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ABSTRACT

Increasing market demands, caused by constant tjative and qualitative changes, put modern
organizations in the position where they need loionew business trends in order to meet the stedwd
set by customers. Continuous changes create clgaléefor organizations to address market demands
within the framework of improving human resourdlissko create long-term profitability and compéete
advantage. In this process, one of the most clitgsaies related to organizational change is engésy
new knowledge, competencies, and skills. Whethectsgtal or "soft" changes, organizations have
obligations to adequately prepare and train empésy/éor new work tasks that impose changes in the
environment. In such a business environment, contie and high-quality training contributes to more
effective acceptance, implementation, and stalitinabf the work process, viewed from the psychoébg
aspect of acceptance of changes by management amdoyees. To achieve this successfully,
organizations should provide a strategic plan ferppanent and adequate training to maximize empgyee
potential in turbulent times. The purpose of thegpgr is to examine the correlation between employee
training in accordance with the changes that arastantly happening in business processes withiil sma
and medium enterprises in Serbia.
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INTRODUCTION

Organizational changes in SMEs are occurring ipaese to growing market demands, and the emphasis
is on the development of specific human resouritis siad the ability to continuously update knovged1]
[2]. One of the basic tasks of organizations i®ugh continuous training of human resources skdlsnprove
the overall work performance in order to more &ffitly achieve their organizational goals. Thoseagers
that succeed in discovering what motivates theipleyees, will also find the key to success becdhee
manager’s success depends on the individual suotessch and every employee in his/her team [3]. By
implementing adequate functionality, operabilitpdanecessary profitability, preconditions are @edbor
optimal business results [4]. This is especiallgantant for organizations in the private sectot thast ensure
continuous profitability to ensure stable growtld development [5] [6].

Establishing business stability is the first sifthe introduced organizational changes, as wéilasess
growth, which leads organizations to continuousiglgze and, if necessary, change their operationetions
in order to keep pace with the competition. Suckeligpment affects the need of organizations tostoam
and more efficiently adapt to new changes, in treqf identifying and establishing a new and impobway
of working; auditing and improving products andvéms to increase customer satisfaction and avoid
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competitive threats; reduction of operating costgroving employee efficiency and productivity il a
business segments; more efficient achievement gdnizational goals (eg profitability, new markets,
organizational design, etc.); monitoring trendsfithe market to new technologies [7].

Management, but also employees in the organizatiast be aware of the fact that useful and effective
change is a constant that is a significant faatanproving different types of behavior or persaragacity and
the efficiency of work tasks [8][9]. This meanstttige general approach to the quality and effigiesfeeach
individual's work must change. The goal is for trganization to maintain a high level of the oJeral
performance of successful business measured thesugffective job delivery rate [10]. If the chasgelate
to the need to adopt new technologies, innovatiand, knowledge, then a continuum is created in the
improvement of organizational potentials. Due tffedng opinions, that change can be too demanding,
complex, and time-consuming, many organizations this opportunity to transform according to theslawd
requirements of the market and consumers, whicldicactly affect their business results [11] [1P3]. This
paper will pay attention to examining the attitudégmployees in small and medium enterprises hi&ge
about the connection between organizational changémproving human resource skills, which are becg
imperative as a result of different business t@nshtions.

RESEARCH METHOD

In this paper, a quantitative research approadibeilised, and the collected sample will be pramkss
with the help of SPSS software, in order to acalyatort and analyze the collected data. For tieelsief
the research procedure, the authors of the pafiaede questionnaire that should determine thrdés
of respondents about the connection between ora@miml change and improving the knowledge of
employees, to more effectively understand, acceghtnaanage new business processes. The research will
be conducted primarily in relation to two groupsre$pondents: employees (non-managerial staff) and
line managers, to determine whether there is afwignt difference in responses when it comes  th
position the respondent has in the organizatiototél of 123 questionnaires was collected, of wtddh
were line managers and 92 were employed in smdlhzdium enterprises in Serbia. For the needseof th
questionnaire, a Likert scale was defined froml He not agree at all, to 7 - | strongly agree. d2esh
questions arose from the goals of the paper. Therpaill discuss the following research issues:

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

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

Q3. Do employees in different positions in the aigation (linear managers, employees) experience

changes in the organization in the same way if km@yv that their skills and knowledge will be impeal
for those needs?

STATISTICAL ANALYSIS WITH EMPIRICAL IMPLICATIONS

Regarding the attitude of the respondents - | gtaled what is expected of me when there are chamges
the organization, respondents rated the average aics.02, the median is 5, the mode is also Standariable
shows a small negative asymmetry Skewness = -QtliS1nteresting to look at the groups of respentd, the
position of line manager gives an average sco®7df, media is 4, mode 3, Skewness = 0.577, thiablar
shows a strong positive asymmetry, while the redgots in the employees’ position give an averageesaf
5.47, the median is 5, i.e., 50% of the respondertite position of employees give a grade of 6,éihe model
is 6, Skewness = -0.340, the variable shows a medegative asymmetry. Graph 1. shows that the bbwes
score is 3, and the highest score is 5 for respsdethe position of line manager, and 4 and Yespondents
in the position of the employee. Also in Grapht I5 indicative that the variable has outline dataespondents
in the position of employees. On the question diustanding when there are changes in the orgamiztitere
was a statistically significant difference in riaatto the position of respondents’ line managee éW4.0, n =
31) and employees (Me = 5.0, n = 92), U = 282.09;,864, p = 0.000, the magnitude of impast \/iﬁ =

161'806941 = 0.62, ie. it can be seen that the impact is great [@3his case, respondents who are not in manageria

positions have a higher Mean Rank.
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Graph 1. | understand what is expected of me wheretare changes in the organization
Source: Authors

Within the attitude of whether changes positivefg@ employees, the average score is 3.98, while
the median, as well as mode, is 4. The variablevsleomedium negative asymmetry Skewness = -0.497.
If the influence is observed in relation to theipos held by the respondent, line managers givavamage
score of 3.75, median and mode are 4 while asymrisetnedium and negative Skewness = -0.430, while
respondents in the position of employees giveghti higher average score of 4.05, while modetaed
median are also 4, and the variable shows a streggtive asymmetry Skewness = -0.599. There are no
outlayers data for any of the groups of respondé&iatisthe positive impact of changes in the orgation
on employees, there was no statistically significdifference in relation to the position held byeth
respondent, line managers (Me = 4.0, n = 31) arg@mees (Me =4.0,n =92), U=1,116.00, z = -2,91
p = 0.06, but respondents in the position of emgésyhave a slightly more positive attitude (MeankRa

When it comes to the correlation of employees ingirwith the goals of organizational change,
respondents give an average score of 3.14, modenadihn is 3, and it can be noted that there is no
asymmetry Skewness = -0.028, while variability isd®rate, i.e., the coefficient of variation is Z86
Looking at the training and the connection with gleals of change, the respondents in the posifiine
manager give an average grade of 2.97, the medémade are 3, and Skewness = -0.068. It can Ime see
that there is no asymmetry, while the respondemtle position of employees give an average grade o
3.20, where mode and median are 3, and Skewne3964- Both variables have outlayers data. There
was no significant difference between line mana@eiesan = 2.97, SD = 1,048) or employees (Mean =
3.20, SD =1,061), t (121) = - 1,037, p = 0.302likxides). The difference between the mean valyes b

. _ . 2 (-1.037)? _
groups (mean difference = -0.228, 95%, ClI: -0.668.207) was very smajl* = Cr037 i1
0,01 (Park & Park, 2016).

Variable, employee training is a significant pdroganizational change, respondents rated it arth
average score of 3.89, median and mode are 4, ®sswn -0.35 (mean negative asymmetry), and a
coefficient of variation of 24.45%, ie. the datalie series are homogeneous. By looking at theiposi
line managers give an average score of 3.35, anth#dian and mode are 3, asymmetry is the average
positive Skewness = 0.283, while respondents iptsition of employees give an average score af,4.0
the median is 4 and mode 5, and the existencestnbag negative asymmetry Skewness = -0.688 is seen
For training, as a significant part of organizatibohanges, there was a statistically significaffeitnce
in relation to the position of respondents, linenager (Me = 3.0, n = 31) or Employees (Me = 5.6, n

z 3.817

92), U = 800.50, z = -3.817, p = 0.000, magnitutienpact " =W=— =0.34 and can be said that

the impact is medium.
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Graph 2. Employee training is a significant partosfanizational change
Source: Authors

Organizational change as an opportunity to acquere knowledge and skills, respondents rated with
an average score of 3.24, median and mode are i& ®Bkewness = 0.428, i.e., the asymmetry is
moderately positive, while the coefficient of vaioa is 26.02% which means that the data in theeser
are homogeneous. Line managers rated it with arageescore of 2.97, the median was 3, and it is
interesting to note that the interquartile diffeser{lQR = Q3-Q1) is 0, while employees rated itwanh
average score of 3.34, median and mode are 3.dph&, can be seen that there is outlayers dagedanl
the line manager group. For organizational chasgenaopportunity to acquire new knowledge andsskill
there was a statistically significant differenceétation to the position of respondents’ line ngeraMe
= 3.0, n = 31) or employees (Me = 3.0, n = 92), W088.50, z = -2.128, p = 0.033, the magnitudédef t

z 2.128

impactr = 7= Tiool = 0.19, ie. can be said that the impact is small, whekpondents who are in the

non-managerial position have a higher Mean Rank.
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Graph 3. | see organizational change as an oppatyuo gain new knowledge and skills
Source: Authors

Attitude, | find it easier to accept changes indghganization if | know that | will be adequatetgined
for new business activities, respondents ratedvarage score of 3.79, median and mode are 4, ciaffi
of variation 27.49% (data in the series are homegeas), while asymmetry is medium and negative,
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Skewness = -0.359. Observing the experience inpgrquer position held by respondents, line managers
give an average score of 2.71, the median is 3pantte 2, while respondents in the position of erygés
give an average score of 4.15, the median is 4padk is 5, i.e. can be seen that 50% of resposidtent
the position of employees give grades 5, 6 andov this question, there was a statistically sigaifit

difference in relation to the position of responddime manager (Me = 3.0, n = 31) and employees£tM
z 6.479

4.0,n=92), U =357.00, z =-6.479, p = 0.000gni@de of influence = = = ——=0.58, ie. can be
VN  11.091

said that the impact is great, while respondents avia in the non-managerial position have a hitytean
Rank. In Graph 6. the variable for the group emgésyhas 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 noiant relationships between the observed vagmbl
except between variable 1. | understand what iseepo of me when there is a change in the orgamizat
and 6. | accept changes in the organization mosiéyeif | know | will be adequately trained for new
business activities, where he noticed a moderaiiiy® correlation.

Such a relationship implies that small and mediuntemprises in Serbia do not adequately link the
goals of change and the need for training and eyepls knowledge development, through which change
outcomes would be further strengthened. Also, thre level of correlation between the tested attisude
explicitly shows the potential points of failurethre process of change, as well as the abilitymgleyers
to understand the importance of investing in humemources when it comes to transforming business
processes. In relation to the answers of the rafgus, it can be concluded that there is a lowl lefre
correlation between the goals of change, understgntd purpose, adequate training of employeed, an
effective acceptance of the upcoming changes.

Table 1. The correlation coefficient
Mean Std'. R 2 3 4 5 6
Deviatior
1.1 understand what is expected of 15,02 (1,204
when there are changes in the
organizatiol

2.0Organizational change havea 3,98 [,863 JA11
positive impact on employe
3.Employee training is related to the3,14 (1,058 042 | 219 |-
goals of organizational char
4.Employee training is a significant [3,89 |,951 ,203  [,206 ;390"
part of organizational chang
5.1 see organizational change as an3,24 |,843 ,099 |155 |,100 |,250"+
opportunity to acquire new knowled
and skills

6.It is easier for me to accept the (3,79 (1,042 396" |167 |-,010(,224 (348"
change if | know that | will be
adequately trained for new busines:
activities

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

CONCLUSION

The need of organizations to introduce changeheir business activities is directly related to the
rapid changes in market relations, which affectfiéability of organizations to effectively adajm new
circumstances. Complexity and speed of change alevant environmental factors that affect
organizations, to engage more quickly in growingligmges in the business environment and to redp ev
more on human resources and their knowledge, s#iils abilities. Employee training is the maintsigée
tool in effectively achieving the goals of changhjch further have implications for business padfitity
and achieving competitive advantage. Therefolig, iecessary to design and model education programs
that are relevant to the needs of employees arah@ational change goals.
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Two basic conclusions can be drawn from the resfiltBis research. The first is that both managers
and employees show low to medium levels of respémseform a significant correlation between the
goals of organizational change and training thaukhfacilitate this type of business transformatiohe
second is that managers have a lower level oftsegubll responses than is the case with non-neieag
staff. Such a relationship can be an indicatorttiapurpose and goal of change are poorly comratadc
in small and medium enterprises, or it is insuéfitly supported by the necessary training, whicthen
first step can create resistance to change. Iindweagement of the organization inadequately prepare
aspects of change, the maximum contribution of eggas in that process cannot be expected, whish thi
research confirmed. In order to overcome such phena, this paper provides practical guidelines and
clear indicators that any kind of organizationamge cannot be effectively implemented if employees
not adequately trained to support and understanegardless of their position.
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