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1.  Background  
Globally business is faced with different market dynamics making it necessary for it to reinvent itself to be strategically competitive 
(Okumu, 2013). One of thechannels available for this process is the Business Process Re-engineering (BPR). The business 
environment for the firms in the manufacturing industry is continually changing in the context of the organizational competitiveness, 
organizational performance, and operational performance (Onchana, 2012). The organizations need to continually improve on their 
operational processes due to growth of international trade, the customer assertiveness in demand for high quality services, rapid 
technological development, and shortened product life cycles (Ringim, et al., 2012). 

Florence Wambui Ndirangu 
Student, Jomo Kenyatta University of Agriculture and Technology, Kigali, Rwanda 

Dr. Mulyungi Patrick 
Lecturer Jomo Kenyatta University of Agriculture and Technology, Kigali, Rwanda 

Jacklinne Kibachia 
Lecturer, Jomo Kenyatta University of Agriculture and Technology, Kigali, Rwanda 

 
Abstract: 
In the era of rapid changes in the markets, shorter product life cycles and consumers’ high expectations and demands 
require fundamental changes in a firm’s structure, culture and other management processes. Business Process 
Reengineering has been found to offer mechanisms for companies and organizations to adjust in order to remain competitive 
and profitable. However, manufacturing industries among other industries have not fully adopted Business Process 
Reengineering as a strategy for improving performance. This study investigated the contribution of business process re-
engineering on organization performance in Rwanda. Specific objectives for the study included; establishing the 
contribution of organization structure reengineering on organization performance in Rwanda, to determine the contribution 
of job redesigning on organization performance in Rwanda, to examine the contribution of organization culture 
reengineering on organization performance in Rwanda. This study adopted a survey descriptive research design. Both 
primary and secondary data were used in the study. A total of 114 employees of Bralirwa formed the target population of 
this study. A sample size of 89 respondents was determined using Slovin’s formula. Stratified random sampling procedure 
selected the sample that represented the entire population. These constituted of managers and non-managers and supportive 
staffs. This study used questionnaire as the data collection tool which consisted of both open and closed questions. 
Descriptive analysis was computed to generate frequencies and percentage of various variables. Inferential statistics was 
done through Pearson correlation analysis to determine if there exists any relationship between the variables. Further linear 
regression analysis was carried out to determine the percentage change in organizational performance that could be 
attributed to business process reengineering. Statistical package for social science was used as the appropriate tool for data 
analysis. Results were presented in tables, pie charts and graphs. The findings of this study suggested a positive significant 
relationship between organization performance and organizational Structure re-engineering (r =.625, p<0.05). The findings 
further indicated that a unit increase in the scores of organisation structure reengineering, would lead to a 0.522 increase in 
the scores of organizations performance, a unit increase in the scores of job redesigning would lead to a 0.445 increase in 
the score of organization performance while a unit increase in the scores of organisation culture reengineering would lead 
to a 0.601 increase in the score of organization performance. The study concluded that BPR has an effect on organization 
performance. Additionally, 71.8% of the variation in organization performance could be explained by all the three 
independent variables. Based on the findings the study concludes that business process reengineering measured in 
organizational structural re-engineering, job re-designing, and organizational culture have an immense contribution on 
organizational performance. Drawing from the conclusion the current study recommends that Organizations should 
embrace BPR, through team building, reviewing goals and objectives to enhance organizational performance 
 
Keywords: Organisation structure reengineering, job redesigning, organisation culture reengineering organisation 
performance 
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 In the context of the customer assertiveness for higher quality products, the modern-day customer has an integral role in the 
consumer-producer relationship due to the introduction of variety of choices in the market (Odede, 2013). This enables the customer 
to dictate for tailor made products within a certain ability to pay (Kangogo, 2014). The international trade and globalization is 
continually exerting pressure on the local firms’ due to the introduction of the high quality but cheaper products. 
The factors that compel the businesses to undertake BPR can be grouped into the external factors and internal factors (Nangami, 
2014). The internal factors include factors that exert pressure from within the organizations including outdated technology, need to 
automate processes, need for efficiency improvement; need tomanage cost, and a re-examination of the strategic aspirations (Dogan, 
2013). On the other hand, the external factors exert pressure from the outside such as customers ‘demands, increased competition, 
dynamic market conditions, and changing regulatory environment (Kyengo, 2014). 
BPR aims to achieve improvements in the contemporary measure of performance that is cost, quality, service, and speed (Nangami, 
2014). The aim of BPR is therefore designing of the work to better support organizational objectives while reducing on the cost 
implications (Kawa, 2013). To do this, BPR involves a complete overhaul of the organizational structure, job characteristics, 
performance measures and the reward system. The success metrics of BPR in the context of the operational performance include 
improved turnaround timeframes in service delivery, improvement in the quality of products and or service, cost reduction, 
technological improvement, competitiveness, revenue increase and improved customer service levels (Maina, 2014).  
Therefore, the overall aim of BPR is delivering more value to the customer through rethinking of existing processes, use technology to 
improve data dissemination and decision making, redesigning the functional organization into cross-functional teams (Kangogo, 
2014). The areas of improvement that BPR helps achieve include improvement of the turnaround timeframe on service delivery, 
reducing defect rates, increasing accuracy of process instructions, eliminating repetitive tasks, speeding up product development and 
improving human resource practices (Namatsi, 2014).   
Today’s business dynamics are calling for process reengineering, a pioneering attempt to change the way work is performed by 
simultaneously addressing all the aspects of work that impact performance, including the process activities, the job design and the 
reward system, the organization structure and the roles of process performers and managers, the management system and the 
underlying organization culture which holds the beliefs and values that influence everyone’s behavior and expectations (Debela, et., 
al. 2011,).Davenport and Short (2010) defined business process as a set of logically related tasks performed to achieve a defined 
business outcome. 
Bralirwa limited is a public company limited by shares since 9th June 2010 incorporated in the Republic of Rwanda under the law 
no7/2009 of 27th April 2009 relating to companies and registered by the Registrar General Office under no 100004348.Bralirwa 
Limited was the first company listed on the Rwanda Stock Exchange (RSE) as from 31st January 2011. Over the past three years, the 
company have invested heavily on machinery, Information Technology in a bid modernize its operations, improve efficiency and 
better serve the customers. By launching the Primus GumaGuma Supers star and several brands re-launching the company hoped to 
enhance its brand performance. However, performance has been on the decline as shown in the table below, (Tumwebase 2016). 
 

 
(In ‘000hl and RWF millions) 

Sales Volume 

Year % Change 
2015 2014  

-14.5% 1609 1882 
Gross Revenue 131,765 120300 9.5% 

Revenue 84088 79238 6.1% 
Results from Operating Activities 13035 16239 -23.0% 

Net finance cost (4783) (682) 600.9% 
Profit Before Income Tax 8252 16239 -49.2% 

Income tax expense (1146) (4844) -76% 
Profit and total comprehensive income for the year 7106 11394 -37.6% 

Table 1: Performance for the year 2014/2015 
Source: Bralirwa ltd report 2016 

 
The earnings before interest and taxation (EBIT) declined by 49.2% to Rwf13.05 billion, while profit and total comprehensive income 
(Profit after Tax) for the year declined by 37.6%, beer export volume declined by 29%. Additionally, the prices of soft drinks had to 
be increased to cover input costs, effects of currency depreciation and overall business costs. The declining performance registered in 
2015 was attributed to currency depreciation, increasing operation costs, competition, low consumer income and Challenging 
conditions in export markets which have impacted consumption (Tumwebase, 2016). These factors necessitated the adoption of BPR 
as a strategic tool to tackle these challenges.  
 
1.2. Statement of the Problem 
Essentially, BPR amounts to making radical changes to one or more business processes affecting the whole organization performance. 
Bralirwa Company limited adopted BPR to improve its performance following a decline in production levels 2015 with the aim of 
improving productivity. However, despite having invested heavily in a bid to modernize its operation and improve performance 
productivity remained low (BCL, 2015/2016 Annual Report). 
Although a number of studies have been conducted on the contribution of business process reengineering on organization 
performance, (Sidikat and Ayanda 2008, Goksoy, et, al., 2012 and Aregbeyen2011), there is currently little evidence of the extent to 
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which manufacturing companies in Rwanda achieve improved performance through business process reengineering. This study there 
for was meant to address the information gap arising from the foregoing and also determine with the influence of BPR on the 
organizational performance. 
 
1.3. Objective of the Study 
 
1.3.1. General Objective 
The general objective of the research was to determine the contribution of business process reengineering on organisation performance 
in Rwanda.  
 
1.3.2. Specific Objectives 
The study sought to address the following specific objectives: 

1. To establish the contribution of organisation structure reengineering on organisation performance in Bralirwa ltd. 
2. To determine the contribution of job redesigning on organisation performance in Bralirwa ltd. 
3. To examine the contribution of organisation culture reengineering on organisation performance in Bralirwa ltd. 

 
1.4. Research Questions 
The following research questions guided the study 

1. What is the contribution of organisation structure reengineering on organisation performance in Bralirwa ltd? 
2. What is the contribution of job redesigning on organisation performance in Bralirwa ltd? 
3. What is the contribution of organisation culture reengineering on organisation performance in Bralirwa ltd? 

 
2. Conceptual Framework 

 
 

 
Independent variables (BPR)     Dependent variable 

 
Figure 1: Conceptual framework 

 
3. Target population 
Target population has been defined by Mugenda and Mugenda (2003) as the specific population which the researcher may want to 
generalize in the study. It is a set of people households that are being investigated (Ngechu, 2004). The target population of this study 
was 114 employees of Bralirwa. According to the HR data, Bralirwa have 114 employees who directly or indirectly relates to Process 
Reengineering.  
 
3.1. Sampling Procedure 
Multistage sampling technique was applied to obtain the required sample of 89 respondents. Initially the employees were stratified in 
to departments. Further, a proportionate sampling was applied as shown in table 2 to obtain the subsamples from each department. 
From the determination of the proportionate sampling 6 managers were to present this level, 39to present the marketing team, 31 to 
present operations, 12 to present finance, 23 to present customer care while 3 presented human resource. 

Organizational performance 
 Customer satisfaction 
 Profitability 
 Product quality 

Organisation culture reengineering  
 Leadership   
 Quality of products and services 
 Management and Communication style 

Organizational Structure re-engineering 
 Goals setting 
 Departments creation 
 Reorganizing responsibilities 

 

Job redesigning 
 Tasks skills  
 Level of autonomy for the task  
 Task significance 
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Finally, a simple random sampling technique was applied to obtain the respondents required from each stratum, from the 
determination of random sampling 5 represented the managers, 31 represented marketing team, 24 represented operations, 9 
represented finance, 18 represented customer cares while 2 represented human resource. 

 
Departments for the population Strata Subsamples 

Managers  6 6/114*89= 5 
Marketing team 39 39/114*89=31 
Operations 31 31/114*89=24 
Finance 12 12/114*89=9 
Customer care 23 23/114*89=18 
Human Resource 3 3/114*89=2 
Total  114 89 

Table 2: Proportionate Sampling 
 
4. Research Findings and Discussion 
 
4.1. Effect of Organizational Structure re-engineering on Performance 
The study further sought to determine the effect of organizational structure reengineering on company performance.  
Table 3 indicates that 65% of the respondents strongly agreed with the statement that organizational Structure re-engineering 
influences organizational performance while 35% agreed with the statement. Majority (58%) of the respondents agreed with the 
statement that organizational Structure re-engineering is one of the BPR dimensions undertaken by their company, 2% strongly agreed 
while 40% disagreed with the statement. The findings also indicated that 55% of the respondents agreed with the statement that their 
company reviews set goal for better performance, 30% were strongly agreed while 15% disagreed with the statement. Majority (80%) 
strongly agreed with the statement that their organization is divided into various formal departments while 20% just agreed with the 
statement. Also, the findings indicated that 69% of the respondents strongly agreed with the statement that amount of control 
managers and supervisors has over staff is defined, 30% agreed while 1% disagreed with the statement. 
 

Statements Strongly agree Agree Disagree 
Organizational Structure re-engineering influences organizational 
performance 

56 
(65%) 

30 
(35%) 

 

Organizational Structure re-engineering is one of the BPR dimensions 
undertaken by your industry 

2 
(2%) 

50 
(58%) 

34 
(40%) 

Your industry reviews set goal for better performance 26 
(30%) 

47 
(55%) 

13 
(15%) 

Your organization is divided into various formal departments  69 
(80%) 

17 
(20%) 

 

Amount of control managers and supervisors has over staff is defined 59 
(69%) 

26 
(30%) 

1 
(1%) 

Table 3: Effect of Organizational Structure re-engineering on performance 
 
These findings coincide with the findings of Irene (2016), which sought to determine the impacts of business process re-engineering 
and operational performance at Nairobi City County where the researcher found out that business structure reengineering through 
departmentalization and goal setting had positive impact on operational performance with a significant value. 
 
4.2. Discussion of Results 
The study found a positive relationship with a study by Sidikat and Ayanda (2008) on bank structure reengineering and performance. 
This as an indicator that reengineering structural processes remains effective tools for organizations striving to operate as effectively 
and efficiently as possible and organizations are required to reengineer their business processes in order to achieve breakthrough 
performance and long-term strategy for organizational growth and performance 
 
 Organization performance Organizational Structure re-engineering 
Organization performance Pearson Correlation 1  

Sig. (2-tailed)   
N 86  

Organizational Structure re-engineering Pearson Correlation .625** 1 
Sig. (2-tailed) .001  
N 86 86 

**. Correlation is significant at the 0.05 level (2-tailed). 
Table 4: Correlation between Organizational Structure re-engineering and performance 
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Tables 4 indicate that there is a positive significant relationship between organization performance and organizational Structure re-
engineering (r =.625, p<0.05). This implies that re-engineering organization structure would result in improved performance. 
4.4 Effect of Job reengineering on performance 
The study further sought to determine the effect of job reengineering on company performance.  
Table 5 indicates that most (56%) of the respondents agreed with the statement that their company view job reengineering as a 
strategy that can boost company’s performance, 27% strongly agreed while 17% disagreed with the statement. Majority (80%) of the 
respondents strongly agreed with the statement that job reengineering in their company is based on the skills required for the task, 
20% just agreed with the statement. The study findings also showed that 83% of the respondents strongly agreed with the statement 
that through job reengineering their company have managed to place the right person in the right job 17% agreed with the statement. 
Majority (57%) of the respondents disagreed with the statement that regular job redesign makes jobs interesting and engaging and 
produce maximum employee productivity 30% agreed while 13% strongly agreed. Most (45%) of the respondents agreed with the 
statement that significance of the job to the customers and organization itself is considered when redesigning jobs in their company, 
31% disagreed while 24% strongly agreed with the statement. 
 

Table 5: Effect of Job reengineering on performance 
 
4.3. Discussion of Results 
The findings are positively coincided with the study done by Mathias, (2013) on employee perception on the effects of business 
process reengineering on the performance of mara-ison technologies. The study established that employees perceived that use of 
business process reengineering improved employees’ efficiency and productivity affected by the fact that business process 
reengineering links employees with the right jobs and required skills. The research findings also positively concur with the findings of 
(Nema, 2008) that sought to determine the effect of business process reengineering on company’s performance among Korean 
companies and concluded that job redesigning had a high impact on performance of Korean manufacturing companies. 
 

 Organization 
performance 

Job reengineering 

Organization performance Pearson Correlation 1  
Sig. (2-tailed)   
N 86  

Job reengineering Pearson Correlation .637** 1 
Sig. (2-tailed) .001  
N 86 86 

**. Correlation is significant at the 0.05 level (2-tailed). 
Table 6: Correlation between job reengineering and organization performance 

 
Tables 6 indicate that there exist organization performance and job reengineering correlate positively and significantly (r =.637, 
p<0.05). This implies that the more job reengineering is implemented in an organization the better the performance of that 
organization 
 
4.4. Effect of Organisation Culture Reengineering on Performance 
The study further sought to determine the effect of organisation culture reengineering on company performance. 
Table 7 indicates that most (62%) of the respondents agreed with the statement that BPR in their company result from analysis of 
needs of customers while 38% agreed with the statement. Also, most (56%) of the respondents strongly agreed with the statement that 
BPR’s central purpose is to find new ways of adding value for their customers, 44% just agreed with the statement. The study findings 
also showed that 48% of the respondents agreed with the statement that employee work culture has been improved as a result of BPR, 
19% strongly agreed, 17% strongly disagreed while 16% disagreed with the statement. Most (41%) of the respondents agreed with the 
statement that there is an efficient communication channel to get feedback from employees about the reform 26% strongly agreed, 

Statement                                                                      Strongly 
Agree 

Agree Disagree 

Your organization view job reengineering as a strategy that can boost organizational 
performance  

23 
(27%) 

48 
(56%) 

15 
(17%) 

Job reengineering in your organization is based on the skills required for the task 69 
(80%) 

27 
(20%) 

 

Through job redesigning the organization have managed to place the right person in the right 
job. 

71 
(83%) 

15 
(17%) 

 

Regular redesign of jobs makes them interesting and engaging and produce maximum from 
employees 

11 
(13%) 

26 
(30%) 

49 
(57%) 

The significance of the job to the customers and organization itself is considered when 
redesigning jobs in your organization 

21 
(24%) 

38 
(45%) 

27 
(31%) 
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23% disagreed while 10% strongly disagreed. Most (59%) of the respondents strongly agreed with the statement that employees are 
comfortable with the leadership and management style y, 35% agreed while 6% disagreed with the statement. The findings also show 
that most (56%) agreed with the statement that organization culture re-engineering have helped improve relationship between 
employees, 27% strongly agreed while 17% disagreed with the statement. Finally, majority (66%) of the study respondents strongly 
agree with the statement that their organization is known for quality services and product while 34% agreed with the statement.  
 

Statement SA A D SD 
The BPR in your company result from analysis of needs of 
customers 

33 
(38%) 

53 
(62%) 

  

The BPR’s central purpose is to find new ways of adding value 
for your customers 

48 
(56%) 

38 
(44%) 

  

The employee work culture has been improved as a result of 
BPR 

16 
(19%) 

41 
(48%) 

14 
(16%) 

15 
(17%) 

There is an efficient communication channel to get feedback 
from employees about the reform 

22 
(26%) 

35 
(41%) 

20 
(23%) 

9 
(10%) 

Employees are comfortable with the leadership and 
management style  

51 
(59%) 

30 
(35%) 

5 
(6%) 

 

Organization culture re-engineering have helped improve 
relationship between employees 

23 
(27%) 

48 
(56%) 

15(17%)  

Your organization is known for quality services and product 57 
(66%) 

29 
(34%) 

  

SA-strongly Agree, A - agree, D -Disagree, SD- strongly disagree 
Table 7: Effect of Organisation culture reengineering on performance 

 
4.5. Discussion of Results 
The findings are in agreement with the findings of a study conducted by Mutua, (2010) which sought to establish the influence of 
business process re-engineering on customer satisfaction in Kenya Power and Lighting Company Limited where improved 
communication, perceived product quality and customer needs analysis through individualized attention quick complaint handling 
improve the performance of Kenya Power and Lighting Company,  
 

 Organization performance Organisation culture reengineering 
Organization performance Pearson Correlation 1  

Sig. (2-tailed)   
N 86  

Organisation culture reengineering Pearson Correlation .701** 1 
Sig. (2-tailed) .001  
N 86 86 

**. Correlation is significant at the 0.05 level (2-tailed). 
Table 8: Correlation between organisation culture reengineering and performance 

 
Tables 8 indicate that there is a significant relationship between organization performance and organisation culture reengineering (r 
=.701, p<0.05). This implies that reengineering organisation culturewould result to improved performance of the organization. 
 
4.6. Contribution of BPR on Organizational Performance 
The study further sought to determine the respondent’s perceived effect of BPR on their company’s performance 
Table 9 indicates that 74% of the respondents felt that organisation structure reengineering contribute positively to organisation 
performance as opposed to 26%.  Majority (78%) of the respondents were of the opinion that job redesigning contributes positively to 
organisation performancewhile 22% felt that job redesigning had no contribution to organisation performance. The table also shows 
that 91% of the study participants indicated that organisation culture reengineering contribute positively to organisation performance. 
 

Statement Yes % No% 
Organisation structure reengineering contribute positively to organisation performance 64 

(74%) 
22 

(26%) 
Job redesigning contribute positively to organisation performance  67 

(78%) 
19 

(22%) 
Organisation culture reengineering contribute positively to organisation performance  78 

(91%) 
8 

(9%) 
Table 9: Effect of BPR on Organizational performance 
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4.7. Regression Analysis 
Beside correlation analysis that showed relationship between the variables, multiple regression analysis was conducted. Regression 
analysis sought to establish the percentage variation on organization performance that would be attributed to the three independent 
variables separately as well as when combined. The findings of the analysis were as shown in the  
 

Model Unstandardized Coefficients Standardized Coefficients T Sig. 
B Std. Error Beta 

1 (Constant) .431 .321  3.719 .001 
Organisation structure reengineering .522 .201 .187 2.317 .002 
Job redesigning .445 .380 .371 4.934 .012 
Organisation culture reengineering .601 .131 .217 1.192 .000 

a. Dependent Variable: Organization Performance 
Table 10: Coefficientsa 

 
The study also sought to determine the relationship between employee engagement and organization performance. Regression analysis 
was conducted to assist estimate the relationship. The study adopted the following regression model to depict the expected relationship 
between employee engagement and organization performance 
 

Y =a + ß1X1+ß2X2 + ß3X3 + e 
 
Fitting the study variables to the model the following regression equation was obtained; 

Y = 0.431 + 0.522 (organisation structure reengineering) + 0.445 (job redesigning) + 0.601 (organisation culture reengineering). 
Table 10 shows that the regression equation generated established that taking all factors (Organisation structure reengineering, Job 
redesigning, Organisation culture reengineering) to a constant zero, organization performance will be 0.431. The findings presented  
also show that taking all other independent variables at a constant zero, a unit increase in the scores of organisation structure 
reengineering, would lead to a 0.522 increase in the scores of organization performance, a unit increase in the scores of job 
redesigning will lead to a 0.445 increase in the score of organization performance, a unit increase in the scores of organisation culture 
reengineering will lead to a 0.601 increase in the score of organization performance. 
Overall, organisation culture reengineering had the highest influence on organization performance, followed by organisation structure 
reengineering while organisation culture reengineering had the least effect to organization performance. All the variables were 
significant (p<0.05). A low p-value (< 0.05) indicates that changes in the predictor (organisation structure reengineering, Job 
redesigning, organisation culture reengineering) are associated with changes in the dependent variable (organization performance). 
 
5. Conclusions 
 
5.1. Effects of Organizational Structure Reengineering on Organizational Performance 
The study concluded that reviewing set goals as well as establishing formal departments positively affects organizational performance. 
The research findings concluded that reorganizing responsibilities to enhance team work contributes positively to organizational 
performance. 
The study concluded that regulating the amount of control of supervisors and managers enables enhances organizational performance 
by giving employees freedom to make decisions that improve the performance of the organization. 
 
5.2. Effect of Job Redesigning on Organizational Performance 
The study has established that job reengineering in the organization help place the right person in the right job. It is therefore 
concluded that BPR is an important technique that an organization could adopt in order to enhance organization performance through 
hiring and placing the right people and matching them with the required skills. 
Further the study concluded that job rotation does not always make the job interesting but and cannot be considered as a motivation 
towards improving organizational performance.  
The study concluded that taking into consideration the significance of the job to the customers contributes positively to organization 
performance. 
 
5.3. Effect of Organization Culture Reengineeringon Organizational Performance 
The study concluded that organization culture reengineering resulted to the highest influence on organizational performance; further 
the results concluded that organisation culture reengineering helps improve employee work culture that in turn improves organization 
performance. 
The study also concluded that reengineering organization culture through team building and skills development contributes greatly to 
organizational performance. 
 
6. Recommendations 
Restructuring is aimed at increasing efficiency, enhancing competitive advantage, achieving synergy and improving firm value.  
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6.1. Effect of Organization Structure Reengineering 
From the conclusions, the study recommends that Bralirwa Company limited and other manufacturing firms should reorganize 
responsibilities and continue to review set goals and objectives to improve their performance. 
The study recommends that organizations should regulate the amount of control that managers and supervisors have to allow 
employees engage in important decision making to improve organizational performance. 
 
6.2. Effect of Job Redesigning on Organizational Performance 
The study recommends that organizations should place the right people on the right jobs by recruiting employees with the required 
skills for the jobs to improve organizational performance. 
Further the study recommends that that job redesigning should be undertaken considering customer and task significance. 
The study recommends that managers should take into consideration the significance of the job to the customers contributes positively 
to organization performance.  
 
6.3. Effects of Organizational Culture Reengineering on Organizational Performance 
The study recommends that Bralirwa Company Limited should continue to improve employee work culture for quality services 
The study also recommends that organizations should consider team building as a measure to employee’s cohesion and thereby 
improve organizational performance. 
The study recommends that Bralirwa Company limited continue to reengineer their organization culture as it contributes the highest to 
organization performance. 
To scholars, the study recommends that other variables that are not studied in this research should be studied to boost the overall 
company performance as the three dimensions investigated herein contributed to 71.8% performance. 
 
6.4. Suggestions for Further Study 
The study was undertaken on the Bralirwa only. Every organization has its uniqueness on culture, structure, resources and the 
environment it operates in. A similar study should therefore be done on other organizations and companies operating in Rwanda. This 
will shed more light on the effect of BPR on organization performance.   
In addition, a study needs to be undertaken to determine the exact time frame of the impact of restructuring so as to determine the 
most appropriate time for the next restructuring exercise for optimum implementation. This would enable firms to have a time table 
for subsequent restructurings in advance to avoid time crushes and poor implementations as this gives the firms ample time to prepare 
in advance for the restructuring. Moreover, a similar study needs to be conducted in a different industry to see the practical 
applications of the findings in the particular industry. 
 
6. References 

i. Abisola, M. &Semiu, B. (2014) Personal factors as predictors of students’ academic achievement in colleges of education in 
South Western Nigeria. Journal of Management 2(3) 234-256 

ii. Adeyemo, K. A. (2012), Frauds in Nigerian Banks: Nature, Deep-Seated Causes, Aftermaths and  Probable Remedies”, 
Mediterranean Journal of Social Sciences, 3(2). 

iii. Alter, S. (2007). Could the work system method embrace systems concepts more fully?  Information Resource Management 
Journal, 20(2), 33-43. 

iv. Aregbeyen, O. (2011). Business Re-Engineering and Organizational Performance in Nigeria: A case study of First Bank 
Nigeria Plc. Medwell Journals of International Business Management, Volume 5, Issue 3. 

v. Asgarkhani, M., & Patterson, B. (2012). Information and Business Process Re-engineering Through Application of 
Information and Communication Technology (ICTs). International Conference on Recent Trends in Computer and 
Information Engineering 13-15 2012. 

vi. Bartai J.C., (2014). perceived extent of adoption of human resource information systems on performance of public 
universities in Kenya. 

vii. Billy, K. (2011). Implications of organizational reengineering Organization performance. Journal of Economic 
Management11(2), 109-149 

viii. Boohehe, R, & Williams, A. (2012). Resistance to organisational change: A case study of OtiYeboah Complex Limited. 
Journal of International Business and Management, 4(1), 135-145.  

ix. Bruin, T. (2006).Impact of and camponyperformance.International Journal of Business and Management 4(2): 234-247 
x. Cameron S.K., (1986b),A study of organizational effectiveness and its predictors journal of management science 32:87-112 

xi. Chakravarthy, B. (1997). A new strategy framework from coping with turbulence. Sloan  Management Review, Winter, 69-
82. 

xii. Davenport, T. H. (1993). Process innovation; reengineering work through information technology, Boston, Harvard Business 
School Press. 

xiii. Dema, N (2002). Dimensions of BPR in manufacturing firms. Journal of Management, 18(1): 23-55. 
xiv. Desson K. and Cloutheir J.  (2010) Organizational Culture - Why Does It Matter? A paper presentation to the symposium on 

international safe guards, international energy atomic agency, Vienna, Austria. 

http://www.theijbm.com


The International Journal Of Business & Management   (ISSN 2321–8916)   www.theijbm.com 
 

172                                                                   Vol 5  Issue 9                                               September, 2017 
 

 

xv. Dogan I. and Güner A. R. (2015), A reinforcement learning approach to competitive ordering and pricing problem, Expert 
Systems, 32,  

xvi. Debela, T &Hagos, A 2011, The design and implementation of business process reengineering in the Ethiopian public sector: 
an assessment of four organizations, African Books Collective Limited. 

xvii. Dubey, S. K., &Bansal, S. (2013). Critical Success Factors in Implementing BPR in a Government Manufacturing Unit – An 
Empirical Study.International Journal of Business and Management, 8 (2), 107-124. 

xviii. Goksoy, A., Ozsoy, B., &Vayvay, O. (2012). Business Process Reengineering: A Strategic Tool for Managing Organizational 
Change an Application in a Multinational Company. International Journal of Business and Management.Vol. 7, No.2.Pp 89-
112. 

xix. Guha, S., Grover, V., Kettinger, W. J., and Teng, J. T. C. (1997). Business process change and organizational performance: 
Exploring an antecedent model. Journal of Management Information Systems, 14, 1, 119-155 

xx. Guimaraes, T. & Bond, W. (1996). Empirically assessing the impact of BPR on 
xxi. Habib, M. N. (2013). Understanding Critical Success and Failure Factors of Business Process Reengineering. International 

Review of Management and Business Research.Vol. 2 Issue 1.Pp 1- 10. 
xxii. Imaana, E. (2011). The Effects of Competitive Strategies on the Performance of Commercial Banks in Meru Town, 

Kenya.Journal of Emerging Issues in Economics, Finance and Banking (JEIEFB), 1(3), 29–35. 
xxiii. Johannessen, J.A., J. Olaisen& B. Olsen (1999).Managing and organizing innovation in the knowledge economy. European 

Journal of Innovation Management, Volume 2, Number 3,  
xxiv. King’ooR. (2012). Determinants of competitive advantage among private Universities in Kenya; Journal of Business 

Management 4(6) 145-179 
xxv. Khuzaimah, A. (2011). The impact of business process reengineering on organizational Performance: International Journal of 

Social Sciences Volume 6, No 2, 115-125. 
xxvi. Kothari, C.R. (1999). Quantitative Techniques, 2nd ed., New Delhi: Vikas Publishing House Pvt. Ltd., 1999 

xxvii. Kothari, C.R., Quantitative Techniques, 2nd ed., New Delhi: Vikas Publishing House Pvt. Ltd., 1984  
xxviii. Kulundu, L. (2014). Challenges of Procurement Strategy Implementation among Road Agencies in Kenya.International 

Journal of Business, Humanities and Technology, 1(2), 12–21. 
xxix. Kyengo, M. F. (2014). The Relationship Between Manufacturing Strategy andOperational Performance Within the Metal and 

Allied Sector in Kenya. Journalsin Business & Management, 2(3), 36–40 
xxx. Lynette N. (2014). Factors influencing turnover among doctors at the aga khan hospital, Kisumu Journal of Economic and 

Finance, 26,(8): 2-15. 
xxxi. Maina G. K, (2014). The effect of capital structure on financial performance of small and  medium enterprises in dairy 

sector.The Journal of Finance, 22. (3): 395-403.Management 16 (8), 5–28.,manufacturing firms. International Journal of 
Productions and Operations  

xxxii. Martinelli, D. P. (2001).“Systems hierarchies and management”.Journal of Systems Research and Behavioral Science, 18(1), 
69-82. 

xxxiii. Mason, M. (2007), Critical Thinking and Learning. Educational Philosophy and Theory. 
xxxiv. Mason, R. (2007). “The external environment’s effect on management and strategy.A complexity theory approach”. 

Management Decision, 45(1), 10-28. 
xxxv. Mathew, F., Casew, M., Marcus, S. and Degon, H.  (2014) Investigation of the effect of business process reengineering on 

performance and competitive capability of manufacturing Firms.Journal of Industrial Engineering, vol.5, no.4, 
xxxvi. Mathias, C. (2009). Risk management role of business process reengineering.Business Process Management Journal, 5(5): 

190-201.  
xxxvii. McAdam, R. and Corrigan, M. (2001) ‘Re‐engineering in public sector health care: A telecommunications case 

study’, International Journal of Health Care Quality Assurance, 14(5). 
xxxviii. McElroy, M. W. (2000). “Integrating complexity theory, knowledge management and organization learning”. Journal of 

Knowledge Management, 4(3), 195-208. 
xxxix. McElroy, M. W. (2000). Integrating complexity theory, knowledge management and organization learning. Journal of 

Knowledge Management, 4(3), 195-208. 
xl. Miller M. (1995).Coefficient alpha: a basic introduction from the perspectives of classical test theory and structural equation 

modeling.Structural Equation Modeling.2:255-73. 
xli. Mlay, S. V., Zlotnikova, I., &Watundu, S. (2013). A Quantitative Analysis of Business Process Reengineering and 

Organizational Resistance: The Case of Uganda. The African Journal of Information Systems: Vol 5, Issue 1, Article 1. Pp 1-
26. 

xlii. Mugenda, O. &Mugenda, A. (2003).Research Methods.Quantitative and Qualitative Approaches Nairobi.Acts press 
xliii. Murphy G., J. Trailer and R. Hill (1996). Measuring performance in entrepreneurship research,  Journal of business research 

36: 
xliv. Nema, K. (2008). An investigation on effect of Business process reengineering on organizational Performance. The 

International Journal of Business Economics, 119, 328–346 
xlv. Ngechu M (2004): Understanding the Research Process and Methods: An introduction to Research Methods. 

http://www.theijbm.com


The International Journal Of Business & Management   (ISSN 2321–8916)   www.theijbm.com 
 

173                                                                   Vol 5  Issue 9                                               September, 2017 
 

 

xlvi. Odede V. (2013).Business Process Re-Engineering Implementation and Organizational Performance; The Case of Kenya 
Revenue Authority.Journal ofBusiness and Management, 2(3), 41–45. 

xlvii. Okumu, M. (2013).Challenges of Implementation of Business Process Re-EngineeringAs a Tool of Change at Kenya 
Commercial Bank Group Limited. International Journal of Business and Management, 1(3) 68-79 

xlviii. Onchana, E. (2012). The Effects of Business Process Re-Engineering in the Provision 
xlix. Opiyo E. A., Isaac O., Silas O., (2014). Effect of Job Redesign on Employee Performance in Commercial Banks in Kisumu, 

Kenya Greener Journal of Business and Management Studies ISSN: 2276 Vol. 4 (4), August 2014. 
l. Oscar M. (2013), employee perception of the effects of business process reengineering on performance of mara-

isontechnologies. Journal of Management Information SystemsVol. 3, No.14 
li. Rhee: Y. (2000). “Complex systems approach to the study of politics”. Systems Research and  Behavioral Science, 17(6), 

487-491. 
lii. Ringim, K. J., Razalli, M. R., &Hasnan, N. (2012). A framework of business process 

liii. Sharma M. (2006). Business Process Reengineering: A Tool to further Bank Strategic Goals. Journal of Management 
Information Systems 12: 1. 

liv. Sia,  K. & Neo, B.(1996). “The impacts of business process re-engineering on organizational controls”, International Journal 
of Project Management, vol. 14, no. 6, pp. 341–348 

lv. Sidikat, A., &Adeyemi, A. M. (2008).Impact Assessment of Business Process Reengineering on Organizational Performance 
First Bank Nigeria.EuropeanJournal of Social Sciences Volume 7, No1, Pp115-125. 

lvi. Skyttner, L. (1996). General Systems Theory: An Introduction. London. Macmillan Press, Ltd. 
lvii. Steele, M. D. (2003). “Margins countsystems thinking and cost.International Transactions, 1-03.5 

lviii. Strauss I. G., Miles R., Snow C., &Tannenbaum A.,  (1974). Organizational behavior: Research  and Issues. Madison: 
Industrial Relations Research Association. 

lix. Sullivan, T. 92004). “The viability of using various system theories to describe organizational change”.Journal of 
Educational Administration, 42(1), 43-54. 

lx. Turner AN, & Lawrence PR, (2005).Industrial jobs and the worker. Boston: Harvard Graduate School of Business 
Administration. 

lxi. Yoon, S., and K. P. Kuchinke. 2005. “Systems theory and technology. Lenses to analyze an organization”. Performance 
Improvement, 44(4), 15-20. 

 
 
 
 
 
 
 
 
 

http://www.theijbm.com

