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Abstract. Reason: The organization's ability to adopt new, innovative behaviors is being restricted by the new,
competitive environment that progress and gradual change have created. In light of overall execution factors,
SMEs must implement the following digital transformations. SMEs have certain characteristics that set them apart
from large corporations. Moreover, having a prototype that is authorized to recognize, impact, and expand its
computerized capabilities will help SMEs grow towards more sophisticated development.
Idea/procedure/approach: A top to bottom audit of the current writing on advanced Change and hierarchical
productivity accomplished inside Scopus and Web of Science to recognize other computerized difficulties
confronting PME and the advanced abilities that they truly do vent developer pour y foreface. We utilized semi-
organized apparatuses to safeguard supplements and work with the investigation of metadata specialists. Results:
Because Regarding this review, We've got fostered a sophisticated hierarchical skill simulation for proficiency
organized that empowers SMEs to distinguish and foster the computerized capacities expected to progress
organized change, refined with bits of knowledge from six counseled specialists. We have noticed the significance
of authoritative learning and hierarchical information to propel the computerized change of small and medium-
sized. Competent modernity /esteem: known as created designs is valuable regarding small and medium-sized
administrators in understand what the beginning circumstance is, explain appear computerized holes were, along
with have the option by design activities to foster the advanced abilities important to move in the direction of
digital maturity coordinated.
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1. INTRODUCTION

The combination of the supposed computerized advancements is creating a
moderate and remarkable digitalization that supports development and change in
organizations (Legner, Eymann, Hess, Matt, Bohmann, Drews et al., 2017). Associations
should therefore favor another portfolio of advanced change capabilities that enable
adaptability and responsiveness to expected rapid changes to create new customer
incentives and change working designs (Berman, 2012).

| focal point the business sector has evolved essentially in address this advanced
change among its organizations throughout a course of recent ages.

As though at first a fundamental it worry became to persuade older administration
of the requirement for change in the business, it is currently broadly perceived that
computerized change of organizations needed. They pioneers have searching like adjusted
by a qualities theirs organizations in direct it change (Gurbaxani & Dunkle, 2019). Albeit
advanced innovations have not generally saved in enormous organizations, SMES possess
intrinsic qualities, for example, more restricted assets, more restricted specialization

abilities, and so on, which address an unmistakable inconvenience for the improvement of
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computerized capacities (North & Varvakis, 2016). Although there is a lot of research on
SME digitalization, it hasn't been developed much, and it doesn't focus mostly on
processes rather than capacities. Currently, research indicates that tending to fulfil that
responsibility is intriguing. (Blatz, Bulander & Dietel, 2018; Gonzalez-Varona, Lopez-
Paredes, Pajares, Acebes & Villafanez, 2020; Mittal, Romero & Wauest, 2018; Pham,
2017).

Achieve fill that hole and assist with extending research on the connection between
advanced change (DT) additionally computerized capacities, a fundamental goal about it
exploration was by foster an authoritative capability model for computerized change
(OCDT), refined with well-qualified suppositions. Well-qualified assessments are critical
to guarantee the convenience, ease of use, and nature of the created model. The exploration
discoveries will assist with understanding the numerous manners by that's DT limit
constructing is occur as well as how it can turn into a OCDT with progress computerized
development additionally in powerful and consistent DT from associations. This
remainder included article is organized after that: At Area 2, our talk about the hypothetical
system in DT even authoritative skill. In Area 3, it depict an exploration likewise OCDT.
Segment 4 introduces the review's improvement and its aftereffects, and segment 5

concludes with a principal discussing the work of this exam.

CONCEPTUAL CONTEXT

DT is progressively turning into the for the most part acknowledged method for
accomplishing hierarchical objectives, including changes of key business tasks that
influence the association's items and cycles, additionally, it's business design and ideas
(Gonzalez-Varona, Poza, Acebes, Villafanez, Pajares & Lopez-Paredes, 2020; Hess,
Benlian, Matt & Wiesbock, 2016).

Fresh computerized advancements possess a capacity to foster new items and
administrations, work on presently, and make client connections (Johnson, Christensen &
Kagermann, 2008). They are likewise ready to foster better approaches for coordinating
business, changing vision and procedure, authoritative construction, cycles, capacities,
cultural customs. In that sense, DT includes a reevaluation that was organization, Along
with to a business sectors and areas wherein she works.

Vial (2019) proposes a meaning of DT just like "a cycle that expects to work on an
element by setting off tremendous changes in its properties through blends of data,

figuring, correspondence, and correspondence innovations." TD it complex, innovation
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motivated peculiarity that influences people, legislative issues, or a financial system,
making disturbances in business sectors which call for key reactions about organizations
to stay serious. For computerized advancements to turn into a fundamental component of
significant worth creation, organizations should execute primary and hierarchical changes
that permit them to adapt to the progressions important to accomplish the set targets.

New computerized innovations are open to all SMEs on the lookout, yet their basic
reception or use doesn't ensure that they comprise a wellspring of upper hand. Accessible
examination recommends that for organizations to remain on the lookout and benefit from
digitalization, it will rely heavily on how advanced innovations are joined with hierarchical
abilities (Sousa & Rocha, 2019).

Sanchez (2004) characterizes hierarchical capability as "the capacity to keep up
with the planned sending of resources in manners that assist an organization with
accomplishing its goals." As per Teece, Pisano and Shuen (1997) comprise a coordinated
gathering of explicit resources that incorporates people and gatherings equipped for
performing particular exercises that comprise hierarchical schedules and cycles. These
abilities are many times practical across various product offerings and can be reached out
to external organizations to incorporate accomplices.

Jarvidan (1998) characterized the ideas of center skill, abilities, capacities, and
hierarchical assets to give a general comprehension of these ideas. Furthermore, he laid
out a progressive system in light of the trouble of arriving at more elevated degrees plus a
rising worth it contribute to an association.

Authoritative assets are the foundation within the system, this include the efforts
made to the group to establish its brand. Capabilities, or an organization's capacity to
utilize its finances, reach the next level. They comprise of business cycles and schedules
that immediate the connection between assets. Capacities are recognized by their useful
premise. Capabilities are at the final tier at a progressive system. They consist of a variety
of skills and knowledge gathered in a vital specialized unit, as well as a multifunctional
combination and coordination of capacities. Currently long last, at the most significant
level, there are essential abilities.

For a SME, which is the subject of this article, computerized capacity alludes
Assessing the association's preparedness for implementing the advanced strategy and
turning it into a digital enterprise Assessing the association's preparedness for
implementing the advanced strategy and turning it into a digital enterprise, as expressed

by Uhl and Gollenia (2016) regarding business substances. To start and propel the progress
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to computerized development, it is fundamental that SMEs foster advanced abilities. It
means quite a bit to know the critical elements of computerized capacities, as they can be

estimated and used to help with an advanced plan of action (Ng, Tan & Lim, 2018).

DESIGNING THE STUDY & CREATING THE OCDT

A comprehensive review of the literature on authoritative skill and advanced
change was done on Scopus and Web of Research in order to pinpoint the technological
challenges that SMEs confront and the technological capabilities that they require in order
to overcome these challenges.

English-language content was the main focus. Based on the theme and substance
of the discussion, a conclusion was reached that focused on the identification of DT drivers
in SMEs and their involvement in the development of hierarchical skill. This brought about
72 pertinent articles, to which 18 more were added following extra examination. These
articles have been perused completely. We likewise recognized an extremely critical
expansion in the quantity of important articles beginning around 2010, with over 80%
having been distributed over the most recent 3 years.

Based on Javidan's organizational capabilities framework, the findings served as a
basis for developing an OCDT system. (Javidan, 1998), Using data collected from semi-
structured discussions with six experts, it was further strengthened.

Gonzalez-Varona, Acebes, Poza, and Lopez-Paredes (2020) fostered a OCDT
model zeroing in with DT's interior viewpoint, so influences chiefs additionally
representatives whose come to conclusions concerning the reception of cleanroom
computer technologies, SMEs are built, as well as the way that work is organized, even if
the SMEs operate in an external environment.

Figure 1 displays the OCDT model. We can observe the skill, physical, human, and
hierarchical assets that are available to the SME and will be used as the DT progresses by
following the order at the base. The components of capacity required to utilize resources
that are readily available are called capacities.

By to this study, an OCDT model that can assist SMEs in identifying and
developing the DT skills necessary to advance the DT of their action plan has been
improved. This approach takes into account the unique characteristics of SMEs and is
chosen over other models that allow for the advancement of advanced development but

were designed to be used in large organizations, such as the development models
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developed by McKinsey and Company, Forrester Exploration Inc., MIT Place for

Computerized Business and Cap Gemini Counselling, or McKinsey and Company.
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Figure 1. Organizational Competence for Digital Transformation.

Source: Gonzalez-Varona, Acebes et al. (2020)

REVISION OF THE FRAMEWORK

Eight professionals were assessed in order to gather the key data required to adjust
the newly created framework. Three of the experts are from academia, while the other
three have executive responsibilities in SMEs. All practices are related to skill-based
management and structural management. A meeting was place with each of the
professionals from May 2023 and February 2024, taking near 105 minutes.

The goal of its collection was to obtain opinions from experts regarding how well
it would work for promoting an OCDT and advancing the DT of small and medium-sized
enterprises. Likewise, to gather knowledge about the suitability of the elements presented
and the abilities that back up and form those Knowing the experts' opinions on the use of
OCDT inside SMEs for guidance was additional factor to keep into mind.

In order to maintain the sessions' focus and promote cross-information study
between professionals, we chose to use semi-organized interviews. (Carson, Gilmore,
Perry, and Gronhaug, 2001). Additionally, it gave us the opportunity to dissect any new
noteworthy perspectives that might surface throughout the meeting.

We were able to encourage responses by using semi-organized and inside-out

interviews, where we thought the interviewees should interpret or expand on the provided
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data. The interviewees can involve words or thoughts with a certain goal in mind, so the
chance to develop these thoughts gave us the likelihood to add importance and profundity
to the information.

Likewise, they can determine the meeting angles that we didn't at first consider,
however, those might be significant for understanding and assist us with tending to the
examination question and goals. However, semi-organized interviews gave the
interviewee the ability to reflect on their own choices and pay attention to themselves,
which they had not previously considered. Thus, we have a rich and definite arrangement
of information. It should be noted that the way we interact with the interview subjects may
have an effect on the information we obtain (Silverman, 2007).

The talks with the experts were conducted in a semi-organized manner, following
a predetermined script, and considered to figure out the constituent components of the
model and their connections. The chosen specialists were the accompanying: Scholastic 1,
is a University instructor who has been educating for Two decades in business association,
showcasing, and statistical surveying office. It got his PhD in apps for specialized source
recreation in financial examination along with to his degree in modern design.

Scholarly 2, is a teacher at the College and has been educating for over twenty
years. He has been associated with a few exploration projects on the utilization of
multivalent frameworks and innovation, specifically on business insight, and so forth.

Scholarly 3, is a senior instructor at the college. He graduated in modern design.
Moreover, that represents president of an innovative SME that creates programming
programs.

Expert 1, is right now a strategic management advisor having more than 25 years
of experience in the agro-food sector and an emphasis on digitization, where he has been
CEO of a multinational firm for more than a decade.

Expert 2, is a principal small business management expert, executive counseling,
but furthermore a mechanical turn of events, in more than thirty years of expert knowledge.

Expert 3, is Chief in the SME center around the execution of well-defined courses
of action through the send-off, association, & exert pressure on undertakings having more
than 20 years of expert experience.

Semi-organized meetings have given experts the freedom to express their opinions
while also given me a chance to discuss refers to that our framework has identified
(Saunders, Lewis, and Thornhill, 2009). Face-to-face meetings began by nonexclusive

questions that allowed clients to share their opinions off the characteristics and capabilities
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of the developed model before moving in to more specific questions to ensure that the data
covered comparable areas. In this way, it permits a correlation between the responses given
by every one of the specialists. | semi-organized approach worked according to the
informal idea of the meetings and a connection in someone else.

A older terms were explained at the beginning of the meeting , for example, how
hierarchical skill or DT are characterized, and the way in which we characterize and isolate
the various components of the OCDT, as well as the various components of capability that
make up each aspect. In the beginning participants gave an update regarding how an OCDT
model may address the requirement to advance DT to feed SMEs in future generations.
They were additionally asked what, as they would see it, were the main components of
ability that ought to be essential for every one of the recognized elements of skill.

The semi-organized interviews permitted us adequate adaptability to investigate
new inquiries that emerged during the meetings. We were able to modify the questions
based on the level of knowledge that the experts on the subject possessed. Interviewees
may possess knowledge and understanding about application to focus on ideas.

Even though the interviewees had previously received some information on related
topics, the questions were tailored to their background and instructional level. As a result,
we were able to obtain high-quality data and strengthen the validity and dependability with
our OCDT theory.

We received instructions to talk about: 1) administration; 2) hierarchical
arrangement; 3) authoritative cultural factors; 4) mechanical attributes, too 5) workers,
after the OCDT system's capability components were constructed. Finally, the respondents
were asked to rate each for its skill elements associated with every attribute that were
recently identified when writing.

Details meetings' aftermath was analyzed by Saunders and colleagues. (2009: page
535).

Findings

First and foremost, each interviewee clarified the importance of structural aspects
for SMEs' advancement in digital transformation, via particular emphasis placed on board
support. An objective of the board is closely linked to SMEs' need to digitize. The Digital
Transformation (DT) of SME will be higher if administration is concentrated on the

importance of digitization. As stated by an individual, "a specific degree of the executives'
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development is important to progress in digitalization; and progressing in the DT of SME
gives a structure that improves the degree of development.”

In spite of the fact that SMEs for the most part have minimal progressive
authoritative designs, workers can assume various parts, or your degree of specialization
isn't inadequate (Gonzalez-Verona, Lopez-Paredes, Pajares et al., 2020), A participant
highlighted the possibility of discrepancies in the progress of OCDT across different tiers
or segments of the organization.

The necessity of gathering information culture was cited by all three respondents
as a significant variable. "It is critical that information flows throughout all SME
employees. Additionally, it needs to be substantial with an excellent quality.

Information culture can be defined as "the norms, values, and behaviors that are
socially shared and define the importance and use of data in an organization (Choo,
Bergeron, Detrol and Heaton, 2008; Choo, Furness, Paquette, Van Sanctum Berg Detrol,
Bergeron et al., 2006). There exist four distinct types of data cultures within an
organisation: a results-oriented culture, wherein the objective is in helping organization's
ability to compete and succeed in a competitive marketplace; their guidelines-based
culture, which allows internal tasks to be managed and policies and procedures to be
reaffirmed; and a relationship-based culture, which understands how to foster
collaboration and belonging, internal communication, and cooperation, and lastly, the
gamble-taking society, in which data is figured out how to energize development,
imagination, and the age of groundbreaking thoughts. The data culture of an association is
connected with authoritative viability (Choo, 2013).

According to study by Rollins, Kettinger, and Marchland (2001), Using a study of
hundreds rather than thousands of ranking directors, they identified three "data capacities”
that an association must develop in order to improve its presentation: data innovation
rehearsals, the executives' practices of data, and data ways of behaving and esteems.

In this sense, an open data culture that involves data trading should be particularly
important for the development of an OCDT. For this reason, we put "data™ as an additional

ability component inside the way of life feature of our better paradigm.
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Table 1. Synthesis of interviews contributions

Interviewee |Focus Contributions

Academic 1 |Vision and procedure |[Feature the pertinence of the board's unequivocal
Advanced initiative |obligation to DT and the improvement of administrative

skills. representation of the association setting to

Academic 2  |Authoritative Significance of dissecting joins that demonstrate the
growing experience |contemplated causal connection between the
and hierarchical components of skill to all the more likely comprehend
information the elements of DT capacities improvement during the

Academic 3 |Organizational Significance of authoritative arrangements to work with
alignment and better execution and cultivate readiness in a climate
organizational overwhelmed by change. Contrasts in OCDT

Professional 1 |Personal Cooperative people groups of training assume an
competencies. extraordinary part in making, sharing, and supporting
Importance of hierarchical learning and information improvement. The
personal individual advancement limit of representatives, the

Professional 2

Technology selection,

Accentuation on dependability and transformation to the

acceptance and use  |genuine necessities of SMEs The innovation should be

essential to the association's expertise for its

Professional 3

Information culture.
Organizational
effectiveness

Significance of data moving through association. The
data must be significant and of good quality. Data
culture is connected with expanded hierarchical

One more interviewee underscored the significance of the mechanical qualities
from answers that were embraced: "One of the key determinants for progressing DT,
tolerating it, and being important for the SME's expertise, is that the innovation should be
solid and adjust to the genuine requirements of SMEs." At the point If is present sensible
questions about whether the innovation will satisfy capabilities under specific
circumstances or give functionalities that are probably not going to be utilized, almost
certainly, its acknowledgment and utilization will be less.

All interviewees concurred that singular individual qualities are vital for the
advancement of workers' abilities. That's what one interviewee showed: "We are preparing
workers for tolerating, and it is vital to utilize new computerized advances." That's what
another interviewee said: "Workers have different individual profiles: somebody has
initiative abilities and likes to decide, others are inventive and cordial, and somebody is
controlling and coordinated.” When individuals of various characters and characteristics
meet up, it is simpler to create various thoughts. Every representative has an alternate
approach to tackling their undertakings, various abilities, and their own personality. This

makes a correlative group.
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Another interviewee demonstrated that singular qualities, for example, “interest,
want to propel, need for self-awareness, and even trust in the utilization of innovation,"”
are vital. The capacity for individual advancement makes it simpler for workers to foster
their computerized abilities. In this sense, that's what one more interviewee showed: "the

eagerness to change and better approaches for working" likewise support these capacities.
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Figure 2. The refined model of Organizational Competence for Digital Transformation

A small number of respondents acknowledged that workers' perceptions of their
dedication to DT advancement were an important component. It will be far more difficult
for representatives to accept the big changes and will impede the advancement of the
OCDT if they see a lack of accountability in senior leadership. Thus, it will be essential
that the SME's vision and procedures reflect a realistic responsibility. Fostering an OCDT
will be easier if there is unambiguous authority that prevents anyone from doubting the
necessity and dedication to DT.

Despite the fact that we have fostered the OCDT model according to an inner
viewpoint, a few interviewees recognized the outside intensity of SMEs as a significant
component that'll act considering that empowering influence regarding DT. A current
rivalry within the marketplace where SMEs work creates DT vital, moreover in this

manner, fostering an OCDT is exceptionally helpful.

Riset Ilmu Manajemen Bisnis dan Akuntansi - Volume 3, Nomor 2, Mei 2025



e-ISSN: 2988-6880; p-ISSN: 2988-7941, Hal. 44-57

Considering the poll that was done together based on recent writing in WoS and
Scopus regarding computerized change and authoritative capacity (Gonzalez-Varona,
Acebes et al. 2020) it made it possible to enhance the OCDT model in Figure 1.

Additionally, based on the expert poll that was conducted as a result and allowed
for the model's refinement (Figure 2), we developed an acceptable definition of
Hierarchical Capability for Computerized Change as follows:

"SMEs have the capacity to coordinate individuals, assets, innovation, cycles,
design, and culture in a computerized change with an administration and procedure that
upholds them. The Hierarchical Skill for Computerized Change should be explicitly lined
up to the goal, the vision, or technique as an organization; while achieving of the
administration's goals for ensuring continuous progress in computer development should

be its driving forces, filling in as a reason for accomplishing an upper hand.

CONCLUSION

This model will permit SMEs to distinguish fundamental computerized capacities
and foster those that are not accessible. Accordingly, it will help the advanced change of
plans of action determined to create upper hands that will empower SMEs to effectively
adjust to the new serious climate produced by computerized advances and portrayed by
development and steady change. We acknowledge that a model based on hierarchical skills
might help SMEs advance in their computerized growth, as suggested via Kane (2017),
pointing with the capacity to respond to change early on.

Through our investigation, we were able to identify the primary challenges that
SMEs encounter when it comes to digital transformation, as well as the most crucial and
authoritative digital transformation skills that SMEs need to obtain in order to advance in
their advanced development. According to the model we developed, DT capacity can
constitute an OCDT, allowing SMEs to advance in their computerized development.

DT capacities exist inside all organizations and can be developed into DT skills.
This ability will enable SMEs to carry out more sophisticated business development. The
findings of the analysis contribute to a better understanding of the various cycles that
enable the development of DT and its relationship to the training and enhancement of the
skill elements that make up the DT capacity in SME. Authoritative learning and
hierarchical skill hypotheses and models are prerequisites for our model.
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A created OCDT model will assist with satisfying the key authoritative targets and
asset task with regard to DT in light of hierarchical skills, in regards to authoritative
culture, fundamental perspective on the cycle, and authoritative learning.

Besides, in the refined model, we recognize hierarchical information as an essential
asset for the arrangement of the components of capability and the development of the
OCDT. It would be essential to explore activities expected to advance, hold, offer, and
utilize authoritative information, how preparing programs, All kinds of business activities
can be beneficial.

| encourage additional research to outline joins showing the causal-legitimate
connection between the components of skill, as proposed by one of the interviewees, to all
the more likely comprehend the course of hierarchical learning and the elements of
preparing and advancement of the components of ability during the authoritative growing
experience. One more need recognized by one of the interviewees was to foster an arranged
cycle to empower the board to distinguish the capacities and components of capability in
SMEs at first.

We likewise propose future examinations in view of extending and enlarging The
amount of research done to truly examine the model's applicability and usefulness has
resulted in a notable increase in meetings, contextual investigations, and advancements in
the technological development of SMEs as a result from the OCDT strategy

implementation.
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