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Background: Human resource management plays a vital role in
providing quality services to patients in hospitals.
Objective: This study aimed to determine strategic alignment,
meaningful work, and employee engagement of teaching hospitals
employees.
Methods: This cross-sectional study conducted in teaching hospitals.
Stringer questionnaire applied for data collection. Linear regression
analysis used to determine the effect of demographic variables.
Pearson and multiple regression analysis used in STATA to evaluate
the correlation between strategic alignment, meaningful work, and
employee engagement.

Results: Totally 516 participants included in the study. Strategic
alignment in the hospitals had a desired situation (54% well level),
while it was in a weaker position than employee engagement and
meaningful work (18% to 15%-13%). The strategic alignment can be
a predictor of meaningful work (r2=37%) and employee engagement
(r2=38.1%). Also, the two variables of strategic alignment and
meaningful work together have a stronger effect in explaining
employee engagement (r2=50.1%).
Conclusions: According to the direct impact of strategic alignment on
the meaningful work, employee engagement, and their performance,
health policymakers need to pay more attention to these factors finally.
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INTRODUCTION
Healthcare is faced with a wide range of challenges
including service delivery, increased health care
costs, and the ever-increasing need for scientific
achievements.1 It is necessary that hospital administrators ensure their organization is effective and
efficient as well as do their best to achieve the highest
successes with the minimum available resources.2
The provision of healthcare considered a unique
industry whose achievements directly depend on
the competencies and technical abilities of its staff.
Thus, the hospitals can maintain their dynamism
when their human resources are sufficiently familiar with their duties and fulfill their obligations.3,4
In fact, considering the conditions governing such
organizations, they cannot survive without quality
employees.5 Hence, human resource management
plays a vital role in providing quality services to
patients in hospitals.6
Based on this approach, strategic human
resources management and planning is one of the
most critical skills of managers of health centers in
pursuit of organizational goals.7,8 However, many
hospitals, especially in the Middle East, suffer from
weaknesses in human resources management and

planning and application of appropriate strategies.9
The effectiveness in an organization will be realized
when that organization achieves its predetermined
goals about the needs of stakeholders.10 This goal
will not be achieved unless the employees are aware
of their organizational goals and responsibilities for
these goals. The staff of an organization should be
able to answer the following questions: What works
are they expected to do? How is the quality of the
works they are expected to do? How much are they
involved in organizational processes?
Assuming that employees are paid well (salary,
wages, and benefits) and creating a suitable working
environment, the staff will be able to work hard to
answer these questions in order to fulfill their duties
and comply with organizational norms. In other
words, employees will be able to apply their efforts
to achieve organizational goals and adapt to them
or adapt to, correct, and change their work-place to
accomplish its objectives. Otherwise, organizations
and their constituents will face many problems in
obtaining the desired level of “strategic alignment”
(familiarity of employees with organizational goals
and awareness of their responsibility for these goals).11
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Another important factor contributing to the ability
of employees to create passion and interest in their
work is the “meaningful work”. All those who have
investigated the relationship between work conditions and job satisfaction point out that value-giving
or meaningful work leads to an increase in the physical, psychological, and social health of individual.12,13
Additionally, “employee engagement” is another
job-related feedback. Employee engagement
will occur in an organization when employees
act beyond their occupational expectations and
communicate with their job both physically and
mentally.14,15 Previous studies have shown that
different levels of occupational engagement are
positively associated with functional dimensions
of different units in the organization (satisfaction,
organizational loyalty, profitability, and safety).16
Existing studies indicate that organizations can
increase the level of employee engagement by
improving the level of strategic alignment and
thereby pave the way for employees’ collaboration
and participation in organizational processes.17-19
The present research aims to determine strategic alignment, meaningful work and employee
engagement of teaching hospitals employees. The
findings of this study can potentially pave the way
for improvement of organizational performance
of hospitals and provide managerial strategies to
increase productivity and promote the administration of hospitals.

MATERIALS AND METHODS
A cross-sectional study in 2017 with a regression
method approach was used to identify and analyze
the current status of Strategic Alignment, meaningful work and employee engagement among hospital
workforces (Figure 1). Based on the accreditation
scores of 16 teaching-specialty hospitals in the capital of Iran (Tehran), three hospitals were selected.
Hospitals were chosen in three groups: the highest,
the middle and the lowest hospitals regarding with
accreditation score. Then, according to the number
of personnel in each hospital, using Morgan table,
the sample size of each hospital was determined.
Total of 563 samples among the highest (N = 360,
S = 186), the middle (N = 400, S = 196), and the
lowest (N = 340, S = 181) obtained.
The data were collected through an English
questionnaire extracted from a study conducted
in the US whose reliability and validity were
confirmed using the method of Banville et al.20 In
summary, those were translated into Farsi by two
translators and then two other researchers and
translators who were familiar with the subject again
translated it into English (without access to the
Published by DiscoverSys | Bali Med J 2019; 8(1): 138-143 | doi: 10.15562/bmj.v8i1.908

original English version of this tool). In the next
step, English and Farsi versions were compared to
each other to resolve the differences. Finally, the
corrected Farsi version was sent to two experts on
the research subject to elicit their comments and
views. Accordingly, the questionnaire validity was
confirmed without deleting any question. It was
handed out to 30 employees of the studied units
and its Cronbach’s alpha was obtained equal to 0.87
to assess the reliability of this questionnaire.
The first part of the questionnaire included 6
demographic items. The second part dealt with
strategic alignment and contained 8 items.11 At
least, it consists of 8 items about meaningful work.
The fourth part of this questionnaire consisted of 14
items to measure occupational engagement. They
were scored based on a 5-point Likert scale (totally
disagree: 1, disagree: 2, no comment: 3, agree: 4,
and totally agree: 5). Furthermore, some items, such
as “thinking of other things when working”, that
are conceptually negative, were scored inversely.
Accordingly, the scores above than percentile 70,
between 40 and 70, below 40 were evaluated optimum, moderate, and weak, respectively. Therefore,
in terms of strategic alignment and meaningful
work, scores above than 28, between 16 and 28, and
below 16 were considered optimum, moderate, and
weak, respectively. Also, in the field of employee
engagement, scores above 49, between 28 and 49,
and below 28 were classified as optimum, moderate, and weak, respectively.21
As to comply with the confidentiality of information, numerical codes were used to identify
questionnaires. The only inclusion criterion was
employment in one of the desired occupational
groups (nursing, logistics, administrative-financial,
and paramedical). Since individuals with less than
two years of experience cannot have a clear understanding of organizational objectives,11 the only
exclusion criterion was a working experience of
fewer than two years in the hospital. Linear regression analysis was used to examine the relationship
of the considered variables with scores of strategic alignment, meaningful work, and employee
engagement. To evaluate the correlation between
the main variables, Pearson, linear and multiple
regression analysis were used. Also, we used backward elimination method to remove inefficient
variables form model in order to obtain the most
parsimonies model.22 In this research, STATA was
used for data analysis.

RESULTS
After eliminating defective and incomplete
items, the data of 516 questionnaires were used
139
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Table 1 F
 requency distribution of the sample according to
demographic characteristics
Variable

Frequency

Frequency percentage

Male

159

30.8

Female

357

69.2

≤24

38

7.6

25-34

297

59.3

35-44

79

15.7

45-54

35

7

≥55

6

1.2

Unknown

46

9.2

Associate’s degree or lower

173

34.3

Bachelor’s degree

317

62.8

Master’s degree

15

2.9

Occupational Nurse
position
Administrative-financial

264

51.2

111

21.5

Logistics

81

15.7

Paramedical

60

11.6

<5

168

36

5-10

195

41.8

10-15

19

4.1

15-20

16

3.5

20≤

46

9.9

Unknown

22

4.7

Official

60

12.2

Gender
Age (year)

Educational
attainment

Work
experience
(year)

Employment
status

Class

Official experimental

25

5.2

Temporary

194

39.5

Contractual

160

32.6

Internship

51

10.5

Figure 1 
The relationship between 
strategic
alignment, meaningful work and
employee engagement

Table 2 S
 tatus of Strategic Alignment, Meaningful Work &
Engagement by cut point of Weak, Middle & good in the
study
Weak

Middle

Well

Total

#

%

#

%

#

%

Mean

S.D

Strategic
alignment

92

17.80

147

28.49

277

53.71

27.56

4.49

Meaningful
work

79

15.34

93

18.00

344

66.63

31.44

4.83

Engagement

69

13.40

135

26.2

309

73.3

53.17

7.24

for further analysis. 357 (69.2%) were women
and most of the participants were in the age
group of 25 to 34 years old with 297 (59.3%).
Bachelor participants with the highest number of
108 (62.8%) were the most and also, 195 (41.8%)
of them had a work experience of less than

140

10 years. Regarding with employment status,
most of the people with a total of 194 (39.5%)
were temporary (Table 1).
Table 2 shows, 73% of the participants had a
desirable level of engagement, which was the highest compared to strategic alignment and meaningful work. While 17.80% of the participants had
weak strategic alignment status, this was the lowest
among the three variables studied. Based on strategic alignment, men had a higher score than women
(β = 2.345, P = 0.001). Of the increasing education level, strategic alignment score rates declined
(P ≤ 0.05). Regarding other variables, employees
with a work experience of 10 to 15 years (β = 2.33,
P = 0.006) with contractual employment status (β =
1.481, P = 0.026) and auxiliary staff (β = 2.43, P =
0.001) has the highest rate of the aforementioned
variable. In the case of meaningful work, men (β =
1.477, P = 0.001) had a higher level of an aforementioned variable than women. Regarding other variables, employees over 55 years of age (β = 2.56, P =
0.011), auxiliary staff (β = 2.43, P = 0.001) showed
higher levels of the meaningful work (Table 3). As
well as, men (β = 2.35, P = 0.001), employees with
a work experience of 10 to 15 years (β = 4.36, P =
0.001), employees with contractual employment
status (β = 4.52, P = 0.001) and auxiliary employees (β = 4.47, P = 0.001) had a higher level of
engagement.
Based on the results of Figure 1, the value of r2
indicates that strategic alignment and meaningful
work can explain employee engagement. Also,
the relationship between meaningful work and
employee engagement was higher than the relationship between strategic alignment and employee
engagement even strategic alignment and meaningful work. There are also two variables of strategic
adjustment and job involvement. Also, the two
variables of strategic alignment and meaningful
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Organizational
position

Employment
status

Educational
attainment

Work experience
(year)

Age(year)

Gender

-0.722

0.295

0.254

45-54

≥55

2.331

0.589

0.429

10-15

15-20

20≤

-2.915

Master

2.434

1.706

Paramedical

0.971

Nurse

Logistics

1.482

Internship

-0.798

1.291

Contractual

Administrativefinancial

1.455

Temporary

Official
experimental

Official

-2.309

Bachelor

Associate or
lower

0.355

5-10

<5

-0.734

35-44

≤24

-2.345

25-34

Male

Female

β

0.480

1.344

-1.768

-0.664

0.179

0.021

-0.573

-3.882

-3.611

-0.986

-1.577

0.677

-0.508

-2.310

-1.586

-2.218

-2.005

-3.163

lower
limit

2.933

3.523

0.173

2.606

2.784

2.562

3.483

-1.949

-1.007

1.845

2.755

3.985

1.218

2.818

2.176

0.774

0.536

-1.527

upper
limit

0.592

0.026

-2.116
1.653
2.272

0.107
0.001
0.007

0.339

0.177

0.046
0.244

-1.447

-1.966

0.001

0.159

0.166

0.245

0.001

0.552

-2.470

0.193

0.006
0.594

-0.607

0.660

2.560

-2.202

-0.498

-1.477

β

0.419

0.846

0.758

0.343

0.257

0.001

P-Level

0.970

0.498

-3.145

-1.420

-0.809

-1.190

-3.628

-3.017

-1.251

-1.278

-4.800

-1.587

-1.535

-2.030

0.587

-3.771

-1.831

-2.374

lower
limit

3.573

2.809

-1.086

2.098

1.993

0.177

0.735

-0.914

1.582

1.768

-0.139

1.972

0.322

3.350

4.534

-0.633

0.836

-0.581

upper
limit

M
Confidence
interval 95%

S
Confidence
interval 95%

2.033

0.011

0.001

0.005

0.001

0.705

0.407

0.800

0.193

0.001

0.818

1.519

4.728

-2.174

4.299

4.521

3.874

3.577

-5.006

-0.704

-1.393

-2.573

0.038
0.752

4.366

0.491

0.832

0.200

-3.230

-2.749

0.630

-0.688

0.464

-2.355

β

0.006

0.001

P-Level

-0.432

2.995

-3.717

1.698

2.448

1.852

0.351

-6.537

-2.767

-3.655

-6.035

1.722

-0.888

-7.319

-0.967

-5.135

-2.715

-3.698

lower
limit

3.470

6.460

-0.631

6.900

6.593

5.895

6.803

-3.474

1.359

0.870

0.890

7.011

1.870

0.859

5.033

-0.364

1.339

-1.012

upper
limit

Confidence
interval 95%

E

0.127

0.001

0.006

0.001

0.001

0.001

0.030

0.001

0.503

0.227

0.145

0.001

0.485

0.121

0.184

0.024

0.505

0.001

P-Level

Table 3 L
 inear regression analysis for assess the association between study variables and Strategic Alignment, Meaningful Work, and Engagement
score
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work together have a stronger effect in explaining
employee engagement.

DISCUSSION
The scores earned from the study show that each of
the items strategic alignment, meaningful work and
employee engagement they were in excellent condition. The strategic alignment in the hospitals had a
desired situation, while it was in a weaker position
than employee engagement and meaningful work.
This is probably due to the novelty of strategic planning issues in Tehran’s hospitals.
The results of this study show that strategic
alignment can be a predictor of both employee
engagement and meaningful work. Both of them
can predict employee engagement. Stringer stated
that it is a factor which improves their status in an
organization.11 In the study of Gagnon in the US
evaluated different levels of strategic alignment
and concluded that there is a significant relationship between of them. The findings indicate that
increased employees’ understanding of organizational strategies leads to improved organizational
commitment, job satisfaction, and trust among
employees.23 Considering the results of this study
which indicate the role of strategic alignment in
the improvement of employee engagement in the
hospital, it can be stated that the findings of these
two studies are consistent with each other. Boswell
also indicates that the level of performance is higher
among the employees who have a better understanding of organizational strategies and responsibilities.24 Moreover, such individuals enjoy a higher
level of motivation, job satisfaction, organizational
commitment than other employees.
Also, the results showed that auxiliary staff
had the highest level in all three variables of strategic adjustment, meaningful work, and employee
engagement. These findings are probably due to
the higher involvement of this group of staff in
hospital management training programs. Same as
our study, in the study of Mirhashemi, there is a
significant and positive relationship between some
demographic variables, such as gender, work experience, and educational attainment, and employee
engagement.25 By contrast in stringer study, there
was no significant relationship between demographic variables and occupational engagement.11
This difference in the results can be attributed to
the study populations.
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