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Abstract: 

This research aims to explore the role of human resources re-engineering as an independent 

variable in enhancing the quality of university service, in order to keep pace with the requirements 

of the fourth revolution in education and raise the scientific level that civilized societies seek. This 

research comes in light of the large gap between the intellectual proposal and the practical reality 

in Iraqi universities, which calls for the need to adopt innovative strategies to restructure human 

resources in line with technological transformations and modern requirements. Data was collected 

through a questionnaire distributed to 30 administrative leaders at the College of Engineering at Al 

Qasim Green University. The data was processed and hypotheses were tested using a number of 

statistical methods. The results showed a correlation and statistical effect between human resources 

reengineering in its dimensions and the quality of university service. The strongest positive 

correlation was between the organizational dimension and service quality, while the weakest 

correlation was between the technological dimension and service quality, which was also positive.  

The value of the research lies in its focus on the human element and studying the surrounding 

conditions and means of improving them. It provides practical solutions to problems in the field of 

human re-engineering, in addition to providing indicators that help managers adopt a human re-

engineering approach to achieve change and quality in university service. 

Keywords: Re-engineering human resources, Quality of university service. 

   

 

1. Introduction  

The new education system known as Education 4.0 is a global movement that aims to 

transform traditional learning methods into a modern model that uses digital 

technologies to enhance personalized learning. Industry and education are closely linked, 

as history shows that the development of industry from the first to the fourth revolution 

parallels the development of education up to the fourth revolution in education, giving 

rise to the term “Education 4.0”. This term expresses education's response to industrial 

developments, as Education 4.0 aims to keep pace with the Industrial Revolution 4.0, 

which integrates humans with technology to open new horizons. Education 4.0 is a future 

trend that scholars are focusing on to develop the education system. The challenge in 

implementing Education 4.0 is to improve the quality of human resources, keep pace with 

environmental changes, and enhance technological capabilities [1]. 
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The Education 4.0 model can be described as being based on two main trends: the first 

focuses on comprehensive innovations and changes in education and teaching methods, 

while the second deals with the integration of technologies introduced by Industry 4.0 

into education  [2]. In this context, human resources re-engineering comes as a crucial tool 

for improving university services. By focusing on developing human skills and 

competencies in line with the requirements of Education 4.0, educational institutions can 

enhance the quality of their academic and administrative services. The challenges in 

implementing Education 4.0 lie in improving the quality of human resources, keeping 

pace with environmental changes, and enhancing technological capabilities. By 

restructuring human resources to be more aligned with these needs, tangible progress can 

be made in improving university service, enhancing the learning experience and better 

preparing graduates for the contemporary labor market. 

Human resources engineering plays a major role in the success and quality of 

contemporary organizations, because of its focus on one of the most important elements 

of production, which is the human element. Therefore, human resources management 

must move from its traditional role to a strategic role, because the traditional role is no 

longer sufficient under contemporary dynamic conditions. Recently, interest in the 

quality of educational service has increased for main reasons, including scientific and 

technological progress, increased competition between educational institutions, and 

current educational expansion. The higher education environment is considered a fertile 

environment in which creative minds and intellectual energies emerge. From this 

standpoint, the idea of our current research emerged, which is represented in the main 

question of the research problem: “The extent of the interest of the administrative leaders 

in the College of Engineering at Al Qassim Green University in re-engineering human 

resources and its role in enhancing the quality of university service,” which can help 

educational institutions in strengthening their efforts to achieve Quality of university 

service. 

This research is divided into several main parts to cover all aspects of the study. The first 

part deals with the literature review, the second part focuses on the research 

methodology, and explains how to use the questionnaire as a data collection tool, in 

addition to the procedures followed in analyzing the data. The third part includes the 

research hypotheses, which are formulated based on the literature review and identified 

challenges in the field. In the fourth part, we review the findings from the data analysis 

and discuss them in light of the established hypotheses. Finally, Part Five presents 

conclusions and recommendations, where we summarize the most important findings 

and highlight practical recommendations that can contribute to improving the quality of 

university services through re-engineering human resources. 

2. literature review 

2.1. Human Resources Re-engineering  

Human resource engineering is one of the important topics that play a significant role in 
improving the work environment to achieve greater convenience for workers. It is found in the 
literature that there is a multiplicity of terms and definitions that writers and other researchers 
addressed in expressing this field of knowledge. While many of them agreed that the term human 
engineering was not the only term that was used, other terms were used synonymously to 
express this concept, such as human factors, human factors engineering, human resource 
engineering, and psychology engineering [3]. Noe et al [4] viewed human engineering as the 
science that examines the common features between individuals' psychological traits and the 
physical work environment, and the goal of this approach is to reduce the psychological pressure 
on the worker by structuring the work environment in a way that facilitates the work of the 
human body.  

According to [5] the re-engineering of human resources is one of the most important 

contemporary trends in modern management thought, which has received the attention 
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of many researchers and those who are interested in the field of business and 

management. This is due to its great and important role in helping organizations to invest 

their available resources, including human resources, which is the main driver of all 

continuous improvement programs that have a great impact on the success of the 

administrative process of the organization and the rearrangement of business. This is 

achieved through a radical change in the organization and how it performs its various 

activities for improving performance at all administrative levels and other processes that 

push the organization towards a distinguished performance level and achieve the best 

utilization and high efficiency of its available resources to raise and improve its 

competitive capabilities. Re-engineering human resources also helps the organization to 

get out of the routine, narrow view of work, lack of comprehensiveness, quick solutions 

to work issues and other old management systems and methods. A recent study by [6] 

supports this point of view. For this research, HR re-engineering can be procedurally 

defined as a contemporary management tool that involves a process of radical change 

and redesign of processes, procedures and activities to make them simpler, easier, high-

value and in line with technological advances. This, in turn, leads to significant 

improvements in the important and contemporary performance measures of cost, speed 

and quality of service. 

Reengineering human resources has gained great significance, especially in the latest 

period [7] believe that the reasons for this importance are due to its being one of the 

modern administrative and engineering methods that help organizations to keep pace 

with the technological progress and meet the constantly changing desires and aspirations 

of customers as a result. This importance is also due to the close link between it and the 

human resource, which is the most important resource in the organization, [8] sees that 

re-engineering human resources helps to make the best use of the human, material and 

technological resources available to the organization in order to achieve competitive 

advantage and meet quality requirements, [9] believe that re-engineering human 

resources contributes to the inclusion of new technologies and methods of work in the 

field of activity of the organization, which helps to achieve high quality in the provision 

of the product or service, [10] argued that re-engineering human resources helps to 

empower individuals working in the authority and gives them full freedom of action and 

initiative in improving their work with a degree of independence while taking 

responsibility for the results of that initiative to build the rules of work, creativity, and 

innovation, [5] argues that re-engineering human resources enhances the organization's 

ability to achieve its vision, strategic mission, and goals, also [11] believes that re-

engineering human resources assists the organization in reaching or achieving optimal 

performance through which it can reduce waste, as well as the existing void and errors 

resulting from random actions, and thus it draws a path for the organization on how to 

improve and design the work. 

The views of researchers varied in defining the dimensions of human resource re-

engineering. Each of them has a point of view in defining these dimensions. Still, most 

researchers and specialists have agreed on what [5] stated about the dimensions of 

human resource re-engineering. On the other hand, the researchers believed that these 

dimensions fit and harmonize with the nature of the current study and these dimensions 

are (the human dimension, the technological dimension, and the organizational 

dimension). Therefore, in this study, the researchers will rely on these dimensions to 

measure human resource re-engineering, as blow:  

The Human Dimension: Undoubtedly, the human resources in the organization constitute 

the basic and essential element to bring about any change process in the organization. 

Customers and individuals working in the organization are considered the main targets 

to complete the re-engineering. Therefore, the organization must focus on the good 

preparation of the responsible individuals in charge of the re-engineering process in 
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order to bring about a radical change in concepts and ideas. It is also important for the 

organization to work on building an organizational culture for human resources, such as 

total quality, adapting to re-engineering, shifting to self-directed work teams, and 

developing the commitment of human resources to customer service [12], this view is also 

backed up by  [6], [13]. 

The Technological Dimension: First of all, we can say that technology is the backbone that 

contemporary organizations rely on in the re-engineering of human resources. 

Technology is an invaluable resource in the development of the organization's business 

and it is very important to invest in its design and acquisition as a strategy for the 

organization. Stacey & Mowles [14] defined technology as the methods of using tools, i.e. 

techniques, skills and competencies used by the organization's human resources to carry 

out work more effectively and efficiently. Mathis & Jackson [15] argued that the adoption 

of modern technology by the human resources department and its implementation is 

highly beneficial, including reducing costs and improving the level of quality of provided 

services. Perhaps the most important thing we see from the use of technology in the 

workplace due to its re-engineering is the complete automation of its processes after re-

engineering them and thus the transformation to electronic human resources 

management. Blinov & Rudakova [16] added that technology provides workers in human 

resource management with analytical information, statistics, and metrics that contribute 

to the analysis of the strategic direction of the organization and implementing it more 

efficiently. 

The Organizational Dimension: It is firstly important to identify regulation as the structure 

of the current reports, policies and procedures of the organization [17]. However, [18] 

defined it as the division of tasks to members of the organization and assigning 

responsibility for their performance. Undoubtedly, in the changing business 

environment, the organization needs a new model of organizational effectiveness that is 

more flexible or continuously adaptable. Samson et al. [19] argued that re-engineering 

leads to a shift from a strong vertical structure to stronger horizontal coordination 

because it focuses on horizontal rather than vertical workflows. 

[8] clarified this point of view, as this dimension is concerned with the elements and 

instructions that are concerned with changing the regulatory structure of the 

organization, the structure of departments and sub-departments, and the distribution of 

positions and responsibilities.  It is also concerned with the communication channels that 

link the work of people and groups in the organization to each other, the degree of 

formality, centralization, and relationships between individuals working in the 

organization, as well as incentive and compensation systems and performance 

evaluation. 

2.2. University Quality Service 

Universities are the active base in the education environment and its objectives because 

they are considered service organizations that are concerned with the production and 

marketing of a package of educational, research, and training services. Thus, they 

represent the main entrance to all human activities in society, whether economic, 

political, industrial, service, material or spiritual [20]. Chen, [21] defined service quality as 

a set of overall qualities and characteristics that should be available in the educational 

service so that this service can qualify the customer and provide him with knowledge, 

skills, and experiences during the years of study. In this way, he will be able to achieve 

his goals and society's developmental goals. In the same context, [22] defined university 

service quality as a set of efforts provided by the university to provide distinctive services 

aimed at achieving distinct outputs of the educational process to develop students in all 

aspects and create a good climate for the educational environment to achieve sustainable 

development. University service quality can be defined procedurally for the purposes of 
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this study as a modern administrative philosophy that includes the continuous 

improvement of the administrative and educational process through review, analysis, 

and research with the aim of improving the outputs of the university educational process 

to suit the external environment that is constantly evolving and meeting the needs and 

desires of the beneficiary parties and achieving their satisfaction. 

The attention to the quality of university service increased in the last half of the twentieth 

century, especially during the 1980s, as achieving quality in educational institutions 

became one of the necessary indicators and standards. This is due to the technological 

and scientific explosion associated with economic changes, scientific expansion, new 

social pressures on higher education institutions, and increased motivation for academic 

education [23]. Hasan and Hosen [24] believes that the quality of university services is 

necessary to achieve student satisfaction and loyalty, which enhances the reputation of 

educational institutions and their position in society. It contributes to raising performance 

levels and keeping pace with competitive changes, and is an effective tool for 

development in less developed countries. Other researchers like [25] and [26] believed 

that the importance of the quality of university service is represented by some of the 

following important aspects: 

1. Achieving student satisfaction: The quality of university services contributes to 

increasing student satisfaction and improving their educational experience. 

2. Improving the reputation of institutions: High quality of services enhances the 

reputation of educational institutions and attracts more students and resources. 

3. Meeting students' needs: The quality of education depends on meeting students' needs 

and conforming services to educational standards. 

4. Providing an integrated educational experience: Providing a comprehensive 

educational experience that enhances the effectiveness of educational institutions. 

5. Adapting to technological shifts: Understanding student expectations and providing 

services that align with them enhances institutions’ ability to adapt to technological shifts 

and changing needs. 

6. Competitive advantage: The quality of educational services is an important competitive 

advantage that must be part of the institution's leadership strategy. 

7. Inclusiveness of stakeholders: Quality includes all stakeholders such as sponsors, 

employers and society. 

8. Impact on future quality of life: The quality of services greatly affects the future quality 

of life of students. 

9. Competent employees: The necessity of having competent employees capable of 

adapting to changes to ensure the quality of educational services.  

The perspectives of authors and researchers varied in defining the dimensions of the 

quality of the university service, as each has a point of view in defining these dimensions. 

However, it can be said that most researchers and specialists agreed with [26] and [27] 

about the dimensions of university service quality. On the other hand, the researchers 

believe these dimensions fit and harmonize with the nature of the current study. These 

dimensions are (reliability, tangibility, responsiveness, empathy, and security). Therefore, 

the current researchers will rely on these dimensions to measure the quality of the 

university service. 

Tangibility: It means all the services provided by the college, including physical 

equipment, building decorations, staff offices and classrooms [28]. On the other hand, [29] 

believed that this dimension is related to those things that the beneficiaries of the service 

can touch in terms of devices and equipment and how to use them, physical facilities and 
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easy access to them, as well as the work environment and its attractiveness. 

Reliability: It means the ability of the organization to perform the expected service reliably 

and accurately [30]. Nkiruka & Olanrewaju [28] explained this dimension as the ability of 

service providers to fulfill their obligations, such as promises to students on time, solving 

the issues they face, providing all required scientific disciplines, and keeping accurate, 

organized, and error-free records. 

Response: It means the timely reaction to the needs of customers [31]. It is further 

explained by [32] as reflecting the actions of individuals working to assist customers and 

provide them with quick services, such as quick appointments, immediate response to the 

needs of students, and responding to their questions, inquiries or complaints. 

Sympathy: It refers to an attempt to understand the customer's perspective through 

individualized attention [33]. Nkiruka & Olanrewaju [28] believed that this dimension 

includes care and good treatment, the extent to which attention is paid to one student 

over another, and the degree to which service staff are aware of the needs of their 

students. 

Security: It is the knowledge and ability of working individuals to instil confidence in 

customers and thus make them feel confident and safe [29]. Nkiruka & Olanrewaju [28] 

further clarified this dimension as it includes providing a secure and risk-free 

environment for students, preserving their personal information and no one has the right 

to access it. They added that it also includes ensuring that the number of students is not 

accepted above the capacity of the educational facility, which negatively reflects on the 

health and psychological aspects of students. 

3. Research Methodology 

The College of Engineering is one of the colleges of Al Qasim Green University. The 

college includes two scientific departments (Civil Engineering and Water Resources 

Engineering) and more than 7 administrative departments. The choice of this college was 

driven by its strong focus on education and its serious pursuit of innovation and 

creativity in providing distinguished university services, and this trend is considered... 

An important goal in the context of education in Iraq. This trend holds great importance 

in the context of the current study. according to [34] the study data were collected 

through purposive sampling to obtain accurate and relevant results by targeting those 

with experience and knowledge related to the subject of the study. Data for the current 

study were collected from department heads, division directors, and unit officials in the 

College of Engineering. The study included a total of 40 participants, and among the 

distributed questionnaires, we received a total of 30 usable responses for further study. 

Data were collected through the development of a questionnaire, which included a 

comprehensive review of relevant literature. The questionnaire was constructed using a 

five-point Likert scale and includes two distinct sections. The first section focused on 

providing an overview of respondents' basic information. The second stage was devoted 

to exploring the study variables.  

3.1. Research Model 

Based on what was proposed in the theoretical aspect, the model (Figure 1) was formed 

from two variables, the first of which is: human resource reengineering in its dimensions 

(human dimension, technological dimension, organizational dimension) as an 

independent variable, and the quality of university service in its dimensions (tangibility, 

reliability, responsiveness, safety, Empathy) as a dependent variable. A model was 

developed to describe the role of human resources re-engineering in achieving quality 

university service. 
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Figure (1) Research Model 

3.2. Research Hypotheses 

According to the study model, the following hypotheses were adopted: 

The first main hypothesis: (There is a significant correlation between human resource 

reengineering and university service quality). It has three sub-hypotheses, as shown 

below: 

1. There is a significant correlation between the human dimension and the quality of 

university service in its all dimensions. 

2. There is a significant correlation between the technological dimension and the quality 

of university service in its all dimensions. 

3. There is a significant correlation between the organizational dimension and the quality 

of university service in its all dimensions. 

The second main hypothesis: (There is a significant impact of human resource re-

engineering on the university service quality). It also has three sub-hypotheses, as shown 

below: 

1. There is a significant impact of the human dimension on the quality of university 

service in its all dimensions. 

2. There is a significant impact of the technological dimension on the quality of university 

service in its all dimensions.  

3. There is a significant impact of the organizational dimension on the quality of 

university service in its all dimensions. 

3.3. The Reliability and Validity of the Research Measurement Tool 

The stability of the scale means that it is stable and does not contradict itself. Thus, it will 

yield the same results if it is reapplied to the same sample (Sekrana, 2003:203). Cronbach's 

Alpha stands out as a widely acknowledged metric for assessing the reliability of a 

questionnaire. (Sekrana, 2003:311) notes that a test score below 0.60 suggests the 

questionnaire's scale is likely to be unreliable. In contrast, the stability of the scale is 

considered acceptable if it exceeds (0.70). It is considered good if it is equal to (0.80) or 

more. 
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Validity refers to the ability of a scale to measure the intended variable. Simply put, it 

checks if the scale is actually assessing the subject of interest, rather than something 

unintended (Sekrana, 2003:206). While validity comes in various forms, the researchers 

opted for content validity for this study. Content validity is a subjective assessment 

hinging on how well the researcher can identify variables related to the research topic, 

which in turn relies heavily on their comprehensive understanding of the topic gathered 

through extensive research (Cooper & Schindler, 2014:257). The researchers also used face 

validity by presenting the questionnaire to a group of arbitrators in the field of 

specialisation. Table (1) shows the stability coefficients for the variables studied in the 

research. 

Table (1) Cronbach's Alpha Test Results for the Research Variables 

Cronbach's Alpha 

For scale 
Cronbach's Alpha Variables and dimensions 

0.863 

0. 824 Human Resource Reengineering 

0.711 The Human Dimension 

0.732 Technological Dimension 

0. 762 Organizational Dimension 

0. 751 Quality of University Service 

0.763 Reliability 

0.773 Response 

0. 740 Tangibility 

0.776 Security 

0.736 Sympathy 

 

Table (1) indicates that the reliability and stability coefficients for the various aspects of 

the research variables fall within statistically acceptable ranges. This suggests that the 

measurement instrument used for the research elements is highly consistent, thereby 

allowing researchers to depend on the forthcoming results for informed decision-making. 

4. Results 

4.1. Normal Distribution Test 

The data gathering tool was validated by the research team through a stability test. In this 

study, the testing of hypotheses depends on parametric statistical methods. These 

methods presume that the analyzed data should follow a normal distribution. Utilizing 

parametric techniques on data that does not have a normal distribution can lead to 

unreliable outcomes (Field, 2009:132). 

Experts in statistics have suggested that the normal distribution of data is unnecessary 

when a relatively large sample size is used in relation to the total population being 

studied (Field, 2009:329). However, to verify the reliability of their findings, the 

researchers administered a critical normality test, the Kolmogorov-Smirnov test, to the 

data collected via surveys. A test significance (sig.) value of 0.05 or higher indicates that 

the data assumes a normal distribution at that level. With this confirmation, researchers 

can employ parametric statistical analysis methods with confidence in their results' 

precision. If the data are not normally distributed, the researchers will use non-parametric 

analysis tools. Table (2) shows the results of the Kolmogorov-Smirnov test for the 

research variables with their dimensions. 
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Table (2) Results of Testing the Normal Distribution of Data for the Research 

Variables Studied 

Human Resources Re-engineering Quality of University Service 

Dimensions Test (KS) Sig. Dimensions Test (KS) Sig. 

The Human Dimension .058 .147 Reliability .114 .078 

Technological Dimension .053 .103 Response .101 .056 

Organizational Dimension .059 .117 tangibility .113 .062 

Total .196 .092 Security .124 .057 

   Sympathy .111 .059 

   Total .081 .199 
 

It is clear from Table (2) that the data on the research variables related to human 

resources re-engineering and university service quality, whether at the sub- or total level, 

follow a normal distribution. This is demonstrated by the significance of the test 

exceeding (0.05), which makes these data suitable for using scientific analysis tools. 

4.2. Testing the Hypotheses of Correlation and Impact between the Research Variables  

Its aims is to examine the correlation and impact among the variables under study. This 

examination will include an assessment of the interrelationships at the level of secondary 

hypotheses derived from the primary hypotheses, along with a broader evaluation 

utilizing both the Pearson simple correlation coefficient and linear regression analyses to 

determine their significance and strength.  

First: Testing the first main hypothesis related to the correlation between human resource 

reengineering and university service quality 

(There is a significant correlation between human resource reengineering and university 

service quality) 

It has three sub-hypotheses, as shown below: 

1- There is a significant correlation between the human dimension and the quality of 

university service in its all dimensions. 

2- There is a significant correlation between the technological dimension and the quality 

of university service in its all dimensions. 

3- There is a significant correlation between the organizational dimension and the quality 

of university service in its all dimensions. 

 Table 2 presents a grid displaying the Pearson correlation coefficients and their 

relationship with the respective variables and dimensions. Table (3) displays the number 

of observations (30) and specifies the nature of the test as two-tailed. In the matrix, 'Sig.' 

denotes the significance of the correlation coefficients. A single asterisk (*) attached to a 

coefficient value signifies a significant correlation at the 5% level, while a double asterisk 

(**) indicates significance at the 1% level.  The interpretation of the magnitude of these 

coefficients is based on Cohen's benchmarks (1977:79-81), as follows: 

✓ A low correlation is indicated by a correlation coefficient between 0.10 and 0.29.  

✓ A moderate correlation is identified when the correlation coefficient is between 0.30 

and 0.49. 

✓ The correlation is strong: If the value of the correlation coefficient ranges from (0.5 to 1). 
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Table 3: Testing the First Main Hypothesis (Correlation Hypothesis) 

 
The Human 

Dimension 

Technological 

Dimension 

Organizational 

Dimension 

Human Resources 

Re-engineering 

Quality of 

University 

Service 

Pearson Correlation 0.540**  0.538**  0.607**  0.634**  

Sig. (2-tailed) 0.000 0.000 0.000 0.000 

N 30 30 30 30 

**. Correlation is significant at the 0.01 level (2-tailed) 

Table 3 displays the matrix of correlations used to examine both the primary hypothesis 

and its related sub-hypotheses. The findings indicate significant positive correlations. 

This is evidenced by values exceeding 0.50, with a significance level of 1% between 

university service quality and the variable of human resource reengineering. The values 

of the correlation coefficient between human resource reengineering and university 

service quality reach a value of (0.634) at the (1%) significance level and are considered a 

strong relationship according to Cohen's rule. 

In terms of dimensions, the most significant association was between the organizational 

dimension and the quality of university service. This particular correlation has a 

coefficient of 0.607, which signifies a robust and direct association at a 1% level of 

significance, aligning with Cohen's standards. In comparison, the weakest correlation was 

between the technological dimension and the quality of university service, recording a 

correlation coefficient of 0.538. Yet, this is still regarded as a strong correlational 

relationship when evaluated against Cohen's criteria. 

The findings presented in Table (3) support the acknowledgment of the primary 

hypothesis and its associated sub-hypotheses, which claim that a meaningful relationship 

exists between human resource reengineering and university service quality. 

4.3. Testing the Second Main Hypothesis Related to the Impact Relationship between 

Human Resource Reengineering and University Service Quality 

(There is a significant impact of human resource re-engineering on university service 

quality).  

It has three sub-hypotheses, as shown below: 

1- There is a significant impact of the human dimension on the quality of university 

service in its all dimensions. 

2- There is a significant impact of the technological dimension on the quality of university 

service in its all dimensions. 

3- There is a significant impact of the organizational dimension on the quality of 

university service in its all dimensions. 

Table (4) Estimating the Simple Linear Regression Relationship between Human 

Resource Re-engineering and University Service Quality 

Dependent variable 

 

 

 

Independent variable 

Quality of University Service 

β R2 T Sig. F Sig. 

Human Resources Re-

engineering 
0.64 0.41 9.30 0.000 18.21 0.000 

The Human Dimension 0.53 0.30 7.23 0.000 13.82 0.000 

Technological Dimension 0.54 0.29 7.11 0.000 17.13 0.000 

Organizational Dimension 0.61 0.37 6.64 0.000 14.73 0.000 
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The results of Table (4) show that the regression coefficient of the human resources 

reengineering variable on the quality of university service is (0.64). This means that if 

human resources re-engineering changes by one unit, the quality of university service 

will increase by (64%). This effect is considered large, as the calculated (t) value of (9.30) 

indicates high statistical significance at the level of (0.000), which confirms the importance 

and strength of the effect. 

It is also noted that human resources re-engineering explains 41% of the changes in the 

quality of university service, which means that 59% of the changes are attributable to 

other variables not included in the current research model. The estimated model reflects 

strong statistical significance, as the calculated value of (f) is (18.21), which is significant 

at the (0.000) level, which indicates the importance of the model in general in explaining 

changes in the quality of university service. 

Based on the previous results, the second main hypothesis is accepted, which states that 

there is a significant impact of human resources re-engineering on the quality of 

university service. This acceptance is based on statistical evidence indicating that changes 

in human resources management contribute significantly to improving the quality of 

university service. 

With reference to Table (4), and to verify the validity of the sub-hypotheses emerging 

from the second main hypothesis, the following can be clarified: 

First sub-hypothesis: There is a significant impact of the human dimension on the quality 

of the university service in all its dimensions. Table (4) shows the following: 

A. The coefficient of regression reached a value of 0.53, indicating a 53% increase in 

university service quality for every unit increase in the dimension. This significant 

relationship is underscored by the t-value of 7.23, which is statistically significant at the 

0.000 level. 

B. The results show that the coefficient of determination (R²) was 0.30, indicating that the 

dimension explains 30% of the variance in the quality of services provided by the 

university. While the remaining 70% is due to other variables that were not included in 

this model. 

C. The analysis revealed that the computed F-value, which stands at 13.82, holds 

significance at the 0.000 level. This indicates that the model we have formulated is 

substantially significant in its entirety. 

Based on the analysis of the results of Table (4), the researchers can conclude that the 

alternative hypothesis, which states that there is a significant effect of the human 

dimension on the quality of university service in all its dimensions, is acceptable. This 

conclusion comes as a result of the strong statistical significance that confirms that the 

human dimension significantly affects the quality of university service in its various 

aspects. 

Second sub-hypothesis: There is a significant impact of the technological dimension on the 

university service quality in all its dimensions. Table 4 shows that: 

A. The coefficient of regression reached a value of (0.54), indicating a 54% increase in 

university service quality for every unit increase in the dimension. This significant 

relationship is underscored by the t-value of 7.11, which is statistically significant at the 

0.000 level. 

B. The coefficient of determination (R2) was found to be (0.29), which means that the 

dimension accounts for (29%) of the variation in the quality of services provided by the 

university. The other 71% is attributed to variables not considered in this model. 
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C. The analysis also revealed that the computed F-value, which stands at 17.13, holds 

significance at the 0.000 level. This indicates that the model we have formulated is 

substantially significant in its entirety. 

Therefore, the researchers conclude from analyzing the results of Table (4) that the 

alternative hypothesis, which states (there is a significant impact of the technological 

dimension on the quality of the university service in its all dimensions), is accepted. 

Third sub-hypothesis: There is a significant impact of the organizational dimension on the 

university service quality in its all dimensions. Table 4 shows that: 

A. The coefficient of regression reached a value of (0.61), indicating a 61% increase in 

university service quality for every unit increase in the dimension. This significant 

relationship is underscored by the t-value of 8.64, which is statistically significant at the 

0.000 level. 

B. The coefficient of determination (R2) was found to be (0.37), which means that the 

dimension accounts for (37%) of the variation in the quality of services provided by the 

university. The other 63% is attributed to variables not considered in this model. 

C. The analysis again revealed that the computed F-value, which stands at 14.73, holds 

significance at the 0.000 level. This indicates that the model we have formulated is 

substantially significant in its entirety. 

Consequently, after examining the data in table (4), the researchers conclude that the 

alternative hypothesis, which states (there is a significant impact of the organizational 

dimension on the university service quality in its all dimensions), is accepted. 

Conclusions  

Focusing on re-engineering human resources is a basic requirement in the contemporary 

environment, especially for organizations that seek to invest their human resources 

strategically to achieve success. This interest enhances creativity and contributes to 

improving quality, which contributes to achieving outstanding performance and 

competitive superiority in the market.  The results of the statistical analysis showed that 

there are significant correlations between the research variables and their dimensions, 

which indicates the existence of an integrated correlational relationship between re-

engineering human resources and the university service quality. At the dimensional level, 

the results showed that the strongest correlation between the organizational dimension 

and the quality of university service, and this indicates that the organization the research 

sample is interested in constantly re-engineering the organizational structure. While the 

weakest correlation was between the technological dimension and the quality of 

university service, and this indicates a lack of interest in technology and its proper 

integration into work. This problem is due to several negative factors mentioned by the 

research sample, including: the lack of availability of the Internet in all college 

departments and its availability in only some divisions, as well as the absence of adequate 

training for the administrative leaders of the research sample on various modern 

programs and systems, also failure to improve the incentives and rewards system 

contributed to a low level of satisfaction among employees. In general, and through the 

results of the research, Human resources re-engineering is considered one of the basic 

means that the studied organization can rely on to improve the quality of university 

service, especially in light of the current changes. This process aims to develop the human 

resources structure and update skills to meet the requirements of the changing 

environment and increase institutional efficiency. In light of the above, this study 

recommends the following: 

➢ It is necessary for the institution under study to seek to attract highly qualified 

administrative leaders. This step ensures the presence of leaders capable of directing 
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and developing work in line with the organization’s goals and achieving the best 

possible results, train them well on various modern programs and systems, support 

them with advanced methods, and provide the Internet on a continuous and 

integrated basis in all departments of the college to enable them to continue their 

work electronically even outside official working hours. 

➢ The investigated college should make the most of its organizational structure, as it is 

one of the most influential means it has in enhancing the quality of university service 

to match work developments. 

➢ The college, the research sample, must devote its efforts to the subject of human 

resources re-engineering, as it has been shown through statistical analysis that it is 

one of the best means that can be used to enhance the quality of university service in 

light of the changing technological, economic, and political conditions affecting the 

labor market. 
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