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Abstract: Business process improvement is necessary given the need to satisfy consumers by 

delivering value-added products and services. The textile and clothing industry in the age of 

consumerism of textile and clothing products is facing the challenge of the constant need to 

meet and exceed consumer expectations. Establishing the practice of continuous business 

process improvement, especially within the micro, small and medium enterprises (MSMEs) of 

the textile and clothing industry, as the largest group of companies, is of particular importance 

in resisting these challenges. As the textile and clothing industry is labor-intensive and a large 

number of processes operate on the basis of direct engagement of human resources, there is a 

need to examine the impact of human resource management on the establishment of the 

practice of business process improvement in MSMEs. Within this paper, the impact of human 

resource management on the improvement of business processes was examined by applying 

regression analysis. 

Keywords: human resource management (HRM), business processes, business process 

improvement (BPI), micro, small and medium enterprises (MSMEs), textile and clothing 

industry 

 

Sažetak: Poboljšanje poslovnih procesa je neohodno imajući u vidu potrebu za zadovoljenjem 

potrošača isporukom proizvoda i usluga dodatne vrednosti. Tekstilna i odevna industrija u 

dobu konzumerizma tekstilnih i odevnih proizvoda pred izazovom je konstantne potrebe za 

zadovoljenjem i nadmašivanjem očekivanja potrošača. Uspostavljanje prakse kontinuiranog 

poboljšanja poslovnih procesa, posebno u okviru mikro, malih i srednjih preduzeća (MMSP) 

tekstilne i odevne industrije, kao najbrojnije grupe predzeća, od posebnog je značaja u borbi 

 
Corresponding author 
E-mail address: an.dobrosavljevic@gmail.com 

https://doi.org/10.5937/bizinfo2002019D


Andrea Dobrosavljević & Snežana Urošević 

 

БизИнфо (Блаце), 2020, волумен 11, број 2, стр. 19-32 20 

protiv ovih izazova. Kako je tekstilna i odevna industrija radno-intenzivna i veliki broj procesa 

funkcioniše na bazi direktnog angažovanja ljudskih resursa javlja se potreba za ispitivanjem 

uticaja upravljanja njima na uspostavljanje prakse poboljšanja poslovnih procesa u MMSP. 

U okviru ovog rada uticaj upravljanja ljudskih resursa na poboljšanje poslovnih procesa 

ispitan je primenom regresione analize.  

Ključne reči: upravljanje ljudskim resursima, poslovni procesi, poboljšanje poslovnih 

procesa, mikro, mala i srednja preduzeća (MMSP), tekstilna i odevna industrija 

 

1. Introduction 

 

In contemporary business conditions, the establishment of business process 

improvement (BPI) is of special importance, bearing in mind that within processes 

additional value for consumers is created. Outcomes of business processes as well as 

the process of BPI depend on various factors among which one of the main might be 

the human resource management (HRM) as BPI assumes high degree of human 

resources involvement in operations concerning systematic and continuous 

improvement of processes (Brajer-Marczak, 2014). Beerepoot et al. (2019) find that 

the organization size plays an important role when it comes to determination of 

appropriate BPI activities. Within this paper micro, small and medium enterprises 

(MSMEs) within textile and clothing industry in the regions of Southern and Eastern 

Serbia are taken into consideration. Observing the business processes of this group of 

organizations, it is possible to notice two basic characteristics, the limitation in the 

number of human resources (Saleh & Ndubisi, 2006; Demirbag et al., 2006) and the 

intensity of work in operations within the processes that are still performed manually 

in a large number of organizations (Battaglia et al., 2014; Pazilov et al., 2020). Textile 

and clothing industries are among the labor-intensive manufacturing industries (Park 

& Andersen, 1991). Involvement of human resources in processes within MSMEs of 

textile and clothing industry is direct, high and active, as these processes are 

characterized by high degree of manual labor in various operations (Dobrosavljević, 

2019). Thus, it can also be said that the achievement of business success is under the 

significant influence of human resources and proper HRM (Holland et al., 2007). 

Given leads to the definition of the basic assumption within this paper, that HRM can 

be regarded as a factor of strong and positive impact on BPI in textile and clothing 

industry MSMEs. This group of organizations is observed within this paper because 

the former picture of the textile and clothing industry in Serbia included the existence 

of a significant number of large companies, but today's picture, according to the report 

of the Republic Statistical Office of Serbia, shows a significant presence of micro, 

small and medium organizations in this area of business (Statistical Yearbook оf the 

Republic of Serbia, 2018). From that side, it can be said that it is important to look at 

the business of this group of organizations and the HRM as impactful factor on 

improving business processes in them.  

 

Within this paper the theoretical background of the HRM and BPI is covered. 

Theoretical part of the paper covers consideration of importance of BPI in general, 

HRM as a potential factor of BPI and the nature of business processes within textile 

and clothing industry MSMEs. Then, an impact analysis is performed on a sample of 

210 respondents from textile and clothing industry MSMEs form Southern and 

Eastern Serbia, to test the main assumption.    
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2. The importance of business process improvement 

 

Business process improvement (BPI) refers to the business initiative (Holtzman, 

2011). It aims to identify strategic goals and targets, while improving business 

processes of an organization in order to satisfy customers needs and expectations to a 

greater extent. This initiative refers to the development, reform, advancement of 

process quality and effectiveness, while lowering the costs (Damij et al., 2008). 

Mohammady Garfamy (2011) stresses out that there are two dimensions of BPI that 

have to be considered, as this practice can be regarded taking into consideration 

internal and external aspects. These dimensions refer to improvement initiative and 

customer focus. Increased efficiency of the business processes, improved customer 

service, information and data flow, effective implementation of information 

technology and reduction of repetitive activities within processes arise as a result of 

BPI (Damij et al., 2008). The main topics under the umbrella of BPI are focused on 

continuous BPI, business process reengineering and benchmarking of business 

processes (Lee & Chuah, 2001). As Sallos et al. (2017) confirm, BPI initiatives range 

from marginal continuous improvements to business process reengineering. 

 

When organizations focus on BPI, they become learning organizations. This means 

that the human resources involved in business processes learn about their 

responsibilities for all the sequences of logically arranged activities (Brajer-Marczak, 

2014). Process improvement initiatives should be supported by knowledge 

management, as stressed by Hu et al. (2019). Developing a learning process model 

while working on process improvement represents the way organizations adapt to a 

changing business environment (Buckler, 1996). While analyzing the relationship 

between employees’ behavior and BPI Bakotić and Krnić (2017) concluded that there 

is a positive impact of BPI initiatives on different elements of employees’ behavior, 

as well as on their overall performances.  

 

Methodology through which the BPI can be applied in organizations to enable better 

focus on business output and customer needs satisfaction is a key issue (McAdam, 

1996). Business processes differ from organization to organization, according to the 

needs of the industry, therefore, the BPI methodology should be adapted to the 

business conditions of individual organizations (Rashid & Ahmad, 2013). Gowen II 

and Johnson (2011) find that BPI deployment in different stages of organizational 

change trigger the increase of competitive advantage.  

 

Schenkel et al. (2019) highlight that process improvements represent an important 

source of growth and profitability of small and medium-sized enterprises (SMEs). 

Large companies are more likely than SMEs to implement the initiatives of BPI, but 

the SMEs would as well benefit of adequate implementation of these initiatives 

(McGovern et al., 2017).  Iqbal et al. (2016) find process improvement to be critical 

for enhancement of SMEs business success. When launching any BPI initiative, the 

support of top management stands out as one of the more significant success factors, 

which is especially important for SMEs and micro enterprises where the owner is the 

manager and has decisive role in implementation of any management initiative 

(Manfreda et al., 2014; Demirbas et al., 2011). The issue of improving business 
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processes in the clothing industry is addressed by Slović et al. (2015) who develop a 

model of continuous process improvements that starts with analysis and design, 

continues with improvement, after improvement followed by verification and, of 

course, production line management. 

 

3. Human resource management as a factor of business process improvement 

 

Human resource management (HRM) refers to planning, finding, training and 

retaining a skilled workforce (Kahrović et al., 2020). It becomes crucial part of 

managerial activities, as it is aimed at insuring continuous development, achievement 

of business goals, but as well the motivation and satisfaction of needs and retention of 

competent human resources (Karabašević et al., 2016). This means that HRM realizes 

its impact through different mechanisms such as recruitment, job design, learning and 

development support and compensation and rewards (Jørgensen et al., 2007).  

 

Role of people is identified as one of the critical factors of success or failure of BPI 

initiatives. That is why the training of staff for implementation of this kind of 

improvement initiatives is necessary in any type of organization (Börner et al., 2012). 

Knowledge and skills of employees are considered as basic resources that are 

necessary for BPI (Seethamraju, 2012). Johannsen and Fill (2017) highlight that the 

participation of employees in BPI projects is important because they possess the 

knowledge on potential problems and subsequently transform that knowledge into 

solutions. Their importance lies in their abilities to achieve goals set by their 

organizations by implementing the appropriate activities within business processes 

and providing value added products and services (Avakumović & Avakumović, 

2019). 

 

Rosemann and vom Brocke (2015) characterize human resources as one of the core 

elements of business process management. Bhatti and Ahsan (2016) find that HRM 

practices, in global softer development environment, have positive impact on process 

improvement initiative. Within one of the more recent study authors Sardi et al. (2020) 

find that some SMEs consider HRM to be a key factor when it comes to the 

improvement of business performance.  

 

4. Business processes of textile and clothing industry MSMEs 

 

Processes of textile and clothing industry can be differently divided into groups. 

Fleacă and Purcărea (2014) state that, regardless of size, there are three main groups 

of processes: group of production processes, group of new product development 

processes and group of marketing processes. Production process represents a key 

process of manufacturing organizations within textile and clothing industry, and it is 

composed of large number of components (Chen et al., 2014; Paunović et al., 2019). 

Many operations of the production process within MSMEs are difficult or expensive 

to automate, manual work is still present in tasks such as creating, constructing, 

modeling, grading and fitting cut images, which in addition to long working hours of 

sewing machine operators makes this process labor intensive (Taplin et al., 2003; 

Gašović & Ćurčić, 2018; Sarder et al., 2006). New product development process 

represents a creative process that consist of sample measures check, material type 
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check, analysis of production details, as well as fitting, appearance and comfort of new 

product (Powell & Cassill, 2006; Bye & LaBat, 2005). Group of marketing processes 

is focused on definition and satisfaction of consumer’s needs (Utkun & Atılgan, 2010). 

In conditions of limited resources, as it is the case within MSMEs, it is necessary to 

identify the ways in which it is possible to achieve wanted business results (Makedon 

et al., 2009). As Tudor (2018) stresses SMEs, as well as micro enterprises, face a 

turbulent business environment to which they are sensitive due to limited resources 

and challenges in relationships with their stakeholders. Business improvement 

initiatives, including BPI, should therefore take into account the specifics of business 

processes in line with the industry and the size of the organization. 

 

5. Research methodology 

 

Human resources are actively involved in the functioning of business processes, and 

as these resources are limited in MSMEs, managing them represents a significant 

research subject, especially in relation to the possibilities of improving business 

processes in conditions of limited human resources. The main goal of the research is 

to assess the impact of HRM on BPI of MSMEs in textile and clothing industry of 

Southern and Eastern Serbia. Accordingly, 210 respondents employed in MSMEs in 

the textile and clothing industry participated in the research. In order to adequately 

analyze the impact of HRM on the establishment of continuous BPI in the considered 

group of organizations, a questionnaire was formed consisting of part of general 

questions and two subscales that form a scale for assessment of the impact of HRM 

on BPI. The items of the subscales are graded on a five-point scale, with a score of 1 

indicates strong disagreement and a score of 5 indicates absolute agreement. The first 

subscale is made up of claims related to the HRM in line with the focus on business 

processes, while the second consists of claims related to BPI activities. Such a 

structured scale for assessing the impact of HRM on BPI is motivated by scales used 

in previous research to analyze process orientation, establish business process 

management practices and improve business processes (McCormack, 2001; Bosilj-

Vukšić et al., 2008; Škrinjar & Trkman, 2013; Dobrosavljević & Urošević, 2020). 

Table 1 presents a scale according to which the defined impact is tested based on 

responses of employees in MSMEs of textile and clothing industry of Southern and 

Eastern Serbia.  
 

Table 1. Scale for the assessment of impact of HRM on BPI in textile and clothing 

industry MSMEs 
 

Subscale title Code 

Human resource management HRM 

Human resources are continuously learning on job. HRM1 

Human resources are prepared to use methods and techniques for BPI. HRM2 

Human resources are prepared to manage new or improved business 

processes. 
HRM3 

Human resources are reliable and achieve the goals of business processes. HRM4 

Recognized effort of human resources gets rewarded. HRM5 

Business process improvement BPI 

Top management is actively involved in BPI efforts. BPI1 

BPI and redesign are often subject on the management meeting. BPI2 
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BPI plans exist and they are driven by customer and operational strategies. BPI3 

Performance results are used to set the improvement goals. BPI4 

Customer feedback is used for systematic improvement of internal 

processes. 
BPI5 

 

Source: McCormack, 2001; Bosilj-Vukšić et al., 2008; Škrinjar & Trkman, 2013; 

Dobrosavljević & Urošević, 2020 

 

Gathered responses are statistically processed using the SPSS 20 program for 

statistical data analysis (Arbuckle, 2011). The general assumption that needs to be 

tested within research steps is that HRM represents a factor of strong and positive 

impact on BPI. First of all, analysis of descriptive statistics provides the insight into 

the general information about the respondents, such as the size of the organization in 

which they work, their position and gender. After the analysis of group of general 

question, the reliability and internal consistency of the scale and each of the subscales 

is performed using Cronbach’s Alpha coefficient (Taber, 2018). After the reliability 

analysis the descriptive statistic of all items of the scale is provided. In order to achieve 

the research goal and analyze the impact of HRM on BPI the items of each subscale 

are transformed to create two variables: HRM and BPI variables. This transformation 

is done using the compute variable option within SPPS. Computed variables present 

the mean values of each subscale and the descriptive statistics is also provided upon 

transformation. The scatter diagram is constructed and correlation analysis between 

two transformed variables is then performed, to provide the insight into the strength 

and direction of a relationship between them (Greasley, 2007). As a final step that 

leads to the answer about the defined impact, the regression analysis is performed 

(Manasijević, 2016). ANOVA test within the regression analysis tests the null 

hypothesis (H0) that the determination coefficient R Square in observed set is equal to 

zero i.e., that the linearity doesn’t exist. Based on the results it is possible to provide 

the answer to the general assumption of the research and to achieve the research goal.  
 

6. Research results 
 

Using the descriptive statistics analysis, the first part of the questionnaire, dedicated 

to the general questions is assessed. Analysis of descriptive statistics provides the 

insight into general information about the respondents. Among 210 respondents there 

is 149 from micro, 48 from small, and 13 from medium enterprises. Regarding the 

respondent’s position, 43.3% is in a managerial position or is the owner, 12.9% works 

in sales and 43.8 works in production. Within the sample there is 84.3% of female 

respondents and 15.7% of male respondents.  

Internal consistency and reliability of formed scale and its subscales HRM and BPI is 

assessed using Cronbach’s Alpha coefficient. The obtained values are presented 

within Table 2.  
 

Table 2. Reliability of the scale and associated subscales HRM and BPI 
 

Subscale Number of items Cronbach’s Alpha 

HRM 5 0.869 

BPI 5 0.852 

Total scale HRM-BPI 10 0.920 
 

Source: Author’s calculation based on SPSS 20 



The impact of human resource management on business process improvement: an analysis 

within the MSMEs of the textile and clothing industry 

 

BizInfo (Blace), 2020, Volume 11, Number 2, pp. 19-32 25 

Proposed cutoff value of Cronbach’s Alfa coefficient, that is often used to determine 

the reliability of measurement scale, is 0.7 or 0.75 (Christmann & Van Aelst, 2006; 

Bjertnaes et al., 2011). This means that the values presented in Table 2 indicate a high 

level of reliability of the subscales as well as the overall scale for measurement of the 

impact of HRM on BPI.  

 

Each of the items of the scale is assessed using descriptive statistics analysis, as 

presented in Table 3.  

 

Table 3. Descriptive statistics of scale items 
 

Item Mean Std. Deviation 

HRM1 3.4619 0.88094 

HRM2 3.2667 0.92044 

HRM3 3.1667 0.96138 

HRM4 3.5524 0.82984 

HRM5 3.3667 0.88789 

BPI1 3.8000 0.91662 

BPI2 3.0905 0.97156 

BPI3 3.3810 0.93195 

BPI4 3.6476 0.85259 

BPI5 3.4571 0.88072 
 

Source: Author’s calculation based on SPSS 20 

 

According to the presented mean values, within the Table 3, respondents demonstrate 

the highest level of agreement with the scale item BPI1 (3.8000), which refers to active 

involvement of top management (manager or owner) in efforts towards successful 

BPI. As descriptive statistics in earlier steps of analysis showed, a large number of 

respondents is in a managerial position or is the owner. Besides, the items that are 

rated with values above 3.5, i.e., with which the respondents agree are also BPI4 

(performance results are used to set the improvement goals) and HRM4 (human 

resources are reliable and achieve the goals of business processes). The lowest level 

of agreement is with the scale item BPI2 (3.0905) which refers to addressing BPI and 

process redesign regularly on the management meetings. This means that this item is 

the least represented in MSMEs of textile and clothing industry of Southern and 

Eastern Serbia.  

 

Next step of this research implies transformation of each subscale items into variables. 

Transformation is done using the compute variable option within SPSS 20 program. 

Using this option new variables are derived by calculating the mean value of each 

subscale. This provided variables HRM and BPI. Table 4 provides the descriptive 

statistics of transformed variables.  

 

Table 4. Descriptive statistics of transformed variables HRM and BPI 
 

Variable Mean Std. Deviation 

HRM 3.3629 0.72676 

BPI 3.4752 0.72221 
 

Source: Author’s calculation based on SPSS 20 
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In order to advance to the final step of the research and test the defined hypothesis, 

the scatter diagram is constructed and presented on Figure 1, and the correlation 

analysis of the transformed variables is performed and presented within Table 5.  

 

Figure 1. Scatter diagram 

 
 

From the scatter diagram presented on the Figure 1 is visible that the correlation 

between two observed variables is strong and positive. As the linear connection is 

present Pearson correlation coefficient should be reported. Pearson correlation 

coefficient presents the measure of the strength of the relationship between two 

variables (Xu & Deng, 2017). 

 

Table 5. Correlations 
 

 HRM BPI 

Pearson Correlation  1 0.808** 

HRM Sig. (2-tailed)  0.000 

Pearson Correlation 0.808** 1 

BPI Sig. (2-tailed) 0.000  

N 210 210                
 

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

Source: Author’s calculation based on SPSS 20 

 

Based on the presented value of Pearson correlation coefficient it can be concluded 

that the strength of correlation is high. The coefficient of 0.808** is a positive number, 

which implies that the variables HRM and BPI are directly related (Mukaka, 2012).  
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The final step of the analysis implies the use of regression analysis. Regression 

analysis represents the method which provides the prediction and assessment of one 

of one phenomenon in relation to another (Manasijević, 2016). In this way the 

assumption HRM represents a factor of strong and positive impact on BPI is assessed. 

The results of performed regression analysis are presented in Tables 6-8. 

 

Table 6. Model summary 
 

Model R R Square Adjusted R Square 
Std. Error of the 

Estimate 

1 0.808a 0.653 0.652 0.42626 
 

a. Predictors: (Constant), HRM 

Source: Author’s calculation based on SPSS 20 

 

Table 7. ANOVAa 

 

Model 
Sum of 

Squares 
df Mean Square F Sig. 

1 Regression 71.218 1 71.218 391.963 0.000b 

 Residual 37.793 208 0.182   

 Total 109.011 209    

a. Dependent Variable: BPI 

b. Predictors: (Constant), HRM 

Source: Author’s calculation based on SPSS 20 

 

Table 8. Coefficientsa 

 

Model 

Unstandardized 

coefficients 

Standardized 

Coefficients T Sig. 

B Std. Error Beta 

1 (Constant) 0.774 0.140  5.547 0.000 

 HRM 0.803 0.041 0.808 19.798 0.000 
 

a. Dependent Variable: BPI 

Source: Author’s calculation based on SPSS 20 

 

Based on the presented results, the equation of the linear regression reads: 

BPI=0.774+0.803(HRM). The ANOVA table presents the results of null hypothesis 

testing, which reads that the determination coefficient R Square in observed set is 

equal to zero i.e., the linearity doesn’t exist. As the value of F statistics is 391.963 and 

the realized level of significance (Sig.) is 0.000, which is lower than 0.01, the null 

hypothesis about the non-existence of linear connection between HRM and BPI 

variables is rejected, and the statistical significance of assessed linear model is 

confirmed. The percent of the variation of BPI is explained by variations of HRM is 

0.653, therefore there is 65.3% of variation.  

 

According to the results of conducted analyses, the general assumption, which is: 

“HRM represents a factor of strong and positive impact on BPI”, is confirmed. Based 

on that, it can be concluded that better HRM activities lead to the more successful BPI 

initiatives in MSMEs of textile and clothing industry in Southern and Eastern Serbia, 

according to the answers provided by employees.  
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7. Conclusion 

 

Using the SPSS software package for statistical data processing, data from a sample 

of 210 employees in MSME organizations of the textile and clothing industry of 

Southern and Eastern Serbia were processed. The research points out that respondents 

agree that the owner/manager is actively involved in efforts to improve business 

processes, that the results of the achieved process performance are used to set a new 

set of targeted performance, and that employees are reliable and can be counted on in 

the implementation of BPI initiatives. The transformation of items from the subscale 

into two variables whose influence is being examined, variables HRM and BPI, was 

performed. A positive and strong correlation between these variables was established 

and then the pre - defined basic assumption of the research was examined. Assumption 

that HRM represents a factor of strong and positive impact on BPI in textile and 

clothing industry MSMEs is confirmed. This result also confirms that the importance 

of adequate HRM practice is recognized. Future research is going to be focused on 

more detailed analysis of influence of established characteristics of MSME within the 

textile and clothing industry such as limited resources and work intensity on the 

application of business practices and various business initiatives, and the development 

of an adequate model for solving possible problems in implementation, which may 

arise from these characteristics. 
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