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Abstract: The crisis caused by the coronavirus pandemic affects the dally operation of organisations,
which also brings changes in the life of their workforce. Managing organisational change has been
a significant challenge for organisations for several decades. The aim of the research is fo assess
the behaviour of affected employees foward organisational change. It is examined how different
groups of employee’s expetience change in general and what they think about organisational
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conducted in autumn 2021. The suitability of the application of factor analysis evaluating the
dependence of selected areas of the questionnaire was supported by Barlelt test a Cronbach’s affa
coefficient. For individual hypotheses two-sample t-fest contingency table analysis, and Pearson’s
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Introduction

The papers aim is, in a broader sense, hu-
man resource management in the context
of change management. Different groups of
individuals manage change differently. There-
fore, it is essential, appropriate and expedient
to examine the perception of change in the
21st century. Changes are happening more and
more frequently due to scientific and technical
progress. Changes are part of the life of every
single member of society or every organisation.
Therefore, a study of this issue must be consid-
ered justified. This paper presents the results of
research focused on small and medium-sized
enterprises. Employees of small and medium-
sized enterprises in the study evaluated the
effects of possible changes in enterprises
from their work and organisation. The article
examined in more depth personal perceptions,
especially those who have not yet undergone
a change. The second group surveyed are
employees who have already passed through
the ground in their professional lives. When ex-
amining personal observations, the attention is
paid to the importance of leadership (company
managers) in organisational changes, e.g., em-
ployees’ attitudes on this topic. This paper
highlights what drives organisational change
in Hungarian SMEs. This study assesses the
causal relationship between organisational
change and employee management.

One of the most important tasks of man-
agement is to perform organisational changes
in line with global changes to achieve optimal
performance. The ultimate goal is to maintain
or improve organisational performance by
influencing organisational characteristics. This
is especially important for companies in difficult
situations due to the crisis caused by the cur-
rent coronavirus pandemic.

Speaking of organisational change, the
researchers can distinguish between inevitable
change and change initiated by members of an
organisation (Pettigrew et al., 2001). Targeted
organisational changes, which are created by
the environment and by own internal conscious
steps on the part of managers and employees,
are the results of the development and adapt-
ability of a particular organisation.

Numerous papers (Algatawenah, 2018;
Mendy, 2020; Silva et al., 2019) have emerged
in the context of organisational change in recent
decades that investigate the topic from a novel
approach to those involved in organisational

change. It was demonstrated that there are dif-
ferences or similarities between individuals who

have previously undergone a change but have
not yet been affected by the change. Battilana
et al. (2010) also examine whether a particular
job position and managers play a role in the
outcome of organisational change. The results
of some studies (Lines et al., 2015; Stojanovic
Aleksic et al,, 2015) indicate that one of the
most commonly reasons for failure of organiza-
tional change is resistance employee to organi-
zational change. On the contrary, the research
of Kash (2014) deals with the success factors
of changes from the point of view of existing
models. Previous research emphasizes the
importance of addressing the issue and shows
a research gap. The aim of the presented work
is to identify the employee's perception of or-
ganisational changes in Hungarian SMEs. Sub-
sequently, the behaviour of affected employees
to organisational change is assessed and at
the same time, the identification of attitudes is
described, how different groups of employees
experience change in general, and what they
think about organisational change. A partial
aim of the research was also to examine the
question whether employees understand the
motivation behind the change and how does
the change impact their organisation.

The research via a comprehensive ques-
tionnaire survey occurred in the autumn of 2021,
The data are very current, reflecting the current
situation in the country, also determined by
COVID-19. Similar research has not yet been
carried out in the study area. Therefore, it was
justified to fill the research gap and identify the
situation in the country under investigation.

The paper contained from following struc-
ture: in the theoretical part the literary review
results are presented, which can be confronted
with obtained data. The next part of the article
presents the aim of the work, methodology and
scientific hypotheses. In the results section, the
results presented and the compared with other
studies. In the end, the preliminary results of
the research are formulated.

1. Theoretical Background

Organisational change is one of the essential
concepts in management (Budhiraja, 2021).
In our research the organizational change is
perceived in the same way as in research of Ba-
balola et al. (2016), Aslam et al. (2018), Chang
(2021), Skea (2021), and Blackman et al.
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(2022) as any transformation that occurs in one
of the essential characteristics of organisations
(processes, technology, outputs, structure, cul-
ture, power relations, behaviour), it is a process
that serves to renew the form and goals of an
organisation to serve the interests of the organ-
isation’s internal and external stakeholders. Re-
cently there exist many types of research that
investigate organisational change from different
point of view (e.g., Gemra et al., 2022; Kement
et al, 2021; Khan et al., 2022). According to
Dobrovi€¢ and Timkova (2017) organisational
changes have a meaningful impact on corporate
growth, survival, efficiency or competitiveness.
Rocheville et al. (2021) describe how communi-
ties external to organisations can also initiate
change within organisations. Stouten et al.
(2018) review both critical tenets of widely used
practitioner-oriented change models. Anticipa-
tion of organisational change was researched
by Krogh (2018) and Rafferty and Restubog
(2017). Beycioglu and Kondakci (2021) discuss
the meaning of organisational change, change
dynamics, and the current state of debates
on organisational change in schools. Graham
et al. (2022) examines organisational change
scholarship within human service organisations
between 1968 and 2020. Wolf et al. (2022)
investigated the interrelationship between or-
ganisational learning and organisational culture
change. If an organisation is to be successful,
it must be able to embrace the concept of or-
ganisational change to optimise performance,
because it strengthens the enterprise to face
the difficulties of both external and internal
problems (Alsharari, 2019).

In this regard important issue of the organi-
zational changes is management of stakeholders
relations, including employer brand development
(Samoliuk et al., 2022) and changes in CRM
using advanced [T tools (Roshchyk et al., 2022).

In the current COVID-12 situation, it is even
more important to talk about the changes in
the organisations as it has brought change in
work-life, management, and nature of the work
(Amis & Janz, 2020). The global pandemic
forces companies to respond to highly turbulent
conditions and constantly adapt to changing
conditions (Hitka et al, 2021). As uncerainty
about the further development of a global
pandemic remains very high, to survive and
stay in the market, business managers are
forced to look for comprehensive solutions
that support the optimisation of their business

and transformation processes (Kuchar€ikova
& Miciak, 2018; Lorincova et al., 2022). Enter-
prises must build an effective strategy to help
them succeed in a highly competitive environ-
ment (Belas et al.,, 2020a; Hitka et al., 2018;
Lorincova et al,, 2016). Therefore people in
business must deal with additional strains from
stakeholders and society (Gavurova et al,
2020; Kozubikova et al, 2015; Smekalova
et al., 2014). To achieve a positive response
from employees, it is necessary to interconnect
activities within individual functions of human
resource management with desired values, at-
titudes and work behaviour (Rozsa et al., 2022;
Stacho et al.,, 2017; Urbancova & Vrabcova,
2020). According to Hitka et al. (2019) and Sta-
cho etal. (2021) key managerial competencies
are to create a motivating work environment
and positive work atmosphere.

Organisational change is considered by
Aslam et al. (2018) as any transformation that
occurs in one of the essential characteristics of
organisations (processes, technology, outputs,
structure, culture, power relations, behaviour).
Itis a process that serves to renew the form and
goals of an organisation to serve the interests of
the organisation’s internal and external stake-
holders (Babalola et al., 2016). It can include
mergers, acquisitions, outsourcing, downsizing,
or general organisational transformation (Bat-
tilana & Casciaro, 2012). The changes occur
as a result of the conscious intervention of the
organisation’s management (Lazarevi¢ et al.,
2020; Neves et al., 2018). If the organisational
change was planned correctly, it is ultimately
successful. On the other hand, if the change
is not scheduled correctly, it is not successful.
Change planning can be seen as a necessary
part of implementing change in enterprise
(Dobrovi¢ & Timkova, 2017). Some authors
describe organisational changes as a neces-
sity to gain competitive advantage. Of course,
total enterprise improvement (increasing per-
formance) is a suitable measurement tool of
an organisational change (Martinez & Potluka,
2015).

Organisational changes often require
solving decision — making tasks on the use of
outsourcing principles, or management of sup-
port business processes by the form of facil-
ity management (Dvorsky et al., 2020). In this
context, the research results of Potkany et al.
(2021) and Kamodyova et al. (2020) pointed
out the potential for improving the quality of
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enterprise processes’ quality and creating
space and time to manage the core business
activities. The discussion about benefits result-
ing from implementation of facility management
for organisational changes is presented in the
research of Goulden and Spence (2015) and
Pheng Low et al. (2019). What is essential when
it is possible to use the principles of outsourcing
is cost savings. Potkany et al. (2016) deal with
the methodology for quantifying cost savings
from outsourcing. The benefits, and risks of this
managerial approach to change have also been
highlighted. There exist similar research deal-
ing with the use of outsourcing management
principles in practice such as the research of
Calvo (2018), and Kim et al. (2018).

There can be various reasons for organisa-
tional change. When an organisation decides
what it wants to change and what processes
and structures it wants to optimise, it is called
internal or voluntary change. In this case, the
organisation has the right and opportunity to
plan the change, create the proper structure to
achieve its goals and optimise its processes.
Externally driven change is based on an exter-
nal component, often referred to as coercion or
pressure. According to Barends et al. (2013)
an external factor can be political, economic,
or social processes and their impact on an or-
ganisation. An externally triggered change can
often be confusing for an organisation, as here,
the state of equilibrium is disrupted, which the
system then tries to restore. It is worth adjusting
the factors that depend on us so that the system
moves in a direction that suits us as a result of
the effect of the components that both rely on us
and are independent of us. It is important that
the harmony of structures and processes can
be felt and found in the organisational system.

Organisational change can transform the
attitudes and behaviour of those working in an
organisation (Muldoon, 2019). Individuals who
have previously undergone changes are more
likely to adapt to change and the new systems
that come with it more easily than individuals
who first encounter organisational change
(Lines, 2004). The leader involved in the change
process must therefore consider how to ensure
that employees do not face sudden change
and that the question of why specific changes
take place should or should not be addressed
(Battilana et al., 2010). The change must be
communicated to the employees, and at the
same time, the employee must understand their

duties to clarify the activities that s/he should
do and which s/he is responsible for (Olexova
& Gajdos, 2016). Unfortunately, change can
often result in resistance to change in an or-
ganisation. According to Supriyati et al. (2019)
it can have personal or organisational reasons.
Personal reasons can be mainly traced to psy-
chological factors: fear of something new, cling-
ing to the status quo, avoiding insecurity. When
something new happens, man often thinks the
current state is right, and he does not know if he
will get a better or worse picture with the change
at hand, so he decides he does notwant change
to happen. A similar attitude is shared by Dahl
(2011). A man is not often reconciled to change
because he feels that he will not be able to
complete the new, unknown tasks involved at
the current (appropriate) level, so this may af-
fect his income. A more potent version of this
reason is when a man fears reduced income
and the job itself. Resistance can then peak, as
losing one’s job can lead to existential threats.
In such cases, a slowdown at work or a strike is
typical. In this context, Silva et al. (2019) identi-
fied eight reasons why people resist change in
an organisation. They are the followings: loss of
status or job security in the organisation, poorly
alighed (non-reinforcing) reward systems, sur-
prise and fear of the unknown, peer pressure,
a climate of mistrust, organisational politics,
fear of failure, faulty implementation approach,
s0 lack of tact or poor timing.

That is why the managers must involve
each organisation member (if possible) in the
change processes. The employees are cred-
ibly informed about the individual steps (Carter
et al., 2013). Leaders have an important role in
managing organisational change and success-
fully managing resistance to it. To understand
organisational change, it is necessary to look
at organisations as living organisms that cannot
be disassembled and then put together in an-
other way. An organisation is simultaneously an
occupational, organisational policy and rational
resource allocation system, in which allemploy-
ees of the organisation are members of all three
methods. Organisations are complex systems
in which essential organisational characteristics
mutually define or influence each other. Thus,
during organisational changes, several of the
crucial attributes of the organisation change
simultaneously (Heckmann et al., 2016).

In most cases, the extent of the change in
organisational characteristics is not of the same
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intensity. During the changes, some aspects
dominate and even determine the change itself.
However, the manner and extent of the impact
of these characteristics on each other are diffi-
cult to plan, and perhaps the most complex task
for managers of organisational change is to ad-
dress this complexity (Wiedner et al., 2017).

2. Research Methodology

This paper aims to demonstrate what drives
organisational change in Hungarian small and
medium-sized enterprises. This study intends to
investigate the causal relationship between or-
ganisational change and employee behaviour.

The data was collected using a question-
naire from Hungarian small and medium-sized
enterprises. The selection of questions was
based on a comprehensive literature review.
In order to confirm the face validity of the
questionnaire it was provided to a group of
academics and experts who provided feedback
on length, relevance, clarity, wording, content,
and format. After incorporating the feedback in
the questionnaire, a pilot study was conducted
among Hungarian SMEs (N = 15). In order to
ensure relevance and consistency of answers
Cronbach’s alpha coefficient was calculated for
the Likert scale response options and Kuder-
Richardson Formula 20 (KR-20) was applied
to binary questions. In order to increase the
reliability of the survey, two questions had to
be eliminated from the questionnaire due to
lower internal consistency values. The coef-
ficient values for the final list of questions was
above 0.70, which is considered to be accept-
able (Cortina, 1993).

Convenience sampling has heen selected
for the data collection of this research, and a to-
tal of 420 paper-based questionnaires were dis-
tributed to random employees of the evaluated
organisations. The employee participating in the
survey was selected using a random number
generator based on the list of employees. Dur-
ing the data collection the questionnaires were
filled in through face-to-face interviews. Of the
distributed questionnaires, 215 were evaluable,
resulting in a completion rate of 51%. To avoid
discrepancy, every respondent was briefed
about confidentiality and the purpose of the
research. The survey was conducted in the fall
of 2021.

The target companies were addressed
according to the following criteria: companies
operating in Hungary, small and medium-sized

enterprises, the respondent must be an
employee of the enterprise, a limit of one
employee per enterprise was set to fill in the
questionnaire.

The final questionnaire consisted of total
of 30 questions. The survey started with five
demographic questions regarding the respon-
dents gender, age, occupation, position and
years active at present workplace. This was
followed by the main body of the question-
naire consisting of two parts. The first section
focused on questions concerning the respon-
dent's personal feelings and attitudes related to
change in general (e.g., experiences related to
change, personal development due to change).
The second part addressed guestions regard-
ing organisational change at present workplace
and the leader's role in this process. These
questions focused among others on the im-
portance of change for both the employee and
the organisation, the information-flow etc. Re-
garding the composition of the questions, the
questionnaire contained multiple-choice ques-
tions, Likert-scale questions and dichotomous
questions. The questionnaire involved control
questions in order to remove the respondents
who did notfit the survey criteria or misreported.

The collected questionnaires were tabulat-
ed to do the data analysis process. Afterwards,
statistical methods were used. Multivariate
statistical methods were used to verify the
hypotheses where mainly two-sample fest,
contingency table analysis and Pearson's Chi-
square test were applied. The SPSS Statistics
software was used for the evaluation. Factor
analysis is not a single statistical procedure but
a collective term that refers to a set of multivari-
ate statistical techniques. The method is used
for data compression and structure exploration
and aggregates the number of initial variables
into so-called factor variables that are not di-
rectly observable. Factor analysis is used in
many cases as the first of multivariate analyses,
one reason being to filter out multicollinearity
between variables. Factor analysis serves an
excellent purpose in this case, as the resulting
factors do not correlate with each other at all.
The article interest was to verify these hypoth-
eses (H71-H4), which assume that:

H1: There exist a difference in aftitudes fo
the benefit of organizational change for em-
ployees who have undergone organizational
change In the enterprise and those who have
not undergone organizational change.
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H2: There exist a difference in atlftudes fo
the benefit of organizational change for the en-
terprise befween employees who have under-
gone organizational change in the enterprise
and those who have not undergone organiza-
tional change.

H3: There exist a statistical dependence
between employees’ job and aftitudes to orga-
nizational change.

H4: There exist a contingency between the
extent of managers’role in change and the well-
implemented nature of the changes.

3. Results and Discussion

This chapter presents the main results of the
empirical research and their comparison with
the literature in detail. The sample (N = 215)
entailed 49% of male and 51% of female
participants. According to age, 29% of the re-
spondents were from 18 to 30 years, 39% were
from 31 to 45 years, 26% were from 46 to
60 years, and 6% were 61 and older. Respon-
dents forming the sample of physical workers
consisted of 31%, whilst the rest comprised in-
tellectual workers, of which 24% served in man-
agerial positions and 76% in non-managerial
positions. As for the length of employment at
the given workplace, 22% worked there for less
than two years, 25% worked between 2 and
5 years, 21% were employed between 5 and
10 years, and 32% of the respondents were
employed at their current workplace for more
than ten years. As for changes in life-impacting
the respondents, the majority (82%) stated they
had experienced such. The final evaluation
sample included 178 guestionnaires filled out
by individuals who had already undergone an
organisational change.

The importance of organisational changes
was pointed out by Budhiraja (2021). Changes
take place differently in each individual and
are affected by many factors. Organisational
changes can cause negative and positive
feelings (Mathews & Linski, 2016). Therefore,
respondents’ general perceptions of change

were surveyed in the first step. The responses
of respondents who have already undergone
organisational change were evaluated. Of the
178 respondents, 64.4% said they see a chal-
lenge when there is a change in their life.
41% of the respondents have a neutral feeling
about experiencing the changes, and 22% said
that they fill it with negative emotions and expe-
riences. Based on the research result, it can be
stated that more than half of the respondents
(64.6%) think positively about the changes
they have experienced before. Such positive
response proves that respondents no longer
object in retrospect due to the changes that
have taken place. The results obtained are con-
firmed by Keers et al. (2017), By et al. (2018)
and Rocheville et al. (2021).

Tab. 1 shows the respondents’ answers to
the evaluation of the role of the leader — a spe-
cific expression of the attitude to the importance
of the leader in organisational change. Based
on the results, it can be stated that the role of
the leader in change is essential or very impor-
tant (46.2 of respondents). In the conclusions of
their study, Rocheville et al. (2021) state similar
results.

Tab. 2 shows the correlation matrix as the
first step of the factor analysis, which serves to
illustrate the values of the correlation between the
individual variables which have been selected.
Based on the results from this matrix, it can be
concluded that the variables are suitable for factor
analysis. The Cronbach's alfa coefficient's value
for Q1-Q7 was 0.89, which also supports it.

The next step was the Bartlett test, which
examines whether the variables in the popu-
lation are uncorrelated, that is, whether the
elements outside the principal diameter of
the correlation matrix only inadvertently devi-
ate from zero. The statistic of Bartlett's test of
sphericity (Tab. 3) acquires a p-value of 0.000,
that is, the null hypothesis that the implementa-
tion of the sample correlation matrix with the
considered variables is a unit matrix is rejected,
i.e., factor analysis is suitable for our data.

The importance of the role of the leader in organisational change

No;tlr:ﬁ?;t?nt ‘ Important (%) Very important (%) Mean ‘ Deviation | Variance
(1]
5.1 | 46.2 | 46.2 | 246 | o0s43 | 0413
Source: own
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Tab. 3 also shows the Kaiser-Meyer-Olkin
(KMO) value, which shows how suitable the
variables are for factor analysis. According to
the KMO/MSA. indicator, the variables are very
suitable for factor analysis, their value is 0.857,
which is higher than 0.8, so it can be classified
as very good.

The rotated component matrix in Tab. 4 di-
vided the factors into two components. The first
factor was called the presence of leaders.
The factor reflects the attitude of the employ-
ees as to whether the managers adequately
informed the employees about the change,
how much they participated in the change,
whether the employees were informed about
the change in time, the managers were there
during the change process, whether ongoing
support has been provided. This component
obtained relatively high values, which can be

Correlation matrix

considered good. The variable “managers
supported employees throughout the change”
received the lowest value, which is worth
thinking about, as the other variables received
high values, so there is some lack of support
of managers here — from the beginning of the
change process. Comparing these results with
the literature (Fugate et al., 2012; Washington
& Hacker, 2005), it can be concluded that it
would indeed be important for managers to
support employees during organisational
change. E.g., Pekersen and Tugay (2020)
add that one reason the employees leave the
enterprise is being exposed to psychological
pressure. Therefore, working conditions are
important to employee loyalty. In the context
of these results, it is possible to highlight the
conclusions of Stouten et al. (2018), who iden-
tified ten evidence-based steps in managing

2| a3 | a4 | o5 | a8 | a7

a1
Q1: | know why a change was needed. 1 0.720 | 0615 | 0.445 | 0.253 | 0.436 | 0.451
Q2: | think the change was beneficial for 0.720 1 0648 | 0448 | 0316 | 0465 | 048
me too.
Q3: | think the change has benefitedthe | ; o1s | ggag | 1 | 0469 | 0207 | 046 | 0530
organisation.
Q4: Managers supported employees 0.445 | 0.448 [ 0489 | 1 | 0.605 | 0737 | 0.718
throughout the change.
8 onlinuct e Ou IR e R () 5cs | Gyis | ozo7 | oBos | 1 | 061 | 0se
was involved in managing change?
o8 Maimqersipropenly Ihintied 0436 | 0.465 | 0.460 | 0737 | 0611 | 1 | 0828
evenyone about the change.
Q7: Everyone was informed about the
change in time so that those involved 0451 | 0480 | 0.530 | 0.718 | 0.559 | 0.828 1
could prepare for it.
Source: own
Kaiser-Meyer-Olkin (KMO) and Bartlett’s test
Type of test Value

KMO measure of sampling adequacy 0.857

Approx. Chi-squared test 753.488
Bartlett’s test of sphericity | df 21

Sig. 0.000

Source: own
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planned organisational change along with
implications for research and practice. An
important area of organisational change is mo-
tivation, which helps build an effective strategy
and potential highly competitive environment
(Hitka etal., 2018; Lorincova et al. 2016). Also,
Hitka et al. (2019), and Stacho et al. (2021)
highlight creating a motivating work environ-
ment and a positive work atmosphere as a key
managerial competency in the motivation pro-
gramme. The other factor was called necessity
and usefulness, which shows how well the
employees knew the purpose of the change
and how useful they felt it was for themselves
and the organisation. The highest value was
given to the variable according to which the
employee knows why the change was neces-
sary, which can also be linked to the fact that
a sufficiently high value came out for the vari-
able managers informed everyone about the
change. The lowest value in this category was

Rotated component matrix

given to the variable that change was benefi-
cial to the organisation.

Tab. 5 shows that the two components
explain the total variance at 77.403%, of which
the first component is 41.993% and the other
is 35.410%.

31 Hypotheses Testing

During the years spentatthe organisation, some
respondents have undergone a change(s),
while others have not. It was examined whether
views of employees were similar on whether the
change would be beneficial to the respondent
(Tab. 6). To do this, the hypothesis HT was
set up. To test this hypothesis a two-sample
t-test was used.

H1: There exist a difference in aftitudes fo
the benefit of organizational change for em-
ployees who have undergone organizational
change In the enterprise and those who have
not undergone organizational change.

Component

Presence of leaders Role of change

Q6: Managers properly informed everyone about

the change. besma
Q5: How much do you think the leader was

. . : 0.834
involved in managing change?

Q7: Everyone was informed about the change in 0827
time sothat those involved could prepare for it. '
Q4: Managers supported employees throughout 0.812

the change.

Q1: | know why the change was needed. 0.871
Q2: | think the change was beneficial for me too. 0.862
Q3: | think the change has benefited the
e 0.800
organlsatlon.
Source: own

Total variance explained

Values after rotation
Component
Total % of variance % Cumulative
1. Lead 2.940 41.993 41.993
2. Usefulness 2.479 35.410 77.403
Source: own
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Two-sample f-test assuming unequal variances

I think the change would be I think the change has been
useful for me too useful for me too
Mean 3.487 3.763
Variance 0.414 0.807
Observations 39 177
df 75
t-stat -2.236
P (T = t) two-tail 0.0283
t Critical two-tail 1.992

The acceptance range does not include
the critical value; therefore, the null hypoth-
esis was rejected, i.e., the attitudes of the
two groups cannot be considered the same
(p = 0.0283). Based on these, the hypothesis
H71 was accepted, so the attitudes about the
benefit of organizational of the two groups of
employees are different. Similar results were
obtained by Silva et al. (2019). This study
confirms that people in an organisation will
always evaluate the benefit of any change.
In connection with organisational change, the
respondent's views were similar on whether
the change would be beneficial to the organ-
isation (Tab. 7). In connection with this, the
hypothesis H2 set up. To test the hypothesis
a two-sample ftest was used.

Hz: There exist a difference in altifudes
fo the benefit of organizational change for
the enferprise between employees who have

Source: own

undergone organizational change in the en-
terprise and those who have not undergone
organizational change.

The acceptance range contains the criti-
cal value. Therefore, the null hypothesis was
accepted, i.e., the attitudes of the two groups
of employees to the benefit of organizational
change for the enterprise can be considered
the same (p = 0.872).

Based on the literature, most of the
changed employees consider the organisa-
tional changes to be necessary and good
(Korsakiene, 2006; Sofat & Kiran, 2014).
The study results of Krogh (2018) argues that
resistance to organisational change may be
better understood as resistance to having to
give up institutionalised rights and responsibili-
ties. This paper offers a conceptual model that
enables the systematic analysis of the rela-
tional mechanisms at work when organisational

Two-sample f-test assuming unequal variances

| believe the change would | believe the change has
benefit the organisation benefited the organisation
Mean 3.769 3.75
Variance 0.340 0.943
Observations 39 176
df 92
t-stat 0.162
P (T = 8 two-tall 0.872
t Critical two-tail 1.986

Source: own
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members are preparing for pending organisa-
tional change. Rafferty and Restubog (2017)
argued similarly, which suggest that a poor
change history in an organisation was nega-
tively associated with challenge appraisals and
was positively associated with threat and harm
appraisals. Fear of organisational changes as-
sociated with the use of outsourcing principles
and pointing to the effect of cost savings and
other benefits were analysed in Kamodyova
et al (2020) and Potkéany et al. (2021).

The other two hypotheses were analysed by
the contingency cross-tabulation analysis. Con-
tingency table analysis is a widespread method of
analysis that examines the relationship between
two or more variables and their combined fre-
quency distribution. The simplicity of the analysis
and the easy interpretation of the information ob-
tained is a huge advantage for both researchers
and users. Itis, therefore, one of the most com-
monly used methods. By performing the analysis,
it was looked for a way to determine whether two
nominal or ordinal variables are related. For this
purpose, hypothesis H3 was set up.

H3: There exist a statistical dependence
between employees’ job and aftitudes to orga-
nizational change.

According to the contingency cross-tabula-
tion analysis (Tab. 8), it can be stated, that the
distribution according to the row variable was
72.9,17.1 and 10.1%, respectively, i.e., 72.9%
of the intellectual workers see a challenge in
the change, 17.1% consider it neutral, and

Result of crosstabulation

10.1% of them have a negative view of it. Fol-
lowing this, the attitudes of those working in
the physical work about the change can also
be analysed; 42.9% are motivated and see
a challenge. The table can even be analysed
in terms of the column variable so that it can
be read that 81.7% and 18.3% of physical
workers see a challenge in the change. Both
row and column distributions result in 100%,
as shown in the last total column.

After the cross-tabulation analysis, it
was necessary to be examined whether the
variables are related and to what extent
The result is shown in Tab. 9 of Pearson's Chi-
squared test. The indicator’s value of Pearson
Chi-squared test was 14.199 when examined
at the significance level of 5%. It means that
the null hypothesis was rejected. No statistical
dependence between employees’ job and atti-
tudes to organizational change were identified.

As part of hypothesis H4, it was assumed,
that There exist a contingency between the
extent of managers’ role in change and the well-
implemented nature of the changes.

The hypothesis H4 was examined by contin-
gency cross-tabulation analysis also. The val-
ue of the Chi-squared test index was 44.689,
examined at the significance level of 5%
(Tab. 10). This means rejecting the null hypoth-
esis that there is contingency between the two
variables. Accordingly, there is a correlation be-
tween the extent to which managers play a role
in change and the wellexecuted nature of

What experiences and feelings do you have
when a change occurs? Total
I see a challenge in it Neutral Negative
94 22 13 129
Intelectual Position (%) 729 171 10.1 100
Feelings (%) 81.7 53.7 59.1 725
21 19 9 49
Physical Position (%) 429 38.8 18.4 100
Feelings (%) 18.3 46.3 40.9 275
115 41 22 178
Total Position (%) 64.6 23 12.4 100
Feelings (%) 100 100 100 100
Source: own
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Result of Chi-squared test (N of valid cases = 178)

Value df Asymp. sig. (2-sided)

Pearson Chi-squared test 14.199 2 0.001
Likelihood ration 13.774 2 0.001
Linear-by-inear association 10.429 1 0.001
Phi 0.282 0.001

Nominal by nominal
| Cramer'’s 0.282 0.001

Source: own

change (Tab. 11). Standings support this result
in research of Taylor-Bianco and Schermerhorn
(2008). So interesting are the authors Valleala
etal. (2015) results about fostering learning op-
portunities through employee participation amid
organizational change. This study provided new
knowledge on employee participation and its
manifestations in micro-level interaction and
on both individual-level and organisation-level
learning opportunities in organisational change.
The support of top management has an impor-
tant role in supporting organisational changes
(Beycioglu & Kondakci, 2021). In employees’
perception of organisational change, it is impor-
tant to note that SME organisational change is
part of strategic management. In this context, it
can be added the results of the authors (Rozsa
et al., 2019), who focused on Slovak SMEs.
Their results indicate that employees are not
identified with the companies they are working
for if companies do not take seriously internal
marketing. The organisation should also identi-
fy promptly any problems that cause employee
dissatisfaction and try to resolve them before
employees are aware of them. In the case of
implementing CSR into managerial practice,
there is an increased focus on employees as

the most important corporate capital (Belas
et al, 2020b; Metzker & Zvarikova, 2021).
Therefore, managers are expected to play an
important role in the context of information,
communication, and access to employees in
the event of significant organisational changes.
The nowadays unfavourable situation caused
by COVID-19, entrepreneurs declared that the
pandemic effects on their companies are obvi-
ous. Therefore, personnel risk itself is consid-
ered in many studies to be the most important
factor in maintaining a enterprise’s existence.
Belas et al. (2022) confirmed the positive im-
pact of the COVID-12 pandemic on the percep-
tion of personnel risk in neighbouring countries
(Czech Republic and Slovakia), where one in
three entrepreneurs declared the importance of
personnel risk in business activities decreased
during the pandemic. The role of SME manage-
ment can support this phenomenon.

However, the role of employees is also
important. In this fact, it is necessary to inter-
connect activities within individual functions of
HRM with work behaviour (Urbancova & Vrab-
cova, 2020). Carter et al. (2013) confirmed that
it is important that the managers involve each
member of the organisation (if possible) in the

Result of Chi-squared test (N of valid cases = 175)

Value df Asymp. sig. (2-sided)
Pearson Chi-squared test 44 689 4 0.000
Likelihood ration 48.278 4 0.000
Linear-by-linear association 32.678 1 0.000
Phi 0.505 0.000
Nominal by nominal
Cramer’s V/ 0.505 0.000

Source: own, 2021
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Result of crosstabulation

Ti Changes are well planned .
in our organisation Total
Yes No
1 3 4
Not at all Leader inv. (%) 25 75 100
Planned (%) 1.1 35 23
4 9 13
Che o Leader inv. (%) 30.8 69.2 100.0
participate
Planned (%) 4.4 10.6 7.4
Leader was 5 24 29
involved in Neutral Leader inv. (%) 17.2 8§28 100.0
managing changs Planned (%) 5.6 28.2 16.6
27 38 65
Partially :
L Leader inv. (%) 41.5 58.5 100.0
participate
Planned (%) 30 447 371
They were there B3 H 64
through the Leader inv. (%) 82.8 17.2 100.0
Elighue Planned (%) 58.9 129 36.6
S0 85 175
Total Leader inv. (%) 51.4 48.6 100.0
Planned (%) _ 100 100 100
Source: own

change processes. The authors study Ahmad
and Huvila (2019) about organisational chang-
es, trust and information sharing, emphasising
how organisational changes affect information
sharing in organisations. Changes in technical
and administrative areas are differently driven
by companies’ motivation for change (past per-
formance), opportunities for change (company
location and market orientation) and the ability
to change (company ownership).

Conclusions

The aim of the research was to identify the em-
ployee’'s perception of organisational changes
in Hungarian SMEs with the evaluation of em-
ployee attitudes to the organizational change.
A partial aim of the research was also o ex-
amine the question whether employees under-
stand the motivation behind the change and
how does the change impact their organisation.

Following conclusions can be drawn from
the presented results: many Hungarian SMEs
have already undergone an organisational
change in order to increase their efficiency,
possible cost savings and the implementa-
tion of modern management approaches.
Within hypothesis H7, a difference in attitudes
to the benefit of organizational change for
employees who have undergone organiza-
tional change in the company and those who
have not undergone organizational change,
was found. It can also be concluded that all
those who have already undergone change
and those who have not yet, have a positive
view of the change in general and see it as
a challenge. This statement applies especially
to the benefit of changes for the enterprise.
Respondents, who have already undergone
change, consider positively the changes they
have experienced in the past Rather, they
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also agreed that change helps the employee’s
personal development. Both groups of respon-
dents (who underwent a change and those
who did not) had almost the same attitude, on
average, considered the role of leaders to be
more important. In employees’ perception of
organisational change, it is important to note
that SME organisational change is an impor-
tant part of strategic management. Another
benefit of the presented research is the fact
that the statistical analysis of the results of
the respondents’ answers to the questionnaire
survey identified the attitude to the manager’s
involvement in the change. On the one hand,
whether the manager properly informed
employees, and on the other hand, whether
the information was provided on time. Re-
spondents agreed most that their leader was
present during the change and least agreed
in case of timely manner informing. This result
may also suggest a need for improvement in
the timing and routing of information about
organisational changes. It is also interesting to
find out that contingency between the extent to
which managers play a role in change and the
well-executed nature of change was identified.

The contribution of paper is, that the result
can be useful for the management of Hungarian
SMEs (and also for other V4 entrepreneurs),
especially for managers working in the field
of HR, because change is constantly present
in the organisation's lifecycle, especially in
those days, so it is justified to research and
analyse it. The survey also shows that most of
the respondents generally feel positive about
the changes in the past. The management can
take this fact as a good starting point: people
may feel bad and be afraid of the changes if
they are ahead of them. But if the change is
handled well, people will think positively in
the end. Also, it can be stated that those who
have not yet undergone change and those
who already have, think the same about the
role of the leader in a change: both sides
found it very important. Managers are the key
players in the change. However, an important
fact should not be forgotten, that good and
targeted communication can be the essential
dividing line between good management of the
change and an inadequate one. The purpose
of all changes is to increase the efficiency of
the company, to achieve potential cost savings
or to respond to the need to implement modern
management approaches.

Certain limitations factors of the presented
research are that the results of the question-
naire survey were obtained and analysed in
one country only. A limiting factor is also the ex-
amination of attitudes in the classification of job
positions on physical and intellectual workers.
Despite that the present research is useful for
enterprise and managers at different manage-
ment levels. Due to the COVID-19 pandemic
situation, the topic of organisational change
and its management is even more actual
Communication and surveys about the current
topic are important because there have been
changes in many people’s lives, especially at
their workplaces. Although the present research
only concerned Hungary, it may be interesting
to raise it internationally, especially due to the
epidemic, at least for other V4 countries. In this
context, it is also possible to define the direction
of future research with the intention of increas-
ing the number of respondents, employees’
job positions and selective analysis for various
industries.
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