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Abstract  

In the current global business world, digital transformation system are crucial for building 

relationships between organizations and their employees, incorporating knowledge, work 

techniques and high levels of achievement to provide prompt and adequate services. However, 

employees encountered several challenges in public health facilities on knowledge intensive 

and complicated work that affect their operations. This study examined the effects of digital 

transformation system on employee performance of selected public health facilities in Lagos 

State, Nigeria. The study adopted descriptive survey research design.  Thus, the population of 

the study comprised of nine hundred and twenty-one (921) employees of the selected public 

health facilities in the three senatorial districts in Lagos State. The sample size was two hundred 

and seventy-nine (279) using Taro Yamane formula sample size determination. The study 

employed stratified random sampling technique. Content validity was adopted, and the 

instrument gave Cronbach’s alpha coefficient value of 0.7227 implying that it was above the 

recommended value and then appropriate for administration. The data were analyzed using 

regression analysis with the support of SPSS software. The results of hypotheses tested reveal 

that there are positive and significant effects of digital transformation system on employees’ 

performance. The study concluded that public health facilities can only realize their goals and 

objectives through enhancement state-of-the-art technologies in their operation. This study 

recommends, among others, that public health facilities should ensure that there are acceptable 

levels of infrastructure and training for the employees.  

Keywords: Digital transformation, Digital Patient Engagement, Electronic Health Records, 

Employee Performance.,  
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Introduction 

In recent years, digitalization has drastically increased by the use of information and 

communication technology (ICT) in new area of business life. The advent of digital technology 

implies a major change in way of doing businesses and interactions with one another. The vast 

amounts of digital information available for organizations can be a source of new value 

generation with the ultimate goal of improving performance. Employee’s performance can be 

drive along side with modern digitization to create development value for business activities, 

whereby tasks and responsibilities can be achieved (Abass, Lawal & Elegunde, 2022). Ideas 

related to improving the performance of hospital staff members on quality of service and 

adaptability should encourage a change of focus that will facilitates the process of digitization 

and value creation service operations (Martínez-Caro, Cegarra-Navarro & Alfonso-Ruiz, 

2020). 

The advent of covid-19 pandemic across the global world has driven the present 

economic businesses into a serious decline and recession which had affected both 

manufacturing and service organizations to run into workforce shortage, which the public 

health facility is not excepted (Lambovska Boguslawa & Jaroslav, 2021). It also affected other 

business transactions which resulted into travel restrictions, house quarantine, employee 

reductions and many individuals losing their jobs in all economic sectors (Hevia & Neumeyer, 

2020). The demand for several manufactured consumable goods and products has also reduced 

(Okyere, Forson, & Essel-Gaisey, 2020); nonetheless, the need for medical supplies has flowed 

dramatically, and the drugs industry has also observed a significant decrease due to fear and 

attempted on stockpiling (Nicola et al., 2020). The deprived-on performance for these have 

increased the demand for employee’s quality of services and employee’s adaptability on 

assigned task.  

Digital transformation system is an approach that constantly used across all 

organizational levels in the new normal era on business operations. The contributions and the 

effect of digital transformation system for employee in the public health facilities as become a 

major concern. This has paves way to the hospitals employee in taking appropriate action for 

the adoption of this system in their services. However, the public health facilities environment 

goes beyond the employee adoption of technology and has its greater impact of workplace 

designing to suit for their operations in terms of adequate service delivery, fostering innovation, 

adaptability, flexibility and sustainable growth. The change of business operations implies 
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future of digital transformation with public health facilities employees embracing the modern 

methods (Saranya & Vasantha, 2023). 

 

Statement of the Problem 

Despite the existence of numerous methodologies on digital transformation system for 

businesses, yet the implementation in public health facilities domain is complex and remains 

unclear. Digital transformation system encompasses information and communication 

technology, and other internet facilities (Abass et al, 2022). The process of implementing and 

facilitating this system is usually challenging for the employee in public health facilities, 

because of new discovery of diseases, complex health interventions, in-patient’s management, 

and health information technology. Implementation of the latter into the change of business 

model is one of the key challenges for hospital employees because technologies are increasing 

the cost and complexity of services. Employees should therefore adapt to the optimal situation 

of knowledge, work techniques, high level of achievement and anything short of these is 

dysfunctional to organizational operations and work achievement.  

The introduction of digital transformation system such as electronic health records 

(EHR), artificial intelligent (AI), digital patient engagement (DPE), 3-D printed devices, and 

robotics require adequate skilled and competent professionals, which are lacking within the 

domain of the hospitals. The use of modern technology has become increasingly important 

because of patient safety awareness and improved patient outcomes. However, there have been 

challenges with the implementation of these systems. There are several evidence to prove that 

these systems can increase the quality of service, efficiency, safety, and positive patient 

outcomes. Failure to implement such systems into their work operations can create a 

disengaged workforce (Reed, 2017). The major operational problem in the public health 

facilities is employee’s disengagement which have a negative impact on their performance. 

Abolhassan (2017) pointed out that there are positive effects of digital transformation 

on employee performance, but it seems that the necessity of critically examining the model and 

its stages has not been thoroughly examined in the public health facilities. Additionally, 

automating business models helps preserve a competitive advantage edge over its rivals (Gruia 

et al., 2022). In effect, health facilities management faced a significant challenge in 

implementing the theory of digital transformation system on their operations (Jedynak et al., 

2021). It is on this note that this study sought to investigate the effect of digital transformation 

system on employees’ performance of selected public health facilities in Lagos State, Nigeria 

 

https://www.abacademies.org/articles/the-effectiveness-of-digital-transformation-on-employee-performance-during-the-covid19-pandemic-15611.html#r1
https://www.abacademies.org/articles/the-effectiveness-of-digital-transformation-on-employee-performance-during-the-covid19-pandemic-15611.html#r10
https://www.abacademies.org/articles/the-effectiveness-of-digital-transformation-on-employee-performance-during-the-covid19-pandemic-15611.html#r10
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Objectives of the Study 

The primary aim of this research work is to examine the effect of digital transformation system 

on employee performance in selected public health facilities in Lagos State. The research 

specific objectives are to: 

i. Examine the effect of electronic health records (EHR) on employee quality of service. 

ii. Investigate the effect of digital patient engagement (DPE) on employee adaptability. 

iii. Determine the joint effect of digital transformation system (DTS) on employee 

performance 

 Research Questions 

i. Do electronic health records (EHR) have significant effect on employee quality of 

service? 

ii. To what extent does digital patient engagement (DPE) significantly affect employee 

adaptability? 

iii. Is there any joint effect of digital transformation system (DTS) on employee 

performance? 

 

Research Hypotheses 

i. Electronic health records (EHR) have no significant effect on employee quality of 

service. 

ii. Digital patient engagement (DPE) does not affect employee adaptability. 

iii. There is no joint effect of digital transformation system (DTS) on employee 

performance 

Scope of the Study 

The study sought to investigate the effects of digital transformation systems on the performance 

of employees in the public health facilities in Lagos State. The digital transformation system 

metrics are electronic health records and digital patient engagement while the dependent 

variable was employee performance, and it was measured with employee adaptability and 

employee quality of service. The study population was drawn from public health institutions 

in Lagos State which are Epe general hospital, Randle general hospital and Badagry general 

hospital. Each of these hospitals were selected from the three (3) Senatorial districts in Lagos 

State. 
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Literature Review 

Conceptual Review 

 

Digital Transformation System 

Digital transformation is a complex process that requires the commitment of all organizational 

resources: human, physical, organizational, and technological to apply digital technologies 

throughout the organization, especially in operations and also emphasizes that digital 

transformation is a profound transformation of paradigms (Kutnjak, Pihiri, & Furjan, 2019: 

Stark, 2020). Business competencies, organizational models, business processes, and practices 

through digital technologies to meet customer needs and satisfaction. 

Digital transformation is the use of new digital technologies, intending to achieve 

superior performance and continuous competitive advantage, by transforming multiple 

business dimensions, including the business model and patient experience that includes 

digitally enabled products, services, and processes, including decision-making, and influence 

same time on people, including skills, talents, organizational culture and networks (Ismail, 

Khater, & Zaki, 2017).  

The impact of digital transformation is multifaceted, thus reducing information 

asymmetry and improving the efficiency of the value chain. However, companies also face 

various risks during the transformation process, such as a new competitive landscape, technical 

complexity, and faster research and development (R&D) cycles (Li, 2020; Reddy & 

Reinartz, 2017). The term digital transformation refers to the economic and societal effects of 

digitization and digitalization, where the business model digitalisation, process digitalisation 

and artificial intelligent are means of converting analog data and processes into a format that a 

machine can read. In contrast, the term digital means the use and interrelationship of digital 

technologies and data to bring about new changes. Developed physical systems, innovated 

business models and new processes, creating smart products and services (European 

Commission, 2019).  

Dimensions of Digital Transformation System 

Electronic Health Records 

Electronic Health Records (EHR’s) are also widely known as Electronic Medical Records 

(EMR’s) and many people use the term interchangeably (Torrey, 2011). An EHR is an 

https://www.nature.com/articles/s41599-023-02418-y#ref-CR33
https://www.nature.com/articles/s41599-023-02418-y#ref-CR49
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electronic version of a patient's health record that was historically created, used, and stored in 

a paper chart. A patient EHR is created, managed, and held by a healthcare organization 

(Roman, 2009). Only healthcare professionals who are involved in a patient's care can access 

and use an electronic health record (Roman, 2009). A Personal Health Record (PHR) is a health 

record that a patient controls and can change (Roman, 2009). EHR’s are protected under a 

federal law called Health Insurance Portability and Accountability Act (HIPAA); PHR’s are 

not covered under HIPAA (Roman, 2011).  

In a 2006 National Institute of Health report, the Health Information Management 

Systems Society (HIMSS) adopted this official definition of an EHR: e or more encounters in 

any care delivery setting. Included in this information are patient demographics, progress notes, 

problems, medications, vital signs, past medical history, immunizations, laboratory data, and 

radiology reports. The EHR automates and streamlines the clinician’s workflow. The EHR has 

the ability to generate a complete record of a clinical patient encounter, as well as supporting 

other care-related activities directly or indirectly via interface, including evidence-based 

decision support, quality management, and outcome's reporting. This EHR is created and used 

by physicians in their clinics and by hospitals and other healthcare facilities (History of the 

Electronic Medical Record System, 2012). 

Digital Patient Engagement 

Digital services are now becoming commonplace, especially in hospitals, patient-engaging 

digital services represent a broader trend in the economy marked by consumer engagement 

across different economic sectors. While services, in general, have been studied extensively 

through different perspectives in diverse settings, such as physical environments or 

surroundings and frontline sales or service employees (Kidwell et al., 2020). A review of 

relevant literature shows that little previous research focuses on digital services, and even fewer 

studies explore patient-engaging digital services. Conceptualizing engagement is complex. 

Brodie et al. (2011) suggest that patient engagement is “a psychological state that occurs by 

interactive, co-creative patients experiences with a focal agent/object (e.g., product) in focal 

service relationships. In the healthcare setting, the consumption of care involves extensive 

service interactions between the hospital and the patient. These interactions pervade 

administrative and clinical processes. For example, during a medical visit, a variety of 

exchanges occur, such as the doctor eliciting information from patients, informing and 

educating them about their medical condition, offering expert advice and guidance, and 

https://link.springer.com/article/10.1007/s11747-023-00972-0#ref-CR43
https://link.springer.com/article/10.1007/s11747-023-00972-0#ref-CR12
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recommending a treatment regimen. Patients also participate in various administrative 

activities, such as scheduling appointments and paying bills.  

According to Gruman et al. (2010), interactions serve as a trigger for patient 

engagement behaviors that include follow-on actions, including gathering additional opinions, 

asking questions, assessing whether a facility can accommodate unique needs, and discussing 

treatment with the provider. Today, hospitals are implementing digital services to enable these 

interactions, i.e., the use of digital resources in the form of data and electronic communications 

to customize patient interactions (Sridhar & Fang, 2019). Using the interaction perspective, we 

define patient-engaging digital services as technology implementations involving patients in 

the creation or delivery of healthcare services. 

Employee Performance 

According to Aaltonen, (2017), employee performance is a comparison between work results 

with standards and those set it may also refer to the level of achievement of the tasks that make 

up an employee's work. Work performance is a measure of how well or poor ones carry out the 

delegated duties; it’s used to gauge the individual employee’s result against the desired results. 

Employee job performance determines whether the goals of an organization are consistently 

met in an efficient and effective manner. Bello (2013) employee performance as the best effort, 

ability, and capability on a work, the accomplishment of company task and the relationship 

between standard and the resources employed. Therefore, employee performance can simply 

be the excellent effort used by employee on a work-through efficient maximization of resources 

and also the accomplishment of organizational goals and objectives. 

A lot of employees often misunderstand performance to mean higher workload, higher 

effort and more profit. Rather, the concept of employee-performance is more than that. It 

integrates the objective of the managers and the employee. It strives to minimize human hazard 

and human effort with a view to utilizing them to the area where they can contribute maximally 

to the company’s productivity. According to Khan and Jabbar (2013), employee-performance 

suggests employee quality of service and efficiency. Employee-performance is depending on 

the capability, openness and the willingness of the employee to do the specified task. 

Employees’ performance is imperative to yield organizational effectiveness in an increasingly 

competitive market environment (Aryee, Chen & Budhwar, 2014). In today’s contemporary 

business environment, most of the companies facing challenges are obligated to put more 

concentration on enhancing employees’ performance (Gruman & Saks, 2011). It is argued that 

https://link.springer.com/article/10.1007/s11747-023-00972-0#ref-CR32
https://link.springer.com/article/10.1007/s11747-023-00972-0#ref-CR69
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to engage in effective performance, management needs to empower employees to design their 

work and roles. As a result, employers will discover job that re specifically related to each 

employees’ skills, needs and values. (Gruman & Saks, 2011).  

 

Dimensions of Employees Performance 

Employees’ Quality of Service 

Services is increasingly an indispensable portion of service-oriented organizations and it’s 

considered as a powerful tool for revenue streams (Neupane & Manju, 2017). So, the success 

of service organizations often starkly depends on the high level of relationship with the 

customers which determines customer loyalty and satisfaction that quality of service influences 

organization’s outcomes such as increasing sales and profit (Lanka, Suar & Mohapatara, 2009). 

Thus, service quality is the extent to which service exceeds customer’s earlier expectation, 

while it plays a critical role to business success.  

According to Nejadjavad and Shahram (2016), service quality is defined as a measure 

devised to meet customer needs and expectations by the service. Therefore, service quality can 

be defined as the difference between customers' expectations of service and services received. 

In addition, service quality has been defined as "an attitude or general judgment of customers 

in relation to supremacy of a service” (Koozehchian, Khatibzadeh & Honarvar, 2011). Service 

quality in marketing literature is defined as: overall assessment of customers from company 

services. The concept of service quality includes service delivery process and the results 

offered services (Najafizadeh et al, 2013). Many experts have commented about constituent 

elements of service quality that their common factors include process quality: process quality 

or operational quality, is the quality of processes and production procedures. It delivers quality 

service to customers given the nature and coincidence of production and consumption of 

services. 

 

Employees’ Adaptability 

Adaptability is a soft learning skill in which an employee can respond rapidly to new skills and 

behaviours in an environment. Employee Adaptability is a general term that explains the ability 

of employees to adjust with their behaviours or responses towards the changes in an operating 

business environment (Orishede & Igbigbisie, 2022).  A highly adaptable employee has 

adequate skills, knowledge and experience to comply with required tasks at work and reach 

desired performance. It suggests that an employee who is versatile is valued by management 
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and contributes reasonably to the success of an organization. Accordingly, managers seek 

employees with high adaptability due to the positive outcomes that follow, such as excellent 

quality of work, and ability to tackle difficult issues on work operations. Organization culture 

has a significant effect on employee career development. Organizational development is a 

motivational factor for effective employee adaptation to environmental changes. (Orishede, 

2015) It has been variously argued that employees who display high adaptive performance 

level in an organization tend to have more advantages in profession opportunities unlike 

employees who are not adaptable to change (Pulakos, Arad, Donovan & Flamodon 2000 as 

cited in Orishede & Igbigbisie, 2022). 

Therefore, an organization’s employees are required to adjust their responsibility and 

tasks in order to accomplish the set goals by the management. The employee needs are the 

element of work that requires interpersonal interaction to carry out some specific assignment 

(Michael; Sony & Mekoth, 2014). The interpersonal element may vary depending on one 

organization to another and it will base on the tasks assigned to the employees (Chen, 2017), 

Therefore, employees will need to adjust their interpersonal style of work with other employees 

in order to bring up transparency, information sharing and absolute decision making so as to 

meet the organizational goals (Liao et al., 2017; Michael; Sony, 2018). To achieve this goal, 

the employees need to collaborate with other employees from other units of the same 

organization to carry out the specific work (Spasojevic Brkic et al., 2020).  

 

Theoretical Review 

Resource-Based Theory 

It was propounded by Wernerfelt in 1984. It is regarded as one of the theories of strategic 

management.  Resources-based theory suggests that resources that are valuable, rare, and are 

difficult to imitate by competitors. It suggests that innovations achieve sustainable competitive 

advantage by using resources to serve consumer interests. These strategic and valuable 

resources can provide the foundation to develop firm capabilities that can lead to superior 

performance over time.  This theory notes that possessing the resources alone is not sufficient; 

organizations need to leverage their internal capabilities to respond to the changing economic 

environment to be agile (Badrinarayanan, Ramachandran & Madhavaram, 2019). According 

to this theory, firms achieve a competitive advantage by possessing valuable and rare resources 

and competencies that are not easily imitable and hard to substitute by the competitors. 
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By possessing these resources and capabilities, firms can deploy them and attain 

superior performance relative to their competitors. While this theory is applicable to this study 

as it can inform the acquisition and deployment of strategic resources, it is critiqued for only 

focusing on firms that want to achieve competitive advantage. Another limitation of this theory 

is that it places little emphasis on its capabilities to utilize its resources to attain a competitive 

advantage. The theory provides insufficient information on how managers acquire these 

resources and orchestrate them by leveraging their capabilities to augment organizational 

productivity, agility, and competitiveness (Badrinarayanan, Ramachandran & Madhavaram, 

2019).  

However, to stay competitive in the dynamic business environment, public health 

facilities need to adjust to the changing business operations by using diverse resources which 

includes personnel, equipment, technology and other networking facilities that will ensure 

effectiveness and alignment with management goals and optimal allocation of resources in 

order to improve patient outcome. Therefore, RBT would enable hospitals to capitalize on the 

resources and capabilities they have to become agile and perform better to provide adequate 

services in collaboration with community and the public sectors of the economy. 

 

Empirical Review 

Electronic Health Records (EHR) and Employee Quality of Service. 

Fanar. Ahmed. and Muntaser (2023) conducted a study on the impact organizational digital 

transformation and employee performance in the unique context of the United Arab Emirates 

(UAE). The study examines the relationship between the factors that are affecting employee 

performance. A descriptive study with engaging a sample of 50 employees across diverse 

sectors and organizations in the UAE to conduct the research. This research has the potential 

to reshape workplace practices in the UAE, contributing to the nation's continued growth as a 

global business hub. The findings show that employee performance can be greatly impacted by 

organizational digital transformation, which can affect many facets of work and productivity. 

The findings show that there is a positive relationship between organizational digital 

transformation and employee performance in the UAE. Conclusion were made based on the 

findings that employee performance can be greatly affected by organizational digital 

transformation, which can also have an impact on productivity and other areas of work. 

Employee performance can be impacted by digital transformation whereby they can 
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concentrate on higher-value work by streamlining processes through the automation of 

repetitive jobs and the use of digital tools.  

Kenny et al. (2017) conducted a study on healthcare workers’ attitude to the use of 

mHealth in Nigeria. The findings suggest that, while healthcare workers are open to the use of 

mHealth, more efforts must be placed on educating people on the importance of mHealth in 

Nigeria. This suggests that awareness of the benefits of mHealth is paramount to the effective 

adoption of mHealth in developing countries like Nigeria. This is particularly true when the 

majority of the population receiving these services is uneducated and located in rural areas. 

Developing technologies that healthcare workers and patients do not understand could hamper 

its effective use, hence, the benefits of these apps may not be utilized to their full potential. 

 

Digital Patient Engagement (DPE) and Employee Adaptability. 

Annie. and Musole. (2023) assessing the impact of digital transformation on employee 

performance in the public sector: A case study of Zambia’s Ministry of Health Headquarters 

Public sectors worldwide have faced a performance crisis, with public employees being 

stereotyped as lethargic and bureaucratic and public agencies being seen as large, wasteful and 

inefficient. This has increased the demand for efficiency, leading to the adoption of Digital 

Transformation (DT) approaches from outside the public sector. This study assessed the impact 

of DT on employee performance in Zambia’s Ministry of Health Headquarters by establishing 

whether key technologies in DT have been implemented at the Ministry, their effect on 

employee performance and subsequent constraints and challenges. The study used a mixed-

method approach; quantitative data were collected from 41 employees using questionnaires 

and qualitative data were collected from two key informants (managers) using interview 

guides.  

Quantitative data were analyzed using the Statistical Package for Social Sciences 

(SPSS) software and qualitative data were analyzed using content analysis. The study found 

out that the key technologies were implemented in the Ministry though in phases as the process 

was still underway. The digital tools implemented positively influenced employee performance 

in terms of tasks, adaptability and contextual but there were challenges and constraints such as 

connectivity issues, limited access to digital tools in isolated cases, inadequate resources and 

training. Based on the findings the study concluded that the key technologies in Digital 

Transformation were put in place in the Ministry though in phases as the process was ongoing. 

The study further revealed that performance in terms of tasks, adaptive and contextual were 

positively impacted by the use of digital tools that were in place. The study recommends that 
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there is need for government to provide the necessary tools, skills, resources, stable 

connectivity and training of employees in using digital tools. 

Rashid. Sohail and Muhammad. (2011) examine the impact of employee adaptability 

to change towards organizational competitive advantage. Organizations operate in an 

environment where internal and external forces affect its overall performance. The study 

adopted survey research design and questionnaires were used for data collection. A sample of 

80 employees of different categories in organization has been assessed and evaluate. 

Correlation analysis was employed for data analysis. The findings of the study show that 

training & development and empowerment has less correlation among the other variables. 

While empowerment and the culture has some correlation between them. It means that T & D 

is good for employee to adapt the change and organization leads its competitive advantage. 

Also, good culture has influence on the organizational competitive advantage. competitive 

advantage in maximum time.  

So according to the study, it is emphasizing on organization to build up more focus on 

employee involvement and their skill abilities for discharging their current responsibility and 

to adapt the future change as well. This study concluded that employee adaptability is more 

dependent on the parallel activities that preceded along with the other activities in the 

organization and these activities helps the employee to perform more enthusiastically and 

impatient to demeanor any challenge or adapt any change whatever it will be. And, new change 

in skill and modification in the service ought to employee adaptability to the upcoming new 

challenges and scenario while performing their duties.   
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Figure 2.1: Conceptual Mode 

 

Conceptual Framework 
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      H03 
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Source: Researcher’s (2024) 

Research Methodology 

A descriptive survey research design was used in this study. According to Rahaman (2020), 

descriptive research design deals with the techniques for describing and analyzing data. The 

study’s population covers administrative staff of selected general hospitals from the three 

Senatorial districts in Lagos State which are Epe General Hospital, Randle General Hospital 

and Badagry General Hospital, with 221, 409 and 336, respectively. The total population of 

the study is 921 members of staff (Human Resource Department, 2024). The sample size was 

determined with the use of Taro Yamane (1964) formula, thus: 

n =                N    

           1 + N (e)2 

Where: n = sample size sought 

e = error margin, N = population size 

Applying the above formula, with the population of 921 respondents, level of significance of 

95% (i.e. error margin = 0.05). The sample size is computed as: 

  n =       921 

         1+921 (0.05)2 

   n = 278.9 

Digital Transformation System Employee Performance 

Employee Quality of 

Service 
Electronic Health Records 

Employee Adaptability 
 Digital Patient Engagement 
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The sample size (n) = 279 and the instrument were proportionately distributed to the selected 

public hospitals as shown in Table 1 below. 

 

Table 1: Optimum Sample Size Distribution 

S/N Firm Accessible Population Sample Size 

1 Epe general hospital 221 279×221

921
 = 66.9 =  67 

2 Randle general hospital 372 279×372

921
 = 112.6 

=113 

3 Badagry general hospital 328 279×328

921
 = 99.4 =  99 

 TOTAL 921  278.9            =  279 

Source: Survey Data 2024. 

This study adopted stratified random sampling technique, which provided flexibility as the 

researcher was able to break down the population as often as necessary to select hospital’s 

employees in the three senatorial districts in Lagos State, which are Badagry general hospital 

representing Lagos west; Epe general hospital representing Lagos east while Randle general 

hospital representing Lagos central, where these public health facilities are more numerous. 

Structured questionnaires were used as the instrument for primary data collection.  

The questionnaire was divided into five sections. The first section collected 

information on the bio data of the respondents while the second – fifth sections contained five 

(5) questions each that measured the variables digital transformation system and employee’s 

performance, using A 5-point Likert – type scales: strongly agree, agree, undecided, disagree 

and strongly disagree. Out of the 279 questionnaires shared to these general hospitals, 235 

were properly filled and returned, these were considered suitable for this study. Content 

validity was adopted to measure how adequately a research instrument measures the actual 

meaning of a construct or concept (Creswell 2012). The instruments used are standardized 

scales that have already tested by other scholars. Cronbach’s alpha coefficient was used to 

examine the reliability of the scales of measurement, and a higher number implies that the 

scale of measurement is more reliable. The Statistical Package for Social Science (SPSS) was 

used to evaluate the data collected from the surveys. The regression statistical techniques were 

utilized to establish the interconnectedness of the measurement scales. 
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Data Analysis and Interpretation 

Testing of Research Hypothesis 

 Hypothesis One 

H01: Electronic health records has no significant effect on employee quality of service. 

Table 4.1.1: Model summary of test of hypothesis one 

Model R R Square 

Adjusted R 

Square 

Std. Error of 

the Estimate 

1 .447a .200 .196 1.00395 

 

Table 4.1.2: ANOVAa 

Model 

Sum of 

Squares Df 

Mean 

Square F Sig. 

1 Regression 58.653 1 58.653 58.192 .000b 

Residual 234.845 233 1.008   

Total 293.498 234    

a. Dependent Variable: Employee Quality of Service 

b. Predictors: (Constant), Electronic health records (EHR) 

 

Table 4.1.3: Coefficientsa 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

T Sig. B Std. Error Beta 

1 (Constant) .279 .560  .498 .619 

Electronic 

Health 

Records 

.792 .104 .447 7.628 .000 

a. Dependent Variable: Employee Quality of Service 

Source: Researcher’s Computation (2024) 

Interpretation: The table above revealed the regression results of the study’s hypothesis one 

that electronic health records has no significant effects on employee quality of service of the 

selected public health facility in Lagos State. The R-Square which is the coefficient of 

determination shows that 20.0% of the variations in employee quality of service was explained 
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by electronic health records while the remaining 80% is caused by factors not captured in the 

study. It was also demonstrated that electronic health records have positive and significant 

effect on employee quality of service (β=0.792; p=.000; t test=7.628). The null hypothesis was 

rejected and the alternative was accepted. The study implies that electronic health records has 

significant effect on employee quality of service of the selected public health facility in Lagos 

State. 

Hypothesis Two 

H02: Digital patient engagement do not significantly affect employee adaptability. 

Table 4.2.1: Model summary of test of hypothesis two 

Model R R Square 

Adjusted R 

Square 

Std. Error of 

the Estimate Sig. F Change 

1 .302a .091 .087 1.06997 .000 

 

 

Table 4.2.2: ANOVAa 

Model 

Sum of 

Squares Df 

Mean 

Square F Sig. 

1 Regression 26.752 1 26.752 23.367 .000b 

Residual 266.747 233 1.145   

Total 293.498 234    

a. Dependent Variable: Employee Adaptability 

b. Predictors: (Constant), Digital Patient Engagement (DPE) 

 

Table 4.2.3: Coefficientsa 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

T Sig. B Std. Error Beta 

1 (Constant) 1.683 .592  2.845 .005 

Digital 

Patient 

Engagement 

.535 .111 .302 4.834 .000 

a. Dependent Variable: Employee Adaptability 
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Source: Researcher’s Computation (2024) 

Interpretation: The table above indicates the regression results of the hypothesis two which 

was formulated that digital patient engagement has no significant effects on employee 

adaptability of the selected public hospital in Lagos State. The R-Square which revealed the 

result of coefficient of determination indicated that 9.1% of the variations in employee 

adaptability was explains by digital patient engagement. Also, the coefficient of digital patient 

engagement result (β=0.535; p=.000; t test= 4.834) indicates that the null hypothesis was 

rejected and the alternative hypothesis was accepted. Therefore, this indicates that digital 

patient engagement has significant effect on employee adaptability.  

 

Hypothesis Three 

H03: There is no joint significant effect of Digital transformation system on employee 

performance. 

Table 4.3.1: Model summary of test of hypothesis three 

Model Summary 

Model R R Square 

Adjusted R 

Square 

Std. Error of 

the Estimate 

1 .658a .433 .428 .51723 

a. Predictors: (Constant), EHR, DPE 

 

ANOVAa 

Model 

Sum of 

Squares Df 

Mean 

Square F Sig. 

1 Regression 47.440 2 23.720 88.663 .000b 

Residual 62.067 232 .268   

Total 109.507 234    

a. Dependent Variable: EMP 

b. Predictors: (Constant), EHR, DPE 

 

Coefficientsa 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients T Sig. 
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B Std. Error Beta 

1 (Constant) 1.325 .313  4.233 .000 

HER .132 .073 .122 1.808 .002 

DPE .616 .073 .569 8.423 .000 

a. Dependent Variable: EMP 

Source: Researcher’s Computation (2024) 

Interpretation: The table reflected the regression results of the hypothesis three which stated 

that digital transformation system has no significant joint effects on employee performance of 

the selected public health facilities in Lagos State. The R-Square which is the coefficient of 

determination shows that 4.1% of total variations of employee performance was explained by 

digital transformation system. The result revealed that the 𝑃 −

𝑉𝑎𝑙𝑢𝑒 𝑜𝑓 𝑡ℎ𝑒 𝑗𝑜𝑖𝑛𝑡 𝑝𝑎𝑟𝑎𝑚𝑒𝑡𝑒𝑟𝑠 𝑖𝑠 (0.000) > 0.05(𝛼) then we accept 𝐻0 and conclude that 

there is significance of the joint parameter between the parameters at 5% (0.05) significant 

level. 

This ascertains that the joint test of the variables contributes meaningfully to the fitted 

model. The study revealed that digital transformation system has significant effect on 

employee performance the selected public hospital in Lagos State. 

 

Discussion of Findings 

Hypothesis one which states that electronic health records (EHR) has significant effect on 

employees’ quality of service of the selected public health facility in Lagos State. It was 

showed that electronic health records (EHR) significantly influences employees’ quality of 

service. The results corroborate with the findings of (Piva and Vivarelli, 2018; Acemoglu and 

Restrepo, 2019) which stated that the effects of new technologies and especially digital ones 

on working conditions and job satisfaction depend on the types of new tasks compared to those 

replaced. For this reason, the researcher can make the hypothesis that digital adoption of EHR 

is not a homogenous phenomenon among employees. The effects rely on occupations but also 

organizational settings. 

The hypothesis two which stated that there is no significant effect of digital patient 

engagement (DPE) on employee adaptability of the selected public health facility in Lagos 

State was rejected. The findings show that digital patient engagement significantly affect 

employees’ adaptability This was in line with the study of Bełz, Górczyński, and Płoszajski, 

(2018), Annie. and Musole. (2023) which revealed that adoption of digital technology enhances 
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adaptability, efficiency, and flexibility of employees, leading to improved overall performance. 

However, the process of digital transformation can also trigger technostress among employees, 

which negatively affects their performance.  

While the hypothesis three, which asserted that there is no joint effect of digital 

transformation system (DTS) on employee performance of the selected public health facility 

in Lagos State was also rejected. The results corroborate with the findings of (Fanar, Ahmed, 

Muntaser, (2023; Fanar. Ahmed. & Muntaser, 2023) which showed that employee performance 

can be greatly affected by digital transformation, which can also have an impact on adaptability 

and other areas of work. Employees can concentrate on higher-value work by streamlining 

processes through the automation of repetitive jobs and the use of digital tools. Increased output 

results from increased efficiency since workers can complete jobs faster and with fewer 

mistakes. 

 

Conclusion and Recommendations 

Conclusion 

This study examined the effect of digital transformation system on employees’ performance of 

selected public health facilities in Lagos State. The primary data analysis revealed that digital 

transformation system enhances employees’ performance. Respondents acknowledged the 

capability of digital system to automate various performance functions. Digitalisation has 

improved operations, adaptability and operation of the hospitals. Employees supported digital 

access to performance- related services. The study identified digital transformation system, 

such as managerial and operational capabilities, the development of digital skills, knowledge 

and innovation capabilities. It was discovered that digital transformation system improves 

employees service quality and adaptability. The. Implementing digital transformation system 

in the public health sectors have reduced workloads and improved the employee’s performance.  

 

Recommendations 

Based on the findings and conclusion of this study, the following recommendations were made.  

i. The hospitals management must prioritize programs that will enable employees to 

confidently navigate the digital system. Therefore, adequate and prompt training should 

be given to the personnel on data analytics, digital communication, digital services and 

technical competency. 

ii. Also, management should provide all necessary digital tools to employees on capacity 

building in ICT by providing acceptable level of infrastructure.  
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