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Abstract

The primary idea of the paper is to look at the essence of human resources
policy in national organizations that have different organizational structures as
a source of generating competitive advantage. Every high-grade organization
pays great attention to the human resources policy, both in terms of hiring suitable
personnel and in terms of professional development of those already employed
in the organization. The research subject is the organizational structure of
the company as an indicator of the satisfaction of employees, who are ready to
progress and improve, thereby bringing profit to themselves and the organization.
The resulting premise is that a reliable human resources policy is a condition for
the right personnel and the most successful value parameters to be fully expressed
in different organizations. The analysis is focused on assessing the disproportion
in the human resources policy in organizations that otherwise have a conflicting
organizational structure, which should ensure their business results. The analytical-
deductive method, the synthesis method, and the statistical test method were used
to prove the initial assumption.
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OIEHA ITIOJIMTUKE JbYACKHUX PECYPCA Y
HAIIMOHAJIHUM OPTAHU3AIINJAMA CA PA3JIMYUTOM
BJIAJJAJYHOM OPITAHU3ALIMOHOM CTPYKTYPOM

ArncTpakT

Ipumapna udeja pada je 0a ce cazneda Cywimuna noAUMUKe /bYOCKUX pecypcd y
HAYUOHATIHUM OP2AHU3AYUJAMA KOJe UMA]Y PA3IUYUMY OP2AHU3AYUOHY CIPYKIMYPY,
KAO U380POM 2eHepucarba KoHKypenmcke npeonocmu. Ceaxa Keaiumemua
opeaHuzayuja npudaje 6enuKy naxcryy NOIUMUYU bYOCKUX PeCypcad Kako U3z QOMeHd
aneanico6ara 00208apajyhux Kaopoea, MaKo u ca AcReKma CmpyuHo2 yCcagpulaearsa
onux koju cy eeh ynouwwvenu y opeanusayuju. Ilpeomem ucmpadicusara je
Op2aHU3aYUOHA CIMPYKMYpa npedyseha Kao uHOUKAmop 3a0080.bCMEA 3anoCieHuX,
CNpeMHUX 0a Hanpeoyjy u ycaspuiasajy ce u mume u cebu u opeaHu3ayuju 0OHoce
npogum. Hcxoouwna npemuca je 0a je noy3oana NOIUMUKA /bYOCKUX Pecypcad
V€08 0a npasu Kaoposu U HAJYCReWHUju 6peOHOCHU napamempu 00)y 00 nyHoz
uspadicaja  y paznunumum opeanusayujama. Caenedasarwe je ycpeocpehero
Ha npoyenu Hecpasmepe y NOIUMUYU /bYOCKUX pecypca y Opeanusayujama Koje
UHaue UMajy OnpeuHy Op2aHU3ayuoOHy CIMpyKmypy, Koja 6anba 0a 0CUeypa muxos
nocrosHu pesynmam. Padu dokasusarba nonasme npemnocmaske ynompeomsenu
CY aHATUMUYKO - OCOYKMUBHU MEMOO, MEMo0d CUHMe3e U Menoo CIMAmuCmuiko2
mecma.

Kawyune peuu: opeanuszayuja, opeaHu3ayuona cmpykmypd, ROTUMuKA bYOCKUX
pecypca, Kadposu, Cmul pyKosohersa.

Introduction

A key point of the strategically oriented policy of any organization is the human
resources policy that determines the logic and postulates used by managers in relation
to employee satisfaction (Wedajo, et al., 2020) and the governing organizational
structure. Every organization has its own specific structure, its dominant system of
internal connections and relationships, which should ensure its successful functioning.
Such organizational structures are adapted to the company’s strategic goals (Vujacié,
et al., 2022) and thus pave the way for easier change management, as well as greater
employee motivation and satisfaction. Without the right organizational structure, even
the best performance in all areas of leadership will remain ineffective. In general, the
organizational structure has the task of unifying and combining all the characteristics
of the organization: process technology, complexity of the work process, adequate
measurement of results, market position, employee motivation, all in the function of
business excellence (Djurovi¢, Bulatovié, 2016). As a hierarchical framework within
which organizations organize lines of authority and communication and assign rights
and responsibilities to employees, the organizational structure determines the necessary
responsibilities and authority of the management of each constituent part (Mihajlovic,
et al., 2021) within the structure (Kovac, 2012) in order to more efficiently achieve the
planned goals.
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Human resources policy, as a management tool, incorporates organizational activity
whose goal is to unify the efforts of all employees in the organization to complete given
tasks (Mitsakis, 2014). It is a holistic activity of personnel that combines different forms of
personnel work, specific aspects of its application in the organization (Latin, et al., 2022) and
employment programs. Such a policy should ensure the synergy of the process of synchronizing
and preserving the numerical and qualitative structure of personnel (Petkovi, et al., 2021) in
accordance with the needs of the organization and developments on the labor market.

Personnel (Popovié, et al., 2021) in the organization are the first decisive factor
in the production of goods, a productive force that favors the combination of goals and
priorities in order to achieve sustainable competitiveness. Differences among personnel
in terms of expertise, performance, talents, and demographic characteristics exist in
all organizations and are considered important in ensuring high performance (Ferreira,
et al., 2020; Petrovi¢, 2020). The fact that the difference in human resources policy
exists in organizations that have a different organizational structure (Vasi¢, 2015) can
significantly determine the results of their operations. Therefore, those who have the
power to decide should keep these differences in mind and fully respect them in the
HR management process (Brebels, et al., 2015). All the more so because differences
in management style can significantly affect: the allocation of financial resources for
the education and training of employees, objectivity when choosing those who will be
educated, the formation of the level of employee awareness of business culture and the
concept of teamwork in the organization, the creation of a level of awareness on which
employees share responsibility for the success and failure of the company, and the level
of awareness of employees as a resource of creativity and new ideas.

Regardless of the decision-makers in organizations and/or their management style
(Gardasevi¢, et al., 2021), human resources policy should ensure an increase in the ability
of employees, i.e. companies, to provide answers to the changing demands of the market
in the near future, regardless of the structure of the organizational model. Improving the
human resources policy of national organizations is not possible without a comprehensive
analysis. In the analysis of the characteristics of such an organization’s personnel policy, the
starting point is its connection with the strategic direction of development. At the same time,
attention should be focused on long-term planning, the essence of the role of personnel, and
the system of interconnected structures and procedures for working with given personnel.
Quality selection of people (Robertson, et al., 2001; Afshari, et al., 2010; Stanujkic, et al.,
2018) and their assignment to the right places in a specific organizational structure in which
roles, powers, and responsibilities are delegated, controlled, and coordinated and in which the
information flow between different organizational levels is regulated is considered a winning
combination of a successful human resources policy.

Research methodology

In this paper, the research was conducted as an analytical cross-sectional study
with the goal of interpreting the importance of human resources policy for achieving
total business excellence in different national organizations, which have different
organizational structures, taking into account the variations in leadership tenability.
In order to perceive the key elements of the strategic importance of human resources
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policy for the sustainable success of various organizations, primary data was obtained,
extracted, and analyzed in the field. The research was conducted in the form of an online
questionnaire on a sample of 123 organizations. The acquisition of data is focused on
determining the influence of human resources policy, i.e. organizational structure as an
independent variable on consequential variables such as: allocation of funds for employee
education and training, as well as their reaction to the education module; objectivity
when choosing employees who will be trained; the importance of human resources in
the organization as a source of creativity and new ideas; the level at which the idea of
business culture and teamwork is realized in organizations where decision-makers have
different leadership styles, which ultimately determines business results.

The answers obtained from the respondents were processed with the ANOVA
test and the non-parametric 2 test (the presence of a statistically significant difference
for Sig<0.05 values). The collected data are presented graphically, tabularly, and
descriptively. Microsoft Excel 2010 was used to draw the graphs.

Results and Discussion

As aresult of the organizing process, the organizational structure should correspond to the
goals and the environment in which the company engages in its business activity. In a large number
of national organizations analyzed in the sample, a functional centralized organizational structure
prevails. Functional centralized organizational structure is present in 79 (64%) organizations,
functional decentralized organizational structure is present in 42 (35%) organizations, while in 2
(1%) organizations itis indicated that there is no clearly visible organizational structure. Incidentally,
functional organization is the simplest and most applied model of organizational structure in the
domestic business milieu. The percentage representation of the different organizational structures
in the organizations in the sample is presented in Graph 1.

Graph 1. Organizational structures in the organizations in the sample
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An organization on the market cannot ensure sustainable business if the engaged
human resources are not adequately motivated and trained for the necessary tasks and
if there is no reliable communication between different organizational levels, regardless
of the possession of financial resources, appropriate equipment, and modern technology.
Without investing in the knowledge of the engaged personnel, their quality selection,
education and training, it is not possible for the organization to grow and develop
and achieve sustainable competitiveness. Also, without the quality organization and
assignment of rights and responsibilities and without controlled and coordinated roles,
it is not possible for the organization to transform into a highly profitable structure. The
analysis of human resources from the defined sample was processed by the ANOVA test
with a probability level of 0.05, in relation to the independent variable:

- organizational structures.

Dependent variables were graded from 1 to 5, with 1 being the lowest and 5 being
the highest grade. The survey asked respondents to mark the organizational structure in
their company with one of the following options: functionally centralized, functionally
decentralized, or non-existent. Comparative statistics indicating the existence of
differences in human resources policy in organizations with different organizational
structures are presented in Table 1.

Table 1. Differences in human resources policy in organizations
that they have a different organizational structure

Sum of Mean .
Squares e Square F —
Work habits of Between Groups 5.493 2| 2.746| 3.015| .052
employees in the | Within Groups 121.147| 133 911
organization Total 126.640| 135
The reaction of Between Groups 1.752 2 .876 .653| .522
employees to Within Groups 178.365| 133 1.341
the education
program, as well
as their readiness | Total 180.118| 135
for education and
training
Allocating funds | Between Groups 13.585 2| 6.793] 4.265| .016
of the organization | Within Groups 211.819| 133 1.593
for the education  [1g¢a]
and training of 225404 135
employees
Justness in Between Groups 16.542 2 8271 6.351| .002
Within Groups 173.222| 133 1.302
selecting the Total
employees to be 189.765| 135
educated
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Level to which the |Between Groups .599 2 299 299 | 742
idea of business | Within Groups 133.166| 133| 1.001
culture is realized  [Total
thi
Wit 133.765| 135
the organization
Level to which Between Groups 4.756 2| 2378 1.689| .189
the organization’s | Within Groups 187.236| 133| 1.408
employees share Total
the responsibility
both
for the success and 191.993| 135
for the failure of
the
organization
Between Groups 1.826 2 913 .891| 413
) Within Groups 136.284| 133 1.025
Team work in the Total
organization 138.110| 135
Organization’s Between Groups 9.757 2 4879 4.312| .015
employees as a Within Groups 150.478 | 133 1.131
source of creativity [Toa]
d
ancnew 160.235| 135
ideas

Source: Author’s research

Table 2 shows the differences in objectivity in the selection of personnel to be
educated in organizations with a specific leadership style. Education programs are
focused on maintaining and improving results in the current workplace, while training
programs are intended to develop skills needed for future work. It can be noted that there
is a difference between organizations in which there is an autocratic and participative
leadership style and in organizations in which there is an autocratic and democratic

leadership style.

Table 2. Objectivity during the selection of employees who will be trained
in organizations that have different leadership styles

Objectivity when choosing Devia- | 95% Confidence
employees who will be educated Mean Stan- | tion )

@) (J) e |2 ezl el

Management | Management (I1-I) dey1— CEHEE

style in an style in an ation |(Sig) |Lower ) Upper
organization |organization D i
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Participatory -.767(%) .260 .020 -1.44 -.09

) Democratic -.848(*%) 278 .015 -1.57 -.12
Autocratic N5t cure 250 455 946 -93 143
Autocratic 767(%) .260 .020 .09 1.44

o Democratic -.081 231 985 -.68 52
Participatory ot sure 1.017| 427|086 10 2.13
Autocratic 848(%)| 278 015 12 1.57

) Participatory .081 231 985 -.52 .68
Democratic ot sure 1.098] .438] 064 04 2.24
Autocratic -.250 455 946 -1.43 93

Participatory -1.017 427 .086 -2.13 .10

Not sure Democratic -1.098| 438 064 224 .04

Source: Author’s research

Based on the collected data, taking into account the differences in the organization
management style, it can be concluded that the observed differences significantly affect:
funds for employee education and

- Allocation of the organization’s

training

Sig=0.016;
- Objectivity during the selection of employees who will be trained Sig=0.002;
- Human resources in the organization as generators of inventiveness and new

ideas

Sig=0.015.

An additional Tukey test was used to determine which organizations with different
organizational structures differ by looking at the variables in which a significant disparity
in ratings was observed.

The disproportions in the evaluations of the allocation of funds for the education of
employees and their training in organizations with different organizational structures are
presented in Table 3. It can be seen that the scores in organizations that have a functional
centralized organizational structure and a functional decentralized organizational
structure are particularly different compared to organizations in which the organizational
structure does not exist.

Table 3. Allocation of funds for the improvement and training of employees
in organizations that have a different organizational structure

Allocating funds of the

.2 . . 95%
orgamz.at?on for the education Stan- Dey1a- Confidence
and training of employees Mean tion )

: dard . interval
@ ) difference devi- signify-
Organizational |Organizational {1-J) ation cance L U
structure in the |structure in the (Sig) ower pper
limit limit
company company
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Functional Functional
centralized decentralized -.226 228 584 =77 32
Does not exist 2.391(%) 903 .024 25 4.53
Functional Functional
decentralized | centralized 226 228 584 -32 11
Does not exist 2.617(%) 911 .013 46 4.78
Functional 2.391(%) 903 024 -453 -25
centralized
Functional
decentralized -2617(*) 911 013 -4.78 -46
Does not exist

Source: Author’s research

Variations in objectivity during the selection of employees who will be trained in

organizations with different organizational structures are presented in Table 4. From the
table seen above, it should be noted that there is an oscillation in organizations that have
a functional centralized and functional decentralized structure in relation to organizations
in which there is no organizational structure.

Table 4. Objectivity during the selection of employees who will be trained in
organizations that have a different organizational structure

Objectivity when choosing Devi o
employees who will be trained Mean Stan- evia- | 95% .Conﬁdence
) tion interval
differe- dard ..
) ) devi signify-
Organizational | Organizational rlche cevia- cance
structure in the | structure in the (I-9) tion (Sig) Lower | Upper
company company limit limit
Functional Functional 109 207 859 60 33
centralized decentralized ) ’ ’ ) ’
Does not exist 2.828(*) 816 .002 89| 4.76
Functional | Functional 109 207|859 -38] .60
. centralized
decentralized  [Does not exist | 2.936(*) 824 001 98| 4.89
Functional -2.828(%) 816 002  -476] -89
centralized
Functional
decentralized -2.936(*) 824 .001 -4.89| -.98
Does not exist
Source: Author’s research
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Conclusion

In the conducted research, organizations of different sizes are proportionally
represented in the sample. The results of the study indicate that, in the largest number
of national organizations included in the sample, a functional centralized organizational
structure prevails (64%). Comparative statistics confirm the presence of differences in
human resources policy in organizations that have different organizational structures,
so it can be concluded that there are differences in organizations with an autocratic and
participative leadership style and in organizations with an autocratic and democratic
leadership style. The results of the study indicate the existence of a disproportion in the
human resources policy in organizations that have different management styles, so it is
established that oscillations in the organization management style significantly affect: the
allocation of the organization’s funds for employee education and training, objectivity
when selecting the personnel to be trained, and human resources in the organization as
carriers of creativity and new ideas. The Tukey test shows the existence of an oscillation
between organizations that have a different organizational structure by looking at the
variables where a significant disparity in ratings was observed. It is evident that the
evaluations in organizations that have a functional centralized organizational structure
and a functional decentralized organizational structure are different in comparison
to organizations in which the organizational structure does not exist. Variations in
objectivity when choosing employees who will be trained in organizations that have
a different organizational structure clearly indicate that there is a difference in those
that have functional centralized and functional decentralized structure compared to
organizations where there is no organizational structure.

The assumptions stated in this study show that there is no sustainable business
if the management does not improve the personnel policy of its organization. Without
investing in the knowledge and education of human resources and the function of an
adequate organizational structure, even the best performance in all areas of management
will remain ineffective. The final suggestion to organizations would be to actively adapt
the human resources policy and organizational structure to the decisions being made,
which should correspond to the goals and the environment in which they perform their
business activities.
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