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Abstract

The purpose of this research study is to find thpact of organizational resistance to change on BPR
implementation. This paper proposed that Humaneelactors, Organization related factors and &intng are
responsible for explaining the organizational masise and have a positive impact on the succeBP&
implementation. A questionnaire survey is condudtethe State Bank of Pakistan where BPR is dote T
results have shown that explanatory factors infleethe BPR implementation up to 65.7% and have a
significant and positive impact on the latter. Wihilea human related factors and organizational facice taken
care of, and proper IT training is given to the &ypes, it helps the organization to manage anigteexe
coming up with a change process, and hence itteeisuthe successful implementation of BPR.

Keywords: Business Process Reengineering, Organizationastaase, Change, Organization Related Factors,
Human Related Factors, IT Training.

Introduction

An organization is made up of some behaviors. Thesede individual behavior and their performanttes
nature and working of groups, the social structames the organizational design, the attitudes andgsses in
adopting the changing conditions (Chaneta 201Qjafiizations go for redesigning their work processesder

to cope up with the dynamic business environménis b big challenge for the organization to mantge
resistance arising from within the organizationtlsat the new process can be best implemented (Ferad
Herald 2004).

Business process reengineering is an approach dewelranging the traditional methods of working and
redesigning the process workflows in an efficient affective manner. A new business process callsaf
change which is always welcomed with resistancanimrganization. There can be many factors resplenfer
such a reaction but here in this study the focumisiuman related factors, organization relatetbfacand the
impact of IT training and their role in explainingrganizational resistance and its impact on BPR
implementation.

This research is an attempt to provide an insighexplaining the impact of factors responsible foe
implementation of business process reengineeringnirorganization adopting a change. After reviewting
literature, some important issues regarding BPRlempntation have become evident. A descriptive ystud
carried out in Uganda tried to identify human fastoorganizational factors and possible causesiafré in
BPR implementation process (Mlay et al. 2013). Neping in view the results of that study, hypoihes
testing will be done in Pakistan’'s banking enviremnwhere BPR implementation has been partiallyedan
state level.

This research would be particularly relating thgamizational resistance to change and implementati®PR.
This study is also an attempt to look into one migeeie like finding out the relationship betweerieptial
benefits of IT Training in overcoming organizatibmasistance to change and its impact on implentiemntaf
BPR. IT as being a core part of BPR cannot be gghdDeddens 2006).

For the banking sector business process reengigeisra very useful business strategy as it hasub®mers as
its focus and improves the performance to add veduthe customers. In this research study the &@bd of
Pakistan (SBP) has been targeted. The SBP BSC if@pSlervices Corporation) was established in 2B&C

is the subsidiary and the operational arm of SB& @novides banking services to the Governmentnfired
institutions and the public. The Governor of Stadek of Pakistan approved Business Process Reenigigdor
SBP and BSC which is being implemented in BSC fowjoling quality services to its stakeholders.

The work processes of SBP BSC were analyzed armsigreed for gaining efficiency and to achieve ecoies

of time. Its payroll, expenditure and Internal Mmning Units were shifted to Accounts Departmerdnir
Administration Department. The payment controllemdtion helped in achieving operational gains by
centralizing the payment system. The IT based soistincluded Oracle ERP, Globus and other software
enhance operational efficiency.

Keeping in view the above scenario, this reseaakbg into account the Impact of organizationalstasce to
change on BPR implementation i.e. different huneated factors, Organizational related factors iamghct of

IT training on BPR implementation process. The ofijes of this study are:
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a) To study the impact of human related factors wHaims part of organizational resistance on BPR
implementation in State Bank of Pakistan.

b) To study the impact of organizational related fextahich form part of organizational resistance on
BPR implementation in State Bank of Pakistan

c) To identify the effect of IT training on BPR initiges.

d) To make a contribution towards business processgieeering implementation research in Pakistan’s

corporate sector in general and banking sectoaitiqular

This fact is known and proved over the period ofetiby numerous researches carried out acrossdbe ghd
about different cultures that there are varioustagbts in the employees. If these competenciesutilieed
properly, they can play a major role in reshapimg ¢apabilities of workforce, leading to betteranigational
performance. The whole flow of the effort takes lmrp turn when a drastic change is initiated in any
organization. In result, everything needs to bengkd in order to facilitate the reengineering dffbr particular
this is a common behavior which is seen in the ankector of Pakistan specially the public settanks
where there is hardly any room for change due paticular mind set of employees. What are theaess
behind it? Why this behavior is repeatedly seerthia corporate sector in general and banking sdotor
particular? How this behavior is born? These qoastare yet to be answered by further researdiisrdbmain.
Overall, if we look at the banking sector of Pakistind research carried out till date on orgarinatiresistance
to change on BPR implementation, we can easilylodechat there are hardly any banks which havaldddo
take the plunge and have gone through extensive iBipRRmentation. The one bank which is the Statek tud
Pakistan has taken this initiative and gone throadlhthe way by fulfilling the requirements of BPR
implementation. Whatever resistance was facedetithe of BPR implementation at different levels heot
been researched till date. Also the impact it rathe whole implementation process has yet to lamtified.
Findings of this research may be communicated &deSbank of Pakistan in general and banking sentor
particular for incubating and adopting cautiousrapph before any BPR implementation initiative. tapsby
step plan of action can be drawn in the light afifng of this research. This will result in reedima in the
effort and cost of implementation process and mmeethe potential benefits of BPR initiative. Thiady is
carried out from the primary as well as secondata dources which are available on World Wide Wiéte
survey questionnaire is designed to measure sanitedi factors contributing towards organizatioresistance
to change and its impact on BPR implementation.évimphisticated and qualitative method can be greglto
study the impact of organizational resistance tange on BPR implementation in the banking sector of
Pakistan.

Literature Review

Change is an endeavor to transform the directi@igw, structure and competence of an organizatdmetter
cope up with the dynamic environment. With the pgssof time the trend has moved from focusing oarigk
alone towards the individuals experiencing the gearnhe effect of change on them and managing hihage
process (Moran and Brightman 2000, Amagoh 2008)dfoiorganization undergoing a change process, the
attitude of its people at work unveils their readis to accept the change. The new processes carbenl
implemented when the personnel welcome it warmbabse it's the individuals who will be using it eteally
(Eby and Adams 2000, Vakola and Nikolaou 2005, Athreieal. 2006).

The purpose of Organizational Change endeavorsnistiuctive but the individuals within an organiaattake

it oppressively and tend to resist it. The reasonshowing such a resistance can arise from plessibecurity,
taking change as a hurdle in freedom and needifiodfint, fear of unknown, knowledge and skill obsclence,
organizational structure and limited resourcesomnes economic implications. This resistance carebdeaed by
setting a direction, clarifying the objectives thglh communication, negotiation, participation, rirag and
support and adjusting to the overall culture anenthesponding to the possible resistance showedsby
members (Keen 1981, Pihlak and Alas 2012, Yilmak kiticoglu 2013).

The management should institutionalize the changegss and entrench the changes. To make the change
process effective and to overcome the resistane@agers should translate the change policies haadaily
operations of the organization, however it is feacyet that how to pace the change process. $esearchers
say that it should be implemented gradually on allsstale to avoid intense reactions from the memidile
some suggest that a quick implementation is beiaéfis it reduces the chances of resistance amtair®y the
employees (Fernandez and Rainey 2006).

Research by Mullen et al. (2006) and Borrero e(18182), found a strong positive relationship betwaaining

and support for organizational change. If the worké is trained well before the implementation ofiew
business process then the chances of resistingtihage are very less. Also this employee developmeuld
help an organization to gain employee commitm@ite research has found that for implementing change

187



European Journal of Business and Management www.iiste.org
ISSN 2222-1905 (Paper) ISSN 2222-2839 (Online) may
Vol.6, No.4, 2014 IIS E

process training alone is not enough. The organizatoes not achieve the desired results, unlessables
them to actively participate and communicate opéathraeder and Mike 2009).

Reengineering is a process through which an orgtiaiz undergoes a drastic change for the substantia
improvement in its core processes. The study byhifag2007) states that management support, orgaiza
support and the perceived benefits of IT actualffjuence the organizations to train their employieds skills.
Information technology (IT) symbolizing the coreopess of information flow is found to be vital fire
successful implementation of BPR. Companies neéaahpoove the IT processes by reducing the dupbcatf
data, linking together cross-functional systemsianteasing the efficiency of information flow tastomers. IT
can perform these functions to facilitate reengimgeor organizational change, only if the manageirie
familiar with the different tools of IT. The managent should also know the possible causes resigtiag
implementation of any change the organization wanotsundergo (Deddens 2006, Akhavan et al. 2006,
Asgarkhani and Patterson 2012).

A study done by Cao, et al. (2001) on BPR revdadsin holistic perspective BPR fails to deal wiitle process

of change management in totality. If we talk abolidnge management in an organization then fourstgbe
organizational change needs to be managed nameahgehn process, structure, culture, or power itligion.
BPR caters for the process change but it actuallg fo deal with other types of organizational rodpes. For
successful BPR implementation it is necessary #mtintegrated approach must be followed so that the
neglected areas can be addressed in parallel tmdting process change.

Successful BPR implementation mainly depends onngihg attitudes and culture, ensuring reducing
communication gaps and overcoming resistance tagehdrom different levels of management (Huqg, et al
2006, Terziovski, et al. 2003). A research by Mansa al. (2006) also suggests that while desigriegt
practices for the redesign of a process, alongsitier criteria’s such as popularity, the impacg goals, the
risks of BPR implementation should also be takén atcount. It means that BPR implementation camaiibn
should start right at the time of redesigning psscgo the difficulties can be catered for therethad.

A research carried out by Sayer and Harvey (198@yved the importance of power relationships and tioée

in the exploitation of veracity building, their effts on the result of BPR and the importance ofngaan
understanding of the power-political relationshigghin an organization. BPR imposes a shift in powhich
triggers resistance.

The BPR implementation process depends upon a nuofilseft and hard factors which can contribute aoide

the success or failure of the BPR implementaticscgss. The dimensions under which these factorswdre
categorized are change management, management temeypend support, organizational structure, ptojec
planning and management and IT infra-structure {Mesand Zairi 1999).A study elaborates the isge&sed

to IT infrastructure which are essential and caiti;n the whole BPR implementation process and igdiye
speaking should be taken care of. These are BP&egyr formulation, IT strategic arrangement, IT
infrastructure change, IT sourcing, old systemegrdtion and reengineering, Information securitggnation,
and Information security function (Mashari et &08).

Once the IT enabled BPR transformation was camigdin an American based firm TELCO, various issues
emerged during the implementation process difficiftbuilding an atmosphere of uncluttered commaiiia,
forces against selecting IT vendors on merit, latlcognizance of the lead times linked with IT, awekd
implementation of HR and IT strategies and cutaffshe leadership. These became the reasons fopletan
BPR implementation failure (Sarker and Lee 1999).

A study by Attaran (2004) identifies barriers cagsihindrance in successful implementation of BPRe T
barriers include misunderstanding of the concepsapplication of the term BPR, lack of proper sgst
unrealistic objectives, management failure to clkarfaling to recognize the importance of peopld Ehfailure

to change. Five success factors were identifiedBbgganza and Myers (1996) as key to the successful
implementation of a BPR initiative which are indaot providing skills, commitment to the projechamging
roles and systems and changing culture, attitudds$ehavior.

Once BPR is done along the processes, rather thmatidnal lines, significant numbers of operatioolaanges
are observed. These changes have their own pros@rs but ultimately the conclusion is that it i®rm
appropriate to adopt matrix structure by those camigs which advocate mix strategies (Silvestro \fedtley
2002).

A study conducted by Grover, et al. (1995) ideatifisixty four BPR implementations problems inclgdin
change management, technological competence, prpjaoning, process delineation, project management
tactical planning and human resource problems saschraining personnel for the redesigned process. F
successful transition and to reduce the resisttmodange it is imperative that special attent®given to all
these issues for a smooth transition and BPR imghéation.

BPR success also depends greatly on the approach dis been adopted for its implementation. Aoréfio
reengineer the processes of the hospital, particgp8PR and ERP driven BPR implementation techaigere
used. The finding clearly gives edge to the ERRedriBPR implementation. It is a lot easier to define scope
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of the project, design of the process changes, mgpf the new system in the software, and to obaaiealistic
preview of the outcomes. The only loop hole idémdifwas that motivation and support for such chaeflmts
dissipate during the implementation process whiak not catered for in this research (Hugq and M2@ip6).

The importance of BPR in ERP implementation is hggtied in many researches over the past few yddrs.
organizations implementing ERP have chosen thein approach based on organizational limitations tued
requirements. There has to be an integrative apfrbased on strategic perspective for BPR impleatiemt In
this way a suitable and complete composite strafegyBPR implementation can be made (Koch 2001, Wu
2002, Subramoniam, et al. 2009).

Theoretical Framework

Keeping in view the literature review, after op@aalizing organizational resistance, we came ugh wiree
independent variables. The first is set of humdated factors which forms part of organizationaiseance,
second is set of organizational related factorsciwiorms part of organizational resistance, anddtig the
impact of IT training. These three together playt fra explaining organizational resistance towaadshange in
response to the BPR implementation.

Figure 1
Human Related
Factors
Organization Related — EPR
Factors Implementation

Impact of IT training

(@IV)

Hypotheses Development

H1: Human related factors positively affect BPR initiatives.

H2: Organizational related factors positively affect BPR initiatives.
H3: IT training positively affects BPR initiatives.

Research Design and Methodology

Overview

The research methods chosen for this study aréngemit upon the nature and behaviour of the veetahind
therefore being contemplated mostly through quatini# methods.The questionnaire used is adopted fhe
study of Mlay et al. (2013) and also from the studyAgboola (2007). Five point Likert scale, markiedm
strongly disagree to strongly agree i.e. “1” to ‘was incorporated in the instrument of data caectThis
research was not using the exact questionnaire.

The required augmentation was done prior to catlaatf data, i.e. five items for the human relaf@ctors were
added, eight items from the organisational relddetbrs were selected, and thirteen items for &lntng were
selected and finally seven items were selectedtter business process reengineering implementaliba.
purpose of this instrument in our research wasno the link between the organisational resistancehange
and information technology with business processg@eering implementation process.

Population and Study Sample

The present research consisted of only one state@Wwank where business process reengineeringtiviiwas
already implemented few years back. State banlakisBan forms the population of this study. Witk tielp of
purposive sampling technique out of total 26 depants in state bank of Pakistan, four departmerse w
targeted where business process reengineeringtivitiwas in maturity stage. Namely Payment sys, diiR
dpt., Finance dpt. and Banking Surveillance dptrewtargeted. Further within the targeted department
convenience sampling was employed to get the questires filled.

Data Collection

For pilot testing of the tool, out of 200 questiaites only 60 were received. For hypothesis testing of 400
questionnaires, 150 questionnaires were receivekl ba

Model Specification

The regression model employed to test the impabuofan related factors, organizational relatecofacand IT
training on business process reengineering impléation is as follows:
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BPR =, B:HFR., B.OFR;. B3IT . €

Where:-

BPR = Business Process Reengineering Implementati

Bo= Intercept Coefficient

HRF = Human Related Factors

ORF = Organizational Related Factors

IT =IT Training
e = Gaussian white noise

Data Analysis and Interpretation
Data analysis is done by using “Statistical PackiageSocial Sciences (SPSS-18) and AMOS. The falgw
tests are applied, to test the validity and relighof the questionnaire and further testing tlypdthesis.
Normality Test
The histogram of the residuals shows that most of the data téikemithin the normal bell shaped curve but few
values lie outside it. This indicates that the dea a little Skewness towards the left and hatle kurtosis as
few data lie above the curve peak. TM@rmal Probability Plot of the data is drawn in a straight line showing
that the data is normally distributed only with #seception of a small portion which does not lietoa straight
line.
Cronbach’s Alpha calculations
This parameter is used to check the reliabilityh&f questionnaire of research in progress. Valugraibach’s
alpha closer to 1 are considered better in termel@bility. In general, if this value falls belo@5, that is not
acceptable from the research point of view. Valabsve 0.7 are normally taken as benchmark for good
research. The reliability tests of the constructsadl above the set thresholds.

Table 1
Construct Cronbach Alpha
Human Related Factors (HFR) 0.78
Org Related Factors (OFR) 0.61
IT Training (IT) 0.69
BPR Implementation (BPR) 0.74

Confirmatory Factor Analysis
Single factor

Confirmatory factor analysis is done to assesstoactsvalidity by using the maximum likelihood meth After
applying, the standardized coefficient estimateshfoman related factors i.e. HRF are between Or2P0a86.
The acceptable level is 0.3. Only one item is slighelow the acceptable level which shows the engent
validity is not satisfactory. For organizationalated factors i.e. ORF, the values lie between @b 0.97. All
are acceptable except one which is slightly belosvget threshold. For IT training and BPR impleragon all
factor loadings are well above the set benchmalk. R-squared value explains the percentage oftiariay
each item in its respective factor. The best itemHRF is item#3, for ORF is item#3, for IT is it¢tand for
BPR implementation is item # 3. All the values gieen in the table below.
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Table 2
Variable Item#t | Factor Loading (Standardized) R-Squared Value
>0.3

Human Related Factors (HRF) 1 0.58 0.34

v 2 0.70 0.49

v 3 0.86 0.74

v 4 0.79 0.62

" 5 0.29 0.09

Organizational Related Factors(ORF) 3 0.97 0.94

" 4 0.35 0.12

" 6 0.58 0.34

" 8 0.25 0.06

IT Training (IT) 1 0.46 0.22

" 2 0.48 0.23

" 3 0.69 0.48

" 5 0.78 0.60

BPR Implementation (BPR) 2 0.67 0.45

v 3 0.80 0.64

v 4 0.35 0.12

v 6 0.76 0.58

The construct fitness indexes are given in table3# The chi-square value should be minimum
probability/significance level should be greatearth0.05, GFI, AGFI, CFI, TLI values should be cldeel,
RMSEA value should be between 0 and 0.08 and Qawsddf value should be less than 3.0. Almosttal t
values in the table below qualify the benchmarlkdiarfew we need to exercise precautions.

Table 3

Variable Chi-Sq Sig. Level GFI AGFI TLI CFI RMSEA Chi-sq/df Ratio
HFR 6.698 0.244 0.959 0.878 0.961 | 0.981 0.076 1.33
OFR 1.105 0.576 0.991 0.955 1.093 | 1.000 0.000 1.306
IT 2.629 0.269 0.980 0.900 0.950 | 0.983 0.073 0.552
BPR 2.612 0.271 0.978 0.888 0.967 | 0.989 0.072 1.314

i. Descriptive Statistics

Table 4 Descripti&tatistics

N Minimum  Maximum Mean Std. Deviation
BPR 150 3.50 5.00 4.3867 .33974
IT 150 3.50 5.00 4.3850 .32977
ORF 150 3.25 5.00 4.3617 42325
HRF 150 2.60 5.00 3.8373 .36812
Valid N 150

The above values are the descriptive statisticghwtells about the mean value which comes out §e cd all
the independent variable and the dependent varigblBPR implementation.

ii. Correlation
Correlation explains the strength of relationshgiween all the variables i.e. dependent and indibgoen Its
value ranges between -1 and +1. From this varid&lideobvious that all the independent variables strongly
correlated with the dependent variable i.e. BPRémgntation.
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Table 5 Correlans
BPR IT ORF HRF
BPR Pearson Correlation 1
Sig. (2-tailed)
IT Pearson Correlation  .744" 1
Sig. (2-tailed) .000
ORF  Pearson Correlation  .625" .688" 1
Sig. (2-tailed) .000 .000
HRF  Pearson Correlation .547" 486" .120 1
Sig. (2-tailed) .000 .000 145

**_Correlation is significant at the 0.01 level (2tailed)

Linear Regression

Table 6 oéfficients
Model .
Standardized
Unstandardized Coefficients Coefficients
B Std. Error Beta t Sig.
1 (Constant) 426 .238 1.786 .076
IT .344 .083 .334 4.139 .000
ORF .285 .057 .355 5.005 .000
HRF .316 .054 .342 5.801 .000

a. Dependent Variable: BPR

a) Human Related Factors
The intercept oBO0 for this equation is 0.426 which means the regjoesline intercepts the y-axis at this point.
Now if we want to find out the effect of HRF on BPWRe will keep the influence of all the other indegdent
variables constant. If we increase the value of HigFL unit the BPR Implementation level will inceeaby
0.316 units. T-statistics value shows the indepehd@nificance of the independent variable on depet
variable at a certain level of significance. T-cddted is then compared with t-tabulated (from @abbhich
gives the level of significance. The df will be végd to calculate the t-tabulated. In this casis d@hlculated by
the formula N-K where N = number of observationd &n= total variables in model. In the case of HRfg t-
statistics value is 5.801 which is greater thant#iiellated value. It shows that coefficient of HRBtatistically
significant at 1% level of significance.
Now the standardized value pis interpreted in the same way as for unstandeddiZhe only difference is the
interpretation will be done mentioning the standdediations. If we increase HRF by 1 standard d®rniathe
BPR implementation will increase by 0.342 standbadiations.

b) Organizational Related Factors
1 unit increase in ORF will increase BPR implemgata by 0.285 units and the coefficient of ORF is
statistically significant at 0.01 level of signidicce. If we increase ORF by 1 standard deviatibe, BPR
implementation will increase by 0.355 standard aons.

¢) |IT Training
1 unit increase in IT training will increase BPRpil@mentation by 0.344 units and the coefficientlbfis
statistically significant at 0.01 % level of sigondnce. If we increase IT training by 1 standardiatéon, the
BPR implementation will increase by 0.334 standbadiations.

Table 7 Model Summary
Std. Error of the
R R Square Adjusted R Square Estimate Durbin-Watson
817 .657 .650 .20098 1.639

The model summary shows the total model fithess! 8&variation in dependent variable BPR Implemigotia
(BPR) is due to the independent variables i.e. Humddated factors (HFR), Organizational relatedtdex
(ORF) and IT training (IT) while 25% variation igtause of other factors.
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iv. Autocorrelation

For this specific model, the no autocorrelationezbes between 1.6 and 2.2, at 0.01 level of sicpifce. As
the Durbin Watson value comes out to be 1.639 whlehrly indicates that value lies inside the ntoau
correlation zone.

V. ANOVA
Table 8 ANOVA®
Model Sum of Squares df Mean Square F Sig.
1 Regression 11.301 3 3.767 93.263 .000
Residual 5.897 147 .040
Total 17.198 150

a. Predictors: (Constant), HRF, ORF, IT

b. Dependent Variable: BPR
In this table the analysis of variance is done. fitts¢ column shows that the variation caused leyekplanatory
variable is only 11.301 and that of residual (eteym) is 5.897. It means there are other factristiag which
directly affect the BPR implementation process, thely are not presented in this model. The df qres the
degree of freedom (df) which means to explain 1B8eovations we need 150 variables but here we e o
considering 3. So, to find out the df for regremswe use formula (K-1) which equals 3 in this casd for
residual df we use formula (N-K) which equals 147his case, where K = total nhumber of variabled bl
total number of observations.
When sum of square for the regression is dividedheydf of regression we get the mean square Vfaluthe
regression. Same procedure will be adopted tohgetrtean square value for the residual. Now if weddithe
mean square value of regression with the mean squalue of residual we get the value of F-stasstic
(calculated). This value when compared with F-Stat (tabulated) gives us the joint significanffea of all
the independent variables on the dependent vasialsl¢his case the F-calculated is 93.263 whigjréster than
F-tabulated. It means that all the independentabées have joint significant effect on the dependanable i.e.
BPR implementation.
Discussions and findings:
Business process reengineering (BPR) is a processtically analyze the existing workflows anditoprove
them to yield better results. In this vibrant besis environment there is a great need for the mafons to
reengineer their business processes to keep upthdgtiiompetition (Jackson 1996). The main purpdshis
research study is to find the impact of organizatlaesistance to change and IT training on thénkss process
reengineering implementation. Organizational rasis¢ to change is operationalized as presence mé so
Human Related Factors and Organizational RelatetbFa The study targets the State Bank of Pakissafor
banking institutions businesses processes neeck teeéngineered for improvement and value additam f
customers.
It has been argued that when an organization @pta £hange or any new process it faces resistahish is
caused by some human factors as well as orgamztiactors. Information technology (IT) a coretpafrBPR
has a great effect on the success of the latter.IThHraining helps the organizational members tster the
skills needed to successfully implement BPR. Thilts of this study support the stated hypotheseg well.
The results of correlation analysis show that thisra strong positive correlation among the depehdad
independent variables considered. The correlatidnevbetween human related factors and BPR impletien
comes out to be 0.547 which means that they hasigraficant positive relationship. It means thatemhthe
employees’ have positive attitude towards BPR thilyshow less resistance and will readily adopfitey will
be more motivated, satisfied and involved with BRR resulting in the successful implementationhef fatter,
Magutu, et al. (2010).
The correlation value between organizational relafactors and BPR implementation is 0.625 showing
significant positive relationship. It tells thattife organization’s mission is redefined, objects/&ept clear and
well communicated and proper management supp@roiaded then BPR implementation is certain. Thieiea
of correlation between IT training and the BPR iempéntation is 0.744 which says that the two vagmlare
strongly and positively correlated. If the employeee trained well in the field of IT, they will \ethe required
expertise to use the IT solutions for catering blasiness needs and thus increasing the chancesadss of
BPR implementation. The independent variables asitipely and significantly correlated to each athe well.
This means that when the employees are given thereal IT training they will have a positive attiel towards
BPR. They will have no problem in working with thew IT solutions as they will have the expertiseifo
They will be satisfied with the new work processl avill think that it has improved their performance
When the organization sets clear mission and dbgscend communicates the benefits of BPR to everythe
employees will support the change process as tliépavaware of the fact that this reengineering imcrease
their productivity. When the users are aware offitas of BPR initiative and that they would bestfitrained
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before adoption of any new process, they will ®otdt to resist it and will help the organizationstecessfully
implement the business process reengineering. Alkslia and Zairi (2000) are also of the view thatewh
organizations undergoing BPR, make realistic goaimpower their employees and provide them with the
required IT training then the success of BPR igaguized.

The regression analysis suggests that up to 65&faton in BPR implementation is explained by hama
related factors, organizational related factors #&Rdtraining. IT training has the highest contrilout in
increasing the chances of successful BPR implertientaReigers and Mansar (2003), say that BPRssfeot

IT department. When the employees are given trgitilh they get the adequate skills to do their warkis
increases their understanding of the changed psesgethus increasing the chances of BPR successovEnall
results of this study reveal important facts whare of great significance for the organizationsiraptfor
business process reengineering. While implememiPB, organizations have to take care of humaneelanhd
organizational related factors as well as it ndedsain the users in IT. When the employees ark aveare of
the organization’s plans about BPR, have the requif training and are motivated they will readilycept the
change coming, thus increasing the chances ofuiteess of BPR initiatives taken.

Conclusion

This research study provides an understanding @fatttors creating organizational resistance tmghanamely
human related factors and organizational relatetbfa and shows their impact on the BPR implemamtat
Secondly it gives an insight on how IT trainingeaffs the BPR initiatives. The study shows thatttegrehuman
related factors, organization related factors antraining, positively and significantly contributewards BPR
implementation. When the human factors and orgéioizal factors are taken care of, it helps the pizgtion to
manage the resistance coming up with any changeegsp thus increasing the chances of success of BPR
Similarly when proper IT infrastructure is availaldnd the employees are trained well in IT solgtitrey do
not show any resistance and readily adjust therasehith the change which is brought about due t&® BP
initiative and therefore BPR can be done with geeatcess.

Limitations

The data for this research study is gathered througil survey from the sample. This is the reasw there
was a lack of direct contact between researchetr@ndample which limited the participation.

References:
1. Agboola, A., (2007), “Information and communicatitethnology (ICT) in banking operations in Nigefia

An evaluation of recent experienceg\frican Journal of Public Administration and Management, Vol.
18(1), pp: 1- 14

2. Ahmed, Z. U., Zbib, I., Arokiasamy, S., T. Ramayah, &Chiun,L. M., (2006), “Resistance to change an
ERP implementation success: the moderating rolehahge management initiativessian Academy of
Management Journal, Vol. 11(2), pp: 1-17

3. Akhavan, P., Jafari, M., &Ahmadi, A. R. A., (2008[gxploring the interdependency between reengimeeri
and information technology by developing a concaptmodel, Business Process Management Journal,

Vol. 12(4), pp: 517-534

4. Al Mashari M.&Zairi M. (2000),"“Revisiting BPR - adtistic review of practice and developmeBtlisiness
Process Management Journal, vol. 6(1), pp: 10-42.

5. Al-Mashari, M., &Zairi, M. (1999). BPR implementati process: an analysis of key success and failure
factors.Business Process Management Journal, Vol. 5(1), pp: 87-112.

6. Al-Mashari, M., &Zairi, M. (2000). Creating a fitdtiween BPR and IT infrastructure: A proposed
framework for effective implementatiomternational Journal of Flexible Manufacturing Systems, Vol.
12(4), pp: 253-274.

7. Amagoh, F., (2008), “Perspectives on OrganizatiodDahnge: Systems and Complexity TheorieRie
Innovation Journal: The Public Sector Innovation Journal, Vol. 13(3), pp: 1-14

8. Asgarkhani, M., & Patterson, B., (2012), “Infornmati and Business Process Re-engineering through
Application of Information and Communication Teclogies (ICTs)”,International Conference on Recent
Trendsin Computer and Information Engineering , Pattaya

9. Attaran, M. (2004). Exploring the relationship beem information technology and business process
reengineeringlnformation & Management, Vol. 41(5), 585-596.

10. Borrero, M. G., Schensual, J. J., & Garcia, R.8¢)9“Research based training for organizationalncfe”,
Urban Anthropology, Vol. 11(1), pp: 129-153

194



European Journal of Business and Management www.iiste.org

ISSN 2222-1905 (Paper) ISSN 2222-2839 (Online) iy
Vol.6, No.4, 2014 IS'E
11. Braganza, A., & Myers, A. (1996). Issues and dilaemfacing organizations in the effective

12.

13.
14.

15.

16.

17.

18.

19.

20.

21.

22.

23.

24,

25.

26.

27.

28.

29.

30.

31.

32.

33.

34.

implementation of BPRBusiness Change and Re-engineering,Vol. 3(2), pp: 38-51.

Cao, G., Clarke, S., &Lehaney, B. (2001). A criggof BPR from a holistic perspectividusiness Process
Management Journal, Vol. 7(4), pp: 332-339.

Chaneta, 1., (2010), “Organizational behavialdurnal of Comprehensive Research, Vol. 8, pp: 13-18
Deddens, M. K., (2006), “The contribution of managleaspects and ICT to successful use of BPR in
innovating processesith Twente Sudent Conferenceon IT.

Eby, L. T., & Adams, D. M., (2000), “Perceptions@fganizational Readiness for Change: Factors &klat
to Employees' Reactions to the Implementation am<Based Selling”’Human Relations, vol. 53(3), pp:
419-442

Fedor, D. B., &Herold, D. M., (2004), “Effects ofh@nge and Change Management on Employee
Responses: An Overview of Results from Multipleds¢s”, Technical Conference, pp: 6-12.

Fernandez, S., & Rainey, H. G., (2006), “Managtgccessful Organizational Change in the Public
Sector”,Public Administration Review, vol. 66(2), pp: 1-22

Grover, V., Jeong, S. R., Kettinger, W. J., &Tedg,T. (1995). The implementation of business preces
reengineeringJournal of Management Information Systems, vol. 12(1), pp: 109-144.

Hashim, J., (2007), “Information Communication Teclogy (ICT) Adoption Among SME Owners in
Malaysia”, International Journal of Business and Information, Vol. 2(2), pp: 221-240

Hug, Z., & Martin, T. N. (2006). De Cock, C., &Hipk I. (1997). TQM and BPR: beyond the beyond
myth. Journal of Management Sudies, vol. 34(5), pp: 659-675.

Hug, Z., Hug, F., &Cutright, K. (2006). BPR througiRP: Avoiding change management pitfaltsrnal

of Change Management, vol. 6(1), pp: 67-85.

Jackson B. (1996),“Reengineering the sense of g@f:manager and the management Guladynal of
Management Sudies, vol. 33, pp: 571-590.

Keen, P. G. W, (1981) “Information Systems anddbigational Change”, Communications of the ACM,
vol. 24(1), pp: 24-33

Koch, C. (2001). BPR and ERP: realising a visionpafcess with ITBusiness Process Management
Journal, vol. 7(3), pp: 258-265.

Magutu, P. O., Nyamwange, S. O., &Kaptoge, G. KO1(®,“Business Process Reengineering for
Competitive Advantage; Key factors that may leathtosuccess or failure of the BPR implementatidme(
Wrigley Company)"African Journal of Business & Management, vol. 1, pp: 135-150.

Mansar, S. L., Reijers, H. A., &Ounnar, F. (200&ndary). BPR implementation: A decision-making
strategy. IrBusiness Process Management Workshops (pp. 421-431). Springer Berlin Heidelberg.

Mlay, S. V., Zlotnikova, 1., Watundu, S., (20135 ‘Quantitative Analysis of BPR and Impacting Fastor
The African Journal of Information Systems, vol. 5(1), pp: 1-26

Moran, J. W., &Brightman, B, K., (2000), “Leadingganizational changeJournal of workplace learning:
Employee counseling today, vol. 12(2), pp: 66-74

Mullen, T. R., Kroustalis, C., Meade, A. W., & Sack, E. A. (2006), “Assessing Change in Perceived
Organizational Support Due to Training2lst Annual Conference of the Society for Industrial and
Organizational Psychology, Dallas, TX.

Pihlak, U., & Alas, R., (2012) "Resistance to charig Indian, Chinese and Estonian organizations",
Journal of Indian Business Research, Vol. 4(4), pp: 224-243

Reijers, and Mansar, S. L., (2003),"Best practicelsusiness process redesign: an overview andtgtiadi
evaluation of successful redesign heuristi®giega,vol. 33 (4), pp: 283-306.

Sarker, S., & Lee, A. S. (1999). IT-enabled orgatianal transformation: a case study of BPR failate
TELECO.The Journal of Strategic Information Systems, vol. 8(1), pp: 83-103.

Sayer, K., & Harvey, L. (1997, December). Empowarmé business process reengineering: an
ethnographic study of implementation discourseBrdneedings of the eighteenth international conference

on Information systems(pp. 427-440). Association for Information Systems.

Schraeder& Mike,(2009) “Leveraging potential betgebf augmentation in employee trainingfidustrial

and commercial training, vol. 41(3), pp: 133-138

195



European Journal of Business and Management www.iiste.org

ISSN 2222-1905 (Paper) ISSN 2222-2839 (Online) iy
Vol.6, No.4, 2014 IS'E
35. Silvestro, R., &Westley, C. (2002). Challenging tharadigm of the process enterprise: a case-study

36.

37.

38.

39.

40.

analysis of BPR implementatio®mega, vol. 30(3), pp: 215-225.

Subramoniam, S., Tounsi, M., &Krishnankutty, K. §2009). The role of BPR in the implementation of
ERP systemdBusiness Process Management Journal, 15(5), 653-668.

Terziovski, M., Fitzpatrick, P., & O'Neill, P. (2@). Successful predictors of business process
reengineering (BPR) in financial servicégternational Journal of Production Economics, vol. 84(1), pp:
35-50.

Vakola, M., & Nikolaou, I., (2005), “Attitudes towds organizational change: What is the role of
employees’ stress and commitmenEPtiployee Relations, Vol. 27(2), pp: 160-174

Wu, I. L. (2002). A model for implementing BPR bdsen strategic perspectives: an empirical study.
Information & Management, vol. 39(4), pp: 313-324.

Yilmaz, D., &Kilicoglu, G., (2013), “Resistance tthange and ways of reducing resistance in eduedtion
organizations”European Journal of Research on Education, vol. 1(1), pp: 14-21.

Appendix 1

196



