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Abstract 
Digitalisation is rapidly reshaping operational landscapes, urging Malaysian small and 
medium-sized enterprises (SMEs) to modernise key internal functions, particularly in human 
resource management (HRM). However, many SMEs continue to depend on manual, paper-
based systems for payroll and leave processes, resulting in inefficiencies, human errors, and 
regulatory compliance risks. This paper aims to develop a conceptual framework for SMEs to 
transition towards digital HR operations through a structured, two-cycle intervention model: 
(1) digitizing core processes; (2) decentralizing approvals and integrating mobile-based 
attendance tracking. Guided by the Technology Acceptance Model (TAM) and Lewin’s Action 
Research framework, the proposed framework focuses on usability, scalability, and user 
acceptability as a core for organizational change behaviour. This model is expected to improve 
accuracy, lighten manual workloads, and enhance decision-making across departments. The 
framework offers practical value for SME leaders, policymakers, and practitioners, while 
laying the groundwork for future empirical research into HR digitalisation across areas such 
as onboarding, performance appraisal, and employee engagement. 
Keywords: Human Resources, Payroll, Leave, Digitalisation, HRMS  
 
Introduction 
As digitalisation acceleration has become one of the key national agendas under the Malaysia 
Digital Economy Blueprint and the MADANI Economy (Economic Planning Unit, 2021; Amar, 
2024).  SMEs, which constitute 97% of Business in Malaysia (SME Corp Malaysia, 2024), with 
limited resources, face significant pressure to modernise their internal processes, particularly 
human resources (HR) functions, which are the core of any organisation. Payroll and leave 
management which still heavily rely on manual spreadsheets, siloed documentation, and 
paper-based systems create inefficiencies, increase compliance risk, and reduce HR's ability 
to take on strategic value (Arnan, 2021; Lokugama, 2021). At the same time, human resource 
management (HRM) has become increasingly important, where HRM has shifted from a 
previously supporting role to strategic pillars that improve an organisation’s overall 
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performance and productivity (Katou & Budhwar, 2015). However, not all SMEs are able to 
access affordable and scalable solutions that fit smaller-sized businesses and their own 
operations. Digital tools usually are either too costly or too complex for the majority and 
underutilized due to low user acceptance (Omowole et al., 2024), hence creating barriers for 
technology adoption (Davis, 1989; Menant, Gilibert, & Sauvezon , 2021). This outlines a critical 
practical gap between digital intention and actual adoption in SME environments. 
 
Despite numerous initiatives offered by the government to encourage digitalisation for SMEs, 
there is a lack of structured, cost-effective frameworks to guide resource-limited SMEs 
through digitalizing primary HR procedures step-by-step. Theoretical models such as the 
Technology Acceptance Model (TAM) and Lewin’s Action Research Cycle set a good 
foundation for HR digitalization transformation, but the application of these frameworks into 
SME-specific HR contexts was underutilized (Zhang & Chen, 2024).   By integrating Technology 
Acceptance Model (TAM) and Lewin’s Action Research Cycle, this paper proposed a 
conceptual framework for HR digitalisation in a scalable and sustainable way , by using 
structured and behaviour-based approach. 
 
Problem Statement and Research Objectives 
Despite a strong national drive for digitalization, many Malaysian SMEs remain dependent on 
legacy systems for their core HR functions - especially payroll and leave management. In the 
case of Company ABC - which is a 'typical' SME that is both regulated and cost averse - all HR 
processes are still performed manually. In terms of basic HR functions, Company ABC is still 
using Excel spreadsheets, printed forms, and physical approvals for overtime application and 
calculations, commission, and payslip distribution. These manual processes create inefficient 
workflows, increased risk of error, delays to salary payments, and increases risk for non-
compliance with laws such as the current Personal Data Protection Act. Furthermore, the 
absence of automation for statutory reporting on Employees Provident Fund (EPF), Social 
Security Organisation (SOCSO), Employment Insurance System (EIS), and Monthly Tax 
Deduction (MTD) increase the administrative workload. The following comparative table 
highlights the inefficiencies of current traditional HR payroll workflow with proposed digital 
workflow. 

 
Table 1 
Comparison of Traditional vs. Digital HR Payroll Workflow 

Component Traditional Workflow Digital Workflow 

Attendance Tracking Manual logbooks or spreadsheets Mobile app with automated GPS tracking 

Leave Application Paper forms submitted manually Cloud-based request and routing system 

Overtime and Commission Manually submitted and keyed in Integrated digital submissions and 
approvals 

Statutory Submissions Manually calculated and 
submitted 

Auto-generated files uploaded to 
statutory portals 

Payslip Distribution Printed documents Secure access through employee portal 

 
Moreover, SMEs that are subsidiaries of public-listed companies face additional scrutiny due 
to environmental, social, and governance (ESG) compliances. In this context, the absence of 
digitised and auditable HR systems potentially leads to operational deficiency and 
undermines transparency and accountability, both of which are key to ESG. 
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Given these conditions, the study identifies the following research objectives 
RO1: To identify current challenges in HR payroll and leave processes among Malaysian SMEs. 
RO2: To determine the potential of cloud-based digital transformation in improving HR 
processes in SME settings. 
RO3: To propose a contextualised framework for the digital transformation of HR processes 
tailored to resource-limited SME environments. 
Through combining empirical insights with the Technology Acceptance Model and Action 
Research philosophies, this study intends not only to contribute to the academic literature on 
HR digitalisation, but also to offer an actionable framework for SMEs in Malaysia, thus 
enriching theoretical and practical discussions surrounding digital change within human 
resource management. 
 
Theoretical Foundation 
The theoretical foundations of this study were guided by two well-established theoretical 
frameworks: the Technology Acceptance Model (TAM) and Lewin’s Action Research Cycle. 
Together, these two perspectives offer a dual perspective on digital HR transformation in 
limited resource SMEs, addressing both behavioural intention and change management. 
 
Technology Acceptance Model (TAM) 
The Technology Acceptance Model (TAM) was first introduced by Davis (1989) and is one of 
the most widely cited models that provides a better understanding of user adoption of 
technology. The model suggests that two key elements, Perceived Usefulness (PU) and 
Perceived Ease of Use (PEOU), can influence an individual’s intention to adopt and use a 
system When user found a system is useful and easy to use, most like they will continuous to 
engage with it meaningfully. In the SME context, digital transformation is often hampered by 
low digital readiness and fear of system complexity (Menant, Gilibert, & Sauvezon , 2021). 
TAM provides a robust foundation for understanding and overcoming psychological barriers 
to system usage. Employees' resistance, stemming from limited exposure or prior negative 
experiences, is frequently overlooked in implementation strategies. This study uses the TAM 
to assess end-users’ perceptions to inform the design and communication of the cloud-based 
HRMS solution, thus increasing user acceptance and reducing the risk of implementation. For 
example, user interfaces in the proposed HRMS will be evaluated against the “3-click rule” to 
enhance usability and reduce adoption friction.  TAM was selected over models such as the 
Unified Theory of Acceptance and Use of Technology (UTAUT) and the Diffusion of Innovation 
(DOI) theory due to its empirical rigor, simplicity, and ability to focus specifically on user 
adoption in SME contexts. Its behavioural approach ensures system acceptability throughout 
early digital transformation. 
 
Lewin’s Action Research Cycle 
TAM emphasises on psychological aspect in HRMS adoption, and Lewin’s (1946) Action 
Research Cycle provides a structured model of organisational change. There are three stages 
of Lewin’s model which are Unfreezing, Change, Refreezing (Lewin, 1946). These stages 
correspond with the realities SMEs face in transforming a digital solution. 
 

• Unfreezing: Identifying inefficiencies of manual leave and payroll procedures and 
revealing frustrations for employees and HR groups, creating awareness of current 
limitations and establishing motivation for change. 
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• Change: Rolling out pilot cloud-based HRMS, including TAM-based feedback (PU and 
PEOU) to inform roll-out refinement. 

• Refreezing: institutionalise changes through SOPs, user training, and reinforcement 
mechanisms to ensure long term sustainability.  

This cyclical methodology allows incremental change to enable gradual digital transformation 
for SMEs. 
 
Integrated Conceptual Framework 
By integrating TAM and Lewin’s Action Research Cycle, this study creates a dynamic 
framework linking micro level user behavioural insight and macro-level organisational change 
structure. TAM is applied pre- and during implementation to guide system usability design, 
training, and adoption activities. Lewin'scycle, however, structures the entire change process 
into actionable, iterative steps. Feedback between each phase enables real-time refinement 
and continuous learning. This integrated model ensures behavioural readiness and 
operational alignment, offering a realistic roadmap for SMEs to transform HR operations as 
illustrated in Figure 1. 
 

Figure 1 Integrated Framework for HR Digitalisation in SMEs 
 
Methodological Approach (Planned)   
Research Design 
Underpinned by pragmatism research philosophy, this research focuses on solving real world 
practical problems by integrating both objective and subjective viewpoints (Saunders, 2019). 
The research adopts a mixed-method action research design that is suitable in addressing 
context-specific challenges within resource-limited SMEs (Avison, Lau, Myers, & Nielsen, 
1999). 
 
The research is structured into a two-cycle built on Lewin's action research cycle of 
unfreezing, change, and refreezing (Kumar, 2018). Such structuring allows step-by-step 
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change ensuring that HR process changes are sustainable and contextually suitable for SMEs 
(Mitrofanova & Konovalova, 2019) (Okoronkwo, 2021) . Combining both qualitative 
observations and quantitative measurements, this research is able to assess organisational 
behavioural and operational impact. Qualitative observations are drawn from primary 
stakeholders via semi-structured interviews to determine the bottlenecks and develop 
tailored solutions. While quantitative measurements are organisational statistics, including 
payroll processing and leave sanction time, error frequency and paper usage to calculate 
impact over period (Tashakkori & Teddlie, 2010) (Marler, 2013). 
 
Setting or Organisation 
Company ABC, a Malaysian SME that operates in the creative and multimedia industry, is 
chosen. Its  HR process is conducted manually, coupled with low digital readiness, making it 
an ideal choice for HR digital transformation research. 
 
Target Participants or Stakeholders 
Participants are selected through purposive and convenience sampling. The participants are 
chosen for direct involvement in payroll and leave processes to ensure the interventions are 
relevant and usable. Ethical approval and informed consent will be obtained before data 
collection. The following table shows the key participants and their respective roles in this 
study  
 
Table 2  
Target Participants and Their Roles in the Study 

Participant Group Roles in This Study 

Top Management To provide insights into strategic vision, organisational goals, and company-
level challenges affecting HR digitalisation. 

HR Executive To offer operational knowledge of existing HR workflows, identify pain 
points, and share feedback from employees. 

Employees To share first-hand experiences of manual HR processes, highlight user-level 
issues, and assess usability of digital solutions. 

 
Proposed Intervention or Conceptual Framework 
Digital Transformation Strategy 
The digital transformation strategy that is used in this research focuses on streamlining and 
automating HR operations (payroll and leave management) through a cost-effective cloud-
based HRMS solution. Guided by Lewin’s Action Research Cycle (Unfreezing → Changing → 
Refreezing) (Lewin, 1946)and informed by the Technology Acceptance Model (Davis, 1989) 
(to assess user adoption and readiness at each stage), the model of this study is founded 
based on three core pillars which are process digitisation, behavioural integration and group-
level data integration.  
 
Process Digitisation including replace manual payroll and leave procedures with fully digital, 
rule-based automation. This reduces human error, shortens processing time, and reduce 
statutory compliance risk (EPF, SOCSO,EIS, and MTD). 
Behavioural Integration - From the perspective of the Technology Acceptance Model, we 
aspire to achieve user acceptance by focusing on Perceived Usefulness and Perceived Ease of 
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Use. Our approach is based on the commitment of employees and HR personnel for the 
objective of achieving a confident and sustainable usage of the system (Abdalla , Sankar, 
Ramayah, Hidaytalla, & John, 2024).  
Group-Level Data Integration - The chosen HRMS solution interoperates with existing 
applications employed in the Group  to enable real-time access to data for Group HR without 
creating system silos and keeping subsidiaries away from additional software for similar 
features. It also allows for future integration with accounting software at the Group level, 
enabling seamless payroll-to-financial reporting for investor and regulatory (e.g., Bursa 
Malaysia) transparency. 
 
This transformation is beyond technical. It is an organisation shift. By following a structured, 
iterative model and grounding it in employee behaviour and system usability, the strategy 
enables progressive change that is measurable, scalable, and sustainable across SMEs in the 
creative and multimedia sector. 
 
Phased Intervention Plan 
This intervention will involve two action research cycles based on Lewin's Unfreezing, Change 
and Refreezing framework to achieve an incremental and sustainable transformation of HR 
processes. Each phase consists of a behavioural, technical and operational component, and 
incorporates user-oriented adoption based on the Technology Acceptance Model (TAM). 
 
Proposed Intervention Cycle One: Core HR Digitalisation and Foundation Setup 
Cycle One focuses on identifying current process inefficiencies and implementing tailored 
solutions to address key HR challenges faced by organisations particularly in payroll and leave 
management processes. The initial process includes having semi-structured interviews with 
key stakeholders including top management, HR executives and employees. This is aimed to 
gain the understanding of the strategic view of the organisation, to understand current 
practices and bottlenecks, and uncover opportunities for operational improvement. These 
conversations help surface issues such as delay in approval, inconsistent data entries and 
errors that led to compliance risk. 
 
To solve these issues, it begins with consolidating all employee records from various 
sources  including gathering employee master data and aligning key information such as job 
roles, departments, compensation structures, and leave balances. This consolidation ensured 
a clean and complete foundation for cloud HRMS's setup. The selected cloud-based HRMS 
was configured to accommodate the organisation’s structural hierarchy and policies. This 
included setting up digital approval workflows for payroll processing and leave applications, 
mapping them to respective reporting lines to enable real-time routing and visibility. Rooted 
in Technology Acceptance Model (TAM), the configuration and user interface will be pre-
evaluated for Perceived Ease of Use (PEOU) before deployment (Venkatesh & Davis, 2000). 
For example, the Employee Self-Service (ESS) portal adhered to the “3-click rule”, common 
essential tasks such as viewing payslips or leave balance could be completed in three clicks or 
fewer. This is critical in anticipating and reducing user friction and boosting confidence among 
staff members (Abdalla , Sankar, Ramayah, Hidaytalla, & John, 2024). 
 
Meanwhile, structured hands-on training sessions will be developed and implemented. By 
having a guided walkthrough and scenario-based simulation, employees become familiar and 
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more confident in using the system, which directly contributed to higher adoption rates and 
smoother transition (Hung, Chang, & Yu, 2006). This will serve as a change management 
mechanism, reducing technological resistance, improving perceived ease of use, and 
strengthening overall system adoption. The training sessions also facilitated real-time 
feedback collection, which will be used to adjust communication strategies and support 
mechanisms as needed. By the end of Cycle One, payroll and leave operations had been 
successfully digitised, with automated routing of requests and central visibility of HR data. 
Key metrics such as processing time, approval speed and error rate will be tracked and 
deficiency from cycle one will be used as refinements in the next cycle. 
 
Proposed Intervention Cycle Two: Process Optimisation and System Enhancement 
Building on the success from Cycle One, Cycle Two focuses on addressing the process 
deficiency and operational bottlenecks observed from Cycle One.  
The intervention began with strengthening the payroll module by automating variable pay 
components such as overtime, unpaid leave deductions, and performance-based 
commissions. These improvements were aimed at reducing manual intervention, decreasing 
payroll errors, and improving month-end processing timelines. Simultaneously, mobile 
attendance was introduced to enable flexible work and enhance the accuracy of working 
hours data, which will be integrated into payroll calculations. 
 
One of the most significant improvements will be decentralising the leave approval workflow. 
The original multilevel approval workflow created unnecessary delays and placed an 
administrative burden on senior executives. The new workflow enables the leave approval to 
be directed to the supervisor only. This not only reduced turnaround time for leave approvals 
but also empowered departmental heads with clearer decision-making authority and 
accountability. By the end of Cycle Two, the system will evolve from a digitisation instrument 
to an integrated, versatile platform, which could be adapted to meet shifting requirements 
for operations. The following table summarises the key differences and progression across 
the two intervention cycles in terms of their objectives, actions, application of TAM, and 
expected outcomes. 
 
Table 3  
Comparison of Intervention Cycles 

Component Cycle 1: Digitisation Cycle 2:  Optimisation & Integration 

Objectives Establish digital foundation Refine and enhance system 
performance 

Key Activities HRMS setup, data consolidation, 
assess UI design, training 

Pay automation, decentralised 
approvals, mobile tracking 

TAM Application PEOU/PU inform interface & training TAM feedback informs refinements 

Outcomes Error reduction, real-time visibility Faster processing, scalable HR 
platform 

 
Tools and Technologies to be Applied 
The intervention employs a cloud-based Human Resource Management System (HRMS) 
chosen through internal tool-mapping exercises which would be compatible with existing 
systems, and minimise costs on the subsidiary side. The deployment will focus on usability, 
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functionality and Technology Acceptance Model (TAM), focusing on Perceived Usefulness 
(PU) and Perceived Ease of Use (PEOU). Key features and technologies applied are: 

• Centralised Employee Database, Consolidate all employee’s data into a single cloud-based 
platform. This enables convenient accessibility, real-time updates, and enhanced data 
management. 

• Automated Payroll Engine automates payroll calculation, including basic salary, statutory 
deductions (EPF, SOCSO, EIS, and PCB), overtime, unpaid leave, and commission 
payments, based on rules and requirements. This functionality significantly reduces 
manual calculation errors and compliance risks. 

• Digital Leave Management with decentralise workflow enable real-time digital processing 
by replacing previous manual paper-based . This is realising by configurable leave policies 
and stream-lined processes for approval workflows tailored with company structure. 

• Mobile Attendance Integration enabled GPS check-in/out attendance functionality to 
enhance accuracy and accountability especially for those employees with remote or 
flexible working arrangements.  

• Employee Self-Service (ESS) portal will be accessed and ensuring it follow the "3-click rule", 
key functions will be access within 3 clicks. This improves Perceived Ease Of Use (PEOU) 
and adoption speed. 

• Custom Workflow Engine enables HR to configure multi-level routing of requests based 
on organisation structure, adding in automated notifications with approval tracking and 
audit reporting. 

• Future Integrations Capability: HRMS architecture is structured to integrate into the 
group-level accounting software in the next financial year and will provide seamless 
payroll-to-financial reporting and increased transparency for statutory and investor 
reporting. 

The selected technologies supporting long-term scalability while enhancing daily HR 
operations and employee experience. By integrating the technologies, it sets the foundation 
for both internal process refinement and group-level visibility of information and compliance 
reporting. 

 
Expected Findings and Implications 
Anticipated Outcomes 
The digitalisation of HR processes is expected to achieve measurable operational, financial, 
and strategic outcomes as follows: 

• Enhanced Operational Efficiency  
Payroll and leave processes will be automated after the intervention, which will significantly 
reduce the overall processing time and HR workload. According to Sirangula, 2025, this 
transformation is expected to increase efficiency in HR operation, reducing turnaround time 
for approvals by more than 60% and decrease payroll processing duration by more than 80%. 

• Reduction in Human Errors and Paper-Based Inefficiencies  
The move from manual procedures to a cloud HRMS reduces data entry errors, missing 
records, and compliance tracking. Elimination of physical payslips and forms allows paperless 
working and reduces administrative workload (Chitambala & Marvin, 2025). 

• Cost Savings on HR Operations 
This transformation will reduce HR operational hours which can be translate into measurable 
HR cost, elimination of stationery and printing expenses, and minimised regulatory penalties. 
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Automated statutory reporting also prevents late submission fees and reduces regulatory risk 
exposure. (Sirangula, 2025) 

• Improved Regulatory and Statutory Compliance 
Statutory contribution will be calculated automatically, and statutory-compliant text files will 
be autogenerated. Without the need for manual data entry, these files will be uploaded to 
each statutory contribution portal directly. This significantly reduces the compliance risk and 
improves operational efficiency (Mangipudi & Vaidya, 2018). 

• Improved Leave Workflow Accountability and Employee Empowerment 
To reduce the administrative burden of top management and fostering team-level 

accountability, the leave approval workflow will be decentralised from multilevel (employee 

→ line manager → GM → CEO) to direct line manager only. This will empower direct line 

manager to make decisions timely and accelerate the approval (Tamkin, Barber, & Dench, 

1998) (Tavares, Vale, & Costa, 2024). 

• ESG Alignment 
The project promotes ESG outcomes by reducing paper waste (environmental), increasing 
employee satisfaction (social), and standardised compliance driven workflows (governance).  

• Scalability and Future Integration Potential 
The cloud-based HRMS infrastructure establishes a scalable basis for future digital enterprise 
initiatives, including integration into accounting systems, improving financial report quality, 
and supports more strategic HR decision-making at group level. 

 
Potential impact on organizational HR practices 
This study intended to reshape the way HR functions being managed, monitored and engaged 
with throughout the organisation. Key areas of impact are:  

• Transition from Administrative to Strategic HR 
Automation will reduce payroll processing and leave management time, enabling HR to 
reallocate time to higher value-added activities such as developing employee engagement, 
workforce planning, and capability. This realignment is consistent with current HRM best 
practices. (Vatnani, 2024) (Tiffin, 2025). 

• Greater Accountability and Decentralisation 
Decentralising the leave approval workflow empowers the line manager to have greater 
ownership of his team attendance and performance. This will shift HR's role from being a 
gatekeeper to system enabler, enhancing responsiveness and localised decision-making 
(Tamkin, Barber, & Dench, 1998) (Tavares, Vale, & Costa, 2024). 

• Improved Compliance and Audit Readiness 
Automated documentation and the audit trail facilitate better compliance with Malaysian 
labour regulations and statutory bodies, given reduced regulatory risk but ensuring that 
there is better readiness when it comes to audits, particularly for entities that have publicly 
listed parent companies. 

• Cultural Shift Toward Digital HR Adoption 
As the employees and line managers get used to the self-service facility and simplified 
procedures, organisational culture will undergo a shift in the direction of greater acceptance 
of digital tools. This transformation serves as a foundation for future digitalisation efforts 
within the organisation . 

• Enhanced Employee Experience and Trust 
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HR processes will become faster, more transparent, and more traceable, improving 
employee engagement.  For younger and tech-savvy employees, self-service portals enable 
employees to access their leave application status, leave balance, and payslip in real time; 
increase perceived fairness; reduce frustration due to delay; and raise confidence in the HR 
function (McQuillen, 2024) (Modi & Lad, 2025). 

 
Contributions to academic and practical knowledge 
This research contributes to academic discourse on digital transformation in agile, fast-
moving industries, with a focus on the digital creative media industry where ease of operation 
and user adaptability is essential (Bharadwaj, El Sawy, Pavlou, & Venkatraman, 2013) (Kane, 
Palmer, Phillips, Kiron, & Buckley, 2015). The study provides a dynamic structure of 
integrating Lewin's Action Research Cycle with the Technology Acceptance Model (TAM) to 
provide descriptions of behavioural change and iterative adaptation over the course of an 
intervention period, of technological and operational implementation. It makes an addition 
to current literature by situating HR digitalisation in a real-life Malaysian SME undergoing 
strategic transformation, thus filling a gap in applied research in creative-based industries in 
Southeast Asia (Ardito, Raby, Albino, & Bertoldi, 2021). The study also theorises an extended 
TAM view as a longitudinal guide through the life cycle of transformation, rather than a point-
of-adoption snapshot. 
 
In practice, this research offers a pathway for SMEs, particularly those being acquired by a 
public listed company, to digitise HR practices in order to meet increased expectations for 
governance and ESG (Chalmers, Cox, & Picard, 2021), while keeping costs of new 
implementation low. It focuses on strategic integration rather than replacement by mapping 
existing in-house digital tools in use at group level, providing for instant cost savings and 
easier group-wide data management. The decentralised leave approval processes and 
integrating staff self-service capability, the intervention facilitates empowerment, faster 
decision cycles, and business accountability. Moreover, automated statutory reporting and 
audit trails enhance HR compliance and data integrity—aligning HR processes with the ESG 
measures increasingly required of subsidiaries within listed groups. The conceptual model 
offers HR and business leaders a proven structure to elevate levels of operational excellence, 
employee engagement, and regulatory compliance in a rapidly changing and creativity-based 
environment. 
 
Conclusion  
Grounded in Lewin's Action Research Cycle and the Technology Acceptance Model (TAM), this 
conceptual paper proposes a practical yet theory-driven digital transformation strategy to 
improve SME's HR processes in payroll processing and leave management. Through process 
digitalisation, behaviour realignment, and integration of systems, the proposed two-cycle 
intervention model addresses typical operational inefficiencies and adoption challenges in 
resource-limited contexts of SMEs. The study demonstrates how structured, iterative change 
driven by user-focussed system design can drive both operational efficiency and cultural 
acceptance of digital HR practices. 
 
Theoretical Contribution 
Theoretically, this research will extend the TAM’s application from the traditional point-of-
adoption scope to a longitudinal framework in guiding the organisation’s behavioural change 
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throughout the transformation lifecycle. By embedding TAM in Lewin's cyclical Action 
Research Cycle, it bridges conceptual adoption drivers with operational change processes and 
demonstrates how the dynamic interaction of perceived usefulness, ease of use, and iterative 
feedback can be employed to guide sustainable digital transformation in SMEs. This theorised 
positioning contributes to the literature by intersecting technology acceptance theory with 
current change management models within a context-dependent setting. 
 
Practical and Contextual Contribution 
Contextually, it will bridge the gap between academic and practitioner literature on SME 
digital transformation by proposing a digital transformation framework that has been 
contextualised within a real-world SME focusing on the creative industry. This framework 
offers a structured, scalable, and compliance-ready blueprint for SMEs, especially for those 
embedded in corporate groups. The decentralised leave approval workflow not only 
empowers line managers but also expedites decision-making and builds accountability. The 
employee self-service portal and automated statutory compliance support operational 
transparency, audit readiness, and regulatory compliance. These results are particularly 
important to creative-industry SMEs, where fastness, low overhead costs, and quick decision 
cycles are essential to competitiveness.  
 
Limitations and Future Research 
Nonetheless,the theoretical nature of the research and sole example case represent limitati
ons to generalisability of results. Future work may seek to use this framework to test the 
proposed model in an empirical way across a series of SMEs, in different environments and 
industries, including comparative analysis between stand-alone SMEs, SMEs in Corporate 
Groups. Alternatively, it might focus on future studies exploring HR cross-functional 
integration, for example, HR accounting data or HR Sustainability/environmental, social and 
governance (ESG) reporting, to better understand HR digitalisation and the extent to which it 
can scale and improve governance ultimately. 
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