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Introduction
In the current context of numerous technological changes, national and global economies have
also undergone significant changes. Along with these, access to information has also been
facilitated, especially via the Internet.
Proposed objectives
The work on the face proposes the following:
- to highlight the components, factors and conditions necessary for the restructuring and / or
reengineering of financial and business corporations;
- to establish the different restructuring and / or reengineering methodologies, but also the way
they are applied;
- Identify the common features of corporations' restructuring and / or reengineering
methodologies, together with the actions and measures used;
- Developing a general restructuring and / or reengineering model for corporations, whereby
managers can determine the reasons for the changes they want, as well as changes in the
environment, all of which stimulate the need for adaptation. The model will also be an element that
will help implement restructuring and / or reengineering processes.
This paper aims at establishing the current state of knowledge regarding restructuring and / or
reengineering, as well as presenting the main methodologies for their implementation.
Following the analyzes, we will also identify the main advantages and disadvantages
characteristic of the presented methods.
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The content of chapters of the work
The models and concepts that will be highlighted in the course of this paper have been
extracted and exploited from the specialized literature in the field of organizational restructuring
and reengineering.
Chapter 1, Restructuring - source of competitive change at the organization / corporation
level, addresses issues related to the modern approach to business processes at the organization /
corporation level, models of change at organization / corporation level, restructuring - content and
taxonomy, factors key to financial and operational restructuring at a corporate level, approaches to
corporate restructuring, development of a general corporate restructuring model, organizational
restructuring methodology.
Chapter 2, Reengineering - Content, Shape and Importance; addresses issues related to the
design of reengineering promoters (Business Process Reengineering (BPR), business process
reengineering (BPR) controversies, organizational / corporate reengineering, reengineering
management and reengineering management at the organization level / corporation, need for
organizational / corporate reengineering, reengineering methods at organization / corporation level,
reengineering implementation steps, managerial methods used in reengineering application,
organizational / corporate typologies that can implement processes of reengineering.
Chapter 3, Reengineering - Changing and Improving Managerial Performance at
Organization / Corporation Level, addresses Business Process Reengineering (BPR) issues.
Management Reengineering (MR), reengineering of corporate culture, implications of managerial
reengineering on corporate managerial performance, general performance of managerial
reengineering.
Chapter 4, Relationship between restructuring and reengineering - ways of organizational
/ corporate and managerial change, deals with aspects of the comparative approach between
corporate restructuring and reengineering (redesigning) management, comparative approach
between restructuring and reengineering from a methodological point of view, restructuring - the
most used way of organizational and managerial change since 1989, management reengineering
(managerial redesign).
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Chapter 5, Theoretical-Applied Research. Comparative market research in Romania and
China addresses issues related to the purpose of research and the elaboration of the questionnaire,
the methodology of scientific research, the SWOT analysis of the general corporate restructuring
model, the organizational / corporate receptivity to change - the results of the study, the R / BPR
implementation process - study results.
The paper concludes with Conclusions, implications and recommendations, Bibliography and
Annex 1, which contains the questionnaire underlying the applicative research.

Chapter 1
Restructuring - source of change
competitive at the level of organization /corporation
1.1. Modern approach to organization / corporation leveling processes
The structure of the corporation can be defined as a model of formal relationships and
obligations, presented through the organizational chart of tasks and responsibilities within the
corporation. At the same time, the structure defines the distribution of tasks and activities between
units and members of the corporation, ensuring the coordination of individual activities and tasks,
defining the relations based on power, status and hierarchy in corporations, formalized principles
and rules of operation, procedures and controls that direct the activities and relationships of the
people in the corporation (Kast, Rosenzweig, 1985)
Business process is a set of tasks that, using one or more inputs, perform at least one output.
Hammer and Champy (1993)
Davenport (1993) complements the idea that a process is aimed at a specific production,
intended for a specific customer or a particular market.
A precise definition in this regard is brought by Havey (2005), which explains business
processes as a set of step-by-step rules to solve a business problem.
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1.2. Models of change in organization /corporation
The contingent model of Dunphy-Stace change
Dunphy, Stace (1993) considered that organizations / corporations needed patterns of
situational or contingent change. Their approach is an extension of the perspective formulated by
Lewin, Dunphy, Stace. (Dunphy, 1996; Stace, Dunphy, 2001, 1996)
Dependence on model interpretation through change and implementation initiatives is a
major critique of this model, as leadership style can more influence this change than an effective
analysis of organizational change.
Kotter's emerging organizational change model
This model is characterized by organizational learning or perma- nent improvement
(Burnes, 2001), implying that top-level changes can not plan and implement effective
organizational changes. They support the need to decentralize organizational change. (Wilson,
1992) This model is a reaction to criticism of the contingent model of Dunphy-Stace change.
According to (Burnes 1996; Dawson, Andriopoulos, 2009) the change is an ample and
permanent process of adaptation to different conditions and circumstances.
Anderson-Anderson's pattern of change
The Anderson-Anderson model is a complete and vast model. It can be used for all kinds
of organizational changes, highlighting the cyclical nature of these changes. (Anderson, Griffin,
Teicher, 2002)
The model consists of three components involving nine phases of realization: mentality
(changes in behavior required for the proposed change), content (organizational and technical
fields); and the process (refers to the planning, design and implementation of the proposed change).
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1.3. Restructuring - content and taxonomy
Restructuring is defined by replacing outdated driving patterns with some innovative ones.
It is recommended to change the organizational structure of companies, organizational systems and
procedures, reward, recruitment, selection, promotion and transfer criteria.
The process of moving from an existing structure to a new one with the goal of gaining
more organizational efficiency is called restructuring. (Dubrovski, 2004)
The restructuring process aims at eliminating the factors that have caused a difficult
situation, requiring quick remedial action, determined decisions, and identifying issues based on
relevant facts. (Lueck, Bartlett, 2004)
The term reengineering in business (Hammer, Champy, 1995) is used to define a
fundamental transformation of the business process and to improve critical performance indicators
such as cost, quality, service and speed.
1.4. Key factors in financial and operational restructuring on corporate society
Numerous warning factors signal the degradation of business processes. These factors are
deduced either from the internal or external business environment. Warning signals are often
presented before society enters the crisis. There are situations where managers avoid these signals
or consider them temporary difficulties. This not only aggravates the outcome of the business, but
may, in the long run, threaten the existence of the organization / corporation itself. (Soininen,
Puumalainen, Sjögren, Syrjä, 2012).
Most companies agree to apply the change plan. The review process can be divided into
five stages, depending on the time required: (Scherrer, 2003)
- Stage 1: Analysis - one week to one month.
- Stage 2: Preparing a plan - one to two months.
- Step 3: Implement the plan - six months to one year.
- Stage 4: Stabilization of operations - six months to one year.
- Step 5: Return to business growth - from one year to two years.
9

1.5. Approvals for corporate restructuring
The preparation of an effective restructuring plan (Slatter, Lovett, Barlow, 2006) is based
on the following elements: crisis cessation and business stabilization, appointment of a new
director, stakeholder management, strategic orientation, critical improvement process,
implementation of organizational changes and financial restructuring .
Six major milestones must be attended by an organization / corporation: (Downey, 2009):
Step 1: Modify management
It refers to bringing a new CEO or an external specialist. Involves the board of directors or
senior management to recognize that a change is required and initiate a corporate review program.
Stage 2: Business Review
Rapid identification of the problems faced by society and assessment of business survival
chances: strategy, operations, finance, infrastructure / people, commitment and ability to change.
Stage 3: Business Restructuring Plan
Establishing appropriate strategies and a company-friendly recovery plan to deliver lasting
results.
Stage 4: Implementation
Organizations can use desperate actions to save the company: layoffs, department
dismantling, and drastic cuts in all nonessential costs.
Positive cash flow is critical and needs to be set quickly. In addition, the money will be
needed to implement the review strategy and must come immediately.
Stage 5: Stabilization
The objective is to improve the efficiency and effectiveness of the remaining business
operations. It is necessary to improve the profitability, but also to ensure the good functioning of
the existing technologies.
Stage 6: Incorporating change
The last step is to implement the change, the organization / corporation restoring its
financial loneliness. At this stage motivates staff and employees to achieve profitability and return
on investment.
10

1.6. Corporate-general model restructuring
Strategic analysis, monitoring, and strategic planning of an organization's / corporations'
activities can be controlled on the basis of numerous methods, models and process diagrams. One
such method is the Critical Success Factors method of Rockart, 1979, which is based on the 80/20
Pareto rule for strategic management needs.
The method involves finding critical success factors as goals and results in important areas
to ensure corporate success.
This method identifies the main business processes and performance indicators of these
processes. It also allows the plan to be compared with the results obtained. The effectiveness of
strategy implementation (Kovačič, Bosilj Vukšič, 2005) can be measured continuously.
In Figure 1.1, we will create a more detailed restructuring model based on existing
corporate change patterns. The model will serve as a tool for identification, planning, but also for
better implementation of restructuring measures. The model can influence the work environment,
the situation and the role of those involved in the company.
Key areas of corporate restructuring include: production / supply, sales, finance,
management, services, development, organization and human resources. Supply and logistics are
embedded in production.
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 Analysis of the
situation
Financial level
- Real
- Capital
Operational level
- Sales / Gross margin
Costs
Strategy
- Structure / processes
- Management / HR
- Product portfolio
- Market / Customers
The competitive situation

 Implementation / implementation
Immediate measures
- Getting the results
- Provision of liquidity
Project Management
- Clear responsibilities
- Setting strict deadlines
Introducing the change
Management of change
- Changes in organizational culture of the
enterprise
Implementation of the measures
- Implementation monotorization
- Monotorizing the results
Establishing project teams for specific
tasks

 Draft Concept
The concept of restructuring
- Financial
- Operational
- Strategic
Setting up improvement goals
(top-down)
- Results + Capital
Integrated business plan
- Measures identified

 Detailed concept
- Details on the
concept of
restructuring
- Planning of
measures (bottomup)
- Improvements

Figure 1.1. The concept of Roland Berger's restructuring
Source: Adaptation of the author after Blatz, Kraus, Haghani, 2006.
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The model is addressed to business owners, managers, employees, but also to other
stakeholders all involved in the restructuring process.

Chapter 2
Reengineering - content, forms and importance
2.1. The concept of reengineering promoters (Hammer and Champy).
Business process reengineering (BPR)
Reengineering aims to improve corporate performance through general redesign of
business processes and how they work (Hammer, Champy, 1993). In practice, reengineering
involves changing old techniques with innovative procedures that aim to revive the company.

REINGINERIE

SCHIMBARE
TOTALĂ

Orice modificare, transformare de natură
tehnică, economică, si managerială care
are loc în cadrul organizației.

Îmbunătățirea spectaculoasă a indicatorilor
considerați astăzi critici în evaluarea performanțelor:
costul, calitatea, service-ul și viteza.

Orice modificare, transofrmare, prefacere în forma și/sau conținutul unui obiect,
proces, activitate, sistem și are ca rezultat introducerea noului sub toate aspectele.

Figure 2.1. Defining change in the context of reengineering
Source: Adaptation of the author after Verboncu, Irimia, 2016.
The total change refers to the progress of the organization / corporation, the difference to the actual
change being quantified by costs, profit and by other performance indicators.
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BUSINESS PROCESS RE-ENGINEERING (BPR)

Business
Reengineering

Reengineering

Inginerie

Inovare

Reinginerie

Reorganizare

to engineer (Engl.)
a concepe, a proiecta

Obiectul reinginerial
 Afacerea
 Managementul
 Structurile organizatorice
 Procesele
 Mentalitățile

Obiectiv:
 Salt calitativ în performanțe
 Îmbunătățiri de 100 procente
prin procese și structuri total noi

Figure 2.2. The concept of reengineering
Source: Adaptation of the author after Verboncu, Irimia, 2016.
A definition formulated by Hammer, Champy (1993) argues that reengineering is the fundamental
rethinking and radical redesign of business processes in order to obtain spectacular improvements
in indicators, which today are critics in evaluating performance such as cost, quality, service and
speed.
Four key terms can define the concept of reengineering, namely: fundamental, radical, spectacular,
and processes.
2.2. Management reengineering and reengineering management at the level of organization
/ corporation
The process of reengineering is characterized by ensuring the radical nature of the changes to be
made.
So, in order to initiate new operating methods, it is necessary to first identify existing technologies
and structures.
Reengineerig is a radical process. In other words, this process does not seek to make marginal or
gradual improvements, but to achieve a rapid general transformation.
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Reengineering applied to one major participant on a market creates a new bar to all other
competitors.
Based on these aspects, two key notions were grounded: management of the organization /
corporation reengineering and reengineering of the organization / corporation management. Figure
2.3 presents the two concepts, which, although composed of the same words, completely
differentiate as follows:
Reingineria
Managementul întreprinderii

Managementul
Reingineriei întreprinderii

Procesul de conducere a
respectării radicale a
proceselor, organizaării și
mentalității din întreprinderi

Reinventarea
managementului și
managementul reinventării
nu este un joc de cuvinte ci o
tehnică simultană ce introduce
schimbarea și noul

Procesul de reproiectare
radicală a conducerii
proceselor întrepriderii

Figure 2.3. Management Reengineering versus Reengineering Management
at the organization / corporation level
Source: Adaptation of the author by Attaran, 2000.
The organization / corporate reengineering management concept involves ideas, things,
information and people that are managed by the manager. In fact, this concept refers to the art of
conducting, organizing and managing the entire process of reengineering.
2.3. Methods of reengineering at the level of organization /corporation
The steps needed to implement reengineering within the organization / corporation are as
shown in Figure 2.4.
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ETAPELE REINGINERIEI INDUSTRIALE

LANSAREA
acțiunii de
reinginerie

Stabilirea
“HĂRȚII DE
PROCESE” a
firmei

STABILIREA
PROCESELOR
care vor fi supuse
reingineriei

FORMAREA
IMAGINII DE
ANSAMBLU
Asupra procesului
actual supus RE

RE
a procesului
de afaceri

Implementarea
proiectului de RE

Figure 2.4. Stages of reengineering at organization / corporation level
Source: Adaptation of the author after Verboncu, Irimia, 2016.

Chapter 3
Reengineering-factor to change and improve managerial
performances at the level of organization / corporation

Reengineering itself involves defining a new configuration of the management system, as well as
its components - methodological, decisional, informational and organizational. It has a proven
impact on managerial and economic performance.
Overall managerial performance of managerial reengineering
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Managerial reengineering leads to an elevated level of managerial knowledge through the
promotion of clear methodologies based on which managerial remodeling is achieved as a whole
and its components, as well as through the use of innovative managerial tools.
The following five methodologies ensure performance if appropriately used:
- methodological and managerial redesign methodology;
- the redesign methodology of the management system;
- the information redesign methodology;
- organizational redesign methodology.
- the decision redesign methodology;
Specific managerial performance of managerial reengineering
The organization / corporation's reengineering management aims at creating a new management,
characterized by performance, both at a general and subsystem level. Managerial tools are quality,
timely and integral. The methodologies used in this field are in turn performant and qualitative
(observance of specific phases and phases, consideration of applicative environment, opportunity,
etc.).
Managerial reengineering involves the development of quality decision-making processes,
resulting in complete, timely and science-based decisions.

Chapter 4
Report on restructuring and reengineering - organizational /
corporate and management changes
4.1. Comparative approach between restructuring corporation and re-engineering
(reproduction) Management
Restructuring causes changes in several areas of activity. For example, a change in the product
portfolio may have implications for the organizational structure of the corporation. Financial
resources, technology, information system, human resources, etc. can also be involved.
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In Hammer, Champy (2006), the restructuring focuses more on the radical rethinking and redesign
of business processes in order to improve corporate performance factors, such as quality, speed
and cost.
Dubrovski (2011) considers reengineering a method of revolutionary change, as well as
restructuring, thus possessing all the specific features of such radical changes.
To define the process of reengineering, we can say that it focuses mainly on corporate processes
and targets spectacular changes and notable improvements. It provides a multidisciplinary
approach. Reengineering specifically addresses organizational processes, as opposed to
restructuring, which deals more with the interests of shareholders.
Restructuring and redesigning are two essential ways of changing. However, the two differ in
several respects, namely: Managerial Reengineering focuses on each component in order to
reconcile them and increase economic and managerial performance. This procedure follows the
following sequence: objectives-processes-structures-people-results.
On the other hand, the restructuring focuses more on the staff and on the organizational structure.
This requires staff reductions. (Verboncu, Irimia, 2016)
There are many interpretations and considerations regarding the applicability of the two modalities
of change. These are included in the literature.
In Dubrovski's conception (2011), the two methodologies are not completely incompatible, but
only have distinct starting points. Thus, it sees possible parallel operation or even a connection of
the two.
4.2. Management reengineering
Managerial redesign is required when corporate management experiences some shortcomings and
shortcomings.
Managerial reengineering is an instrument that promises to solve these deficiencies. Obviously, in
order to be used properly and to bring the expected results, it is necessary first to determine the
causes that led to the occurrence of these malfunctions.
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Chapter 5
Theoretical and applied theoretical-research on organization /
corporation restructuring and reengineering.
Comparative market research in Romania and China
Objectives:
- organizing and conducting a statistical survey on a sample of corporations in Romania and China
on: corporate / organization restructuring and reengineering;
- analysis of the opinions expressed in the research.
5.1. The purpose of the research and drawing the questionnaire
The purpose of the research through the statistical survey based on a questionnaire is to identify
the behavior of the managers of the organizations in Romania and China regarding the decisionmaking process.
A set of 27 questions was formulated in the questionnaire. The questions are Likert type with 3 or
5 variants, closed questions and closed questions but with an open question. The questions asked,
the number of variables and the number of response alternatives are presented in the Questionnaire
in Appendix 1.
Also included were statistical processing questions to group responses on different population
characteristics, regarding: the industry / industry, the size of the corporation by the number of
employees, the interviewer's level of management, and the type of top management.
5.2. Methodology of scientific research
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Methods of research
During the research we used the following working methods:
a. Studying literature and other sources
- domestic and foreign professional literature and Internet sources,
- internal documents of selected companies, minutes of meetings, key personnel;
- interviews and other internal documents.
b. Analysis of the corporate restructuring process, steps, activities, timeframe, tasks and
responsibilities.
c. Synthesis of partial solutions in a unique, universal pattern of organization / corporation
restructuring.
d. Comparative analysis of several empirical cases and the development of case studies.
Based on our specialized literature and our restructuring experience, we have developed a general
corporate restructuring model. Moreover, we tested its performance on the most recent
restructuring cases in two selected companies.
Based on the tests and empirical findings, we proposed the most important measures and
milestones for developing and defining a restructuring plan by placing these measures in the
restructuring timeline and defining key elements for those who have succeeded in implementing
the restructuring process.
Organization of research
GANTT chart of statistical research
The statistical survey was organized between January 2016 and December 2017.
Setting up the study population
The population was established on the basis of statistical data from the years 2016 and 2017,
regarding the corporations in the Romanian Statistical Yearbook and respectively of China.
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Determination of the sample size
The method chosen for sampling is probabilistic sampling - the random selection of the target
population. Since it is intended to evaluate some attributes, it is from the concept of proportion to
determine the size of the sample. Given a probability of guaranteeing the 95% result, ie a
confidence interval of 0.05% and a margin of error of +/- 5%, for a standard deviation of 0.3,
applying the calculation relation ( Sullivan, 2008) a sample of 250 units is obtained, both in
Romania and China.
The population is heterogeneous, having the following main characteristics:
- gender: male and female;
- Age characteristic: under 25 years, 25-35 years, 25-35 years old, 36-45 years old, 46-55 years
old, over 55 years old;
- characteristic of the nature of the majority capital at the level of the company (organization /
corporation): state, majority state, private, majority private and mixed;
- the level of employment within the company (organization / corporation): less than 150
employees, 150-500 employees, 501-1000 employees, 1,001-5,000 employees, more than 10,000
employees;
- the number of years worked in the company (organization / corporation): 1 to 3 years, 4 to 10
years, 11 to 15 years, 16 to 20 years, more than 20 years;
- the management structure of the company (organization / corporation) you are working in:
Board of Directors, Chief Executive Officer, Executive Directors, Department Directors,
Representative of the Trade Union.
- Characteristics of the professional category in which you belong to the company (organization
/ corporation): blue-collar worker, white-collar worker;
- time duration characteristic when you are part of the management structure at company level
(organization / corporation): between 1 - 3 years, 4-10 years old, 11-15 years old, 16-20 years
old, more than 20 years.
The sampling was done for the six general characteristics by stratification, with a number of 10
layers being achieved. As the statistics of the number of corporations by counties are not available,
50% of the number of counties was used for the territorial characteristic, being randomly chosen
by drawing lots of 21 counties in Romania and 17 counties in China.
21

The counties of Romania included in the sample are: Arad, Arges, Bacău, Bihor, Braşov,
Brăila, Bucharest, Cluj, Covasna, Dâmboviţa, Dolj, Galati, Harghita, Hunedoara, Iasi, Mures,
Sălaj, Sibiu, Suceava, Timis and Vaslui. The counties of China included in the sample are: Beijing,
Chongqing, Fujian, Guangdong, Guangxi, Hebei, Heilongjiang, Henan, Hubei, Hunan, Liaoning,
Shandong, Shanghai, Shanxi, Shenzhen, Tianjin, Yunnan.
Data collection
Data collection was online asynchronously (by email) between October and December 2017 due
to limited financial possibilities. They were transmitted approx. 1500 emails in Romania and
1500 emails in China.
The questionnaire (Appendix 1), accompanied by an invitation letter, was sent by email and the
responses were collected in the same way. The responses were received between October and
December 2017. The operation ended when the sample of 250 units was created, although the
number of answers received in each county is not equal.
Of the 250 responses received in Romania, 238 are valid (95.2%) for Romania, while of the 250
responses received in China, 241 are valid (96.4%), resulting in a 4, 87% for Romania and 4,19%
for China (Andrei, 2003). Therefore, it can be considered that the sample is representative.
The responses to the questionnaire were collected from managers and employees without
managerial functions (executors).
Statistical data processing
The data obtained from the statistical survey were processed using the SPSS platform
(Popescu, Barbu, Bucea Manea Tonis, 2009), as follows:
 the occurrence frequencies for each response and for each of the identified identification
data (absolute and relative frequencies) were determined;
 The variables, the amplitude, the sum, the average, the mean square deviation (the
standard deviation), the variance (dispersion), the asymmetry and the vaulting for each variable
were calculated (Waters, 1997; Sullivan, 2008; empirical results obtained;
 Relevant graphical representations have been made.
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5.3. R / BPR implementation process - results of the study
Specific Modules of the Questionnaire
The questionnaire developed according to the basic conceptual model of the R / BPR
implementation process includes the following major specific modules, namely:
- Changes in business processes: For respondents, a list of 14 well-known business
processes was provided to assess the extent to which each was derived from the specific
reengineering changes presented in Appendix 1, Question Set 14 and analyzed the results in terms
of average and standard deviation.
- R / BPR targets / targets (planned and achieved): for respondents; a list of 14 desired goals
and objectives was provided to assess the extent to which each was derived from the specific
reengineering modifications presented in Appendix 1, Question Set 15 and analyzed the results in
terms of average and standard deviation.
- R / BPR implementation issues: for respondents; a list of 48 R / BPR implementation
issues was provided to assess the extent to which each was derived from the specific reengineering
modifications presented in Annex 1, Question Set 16, and the results were analyzed by the average
and the deviation standard, according to the data presented in Table 5.7.
- derived benefits (benefits of R / BPR application): For respondents, a list of 9 potential
major benefits was provided to assess the extent to which each was derived from the specific
reengineering modifications, a list presented in Annex 1, of questions 17 and the results were
analyzed in terms of average and standard deviation.
- Impact of R / BPR on corporate performance: this was measured on the 12 dimensions
proposed by Gupta, Govindarajan (1984), so a list of 9 possible consequences of R / BPR
implementation was provided to the respondents to assess the extent to which each was derived
from the specific reengineering modifications, the list presented in Appendix 1, Question Set 18,
and the results were analyzed in terms of average and standard deviation.
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- Success factors at R / BPR level: For respondents, a list of 33 successful factors identified
and evaluated in this study with effect on R / BPR was provided to assess the extent to which each
was derived from specific changes reengineering, the list presented in Annex 1, Question Set 19
and the results were analyzed in terms of average and standard deviation.
a. Changes in business processes
R / BPR projects vary greatly in their scope. A project can address anything, from a business
process, to the whole corporation, and to its many processes. A wide range of business processes
are potential targets for reengineering: customer service, sales and entry orders, billing, purchases,
etc.
According to Appendix 1, Set of Questions 14, the list of general R / BPR domains
addressed in this study, with Media and Standard Deviation, as result of the questionnaire
processing, both in Romania and China, shows that on average, at (3.67), product design /
development (3.67), distribution (3.65), inventory management (3.64) and production planning
(3.12), have led to a change in business processes to the largest extent; while sales and orders (3.92),
product design / development (3.98), distribution (3.97), inventory management (3.79) and
production planning (3.81) have determined the change in business processes measure.
On average, at the level of Romania, only advertising / promotion, billing / payments and
business planning received less attention, while in China they were customer service, advertising /
promotion, business planning and staff management. less attention.
b. R / BPR targets / targets (planned and achieved)
The main objective of R / BPR is to make business organizations more competitive by
improving quality, reducing costs and shortening product development cycles (Dagres, 1993).
According to Appendix 1, Set of Questions 15, the list of possible purposes for which the
objectives / targets were included in the R / BPR project plans addressed in this study, with Media
and Standard Deviation, as it results from the questionnaire processing, both in Romania, as well
as China, shows that, as far as the objectives / targets were included in the R / BPR project plans,
on average, at Romania level, the focus on results and final objectives (2.93), the achievement of
a consensus in (2.87), the redefinition of the end-to-end processes important for the success of the
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company (2.87), the operation within the organizational units (2.87), represented the main goals
for which the objectives / targets were included in project plans R / BPR; (3.12), consensus on
making changes (3.12), redefining the end-to-end processes important to the success of the
company (3.02) and operating within the units (3.08) were the main purposes for which the
objectives / targets were included in the R / BPR project plans.
At the same time, at the average, regarding the extent to which the objectives / targets were
included in the R / BPR project plans, at Romania level only the quality at source verification (2.29)
and the increase of their own competitiveness, by reducing costs (2.46) (2.76), the use of time as
a competitive factor (2.77), and the allocation of appropriate innovative technology (2.75).
Regarding the extent to which the targets / targets have actually fallen, on average, the use
of time as a competitive factor (3.15), the concentration on results and the final objectives (3.28),
the realization of a consensus regarding the performance (3.24), the setting of aggressive targets
for business processes (3.34), redefining the end-to-end processes important to the company's
success (3.24), the improvement of the process based on information technology capabilities (3.18)
purposes for which the targets / targets have actually been achieved; while in China the use of time
as a competitive factor (3.45), focusing on results and final objectives (3.45), making a consensus
on making changes (3.67), redefining the end-to-end processes important for the success of the
company (3.47) and the improvement of the process based on information technology capabilities
(3.48), were to a greater extent the main purposes for which the objectives / targets were actually
achieved.
At the same time, at the average, regarding the extent to which objectives / targets have
actually been flown, only the setting of aggressive targets for business processes (2.34) and cost
reduction and production time (2.68) received less attention , while in China they were increasing
their own competitiveness, improving quality (2.78), increasing their own competitiveness,
lowering costs (2.78), and setting aggressive targets for business processes (2.12).
c. Implementation issues of R / BPR
According to Appendix 1, Set of questions 16, the list of R / BPR implementation issues
addressed in this study, with Media and Standard Deviation, as it results from the questionnaire
processing, both in Romania and China, shows that, as regards the R / BPR implementation
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problem list at the planning level, on average, at the level of Romania, it is difficult to match the
best technology with the new process (3.46), the implementation time over time has made R / BPR
is outdated (3.65) and there is insufficient staff training to implement R / BPR (3.43), have been
the major issues for R / BPR implementation; while in China the duration of implementation over
time has made R / BPR obsolete (3.28), management reluctance to commit funds to R / BPR (3.19),
and there is insufficient staff training for the implementation of the R / BPR (3.21) has been a
major part of the main R / BPR implementation issues.
At the same time, at the level of planning at the level of Romania, redesigning processes
that are outdated (2.37) and the information system infrastructure can not support the R / BPR
(2.29) at the average, as regards the list of R / (2.13), forget about the work habits of the employees
(2.13) and the information systems infrastructure can not support R / BPR (2.02) ).
Regarding the list of R / BPR implementation problems at the operational level on average,
the curve of the learning curve is time-consuming (3.87) and the information system infrastructure
can not support R / BPR (3.71) have been the major issues of R / BPR implementation; while R /
BPR in China was too disturbing for business operations (3.77) and the information system
infrastructure could not support R / BPR (3.81), they were mostly the main issues of R / BPR.
At the same time, at the average, as far as the list of R / BPR implementation problems at
operational level, at the level of Romania, the implementation time over time, made the R / BPR
obsolete (2.64) received less while at the level of China this was also the implementation time over
time, made the R / BPR obsolete (2.24).
Regarding the list of R / BPR implementation problems, on average, at the level of
Romania, management's reluctance to commit funds for R / BPR (3.37) was the main problem of
R / BPR implementation; while at the level of China, all the reluctance of management to commit
funds to R / BPR (3.17) was the main problem of R / BPR implementation.
At the same time, in China, they were still using the concept design phase to develop a
competitive design and to identify a problem regarding the list of R / BPR implementation
problems at the level of frequent costs at the level of Romania high costs for implementing the R
/ BPR (2.25) received less attention, while at the level of China it was high costs for implementing
the R / BPR (2.11).
Regarding the list of R / BPR implementation problems, on average, on the Romanian side,
making business errors under the pressure of quick results (3.89) and reconfiguring the structure
26

of the important / productive personnel (3.71) have been the major issues of R / BPR
implementation; while at the level of China, making business mistakes under the pressure of quick
results (3.92) and reconfiguring the important / productive staff structure (3.82) was a major
concern for the R / BPR implementation.
At the same time, at the average, regarding the list of R / BPR implementation problems,
at the level of side effects, the low morale of the employees (2.29) at the level of Romania received
less attention, while at the level of China it was, also the low morale of the employees (2.11).
Regarding the list of R / BPR implementation problems at the level of organization of the
workplace, on average, downsizing in Romania, but keeping the organization's old structure (3.54)
and the lack of communication between the CEO / top management and CIO / IS manager (3.54),
have been the major issues for implementing R / BPR; while in China the R / BPR process has
created an unfriendly environment for the company (3.67) and the lack of communication between
CEO / top management and CIO / IS manager (3.27) have been the major implementation problems
and R / BPR.
At the same time, at the average, as far as the list of R / BPR implementation problems is
concerned, at the level of organization of the workplace, employees at the level of Romania will
have a positive attitude towards the changes (2.29) received less attention over time what at the
level of China was difficult implementation due to sub-unit communication barriers (2.11).
Regarding the list of problems of R / BPR implementation, in terms of lack of results, on
average, frustrated management in Romania, slow management of results (3.36) and outsiders
exceeded the real benefits (3.29), they represented in the higher measure the main R / BPR
implementation issues; while in China, low employee productivity (2.98) and frustrating
management, with slow management of results (3.37), have been the major issues for R / BPR
implementation.
At the same time, on the average, regarding the list of R / BPR implementation problems,
due to the lack of results, at the level of low moral Romania at the level of employees (2.27)
received less attention, while at the level of China it was also poor morale at employees (2.04).
d. Derived benefits (benefits of R / BPR application)
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According to Appendix 1, Question Set 17, the list of possible issues considered to be on
the list of benefits of R / BPR implementation found at the company level with Media and Standard
Deviation, as it results from the questionnaire processing, both in Romania and China , shows that
the customer satisfaction (faster response to customers' requests) (3.32), labor resources
(improving the morale and productivity of employees) (3.25) and the team sales (concentrated
resources to meet the needs of single customer groups) (3.21), represented the major benefits of R
/ BPR implementation; (3.65), labor resources (improved employee morale and productivity) (3.97)
and sales team (concentrated resources to meet the needs of customer groups (3.73) were the major
benefits of R / BPR implementation.
At the same time, on the average, as regards the list of benefits of R / BPR application, the
sales and marketing (more profitable) (2.27) sales processes received less attention, while in China
it was the quality (products / improved quality services) (2.18).
e. Impact on corporate performance (impact of R / BPR application on the company)
According to Appendix 1, Set of Questions 18, the list of possible issues that you consider
to be the impact of R / BPR implementation found at the company level with Media and Standard
Deviation, as it results from the processing of questionnaires, both in Romania , as well as China,
shows that in terms of impact on corporate performance (impact of R / BPR application on the
company), on average, improvement of the sales growth rate (2.56), improvement of operational
profits (2.68) and improving the development of new products (2.68), had a greater impact on
corporate performance (impact of R / BPR application on the company); while improvement in
business profits (2.98), improvement in sales versus sales (2.89), and improvement in staff
development (3.54) were largely an impact on corporate performance (impact of R / BPR on the
company).
At the same time, on average, the improvement of the development of new markets (2.12)
at the Romanian level was less noticeable, while in China it was the improvement of the operating
cash flow (2.32 ).
f. Success factors at R / BPR level

28

According to Appendix 1, Set of Questions 19, the list of possible issues you consider to
be / were success factors at the R / BPR level found at the company level with Media and
Standard Deviation, as it results from the questionnaire processing both at the level Romania
and China show that as far as the list of R / BPR success factors, on an external level, on average,
R / BPR, driven by customer requirements and competitive pressures (3.23), represented to a
greater extent impact on success in R / BPR implementation; while R / BPR, driven by customer
requirements and competitive pressures (3.84), has also had a greater impact on the success of
R / BPR implementation in China.
At the same time, at the average, as regards the list of R / BPR successful factors at the
external level, in Romania, the use of industry specialists and external assistance (2.65) received
less attention, while at the level of China it was all the use of industry specialists and external
assistance (2.78).
Regarding the list of R / BPR success factors at the level of personnel recruitment, on
average, in Romania the reduction and re-qualification of workers as to what is actually R / BPR
(3.23) represented in May greatly impact on success at R / BPR implementation level; while in
China also the reduction and re-qualification of workers as to what R / BPR (3.67) is actually
more of an impact on success in R / BPR implementation.
At the same time, on average, as regards the list of R / BPR success factors at the level of
staffing, the involvement of workers so that they are decision makers (2.87) received less
attention; while in China it was all the workers' involvement so that they are decision-makers
(2.89).
Regarding the list of success factors at R / BPR at the operational level, on average, at the
level of Romania, only a few critical business processes (although inter-functional) (3.17) and
the concern for continuous improvement of performance (3.02 ), had a greater impact on the
success of R / BPR implementation; while in China, perceiving technology as a stimulus factor
rather than as a solution (3.78) and adopting an integrated approach to information technology
and business planning (3.67), had a greater impact on success implementation of the R / BPR.
At the same time, at the average, as far as the list of R / BPR success factors at operational level is
concerned, plotting only a few critical business processes (though inter-functional) (3.17) and
concern for continuous improvement of performance (3.02) they received less attention; while in
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China these were just plotting a few critical business processes (though inter-functional) (3.64)
and adopting an integrated approach to information technology and business planning (3.67).
Regarding the list of success factors at R / BPR level, at the communication level, on average, at
the level of Romania knowingly sharing and exchanging information (3.87) and regular planning
of the meetings between the project manager and each level of the project structure (3.78), had a
greater impact on the success of R / BPR implementation; while sharing and knowingly exchanging
knowledge in China (4.17), planning on a regular basis meetings between the project manager and
each level of the project structure (3.89) and creating an active charter describing the R / BPR and
management support (3.89), had a greater impact on the success of R / BPR implementation.
At the same time, on the average, as regards the list of success factors at R / BPR level at the
communication level, the use of surveys to determine what works well and what does not (3.32)
and the adoption of an integrated approach to information and planning technology of businesses
(3.19) received less attention; while in China these were the use of surveys to determine what
works well and what does not (3.86) and adopting an integrated approach to information
technology and business planning (3.68).
Regarding the list of success factors at R / BPR level, at the level of methods and tools, on average,
at the level of Romania, the use of the design phase of the concept, in order to develop a competitive
design and to identify major problems (3.79) the review of procedures, focusing on satisfying
domestic demands rather than on the market (4.02) and focusing rather on the results rather than
the tasks (3.89), had a greater impact on the success of the R / BPR implementation ; while China's
review of procedures, focusing on satisfying domestic demands rather than on the market (4.34),
focusing rather on the outcome and not on the tasks (3.97) and the concern for continuous
improvement of performance (3.94) , had a greater impact on success in R / BPR implementation.
At the same time, on the average, regarding the list of R / BPR success factors, at the level of
methods and tools, using the concept design phase to develop a competitive design and to identify
major issues (2.79) and use mapping process to distinguish productive activities from value-added
activities (2.78) received less attention; while in China they were still using the concept design
phase to develop a competitive design and to identify major issues (2.97) and the use of the
mapping process to distinguish productive activities from value-added activities (2.88 ).
Regarding the list of R / BPR success factors at the level of management, on average, R / BPR
Romania motivated by the Executive Director, who assumes responsibility for the success of the
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project (3.45), represented to a greater extent impact on success in R / BPR implementation; while
R / BPR is initiated and driven from top to bottom by senior management (3.84), it has also been
a major impact on success in R / BPR implementation.
At the same time, at the average, as regards the list of R / BPR success factors at the external level,
in Romania R / BPR is initiated and top-down driven by top management (3.14) received less
attention, while in China it was R / BPR motivated by the Executive Director, who assumes
responsibility for the success of the project (2.79).

Conclusions, implications and recommendations
The approach to reengineering is a broad one and aims at a radical change in the quality of services
offered, costs and production, including the investigation of the current state of scientific research
in this field, based on the most recent and representative references in the literature specialty, and
interpretations and own contributions, in order to constitute the basis of analysis for realization of
the scientific contributions proposed in the doctoral thesis, namely:
- to highlight the co-payments, factors and conditions necessary for the restructuring and / or
reengineering of financial and business corporations;
- establish the various restructuring and / or reengineering methodologies, but also how to apply
them
- Identify the common traits of corporate restructuring and / or reengineering methodologies, along
with the actions and measures used.
- Developing a general restructuring and / or reengineering model for corporations, through which
managers will be able to determine the reasons for the changes they want, as well as changes in
the environment, all of which stimulate the need for adaptation.
Consequently, in order to achieve the ultimate goal, the contribution to this extremely complex
issue regarding the cybernetic approach of international economic relations is transposed into three
pillars, namely:
- a first step is that of general conclusions;
- the second level is that of theoretical conclusions, these being in turn categorized as:
- theoretical conclusions, drawn from the literature;
- theoretical conclusions drawn from the author's model;
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- the third level is that of practical conclusions.
The results conclude that organizations do not focus on some of the most important tasks and tasks
recommended in the literature as a basis for R / BPR, such as the use of time as a competitive
weapon, changes in customer / market business / processes, the value added element of each
business activity and the application of the right innovative technology. Therefore, one can assume
that there is a major reason why many of the R / BPR project objectives were only modestly
achieved.
On average, the most common problems encountered in R / BPR implementation seem to be basic
and difficult to solve in practice: implementation difficulties due to communication barriers
between the organization / corporation sub-units, unexpected amount of R / BPR effort required ,
interruption of operations, failure to achieve the expected benefits, pressure business mistakes to
produce quick results, and reluctance of top managers to commit the funds needed for the project.
Given that most R / BPR projects benefit from innovative uses of information technology
technology (HAMMER & CHAMPY, 1993), an organizational problem that could condemn R /
BPR projects to the failure of a particular company is the lack of communication between CEOs /
top executives and CIO / IS managers.
While many individual organizations reported major benefits and a significant positive impact on
corporate performance, on average, the benefits and impact of the R / BPR organization /
corporation seem rather disappointing compared to all the problems it appears to be facing and
General.
Future research directions
It is recommended that the research carried out in this paper be complemented by a comparative
analysis on several countries both within and outside the European Union.
It is also important to remember the need for a comparative study of the effects of the two processes,
restructuring and reengineering, respectively.
It is important to consider, in further research, the realization of a quantitative study of the
dynamics of the two phenomena - restructuring and reengineering - for more detailed comparisons.
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Appendix 1
QUESTIONNAIRE

Dear Madam / Dear Sir,
We are all interested in getting the best out of our business and at making the best decisions.
In order to improve the management / services / products / processes at your industry level, we are
pleased and also asked to provide you with a questionnaire so you can get answers to a whole
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series of questions regarding restructuring and reengineering at the level of a company with
specific your company
All your responses will be strictly confidential and will not be used for any purpose other than the
current project. Make sure you answer all the questions you have received in the questionnaire.
Thanks for your time and cooperation!
Xinwang
PhD Candidate
University of Economic Studies
Bucuresti, Romania

Question 1: In what field do you work?
Answer:_______________________________________________________
Question 2: Please state the gender:
Answer:
1. male O
2. Female O
Question 3: Please state your age:
Answer:
1. Under 25 years of age O
2. Between 25-35 years O
3. Between 25-35 years O
4. Between 36-45 years O
5. Between 46-55 years O
6. over 55 years old O
Question 4: What is the nature of the majority capital at your company level?
Answer:
1. State O
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2. State majority O
3. Private O
4. private majority O
5. Mixed form O
Question 5: Please indicate the level of employment within your company:
Answer:
1. Less than 150 employees O
2. between 150 - 500 employees O
3. between 501 - 1000 employees O
4. between 1001 - 5000 employees O
5. More than 10000 employees O
Question 6: How long do you work for the company?
Answer:
1. 1 - 3 years O
2. 4-10 years O
3. 11-15 years O
4. 16 - 20 years O
5. More than 20 years O
Question 7: What is the management structure (which of the following management structures are
contained within) the company you are working in?
Answer:
1. The Board of Directors;
2. Director General;
3. Executive Directors;
4. Director Departments;
5. Representative of the Trade Union.
Question 8: Please specify the professional category you belong to:
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Answer:
1. Productive staff (Blue-collar worker) O
2. White-collar worker O
Question 9: How long have you been part of the company management structure?
Answer:
1. 1 - 3 years O
2. 4-10 years O
3. 11-15 years O
4. 16 - 20 years O
5. More than 20 years O
6. Not applicable O
Question 10: Do you think there is a significant relationship between corporate values and
organizational receptiveness to change?
Answer:
1. Yes O
2. No O
Question 11: Do you think there is a significant relationship between corporate norms and
organizational receptiveness to change?
Answer:
1. Yes O
2. No O
Question 12: What do you think is the most important resource in your company to make a profit?
Answer:
1. Human resource;
2. Technical Capital Resources;
3. Financial resource.
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Specification: For questions 11, 12, 13, 14, 15, 16 and 17, tick one of the variants 1, 2, 3, 4, 5 of
the 5 variants. For example, if you approve variant 1 for statement 1 of the Assignment Set, we
will have (1x) in the bracket to the right of statement 1, so for each statement in the Assignment
Set, we will fill in a digit from 1-5 in variant chosen by you
Question 13: For each of the possible management measures that need to be applied to increase
your profit indicators at your company level and which are specified in statements 1-6 below,
please tick one of the following:
1. Not at all
2. Minor dimensions O
3. Moderate dimensions O
4. Large dimensions O
5. Very large dimensions O
Set of statements:
1. A thorough internal analysis of the company and external factors (x);
2. A diagnostic study to identify dysfunctions (x);
3. Identify strengths (x);
4. Redeveloping and redesigning the management system (x);
5. Process, structural-organizational and human changes (x);
6. The hierarchical share of the average management, as well as the hierarchical share of a
superior manager (x).
Question Set 14: For each of the possible business processes that are outlined in statements 1-14
below and which can be considered as potential targets for reengineering (R), please tick one of
the following options:
1. Not at all
2. Minor dimensions O
3. Moderate dimensions O
4. Large dimensions O
5. Very large dimensions O
Set of statements:
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1. customer service (x);
2. record sales / orders (x);
3. billing / payments (x);
4. purchases (x);
5. advertising / promotion (x);
6. prices (x);
7. marketing research (x);
8. product design / development (x);
9. distribution (x);
10. business planning (x);
11. inventory management (x);
12. quality management (x);
13. production planning (x);
14. staff management (x).
Question Set 15: For each of the possible purposes for which objectives / targets (goals and
objectives) were included in the R / BPR project plans, which are outlined in statements 1-14
below, please tick one of the following responses:
1. Not at all
2. Minor dimensions O
3. Moderate dimensions O
4. Large dimensions O
5. Very large dimensions O
Set of statements:
1. Increasing your own competitiveness by improving quality (x);
2. Increase your own competitiveness by reducing costs (x);
3. Increase your own competitiveness by shortening the product development time (x);
4. Enhancement of the added value element at the level of each activity (x);
5. Using time as a competitive factor (x);
6. Concentration on results and final objectives (x);
7. Applying the right innovative technology (x);
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8. Quality check at source (x);
9. Making a consensus on making changes (x);
10. Setting Aggressive Business Processes (x);
11. Redefining important end-to-end processes for company success (x);
12. Consider improvements to the process based on information technology capabilities
(x);
13. Reduction of costs and production time (x);
14. Operation within organizational units (x).
Question Set 16: For each of the possible issues that you consider to be R / BPR implementation
issues that are outlined in the A-F statements below, please tick one of the following:
1. Not at all
2. Minor dimensions O
3. Moderate dimensions O
4. Large dimensions O
5. Very large dimensions O
Set of statements:
A. At planning level:
1. Redesigning processes that are outdated (x);
2. Difficult to match the best technology with the new process (x);
3. Focusing on new technology instead of business process (x);
4. Let's forget the employee's working habits (x);
5. Making business mistakes under pressure to get quick results (x);
6. Downsizing, but keeping the organization's old structure (x);
7. Lack of understanding of implementation requirements (x);
8. The R / BPR process was much higher than expected (x);
9. Conflict between traditional performance measures and R / BPR (x) objectives;
10. Information Systems Infrastructure can not support R / BPR (x);
11. The implementation time over time has made the R / BPR obsolete (x);
12. Management's reluctance to commit funds to R / BPR (x);
13. There is insufficient staff training to implement R / BPR (x);
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14. Outsiders outweigh the real benefits and potential problems (x).
B. At operational level:
1. Learning curve is time-consuming (x);
2. The R / BPR process was much higher than expected (x);
3. R / BPR was too disturbing for business operations (x);
4. Information Systems Infrastructure can not support R / BPR (x);
5. The implementation time over time has made R / BPR obsolete (x);
6. Lack of communication between CEO / top management and CIO / IS manager (x);
7. Employee training for R / BPR implementation (x) is not enough.
C. At frequent costs:
1. High costs for implementing R / BPR (x);
2. The reluctance of management to commit funds to R / BPR (x);
D. At the level of side effects:
1. Trying to change too fast R / BPR (x);
2. Making business mistakes under pressure to obtain quick results (x);
3. The R / BPR process has created an unfriendly business environment (x);
4. Low employee productivity (x);
5. Low employee morale (x);
6. Outsourcing has created many new problems (x);
7. Reconfiguration of the important / productive staff structure (x);
8. High employee anxiety and resistance to change (x);
9. Many unpleasant surprises (x).
E. At the organization level of the workplace:
1. The business environment does not favor renewal (x);
2. The R / BPR process has created an unfriendly business environment (x);
3. Downsizing, but keeping the organization's old structure (x);
4. Difficult implementation due to sub-unit (x) communication barriers;
5. Lack of management to deal with major business confrontations and risks (x);
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6. Lack of enthusiasm at upper management level (x);
7. Lack of consensus at employee level (x);
8. Lack of determination of driving (x);
9. Lack of communication between CEO / top management and CIO / IS manager (x);
10. Employees will have a positive attitude towards change (x).
F. Lack of results:
1. Company stock prices: Fast and long-term leverage (x);
2. Low employee productivity (x);
3. Low employee morale (x);
4. The profit on project level (x) has fallen below expectations;
5. Frustrated management with slow management of results (x);
6. Outsiders have exceeded the real benefits (x).
Question Set 17: For each of the possible issues you consider to be on the list of R / BPR benefits
found at your company level, which are outlined in statements 1-9 below, please tick one of the
following variants :
1. Not at all
2. Minor dimensions O
3. Moderate dimensions O
4. Large dimensions O
5. Very large dimensions O
Set of statements:
1. Technical capital / machinery and equipment (more efficient use) (x);
2. Customer satisfaction (faster response to customer requests) (x);
3. Productivity (low cycle time, inventory or cost) (x);
4. Profitability (increased economic growth) (x);
5. Quality (improved quality products / services) (x);
6. Work resources (improving morale and employee productivity) (x);
7. Sales team (concentrated resources to meet the needs of customer groups
unique) (x);
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8. Information technology (improved to respond quickly to customer changes)
(x);
9. Sales and marketing processes (more cost-effective) (x).
Question Set 18: For each of the possible issues that you consider to be the impact of applying R
/ BPR to your company, as outlined in Claims 1-12 below, please tick one of the following answer:
1. Not at all
2. Minor dimensions O
3. Moderate dimensions O
4. Large dimensions O
5. Very large dimensions O
Set of statements:
1. improving sales growth rate (x);
2. improving the market share (x);
3. improving operational profits (x);
4. Improving the profit rate on sales (x);
5. Improvement of operating cash flow (x);
6. Improving return on investment (x);
7. improving the development of new products (x);
8. Improving the development of new markets (x);
9. improving the research and development activity (x);
10. Improving the cost reduction program (x);
11. improving staff development (x);
12. improving public affairs (x).
Question Set 19: For each of the possible issues you consider to be / were success factors at the R
/ BPR level, which are stated in the A-F statements below, please tick one of the following variants:
1. not important O
2. somewhat important O
3. moderately important O
4. very important O
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5. extremely important O
Set of statements:
A. At the external level:
1. Use of industry and external assistance (x);
2. R / BPR motivated by customer requirements and competitive pressures (x).
B. At staffing level:
1. Re-training and retraining of workers as to what is actually R / BPR (x);
2. Involvement of workers so that they are decision makers (x).
C. At operational level:
1. Effective use of resources (x);
2. Implement new processes according to planning and program (x);
3. Development of a well-defined project organization (x);
4. Trace only a few critical business processes (though inter-functional) (x);
5. Perceiving technology as a stimulus factor, not as a solution (x);
6. Reduction of costs and response time through automation (x);
7. Concern for continuous improvement of performance (x);
8. Adopt an integrated approach to information technology and business planning (x).
D. At the communication level:
1. Sharing and knowingly exchanging information (x);
2. Planning regularly in the meetings between the project manager and each level of the
project structure (x);
3. Development and communication of clear mission and vision statements (x);
4. Creating an active book describing the R / BPR program and management support
(x);
5. Using surveys to determine what works well and what does not (x);
6. Adopt an integrated approach to information technology and business planning (x).
E. At the level of methods and tools:
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1. Using the hands-on experience in reengineering at the level of different processes (x);
2. Using the concept design phase, to develop a competitive design and
to identify major issues (x);
3. Determine all details of configuration, instrumentation, programming, maintenance,
storage, replenishment, quality, etc. Before Implementation (x);
4. Planning regularly in meetings between the project manager and each level of
project structure (x);
5. Simplify material flow, logistics, planning and other distinct operations through
use of technology at group level (x);
6. Using the mapping process to distinguish productive activities from activities
no added value (x);
7. Representing only a few critical (but inter-functional) business processes (x);
8. Revision of procedures, focusing on meeting domestic demands, May
rather than on the market (x);
9. Focus on the result and not on the tasks (x);
10. Care for continuous improvement of performance (x);
11. Create an active chart describing the R / BPR program and support
management (x);
12. Use surveys to determine what works well and what does not (x);
13. Adopt an integrated approach to information technology and business planning
(x).
F. At the management level:
1. R / BPR is initiated and driven top-down by senior management
(x);
2. R / BPR motivated by the Chief Executive, who assumes liability
project success (x).
Question 20: Is the expansion of business process changes positively related to the extent to which
R / BPR implementation issues have been encountered?
Answer:
1. Yes O
51

2. No O
Question 21: Is the expansion of business process changes positively related to the extent to which
the important objectives have been included in the R / BPR plan?
Answer:
1. Yes O
2. No O
Question 22: Do you consider that the important objectives that were included in the R / BPR plan
are well correlated with the degree of difficulty in implementing the R / BPR?
Answer:
1. Yes O
2. No O
Question 23: Do you consider that the objectives included in the R / BPR plan are well correlated
with R / BPR?
Answer:
1. Yes O
2. No O
Question 24: Do you think that the important objectives and objectives that were included in the
R / BPR plan have been achieved?
Answer:
1. Yes O
2. No O
Question 25: Do you think that the R & BPR plan has benefited from the important objectives and
objectives that have been included?
Answer:
1. Yes O
2. No O
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Question 26: Do you consider that the objectives that were included in the R / BPR plan had an
impact on the company's performance?
Answer:
1. Yes O
2. No O
Question 27: Do you think that the R / BPR implementation issues are well correlated with the R
/ BPR measure?
Answer:
1. Yes O
2. No O
Question 28: Do you think that the objectives that have been achieved are well correlated with the
R / BPR measure?
Answer:
1. Yes O
2. No O
Question 29: Do you consider that the benefits of the R / BPR project are closely related to the
extent to which R / BPR has had an impact on the performance of the company?
Answer:
1. Yes O
2. No O
Thanks for your cooperation and availability!
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