwanda.

Ist International Conference, held from 5™ to 8™ November, 2018 at the
International Conference Centre, the\Federal Polytechnic, Ilaro, Ogun State,
Nigeria.

40th CAPA International Conferénte Commonwealth Association of Polytechnics
in Africa (CAPA) held from 27" — 31 August, 2018 at Federal Capital Territory,
Abuja, Nigeria.

2" National Conferende of the School of Communication and Information
Technology, theFedetal Polytechnic, Ilaro, Ogun State, Nigeria, held virtually via
Google Meet fom) 19 to 20" July, 2020.

I* National_Conference of the National Institute of Office Administrators and
Information Managers (NIOAIM), held at Lead City University, Ibadan, Oyo State
from\7%to 10" February, 2022.

12" 'National Conference and 1 Virtual Conference of the School of Management
Studies, the Federal Polytechnic, Ilaro, Ogun State, Nigeria, held virtually via
Zoom Client from 15% to 16" September, 2021.

18t National Conference of the School of Communication and Information
Technology, the Federal Polytechnic, Ilaro, Ogun State, Nigeria, held via Zoom
Client from 8™ to 9™ October, 2020.

1t National Conference of the School of Communication and Information
Technology, the Federal Polytechnic, Ilaro, Ogun State, Nigeria, held virtually via
Zoom Client from 8™ to 9t October, 2020.
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Chapter held from 16" — 19t October, 2016 at the Federal Pol ic, Ilaro,

Ogun State.

37 National Conference of Association of Business Educators igeria (ABEN)
held from 20™ — 23 September, 2016 at Olabisi Onabanj n;'\versity, Ago-Iwoye,
Ogun State. N
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1% International Management Scienc \ch Conference, held from 301
September — 2" October, 2015) at the University of Ghana, Accra, Ghana.

2" National Conference of the S 5&() pplied Science, The Federal Polytechnic,
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