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Abstract. Currently, digitization in the
healthcare segment starts to go head. The
healthcare sector tries hard towards
gaining excellence in the robust competitive environment of business
on the way to the adoption of the latest technology. The current paper
has described the importance of training in enhancing the adaptive
performance of healthcare professionals in the era of digitization in
Pakistan. The concept of adaptive performance has gained more
importance now a day due to technological innovations in the field of
healthcare. However, a collective refrain of adaptive performance is
flexible as well as responsive behavior at the workplace that is
desirable to adapt in the direction of the changes. The provision of
training has now become an imperative practice to augment and
prepare human resources to adapt the changes related to the latest
technology in the healthcare setup such as digitized tools to administer
drugs, interventions, machines, procedures, and software to manage
the patient data efficaciously. Thus, the main element that affects the
adaptive performance of healthcare professionals in organizations is
training among other HR practices. Therefore, this study proposes that
the healthcare sector needs to offer an up to date training programs to
inculcate its employees the essential skills and knowledge to adapt the
technological changes. As a developing country, it is important to train
our professionals to manage and familiarize themselves with the
anticipated technological changes to make a digitized healthcare
system in Pakistan a reality.
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Introduction

As the digitization has deep-rooted its veins in the developed countries
(Petersen, 2019). Likewise, developing countries are also following the steps to
make their day to day dealings digitized. Presently, on the way to the adoption
of the latest technology like other organizations, the healthcare segment tries
hard towards gaining excellence in adapting the latest innovations to deliver
guality services to customers to survive in a robust competitive environment.
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Also, in the boom of technological upheavals, all developing countries
especially Pakistan has recently engaged to make their country digitized.
Besides, like other sectors, the healthcare sector is also undergoing these
changes in Pakistan; like most other facets of our lives are becoming digitized,
there is no qualm that the future of healthcare will be digital (Munir, 2018). So,
in this environment, the thirst to advance the position gives rise to dynamic
changes in the workplace in which the performance of employees is a major
concern area. Congruently, the performance of a human resource becomes a
decisive area for the organization, particularly during the technological arena
(Abdullah et al., 2014). For the accomplishment of the above-mentioned task,
service organizations need to prepare their human resource to effectually adapt
to the changes happening on the technological side. Thus, the concept of
adaptive performance has gained more importance than before among other
dimensions of employee performance because the healthcare segment is
confronting with plentiful changes in terms of new digitize tools to administer
drugs, monitoring and recording of patient data electronically by using
software (Ventola, 2014) that will hold in the workplace. Likewise, Bhavnani,
Narula, & Sengupta (2016) asserted that in healthcare system technological
progressions such as iECG, handheld devices for ultrasound, as well as lab-on-
a-chip technologies can eventually fallouts in improvising the quality of care
delivery to the patient along with the reduction in healthcare cost as well.
Moreover, concerning these transformations in the health care sector, medical
professionals need to keep up their performance at the highest level to
continually adapt to the quite challenging environment as their presentation is
linked to the health of a patient. For case, Ansari (2018) explicated that the
technological advancements in Pakistan give every person the hope that in case
of a medical emergency there is the availability of a medical professional to
handle the situation by using the latest technology accessible to them to give
the support to patients they require at the right time and place.

According to Institute of Medicine (2002), in the hospitals, technology
development is one of the substantial elements happening nowadays due to
continuous advancement in diagnosing the diseases, treatment, and
administration of medicines to treat the acute and chronic illness the patients
have; as the use of technology cannot only support patients yet also support the
medical professionals to make decisions in critical health situations. From this
time, it is imperious for an employee to adapt the variations well to survive in
the competitive environment (Baard, Rench, & Kozlowski, 2014; Qureshi,
Najam, Khan, Nawaz, & Shah, 2014). Therefore, due to these alterations, the
demand for adaptive performance by workers has amplified radically as per
current workplace is also transformed from the traditional aspect to the modern
one i.e., digitization (Hair, Wolfinbarger, Money, Samouel, & Page, 2015;
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Vuori, Helander, & Okkonen, 2018). Due to digitization in the healthcare
segment, the adaptive performance of employees has now emerged as a
substantial aspect (Sutherland & Heuvel, 2006)among others to attain the
competitiveness of an organization.

Also, this scenario of changing technologies demanding personnel to
acquire novel behaviors, new skills to deliver as well as perform their works
well in difficult situations. Correspondingly, Tabiu, Pangil, & Othman (2018)
discussed in their study that training is an important HR practice that enhances
the skills and knowledge of personnel which in turn improves the adaptive
performance of human resources. On the other side, Abdullah et al. (2014)
explicated that the most important challenge healthcare employees in Pakistan
are facing is the lack of training to deal with the changes efficaciously.
Therefore, the technological change can only become effective when the health
professionals are capable to deal with the high-tech up-gradations. Similarly,
Ittefag & Igbal (2018) expressed the same view that healthcare professionals
become capable to embrace the digital changes aptly by taking the training; as
a result of these initiatives the dream of digitized health care services in
Pakistan becomes a reality. Moreover, Hoodbhoy, Hasan, & Siddiqui (2019)
stated that lack of training is one of the main hurdles identified by medical
professionals related to digitization in Pakistan. As a result, keeping the
aforementioned arguments investigators need to focus on highlighting the
importance of training in stimulating the adaptive performance of professionals
working in healthcare setup in Pakistan. Nevertheless, limited study exists
specifying the importance of training in the health-related digitization and its
role in improving the adaptive performance of health care employees in
Pakistan. For that reason, the present study is circumscribed to have more
comprehensive consideration by an emphasis on the significance of training for
enhancing the adaptive performance of healthcare professionals in the era of
digitization.

Methodology Related to Review of Literature

A review of the literature in the present study was conducted to deliberate the
importance of training, and how training affects the adaptive performance of
healthcare professionals. For the attainment of this task, secondary sources of
data were retrieved including Google Scholar, Science Direct and Taylor, and
Francis and other well-reputed journals for the collection of articles related to
the current study. Also, searching for relevant data was done by employing
keywords like training, adaptive performance, and digitization in the health
care sector. In the meantime, a wide-ranging body of literature is accessible; it
is not possible to take in each article that is published. Thus, to present a
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comprehensive review, the relevant material was selected based on content
eminence and significance to the existing study, while due attention is assumed
to embrace argument grounded on the recent publications.

Review of Literature
Digitization in the healthcare sector

The term digitization is a process an organization adopts to take analog
information into zeroes via encoding; so that processers can accumulate,
process, as well as transmit information (Bloomberg, 2018), for instance,
digitization in organizations has been converting handwritten text hooked on
digital form. Similarly, digitization has started to infiltrate the health care
structures whereas the emerging health technologies have changed unceasingly
the diagnostic procedures, preventive measures, treatment along with
rehabilitation possibilities (Safi, Thiessen, & Schmailzl, 2018), as a result,
health organizations have too changed into multifaceted entities through
altering responsibilities meant for patients, health experts, payers as well as
regulators. Accordingly, the digital transformation in health services is
perceived as an influential process to make a considerable influence on health
care system (Anastasy et al., 2019) and it is anticipated to have an additional
effect on health care arena in the future like eHealth, telemedicine, mHealth,
imaging, telecare, artificial intelligence, management of health records
electronically, etc. Accordingly, Hoodbhoy et al. (2019) make clear that the use
of emerging technologies like artificial intelligence can help in decreasing
health disproportion through recognition and diagnosis of disease at early
stages along with refining the current healthcare services quality. Therefore, in
the service sector especially the healthcare segment is experiencing abundant
transformations due to drastic technological developments in the area of
anesthetics, antibiotics, magnetic resonance imaging, and radiotherapy via
using artificial intelligence, robotics, wearable tech, genomics and use of 5G
(Marr, 2019).

Like other sectors, artificial intelligence is also commencement to be
applied to the healthcare sector (Rysavy, 2013). In the healthcare area, artificial
intelligence (Al) and interrelated technologies are going to make a drastic
transformation by offering new and better methods to detect disease along with
diagnosing the acute and chronic conditions through developing treatment
plans as well as monitoring of epidemics & endemics conditions, medical
research whereas making the performance of clinical trials efficiency better,
and also help to make clinical &administrative operations more effective to
handle the augmented burdens on the healthcare system (Davenport &
Kalakota, 2019) due to increase in population. Similarly, artificial intelligence
can be applied in the emergency department for predictive modeling,
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monitoring of patients, and operations (Baig & Sheikh, 2019). Without a doubt,
it seems gradually clearer that the presence of artificial intelligence systems
will not substitute the way healthcare professionals work; nonetheless, it will
amplify their efforts to deliver quality care aimed at patients. Equally,
digitization is a new way ahead in all sectors of Pakistan including the
healthcare segment. As Mumtaz (2019) explicated that the healthcare
arrangement of Pakistan can be refurbished by employing a digital upheaval
moving from traditional (paperwork) to modern approaches such as database
storage, use of applications to track patients, to transport medicines toward
patients along with applications of research work, modern diagnostic and
intervention machines laterally with plentiful software applications to integrate
the healthcare systems.

Consistently, the main issue the developing countries undergo is a
prevalence of diseases along with the absence of trained healthcare
professionals and infrastructure to adapt the technology for effective delivery
of services (Guo & Li, 2018; Panch, Szolovits, & Atun, 2018). As Hoodbhoy et
al. (2019) also point out numerous challenges that are faced by organizations
including healthcare professionals training, availability of education and
infrastructure to adopt the emerging technologies to make professionals
equipped with sets of digital skills in health care setup to adjust with the
changes through performing at the highest level. Besides, in developing
countries, the medical field is perhaps partaking benefits from evolving
technologies by the provision of training (Guo & Li, 2018). Correspondingly,
Shahzad (2018) argued that in the coming years Pakistan will perhaps become
a country of having a digitized system together with having a skilled human
resource just because of timely availability of training session that can
eventually help the professionals to demonstrate a high level of performance
together with the development of infrastructure to adopt technologies like
artificial intelligence.

According to Bandi, Angadi, and Shivarama (2015) digitization is not an
easy task for organizations as it requires four M’s i.e., money, machines
(storage devices, systems, and software), manpower (must be trained & skilled)
and materials to fully implement this process. Also, there will continuously be
a human component present in the field of medicine whereas over time the
healthcare professionals who perhaps will mislay their occupations might be
those who reject or not adopt the changes to perform effectually
(Ghashghaeizadeh, Hoseinpour, & Jameie, 2018; Murali & Sivakumaran,
2018; Rigby, 2019). The next section discusses the adaptive performance and
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training along with describing the importance of training in affecting the
adaptive performance amongst professionals working in hospitals.

Adaptive performance

When viewing the performance of an individual, numerous dimensions that
plentiful authors have identified like adaptive performance (Pulakos et al.,
2002), task performance and contextual performance (Sonnentag, Volmer, &
Spychala, 2008). Accordingly, Pulakos, Arad, Donovan, & Plamondon (2000),
argued that the concept of adaptability is not a new one, yet from time to time
the increasing pace of transformations has made researchers along with
industry & service practitioners to deeply comprehend the phenomena by
adopting strategies to augment the adaptive behavior among employee in the
work environment. Similarly, Charbonnier-Voirin & Roussel (2012) provided a
characterization of adaptive performance as a substantial capability present in
the overall performance of a worker to modify their behavior to become
potential personnel who is capable to meet the requirements of a novel
situation. Likewise, the concept of adaptive performance is pertinent to all
organizations that are having a complex and volatile working condition as in
the case of healthcare organizations. Consequently, the health care
organizations are usually more prone to face challenges linked to adapting the
software, tools, drugs, machines, procedures, working environment and
technological up-gradation on one side while for healthcare professionals to
learn and maintain the performance is another challenge on the other side
(Lewis, 1998; Ten Cate, Snell, & Carraccio, 2010). Then the medical
professionals demonstrating poor performance can partake serious outcomes
for patients as well as for organization in general, performance needs to
improvise adequately to deal with the changes (Naami, Behzadi, Parisa, &
Charkhabi, 2014), as it cost serious consequences for healthcare professionals,
organization and patients.

When assessing the definitions related to adaptive performance in the
current literature some investigators like Hesketh and Neal (1999) viewed it as
an ability of an individual to adapt the techniques to handle the uncertain
situation happening in the dynamic setup at work. On the other side, Johnson
(2001) seeing adaptive performance as a person’s capacity in place of adapting
towards continually changing work situations by modifying behavior
conferring to the rations of new environments and technology. Equally, Griffin
et al. (2007) contended that to succeed in changes can contingent upon
employee willingness to adapt, respond & support the changes by adopting
strategies like enhancement of skills, knowledge, and education in the work
environment. Accordingly, Charbonnier-Voirin and Roussel (2012) have
asserted that a person needs the capability and readiness to involve themselves
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in learning new skills and knowledge in an effectual way to pact with the
transformation in the era of digitization especially when organizations are
facing continuous technological revolution and the development of several
professions. For example, in the healthcare sector, the capacity of professionals
such as doctors, physicians, nurses, and allied health-supporting staff to adapt
the changes towards performing a designated job by accepting, coping &
adopting a new technique for administration of medication, diagnostics
interventions and procedures. Then, adaptive performance is an essential
element of employee performance in reply to changes occurs due to new
technology introduction as well as redesigning of job policy that requires from
individual to acquire and improve their competencies to meet the necessity of
shifting in the working milieu. Moreover, Marques-Quinteiro et al. (2018)
regarded adaptive performance as a behavioral response assortment in which
people engross when getting ahead or undergoing uncertainty and variations in
the environment. Correspondingly, adaptive performance is defined by Park &
Park (2019) as bendable behaviors at work that help personnel to adapt the
alteration effectively through representing distinction in solving a problem,
controlling the stress and crisis by learning continuously.

According to Bell & Kozlowski (2008), an employee can face pressures and
changes from both sides i.e., internal as well as external (Chan, 2000) whereas
the external factors that instigate from many sides comprising of economic &
political uncertainty, shifts in social, organizational structures as well as culture
variations due to globalization and technological advancements (Burke, Stagl,
Salas, Pierce, & Kendall, 2006; Hutton et al., 2017; Shoss, Witt, & Vera, 2011;
Stokes, Schneider, & Lyons, 2010). Particularly from the viewpoint of
technological advancements when the world is transforming from the
traditional way of doing things into a modern digital-based way of doing things
at the workplace then the adaptive performance has gained special attention.
Moreover, from the organization as well as the social systems viewpoint, being
skilled to perform adaptively is a mandatory element for sustainability
(Marques-Quinteiro, Vargas, Eifler, & Curral, 2018). At the same time, the
term adaptation in the twenty-first century is considered an important aspect for
professionals who work under uncertain conditions along with rapidly
changing circumstances within and outside the organization (Jundt, Shoss, &
Huang, 2015; Pulakos et al., 2002). Consistently, McGregor & Doshi (2017)
elucidated parallel views concerning the adaptive performance they argue that
it is important for professionals to produce value for an organization in a
situation of swift technological advancements, volatility, and ambiguity.
Similarly, investigators like Ramzan et al. (2016) shared the equivalent
interpretations regarding the adaptive performance that a person must take

87 | Vol. 6, Issue 1 ISSN 2414-2336 (Print), ISSN 2523-2525 (Online)



Munaza

quick and suitable decisions to accomplish the goals with the capability to
persuade coworkers to adapt to the continuous changes happening due to
technological revolution. Indeed, the employee performance constructs since
the 1990s has been extended to contain behaviors that align with adapting the
changes in the organization. For instance, the most important aspect of
employee performance i.e., adaptive performance has now become a crucial
factor for today’s organization to attain a competitive advantage among other
organizations (Pulakos, Dorsey, & White, 2006; Reeves & Deimler, 2011).

In contrast to this, as the world is undergoing continuous flux, then the
organizations together with behaviors of employees at work can be no longer
categorized as unchanging and anticipated (Heuvel, Demerouti, Bakker, &
Schaufeli, 2013; Sony & Mekoth, 2016), as human resources need to upgrade
their skills and knowledge continue to deal with forthcoming ventures by
performing effectually. Henceforth, employees are often facing conditions
categorized through uniqueness, unpredictability, changeability, and
complications in the work area particularly the healthcare setup (Thimbleby,
2013). Thus, adaptive performance has gained more importance among
researchers in the current literature. This unpredictability in the environment is
present due to drastic technological developments in the service sector in the
area of anesthetics, patients dealings, software, antibiotics, magnetic resonance
imaging and radiotherapy via using artificial intelligence, robotics, wearable
tech, genomics and use of 5G (Marr, 2019). In the current study, our main
focus is on the adaptive performance of an individual because today's
organizations are facing numerous changes at the technological level,
particularly in Pakistan especially in healthcare setup.

So, the service-related professions need workers to acquire the skills,
knowledge & eagerness to adapt the shifting as well as changes by learning
new ways to handle the rapid changes in a creative and efficient means
(Ramzan, Danish, & Ali, 2016). As a result, human resources performance
plays an important part to deal with the technological revolutions in healthcare
setup (Thimbleby, 2013); whereas training helps the professionals to deal with
these drastic changes. Besides, llgen & Pulakos (1999) explained that in the
context of workplace plentiful features confronted by the human resources like
vagueness and turbulence, which be necessary to assess the appropriateness of
accustomed measures related to the performance of an employee, that solely
center on the completion of designated responsibilities or tasks enumerated in
job descriptions (JD). Notably, there is a need to redefine the behaviors as per
the changes happening in the organization to attain the established purposes
(Baard et al., 2014; Griffin, Neal, & Parker, 2007). In place of this argument,
adaptive performance has now emerged as an important dimension of
employee performance in an era of digitization. Therefore, under this canopy,
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adaptive performance can be delineated as the ability of professionals to deal
with physical strain by adapting the approaches to handle uncertain
situations.

Significance of Training in the improvement of Adaptive Performance

Technological development is a vital way onward in the twenty-first century as
the proliferation of digital technology developments makes picking the right
technique for digitizing the organizational resources while it is primarily
important to assess and develop an approach to fully conquer as well as gaining
the benefits of going forward with digitization (Devi & Murthy, 2005).
According to Blume, Ford, Baldwin, & Huang (2010), training is a crucial
aspect of HR practices to improvise the knowledge and skills needed in diverse
settings among people having different capabilities and it needs to be preserved
over time. So, training is a way of doing planned actions by an organization
towards enabling a member to learn the job-related proficiencies which
eventually result in increasing the skills, behaviors, and knowledge in realizing
job performance effectually (Noe, Hollenbeck, Gerhart, & Wright, 2010;
Sraku-Lartey, Acquah, Samar, & Djagbletey, 2017). Likewise, similar views
elucidated by Karatepe, Yavas, & Babakus (2007) that the availability of
training to workforces in the organization is an essential aspect because, in the
end, it decides the failure or success of every industry. On the opposing side,
when the person is not having requisite skills and knowledge to adapt the
variations in uncertain circumstances then organizations need to offer training
as it is the main aspect of HR practices that can enable and support to acquire
the skills to demonstrate the adaptive performance (Han & Williams, 2008).
Compatibly, Chen, Thomas, & Wallace (2005) beheld that programs offered
for training by an organization help in developing skills and information in
adapting the new technological developments that enable adaptive performance
directly. For case in point, Sahin & Giirbiiz (2014) claimed that some situations
required adjustments for which an employee prepare themselves by adopting
numerous strategies in which training is a critical factor as they can perform
well at the current task and prepare themselves for the future adaptations as
well.

Besides, for stimulating the highest level of adaptive performance
organizations need to provide training together with familiarizing the
workforces with the concept of adaptation in an ambiguous setting to signify
the demonstration of adaptive behaviors by professionals (Naami et al., 2014).
At precision, according to McGregor & Doshi (2017), training would lead to
having a good adaptive performance at each level in the organization to come
up with novel ideas to aid a coworker to unravel unanticipated issues and
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situations. Thus, training is the main strategy a health care organization needs
to adopt to boost a person's capacity intended to adapt to technological
changes. Consistently, two leading perspectives were expounded by Chan
(2000) regarding the adaptation of behavior to perform is comprised of prior
differences at an individual level i.e., the selection perspective whereas an
emphasis on building the capacity along with the acquisition of skills is
delineated as the training perspective. Henceforth, Nasurdin, Ahmad, & Tan
(2015) shared the parallel sights that provision of training to employees in the
organization is well-thought-out to be the most prevalent practice to manage
HR that upsurges skills as well as experiences to engross in constructive
behaviors.

As Rhodes, Short, & Shaben (2017) viewed that to adapt the changes,
health care professionals perhaps must receive training as soon as new
technologies are introduced into the healthcare settings that improve learning
as well as the behavioral change in a meaningful way by using different
techniques such as one-to-one instruction, traditional classroom-based
instruction, and electronic learning tools. Additionally, Writer (2017) avowed
that to embrace technological changes proper training is an essential area for
workers to abundantly comprehend how to use the technology on one side,
while without training they are unable to use the technology and it may also
slow down the provision of quality healthcare processes to patients.
Furthermore, Khalid & Abbasi (2018) have specified that in the healthcare
sector the delivery of quality care to patients depends on the team of trained
professionals comprising doctors, nurses, paramedics, pharmacists, personnel
working at the laboratory, administrative personnel, government agencies, and
policymakers play an imperative part in providing the services. In the same
vein, Anwar, Kumar, and Sulaiman (2013) said that trained health
professionals are preconditions intended for creating a successful health system
to deal with healthcare new technologies. In contrast, untrained staff can create
a detrimental effect on service delivery. Yet the main challenge a healthcare
professional is confronted with is the lack of training and systematic
prioritization of infrastructure to be digitized. Correspondingly, Khurshid
(2010) has unveiled that one of the main challenges healthcare professionals
face is the lack of training related to information technology. For that reason,
healthcare organizations in Pakistan are mandated towards providing training
to health professionals to handle the continually changing technology.
Similarly, Allen (2011) has explicated similar observations that as technology
endures to transform the methods by which services are provided, thus
healthcare professionals are at the vanguard of adopting and applying new
technologies by demonstrating adapting behavior at the workplace while it is
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possible only by providing training to adapt the changes on the way to warrant
that attention on patient care is not ever mislaid.

Consistently, in Pakistan, the government needs to realize and plan carefully
regarding the investment in healthcare technology, while also focusing on the
training of healthcare professionals because it is linked to the patients and
organization wellbeing as investigators like Qureshi et al. (2014) explained that
transformation of current paper-centered healthcare system into the
technology-based system is not possible without the provision of basic
knowledge as well as training related to information technology to healthcare
professionals in Pakistan. In addition, digitization entails valor as per the
advancement comes from cultivating and adapting present products towards
meeting the needs of customers well. Besides, training must be available, to the
professionals working in hospitals who have the greatest necessity for such
exercise to successfully adopt the technology to meet the demands of patients
and organizations as well. So, the government needs to make a policy that must
be implemented at the federal as well as national level to make the healthcare
system fully digitized that will not only ease the healthcare providers, also the
patient and their families. Base on review, healthcare organizations need to
adopt the different strategies to train their professionals as per Rhodes et al.
(2017) expounded that one-to-one instruction, traditional classroom-based
instruction, and electronic learning tools.

Conclusion

Over the past decades' healthcare systems have undergone rigorous changes,
improvements, expansions, and progress from the traditional to modern
approaches globally. Likewise, Pakistan is also facing the same changes in the
healthcare organization (Qureshi et al., 2014). Therefore, in the situation of
continuous technological changes, the fundamental aspect is the adaptive
performance of medical professionals in healthcare organizations. However, a
collective refrain of adaptive performance is flexible as well as responsive
behavior at work desirable to adapt to the changes. Thus, the main element that
affects the adaptive performance in organizations is training based on the
extant literature. In a nutshell, a health care organization must implement the
training program because it is helpful to augment and prepare their human
resource to adapt the changes effectually related to the technological aspect to
handle the machines, tools as well as software related to the patient data,
medication as well as intervention procedures. Keeping in view the changing
scenario in the healthcare sector, management of public and private hospitals
needs to offer training sessions to healthcare professionals to learn the new
skills and knowledge that help them to deal with emerging technology like
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artificial intelligence. So, when the training of the healthcare users (like
students, doctors, nurses, paramedical staff, and allied healthcare professionals)
related to information technologies increases, then the prospect of successful
execution of technology-based health procedures also intensifies.
Subsequently, it is important for professionals working in health setups to be
aware of the application related to digital aspects in hospitals proactively.
Besides, it is possible only when an organization offers timely and appropriate
training to professionals regarding the usage of tools, software, and devices that
would be used to cater to the patients (Qureshi et al., 2014). Therefore,
adaptive performance is an important aspect for healthcare professionals now a
day than beforehand whereas training is a crucial factor in stimulating and
motivating human resources to show a higher level of adaptive performance to
make Pakistan a hub of digitization.
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