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ABSTRACT

Management and human resources are the basis of the functioning of every company. The
perception of the importance of human resources has changed throughout history, but today
they are the most important factor of a company, putting material assets in second place.
Human resource management is a process and a skill, and as a result, it can have multiple
effects, both positive and negative. Quality strategies for assessing future manpower needs and
procurement processes affect business. Human resource management mistakes affect business,
employees, customers, stakeholders, that is, the entire internal and external system of the
company. By implementing a quality system and quality management, companies have all the
predispositions to achieve business excellence, which is reflected in all factors of the company,
from employees, managers, owners and other stakeholders.

Keywords: management, human resources, human resources management, quality
management, business excellence

1. INTRODUCTION

Today's movements indicate rapid and extensive changes, and the dominance of knowledge as
fundamental resource on which social and economic is based development. The first step in the
management process changes should be made by the management of the company is to
recognize the situation in which there are changes necessary and necessary. When introducing
changes in business system must be given equal attention restructuring process and
management process human capital. Both processes are equally important for business
excellence. In such conditions it occurs expresses the well-known thought ‘“without a satisfied
own staff, there is no satisfied customer, owner, manager and environment”. The development
and globalization of society bring various novelties, both to society and to business. Business
processes, new technologies, management style and various other business segments play a
major role in the achievement of company results. The purpose of this paper is to explain the
importance of human resources in business and the achievement of business excellence, and to
point out the importance of human resource management so that companies can achieve
excellent business results in the future. As it is a process, the results may not be immediately
visible, but in the long run they have great significance for the business.

2. THE CONCEPT OF HUMAN RESOURCE MANAGEMENT

Management is a very complex concept in defining which problems such as these arise
semantic, as well as those of a content nature. From the semantic side, the problem arises in the
fact that the word management itself overlaps with other words such as leadership, organization,
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leadership, supervision, control and direction, so in professional literature the terms are often
identified (Buble, 2006: 3). According to Buble (2006: 4), the term management refers to the
process, holders of certain functions, skill, scientific discipline, profession, and sometimes to a
function in the company. According to Guti¢ (2019: 13), human resources management was
born in the lap of general management at that moment when the theories and practice of
management clearly established and confirmed that it was then unsustainable management
philosophy. Human resource management developed from the concept of management and the
importance of human resources potential, which was gradually and over time increasingly
emphasized. The multidisciplinarity of human resource management is the reason for the large
number of definitions of this term with an emphasis on the individual approach to man.
According to Bahtijarevié-Siber (1999: 25), the living factor of company organization today is
made up of people, human resources, i.e. personnel. Those with their knowledge, skills, abilities
and creativity today they contribute the most to the successful achievement of the company's
goals. Human resources are greatly differed from material resources because material resources
can sometimes be copied, while human resources unique to each company. Although two
companies have the same number of employees, the same qualification and professional
structure, the same age and gender structure, does not mean they have identical human
resources. Total intellectual, professional organizational and others abilities are not a simple
sum of individual abilities, but a new quality that depends on other factors. What differentiates
them is the overall human management practices and programs potentials, organizational
culture, structure, general social relations, management style, etc.

3. STRATEGIC MANAGEMENT OF HUMAN RESOURCES

Human resource management is the most important function of human resource management.
The planning of human resources in the company is an important item on which the future
success of the company's business and the general satisfaction of the employees depend. The
company must decide on future manpower needs based on forecasts or expert opinions. If the
needs of the company are small, there will be layoffs of employees using various methods that
have a greater or lesser impact on the employees and a faster or slower impact on the company's
operations. If there is a need to increase the number of people in the company, professionals
are obliged to start the process of hiring people, i.e. announcing job vacancies through various
platforms. It is possible to acquire people from internal and external sources, each of which has
advantages and disadvantages. If the company has decided on a recruitment strategy, it is
important that the candidates go through the entire selection process in order to choose the most
suitable person for the required position. The selection process varies from company to
company, and | always start by collecting documentation, solving various tests, and selection
discussions, that is, interviews. A decreasing number of candidates enter each new round of
interviews. A letter of intent is written to the selected candidate, and if the candidate accepts it,
the entire process ends with employment. Improving and monitoring the performance of
employees is important due to the formation of the employee's profile. Based on their
competences, every employed person should have the right to some form of training and
advancement. Monitoring is important because in this way information is obtained that is
essential for some subsequent planning processes. Rewards and motivation play an important
role in employee performance, because in this way employees are encouraged to make the most
of their knowledge and skills, the ultimate goal of which is to achieve business excellence. Noe
(2006: 146) cites consumer markets, which affect the demand for their products and services,
and labour markets, which affect the acquisition of people to produce products and services, as
the two most important ways in which social trends affect employers. In certain situations,
surplus labour will produce costs that cannot be recovered during periods of low product
demand, and in other situations, labour shortages will limit growth during periods of high
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demand. There are three key ways to effectively use the labour market as a competitive

advantage, according to Noe (2006: 46):

1) Companies must have a clear idea of their current configuration of human resources,
especially they must know the strengths and weaknesses of the workers they currently
employ.

2) Organizations must know where they are headed and be aware of the relationship between
their current configuration of human resources and the configuration they will need in the
future.

3) When there is a discrepancy between the current configuration and the configuration that
will be needed in the future, the organization needs programs to take care of that
discrepancy, which in conditions of labour surplus may mean creating an effective
workforce reduction intervention, and in conditions of labour shortage this may mean
preparing effective recruitment campaigns.

The process is based on the current needs for human resources within the company, which
provides a basis for forecasting future needs for human resources. Emphasis is not placed on
the labour market as in the previous model. The next step is formulating a strategy, and in
accordance with the previous model, controlling and monitoring the process. According to
Buble (2006: 370-375), the basic model of systematic human resources planning consists of an
assessment of current needs for human resources, a forecast of future needs for human
resources, formulation of a human resources strategy, and evaluation and updating. Buble
(2006: 370-375) claims that the first step in the process of human resources planning is the
assessment of current needs for human resources, that is, the task of this analysis is to first
identify the personnel potential of the company, and then to evaluate the conformity of the
identified potentials with the goals of the company. The analysis should provide answers to the
questions of what personnel the company has at its disposal, what is the degree of qualification
of the available personnel, what is the degree of qualification of the jobs, what is the distribution
of personnel by types of processes and what is the distribution of personnel by basic groups of
jobs, therefore the basis of this analysis is the creation of files employee and jobs file. According
to Noe (2006: 147), forecasting is the first step in the planning process, so in personnel
forecasting, the human resources manager tries to determine the supply and demand for
different types of human resources. The goal is to predict the area in the organization where
there will be a shortage or surplus of labour in the future. Forecasting the future state can be
done using statistical methods or using judgment methods. Although the best option is a
combination of both methods, statistical methods are excellent for tracking historical trends in
labour demand and are much more accurate than those achieved through subjective judgment.
On the other hand, certain events that appear on the labour market for the first time without
historical support, need the subjective judgment of experts, which can be the only source of
future conclusions. Noe (2006: 147-150) claims that on the basis of predictions, it should be
determined:

1) Demand for labour force;

2) Labour supply;

3) Surplus and shortage of labour force.

Noe (2006: 147) argues that labour demand forecasts are developed for specific job categories
or skill areas that relate to the current and future state of the organization. After the categories
or skills are detected, the manager must obtain information that will help him predict the needs
for people who have these skills or belong to these job categories, or whether they will increase
or decrease in the future.
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He lists the two main methods of forecasting labour demand, namely the method of leading
indicators and the method of subjective opinion, and recommends the combination of one and
the other as the most effective for the company. By determining the labour supply, a detailed
analysis of the current number of people in various job categories within the company is
obtained. The analysis is upgraded with predictions so that future changes in the near future are
also displayed on the same. As in the case of labour demand, labour supply forecasts can be
made using historical statistical methods or judgmental techniques (Noe, 2006 :148). The
forecast of future needs is the second step of human resources planning, and personnel planning
is much more difficult than determining current needs because today's conditions in which the
company operates will not be the same tomorrow. The variables from which the manager starts
in predicting the need for human resources are the future demand for the company's products,
the future business economy, technological innovations, financial opportunities and changes in
the business strategy. When forecasting future staffing needs it is also important to predict the
external and internal supply of personnel. Forecasting external supply results from demographic

trends, unemployment trends, changes in the occupational structure, trends in the need for a

specific occupation, etc. The methods used to forecast external supply are most often expert

assessment methods and simulation methods (Buble 2006: 370-375). Buble (2006: 370-375)

claims that by forecasting the internal supply, one wants to determine the possibility of meeting

future needs for personnel from the existing personnel pool, so based on information about
employees, the following are created:

1) Staff tables — pictorial representations of all workplaces in the organization based on which
the current state of the number of employees and filled workplaces, as well as future
employment needs, can be seen.

2) Review of qualifications — review of school qualifications, work experience, professional
interest, specific abilities, skills, jobs that the individual performed within the organization.

3) Review of management — a specific review of qualifications related to management.

4) Replacement cards — shows position holders, age, performance evaluation and the
possibility of promotion.

Assessment of the current situation, both of the market and of the company and the need for
human resources, is the first step in the planning process of human resource management. On
the basis of a certain guideline, it is necessary to make predictions related to the appearance of
a future surplus or shortage of labour and thus adapt to the market and remain financially at
zero in terms of human resources. Predictions can be made based on past events or based on
the expert opinion of people qualified in this field. Noe (2006: 148) states goal setting and
strategic planning as the next step in his human resource planning process model. The purpose
of setting a goal is to find a solution to the problem of surplus or shortage of manpower. These
goals must derive directly from labour supply and demand analysis and must contain
guantitative analyses that will show what will happen to a particular job category or skill area
by a certain point in the future. After setting goals, the company needs to choose from among
the many different strategies available to eliminate the surplus or shortage of labour.

4. QUALITY AND BUSINESS EXCELLENCE

Quality has taken on different meanings over the years. At the beginning of the 20" century, it
meant inspection. All the finished products were rechecked, and some defects were corrected.
In the 1940s, the word quality has acquired a statistical connotation. Pioneers of statistical
quality control — like Shewhart, Dodge, Roming and Nelson - developed the idea that every
production process is subject to a certain level of natural variation. It is the job of managers in
charge of control quality was to, using statistical methods, discover that level and ensure
production control process.
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To include all other functions, in the 60s quality was extended beyond production using the
concept of total quality control. With full quality control, the entire organization is mobilized
in helping to create a quality product. Meanings of the term quality today has been expanded to
include error-free, continuous production improvement and focus on the consumer (Lazibat,
2009: 41). Kotler (1998: 39) defines quality as a set of properties and characteristics of a product
or service which affect his ability to satisfy expressed or unexpressed needs. Business
excellence was observed from the context of the quality of the offer and guest experience. If
sees quality as something related to good, average organization, then excellence ensures an
excellent offer, experiences and results, and such companies become extremely successful.
Therefore, it is considered that only quality - mediocrity is the enemy of excellence. It is also
one of the main reasons why only some companies achieve excellence and achieve an offer that
excites users and encourages progress. According to Osli¢ (2008: 160-161), models of
excellence represent systematic, integrated and more permanent approach to improvement, that
is, an integrated strategy for the gradual realization of business excellence. These models can
serve to prepare the organization to compete for the appropriate level of excellence or for
planning or continuous improvement. They enable objective determination of the position of
the organization on the scale of excellence, but they also reveal the area in with which it is weak
or strong. Discovered weaknesses represent valuable potential for improvement and should be
used in annual quality plans and programs. More are possible approaches to the use of models,
and to begin with, the structured approach was most often applied EFQM self-assessment
questionnaire. Excellence, in the most general terms, means that what today we are doing well,
tomorrow we must work even better and smarter, smarter than the competition in order to fully
satisfied all interest groups. For an organization, excellence should most often mean the clear
advantage of leaders and managers for continuous improvement of at least all key processes,
creativity and innovation, working conditions, teamwork, motivation and general
organizational cultures. At the employee level, excellence begins with their determination to do
well on the first try, willingness to take responsibility, continuous learning, improvement and
simplicity in everything they do.

5. METHODOLOGY AND RESULTS OF THE RESEARCH

The importance of human resources within a company is undeniably in the first place. Influence
of people the company has changed throughout history, but today more than ever the emphasis
is on people. In for years that are behind us, people had the habit of getting a job in a company
and staying in the same one until retirement because it provided them with security in terms of
income and future. Today, people they stay in companies for a short time and have a habit of
changing jobs and the environment in which they work. Globalization, the growth and
expansion of world markets, including new ones, have a great impact on these possibilities. For
the purpose of carrying out the research of this work, a survey, that is, a survey questionnaire,
was made. The questionnaire consists of four main parts. The first part refers to the elimination
issue of s considering the sample. The second part of the questions were questions of the socio-
demographic type were examined. In the third part, the factors of satisfaction at the respondents’
workplace were examined, and in the fourth part partly the factors of an ideal company and the
attitude towards certain conditions that companies offer. The third and fourth parts are designed
in such a way that the questions are measurable with a Likert scale. The last question of the
survey questionnaire was a free type question, which was not measurable for research, but due
to freedom of comments and curiosity left in the survey questionnaire. The aim of the work is
to detect the reasons why the workforce stays in the same company for a short time and the
reasons for which she is willing to stay in the company for the long term in order to achieve
business performance. The aim of the work is to prove that human resources management has
a great influence on human resources in to the company, that is, by quality organization of work
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and definition of working hours, accurate and clearly defined business tasks and requirements
they set for employees, and others well-defined working conditions, has the ability to find,
educate and retain quality human resources in the company and thus has the possibility of
achieving exceptional business results success of the company.

e Hypothesis 1: Human resources are retained in the company for 6-12 months because of
bad of human resources management in the company, and the same refers to the poor
leadership of managers, undeveloped relations between management and employees, poor
distribution of work tasks from by managers, and lack of motivation with bonuses, free days
and other types stimulation by managers.

e Hypothesis 2: There is a positive correlation between quality management and long-term
investments in human resources and retention of human resources in the company with the
goal achieving business performance of the company.

Out of a total of 154 respondents, 150 respondents (97.4%) are employed in a company where
they have a superior, while 4 (2.6%) are either unemployed or do not have a superior. 150
respondents are taken as a valid test sample of this questionnaire. The analysis of the sample
shows that the majority of respondents are women, 114 of them (76%), while the smaller
number are men, 36 (24%). The results show that respondents are divided into age categories
18-25, which is 32% of respondents, 26-35, 58% of respondents, 36-45, 7.3% of respondents
and 46-55, 2.7% of respondents. The majority of respondents fall into the age category between
18 and 35 years (90% in total), while older respondents (between 36 and 55 years) are less
represented in the sample. The results show that the largest number of respondents, 59 of them,
which is 39.3%, have completed high school as their last level of education, also 44
respondents, 29.3% have completed undergraduate studies, and 43 respondents, which is
28.7%, have completed graduate studies. as the last level of education. The smallest part of
respondents, only 1 respondent, which amounts to 0.7%, has completed elementary school as
the last level of education. Most of the respondents have completed high school (39.3%),
undergraduate studies (29.3%) or graduate studies (28.7%), which indicates that the
respondents are educated and highly educated individuals. The largest number of respondents,
81 of them, have monthly incomes between 561 and 1000 euros, which is 54.0%. 53
respondents, 35.3% of them have an income between 1001 and 1500 euros. A smaller number
of respondents have incomes outside these ranges.

Table 1: Cronbach Alpha
Reliability Statistics

Cronbach's Alpha Based
Cronbach Alpha on Standardized Items N of Items
0,724 0,714 12

Source: authors’ own work

The value of Cronbach Alpha is 0.724, which indicates moderately high reliability of the scale.
This means that the research questions are relatively consistent in measuring the same construct,
in this case, employee satisfaction and perception regarding communication, relationships with
superiors, motivation at work and ideal company characteristics. A value above 0.7 is usually
considered acceptable for research purposes. Inter-item correlations also indicate a certain level
of association between individual items, although there are differences in the strength of these
associations. This means that some questions are interrelated, while others are less so.
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Table 2: T-Test for H1

One-Sample Statistics

Std.
Std. Error
N Mean Deviation | Mean

How satisfied are you with communication | 150 3,03 1,220 0,100
with your superior in the company you work
for?

How satisfied are you with the 150 3,27 1,247 0,102
communication you have with your superior
regarding the monthly work schedule?

How satisfied are you with the 150 3,01 1,232 0,101
communication you have with your superior
related to defining work tasks?

How satisfied are you with the 150 2,90 1,483 0,121
communication you have with your superior
regarding days off?

How satisfied are you with the 150 2,72 1,362 0,111
communication you have with your superior
regarding the possibility of advancement
and training?

When | communicate with a superior 150 2,89 1,457 0,119
person, | feel comfortable.
When | communicate with a superior, | feel | 150 3,21 1,372 0,112
confused.

Source: authors’ own work

The results of the T-Test for seven different questions related to satisfaction with
communication with a superior in various aspects of work indicate significant differences in the
respondents’ ratings. How satisfied are you with communication with your superior in the
company you work for? answers to the question: T-value: 30,376, df (degrees of freedom): 149;
Significance (p-value): <0.001; Size effects (Cohen's d and Hedges' correction): High. The
results for this question show that there is an extremely statistically significant difference in
satisfaction with communication with a superior person in the company. The participants are
extremely satisfied with this aspect of communication. How satisfied are you with the
communication you have with your superior regarding the monthly work schedule? Answers
regarding satisfaction on a monthly level in connection with communication with superiors
were evaluated: T-value: 32.142; df (degrees of freedom): 149; Significance (p-value): <0.001;
Size effects (Cohen's d and Hedges' correction): High. The results for this question also show a
highly statistically significant difference in satisfaction with communication about the monthly
work schedule. The participants are very satisfied with this aspect of communication. How
satisfied are you with the communication you have with your superior related to defining work
tasks? Communication with superiors along with defining work tasks was evaluated by the
interviewees as follows: T-value: 29.968; df (degrees of freedom): 149; Significance (p-value):
<0.001; Size effects (Cohen's d and Hedges' correction): High. The results suggest that there is
an extremely statistically significant difference in satisfaction with communication about
defining work tasks. The participants are very satisfied with this aspect of communication. How
satisfied are you with the communication you have with your superior regarding days off? The
question of satisfaction with the communication you achieve with the ordered person related to
days off was evaluated by the respondents in the following way: T-value: 23.957; df (degrees
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of freedom): 149; Significance (p-value): <0.001; Size effects (Cohen's d and Hedges'
correction): High. The results for this question also indicate a highly statistically significant
difference in satisfaction with communication about days off. Participants express high
satisfaction with this aspect of communication. How satisfied are you with the communication
you have with your superior regarding the possibility of advancement and training? The
interviewees evaluated the communication in connection with training as follows: T-value:
24.466; df (degrees of freedom): 149; Significance (p-value): <0.001; Size effects (Cohen's d
and Hedges' correction): High. The results suggest an extremely statistically significant
difference in satisfaction with communication about opportunities for progress and
improvement. The participants are very satisfied with this aspect of communication. When |
communicate with a superior person, | feel comfortable, the obtained results are: T-value:
24.322; df (degrees of freedom): 149; Significance (p-value): <0.001; Size effects (Cohen's d
and Hedges' correction): High. The results show an extremely statistically significant difference
in the feeling of comfort when communicating with a superior. Participants feel very
comfortable in these situations.

Table 3: T Test for H2

One-Sample Statistics

Std.
Std. Error
N Mean Deviation | Mean
A quality superior is fair. 150 4,64 0,788 0,064

The possibility of advancement in the | 150 4,65 0,696 0,057
company can motivate me to perform my work
in the best possible way.

A quality superior can motivate me to perform | 150 4,79 0,619 0,051
my work in the best possible way.
The ideal company is one where | have the | 150 4,66 0,633 0,052
opportunity to progress.
An ideal company is one that is led by a quality | 150 4,79 0,538 0,044
superior.

Source: authors’ own work

A quality superior is fair. Testing with a t-test shows that the average score for this statement
(M = 4.64) is statistically significantly different from the zero value (t = 72.102, df = 149, p <
0.001). This result suggests that the survey participants statistically significantly evaluate the
quality of their superiors as fair, with an average rating that is significantly higher than the
neutral rating. The possibility of advancement in the company can motivate me to perform my
work in the best possible way. The results of the t-test show that the average score for this
statement (M = 4.65) is statistically significantly different from the zero value (t = 81.713, df =
149, p < 0.001). This indicates that the participants value the possibility of advancement as a
motivating factor for performing work with an average rating that is significantly higher than a
neutral rating. A quality superior can motivate me to perform my work in the best possible way.
The results of the t-test show that the average score for this statement (M = 4.79) is statistically
significantly different from the zero value (t = 94.640, df = 149, p < 0.001). This suggests that
the survey participants believe that a quality superior can act as a motivator for achieving high
quality work. The ideal company is one where I have the opportunity to progress. The results
of the t-test show that the average score for this statement (M = 4.66) is statistically significantly
different from the zero value (t = 90.195, df = 149, p < 0.001).
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This implies that participants consider advancement within the company to be an important
aspect, with an average rating significantly higher than a neutral rating. An ideal company is
one that is led by a quality superior. The results of the t-test show that the average score for this
statement (M = 4.79) is statistically significantly different from the zero value (t = 108.909, df
= 149, p < 0.001). This suggests that survey participants consider a quality supervisor to be an
important aspect of an ideal company, with an average rating significantly higher than a neutral
rating. Overall, the results of the T-Test for H2 show that the survey participants express a high
level of satisfaction and belief in the quality of their superiors and the possibilities of
advancement in their company. The mean scores for all statements in the framework of H2 were
statistically significantly higher than the zero value, which suggests a positive attitude towards
these aspects. Specific conclusions for each question within H2 can be found in the previous
answer, but overall, participants highly value the fairness of quality superiors, their motivational
role and the importance of opportunities for advancement in the company. These results indicate
the importance of positive interpersonal relationships and advancement opportunities for the
motivation and satisfaction of employees in the organization.

Table 4: ANOVA test
Sum of Mean
Squares | df | Square | F Sig.

The possibility of advancement | Between | 14,828 | 3 4,943 | 12,562 | 0,000
in the company can motivate me | Groups
to perform my work in the best [ \within 57,446 | 146 | 0,393
possible way. Groups
Total 72,273 | 149

A quality superior can motivate | Between | 18,213 |3 6,071 | 22,751 | 0,000
me to perform my work in the | Groups

best possible way. Within 38,960 | 146 | 0,267
Groups
Total 57,173 | 149

The ideal company is one where | Between | 13,079 |3 4,360 | 13,664 | 0,000
| have the opportunity to | Groups

Progress. Within 46,581 | 146 | 0,319
Groups
Total 59,660 | 149
A quality superior is fair. Between | 19,027 |3 6,342 | 12,593 | 0,000
Groups
Within 73,533 | 146 | 0,504
Groups
Total 92,560 | 149

Source: authors’ own work

The possibility of advancement in the company can motivate me to perform my work in the
best possible way. Between Groups variation: 14,828. Between groups degrees of freedom (df):
3- Average square variation between groups (Mean Square): 4.943. F-value (F): 12.562.
Significance (Sig.): < 0.001. The results of the ANOVA for this question indicate a statistically
significant difference in the participants' perception of how the possibility of advancement
affects their motivation to perform their work as well as possible.
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A quality superior can motivate me to perform my work in the best possible way. Between
Groups variation: 18,213. Between groups degrees of freedom (df): 3. Average square variation
between groups (Mean Square): 6.071. F-value (F): 22.751. Significance (Sig.): < 0.001. The
results of the ANOVA for this question show a statistically significant difference in the
participants' perception of how the presence of a quality superior affects their motivation to
perform the work of the highest quality possible. The ideal company is one where | have the
opportunity to progress. Between Groups variation: 13,079. Between groups degrees of
freedom (df): 3. Average square variation between groups (Mean Square): 4.360. F-value (F):
13.664. Significance (Sig.): < 0.001. The ANOVA results for this question suggest a
statistically significant difference in participants' perceptions of how important it is for the
company to provide advancement opportunities. A quality superior is fair. Between Groups
variation: 19,027. Between groups degrees of freedom (df): 3. Average square variation
between groups (Mean Square): 6.342. F-value (F): 12.593. Significance (Sig.): < 0.001. The
ANOVA results for this question indicate a statistically significant difference in the participants'
perception of the fairness of their superiors. Overall, the results of the ANOVA analysis for all
questions under hypothesis 2 suggest that there is a statistically significant difference in the
participants' perceptions of these aspects in the organization. This indicates the importance of
these factors in the motivation and satisfaction of employees in the organization. An
organization could consider these results to improve the motivation and satisfaction of its
employees. Considering the obtained values of Cronbach Alpha, which is 0.724, it can be
concluded that the results of the survey are reliable for measuring the relevant constructs and
can be used in the analysis of satisfaction and perception of employees in the company. There
IS a positive correlation between satisfaction with communication with a superior and various
aspects of work, including the monthly work schedule, defining work tasks, days off, the
possibility of progress and improvement, the comfort of communication, and the feeling of
confusion in communication, which indicates that respondents who are more satisfied with
communication with their superior people tend to be more satisfied with different aspects of
their work, feel more comfortable in communication and less confused. This can be important
for organizations that want to improve employee satisfaction and productivity through better
communication with superiors. There is a positive correlation between the perception of the
superior person's quality, the possibility of advancement in the company, the ideal
characteristics of the company and the motivation to perform the job. This means that
respondents who perceive their superiors as fair, believe in the possibility of advancement and
the ideal characteristics of the company tend to be more motivated to perform their jobs. This
can be useful for organizations that want to motivate their employees and improve their
productivity through better perceptions of superiors, encouraging advancement opportunities
and promoting ideal company characteristics. In addition, the participants of this research
expressed a high level of satisfaction in all aspects of communication with a superior in the
company where they work. Given the high size effects, these differences are not only
statistically significant, but also practically significant. Respondents express a high level of
satisfaction with communication with a superior in various aspects of work, which indicates a
positive working environment and interpersonal relations within the organization. Survey
participants also express a high level of satisfaction and confidence regarding the quality of
superiors and advancement opportunities in their company. The participants highly value the
fairness of high-quality superiors, their motivational role and the importance of opportunities
for advancement in the company, so these results indicate the importance of positive
interpersonal relationships and opportunities for advancement for the motivation and
satisfaction of employees in the organization. There is statistically significant variability in
satisfaction with communication with superiors between different groups of participants.

10
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This suggests that the organization can identify specific aspects of communication that require
improvement in order to increase employee satisfaction and productivity in the company. There
Is a statistically significant difference in the participants' perception of these aspects in the
organization. This indicates the importance of these factors in the motivation and satisfaction
of employees in the organization. An organization could consider these results to improve the
motivation and satisfaction of its employees.

e Hypothesis 1: Human resources are retained in the company for 6-12 months due to poor
management of human resources in the company, and the same refers to poor leadership of
managers, undeveloped relationships between management and employees, poor
distribution of work tasks by managers, and lack of motivation with bonuses, days off and
other types of stimulation by managers. - Confirmed

e Hypothesis 2: There is a positive correlation between quality management and long-term
investment in human resources and retention of human resources in the company with the
aim of achieving business success of the company. - Confirmed

The largest number of respondents who responded to the questionnaire are employed persons
who have a superior within the company where they work, aged 18-35, which is the target group
of this research. The level of education, monthly financial income and age are data that match
with regard to the current state of the labour market in the Republic of Croatia. But there are
certain segments that are difficult to influence. The people who filled out the survey
q