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Abstract:

The aim of this study was to examine the effect of job engagement on nurses’ productivity in Tehran hospitals with the mediating role of job
resources. This applied, descriptive-survey study included all nurses working in Tehran hospitals. Using Krejcie and Morgan’s table, the
sample size was determined to be 384, selected through simple random sampling. Data were collected using three standardized questionnaires:
Job Engagement (Schaufeli et al., 2006), Nurse Productivity (Dehghan Niri et al., 2011), and Job Resources (Babakus et al., 2009). Data
analysis was conducted using SPSS and SmartPLS software based on structural equation modeling. The results indicated a significant positive
effect of job engagement on nurses' productivity (f=0.407, t=9.460, p<0.05). Job resources significantly mediated the relationship between
job engagement and productivity (indirect path coefficient = 0.126). Moreover, job engagement had a direct effect on job resources ($=0.492).
The conceptual model demonstrated good fit (GOF=0.330). Job engagement is a key driver of nurses’ productivity, and job resources play a
significant role in reinforcing this relationship. Enhancing job resources through managerial support and organizational interventions can
improve both engagement and productivity.
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Extended Summary

Introduction

In recent years, the critical role of nurses in sustaining and enhancing healthcare systems has drawn increased scholarly
attention, particularly regarding the psychosocial factors that influence their productivity and effectiveness. Among these
factors, job engagement—a positive, fulfilling, work-related state of mind characterized by vigor, dedication, and absorption—
has emerged as a central construct in organizational behavior and human resource management studies. Job engagement has
been found to predict a range of positive organizational outcomes, including increased job performance, reduced turnover
intention, and improved organizational commitment (Ahmad et al., 2017; Al-dalahmeh et al., 2018).

For healthcare organizations, and especially hospitals, maintaining high levels of productivity among nursing staff is vital,
not only for ensuring quality patient care but also for promoting sustainable work environments. Productivity in nursing
encompasses effective time management, clinical competency, adaptability, and collaboration, all of which are influenced by
motivational and psychological constructs like engagement (Bostjanci¢ & Petrovcic, 2019; Ginsburg et al., 2016). Several
studies have underscored the relationship between job engagement and productivity, highlighting engagement as a mediator of
the relationship between organizational support and performance outcomes (Herman et al., 2024; Jorfi & Hakim, 2024).

However, job engagement does not operate in isolation. The Job Demands—Resources (JD-R) model posits that the presence
of job resources—such as autonomy, social support, opportunities for development, and access to tools—enhances engagement,
which in turn boosts performance outcomes. In this theoretical framework, job resources serve not only as antecedents to
engagement but also as mediators in the relationship between engagement and its outcomes, including productivity and job
satisfaction (Saremi, 2022; Tahir, 2023).

Several empirical investigations have supported this model, demonstrating that job resources positively affect job
engagement and thereby employee productivity and satisfaction. For instance, (Parsakia et al., 2022) found that work
engagement mediated the relationship between psychological climate and both job satisfaction and productivity among
teachers. Similarly, (Ng et al., 2021) and (Gusti & Putra, 2022) emphasized the role of job satisfaction and job resources in
reinforcing the link between engagement and organizational citizenship behaviors.

In the healthcare sector, especially under high-stress and resource-constrained conditions, job engagement among nurses
can mitigate the adverse effects of job demands and emotional exhaustion, thereby sustaining productivity. This notion is
particularly relevant in Iran, where nurses face increasing workloads, limited institutional support, and the lingering
psychological burden of the COVID-19 pandemic. Studies such as (Giménez-Espert et al., 2020) and (Wachyuni & Purba,
2020) have shown that engaged nurses report better psychological health, greater job satisfaction, and higher work output.

Despite these findings, limited research has been conducted in Iran that examines the interplay between job engagement,
job resources, and productivity among nurses within a coherent analytical model. This study aims to fill that gap by

investigating the direct effect of job engagement on nurses' productivity and the mediating role of job resources in this
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relationship. The results of this research could provide meaningful insights for hospital administrators and policymakers to
design effective human resource interventions that foster engagement and optimize productivity.

Methods and Materials

This research adopted an applied, descriptive-survey design. The statistical population included all nurses employed in
hospitals across Tehran. A sample of 384 nurses was selected using simple random sampling, based on the Krejcie and Morgan
table. Data were gathered using three standardized instruments: the Job Engagement Questionnaire (Schaufeli et al., 2006), the
Nurse Productivity Questionnaire (Dehghan Niri et al., 2011), and the Job Resources Questionnaire (Babakus et al., 2009).
Each item was rated using a 5-point Likert scale ranging from “strongly disagree” to “strongly agree.”

The validity of the measurement instruments was confirmed through confirmatory factor analysis, and internal consistency
was assessed via Cronbach’s alpha and composite reliability. Descriptive statistics and Pearson correlation coefficients were
calculated to explore relationships between variables. Structural equation modeling (SEM) using SmartPLS was employed to
examine the direct and indirect effects among variables and test the hypothesized mediation model.

Findings

Descriptive analysis revealed that the mean score for job engagement was 3.59 (SD = 0.715), nurse productivity was 3.60
(SD = 0.722), and job resources was 3.70 (SD = 0.728), indicating relatively favorable perceptions across all variables.
Skewness and kurtosis values confirmed the normal distribution of data.

Correlation analysis demonstrated significant positive relationships between job engagement and nurse productivity (r =
0.495, p <0.01), job engagement and job resources (r = 0.446, p < 0.01), and job resources and nurse productivity (r = 0.391,
p <0.01).

Confirmatory factor analysis showed that all factor loadings exceeded 0.60 and were statistically significant. AVE values
were above 0.50, Cronbach’s alphas exceeded 0.70, and composite reliability scores indicated robust internal consistency.

In the structural model, job engagement had a significant direct effect on nurse productivity ( = 0.407, t = 9.460), as well
as on job resources (B = 0.492, t = 12.265). Job resources, in turn, significantly predicted nurse productivity (f = 0.257, t =
5.143). The indirect effect of job engagement on nurse productivity through job resources was also significant (f = 0.126, t =
4.579), suggesting a partial mediation.

Model fit indices indicated good predictive relevance (Q? > 0.1) and overall model fit (GOF = 0.330), supporting the
adequacy of the research model.

Discussion and Conclusion

The findings of this study confirm the central role of job engagement in enhancing nurse productivity. Consistent with prior
research, the results highlight that engaged nurses are more productive, likely due to increased psychological investment,
resilience, and task focus. The robust direct effect of engagement on productivity aligns with the conclusions of (Samir, 2023),
who emphasized the value of engagement in predicting work outcomes across organizational contexts.

Moreover, the significant mediating role of job resources provides empirical support for the JD-R model, illustrating that
access to job resources such as autonomy, managerial support, and developmental opportunities enhances the effectiveness of
engagement in driving productivity. These findings reinforce the argument of (Prentice, 2022), who noted that supportive
leadership and resource availability amplify engagement's impact on job performance and satisfaction.

Interestingly, the reciprocal relationship between engagement and job resources observed in this study suggests that engaged

employees are more likely to recognize, seek, and utilize job resources effectively. This aligns with (Ng et al., 2021), who
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found that job engagement not only results from job resources but also influences how resources are perceived and leveraged
by employees. For hospital administrators, this implies that cultivating a culture of engagement could inherently strengthen the
effective use of organizational support mechanisms.

Given the demanding nature of nursing work, especially in high-stakes hospital environments, these findings underscore the
need for strategic HR practices that prioritize psychological wellbeing, motivation, and structural support. As noted by
(Giménez-Espert et al., 2020), engagement can act as a psychological buffer against burnout, which is highly prevalent in
nursing occupations.

This study contributes to the growing body of literature that emphasizes engagement not merely as a personal trait but as an
organizational asset that can be shaped through resource allocation, leadership behavior, and job design. By integrating job
engagement, job resources, and productivity into a cohesive model, this research offers practical implications for organizational
policies in healthcare settings.

Ultimately, the study advocates for systemic investment in job resources as a pathway to sustained engagement and
improved performance. Empowering nurses through supportive supervision, professional development opportunities, and
recognition can strengthen their commitment, enhance their job satisfaction, and ultimately lead to higher levels of service
quality in hospitals.

These findings should inform not only hospital administrators but also policymakers seeking to improve healthcare
outcomes through workforce-centered strategies. Addressing the psychological and structural needs of nurses is not only a
matter of human resource management—it is a foundational component of healthcare system resilience and patient care

excellence.
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