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Abstract---In the study titled "The Contribution of Human Resource 
Reengineering to Achieving Organizational Integrity: A Case Study of 

20 August 1955 University," the findings reveal a moderate overall 

level of human resource reengineering, with an average score of 
3.1257. Among the various domains, the technological aspect stands 

out as the most implemented, averaging 3.5263. This trend reflects an 

increasing reliance on technology and digitalization within Algerian 
institutions. The overall level of organizational integrity is also 

moderate, with an average score of 2.9737. Notably, empathy and 

compassion are prevalent in the institution, scoring 3.3421, which 

indicates a conducive work environment and strong interpersonal 
relationships among employees. The study identifies a medium to 

positive correlation between the dimensions of human resource 

reengineering (structural, technological, technical, and human) and 
organizational integrity at a significance level of (α≤0.05). 

Furthermore, there is statistically significant positive impact from 
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human resource reengineering on organizational integrity, suggesting 

that changes in human resource practices contribute to improved 

organizational integrity. The study concludes that a portion of the 
variance in organizational integrity can be attributed to human 

resource reengineering, while other external factors may account for 

the remaining variance. Based on these findings, the study 
recommends enhancing technological adoption, fostering a 

collaborative work culture, developing employee skills, conducting 

further research across other institutions, and implementing regular 
assessments to ensure continuous improvement in organizational 

performance. 

 
Keywords---Human Resource Reengineering, Organizational Integrity, 

Algerian Institutions, University of 20 August 1955, Skikda, Algeria. 

 

 
Introduction  

 

In light of the intertwined and overlapping global circumstances, and in the era of 
globalization with the emergence of international competition, the internal and 

external environment of organizations is no longer stable as it used to be. Instead, 

it has become characterized by mobility and dynamism, which has led to the 
emergence of complex and varied problems, most of which affect work 

organizations. Consequently, these organizations are compelled to find solutions 

to confront these issues and face new and diverse challenges. This has increased 
the importance of utilizing and preserving resources, as they are considered the 

primary and most influential asset in the organization, and also to help achieve 

its goals and enhance its competitive advantage. This has made attention to 

human resources essential for the success of the organization and a reason for its 
ability to survive and face the rapidly changing internal and external 

environments. 

 
To ensure the growth and development of its human resources, organizations 

must provide a suitable working environment that contributes to this growth by 

adopting important organizational practices that aid this goal, such as human 
resources reengineering. This process involves the partial or complete redesign of 

work systems related to human resources in various fields and across all 

administrative levels, including job integration, delegation of authority, promotion 
of teamwork, and more. In addition, organizations require their employees to 

embody principles of noble ethics, responsibility, and other virtuous behaviors—

collectively known as organizational integrity—which enhances the organization’s 

prestige and helps achieve its goals and sustainability through the continuous 
improvement of its reputation and image, thereby granting it a lasting competitive 

advantage. 

 
Based on the above, the following question arises: How can human resources 

reengineering contribute to promoting organizational integrity at the 

University of August 20, 1955, in Skikda? 
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To support the aforementioned problem, a set of sub-questions has been raised. 

 
Sub-questions: 

• What is the level of reliance on human resources reengineering in the 

organization under study? 

• What is the level of organizational integrity in the organization under 
study? 

• Is there a positive relationship between human resources reengineering 

and its dimensions (structural, technological, technical, and human) and 
organizational integrity in the organization under study? 

• What is the impact of human resources reengineering in its dimensions 

(technological, structural, technical, and human) on organizational 

integrity in the organization under study? 

• To what extent are there statistically significant differences in the 

respondents' answers regarding the impact of human resources 

reengineering on organizational integrity due to personal variables (gender, 

age, educational level, job position) in the organization under study? 
 

Study Hypotheses: 

• There is a statistically significant relationship between human resources 
reengineering and its dimensions (structural, technological, technical, and 

human) and organizational integrity at a significance level of (α≤0.05) in 

the organization under study. 

• There is a statistically significant impact of human resources 
reengineering on organizational integrity at a significance level of (α≤0.05) 

in the organization under study. 

• There are statistically significant differences in respondents' answers at a 

significance level of (α≤0.05) in the organization under study regarding the 
impact of human resources reengineering on organizational integrity due 

to personal variables (gender, age, educational level, job position). 

 
Research Importance: 

 

The current study derives its significance from the importance of the topic of 
human resources reengineering and its impact on organizational integrity among 

employees. Organizational integrity is a relatively recent subject in the field of 

employee behavior. The importance of this topic is further emphasized by the 
significance of the results that will be reached and the various suggestions and 

recommendations derived from the field study, which may contribute to improving 

performance by enhancing the sense of value, appreciation, and respect, rooted in 

high ethical standards. 
 

Research Objectives: 

 
Through this research, we aim to: 

• Identify the reality and importance of the research variables in the 

organization under study. 

• Understand the nature of the relationship between human resources 
reengineering and organizational integrity. 
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• Test the extent to which human resources reengineering impacts 

organizational integrity. 

 
Research Divisions: 

 

The research is divided into: 

• First Axis: The theoretical aspect of the study. 

• Second Axis: The practical aspect. 

 

I.First Axis: The theoretical aspect of the study. 
1. Human Resource Reengineering: 

1.1 Concept of Human Resource Reengineering: 

 

- Human resource reengineering is defined as "the fundamental rethinking and 
radical redesign of processes to achieve significant improvements—rather than 

marginal, incremental ones—in performance measures such as cost, quality, 

service, and speed."1 It involves the fundamental and rapid redesign of strategic 
management processes that add value, as well as the systems, policies, and 

structures that support these processes, all aimed at achieving high 

organizational goals.2 
 

-Human resource reengineering is defined as a process of fundamentally 

redesigning the human resource work systems based on information technology, 
aimed at the continuous improvement of quality and productivity levels. This 

concept is also viewed as an organization's effort to meet the needs of its 

employees and enhance their capabilities to effectively carry out the tasks and 

responsibilities assigned to them by continuously improving the processes related 
to their management.3 

 

-It is also a process aimed at transforming the skills and knowledge of human 
resources into intellectual capital and leveraging it to achieve the organization's 

overall goals.  

 
-Additionally, it is defined as a fundamental rethink and radical change in work 

systems to achieve significant improvements in performance metrics such as cost, 

quality, capital, services, and execution speed. Information systems refer to all 
work processes or procedures, job descriptions, organizational structures, 

management and evaluation systems, as well as the values and beliefs of 

individuals.4 

 
1.2 Areas of Human Resource Reengineering 

 

Human resource reengineering encompasses four main areas: technological, 
structural, technical, and human. 

 

-Technological Area: Organizations implement technological changes to address 
new conditions and acquire modern technologies that benefit them by reducing 

costs and improving quality. In human resource management, technological 

change involves adopting advanced techniques and programs to manage 
personnel affairs and streamline job functions. This contributes to reducing work 
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time, improving its quality, and lowering costs. Additionally, embracing e-work 

will undoubtedly allow human resource employees to focus on the strategic 
aspects of the function and align with the organization's strategy, as operational 

tasks no longer occupy the space they once did.5 

 
-Structural Area: Until recently, traditional organizations were based on a 

performance/behavior/design model, meaning that performance is determined by 

the organization's behavior, which in turn is dictated by its design. Thus, overall 
performance improvement depended on design direction. This model primarily 

considers performance challenges relevant to shareholders, focusing on financial 

and marketing outcomes, and views individuals as capable of work but lacking 
proper guidance. However, modern organizations now face numerous 

performance challenges that rely on individuals who may not possess the required 

skills. Consequently, the most suitable alternative to the previous model is the 

"performance/purpose/behavior/initiatives" model, which posits that 
performance must be multidimensional. All parties within the organization must 

benefit from clearly defined performance goals that reflect existing challenges. 

Moreover, not all individuals possess the desire or ability to work; hence, it is 
crucial to identify those needing behavioral and capability changes, determine the 

form of change needed, and assess the sources of readiness and hesitation among 

individuals within the organization. A set of initiatives—whether behavior-driven 
or not—should be formulated to shape the vision and the reasons behind it and to 

implement the necessary changes to achieve the desired performance.6 

 
-Technical Area: Human resource reengineering relies on three fundamental 

alternatives arranged as follows: 

-Elimination: This involves discarding services and activities that offer little value 

(those that do not add value). 
-Outsourcing: This entails a close relationship between the organization and its 

service providers. 

-Redesign: This refers to the redesign of strategically important activities that 
cannot be outsourced.7 

Thus, technical change in human resource management involves eliminating 

activities that do not add value, outsourcing administrative tasks whose costs 
exceed internal execution, and redesigning remaining processes to be more 

strategic and provide greater added value. 

 
Human Area: This area refers to changing the individuals performing the work, 

either by dismissing some and replacing them with others or by enhancing their 

skills and developing their capabilities and values. Given the increasing 

importance of information technology in organizations and the pivotal role played 
by those controlling this technology, it has become essential for organizations to 

possess human resources that represent an investment due to their knowledge, 

skills, and flexibility. They should be organized into teams that deliver collective 
performance and integrate to enhance their effectiveness. Reports from the 

International Labor Organization indicate that the greatest gains in organizational 

performance occur only when new technology is combined with extensive changes 
in work systems, such as decentralized decision-making and team-based work 

organization.8 
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2. Organizational Integrity 

 

2.1 Definition of Organizational Integrity 
 

-Integrity is a Latin term meaning "excellence." It represents a virtue that 

expresses ethical principles designed to motivate and direct behavior towards the 
end of the moral system at the organizational level. Consequently, it supports 

virtuous activities that encompass the habits, desires, and actions of individuals 

and groups within the organization. Integrity fosters the enhancement of virtuous 
relationships among its members and encourages it at all levels, contributing to 

success in achieving the organization’s objectives.9 
 

-The measurement of organizational integrity was also defined through the 

assessment of levels of optimism, trust, compassion, integrity, and tolerance 

within the organization.10 
 

-The manifestations of integrity are evident in individual activities or teamwork, 

and the organization's culture can either activate or hinder upright behavior. 
Integrity is associated with three central traits: human influence, good ethics, and 

social reform. Good ethics represent everything that is good, right, and worthy of 

cultivation. Moreover, good ethics are tied to individual prosperity and one's moral 
character, while social reform transcends individual benefit to create social values 

that resonate with personal desires.11 
 

-Integrity also involves individuals maximizing their behaviors and actions 

effectively by being attentive to all types of events within their organizations, such 

as taking responsibility for their work and participating in collaborative activities 
that positively impact their performance.12 

 

2.2 Dimensions of Organizational Integrity  

 

What distinguishes our current society is knowledge, characterized by constant 

innovation and increasing complexity. Employee well-being is essential not only 
for improving their lives but also for organizations, which must innovate and 

continually evolve to survive in this turbulent environment. This necessitates a 

focus on integrity, represented by their values and beliefs, and their concern for 
employee benefits and well-being, which affect individual job performance and 

organizational performance. Otherwise, employees will direct their energy and 

capabilities elsewhere, leading to decreased creativity and innovation within the 
organization.13 

 

Numerous researchers have identified a range of dimensions related to 
organizational integrity, including integrity, competence, optimism, austerity, 

recognition, strength, and more. The dimensions selected, which are commonly 

agreed upon and recurrent among most researchers, as well as those that align 

with the Algerian environment, are (trust, integrity, commitment, empathy, and 
compassion). 
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-Organizational Trust: Organizational trust refers to a general climate of 

politeness, consideration, and respect, where individuals can rely on each other 
and on upper management.14 

 

-Organizational Integrity: This reflects the organization's ability to interact with 
employees transparently and align with stated objectives and shared values, 

possessing characteristics that build trust and credibility with stakeholders. It 

also involves the ability to control behavioral motives, which can lead to 
aggressive behaviors. Thus, organizations need to mentally engage individuals 

toward credibility and transparency in decision-making, ensuring stability at all 

times.15 
 

-Organizational Commitment: This entails a close connection to the 

organization's goals and values, acceptance of these goals and values, a 

willingness to exert reasonable effort on behalf of the organization, and a strong 
desire to remain and continue membership.16 

 

-Empathy and Compassion: Organizational empathy pertains to a contextual 
framework in which employees are concerned about one another, where acts of 

compassion and empathy prevail among staff.17 It involves assisting individuals 

who may be underperforming or providing them with positive working conditions, 
as well as those experiencing unstable behaviors, whether psychological or social. 

Organizations often do much to support those unstable individuals at work or 

who face challenging social and psychological circumstances, particularly those 
experiencing continuous work-related stress. This empathy within the 

organization is reflected in employees who care for one another.18 

 

II.Second Axis: The practical aspect 
 

1. Study Methodology 

Based on the nature of the study and its objectives, the researcher used the 
descriptive-analytical method. This approach relies on studying a phenomenon by 

referring to previous studies and publications, followed by data collection through 

a specially prepared questionnaire. 
 

1.1 Study Population and Sample 

The study population was determined by identifying the number of administrative 
professors and administrators at the Faculty of Economic, Commercial, and 

Management Sciences at the University of August 20, 1955. A random sample of 

62 individuals was selected. 
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Table (01): Distribution of Study Sample Individuals 

 

 
Source: Prepared by the researchers based on SPSS v26 outputs. 

 
2- Study Tool and Measurement Methods  

 

The primary tool used in the current study to answer the research questions and 
achieve its objectives was the questionnaire. The questionnaire was chosen as it 

is one of the most common and widely used tools today. It was divided into two 

main parts: 

• Part One: Personal information of the employees, which included gender, 

age, position, and educational level. 

• Part Two: Consists of 25 statements with constrained responses, divided 

into the following axes: 
o Axis One: Consists of 19 statements focused on human resources 

reengineering, aiming to assess the extent of its availability across 

different areas. 
o Axis Two: Consists of 6 statements focused on organizational 

integrity, aiming to determine its presence among the studied 

group. 

 
The researchers used the 5-point Likert scale, ranging from (1) to (5), where (1) 

indicates "strongly disagree" and (5) indicates "strongly agree." The length of the 

scale was calculated by determining the range between the upper and lower 
bounds of the scale's categories (5-1=4), then dividing it by (5) to determine the 

correct cell length (4/5=0.80). This value was then added to the lowest value in 

the Likert scale (which is 1). 
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Table (02): illustrates the scale used in the study 

 

 
Source: Prepared by the researchers based on SPSS v26 outputs. 
 

3- Reliability of the Research Tool:  

To ensure the reliability of the research tool (the questionnaire), Cronbach's Alpha 
coefficient was calculated. A value is considered acceptable if it is equal to or 

greater than (0.70), as suggested by Hair et al. (2010). Upon reviewing the 

statistical test results, it was found that the overall reliability coefficient of the 
questionnaire is high, reaching (0.853), indicating that the questionnaire has a 

high degree of reliability. 

 
4- Statistical Treatment Methods: 

• Cronbach's Alpha: Used to verify the reliability of the research tool. 

• Multiple Regression: Used to test the impact of each independent 

variable individually on the dependent variable. 

• Independent Samples T-Test: Used to determine whether there are 
statistically significant differences between two independent data groups. 

• One-Way Analysis of Variance (ANOVA): Used to analyze the differences 

among group means in a sample. 
 

5- Descriptive Statistics of the Study Variables: 

To understand the level of human resources reengineering across its various 

dimensions (structural, technological, technical, and human) and organizational 
integrity, the following table presents the means and standard deviations: 
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Table (03): Arithmetic Means and Standard Deviations of the Dimensions of 

Human Resources Reengineering and Organizational Integrity 

 

 
Source: Prepared by the researchers based on SPSS v26 outputs. 

 
Based on the results presented in Table 03, we observe that most arithmetic 

means fall within the average range for both variables. In terms of the ranking of 

human resources reengineering dimensions, the technological dimension ranks 
first with a high mean of 3.5263, followed by the structural dimension with a 

mean of 3.1447, then the technical dimension with a mean of 2.9684, and finally 

the human dimension with a mean of 2.8932. The overall average for the 

dimensions stands at 3.1257, indicating that the organization relies on human 
resources reengineering across its various fields at a moderate level. 

As for the dimensions of organizational integrity, empathy and compassion rank 

first with an arithmetic mean of 3.3421, followed by trust with a mean of 2.8158, 
and lastly, commitment with a mean of 2.7632. The overall level of organizational 

integrity in the organization under study is moderate, with an arithmetic mean of 

2.9737. 
 

Presentation and Discussion of Results in Light of Hypotheses 

 

• Testing the First Main Hypothesis: The first main hypothesis states that 
"there is a statistically significant relationship between human resources 

reengineering and its dimensions (structural, technological, technical, and 

human) and organizational integrity at the significance level (α ≤ 0.05) in 
the organization under study." 
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Before beginning the testing of this hypothesis, it is important to note that Table 

06 below will include the significance test of the correlation coefficient by 
comparing the calculated T value with the tabulated T value, without revealing 

their values. If there is a () sign next to the correlation coefficient, it indicates that 

the calculated T value is greater than the tabulated one. The strength of the 
correlation coefficient will be assessed according to the following criteria: 

• Low Correlation: If the correlation coefficient value is between (0.10 - 

0.30) 

• Medium Correlation: If the correlation coefficient value is between (0.31 - 
0.50) 

• Strong Correlation: If the correlation coefficient value is between (0.51 - 

1.00) 

 
Table (04): Correlation Matrix between Dimensions of Human Resources 

Reengineering and Organizational Integrity 

 

 
Source: Prepared by the researchers based on SPSS v26 outputs 

 

Interpretation of the Correlation Matrix: 

• The correlation coefficients marked with an asterisk (*) indicate 
statistically significant relationships. 

• The structural dimension shows a moderate positive correlation with the 

technological dimension (0.355*), and a strong positive correlation with 
the technical dimension (0.520*). It also has a moderate positive 

correlation with organizational integrity (0.342*). 

• The technological dimension has a strong positive correlation with the 

technical dimension (0.429*) but a weak correlation with organizational 
integrity (0.135). 

• The technical dimension shows a strong correlation with the human 

dimension (0.465*) and a moderate positive correlation with 

organizational integrity (0.287*). 

• The human dimension has a strong positive correlation with 

organizational integrity (0.411*). 

 
These results suggest that various dimensions of human resources 

reengineering have varying degrees of correlation with organizational 
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integrity, providing valuable insights into how these factors may influence 

each other. 

 
Testing the Second Main Hypothesis 

 

The second main hypothesis states that "there is a statistically significant effect at 
the significance level (α ≤ 0.05) of human resources reengineering and its 

dimensions (structural, technological, technical, and human) on organizational 

integrity at the significance level (α ≤ 0.05) in the organization under study." 
To test this hypothesis, multiple regression analysis was used to examine the 

effect. The results are presented in the table below. 

 
Table (05): Results of Multiple Regression Analysis Testing the Effect of Human 

Resources Reengineering with Its Dimensions (Structural, Technological, 

Technical, and Human) on Organizational Integrity 

 

 
Source: Prepared by the researchers based on SPSS v26 outputs 
 

Interpretation of the Results: 

• The results indicate that the structural dimension (β = 0.798) and the 

technological dimension (β = 0.326) have statistically significant positive 
effects on organizational integrity, as denoted by the asterisk (*), which 

indicates significance at α ≤ 0.05. 

• The technical dimension shows a negligible effect (β = 0.017) and is not 

statistically significant. 

• The human dimension also has a positive effect (β = 0.018) but is not 

statistically significant as well. 

• The overall regression model has an F-value of 4.021, and the significance 

level for the model is 0.006*, indicating that the model as a whole is 
statistically significant. 

• The multiple correlation coefficient (R) of 0.486 indicates a moderate 

correlation between the independent variables and organizational integrity. 
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• The coefficient of determination (R²) of 0.236 suggests that approximately 

23.6% of the variance in organizational integrity can be explained by the 
independent variables, while the adjusted R² of 0.177 accounts for the 

number of predictors in the model. 

 
The results support the second main hypothesis, indicating that human 

resources reengineering and its dimensions, particularly the structural and 

technological aspects, significantly influence organizational integrity within 

the organization studied. 
 

Testing the Third Main Hypothesis 

 
The third main hypothesis states that "there are statistically significant 

differences between respondents' answers regarding the impact of human 

resources reengineering on organizational integrity attributed to personal 
variables (gender, age, educational level, job position) at the significance level (α ≤ 

0.05) in the organization under study." 

 
Table (06): Results of the Independent Samples T-Test for Detecting the 

Significance of Differences in Respondents' Attitudes Regarding the Impact of 

Human Resources Reengineering on Organizational Integrity Attributed to Gender 

 

 
Source: Prepared by the researchers based on SPSS v26 outputs 

 

Interpretation of the Results: 

• The significance levels for all dimensions of human resources reengineering 
and the overall dimensions are greater than 0.05, indicating that there are no 

statistically significant differences in responses based on gender regarding the 

impact of human resources reengineering on organizational integrity. 

• Specifically: 
o The structural dimension has a significance level of 0.398. 

o The technological dimension has a significance level of 0.303. 

o The technical dimension has a significance level of 0.084, which is close to 
the significance level but still above 0.05. 

o The human dimension shows a significance level of 0.946, indicating no 

significant difference. 
o The overall dimensions combined yield a significance level of 0.545, further 

confirming the lack of significant differences. 
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Thus, we can conclude that personal variable differences, particularly 

gender, do not have a statistically significant impact on respondents' views 

regarding the effect of human resources reengineering on organizational 
integrity within the organization studied. 

 

Analysis of Variance (ANOVA) Results 
 

Table (07): ANOVA Results for Detecting Significant Differences in Respondents' 

Attitudes Regarding the Impact of Human Resources Reengineering on 
Organizational Integrity Based on Educational Level 

 
Source: Prepared by the researchers based on SPSS v26 outputs 

 

Interpretation of the Results: 
1. Structural Dimension: The calculated F value is 3.395 with a significance 

level of 0.071. Although this value is close to the conventional threshold of 

0.05 for significance, it does not meet the threshold for statistical significance. 
2. Technological Dimension: The calculated F value is 5.072 with a 

significance level of 0.068. Similar to the structural dimension, it is also close 

to significance but not statistically significant. 

3. Technical Dimension: The calculated F value is 6.063 with a significance 
level of 0.077. Again, while this indicates a trend towards significance, it does 

not meet the criteria for statistical significance. 

4. Human Dimension: The calculated F value is 0.012 with a significance level 
of 0.913, indicating no significant differences based on this dimension. 

5. Overall Dimensions: The overall dimensions of human resources 

reengineering yield an F value of 0.709 with a significance level of 0.403, 
indicating no significant differences in attitudes among respondents regarding 

the combined effects of reengineering on organizational integrity based on 

educational level. 
 

The ANOVA results suggest that there are no statistically significant 

differences in the attitudes of respondents regarding the impact of human 

resources reengineering on organizational integrity when categorized by 
educational level. All significance levels are above the 0.05 threshold, 

indicating that educational background does not significantly influence 

respondents' perceptions in the context of this study. 
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Analysis of Variance (ANOVA) Results 

 
Table (08): ANOVA Results for Detecting Significant Differences in Respondents' 

Attitudes Regarding the Impact of Human Resources Reengineering on 

Organizational Integrity Based on Age 
 

 
Source: Prepared by the researchers based on SPSS v26 outputs 
 

Interpretation of the Results: 

1. Structural Dimension: The calculated F value is 5.925 with a significance 

level of 0.005. This result indicates a statistically significant difference in 
attitudes related to the structural dimension of human resources 

reengineering among different age groups. 

2. Technological Dimension: The calculated F value is 0.909 with a 
significance level of 0.009. This also indicates a statistically significant 

difference in attitudes regarding the technological dimension based on age. 

3. Technical Dimension: The calculated F value is 3.949 with a significance 
level of 0.025. This indicates a statistically significant difference in attitudes 

regarding the technical dimension among age groups. 

4. Human Dimension: The calculated F value is 7.234 with a significance level 
of 0.002, indicating a strong statistically significant difference in attitudes 

related to the human dimension based on age. 

5. Overall Dimensions: The overall dimensions of human resources 

reengineering yield an F value of 4.066 with a significance level of 0.023, 
indicating a statistically significant difference in attitudes among respondents 

regarding the combined effects of reengineering on organizational integrity 

based on age. 
 

The ANOVA results demonstrate that there are statistically significant 

differences in respondents' attitudes towards the impact of human resources 
reengineering on organizational integrity across various age groups. All 

significance levels are below the 0.05 threshold, indicating that age 

significantly influences perceptions in the context of this study. 
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Analysis of Variance (ANOVA) Results 

 

Table (09): ANOVA Results for Detecting Significant Differences in Respondents' 
Attitudes Regarding the Impact of Human Resources Reengineering on 

Organizational Integrity Based on Job Position 

 

 
Source: Prepared by the researchers based on SPSS v26 outputs 

 
Interpretation of the Results: 

1. Structural Dimension: The calculated F value is 0.509 with a significance 

level of 0.009. This indicates a statistically significant difference in attitudes 

regarding the structural dimension of human resources reengineering based 
on job position. 

2. Technological Dimension:The calculated F value is 2.966 with a significance 

level of 0.041. This also indicates a statistically significant difference in 
attitudes regarding the technological dimension among different job positions. 

3. Technical Dimension: The calculated F value is 0.276 with a significance 

level of 0.001. This suggests a very strong statistically significant difference in 
attitudes related to the technical dimension based on job position. 

4. Human Dimension: The calculated F value is 2.072 with a significance level 

of 0.006, indicating a statistically significant difference in attitudes regarding 
the human dimension based on job position. 

5. Overall Dimensions: The overall dimensions of human resources 

reengineering yield an F value of 0.003 with a significance level of 0.03, 

indicating a statistically significant difference in attitudes among respondents 
regarding the combined effects of reengineering on organizational integrity 

based on job position. 

 
The ANOVA results indicate that there are statistically significant 

differences in respondents' attitudes towards the impact of human resources 

reengineering on organizational integrity based on job position. All 
significance levels are below the 0.05 threshold, demonstrating that job 

position significantly influences perceptions related to this study. 

 
Conclusions and Recommendations 

 

Conclusions: 

-Level of Human Resource Reengineering: The results showed that the overall 
level of human resource reengineering in the institution under study is average, 

with a mean of 3.1257. Among the various fields, the technological field was the 
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most applied, with a score of 3.5263, indicating that Algerian institutions have 

begun to increasingly rely on technology and digitization as part of their 
strategies. 

-Level of Organizational Integrity: The overall level of organizational integrity in 

the institution was also found to be average, with a mean of 2.9737. The study 
also revealed that empathy and compassion were more prevalent in the 

institution, with an average of 3.3421, reflecting a positive work environment and 

good human relations among employees. 
-Correlation Relationship: The study found a moderate positive correlation 

between human resource reengineering in its various fields (structural, 

technological, technical, and human) and organizational integrity at a significance 
level of (α≤0.05). 

-Impact of Human Resource Reengineering: The results showed a statistically 

significant positive impact of human resource reengineering across its various 

fields on organizational integrity at a significance level of (α≤0.05). 
-Impact Ratio:It was concluded that part of the variance in the dependent 

variable (organizational integrity) is attributed to the independent variable 

(human resource reengineering), while the remaining percentage is due to other 
factors outside the study model. 

 

Recommendations: 
 

-Enhance Technology Adoption:  Algerian institutions should enhance the use of 

technology and digitization in human resource reengineering to ensure higher 
efficiency and improve performance. 

-Promote a Culture of Teamwork: It is important to work on promoting a culture 

of teamwork and collaboration among individuals, which can enhance 

organizational integrity and contribute to a positive work environment. 
-Develop Human Skills: Focus should be placed on developing employees' skills 

in the fields of human resource reengineering, particularly in the technical and 

human aspects, to ensure their adaptation to technological changes. 
-Conduct Additional Studies: It is recommended to conduct future studies that 

include other institutions to compare results and discover new factors that may 

influence the relationship between human resource reengineering and 
organizational integrity. 

-Regular Evaluation: Institutions should implement regular evaluations of the 

levels of organizational integrity and human resource reengineering to ensure 
continuous improvement and effectiveness in institutional performance. 
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