wbile Jsou g (655 anw g

Slods 5 (K p g o&ils SLS,IS Cudhr Sy pike Jks oLz

oy Ko el (Sl s g6 1 posliul o gl
Cupde Jde Slolael OFF) o (SL S 5 i
trrsi St (S psle oK 0SS el

A-VY ‘(\)h‘f‘u,:u Jei s (S35

Tl o Tl Sy e (Sl e gl 5350
Oyl ecoly ¢ oDl ;iﬂ JLisls coly ey s oy e oj; (S5 il N
Ol ey ¢ odhal sl3T oK1« dls (55 ke 058 Glisls Y

PO U N B IS OO P O PYSTCIN PR SR TINCI I o
PR Ty e & S/ s a2 b

Beikzad_jafar@yah00.com :J s st 5 Jas! 5

VFeF sls = 0 ;“;l;_- @)U
VEE s b i S5k
VEY s 8 YA Ll st

VFe¥ s Yo idll @)U

il G daL;.JH‘*\‘ BY NG

O sty dlis ol ol el el 4 Glase s ol
(CC BY-NC 4.0) I8 L ol oI5 2

FEOIPTEIR SICTRPN

oS

il Sleds 5 (Sbgy e e ol 53 DS Cudlw Sy e Jie sl 5 b s ) Gas
Gl analr ol 0l tlo= o5 75 51 5 (oS (53,5005 el b hass ol el 055 Gless
s 5 GPOWET 13310 5 51 eslil b €5 50d pom 5 390 5208 (Sd pske ol ils Ol ke 5 QLSS oS Jals
ST ikl st g glsb i Wosls (5505,5 Sl s s 6 Y08 sl halas (5,84 5o
Sl oo G b 51 alss 5 A anl S 5 bl 5 LS Wl eslil L1l bl g sl
5 SMArtPLS 5 SPSS (slai53le 5 5 aesls Jow (s1ps i3S ooy SV 5 K5 als 5 AVE Slas i
Jue 5 ol o ol A esliz ol (PLS-SEM) 35 o Jilis (5l S¥slan (s3lmdite s
S Lals 0L 35kl s gl s 1555y S8 LB s 5 sbL 5l s e Leled o sls LS (gl
LSS s 30 Jalse 5 Slaslon slags Tl (Gloslo glacslam (lasl DUl 5wl dle laadl e
a5 Jde (5515 sla el piman Lls O gladaly 5 OLSIS ot bl r oYL 5 hsbies o 30
S Glgeas Bl 5 oo edd b Jde s g el b 1 b e wlie kS odasol s 5o Communality
Comalr s s dde (5,8 13 oalinaad 550 a8 Sladams )3 LSS bl 5500 5 o g1 1S
ealyls 3 1 Sless s sl slaslg ple s ee 12 s oS Sl ez Jltle 5 e s

ASTs il oK olas ssoletl ©Yoles (Sjladde o Sy psle olSls (OES)IS Coadlr &y ko 10851 508



http://creativecommons.org/licenses/by-nc/4.0
http://creativecommons.org/licenses/by-nc/4.0

Personal Development and Organizational Transformation

Validation of the Employee Health Management Model at Tabriz University of Medical

Sciences and Health Services

Arezoo Fadaye Hoseyni Maleki', Jafar Beikzad?*, Saber Ghorbani®

1. PhD Student, Department of Public Administration, Bonab Branch, Islamic Azad University, Bonab,

Iran
2. Associate Professor, Department of Public Administration, Bonab Branch, Islamic Azad University,
Bonab, Iran
3. Assistant Professor, Department of Public Administration, Sarab Branch, Islamic Azad University,
Sarab, Iran

*Corresponding Author's Email: Beikzad_jafar@yahoo.com

How to cite: Fadaye Hoseyni
Maleki, A., Beikzad, J., & Ghorbani,
S. (2025). Validation of the
Employee Health Management
Model at Tabriz University of
Medical Sciences and Health
Services. Personal Development
and Organizational Transformation,
3(1), 1-17.

Abstract

The aim of this study was to design and validate an employee health management model at Tabriz
University of Medical Sciences and Health Services. This quantitative, descriptive-survey study was
conducted among all employees and managers at Tabriz University of Medical Sciences. A sample of 206
participants was selected through simple random sampling using GPower software. Data were collected
using a researcher-made Likert-scale questionnaire. Instrument reliability was confirmed using Cronbach’s
alpha and Composite Reliability, and validity was assessed through Confirmatory Factor Analysis (CFA),
AVE, and Fornell-Larcker criteria. Data were analyzed using SPSS and SmartPLS software through Partial
Least Squares Structural Equation Modeling (PLS-SEM). The results of factor analysis and the structural
model confirmed acceptable levels of reliability and validity for all variables. Standardized path coefficients
revealed significant influences of components such as organizational resources, organizational support,
strategic initiatives, and health-related determinants on employee health dimensions and outcomes. Model
fit indices and Construct Communality coefficients also indicated strong model quality. The developed
model provides a practical and conceptually comprehensive framework for assessing and improving
employee health in academic and healthcare institutions. Due to its robust structure, the model may be
adapted and implemented across other organizational contexts.
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Extended Abstract
Introduction
Employee health management has emerged as a critical component in ensuring organizational
sustainability, especially in high-demand and sensitive environments such as medical universities.
The well-being of academic and clinical personnel is no longer a peripheral concern but a central
objective that influences productivity, service quality, and employee retention. Research consistently
demonstrates that employee health—encompassing physical, psychological, and occupational
dimensions—is directly related to job performance, engagement, and organizational commitment
(Ahmad et al., 2023; Lindert et al., 2022). In academic medical settings, where employees are
exposed to high cognitive demands, emotional fatigue, and administrative overload, designing a
comprehensive model to manage employee health is not only strategic but necessary.
Several studies have explored the determinants and outcomes of employee health across diverse
settings. For instance, workplace stressors and job design have been shown to predict mental health
outcomes and employee turnover (Barati & Oreizi, 2023; Zhou & Zheng, 2022). Moreover, the
integration of organizational support mechanisms, including leadership practices and resource
availability, has been highlighted as a protective factor against health deterioration in demanding
work environments (Byrne et al., 2022; Cheng et al., 2022). The post-pandemic context has further
emphasized the importance of structured health management systems, especially as remote work
and hybrid models reshaped work routines and personal boundaries (Phadnis et al., 2021; Tawas et
al., 2024).
From a technological and policy perspective, modern employee health systems often incorporate
digital platforms and real-time monitoring through wearable technologies to facilitate early
interventions and promote behavioral change (Devi & Ilakiya, 2021; Diwy & Ilikiya, 2021). These
approaches align with strategic health management models that rely on predictive analytics and
feedback mechanisms to enhance decision-making and preventive care (Aaviksoo & Abbasov, 2021,
Avikso & Abbasov, 2021). Additionally, national and regional healthcare organizations have
emphasized the role of psychological capital and organizational development in promoting employee
well-being, particularly in education and service-based institutions (Esmailnasab & Mir Yousefi, 2020;
Sarfarazi et al., 2020).
In Iran, while some efforts have been made to assess occupational health in clinical and academic
settings, comprehensive, localized models validated through advanced statistical approaches
remain limited. Notable contributions, such as process-oriented frameworks developed in hospital
systems, provide a foundation for broader model development (Alian Ajam & Ghasemizad, 2019).
Furthermore, the relationship between employee health and organizational performance has been
empirically established in Iranian contexts, emphasizing the urgency for tailored models (Sajadi Far
& Ahmadi, 2018). Cultural and systemic variables such as organizational culture, job autonomy, and
strategic alignment have also been identified as significant mediators in promoting or hindering
health outcomes (Salimi & Ghaloojeh, 2020; Shams et al., 2023).
To address this gap, the present study aimed to design and validate a structural model of employee
health management within the specific context of Tabriz University of Medical Sciences. By
integrating evidence-based indicators with theoretical constructs derived from prior international and
national studies, the model provides a multi-layered understanding of the inputs, processes, and
outcomes that define employee health in medical academic institutions.
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Methods and Materials

This study employed a quantitative, descriptive-correlational design to assess the structural
relationships between multiple latent variables associated with employee health. The statistical
population comprised all full-time employees and managers at Tabriz University of Medical Sciences.
A total of 206 participants were selected through simple random sampling using a comprehensive
sampling frame. Data were collected using a structured questionnaire developed based on validated
scales and expert consultation, employing a 5-point Likert scale for all items.

The questionnaire underwent rigorous psychometric evaluation. Content validity was assessed
through expert review, and construct validity was examined via Exploratory and Confirmatory Factor
Analysis. Reliability was confirmed using Cronbach’s alpha and Composite Reliability (CR).
Discriminant and convergent validity were evaluated using AVE and Fornell-Larcker criteria. The
data were analyzed using SPSS and SmartPLS software. Structural Equation Modeling based on
Partial Least Squares (PLS-SEM) was used to evaluate the measurement and structural model, test
path coefficients, and assess overall model fit.

Findings

The results confirmed the adequacy of the measurement model. The Kaiser-Meyer-Olkin (KMO)
measure was 0.819, and Bartlett's Test of Sphericity was statistically significant, supporting the use
of factor analysis. Cronbach's alpha and CR values for all latent variables exceeded the 0.70
threshold, and AVE values were above 0.50, indicating strong internal consistency and convergent
validity.

Discriminant validity was confirmed through the Fornell-Larcker matrix, as the square root of AVE
for each construct exceeded its correlations with other constructs. The Communality index values
ranged from 0.242 to 0.852. Most constructs, including organizational resources (0.596), employee
health outcomes (0.578), and influential health factors (0.852), exhibited medium to high predictive
relevance.

In the structural model, path coefficients indicated significant relationships between constructs.
Organizational resources had a strong direct effect (0.787) on influential health factors.
Organizational support and strategic policies both strongly influenced strategic health orientation
(0.745 and 0.723, respectively). Influential health factors, in turn, significantly predicted employee
health dimensions (0.385). Employee health strategies had a robust direct impact (0.726) on health
outcomes. Notably, employee health dimensions had a small negative impact on health outcomes (-
0.234), suggesting potential moderating or contextual effects.

Among the highest impact paths, employee health outcomes significantly predicted workplace well-
being (0.861), social health (0.842), environmental health (0.914), and personal health (0.838). The
moderating role of strategic adaptability in the relationship between work-life balance and health
outcomes was minimal (-0.072), indicating limited influence in this specific context.

Discussion and Conclusion

The findings support the validity and reliability of the proposed employee health management model.
The strong relationships among organizational support, strategic alignment, and employee well-
being underscore the systemic nature of health in academic settings. The prominence of
organizational resources as a predictor confirms previous assertions that access to infrastructure,
tools, and supportive environments is foundational to a successful health strategy. The integration
of strategic health planning and employee development further amplifies the positive impact on both
subjective and objective health outcomes.
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The negative path coefficient from employee health dimensions to health outcomes may initially
appear counterintuitive but can be interpreted as a potential consequence of measurement overload,
unrealistic expectations, or stress induced by constant evaluation. This suggests that interventions
aimed at improving health should be embedded in supportive, non-intrusive systems rather than rigid
evaluative frameworks.

The validated model provides a holistic understanding of how various organizational and
psychological elements interact to shape employee health. It recognizes that well-being is not only
a result of individual traits or job characteristics but also a function of institutional strategy and culture.
These insights are critical for healthcare and academic institutions seeking to enhance resilience,
reduce burnout, and cultivate a sustainable workforce.
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