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Abstract. This study is aiming at exploring and analyzihg telationship between the three dimensions of
Business Re-engineering Processes (OrganizatianistBral, Procedural and Technological) (BPR) and
the three aspects of employees' performance (kdgeeskill, and attitude). The main results of thisdy
have revealed that there is a positive, strong, sigaificant relationship between the BPR dimensiand
employee performance. It also indicates that thera statistically significant effect of the BPRn@insions

on the employee’s performance.
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1. Introduction

BPR concept first emerged during the decade oP@%e It was defined as “essential rethinking with a
radical redesign of business processes to achiemsiderable improvement in the main contemporary
measures of performance, such as cost, qualityiceerand speed,” [1]. It has been considered @saage
in management program, of improving efficiency toé tmajor processes throughout the implementation of
some new approaches of modifying or/and eliminativeynon-value adding activities to renewing preces
structure, organizational culture, improving theliy of services and reducing work time [2], [Bl].

Willmott, [5], has stated that markets arénessing essential changes that need an adaption of
modern technologies particularly in terms of prdout operations, traditional innovation process
maintain a level of mass production of goods amdises to satisfy the global market demand. If besses
do not adopt programs for changing their old systepolicies, and strategies, they will be out of th
competition locally and globally or even totallysdppeared [3], [6]. Childe et al. [7] argued tHhatygpes of
changes adopted by a firm are customer satisfattiens aiming at pleasing, aiming at pleasingaating,
and retaining the firm's customers. Furthermorecoemaging and bolstering innovation activities to
reinforce the firm's competitive position and erisgrefficient use of advanced technologies are rothe
reasons for organizational chang&escording to this direction, some other companiedertake changes to
assure quality enhancement and cost reduction.
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On the other hand, very few firms adopt changesatoy out a re-engineering program that leads to an
expansion of products and services diverdipazzo, [8], field study results have indicatedttbasiness
environment has been changing rapidly, which hgedicompanies to change their operating methots to
able to meet customer expectations and maintain skhevival. Many other studies were focusing oe th
importance of the strategic dimension of the reigg®ying process [3], [9], [10], [11].

Some other studies were focused on the irapoet of the strategic dimension of the re-engingeri
process [12], [13]. Chan and Choi [14] study araceoned with the importance of linking BPR programs
with the vision and strategic objectives of theamigation. According to that, a group of researsheas
interested in linking BPR to dramatic of the orgaion's competitive position [3], [15]. As traditial
administrative methods have become inappropriatehfocurrent working environment, in terms of gair
tactics, therefore many contemporary business argéons have been highly concerned about the
efficiency of their operations [16], [17], [18]. Zchi and Edwards [19have investigated a group of
organizations that were implementing BPR prograheiiTmain objective was to explore how the proadss
changing the role of a manager was handled. Jahiphkghted the impact of value-related information
operations managers' decisions, of suppodingdesigning process [20]. Box and Platts [&it]sidered the
BPR as an administrative approach which includegr@p of mechanisms for improving the way
organizations is operating. It is a facilitatinganefor improving managers’ competitiveness capidsliby
implementing several related strategies. Negledtiegemphasis on employees has been consideratkas o
of the main reasons for the unsuccessful implentientaf BPR system [22].

This neglecting is also led to a failure e fprocess of implementing a reengineering. Zuaaohli
Edwards, [19], believed that an organization's employees are the essekéigs for a successful
implementation of any new BPR procedures, processemodify organizational structures. It might be
relevant to mention that the likelihood for a sigsfal application of any type of technological agsament
suitable for the organization’s working environmistally depends upon its employees. Based onghdts
of the previous studies, it can be concluded tloavincing qualified employees and equipped them by
required skills, experiences, and relevant teclgicdd support would be a critical criterion for an
organizations success. In other words, the reeagideprocesses cannot be successfully implemented
without the presence of skillful, experienced, cetept and empowered employees. BPR also requires a
general review of each individual process, indigidworker, and their activities using value and kfiow
analysis. Thus, business organizations need toigmosn innovative means to maintain sustainable
professional development of their employees, fangxe; the business organization needs to traim the
employees on the intensive use of information tetdgy and computer networks to replace the papéswor
by an electronic work procedure especially in tegeloping countries. In this context, many redeers
have emphasized the importance of measuring wop@rfermance related to the implementation of BPR
which should be followed by the introduction of apgriate modifications in the incentive and reward
system to be in parallel with a successful impletagon of BPR [16], [23].

2. Literature Review

2.1 Framework of BPR & Employees Performance

Business Processes Re-engineering (BPR) is a iptaffir wide change focusing on the core processes
of an organization. Poirier and Walker [24] and dl#s [25] have pointed out that BPR is a fundanienta
rethinking and a radical re-design of an organiwatiperations to achieve a super-intuitive improastin
the governance standards such as cost, qualityceeand speedy delivery. Harvey and Brown [26ka®d
that BPR depends on re-examining and evaluatingach process related to its effects on the company

6



— ISSN: 2247-6172

4 Ny ISSN-L: 2247-6172

R F@Z R Review of Applied Socio- Economic Research
(Volume 17, Issue 1/2019), pp. 5- 17

URL: http://www.reaser.eu

e-mail: editors@reaser.eu

customers to achieve a significant leap in thel jptgaformance. BPR can be viewed as an operatignall
oriented process that directly linked with prodaod customer, as well as; it is actually a managéme
oriented process that primarily based on orgamimatesourcedn general, the main sake of a BPR is to
achieve the desired level of efficiency in all orgational processes and tasks by using means of
assembling, shortening, and redesigning that aliagithe currently used traditional methods. Barfiy]

has stated that the concept of BPR is actually dimguon customers through a restructuring of variou
organizational processes. The main requirement8RIR implementation include organizational struetur
re-design, providing high technological capability;reasing the effectiveness of completion proegsand

an overall improvement of quality standards [28].

Management commitment, availability of IT infrastiure, effective training programs for employees,
and enough financial resource all have been coridas the most important factors for a successful
implementation of BPR [29]. Anand et al., [30] aeduthat the implementation of a BPR, can be
accompanied by a deep analysis of business pracasdesystems, and periodically expand the orgtmiza
database to maintain the redesign capacity. Guaesekand Kobu [31] have plainly determined BPR
requirements according to the suggested modelithey developed (organizational restructuring, bienav
changes, information technology). It might be readde to suggest that BPR is one of the modern
development approaches directed towards a reainsticambitious improvement covering all performance
facets, particularly service, productivity, custensatisfaction, quality, and fast completion of w¢82].
Therefore, this study has considered BPR as annégtnaitive approach based on the use of a set of
structural, technical and procedural processesiiid b broad changing platform covering all typésie
organizational tasks and smoothing out the impram@mf employees' performance.

2.2 BPR implementation Requirements
The main requirements for BPR implementation by #&uginess organization are the following:
organization’ structural, procedural factor, tedogecal factor

2.2.1 Organization’s Structural

The researchers have emphasized the importan@rgfng out changes on the organizational structure
to satisfy BPR implementation requirements. Cagyoat an organizational structure changes is agnéis$
step for a successful implementation of BPR progrgdf [10], [24], [27], [28], [30], [33], [34], [8], [36].
The existing unstable business environment requaefliexible organizational structure to maintain
cooperation and coordination between all admirtisgaunits. This will also facilitate the transfoation
toward work teams as an effective method of dougjriess, shortening the time for transactions cetiqgpi
time, enhancing employees' performance level, bapservice delivery, and that will consolidate the
competitive advantage of the firm. Hence, this sirtdevelopment would urge managers to dispense
traditional organizational structures. Besides dhallenges of the intensive competition, the copiarary
organizations working environment is characterizgds volatility, fluctuations, and uncertaintyhdrefore,
to maintain their competitive advantage, businggarizations need to rethink about the flexibiltifytheir
organizational structure. To assure a high levebrghnizational performance, employees’ and custeme
welfare must be taken into account weight whengiéisg the organizational structure [37].

2.2.2 Procedural Factor

The adopted administrative and regulatory procedtoeprovide all the required resources for running
the business should be compatible with the expesite@tions that emerge during BPR implementation
phases. It is incorrect to state that a changecwngpany's internal procedures and practices rer@guisite
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for achieving the intended innovation and growth][Business organization senior management shmeild
called on to adopt appropriate methodologies foidaating a change in their business activitiessponse

to the needs of the environmental changes or tieenial needs of their organizatioi38]. Business leaders
need to consider the internal environment of thes in the light of their external environmentslie able

to adopt the appropriate procedures and take theseary actions during the stages of BPR implertienta

It might be serviceable to mention that many redesns have individually addressed and analyzed the
implications of this dimension in their studiesn®ostudies have focused on some other dimensiahsasu
the commitment and support of senior managemedateceworking environment, and organizational aaltu
capable of absorbing change, [29], [33], [34], [33]].

Salimifard et al., [35], and Ahmad, et al., [34yaed that providing adequate financial resourcesis
important element for ensuring a successful implaaten of BPR across the organizations.

Anjali and Dhruv [40] have suggested that the rgegying process is a radical change that causds wo
resistance. Organization's work procedures thactyr impact customers and employees need to berund
the focus of top management. To meet the intenggdication level of these procedures, management
should encourage an employees’ participation itingebrganizational objectives, adopting an empésye
empowerment procedure-in-place, enhancing workdhs,sability, and creativity. The implementatiaf
BPR should be in parallel with an enlightening esee plan targeting the newly established procesglur
the adoption of new policies, to rise the levelemhployees' assimilation of training programs and to
encourage teamwork practices.

2.2.3 Technological Factor

Generally, technological factor includes the adoptiactivation, and usage of advanced communication
technology and networks to accelerate and actih@eommunication with customers in solving thesues
promptly. As a distinguished approach, BPR is usecteate an efficacious computer-based systemtable
facilitate the management of supply chain tracégbaith ensuring a flow-in for all types of inforation
[41].

Organizations usually handle a great amount of dathinformation during their daily operations [42]
Besides the task of accelerating the data proapsgiarations, information technology is also exiaguthe
integrating of operations to minimize errors andphiaving organizationproductivity [29], [43], [44].
Moreover, modern organizations have capitalizedr timeredible technological development to increase
their productive capacity and improve the qualifytleeir outputs .The macro-environmental forces viz
technological, political, economic factors, ete@ among the major challenges facing contemporasinbses
organizations. The macro-environmental forces tdzhnological, political, economic, etc. are amaing
major challenges for contemporary business orgaaim [30]. The current advancement in the field of
information technology has made the possessionaaferm IT as an imperative action has to be taken by
business organizations to acquire the latest ptamuand communication equipment and to attain emgst
in term of optimizing their utilization .So, seawyi the intended expertise through technology-degend
learning and training program is a necessary stefhé successful implementation of a BPR program.

2.3 Employees Performance

Neglecting the human being side will definitelyde® the failure of the BPR implementation program
[45]. Champy [46] have suggested that employeesldhm longer be paid according to the old tradiio
way. In sated, employee's compensation should corsumate their performance, and their role in cnggati
value-added [1], [47]. Due to a changing organaredl structure, the executing of a BPR requiresaext
information about the effective ways for providivegjuable feedback oemployees’ performance [48].
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Apart from that, adopting a BPR usually leads tyamatic change in the style and modes of opemsation
across the organization [49]. This dramatic chamggires adequate and constant executive management
support to meet the desired performance le@ehtemporary organizations need competent emplagees
realize the re-engineering strategies, implemedtfadilitate change processes in their operatid8 [50].

Ivan [51] stated that to achieve organizationallggaawould be very important for employees toliza
the priorities of their daily activities and praas. Since employees’ performance represents afityacr
program implementation, to pursue organizationgkalves, therefore, the behavior of all individuaind
teams must be directed towards the accomplishnfehbee objectives and maintaining an enhancentfent o
organization competitive position which must keeer a very effective, and efficient, monitoringstgm.
In fact, managers and employees are primarily attednle for identifying the gaps of competency leweadl
objectives formulation process of their organizagido be in line with the main organizational gos
ensure performance improvements that lead to aisable increase of organizational productivitymight
be necessary to criticize what has been investigayeall studies mentioned above regarding the egtnc
importance, and implementations requirements oPR.Brirst of all, we must admit that Business Psees
Re-engineering is a must according to the natureusfcurrent environment. A change has become a
compulsory action has to be taken by all orgardpaiin general and business organizations in paatida
ensure its survival. All that has been investigdigdhe previous studies is partially correct besesitiis one
dimension-focus. A very necessary primary stepaf@uccessful implementation of BPR by any business
organization is the conducting of a SWOT analysismbke the leaders and management team aware about
the nature of the internal and external environsientompany operates in. This awareness will pesgiti
affect all the following actions, such as buildiptans, formulating objectives, determining resosyce
finding funds.... etc. We must not forget thatteg summit of all what has been stated is the hubeamgy
who is the driver of the performance vehicle towiatdnded goals

3. Methodology

This study concentrates on the re-engineering efbilssiness organization’s process as a necessity to
maintain business efficiency and consolidate coitipetadvantage. It seeks to examine the relatipnsh
between a business’s process re-engineering dioven@BPRD) and employee’s performance at a group of
Jordanian public shareholding companies.

3.1. Participants

All the managers of the 14 Jordanian companies rustledy (the Jordanian public shareholding
companies) were targeted by this study based orHthman resources department’s records. The main
characteristics of the study sample are portraygdable (1). This table shows that 83.75 % of the
participants are male, and 16.25 % are female.r#jerity of the sample is bachelor holders (65 %)lev
the lowest percentage is that of the Doctoratedrsld3 %). In term of tenure, it was found tha236% of
the sample have a service of 16--20 years ancerin bf age, about 32% of the participants are Sitsye
Table (2) illustrates the questionnaires distrilmutand percentage of return by the company.

Table 1: Sample Characteristics

1=

Description| Category FrequenclyPercentage 9
Male 67 83.75
Sex Female 13 16.25




— ISSN: 2247-6172

4 Ny ISSN-L: 2247-6172

R F@E R Review of Applied Socio- Economic Research
(Volume 17, Issue 1/2019), pp. 5- 17

URL: http://www.reaser.eu

e-mail: editors@reaser.eu

Total 80 100%
Diploma 12 15
Bachelor 52 65
Education Master 13 16.25
Doctorate 3 3.75
Total 80 100%
30 — 35 Yearg 19 23.75
36 — 44 Yeard 11 13.75
Age 45-50 Yeary 24 30
51 ---- Yearqg 26 32.5
Total 80 100%
3 -9 Years 8 10
10 — 15 Years 21 26.25
Tenure [ 16 -20 Years 29 36.25
21--- Years 22 27.5
Total 80 100%

3.2. Study Hypotheses
Hol: There is no statistically significant collegti effect of Business’s process re-engineering
dimensions on employee’s performance elementsatdtdanian public shareholding companies.

Ho2: There is no statistically significant relatstip between Business’s process re-engineering and
employee’s performance at the Jordanian publicettwdding companies.

3.3. Data collection

To collect the required data, a three parts quaséime was designed, its statements were formylated
and then it was evaluated, refereed, modifiedetkdinalized, and distributed to the sample indlinls. The
first part was assigned to the participant's deraphic information. The second part was concerndld wi
measuring the independent variables, while thel thart of the questionnaire was related to the gt
variable measurement. The Likert five scales measent was used to quantify the participant’s respda
the questionnaire’s statements. One hundred fogtipnnaires were directly handed to the partitipéall
managers at the 14 Jordanian companies under shydyhe researchers. Eighty questionnaires were
correctly filled in and returned (57.14 %) which reeused to conduct the intended statistical tests a
analysis. Table (2) illustrates the distributiortled questionnaire and return by the company.

To classify the importance of the study variablB8®R Dimensions and employee’s performance
elements) according to the respondent’s opiniohs, averages and the standards deviations for these
variables were calculated. Correlation coefficianalysis and multiple regression tests were exdciae
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independent variables on the dependent’s ones.

Table 2: Questionnaires Distribution

Company Name Number of Number of % of
Questionnaires| Questionnaires Questionnaires
Distributed Return Return
1-General Company for 10 6 60
Mining
2- Arabian Aluminum 10 6 60
Manufacturing Company
3- Jordanian Phosphate 15 8 53.3
Mines Company
4- Jordanian Wood 8 5 62
Industries Company
5- Jordanian Cement 10 7 70
Factories
6- Arabian Potash 15 7 46.6
Company
7- Jordanian Iron Compan 9 6 66.6
8- National Aluminum 8 5 62.5
Manufacturing Company
9- Magnesia Jordan 7 4 57.1
Company
10 Jordanian Petroleum 10 5 50
Refinery
11- National Steel 10 6 60
Manufacturing Company
12- Paper and cardboard 10 5 50
factories
13- National Chlorine 8 4 50
Manufacturing Company
14- National Steel 10 6 60
Manufacturing Company
Total 140 80 57.14

4. Results Discussion & Conclusions

4.1. Results Discussion

To classify the study variables (BPR Dimensionisg averages and the standards deviations for these
variables were calculated. Table (3) portrays #sailts of this analysis, which indicate that treht®logical
dimensions and the skills element were the topimnkvariables according to the participant’s
classifications. Correlation coefficient analysigdanultiple regression tests were executed to iigetite

11
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Table 3: Respondent Classification of independadt@ependent Variables

Independent Variables Mean Standarg Ranking Importance
deviation level
Organizational structure 2.23 0.673 2 Low
Procedural 2.11 0.540 3 Low
Technological 2.51 0.740 1 Medium
Total 2.28 0.570 Low
Dependent Variables Mean Standarfl Ranking Response
deviation level
Knowledge 2.22 0.51 2 Low
Skills 2.32 0.94 1 Low
Attitudes 2.13 0.76 3 Low
Total 2.22 0.62 Low

Table (4) portrays the correlation testing resultsese results have indicated that the BusinesseBso
Re-engineering (BPR) Dimensions are collectivelghhi, positively, and significantly correlated with
employee’s performance. Where the correlation @oefft value is (0.858) and the determinant cordfit
is (0.736) at 0.000 level of significance with adited F value = 59.741 against (3.960) tabulatalbe.
These results mean that employees’ performandeeatdmpanies under investigation is strongly cateel
by Business Process Re-engineering (BPR) Dimensamdsa change of one unit of these dimensions
collectively will interpret about 70% of the chanigethe level of employee’s performance change.s€he
results confirm that the first null hypothesis (Hdhere is no statistically significant collectiedfect of
Business’s process re-engineering dimensions onogegis performance elements at the Jordanian @ubli
shareholding companies.) should be rejected andlthmative hypothesis should be accepted.

Table 4: The Correlation between Business Processrigineering (BPR) Dimensions and the Employee’s

performance
Average
D
Source of Total egfrees number R2 F F
of R Calculated | Tabulated] Level of
change squares| freedom .
squares Sig.
Df MS
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Regression 6.789 3 6.786
Error 5.740 76 0.076| 0.858 0.736 59.741 3.96 0.00d
Total 12.527 79

In term of examining the impact of Business Prodessngineering (BPR) dimensions on Employees
performance regression analysis was conducted wthereresults of simple regression and stepwise
regression analysis are presented in tables (5. &&@)le (5) results ensure that the organizatistralcture
dimension of Business Process Re-engineering (BRR)a significant appositive impact on employee’s
performance at the 14 investigated companies a8l value is (0.488) at (0.002) level of sigrifice
with 4.988 calculated T value against (1.99) tatmadeone. Table (6) results point out that orgaiopaf
structure dimension has the best impact among &bsiness Process Re-engineering (BPR) dimensions o
Employees performance at the 14 companies wheBeits value is (0.712) at 0.000 level of significand
(0.501) value of R2. These results are clearly ssggl the second null hypothesis (Ho2: There is no
statistically significant relationship between Bwess’s process re-engineering and employee’s pasfure
at the Jordanian public shareholding companiesjdbe rejected, and the alternative hypothesidsiaebe
accepted.

Table 5: The impact of Business Process Re-engnpéBPR) dimensions on Employees performance

Unstandardized
T
Dimensions of the coefficient T _
, _ Beta Sig R2
independent variable Standard Tabular
B Calculated
error
Constant 1.023 0.312 2.332 0.002
Organizational
0.271 0.092 0.488% 4. 988 0.092
structure 1.99 0.597
Procedural 0.32( 0.062 0.1%5 5.981 0.907
Technological 0.304 0.076 0.311 2..307 0.qo0

Table 6: The stepwise regression of Business PsdResengineering (BPR) dimensions against
Employees performance

Dimensions Unstangrdlzed Stand'a'rdlzed R R? Sig
coefficients coefficients
Standard
p Error B

13
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Constant 1.779
S 0.244 0.000
Organizational | 0.523 0.059 0.712 0.712 0.501 0.000
structure
Constant 1 4 150] 0.201 0.000
Organizational | o 55| 5 g 0.530 0.762 0.580 0.000
structure
0.310| 0.086 0.326 0.001
Procedurals
Constant
1.015| 0.284
o 0.000
Organizational
0.345| 0.299 0.492
structure
0.773 0.689 0.000
0.312 0.076 0.293
Procedurals
0.000
_ 0.305| 0.102 0.241
Technological

4.2. Conclusions

The above-discussed results have plainly indictttat business process reengineering has a positive,
strong, and significant relationship with employepérformance at the 14 Jordanian companies uha#y. s
That might be due to the modernization of the oigional structure that conducted by these congsaimi
response to the huge and rapid environmental clsaegpecially in the field of IT and its applicai$o The
organizational structure impact on employee’s permce must urge the management teams of these
companies to pay extra attention to the possibilftgonducting a periodical program for re-designiheir
company’s organizational structure. The naturethair business imposes on them the use of new
technologies and systems to keep their companiésok and maintain the intended level of satigfactor
their customers, and stockholders. Company goodltseaneeting its goals, its success, and having a
distinguished competitive advantage is all the poba@f organization employees. That means thatsanbss
organization needs to satisfy and qualify its emppés. Employee’s satisfaction would achieve throadgir
compensation system, good working conditions, amdhdnitarian organizational culture. Qualifying
employees need sustainable training programs tbaide them with the necessary skills to make tlate
to handle the new technologies, systems, methodsjevises.

It might relevant to suggest that managerntesins of the Jordanian public shareholding comgaanie
called to maintain a sustainable acquisition ofupdated IT means and systems by adopting a regdlarl
based business re-engineering policy to ensurencous improvement of their employee’s perforneanc
a high level of efficiency, good return and straognpetitive advantage.
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