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ABSTRACT 

Increasing market demands, caused by constant quantitative and qualitative changes, put modern 
organizations in the position where they need to follow new business trends in order to meet the standards 
set by customers. Continuous changes create challenges for organizations to address market demands 
within the framework of improving human resource skills, to create long-term profitability and competitive 
advantage. In this process, one of the most critical issues related to organizational change is employees' 
new knowledge, competencies, and skills. Whether structural or "soft" changes, organizations have 
obligations to adequately prepare and train employees for new work tasks that impose changes in the 
environment. In such a business environment, continuous and high-quality training contributes to more 
effective acceptance, implementation, and stabilization of the work process, viewed from the psychological 
aspect of acceptance of changes by management and employees. To achieve this successfully, 
organizations should provide a strategic plan for permanent and adequate training to maximize employees' 
potential in turbulent times. The purpose of this paper is to examine the correlation between employee 
training in accordance with the changes that are constantly happening in business processes within small 
and medium enterprises in Serbia. 
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INTRODUCTION 

Organizational changes in SMEs are occurring in response to growing market demands, and the emphasis 
is on the development of specific human resource skills and the ability to continuously update knowledge [1] 
[2]. One of the basic tasks of organizations is, through continuous training of human resources skills, to improve 
the overall work performance in order to more efficiently achieve their organizational goals. Those managers 
that succeed in discovering what motivates their employees, will also find the key to success because the 
manager’s success depends on the individual success of each and every employee in his/her team [3]. By 
implementing adequate functionality, operability, and necessary profitability, preconditions are created for 
optimal business results [4]. This is especially important for organizations in the private sector that must ensure 
continuous profitability to ensure stable growth and development [5] [6]. 

Establishing business stability is the first sign of the introduced organizational changes, as well as business 
growth, which leads organizations to continuously analyze and, if necessary, change their operational functions 
in order to keep pace with the competition. Such development affects the need of organizations to transform 
and more efficiently adapt to new changes, in the part of identifying and establishing a new and improved way 
of working; auditing and improving products and services to increase customer satisfaction and avoid 
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competitive threats; reduction of operating costs; improving employee efficiency and productivity in all 
business segments; more efficient achievement of organizational goals (eg profitability, new markets, 
organizational design, etc.); monitoring trends from the market to new technologies [7]. 

Management, but also employees in the organization must be aware of the fact that useful and effective 
change is a constant that is a significant factor in improving different types of behavior or personal capacity and 
the efficiency of work tasks [8][9]. This means that the general approach to the quality and efficiency of each 
individual's work must change. The goal is for the organization to maintain a high level of the overall 
performance of successful business measured through an effective job delivery rate [10]. If the changes relate 
to the need to adopt new technologies, innovations, and knowledge, then a continuum is created in the 
improvement of organizational potentials. Due to differing opinions, that change can be too demanding, 
complex, and time-consuming, many organizations miss the opportunity to transform according to the laws and 
requirements of the market and consumers, which can directly affect their business results [11] [12] [13]. This 
paper will pay attention to examining the attitudes of employees in small and medium enterprises in Serbia, 
about the connection between organizational change and improving human resource skills, which are becoming 
imperative as a result of different business transformations.  

RESEARCH METHOD 

In this paper, a quantitative research approach will be used, and the collected sample will be processed 
with the help of SPSS software, in order to accurately sort and analyze the collected data. For the needs of 
the research procedure, the authors of the paper defined a questionnaire that should determine the attitudes 
of respondents about the connection between organizational change and improving the knowledge of 
employees, to more effectively understand, accept and manage new business processes. The research will 
be conducted primarily in relation to two groups of respondents: employees (non-managerial staff) and 
line managers, to determine whether there is a significant difference in responses when it comes to the 
position the respondent has in the organization. A total of 123 questionnaires was collected, of which 31 
were line managers and 92 were employed in small and medium enterprises in Serbia. For the needs of the 
questionnaire, a Likert scale was defined from 1 - I do not agree at all, to 7 - I strongly agree. Research 
questions arose from the goals of the paper. The paper will discuss the following research issues: 

Q1. Do employees in different positions in the organization (linear managers, employees) understand 
the goals of change and what is expected of them when change occurs? 

Q2. Do employees in different positions in the organization (linear managers, employees) see the 
connection between training and the success of the process of organizational change in the same way? 

Q3. Do employees in different positions in the organization (linear managers, employees) experience 
changes in the organization in the same way if they know that their skills and knowledge will be improved 
for those needs? 

STATISTICAL ANALYSIS WITH EMPIRICAL IMPLICATIONS 

Regarding the attitude of the respondents - I understand what is expected of me when there are changes in 
the organization, respondents rated the average score of 5.02, the median is 5, the mode is also 5 and the variable 
shows a small negative asymmetry Skewness = -0.191. It is interesting to look at the groups of respondents, the 
position of line manager gives an average score of 3.71, media is 4, mode 3, Skewness = 0.577, the variable 
shows a strong positive asymmetry, while the respondents in the employees’ position give an average score of 
5.47, the median is 5, i.e., 50% of the respondents in the position of employees give a grade of 5 or 6, the model 
is 6, Skewness = -0.340, the variable shows a medium negative asymmetry. Graph 1. shows that the lowest 
score is 3, and the highest score is 5 for respondents in the position of line manager, and 4 and 7 for respondents 
in the position of the employee. Also in Graph 1, it is indicative that the variable has outline data for respondents 
in the position of employees. On the question of understanding when there are changes in the organization, there 
was a statistically significant difference in relation to the position of respondents’ line manager (Me = 4.0, n = 
31) and employees (Me = 5.0, n = 92), U = 282.00, z = -6,864, p = 0.000, the magnitude of impact � = �

√� =
�.��	



.��
 = 0.62, ie. it can be seen that the impact is great [13]. In this case, respondents who are not in managerial 

positions have a higher Mean Rank. 
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Graph 1. I understand what is expected of me when there are changes in the organization 

Source: Authors 

Within the attitude of whether changes positively affect employees, the average score is 3.98, while 
the median, as well as mode, is 4. The variable shows a medium negative asymmetry Skewness = -0.497. 
If the influence is observed in relation to the position held by the respondent, line managers give an average 
score of 3.75, median and mode are 4 while asymmetry is medium and negative Skewness = -0.430, while 
respondents in the position of employees give a slightly higher average score of 4.05, while mode and the 
median are also 4, and the variable shows a strong negative asymmetry Skewness = -0.599. There are no 
outlayers data for any of the groups of respondents. For the positive impact of changes in the organization 
on employees, there was no statistically significant difference in relation to the position held by the 
respondent, line managers (Me = 4.0, n = 31) and employees (Me = 4.0, n = 92), U = 1,116.00, z = -1,912, 
p = 0.06, but respondents in the position of employees have a slightly more positive attitude (Mean Rank). 

When it comes to the correlation of employees training with the goals of organizational change, 
respondents give an average score of 3.14, mode and median is 3, and it can be noted that there is no 
asymmetry Skewness = -0.028, while variability is moderate, i.e., the coefficient of variation is 33.69%. 
Looking at the training and the connection with the goals of change, the respondents in the position of line 
manager give an average grade of 2.97, the median and mode are 3, and Skewness = -0.068. It can be seen 
that there is no asymmetry, while the respondents in the position of employees give an average grade of 
3.20, where mode and median are 3, and Skewness = -0.064. Both variables have outlayers data. There 
was no significant difference between line managers (Mean = 2.97, SD = 1,048) or employees (Mean = 
3.20, SD = 1,061), t (121) = - 1,037, p = 0.302 (both sides). The difference between the mean values by 

groups (mean difference = -0.228, 95%, CI: -0.663 to 0.207) was very small �� = (�
.���)�
(�
.���)��(�
�����) =

0,01 (Park & Park, 2016). 

Variable, employee training is a significant part of organizational change, respondents rated it with an 
average score of 3.89, median and mode are 4, Skewness = -0.35 (mean negative asymmetry), and a 
coefficient of variation of 24.45%, ie. the data in the series are homogeneous. By looking at the position, 
line managers give an average score of 3.35, and the median and mode are 3, asymmetry is the average 
positive Skewness = 0.283, while respondents in the position of employees give an average score of 4.07, 
the median is 4 and mode 5, and the existence of a strong negative asymmetry Skewness = -0.688 is seen. 
For training, as a significant part of organizational changes, there was a statistically significant difference 
in relation to the position of respondents, line manager (Me = 3.0, n = 31) or Employees (Me = 5.0, n = 

92), U = 800.50, z = -3.817, p = 0.000, magnitude of impact 
3.817

0.34
11.091

z
r

N
= = = , and can be said that 

the impact is medium. 
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Graph 2. Employee training is a significant part of organizational change 

Source: Authors 

Organizational change as an opportunity to acquire new knowledge and skills, respondents rated with 
an average score of 3.24, median and mode are 3, while Skewness = 0.428, i.e., the asymmetry is 
moderately positive, while the coefficient of variation is 26.02% which means that the data in the series 
are homogeneous. Line managers rated it with an average score of 2.97, the median was 3, and it is 
interesting to note that the interquartile difference (IQR = Q3-Q1) is 0, while employees rated it with an 
average score of 3.34, median and mode are 3. In Graph 3, can be seen that there is outlayers data only for 
the line manager group. For organizational change as an opportunity to acquire new knowledge and skills, 
there was a statistically significant difference in relation to the position of respondents’ line manager (Me 
= 3.0, n = 31) or employees (Me = 3.0, n = 92), U = 1088.50, z = -2.128, p = 0.033, the magnitude of the 

impact � = �
√� = �.
��



.��
 = 0.19, ie. can be said that the impact is small, while respondents who are in the 

non-managerial position have a higher Mean Rank. 

 
Graph 3. I see organizational change as an opportunity to gain new knowledge and skills 

Source: Authors 

Attitude, I find it easier to accept changes in the organization if I know that I will be adequately trained 
for new business activities, respondents rated an average score of 3.79, median and mode are 4, coefficient 
of variation 27.49% (data in the series are homogeneous), while asymmetry is medium and negative, 
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Skewness = -0.359. Observing the experience in groups, per position held by respondents, line managers 
give an average score of 2.71, the median is 3, and mode 2, while respondents in the position of employees 
give an average score of 4.15, the median is 4, and mode is 5, i.e. can be seen that 50% of respondents in 
the position of employees give grades 5, 6 and 7. For this question, there was a statistically significant 
difference in relation to the position of respondents line manager (Me = 3.0, n = 31) and employees (Me = 

4.0, n = 92), U = 357.00, z = -6.479, p = 0.000, magnitude of influence � = �
√� = �.	��



.��
 = 0.58, ie. can be 

said that the impact is great, while respondents who are in the non-managerial position have a higher Mean 
Rank. In Graph 6. the variable for the group employees has outlayers data, but also that the maximum 
value of the rating for the group manager is 4. 

In Table 1. it can be noticed that there are no significant relationships between the observed variables 
except between variable 1. I understand what is expected of me when there is a change in the organization 
and 6. I accept changes in the organization more easily if I know I will be adequately trained for new 
business activities, where he noticed a moderate positive correlation. 

Such a relationship implies that small and medium enterprises in Serbia do not adequately link the 
goals of change and the need for training and employee’s knowledge development, through which change 
outcomes would be further strengthened. Also, the low level of correlation between the tested attitudes 
explicitly shows the potential points of failure in the process of change, as well as the ability of employers 
to understand the importance of investing in human resources when it comes to transforming business 
processes. In relation to the answers of the respondents, it can be concluded that there is a low level of 
correlation between the goals of change, understanding its purpose, adequate training of employees, and 
effective acceptance of the upcoming changes. 

Table 1. The correlation coefficient 

 Mean 
Std. 
Deviation 

1 2 3 4 5 6 

1.I understand what is expected of me 
when there are changes in the 
organization 

5,02 1,204 –      

2.Organizational change have a 
positive impact on employees 

3,98 ,863 ,111 –     

3.Employee training is related to the 
goals of organizational change 

3,14 1,058 ,042 ,219* –    

4.Employee training is a significant 
part of organizational changes 

3,89 ,951 ,203* ,206* ,390**  –   

5.I see organizational change as an 
opportunity to acquire new knowledge 
and skills 

3,24 ,843 ,099 ,155 ,100 ,250**  –  

6.It is easier for me to accept the 
change if I know that I will be 
adequately trained for new business 
activities 

3,79 1,042 ,396**  ,167 -,010 ,224* ,348**  – 

  *. Correlation is significant at the 0.05 level (2-tailed). 
**. Correlation is significant at the 0.01 level (2-tailed). 

CONCLUSION 

The need of organizations to introduce changes in their business activities is directly related to the 
rapid changes in market relations, which affect the flexibility of organizations to effectively adapt to new 
circumstances. Complexity and speed of change are relevant environmental factors that affect 
organizations, to engage more quickly in growing challenges in the business environment and to rely even 
more on human resources and their knowledge, skills, and abilities. Employee training is the main strategic 
tool in effectively achieving the goals of change, which further have implications for business profitability 
and achieving competitive advantage. Therefore, it is necessary to design and model education programs 
that are relevant to the needs of employees and organizational change goals. 
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Two basic conclusions can be drawn from the results of this research. The first is that both managers 
and employees show low to medium levels of response that form a significant correlation between the 
goals of organizational change and training that should facilitate this type of business transformation. The 
second is that managers have a lower level of results in all responses than is the case with non-managerial 
staff. Such a relationship can be an indicator that the purpose and goal of change are poorly communicated 
in small and medium enterprises, or it is insufficiently supported by the necessary training, which in the 
first step can create resistance to change. If the management of the organization inadequately prepares all 
aspects of change, the maximum contribution of employees in that process cannot be expected, which this 
research confirmed. In order to overcome such phenomena, this paper provides practical guidelines and 
clear indicators that any kind of organizational change cannot be effectively implemented if employees are 
not adequately trained to support and understand it, regardless of their position. 
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