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ABSTRACT 

 

This article explores the relationship between reengineering on employees’ job satisfaction through improving organizational 
processes. Reengineering is fundamental rethinking and deep and new design of processes to achieve radical improvement in performance 

based on criteria such as cost, quality, services and speed. In this study the relationship between reengineeringondetermining 

factorsofjobsatisfaction(organizational, personal,environmental and job nature) was investigated. The aim of this study was to consider the 
relationship between reengineering on employees’ job satisfaction through improvement of the organizational process among employees 

and managers of Housing Foundation of Islamic Revolution of West Azerbaijan Iran. This study is an applied descriptiveresearch. The 
results showed that there was a significant and direct relationship between reengineering and employees’ job satisfaction (organizational, 

personal, environmental and job nature). Thus organization’s increasing attention to reengineering through improving organizational 

processes can enhance employees’ job satisfaction.  

 

Key words: business process recognizing, organizational processes, employees’ job satisfaction, Housing Foundation of Islamic Republic. 

 
 

INTRODUCTION  

 

Most of todays’ organizations have chimney 

structure rather large circles by hierarchy which 

operate separately and if interference of activities 

exist, it is placed in very limited and significantly in 

lower levels of the main board of directors [3]. 

Limited and specified job, static and strict, parental 

management, ladder of traditional improvement and 

feudal culture caused that companies for success and 

even staying up in todays world economy, rethink 

about their situation and rearrange their activities 

around process axis. Effort which has started for 

improving organizational efficiency is ended to 

fundamental rethinking in all aspects of business. 

From jobs to methods and companies’ structure [7]. 

In modern contractual organizations, a classified 

system is dominant in which frontline 

employees(worker class), middle 

managers(bourgeois class) and senior managers is 

(noble’s class). 

Top class not only yields high bonus and shares 

of company, but also decision making, perfect 

awareness of organization’s situation and future 

description. Low classes are not benefited from any 

of these bonuses. Processes system renovated such 

feudalism(feudal) bonuses [7]. 

There is no doubt that job satisfaction has great 

importance. Leastwise managers should emphasize 

on people’s and employees’ job satisfaction for three 

reasons: 1) there exists vast evidence that dissatisfied 

people leave organization and abdicate more. 2) It is 

proved that satisfied employees have a better health 

and live more than others. 3) Job satisfaction is a 

phenomenon which goes beyond organization and 

company border and its effects observed on the 

person’s private life and his life out of organization 

[18]. Actually in today world the most important 

factor is human source [1,14]. Amongmanagement 

efforts in maintaining human sources in creating 

satisfaction in employees and preventing 

dissatisfaction [4]. Meanwhile, employees all 

employees should know the processes and pay 

attention to them. This replacement may seem simple 

but has tremendous effect on several aspects of 

employees’ activity and life [7].  

Set of works that an organization does for 

changing processes and internal control to become 

cross-functional, team-based, flat structure and 

superficial structure from traditional vertical and 

hierarchical structures, so that all the processing and 

processes are done for customer satisfaction [3]. 

Nowadays all around the world these revolutionary 

changes are known as reengineering. Reengineering 
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is a procedure in which organizations current tasks 

are replaced by main business tasks and thus 

organization moves from task-oriented to process-

oriented. This issue accelerated business processes 

and decrease expenses [21]. All the approaches of 

reengineering are based on constant improvement to 

innovation renovation and deep and new business 

processes in organizations [7]. 

 

Concept of reengineering: 

 

This idea was first originated with works of 

Davenport and Shovert, Hamr Harington and Hamr 

and Champy, Davenport, Jason et al, Manganeli and 

Klein and Evan [19]. 

Hamr and Champy defined reengineering of 

business process as: fundamental rethinking, deep 

and new design of processes to achieve a radical 

improvement in performance based on variables such 

as cost, quality, services and speed [7,19]. 

Manganeli and Klein in their book 

(reengineering handbook)defined and explored 

reengineering processes and change in organizations 

as follow: reengineering is deep and fast redesigning 

of valuable and strategic business and also system, 

policies, and organizational structure which support 

them in order to optimize work flows and efficiency 

in organization [13]. 

Defet considers reengineering from 

organizational view and designing organization and 

in relation to novel design and for the aim of global 

competition like vertical organizations and he 

believed that it affects  three features of structure, 

culture and information systems [2]. 

Reengineering is anew design of business 

processes, related systems and organizational 

structures, for the purpose of achieving a significant 

improvement in performance of organization, weak 

financial performance, foreign competition, 

reduction of market share, or creating new 

opportunities in market are among reasons of 

organization for using this approach [16]. 

In novel theory of management, focusing on 

processes replaced classic approach of dividing 

organizational tasks, in this view, all these activities 

of organization are placed in a framework with 

certain number of processes, related processes lead to 

organization for achieving beneficiary satisfaction 

[15]. 

Often reengineering associated with vast 

programs of organizational culturein all levels of 

organization requires empowering low levels and 

introducing change in giving decision-making 

permission to low-ranking employees who are closer 

to customers: This is called defeating traditional 

structure of power [9,13]. 

In short, reengineering is known as a different 

management philosophy of gradually and continuous 

improving approaches which are used in constraint 

and critical conditions needed vast changes. From 

this perspective reengineering is a management 

philosophy with fundamental and deep improvement 

whose aim is rapid and significant increase in 

organizational performance by novel and innovative 

design of pivotal processes of business and renewing 

old processes. The companies that have done it 

successfully, announce great interest and vas 

improvement in quality and efficiency,designing 

commercial cycles, more profitability, faster 

reactions to outcomes and changes and generally 

better and more suitable services [6,8]. 

Organization’s reengineering is a holistic 

approach which relates competitive strategy of 

organization with internal processes and employees 

by using a process [10]. reengineering of process is a 

dynamic strategy which designs organizational 

processes for improvement and redesigning and 

includes 4 stages: 1. Introducing process 2. Chang 

process 3. Assessing process 4. Redesigning process 

[15]. 

 

The role of reengineering in processes: 

 

Improving efficiency of processes is the main 

goal of every recovery activity or reengineering of 

processes. In assessing function of processes the 

criteria is performance rather than effectiveness. 

Desirable performance of each process is pawned to 

internal and external members’ compatibility and 

proportion. One of the basic features of processed 

viewpoint is that it studies a system’s or 

organization’s performance not as a group of 

independent and single components but as an 

attached whole. Attention to communicating between 

internal processes and also external processes and 

recognizing performance and features of eachone are 

important points of each designing project, 

improvement and recognizing of processes and 

organization and focusing on efficiency [16]. 

For handling process-centered organizations we 

ought to rethink in all the fields, work done by 

employees, people’s job, needed skills, assessing and 

rewarding method, employees improvement path, 

managers role, fundamental approaches of 

organization [7]. 

Improvement of presses include following 

stages: 

-identify processes and name them 

Identifying and naming processes, is a delicate 

and fundamental step. Some companies deceive 

themselves and consider current task activities as 

process. Processes pass from existing bordersof 

organizations and a simple guide is that if choosing a 

process does not irritate at least three persons we 

should not know that as a process. In identifying 

processes, organizational works should be suited in a 

horizontal form not from up to down. This is 

important to know that process-oriented does not 

mean innovating processes in organization. Processes 

are always existed in organizations and 
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organizational output ids its result but they are not 

obvious and known. 

Usually processes are fragmented, invisible, 

anonymous and without any liable. Process-oriented 

only work on unfolding valuing them. 

- Identifying processes and their importance 

to all(involved people),  

The key term “all” is very important and consists 

managers, employees and far and near agents who 

should know processes their names, outputs, inputs 

and their relations together well. 

Turning to process-oriented would not change 

people’s task immediately but spreads their view and 

focuses on whole work. Now the word worker with 

task-oriented view replaces with process-oriented- 

aperson who knows with his work will help a process 

to be effective. 

-choosing assessing criteria 

For assessing from accurate function of 

processes, we should measure their improvement and 

so that we need criteria. Some of these criteria can 

organize on customers’ demands. Another group of 

criteria are among organization’s demands, process 

expense, proper use of sources and other financial 

issues. Criteria are necessary not only for making 

aware from accurate doing of processes, but also 

their improvement and development. Criterion is 

important means for forming people’s behavior and 

changing them from rebellious groups to regulated 

teams. 

In process-oriented view, team has a significant 

role. Team is not a group of people work together, 

loves each other nor has the same opinions. Team is 

defined as a group with common purpose. 

-having process-oriented management 

Turning to process techniques for solving 

companies’ problems is an important stage. 

Furthermore this approach is a constant and 

continuous work. Major management activities of 

these companies are accurate managing and 

advancing processes in the greatest power, utilizing 

opportunities in optimizing processes and following 

in using opportunities. Process-oriented is not a 

temporary plan, but is a method in economic life [7].

 

 

 
 

Fig. 1: Improvement processes cycle [15]. 

 

Concept of job satisfaction: 

 

Individuals’ general view about thier job. It is 

obvious that the above definition is very general. But 

it is placed in this definition [17]. Degree of job 

satisfaction introduces the person’s positive or 

negative view about his/her job and is affected by 

different factors [20]. 

Chang et al state job satisfaction is an effective 

response to job [5]. And from Herzburg’ s view 3 

factors which lead to job satisfaction are distinct 

from those which lead to job dissatisfaction(Robins, 

1943, translators, Parsiyan, Arabi, 2008).which 

includes processes and internal controls of 

organization or external factors and second group are 

motivational factors or internal factors [11]. 

 

Determining factors of job satisfaction: 

 

1. Organizational factors 

2. Environmental factors 

3. Nature of work 

4. Individual factors [13]. 

- works which seeks challenging 

People prefer jobs or positions that can use their 

abilities and skills in opportunities and finally show 

their successful achievements freely. In occasions 

that work according to challenging does not have 

excess and wastage, the work is joyful and 

satisfactory. 

- Identical salary and job benefits 

Most of people accept consciously and desirably 

to have less salary, but they want to work in aplace 

with their preference. 

- Appropriate work condition 

Based on personal comfort and suitable 

constitution and facilities for working, workplace has 

an important role. Findings of researches show that 

Analysis

Determining 
improvement 

solution

Planning and 
continuity 

Monitoring 
and 
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employees prefer an environment devoid from 

danger and discomfort. 

- Favorable friends and colleagues 

Result of work the person does is more than 

amount of money or other tangible achievement. 

Most of employees believe that work environment 

should supply their personal needs. 

- Coordination of work and person 

For doing the task which is assigned to 

employees, if they have necessary skills and abilities, 

they are more successful so their job satisfaction will 

increase [18]. 

The effect of process improvement on 

employees’ job satisfaction 

Novel management hold three significant roles: 

first, process owner- the person who is responsible 

for accurate function of each process. Second, coach- 

a person who is responsible  preparing suitable 

people for work and consultation and third, leader- a 

person who has the general responsibility or creating 

an environment in which all the employees express 

their work share with interest and satisfaction [7]. 

Reengineering has a wonderful effect on 

organization, since it is not just a simple technique, 

but really pervasive and often interference all 

management factors, employees, customers in an 

effort for engineering [22]. 

In order to achieve more attention to customers 

and employees in all level, organization’s thought of 

employees for recognizing customers’ satisfaction 

for achieving goal should be adjusted [22]. It is 

obvious that in professional and expertise world for 

wining in each profession, we need three things:1. 

Knowledge 2. Perspective, 3. Attitude 

Nobody will succeed in awork without having 

scientific background and awareness from initial 

methods. People should learn their needed skills with 

interest and great effort. But the meaning of 

knowledge is something beyond current job 

knowledge. In addition to knowledge background the 

person needs perspective. Work of professional 

people is not easy and just following specific and 

established methods. In professional works, normal 

and daily parts are constantly decreasing and 

becoming smaller. Performance of these parts can be 

removed, automatictechniques or making customer 

responsible. Synergistic value is achieved only by 

creative usingof knowledge and this issue 

necessitates having analysis and concluding power 

and this is not a small problem. In traditional 

organization doing most of tasks and skills do not 

need thinking. Now it is essential that in addition to 

novitating, we should help employees to gain 

knowledge and power of thinking so they will solve 

their problems. 

The third demand of a professional person is 

having temperament and attitude. Specific and 

professional worksregardless of their diversity, all of 

them need a group of behaviors and attitudes. First is 

(self-motivation and internal discipline). A 

professional person may receive a payment from an 

organization but his final responder is his conscience. 

These people do the work accurately not because of 

fear of observant but for the importance of work. 

The second behavior and attitude is 

named(sincerity and enthusiasm). 

In process-centered work environments, 

payment is based on individual’s efficiency. In 

traditional system payments results from seniority, 

presence in workplace, following rules, managers’ 

favoritism, and maybe doing assigned duties. 

Meanwhile result of wok which is the most 

competent issue does not have any role. Payment 

system of process-centered organizations focus on 

the result and fragmented traditional organizations, 

share of each person in accomplishing a process is 

not determined. 

Processes are not obvious and assessment and 

payments are based on substitute factors such as time 

of work, supervisors’ opinion, quality of 

accomplishing tasks. But while the basis is process-

oriented, everybody links to find the result directly 

and is effective in organization’s outcome. So in this 

way we can evaluate each person’s share in 

efficiency and compensate it. 

In this system payments are not according to 

others’ opinion thus, salary and benefit is what the 

person achieves not is paid and the difference 

between these two is really important and significant 

from psychological view. Paymentto each person is 

the result of his works not his personality. Accepting 

approach of process-centered payments means that 

payments are variable and always parts of payments 

is in risk. Therefore instead of short-term programs 

afive –year income program should be regulated. 

Process-centered organizations create more 

customer-friendly values with lower expenses and 

thus they can pay more to employees. In process-

centered system, high income does not result easily it 

should be created. In payment pattern of these 

organizations, base payment is lower thanemployees 

of traditional parts. It worth attention, in traditional 

organizations only senior managers receive payment 

for favorable result(which is showed by profit and 

loss). But in process-centered organization (result 

and efficiency can be measured) it is possible to give 

all the employees suitable reward. 

It should be considered that a process-centered 

organization is a truly follower of equality school. 

Efficiency and result of working for each person is 

not the same. This issue which is important is not the 

result of the positions of persons, in process-centered 

organization perhaps workers have more income than 

managers (although these traditional items do not 

exist anymore and do not have any use). The 

information will distribute between all the employees 

since they are important for accomplishment. 

Decision is also like that and is made in closest place 

to activities. The most important people in 

organization are those who make high values and in 
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this way the work itself but not official position is 

important. Maybe employees are named only by one 

or two titles during their terms of service, these titles 

are usually pointed to the person’s profession rather 

than his organizational class. Using title has a 

guiding aspect for customers. Organizational titles 

which are attributed to people do not solve anything.  

Some of process-centered organizations cross 

out these titles. Although depositing unnecessary title 

is really desirable we cannot neglect their importance 

once. In fact, title is an applicable mean for 

psychological encouraging of people. One of the first 

questions of a person is that what his title is? 

 

Conceptual model of research: 

 

People love that their share in serving to 

organization be determined and title is a mean for 

fulfilling this demand. Titles play the role of marker 

and assessor of person’s importance in the 

organization. In other words, misunderstandings and 

creating obtrusive obstacles results from titles, cause 

high expense,. Balance in this part is one of the 

greatest challenges organizations face with. 

We change progress ladder to concentric circles. 

Instead of improvement from one position to amore 

senior position, the person achieves personal growth, 

doing more and better works. A person, who is the 

worker of production line, does not seek to 

become(foreman) but his goal is to be a better 

worker. Workers produce more, better and more 

desirable and so that their reception will increase. If 

we know success in getting senior positions of 

organization, employees will get only frustration and 

failure. In contrast if success in serving period is 

known not on ordering others, but is based on 

personal growth and increasing efficiency, this 

opportunity will be provided to everyone. Perhaps 

the person never achieves a high position in 

organizational hierarchy, since his improvement is 

horizontal not going up from organizational ladder. 

This situation is only desired by those who turn to 

professional works and are satisfied [7]. 

 

Conceptual model of research: 

Outcomes of job satisfaction and Effective factors of 

job satisfaction: 

Dissatisfaction:

 

 

 
Fig. 2: conceptual model of research, EmployeesJob satisfaction [13]. 
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Aims of the study: 

 

- To study the relationship between 

reengineering and employees job satisfaction in 

housing foundation of Islamic Republic, West 

Azerbaijan. 

- To study relationship between improving 

organizational processes and organizational factors in 

employees of Housing foundation of Islamic 

Republic, West Azerbaijan. 

- To study relationship between improving 

organizational processes and nature of work between 

employees of Housing foundation of Islamic 

Republic, West Azerbaijan. 

- To study relationship between improving 

organizational processes and workplace of 

employees of Housing Foundation of Islamic 

Republic, West Azerbaijan. 

- To study relationship between improving 

organizational processes and individual factors in 

employees of housing Foundation of Islamic 

Republic, West Azerbaijan. 

- To study relationship between effective 

factors(organizational factors, work nature, 

workplace, and individual factors) and employees’ 

job satisfaction in Housing foundation of Islamic 

republic, West Azerbaijan. 

 

Research hypotheses: 

 

Main hypothesis: There is a significant 

relationship between reengineering and employees’ 

job satisfaction. 

First main hypothesis: there is a significant 

relationship between organizational processes and 

organizational factors. 

Second research hypothesis: there is a significant 

relationship between organizational processes and 

nature of work. 

Third research hypothesis: there is a significant 

relationship between organizational processes and 

work place. 

Fourth research hypothesis: there is a significant 

relationship between organizational processes and 

individual factors. 

Fifth research hypothesis: there is a significant 

relationship between effective factors(organizational 

factors, nature of work, workplace and individual 

factors) and employees’ job satisfaction. 

 

Methodology: 

 

This study is a descriptive correlational research 

with applicable purposes. In this study for data 

collection aresearcher-made questionnaireas well as a 

standard questionnaire [13]. For editing and 

organizing researcher-made questionnaire, first a 

preliminary analysis and evaluation by a group of 

assessors(professors and experts) was done and the 

relation with the subject, aims and hypothesis of 

research and regulating questionnaires in terms of 

wording, clarity, and impartiality was accomplished 

and a few times of adapting, final questionnaire is 

prepared and its questions are applied based on 

independent variable (reengineering by improving 

organizational factors) and dependent variable(job 

satisfaction). 

The population of this study included all the 

employees and general office managers of Housing 

Foundation of Islamic Republic, West Azerbaijan 

and according to official statistics existing in 

theOffice,141 persons are considered as general 

managers of population. In this study for achieving 

better results all the employees are considered by 

B.A degree or higher as the sample. 

 

Validity and reliability of questionnaire: 

 

Before the last certainty of measuring instrument 

ad using them in the main stage of data collection, it 

is necessary that researcher find approximate 

necessary certainty about validity of instruments by 

using scientific method. 

For assuring that does the questionnaire actually 

measured the specified factors, after preparing the 

questionnaire, under the regard of advisor, 

questionnaire was submittedto a number of 

professors and experts in order to study and state 

their opinion about kind of questions, number of 

questions, and correlation between them in relation 

to aims and hypothesis of research. 

After collecting opinions, modifications were 

introduced to thequestionnaire and its validity is 

confirmed. In this questionnaire because of validity 

confirmation by professors and experts for 

determining the reliability of questionnaire 30 

questions are distributed in the sample of population 

and reliance coefficient is calculated by using 

statistical software SPSS 18 by Cronbach’s Alpha 

method, the results are presented in Table 1.
Table 1: Results of reliance coefficient of researcher questionnaire 

Kolmogorov-Smirnov test 

Cronbach’s Alpha 

Descriptive statistic 

Subscales 
Significance level statistics 

Standard 

deviation 
mean 

0.93 0.54 0.95 0.66 3.11 Processes organizational 

0.16 1.12 0.95 0.64 3.67 Job satisfaction 

0.40 0.89 0.88 0.71 3.51 
Organizational 

factors 

F
ac

to
rs

 

o
f 

jo
b

 

sa
ti

sf
ac

ti
o

n
 

0.02 1.55 0.73 0.77 3.88 Nature of work 

0.024 1.02 0.78 0.69 3.65 Work place 

0.04 1.42 0.79 0.75 3.63 Individual factors 
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It was concluded that based on the Likert-scale, 

factor for improving organizational process with a 

mean of 3.11(medium), job satisfaction with mean of 

3.68 (medium), organizational factors with mean of 

3.51(medium), nature of work with mean of 

3.88(good) and workplace with mean 3.65( medium) 

and individual factors with mean of 3.63 (medium). 

And according to Kolmogorov-Smirnov test 

improving organizational processes ad job 

satisfaction factors because organizational factors 

and work place and nature of work and individual 

factors are more than significance level of test means 

….: 0.01 has a normal distribution, own the condition 

of studying hypothesis test with parametric test in 

analysis of hypotheses. 

 

Test of hypotheses: 

 

- Test of first specific hypothesis: study 

relationship between improving organizational 

processes and organizational factors. 

Ho: there is a significant relationship between 

improving organizational processes and 

organizational factors. 

H1: there is not a significant relationship 

between improving organizational processes and 

organizational factors. 

 
Table 2: Relationship between improving organizational processes and organizational factors 

Organizational factors 
Level of 
error 

Significance 
level 

Pearson coefficient 
The coefficient 
determination 

Improving organizational 

processes 
0.01 0.06 0.27 0.07 

 

The assumption of study about the relationship 

between the variables(Pearson test), was a normal 

distribution of variables which is normal based on 

Kolmogorov-Smirnov test, and also according to 

results of table of Pearson correlation coefficient test, 

because the significance level of test between 

improving organizational processes and 

organizational factors is less than level of error0.01, 

so there is a significant relationship between 

improving organizational processes and factors 

theamount of this relation is 27 percent and direct, in 

other words the more improving of organizational 

processes, the more job satisfaction from 

organizational factors. 

- Test of second specific hypothesis: study 

relationship between improving organizational 

processes and nature of work. 

Ho: there is a significant relationship between 

improving organizational processes and nature of 

work. 

H1: there is not a significant relationship 

between improving organizational processes and 

nature of work. 

 
Table 3: Relationship between improving organizational processes and nature of work place 

Nature of work Level of error Significance level Pearson coefficient 
The coefficient 

determination 
Improving organizational 

processes 
0.01 0.01 0.32 0.10 

 

The assumption of study about the relationship 

between variables (Pearson test) is normal 

distribution of variables which is based on 

Kolmogorov-Smirnov test, also according to results 

of table of Pearson correlation coefficient, as long as 

significance level between improving organizational 

processes and nature of work is lower than level of 

error…:0.01, there is a significant relationship 

between improving organizational processes and 

nature of work that is 32 percent and direct, thus the 

more improving of organizational processes, the 

more and better job satisfaction of nature of work. 

-Test of third specific hypothesis:study 

relationship between improving organizational 

processes and work place. 

Ho: there is a significant relationship between 

improving organizational processes and workplace. 

H1: there is a significant relationship between 

improving organizational processes and workplace.

 
Table 4: Relationship between organizational processes and work place 

Work place Level of error Significance level Pearson coefficient 
The coefficient 
determination 

Improving organizational 

processes 
0.01 0.003 0.29 0.08 

 

The assumption of study about the relationship 

between variables(Pearson test) is normal 

distribution of variables which is based on 

Kolmogorov-Smirnov test, also according to results 

of table of Pearson correlation coefficient, as long as 

significance level between improving organizational 

processes and workplace is lower than level of 

error…:0.01, there is a significant relationship 

between improving organizational processes and 

workplace that is 29 percent and direct, thus the more 

improving of organizational processes, the more and 

better job satisfaction of workplace. 
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-Test of fourth specific hypothesis: study 

relationship between organizational processes and 

individual factors. 

Ho: there is a significant relationship between 

improving organizational processes and individual 

factors. 

H1: there is a significant relationship between 

improving organizational processes and individual 

factors.

 
Table 5: Relationship between organizational processes and individual factors 

Individual factors Level of error Significance level Pearson coefficient 
The coefficient 
determination 

Improving of processes 0.01 0.000 0.42 0.18 

 

The assumptionof study aboutthe relationship 

between variables(Pearson test) is normal 

distribution of variables which is based on 

Kolmogorov-Smirnov test, also according to results 

of table of Pearson correlation coefficient, as long as 

significance level between improving organizational 

processes and individual factors is lower than level 

of error…:0.01 , there is a significant relationship 

between improving organizational processes and 

individual factors that is 42 percent and direct, thus 

the more improving of organizational processes, the 

more and better job satisfaction of individual factors. 

-Test of main hypothesis: study relationship 

between reengineering and job satisfaction. 

Ho: there is a significant relationship between 

reengineering and job satisfaction. 

H1: there is a significant relationship between 

reengineering and job satisfaction. 

 
Table 6: Relationship between reengineering and job satisfaction 

Job satisfaction 
Level of 
error 

Significance 
level 

Pearson coefficient 
The coefficient 
determination 

Improving of processes 0.01 0.000 0.36 0.13 

 

The assumption of study about the relationship 

between variables(Pearson test) is normal 

distribution of variables which is based on 

Kolmogorov-Smirnov test, also according to results 

of table of Pearson correlation coefficient, as long as 

significance level between improving reengineering 

and job satisfaction is lower than level of error0.01, 

so there is a significant relationship between 

improving reengineering and job satisfaction that is 

32 percent and direct, thus the more improving of 

reengineering, the more and better job satisfaction. 

-Test of fifth specific hypothesis: study 

relationship between effective factors and job 

satisfaction. 

Ho: there is a significant relationship between 

effective factors (organizational factors, nature of 

work, workplace, and individual factors) and job 

satisfaction.  

H1: there is not a significant relationship 

between effective factors and job satisfaction.

 
Table 7: Relationship between effective factors and job satisfaction 

Job satisfaction 
Pearson 

coefficient 

Standard beta 

coefficient (direct 
effects) 

Fitting condition of predictive model 
Correlatio
n 

coefficient 

Determined 

coefficient 
Watson 

camera 
Significance 

level F 

Jo
b
 s

at
is

fa
ct

io
n

 

Organizational 
factors 

0.92* 0.28* 

0.99 0.99 1.70 0.00* 
Nature of 

work 
0.84* 0.29* 

Work place 0.91* 0.26* 
Individual 

factors 
0.87* 0.28* 

 P < 0.01 
 

The assumption of study about the relationship 

between variables(Pearson test) is normal 

distribution of variables which is based on 

Kolmogorov-Smirnov test, also according to results 

of table of Pearson correlation coefficient, as long as 

significance level between job satisfaction and other 

factors is lower than level of error…:0.01 , so there is 

a significant relationship between job satisfaction 

and all the factors, these relations  based on 

prioritizingis 92 percent with organizational factors, 

91 percent with workplace, 87 percent individual 

factors and 84 percent with workplace.  

Fitting condition of predictive model of job 

satisfaction under each factor of job satisfaction is 

having a significant relationship between each one of 

independent variables (job satisfaction factors) with 

dependent variable(job satisfaction). 

Results of table show that amount of coefficient 

determination indicate that 4 factors of job 

satisfaction simultaneously describe 99 percent of 
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changes in job satisfaction that this description is a 

good percent. 

For appropriateness of multiple regressions 

fitting, one of reasons of significance level of 

regression fitting (ANOVA) is less than its level of 

error …:0.01. 

Statistics of Watson camera is 1.70 and this 

amount is located in intervals(1.5 and 2.5)which 

illustrates that between components of regression 

model error, dependent variable (job satisfaction) and 

independent variable(each factor of job satisfaction) 

is a normal distribution between errors. 

 

Correlational coefficient = indirect effects+ 

direct effects 

 

The most important direct effects of job 

satisfaction factors on job satisfaction between 

employees and managers of housing foundation of 

Islamic republic, west Azerbaijan in order of 

prioritizing, factor of work nature 29 percent, each 

factor of organizational factors and individual factors 

28 percent  and workplace 26 percent and in other 

words direct effects generally variable of nature of 

work has more contribution in comparison with other 

variables in predicting independent variable(job 

satisfaction). Because a unit changes in its 

standardization cause a change in standard deviation 

of dependent variable (job satisfaction) about 0.29 

and while a unit change in standard deviation of 

workplace causes that standard deviation of 

dependent variable change about0.28. 

 

Prioritizing job satisfaction factors: 

 

According to following table, significance level 

from Friedman test equals to 0.000 we conclude that 

we can prioritize between assessing factors of 

organization’s performance. Also statistic of 

Friedman test is equal. 

 
Table 8: Friedman ranking test of cultural and social factors 

Variable Level of error Significant level Freedom degree Friedman statistic 
Job satisfaction factors 0.05 0.00 3  

 

Table 9: Prioritizing  
Assessing factors of job satisfaction Rating mean Rating 
Nature of work 3.07 1 
Work place 2.65 2 
Individual factors 2.39 3 
Organizational factors 1.90 4 

 

It is concluded that between assessing factors of 

job satisfaction, the highest rate with mean of 3.07 is 

factor of nature of work, and lowest rate with mean 

of 1.90 is organizational factor. 

 

Conclusion and suggestions: 

 

Findings from analysis of research hypotheses 

represent that there exist a positive correlational 

significant relationship between reengineering from 

improving organizational processes and job 

satisfaction. In other words, improvement of 

organizational processes increases job satisfaction 

between employees. According to achievement 

results from test of research hypotheses, in first 

hypothesis based on Pearson test, because 

significance level of test is 0.006 between improving 

organizational processes and organizational factors is 

less than level of error…:0.01 and Pearson 

correlation coefficient is 0.27 so that is a direct and 

significant relationship between organizational 

processes and organizational factors. 

In the second hypothesis based on Pearson test, 

as long as significance level of test is 0.001 between 

improving organizational processes and nature of 

work is less than level of error…:0.01 and Pearson 

correlation coefficient is 0.32 so that is a direct and 

significant relationship between organizational 

processes and nature of work. 

In the third hypothesis based on Pearson test, as 

long as significance level of test is 0.003 between 

improving organizational processes and workplace is 

less than level of error…:0.01 and Pearson 

correlation coefficient is 0.29 so there is a direct and 

significant relationship between organizational 

processes and work place. 

In the fourth hypothesis with accordance to 

Pearson test, since the significance level of test is 

0.000 between improving organizational processes 

and individual factors is less than level of 

error…:0.01 and Pearson correlation coefficient is 

0.42 so there is a direct and significant relationship 

between organizational processes and individual 

factors. 

And at last in fifth hypothesis as long as 

significance level of test between job satisfaction 

with each one of factors such as organizational 

factors, nature of work, workplace and 

individualfactors is less than the level of error 

…:0.01, hence there exists a significant relationship 

between job satisfaction and each factor that this 

relation is prioritizes with 92 percent with 

organizational factors, 91 percent with workplace, 87 

percent individual factors, 84 percent with nature of 

work. According to findings we conclude that 

reengineering by improving organizational processes 

increase job satisfaction between employees. 

 - One of the factors which cause job satisfaction 

between people of organization is coordination of 
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goals in organization, to this end it is suggested that 

in Housing foundation of West Azerbaijan, managers 

have a doubled effort for aligning and coordinating 

organizational goals and employees’ goals. 

- Also another factor cause increasing of job 

satisfaction is modifying performance and functional 

indexes of organization and employees. So it is 

recommended that authorities of Housing foundation 

of Islamic Revolution, West Azerbaijan to modify 

performance and functional indexes in line with new 

goals of organization. 

- Effective negotiations between Housing 

foundation and customers can be operated in 

boostingemployees’ job satisfaction and also 

customers’ satisfaction, in this end it is suggested 

thatin Housing foundation,Islamic Revolution, West 

Azerbaijan, paying special attention to strategies for 

effective negotiation. 

- Most of the employees believe that job 

satisfaction, related to this issue it is suggested that in 

housing foundation of Islamic Revolution, West 

Azerbaijan, concern more about codifying 

appropriate program for workforce and 

compensating. 

- Most of documents show that there is a strong 

relationship between educational programs particular 

to employees and job satisfaction so it is suggested in 

Housing foundation in West Azerbaijan, to develop 

and boost educational programs particular to 

employees. 

- According to positive relation between these 

days’ technologies for developing service and 

employees job satisfaction, it is advised that for 

increasing job satisfaction between organization’s 

employees pay special attention to qualitative and 

quantitative improvement of novel technologies. 

- One of the factors which often ignored is 

related education with changes in organization, to 

this end it is suggested in Housing foundation, 

educational programs for employees regulated in a 

way which will be adapted to future changes of 

environment. 
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