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Abstract
This study examined the influence of digital media integration on employee job performance in the Anambra State civil service. The rapid adoption of digital tools in public administration has transformed communication, collaboration, and productivity in civil service. Four research questions guided the study, and two null hypotheses were tested at a 0.05 level of significance. A descriptive cross-sectional survey research design was adopted for the study. Social exchange theory by Homans forms the theoretical framework for the study. The population of the study comprised 6,955 employees in the Anambra state civil service, out of which a sample size of 320 was drawn using the Taro Yamane formula. The instrument used for data collection was a questionnaire. The data were analysed using the Statistical Package for Social Sciences (SPSS) version 26, and the results were presented in frequency distribution tables and percentages. The hypotheses were tested using chi-square ((2) statistical inference. The findings revealed a strong positive relationship between the use of digital media tools and improvements in both communication effectiveness and collaboration. The study therefore recommended, among others, the need to expand the use of digital communication and collaboration tools, such as instant messaging platforms, email systems, and cloud-based solutions. 
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Introduction

Digital media has emerged as an integral contributor to both economic and social development. It is also vital in altering the way organisations function across several sectors, particularly the public service sector of Anambra State and Nigeria at large. Digital media refers to platforms and channels of communication, with electronic criteria such as social media, cloud computing, etc. (Osangwa, 2020).

The past few decades have seen the rapid proliferation of digital technologies in all aspects of life, such as governance and leadership (Ukorah, Nwosu & Nwokike, 2023). Digital content is one of the powerful driving forces for increasing government efficiency, citizen engagement and promoting economic growth (World Bank, 2023). Digital technologies are a strategic way out of problems such as bad infrastructure, limited access to services and an unbalanced economic development (Osangwu, 2020). Digital media has been used for years now in the public sector to ensure efficiency, transparency and productivity, especially in developing countries like Nigeria (Igwe et al., 2020), and it has also become increasingly integrated within government organisations, including Anambra State Civil Service Commission (ASCSC). It can also help employees work more effectively and be happier in their roles through increased collaboration.

The ASCSC plays a critical role in overseeing the civil workforce by handling recruitment, promotions, training, performance evaluation, and assisting employees with adjusting to new media, incorporating traditional digital media. Historically, these processes have been plagued by bureaucratic red tape, protracted delays and insufficient communication between departments (Ndubuisi & Opara, 2020). Integrating digital media is crucial for boosting employees' productivity. Effective management of employee expectations, needs and desires through effective communication from the management to the staff and the timely release of reliable information creates a feeling of belongingness and commitment among people working in any organisation, which helps them understand what is expected from them by the organisation so that they can do their jobs better. Successful involvement in digital media leads to strong job performance, good relationships, and trust among workers (Ochor, Mbazie & Agbo, 2024). 

There are some of the impacting areas like communication, collaboration, performance management and culture where digital media integration plays a crucial role in enhancing employee job performance. As an example, the use of digital communication tools can break down barriers related to hierarchy and create more open channels of communication between staff at each level. When digital media is integrated well, it can strengthen an organisation’s reputation, reduce friction between management and employees and curb escalation (Ochor, Mbazie & Agbo, 2024).

Covering key functions within an increasingly sophisticated organisational structure in Anambra State and other states in Southeast Nigeria, the ASCSC reflects these complexities as they relate to governance and administration, including the need for implementation of government policies and effective service delivery. Organisational support has been identified as a significant influencer of employees' commitment in corporate organisations (Onwuka, Nwokolo & Achebe, 2022). As an emerging economy, Nigeria's public service faces unique challenges in digitisation due to weak infrastructure, digital literacy inequities and xenophobia (WB, 2020). These challenges underscore the need to investigate how the incorporation of digital media impacts workforce dynamics in this context.

Bringing digital media into public institutions, however, has its own challenges. However, issues like digital illiteracy, a reluctance to adapt and a lack of infrastructure and cybersecurity hurdles often hamper organisations from reaping the full rewards (Boswell & Olson-Buchanan, 2007). These barriers are further complicated in Anambra State, owing to socio-economic and infrastructural constraints, necessitating a careful approach that leverages digital transformation. Mass media should strive to communicate more effectively with the public (Ezebuenyi & Ezeaka, 2015). Thus, this study aims to explore how the adoption of digital media influences employee job performance in the Anambra State Civil Service Commission.

Statement of the problem

The way digital media has pervaded organisational practice, especially with regard to how employees conduct their work in the organisation across sectors globally, is nothing less than revolutionary. This trend is not alien to Nigeria, and government establishments such as the Anambra State Civil Service Commission (ASCSC) have embraced the digital age. The prospect digital media holds to not only drive but also facilitate effective communication, improve job performance and enhance organisational effectiveness is one too exciting a proposition, yet the challenge of implementation in an organisation like that of a few government setups faces cluster hinges on the fact that these techniques have not been properly adopted.

Despite the growing ubiquity of cloud computing, social media, data analytics and digital communication systems, how far into that increasingly artificial world Anambra State Civil Service Commission has embraced them still seems to be a bit murky. It is important to understand the impact of digital media on employee performance to ensure a positive environment in the workplace, to keep up with employee needs, and to improve their productivity. After all, no organisation can exist without employees, and its primary objectives become a challenge to achieve (Ochor et al., 2024). Often, the digital infrastructure that public sector organisations, including the ASCSC, require to share information and work with data is missing.” Gaps along with these gaps can realistically decelerate the acceptance of digital tools, causing to the failure of systems or delays in their communication (Mosco 2017). As a result, employees may fail to maximise the digital resources afforded to them, leading to inefficiencies in communication and workflow. Also, the employees of ASCSC have varying levels of digital skills. Young employees are, on the whole, very comfortable using digital tools, but older employees or people who have not been exposed to much technology might struggle with adjusting to new platforms (Akpan, 2021). As a result, some employees are resistant to using new tools, which creates frustration and harms productivity within the organisation, breaking team cohesion. According to Onwuka & Abonyi (2022), employee performance has attracted substantial interest from researchers in different parts of the world, more especially in Anambra state. These developments are worrisome because it is normal for workers not to enjoy good relationships with their organisational leadership, leading at times to industrial action and lower productivity or work chaos emerging from the failure of workers to meet expected work targets.

Another aspect of the ASCSC is that public sector organisations are most resistant to organisational change. Business people familiar with traditional communication and performance management tools tend to perceive new digital media channels as unnecessary complications or, worse still, a threat to their job security. Such resistance may delay the full application of digital instruments and reduce their capacity to improve workforce relations (Fountain, 2018). It should be noted that there had been tension amongst ministers, and commissioners, as well as the executive branches they oversee, as it is difficult to harmonise their various responsibilities (Eme & Onwuka, 2010). By knowing what to expect when trying to bring the various areas of digital media together, we can play up their efficiency and effectiveness in these industries. Hence, the present study is designed to examine how digital media utilisation can enhance employee work performance.

Research Questions

The following research questions have been formulated to guide the study: 
1. What relationship exists between communication effectiveness and collaboration in Anambra State Civil Service?
2. What is the effect of integrated digital media on the job performance of the Anambra State Civil Service?
3.
How does the adoption of digital media influence the organisational culture and work environment in the Anambra State Civil Service?

4.
What are the major opportunities that could lead to an improvement in the digital media integration process, enhancing employee job performance in the Anambra State Civil Service?

Research Hypotheses


The following null hypotheses were formulated and tested: 

1.
There is no significant relationship between communication effectiveness and collaboration in the Anambra State Civil Service.

2.
There is no significant relationship between digital media integration and employee job performance in the Anambra State Civil Service.

Review of related literature

One of the burning issues today in academic circles when we consider organisations, particularly public sector entities, is the role digital media plays therein, as evident by the Anambra State Civil Service Commission (ASCSC). This review of literature explores key studies examining the effects of digital media on employee performance, communication, productivity, workplace culture and behaviour.

Digital Media and Communication in Organisations

Digital media, such as email, social media, cloud computing and data analytics, have radically changed the way in which organisations communicate with each other, resulting in greater co-operation and collaborative problem-solving (Daft & Lengel, 1986). These digital communication tools in the public sector are increasingly being utilised to improve internal communication, reduce bureaucratic red tape, and increase transparency of decision-making (Fountain, 2018). According to Stone (2018), digital media provides rapid and dynamic interactions between staff and leadership, enabling easy information sharing at multiple levels of the organisation. This is especially advantageous in bigger institutions where traditional forms of communication can vary from slow and inefficient. The use of digital platforms in Nigeria's public sector, for example, has minimised unnecessary time spent on paperwork as files in government offices can now be accessed electronically (Mosco 2017). Additionally, Majchrzak et al. (2005) state that digital tools enhance virtual collaboration. Leonardi (2014) also noted that these tools have the potential to flatten organisational hierarchies via easier communication across management levels. Because without communication, it is simply impossible to build relationships, at work or at any other place. Better communication ensures that everyone involved truly understands each other, resulting in better performances and relationships. It enables everyone to express their ideas transparently (Onwuka, Ndubisi & Abonyi, 2020).

That being said, too much reliance on those digital communication tools may create their own headaches. Whether positively or negatively, the way employees are treated by their supervisors is often interpreted as indicative of the organisation's overall stance towards them (Onwuka et al., 2022). These digital tools may, however, lead to a reduction in face-to-face meetings, which are necessary for the establishment of trust and rapport among team members (Ayodele, Oparinde, & Okafor, 2021). In formalistic structures such as the ASCSC, lower-ranked members may not have easy access to senior management through digital channels, and this leads to a decrease in the amount of feedback and collaborations (Fountain, 2018). Thus, while engaging with digital media can help streamline communication, it may query those personal interactions that are essential for a healthy organisational culture. Hence, to establish better relationships, management and employees must communicate more effectively and be viewed as partners in progress (Onwuka et al., 2020).

Digital Media and Employee Job Performance
Digital media in the popularisation of work, the use of the placket in employees’ work is another industry hot issue repeatedly mentioned in conventions. Ndubuisi and Opara (2020) affirm that digital means, ranging from online performance management systems to cloud-based task trackers, are enhancing Nigeria’s public sector efficiency and productivity. Raghuram et al. (2019) found that these tools design workflows and facilitate decision-making, resulting in improved performance at work. Additionally, digital performance tracking enables managers to set achievable objectives, observe progress in real time and give timely feedback and development plans for improved job performance and accountability (Allen et al., 2015).

The shift at public sector organisations to use more digital media has also made home working more viable, for example, during the COVID-19 pandemic. Digital tools enabled remote work, which allowed much-needed flexibility and a better work-life balance for many workers, apparently happier employees (Akpan, 2021). These tools have increased overall productivity (Golden & Veiga, 2005) by enabling staff to work effectively from a variety of different locations. Additionally, the increasing utilisation of digital platforms has widened access to professional development via online training programs that equip employees with valuable skills for their jobs (Ayodele et al, 2021). When employees believe that their organisation truly cares and provides the required support, they are more likely to be committed towards fulfilling the objectives of the organisation, which exceeds overall efficiency and productivity (Onwuka, Nwokolo & Achebe, 2022). Furthermore, employee performance is an indispensable basis for enhanced outcomes of work (Onwuka & Abonyi, 2022). Not a single organisation can prosper on its own; it requires all of its members to make it work.

The use of digital media tools looms heavily with many advantages, but it can also hinder employee motivation. Mosco (2017) explains that while performance surveillance systems have the potential to increase efficiency, they may lead employees to feel like they’re always being watched. When monitoring is overbearing, it can strain trust and create lower job satisfaction and morale,  particularly if workers view it as intrusive micromanagement. This is a significant concern in public sector organisations such as the ASCSC, due to employees enjoying larger job security and potentially viewing digital monitoring as a human violation.

Integration of Digital Media and Organisational Culture

Digital media influences workplace culture significantly by helping create an open, transparent and agile-operating environment. Technological tools like these create a more inclusive setup by bridging departmental silos and facilitating fluid communication between functions. As Ayodele et al. (2021) emphasise, digital platforms foster collaboration between employees, improve transparency across decision-making and enable information to flow freely through every level of the organisation.

Digital platforms can enhance organisational transparency in delivering key updates, performance metrics and other critical information on demand to employees. This is important, particularly in public sector establishments in Nigeria, where lack of transparency has constantly led to inefficiency and corruption (Ndubuisi & Opara, 2020). Digital solutions can enhance accountability across the organisational context by facilitating the timely sharing of information.

As exciting as the shift toward a digital-first organisational culture is, it comes with its challenges. According to Akpan (2021), employees in traditional public sector institutions such as the ASCSC may be slightly hesitant to join the digital bandwagon. They are frequently concerned about whether they can learn to keep pace with new technologies or fear that these changes may put their jobs at risk. This shift towards a more data-driven and digital-focused work environment may not sit well with all employees, particularly those comfortable with face-to-face interactions or with the bureaucratic processes they have grown accustomed to. In integrating digital media successfully at the ASCSC, it is going to take huge amounts of change management to convince staff that this adds value in a way that makes them more capable. We are evolving from an Industry Age to an Information Age where the prosperity of a nation will depend on how well it is able to manage information (Enemuo, Ezeanyi & Ezeaka, 2019).

Challenges of Integrating Digital Media in the Public Sector

While the integration of digital media provides a plethora of benefits, it can also pose numerous challenges, particularly in Anambra State and Nigeria’s public sector. A first setback is the absence of a robust digital infrastructure. Ayodele et al. (2021) also note that public sector organisations in Nigeria still struggle with poor internet connections, ageing hardware and a lack of other digital tools necessary to function effectively. Such infrastructure lags can severely impact efficient communication and decelerate digital technology adoption across the board, as is evident for the ASCSC. Add cybersecurity on top of that, and you have a huge concern, especially among younger employees who must adapt quickly to this fast-moving digital world, where vulnerabilities to cyberattacks are more real than ever. From the way our systems, devices and networks are interlinked in a complex environment into which hackers and other bad actors seek to infiltrate (Ukorah et al., 2023).

However, one of the challenges that we are dealing with is the aversion to change that has become woven into the fabric of Anambra State’s civil service and the Nigerian public sector more generally. This inertia is compounded in the case of public sector institutions, which have a stronger proclivity for bureaucratic stagnation (Fountain, 2018) and thus struggle to achieve agile and swift technological transformations. When employees are not fully engaged in their work, they may find themselves engaging in unproductive practices like casually surfing the internet for entertainment, playing games, gossiping, and even snoozing off (anything but working) (Onwuka et al., 2022). There is a tendency for employees also to resist digital tools, especially if they feel there is the potential of these innovations threatening their hard-won positions or job security. It is important to understand that perceived organisational support is very beneficial in increasing employees’ emotional attachments and expectations on the contributions of their efforts towards the achievement of organisational goals (Onwuka, Nwokolo & Achebe, 2022). In that case, it is not only infrastructure and digital literacy that the ASCSC needs to worry about with a successful transition to digital media, but also strong leadership is required to execute the institutional shift.

Opportunities for Digital Media Integration

The role of digital media allows employees to perform their job functions a lot more efficiently despite the challenges that they may face. Underpinning these changes have been technological advancement and the evolution of society's expectations, which together have transformed how the civil service operates, engages with management and adds value to the commission. Digital media opens up access to information, increasing transparency and accountability (Mosco 2017). In addition, digital tools can enhance service delivery through quicker response times and more efficient management of resources (Stone, 2018).

The integration of digital media opens the door to many new, exciting opportunities for inciting innovation in public sector organisations. According to Akpan (2021), the adoption of digital technologies by public sector agencies (such as ASCSC) can really enhance their efficiency, responsiveness and service delivery. It is widely accepted that an individual committed to his precepts, duties and responsibilities will naturally embrace tasks that are beneficial in the fulfilment of organisational goals (Onwuka, Nwokolo & Achebe, 2022).

Theoretical framework

The concept of Social Exchange Theory (SET) was initially described by Homans in 1958 and further developed by Blau in 1964, providing the theoretical foundation for this study. SET offers a good perspective for studying the reciprocal exchanges and trust-based interactions inherent in organisations. Social exchange theory posits that social relationships are developed and maintained through resource exchange, based on a perceived balancing of benefits for all parties involved. In the context of digital media adoption, SET explains how perceptions of fairness in their organisation and reciprocity remind employees that they are assets to an organisation, resulting in greater intention to use digital workplace tools.

In the context of ASCSC, staff may view the potential of digital media tools as positive facilitators in achieving improved work-life balance and performance or that they are being overly surveilled through the use of these devices. When organisations implement supportive digital solutions, performance management systems and communication platforms that actually enhance productivity and reduce the required efforts to get work done, employees generally react positively by feeling good about tech use and being more willing to embrace technology adoption initiatives (Blau, 1964). Conversely, when these tools are only perceived as tracking/costing mechanisms or negatively impacting working conditions, trust in the organisation may be eroded, which can lead to refusal of change. This reciprocal flow of ideas fits nicely in Social Exchange Theory, which emphasises mutual relationships. It demonstrates that perceived organisational support and reciprocal benefits are key drivers of workplace technology adoption.

Methods  

This paper adopted a descriptive cross-sectional survey design. The instrument used for the data collection was a structured questionnaire constructed by the researchers. The population of the study comprises 6,955 Anambra State Civil Service employees in 13 selected public offices. A sample size of 320 was determined using the Taro Yamane (1967) method. We started by randomly choosing five core ministries: namely, the Ministry of Agriculture, the Ministry of Education, the Ministry of Health, the Ministry of Works and Infrastructure and the Ministry of Power and Water Resources for the study. We then used simple random sampling in the selection of the respondents in such a way as to include all categories of workers (senior staff and junior staff), and it cuts across genders. The data generated were analysed using Statistical Package for Social Sciences (SPSS) version 26, and the results were presented in frequency distribution tables and percentages. The hypotheses were tested using chi-square (χ2) statistical inference. 
Data presentation and analysis

This is the statistical presentation of the respondent's view of the research questions. 
Table 1: Demographic information of respondents
	Socio-demographic variables
	Frequency
	Percentage (%)

	Gender distribution

Male

Female

Total

Marital status 

Single

Married

Widowed

Divorced

Separated

Total

Age group

18 - 26 

27 - 35

36 - 44

45 - 53

54 - above

Total

Job-status

Senior staff

Intermediate

Junior staff

Casual staff

Total 

Length of employment

Less than 5 years

6 - 10 years

11 - 15 years

16 - 20 years

Above 20 years

Total
	205

115

320

98

193

14

9

6

320

22

76

114

89

19

320

32

134

95

59

320

57

66

112

39

46

320
	64.1

35.9

100.0

30.6

60.3

4.4

2.8

1.9

100

6.9

23.8

35.6

27.8

5.9

100.0

10.0

41.9

29.7

18.4

100.0
17.8

20.6

35.0

12.2

14.4

100.0


Source: Field Survey, 2025

Table 1 contains data on the analysis of the demographic characteristics of the respondents. The information therein showed that the majority (64.1%) were males compared to a relatively lower proportion (35.9%) of them who were females. The marital status of the respondents showed that the largest proportion (60.3%) of the respondents were married, about a half proportion (30.6%) were single, while the least proportion (1.9%) of them indicated being separated.  The age distribution of the respondents showed that the largest proportion (35.6%) of the respondents were between 36 and 44 years, followed by 45 - 53 years (27.8%), and the least were those between 54 years and above (5.9%). Data analysis equally showed that the majority (41.9%) of the respondents were intermediate staff within the Anambra State Civil Service. This was followed by 29.7% of those who were junior staff. The casual staff comprised 18.4% of the samples, while the senior staff was the lowest proportion (10.0%) within the samples. In terms of length of employment, data analysis showed that the highest proportion (35.0%) of our samples had worked for close to 11 - 15 years. This was followed by 20.6% of them who had worked between 6 - 10 years, while the lowest proportion (12.2%) was those who had worked for close to 16 - 20 years. This finding implies that a majority of the respondents were relatively old in the ministry, and this equally informs the reason why there is a higher proportion of intermediate staff compared to other ranks.

Research question 1: What relationship exists between communication effectiveness and collaboration in Anambra State Civil Service?

Table 2: Distribution of the communication effectiveness and collaboration 

	Options
	Frequency
	Percentage (%)

	Positive Relationship

Negative Relationship

No Relationship

Total 
	240

64

16

320
	75

20

5

100


Source: Field Survey, 2025
The data presented in Table 2 above shows that 75% of respondents believe that there is a positive relationship between communication effectiveness and collaboration, 20% of the respondents are of the view that there is a negative relationship, while 5% of the respondents perceive no relationship. This implies that there is a high admiration of high positive relationship between communication effectiveness and collaboration. 

Research question 2: What is the effect of integrated digital media on the job performance of the Anambra State Civil Service?

Table 3: Distribution of the influence of digital media integration and employee job performance

	Options
	Frequency
	Percentage (%)

	Positive Influence

Negative Influence

No Influence

Total 
	192

96

32

320
	60

30

10

100


Source: Field Survey, 2025
Table 3 above depicts the respondents’ views on the influence of digital media integration and employee job performance. Data in the table reveal that the majority of the respondents (60%) recognise a positive influence of digital media integration on employees’ job performance. Also, half of the respondents (30%) said negative influence, while the least of the respondents (10%) indicated no influence. 
 Research question 3: How does the adoption of digital media influence the organisational culture and work environment in the Anambra State Civil Service?

Table 4: Distribution of the digital media organisational culture and work environment

	Options
	Frequency
	Percentage (%)

	Improved inclusivity and transparency

Mixed feelings about monitoring

Don't know

Total 
	195

93

32

320
	60.9

29.1

10

100


Source: Field Survey, 2025
The above Table 4 depicts respondents’ views on digital organisational culture and work environment. As indicated in the above table, the majority of the respondents 60.9% believe that improved inclusivity and transparency will influence digital media organisational culture and work environment. 29.1% indicated mixed feelings about monitoring, while the fewest respondents said that they don’t know. 
Research question 4: What are the major opportunities that could lead to an improvement in the digital media integration process, enhancing employee job performance in Anambra State Civil Service?

Table 5: Distribution of improvement in the digital media integration process

	Options
	Frequency
	Percentage (%)

	Regular digital skills training

Investment in reliable infrastructure

Inclusive decision-making

Total 
	160

96

64

320
	50

30

20

100


Source: Field Survey, 2025
Table 5 above depicts respondents’ views on improving the digital media integration process. The result showed that the majority of the respondents (50%) indicated regular digital skills training as a key solution to improving the digital media integration process. Also, 30% of the respondents believe in investment in reliable infrastructure, while the least respondents (20%) indicated inclusive decision-making as a solution to improving the digital media integration process. 
Test of hypotheses

The hypotheses were tested using the chi-square as the statistical tool. 

Hypothesis 1

H₀: There is no significant relationship between communication effectiveness and collaboration in Anambra State Civil Service.

H₁: There is a significant relationship between communication effectiveness and collaboration in Anambra State Civil Service.
Table 6: Communication Effectiveness and Collaboration

	O
	E
	(o-e)
	(o-e)2
	(o-e)2
E

	240

64

16
	107

107

107
	133

-43

-91
	17689

1849

8281
	165.3

17.3

77.4

	320
	
	
	
	260


Ttab = 5.991, df = 2, Tcal = 260
Decision: Since the calculated value (260) is greater than the table value (5.99), the H1 (alternative hypothesis) is accepted. This implies there is a significant relationship between communication effectiveness and collaboration. 

Hypothesis 2

H0: There is no significant relationship between digital media integration and employee job performance in Anambra State Civil Service.
H1: There is a significant relationship between digital media integration and employee job performance in Anambra State Civil Service.
Table 8: Frequency of Productivity and Job Satisfaction

	O
	E
	(o-e)
	(o-e)2
	(o-e)2
E

	192

96

32
	107

107

107
	85

-11

-75
	7225

121

5625
	67.5

1.1

52.6

	320
	
	
	
	121.2


Ttab = 5.991, df = 2, Tcal = 121.2
Decision: Since the calculated value (121.2) is greater than the table value (5.99), the H1 (alternative hypothesis) is accepted. This implies there is a significant relationship between digital media integration and employee job performance.
Discussion of findings


This study was designed to examine the influence of digital media integration on employee job performance in the Anambra State Civil Service. From the analysis of the generated data on the relationship between communication effectiveness and collaboration, it was observed that the majority of the respondents (75%) believe that there is a positive relationship between the use of digital media tools and improvements in both communication effectiveness and collaboration within ASCSC. This finding confirms the view of Daft and Lengel (1986), who highlighted that digital communication tools, such as emails, instant messaging, and collaborative platforms, improve the flow of information, leading to better teamwork and collective problem-solving. Also, the views of Majchrzak et al (2005) emphasised that digital media tools enable better virtual collaboration. 


The findings of the study on the extent to which digital media integration influences employee job performance revealed that the majority of the respondents (60%) indicated that there is a positive influence of digital media integration on employee job performance. These results are consistent with the findings from Raghuram et al. (2019), who noted that digital tools improve work outcomes by streamlining processes and enabling faster decision-making. 


Findings emanating from the study on the digital media organisational culture and work environment revealed that the majority of the respondents (60.9%) believe improved inclusivity and transparency will influence digital media organisational culture and work environment. This finding is in line with the findings of Ndubuisi and Opara (2020) that digital platforms create a more transparent environment by providing employees with direct access to important organisational updates, performance metrics, and other essential information. 


Finally, the findings emanating from the study on improving the digital media integration process revealed that the majority of the respondents (50%) indicated regular digital skills training as a key solution to improving the digital media integration process. The findings confirm the views of Ayodele et al. (2021), who pointed out that the increased use of digital platforms has enabled continuous learning and development opportunities through online training modules, helping employees acquire new skills that enhance job performance. 
Conclusion


It emerges from the study that digital media integration has positively transformed employee job performance in the ASCSC, rendering them transparent and improving service delivery and accountability. Fueled by technology and government initiatives, it has altered the landscape of service delivery, efficiency and performance. Realising that there is such an array of tools used highlights the value and need for continual training initiatives to ensure employees are fully competent in using these technologies and thriving within their work environment.

The study also finds that digital media builds communication, cooperation, productivity and job satisfaction. The study also stressed the need for ongoing training and building a culture that fosters innovation, and using digital media strategically to move employees' job performance to new heights. But challenges such as digital illiteracy, insufficient digital infrastructure, cybersecurity problems and resistance to change continue to prevent fully installing its benefits. Balancing these challenges with digital opportunities remains crucial for the progress we seek.
Recommendations


Drawing from the results of this research, the following recommendations were made for improving the effect of digital media integration on employee job performance in Anambra State Civil Service Commission (ASCSC) and other corresponding public sector organisations:

1.
The ASCSC should put more effort into the increased adoption of digital communication and collaboration tools, such as instant messaging programs, email systems and cloud-based solutions. 

2. 
The ASCSC should invest in training programs that will help employees gain full use of digital media tools. 

3. 
The ASCSC should leverage digital tools to enable decision-making processes that will be more transparent and cultivate a more inclusive organisational culture. 

4. 
Digital media indeed has a positive impact on active job satisfaction, and therefore, the ASCSC must consider making flexible work arrangements through digital technologies.

5. 
Focus on structuring evaluation processes. The ASCSC needs to build a structure for continually evaluating and providing feedback about the effectiveness of the digital media tools.

6. 
From the practical perspective, to promote greater collaboration and innovation, ASCSC should facilitate the sharing of best practices and innovative ideas via digital platforms.
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