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Abstract
Taking into account the relevant mediating and moderating variables is very important to understanding the link between strategy process and company performance (Rajagopalan et al., 1993). This research takes into account this dimension by extending the debate over the relationship between rational strategic planning and company performance. It highlights criticisms of previous empirical studies which generally studied only direct and bivariate relationships producing unclear and contradictory results. The reasons for the results contradiction are multiple; some authors noted that it is due to methodological errors, while others thought that the results contradiction is perhaps due to the fact that rational strategic planning may indirectly affect company performance (Rudd et al., 2008). In other terms, the last group of authors argued that there are mediator variables that would explain the relationship between rational strategic planning and company performance. For this reason, this research takes into account this view by attempting to examine the mediating effect of employee strategic alignment on rational strategic planning-company performance relationship. To this end, a quantitative empirical study has been conducted in witch 372 European companies participated, reveals that employee strategic alignment plays a mediating role in the relationship between rational strategic planning and company performance. This result is a new empirical knowledge that had never been found before.
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Résumé
Prendre en compte les variables de médiation et de modération est très important pour comprendre le lien entre le processus stratégique et la performance de l'entreprise (Rajagopalan et al., 1993). Cette recherche prend en compte cette dimension en étendant le débat sur la relation entre la planification stratégique rationnelle et la performance de l'entreprise. Elle met en évidence les critiques des précédentes études empiriques qui avaient généralement étudié que des relations directes en produisent des résultats contradictoires. Les raisons de la contradiction des résultats sont multiples, certains auteurs pensent que cela est dû à des erreurs méthodologiques, tandis que d'autres notaient que la contradiction des résultats est peut-être dû au fait que la planification stratégique rationnelle peut affecter indirectement la performance de l'entreprise (Rudd et al., 2008). En d'autres termes, le dernier groupe d'auteurs a fait savoir qu'il existe des variables médiatrices qui pourraient expliquer la relation entre la planification stratégique rationnelle et la performance de l'entreprise. C’est pourquoi, cette recherche prend en compte ce point de vue en tentant d'examiner l'effet médiateur de l'alignement stratégique des employés sur la relation entre la planification startégique rationnelle et la performance de l’entreprise. À cette fin, une étude empirique quantitative a été menée auprès de 372 entreprises européennes révèle que l’alignement stratégique des employés joue un role médiateur dans la relation entre la planification stratégique rationnelle et la performance de l’entreprise. Ce résultat est une nouvelle connaissance empirique qui n'avait jamais été trouvé auparavant.
The mediating effect of Employee Strategic Alignment on the relationship between Rational Strategic Planning and Firm Performance: A European Study
Introduction

Researchers have made considerable efforts to study the relationship between the process of strategic planning and company performance. However, the results of this research have been considered uncertain and contradictory (Pearce et al., 1987a; Falshaw et al., 2006; Grant, 2003) and no coherent conclusion could yet be drawn (Armstrong, 1982; Pearce et al., 1987; Mintzberg, 1994). Although some empirical studies have supposed that there is a positive relationship between rational strategic planning and company performance (Robinson et al. 1984; Capon et al. 1994; Sarason and Tegarden 2003; Rhyne, 1986; Miller and Cardinal, 1994; Brews and Hunt, 1999; Delmar and Shane, 2003), other empirical evidence suggests a negative relationship (Bresser and Bishop 1983; Fredrickson and Mitchell 1984; Whitehead and Gup 1985), and yet other studies have found no relationship (Kudla 1980; Robinson and Pearce 1983; Greenley 1986; Shrader et al., 1984). This dichotomy has in fact hindered the development of this field in strategic management research (Boyd, 1991; Greenley, 1994; Hahn and Powers, 1999). Given the mitigated results, studies examining the direct bivariate relationship between rational strategic planning and performance have been deeply criticised. Although this relationship is of crucial importance for organisations practising strategic planning, some researchers suggest that there are several contextual factors that affect this relationship (Schwenk and Shrader, 1993). Because of this, a lot of research has shown the impact of contingency factors (e.g. organisational structure, environmental dynamism and company size) on the relationship between rational strategic planning and company performance (Kukalis, 1991; Miller et al., 1998; Fredrickson and Iaquinto, 1989; Odom and Boxx, 1988). It has equally been suggested that there are certain factors that could have a mediating role in this relationship such as employee strategic alignment, organisational learning, etc. In this research, we are proposing that employee strategic alignment is a crucial factor in the strategy process and thereby might play a mediating role in the rational strategic planning – company performance relationship.
The literature distinguishes between two levels of strategic alignment, the alignment between strategy and external environment (external alignment) and the alignment between strategy and organisation (internal alignment) (Beer et al., 2005). The first means that the strategy of the organisation has to be aligned with its external environment. In other words, during the development of strategy, organisations should take into account external variables that could affect the organisational strategy such as market opportunities (Chandler, 1962), product life cycle (Hofer, 1975), market growth rates and relative competitive positions (Hedley, 1977; Venkatraman and Camillus, 1984). As for internal alignment, for the implementation of a strategy to be a complete success, strategy has to be aligned with internal variables that could eventually affect it. According to this line of reasoning, it is important to make sure that all internal variables such as organisational structure (Chandler, 1962), management system (King, 1978), organisational culture (Schwartz and Davis, 1981) and human resources (Khadem, 2008; Boswell et al., 2006) are aligned with values, objectives and strategy of the organisation. In this research, we will focus merely on the internal alignment and more precisely on the alignment of employees with the organisational strategy as well as how they can effectively contribute to the realisation of that strategy. Henceforth, throughout all the study we will keep the following noun “Employee strategic alignment”. As definition, the employee strategic alignment occurs when they understand and are able to enact the organization's strategy (Gagnon and Michael, 2003). 
By this research, we may certainly contribute to the understanding of the relationship between rational strategic planning and company performance, while taking into account the criticisms of previous bivariate studies. This research is an initial attempt to explore the impact of the mediating effect of employee strategic alignment on the relationship between rational strategic planning and company performance. This study has therefore two principal contributions: firstly this study renews interest in the investigation of the relationship between rational strategic planning and company performance, which is at the heart of the paradigm of strategic management. Secondly, in view of the lack of empirical evidence on how to align strategically employees in the organisation (Papp, 1999; Beehr et al., 2009), this study also demonstrates also how rational strategic planning could be an important antecedent of employees’ alignment with the strategy of organization. In view of this, two main questions which are of great interest to researchers and professionals will guide our research: (i) Does the process of rational strategic planning improve company performance? In fact, this question merits much consideration because previous research was carried out largely between 1980 and 1990. The roles of the normative and rational strategic planning have changed so that to be in line with the challenges set by the increasingly turbulent business environment. (ii) Has employee strategic alignment a mediating effect on the relationship between rational strategic planning and company performance? This second question merits also some consideration because, given the results contradictions in previous studies (Pearce et al., 1987a, b), rational strategic planning may well be an exogenous variable indirectly affecting company performance (King, 1983; Shrader et al, 1984).
The paper is organised as follows: first of all we present the different concepts that appear in the research model as well as the research hypotheses. Secondly, we give details of the methodology we adopted. Finally, we present the results obtained and its discussion.
1. CONCEPTUAL FRAMEWORK
The research model is presented in figure A.1. It postulates that employee strategic alignment has a mediating effect on the relationship between rational strategic planning and company performance. It verifies also the eventual direct effect of rational strategic planning on the company performance. The variables included in the model are all associated with different perspectives and have been the subject of theoretical interest and/or empirical support. The fact that they had interest for researchers increases the possibility of comparing the results of this research with those of previous researches.

Figure A.1: Research Model




1.1. principal concepts

1.1.1. Rational strategic planning as a strategy making process 
Particular attention has been paid to strategy making by professionals and researchers particularly when the business environment has become more and more competitive and turbulent (Bettis and Hitt 1995). Two distinct approaches of strategy making have attracted the attention of most researchers, the rational approach and the adaptive approach (Grant, 2003). The rational approach that is related to rational strategic planning (Miller, 1987) has been received particular attention in strategic management research for many years (Gibbons and O’Connor, 2005), and notably its relationship with financial performance as well as its role in strategic decision-making (Grant, 2003). The adaptive approach, on the other hand, is a process of making strategy that is based on intuition, creativity and learning (Mintzberg, 1994).
Rational strategic planning has been known since its appearance by the mid-1960s as a conventional, formal, systematic and rational approach of management where strategy is formulated on the basis of exhaustive and systematic analyses of the competitive environment (Boyd and Reuning-Elliott, 1998; Hough and White, 2003). In the strategic management literature, rational strategic planning is defined as a logical and continuous process with a certain number of steps enabling organisations to achieve their objectives, such as definition of the mission and the long-term objectives, analysis of environment, generation and evaluation of strategy alternatives, implementation of strategy and finally monitoring of results (Crittenden and Crittenden, 2000). In this light, the rational approach of strategic planning is based on the idea that organisations adapt to changes in its environment through taking rational decisions (Chaffee, 1985).
Considered as a normative and rational approach of strategy making (Boyd and Reuning-Elliott, 1998; Hough and White, 2003), rational strategic planning has been deeply criticised by many authors due to its uncertain effects on company performance (Robinson and Pearce, 1983; Brews and Hunt, 1999). According to the opponents of rational strategic planning, strategic planning is causing complications more than bringing solutions particularly in uncertain and complex environments. They set out that rational strategic planning tends to bridle creativity and spontaneity, to create rigidity and encourage excessive bureaucracy (Bresser and Bishop, 1983; Kukalis, 1991; Mintzberg, 1994), and to reduce the organisation’s ability to quickly adapt to changes (Wally and Baum, 1994). Unlike, rational strategic planning has also many defenders, among others, Armstrong (1982), Robinson and Pearce (1988) and Ansoff (1991). For them, rational strategic planning is much more effective than an informal process based on hazard particularly when it leads to collect and analyse pertinent information permeating to align organisations with its environment (Armstrong, 1982; Miller and Cardinal, 1994). Also, rational strategic planning enables organisations to determine its strategic direction which is so necessary for organisational success particularly in an environment more and more uncertain (Porter, 1996), to identify relevant opportunities and conceive effective responses (Hough and White, 2003), to anticipate change and create strategic options for environmental changes (Rudd et al., 2008).
1.1.2. Different characteristics of rational strategic planning
The design of strategic planning arouses continual interest in strategic management research. Although there is no absolute consensus concerning the characteristics of strategic planning (Veliyath and Shortell, 1993), the different characteristics frequently mentioned in the literature may be observed. In this research, we choose three characteristics for the design of strategic planning: formalisation, comprehensiveness and strategic control. Those three characteristics have appeared very frequently in the literature as features of rational strategic planning (Powell, 1992; Segars et al., 1998; Papke-Shields et al., 2006).
The term formalisation refers to rational and synoptic approaches of strategy making (Miller, 1987). Formalisation is considered as an indicator of the exhaustiveness and rationality of strategic processes. Many definitions are identified in the literature, most of them referring to the presence of formal rules, of standard policies and procedures to regulate decisions and working relationships (Fredrickson, 1986). For example, Papke-Shields et al., (2006) defined it as the “Extent to which the planning process is structured, through written procedures, schedules and other documents, and the extent of documentation resulting from the planning process” (p.423).
As for the comprehensiveness of strategic planning is considered to be an essential feature of the rational and formalised model of strategic planning (Fredrickson and Mitchelle, 1984). Comprehensiveness can be defined as the "extent to which an organization attempts to be exhaustive or inclusive in making and integrating strategic decisions" (Fredrickson, 1984, p. 402). Indeed, research on rational processes of strategic decision making highlights two sorts of comprehensiveness, analytical comprehensiveness and integrative comprehensiveness. In one hand, analytical comprehensiveness is a concept that focuses particularly on systematic monitoring of the environment (Miller, 1987). On the other hand, integrative comprehensiveness, it refers to the whole of the decision making process, aiming to encourage the integration of the different decisions that make up the overall organizational strategy (Fredrickson and Mitchell, 1984).
Regarding to strategic control, it is a subject that has received a great attention in the field of strategic management. Control is a process whose aim is to assure that strategy is developed and implemented in an efficient and effective way (Kald et al., 2000). Control enables organisations to evaluate results, to monitor the behaviour of their partners and if necessary to orient them towards the achievement of their own objectives (Ouchi, 1977). Two types of control may be distinguished: control of results and control of behaviour (Ouchi, 1977). Equally can be found in the literature another distinction made between two other kinds of control: strategic control and financial control (Hitt et al., 1990). Financial control is based on criteria such as net profits, return on investment and profit margins (Hitt et al., 1990). On the other hand, strategic control is based on long-term criteria that are strategically important for the evaluation of the company performance, for example, customer satisfaction, new product development, and conformity to quality control standards (Barringer and Bluedorn, 1999).
1.1.3. Company performance
Performance is often presented as a multidimensional concept (Venkatraman et al., 1986). In particular, two types of measures of company performance can be distinguished in the literature: In one hand, financial measurements or even objectives measurements such as, return on assets (ROA), return on sales (ROS) and return on investment (ROE); and in other hand, non-financial or subjective measurements, for example, shareholder satisfaction, employee satisfaction, customer satisfaction (Venkatraman et al., 1986; Ong and Teh, 2009). Performance measurement refers to the choice of the appropriate measures aiming to evaluate the company performance. It is generally recognised that it is difficult to choose the appropriate measures of company performance (Venkatraman et al., 1986). The issue related to the pertinence of using exclusively traditional financial criteria rather than non-financial criteria is an important one. For example, Falshaw et al. (2006) noted that financial measurements of performance may only reflect a part of the firm’s profitability. For this reason, both financial and non-financial performance measurements are taken into account in this research.
1.1.4. Employee Strategic Alignment
To remain competitive in an environment more and more dynamic, organisations need to focus on their human resources abilities (Barney and Wright, 1998). And if the employees are the main source of organisational success (Barney, 1991), greater attention must be paid to the alignment of employees with the strategy of organisation (Khadem, 2008; Boswell et al., 2006). The concept of alignment is an important theme in the field of strategic management (Venkatraman and Camillus 1984, Venkatraman 1989). Employee strategic alignment has recently been used to describe strategic behaviour of individuals that contributes to the achievement of organisational objectives (Wooldridge and Floyd, 1989; Boswell and Boudreau, 2001; Gagnon et al. 2008). Therefore, aligning employees with organisational strategy is so crucial if organisations want to manage effectively its human capital and attain strategic success (Boswell et al., 2006). Indeed, employee alignment to organizational strategy will depend on the extent to which the employees understand the strategy of organisation and how they can contribute to its realization (Boswell et al., 2006). In this light, Khadem (2008) argues that the first challenge of employee alignment is understanding of and agreement with organizational strategy. The translation of organisational objectives into tangible results demands not only understanding the organisation’s strategy but also the employees have to be aware of and choose the appropriate actions necessary for the realisation of the organisational objectives (Boswell and Boudreau, 2001). Accordingly, if the employees understand precisely what the strategy is and how they can contribute to its realization, they will likely adopt the appropriate behaviour that is in line with the interests and needs of the organization (Boswell, 2006; Verquer, Beehr, and Wagner, 2003; Beehr et al., 2009).
Employee strategic alignment has many advantages for organisations; for example, Hatch and Dyer (2004), noted that employees who are aligned with strategy should carry out tasks and behaviour leading to have greater satisfaction, to feel more emotionally attached to the organisation and then to desire to stay there (Boswell, 2006). Also, the literature shows that sometimes some good strategies failed during the implementation phase (Bonoma, 1984; Huff and Reger, 1987), and the explication given by authors, for example, Gagnon et al. (2008), that this failure is probably due to the non-alignment of individuals with the organisation’s strategy. For this reason, some authors have actively encouraged organisations to strongly promote the alignment of their employees with strategy and objectives of the organisation, and that is for two reasons. The first reason is that non-alignment leads to psychological unrest of employees (Elliot and Devine, 1994). This unrest may be transformed in moodiness and negative attitudes which could affect the functioning of organisations as well as the achievement of their objectives (Beehr et al., 2009). The second reason is that, when the employees are unaligned with the organisational strategy, they might develop their own objectives which are often in opposition to the organisational objectives. That can, probably, have some effects on the organisation’s operations and then jeopardise its strategic success (Boswell, 2006).
1.1.5. Antecedents of employee strategic alignment
Aligning employees with strategy  and organisational objectives is a strategic instrument that has been widely adopted by organisations looking to increase its coomptetitiveness in a world that is more and more competitive (Schuler et Jackson, 1987; Kerr et Jackofsky, 1989; Gagnon and Michael, 2003). Henceforth, one of the main priorities of organisation is to create and make a culture of alignment and identify the possible antecedents that will favour the employee strategic alignment. In the literature several antecedents of alignment have been distinguished, among others, the communication of objectives, commitment of employees and acquiring the strategic knowledge (Gagnon et al., 2008; Beehr et al., 2009).
As part of strategy making process, top management has to define organisational objectives and communicate them effectively to all the employees in the organisation (Boswell et al., 2006; Beer et al. 2005; Beehr et al. 2009). For Baum et al., (1998), having clear vision of the organisation can influence the organisational growth as long as the vision is properly communicated throughout the organisation. Communication of objectives is in fact a precondition of alignment since if the employees do not have any information about objectives and strategic orientations of the organisation, they will have more and more difficulties for aligning (Beehr et al., 2009). However, organisational strategy must not just be aligned with competitive priorities but also has to be well communicated throughout the organisation and widely understood by employees (Tarigan, 2005). In this light, the communication and comprehension of objectives may play a key role in the success of strategy implementation process (Rapert et al., 2000).
As for commitment of Employees, Organizational commitment to employees (OCE) may be considered as a process of social exchange between management and employees, based on the development of a series of visible actions facilitating the communication and exchange of ideas and information between employees and management (Lee and Miller, 1999; Whitener, 2001). In the literature organisational commitment is defined by some authors as the attachment and determination of the individual to attain organisational objectives (Mowday et al., 1982). This definition shows that commitment is considered as a precondition for the attainment of organisational objectives. Many researchers have examined the commitment of employees in an organisation and its impact on employee performance as well as on organisational performance (Siders et al., 2001; Nakos and Brouthers, 2008). Organisational commitment is essential for coordination and integration (Beer et al., 2005) and for enabling employees to behave strategically (Gagnon et al., 2008). Also, the failure of a new strategy or a strategic innovation is often due to the inability or refusal of employees to engage in the strategic process and adopt the necessary behaviour for organisational objectives attainment (Heracleous and Barrett, 2001). Some other researchers argued that employees’ commitment is linked to behaviour that encourages organisational efficiency (Mayer and Schoorman, 1992), whereas other studies show that there is no link between employees’ commitment and organisational efficiency (Williams and Anderson, 1991; Becker et al., 1996). 
Otherwise, knowledge is a necessary condition for effective commitment for the realisation of organisational objectives. In fact, employees in organisation must have a global understanding of the strategy as much as those who formulated it (Gagnon et al., 2008). Gagnon and Michael (2003), for example, consider an employee is aligned if he/she has some knowing about the strategy, which is likely related to the emmployees’ contribution to the realisation of that strategy. Khadem (2008) noted that managers must pay a great attention to the involvement of employees in strategy making process so that they may understand strategy and acquire the necessary knowledge to its realisation. In this light, understanding the organizational strategy and knowing how contribute to its realization is essential for the strategy implementation (Boswell et al., 2006). Indeed, employees who know more about strategy tend to demonstrate higher level of commitment and more satisfaction at work (Gagnon and Michael, 2003), as well as to suggest good strategic initiatives leading to the organisational success (Nonaka and Takeuchi, 1995). 
1.2. research hypotheses
1.2.1. The relationship between rational strategic planning and employee strategic alignment
For some authors, strategic planning is an exogenous variable influencing perhaps more the relationship between organisational strategy and company performance by affecting, for example: speed of reaction, employee commitment and quality of decisions (King, 1983; Shrader et al, 1984; Dean and Sharfman, 1996). This will consequently influence the company performance (Ghobadian et al., 2008). Given the indirect effect of strategic planning, we would know how rational strategic planning affects employee strategic alignment. Because in the literature there are no studies examined the direct link between rational strategic planning and employee strategic alignment, we will attempt, in what follows, to demonstrate how rational strategic planning leads to improve the antecedents of employee strategic alignment. As mentioned above, there are three antecedents, namely: communication of objectives, employees’ commitment and acquiring the strategic knowledge.
Many authors argued that the process of rational strategic planning can improve internal communication in organisations (Whittington and Cailluet, 2008; Powell, 1992; Langley, 1988; Grinyer et al., 1986; Lorange and Vancil, 1976), and enable the structuring of organisational expectations and its communication throughout the organisation (Simons, 1994). For Langley (1988), the principal roles of strategic planning are, among others, to create an information network, permeating to encourage communication and discussion of strategic questions. Having a strategic plan may lead to communicate and control future actions (Mintzberg, 1994). Concerning the employees’ commitment, it is considered as an element that enables us to better understand the challenge of the alignment of employees with organisational strategy (Gagnon et al., 2008). For many researchers, the strategic planning process implies explicit and systematic procedures serving to encourage and develop the motivation, involvement and commitment of the different stakeholders in the strategic process (Pearce et al., 1987b; Powell, 1992; Langley, 1988). Finally, acquiring and generating strategic knowledge may also be favoured in a rational process of strategic planning. For example, the formalisation of the strategic planning process is considered as a instrument leading to the generation and use of knowledge (Kern, 2006; Pertusa-Ortega et al., 2009). Hence, some researchers uphold the idea that formalisation and organisational routines are dynamic rather than static systems that may favour the creation of knowledge (Becker et al., 2005; Feldman and Pentland, 2003; Kern, 2006). Also, formalisation permeates de codify best practices so as to secure and spread new knowledge, enabling the employees to acquire and use it (Pertusa-Ortega et al., 2009). Moreover, the consideration of many alternatives as well as the continuous analysis of environment enabling the decision making team to develop “collective intuition” necessary for taking good decisions (Eisenhardt, 1989). In view of all these considerations on how rational strategic planning might improve the three antecedents of employee strategic alignment, we formulate the following hypothesis:

H1. Rational strategic planning has a positive impact on employee strategic alignment.
1.2.2. The relationship between employee strategic alignment and company performance
Although the importance of the alignment of strategy with internal environment as well as with external environment has been clearly underlined by Ansoff (1965) and Andrews (1971), only few empirical studies have examined the influence of employee strategic alignment on the company performance (Sun and Hong, 2002). In literature, we could identified some ones, even in many cases, were treating the indirect link between the employee strategic alignment and company performance. For example, aligning the employees with the strategy of organisation was positively associated to good working attitudes (Boswell, 2006) and to high level of attachment to the organisation (Schneider, 1987). Also, when employees are aligning with the strategy and carry it out by behaving in appropriate ways, this might be a central source of competitive advantage (Boswell et al., 2006). For other authors, the employee strategic alignment can be considered as a sign of good coordination leading to good results and an effective organisation (Kalliath et al., 1999; Ostroff, 1993). We will therefore formulate the following hypothesis:

H2. Employee strategic alignment has a positive impact on company performance.
1.2.3. Employee strategic alignment as a mediator of the relationship between rational strategic planning and company performance
Researchers consider that rational strategic planning is an exogenous variable enabling indirectly an improvement in company performance. For example, rational strategic planning serves to improve organisational efficiency (Tapinos et al., 2005; Elbanna, 2008), to improve reaction speed, to favour commitment and improve the quality of strategic decisions (King, 1983; Shrader et al, 1984; Dean and Sharfman, 1996). This will likely have an impact on company performance (Ghobadian et al., 2008). Although other studies suggest that rational strategic planning is crucial for the improvement of employee strategic alignment, we postulate that differences in rational strategic planning will lead to differences in employee strategic alignment. This will in turn lead to differences in company performance. This is because the employee strategic alignment plays a crucial role. In the rational strategic planning process where the organisational objectives and strategy are clearly communicated to employees in real time; the employees are likely to be more aligned and involved since they will be better informed and considered. Accordingly, we suppose that:

H3. Employee strategic alignment has a mediating effect on the relationship between rational strategic planning and company performance.
2. METHODOLOGY
The description of the methodological procedure is divided into three parts: questionnaire administration; measurement of the different concepts in the research and methods of data analysis.

2.1. questionnaire administration
The theoretical population is concerned the private and public companies in Europe. For selecting our target population we retained just one criterion that is the availability of the company email address. We have to note here that we met some difficulties for collecting company email addresses and finally over 7250 email addresses were collected from various sources: databases such as Kompass, Diane, or even from websites of companies. The administration of the questionnaire among target companies is done between January and July 2010 after having created the questionnaire on the website www.keysurvey.com, which is specialised in online data collection. The questionnaire was sent by mail through using a computer program designed especially for sending automatically the mailing among target companies. The mailing contains a letter explaining the purpose and the structure of the questionnaire as well as the link on which the respondents have to click to replay. Approximately 22% of the 7250 emails sent were not delivered, because of incorrect or changed addresses, anti-spam measures etc. In the end, 372 usable questionnaires were sent back, or a response rate of 6.58%. The responses were collected from 33 different European countries. Tables A.1, A.2, A.3 and A.4 specify the profile of the respondents and the composition of the final sample according to the country, size and status of companies.
Table A.1: Profile of the respondents

	Profiles of respondents
	Number of companies
	Percentage

	Company Head, CEO…
	161
	43.28%

	Senior Management (Strategy, HR, Finance, Marketing, Production ...)
	174
	46.77%

	Management Assistants
	09
	2.42%

	Not specified
	28
	7.53%

	Total
	372
	100%


Table A.2: Composition of the sample by country

	Row
	Country
	Number
	%
	Row
	Country
	Number
	%

	1
	Germany
	54
	14.52%
	18
	Russia
	6
	1.61%

	2
	Netherlands
	39
	10.48%
	19
	Turkey
	6
	1.61%

	3
	U.K.
	35
	9.41%
	20
	Slovenia
	6
	1.61%

	4
	Denmark
	23
	6.18%
	21
	Spain
	5
	1.34%

	5
	Belgium
	22
	5.91%
	22
	Lithuania
	4
	1.08%

	6
	Austria
	20
	5.38%
	23
	Ireland
	3
	0.81%

	7
	Switzerland
	19
	5.11%
	24
	Latvia
	3
	0.81%

	8
	Italy
	18
	4.84%
	25
	Ukraine
	3
	0.81%

	9
	Greece
	15
	4.03%
	26
	Finland
	2
	0.54%

	10
	Norway
	14
	3.76%
	27
	Portugal
	2
	0.54%

	11
	Bulgaria
	13
	3.49%
	28
	Slovakia
	2
	0.54%

	12
	Romania
	12
	2.7%
	29
	sueden
	2
	0.54%

	13
	France
	11
	3.23%
	30
	Estonia
	1
	0.27%

	14
	Poland
	9
	2.42%
	31
	Greenland
	1
	0.27%

	15
	Hungary
	7
	1.88%
	32
	Iceland
	1
	0.27%

	16
	Czech Republic
	7
	1.88%
	33
	Luxembourg
	1
	0.27%

	17
	Croatia
	6
	1.61%
	
	
	
	


Table A.3: Composition of the sample by company size (European classification)
	Company size
	Number of companies
	Percentage

	Small and Medium Enterprises (SME) (1 - 499 employees)
	252
	67.74%

	Large Enterprises (more than 500 employees)
	120
	32.26%

	Total
	372
	100%


Table A.4: Composition of the sample by company status

	Status
	Number of companies
	Percentage

	Private
	276
	74.19%

	Public
	57
	15.32%

	Mixed
	39
	10.48%

	Total
	372
	100%


2.2. measurement concepts
On the basis of the review of literature on strategic planning, we measured rational strategic planning through the use of three different variables and not just through one variable as done in several previous studies. We selected: Formalization, comprehensiveness and strategic control. All the scales of measurement used in this research have already been validated and used in previous studies. All variables were assessed on 7-point Likert scale, ranging from “strongly disagree” to “strongly agree”, with the exception of company performance measurement scale which is average scores, ranging from “much worse” to “much better”. Finally, all the reliability coefficients (Cronbach’s alpha) obtained in this research are satisfactory and overall are similar to those of previous research (see Segars et al., 1998; Papke-Shields and Malhotra, 2001; Papke-Shields et al., 2002; Papke-Shields et al., 2006).
2.2.1. Formalisation

Formalisation of rational strategic planning was assessed with a measure successfully deployed by Segars et al. (1998) and subsequently used in several studies (see, Papke-Shields et al., 2002, 2006). The measure contained three items and as shown in Appendix 1, those three items relate to the degree of structure of strategic planning process, the existence of written guides to structure the process and the existence of formalised documentation.
2.2.2. Comprehensiveness
This study estimates the ccomprehensiveness of the rational strategic planning from four items that are developed and validated by Segars et al., (1998) and subsequently used in several studies (see, Papke-Shields et al., 2002, 2006). As shown in Appendix 1, the scale contains four items that measure the comprehensiveness of strategic planning process. The first reflects the comprehensiveness in the collection of relevant information. The second is linked to the evaluation of all possible actions before any strategic decision is taken. The third aspect enables the best possible action to be determined and chosen. The fourth aspect consists in ensuring that all possible alternatives have been evaluated before any decision is taken.
2.2.3. Strategic control 

Strategic control is measured by using a four-item scale. Three items were developed and validated by Segars et al. (1998) and used in later studies by Papke-Shields et al. (2002, 2006). The fourth item has been added to the scale in order to well measure the notion of strategic control. As shown in Appendix 1, our scale of measurement of strategic control includes items enabling to check variations between planned actions and results, to discover whether the process of strategic planning has become part of financial routines, to know if the strategic planning process is related to the annual budgeting process and, finally, to check whether written guides are followed correctly.
2.2.4. Employee strategic alignment
Although the design of a scale of measurement for employee strategic alignment is not limitless, this study is focused only on internal strategic alignment of employees. In other words, this research has evaluated the alignment of the behaviour and objectives of employees with the strategic orientation of organisation. Therefore, on the basis of different previous works in the field of both internal and external alignment, we developed a two-item scale to measure employee strategic alignment (Papke-Shields et al., 2006; Beehr et al., 2009; Gagnon et al., 2008; Boswell, 2006; Tarigan, 2005). As shown in Appendix 1, the first item is related to the alignment of employee behaviour with the strategic orientation of organisation. The second item is linked to the alignment of the employees’ objectives with the strategic orientation of organisation.
2.2.5. Company performance
Because organization performance is a complex variable that can be measured by many ways (Falshaw et al., 2006), we have decided to retain two complementary forms of measurements: financial measures and non-financial measures (Hart, 1992; Ong and Teh, 2009). As shown in Appendix 1, financial performance is measured using a three-item scale developed and validated by Ramanujam and Venkatraman (1987). The scale has been subsequently used in other several studies (Papke-Shields et al., 2002, 2006). Respondents will answer questions enabling to evaluate and compare sales growth, earnings growth and return on investment of their companies versus those of direct competitors. As for non-financial performance, measure of this construct was based on items derived from a number of previous studies (Shrivastava et al., 2006; Rudd et al., 2008). Respondents were invited to answer questions aiming to evaluate satisfaction of shareholders, satisfaction of customers and satisfaction of employees of their companies versus those of direct competitors.
2.3. methods of data analysis
Several different methods were used to analyze the data collected in this research: (1) SPSS software was used to calculate the descriptive statistics (mean, standard deviation) of variables included in the research, as well as the correlation matrix and some measures of psychometric quality of variables (Cronbach's alpha, KMO); (2) SmartPLS is used in addition to SPSS to calculate some indexes of reliability and validity of variables (C.R. and AVE); (3) AMOS software was used to test the research hypotheses through using structural equation models. 
3. RESULTS
This section presents in turn the descriptive statistics, the psychometric quality of research variables and finally the results of hypotheses testing.
3.1. descriptive statistics
Table A.5 presents the descriptive statistics (average and standard deviation) and the correlation coefficients of the variables included in the research. It will be noted that the averages vary between 3.90 and 5.08 and the standard variation between 0.96 and 1.92. Since the central value of a 7 point scale is 4, it will be noted that the averages are close to the central value. Moreover, the level of standard deviation shows that there is some variation in the spread around the average values. This means that the different variables enabled us to record phenomena with both a clear central tendency and genuine dispersion (standard deviation between 0.96 and 1.92 points). Moreover, the examination of the correlation reveals that they are all significant (at p<0.01 and p<0.05). The items for each dimension of rational strategic planning correlate strongly together (minimum correlation = 0.247). The correlation matrix also indicates that each dimension of rational strategic planning (formalisation, comprehensiveness and strategic control) correlates significantly both with performance (financial and non-financial) and with employee strategic alignment (p<0.01). Finally, the three dimensions of rational strategic planning also correlate strongly together (minimum correlation = 0.495), which suggests that they might make up or reflect a single identical factor, namely the overall process of rational strategic planning.
Table A.5: Averages, standard deviation and correlation

	
	Items/Variables
	Mean
	St.dev
	1
	2
	3
	4
	5
	6
	7
	8
	9
	10
	11
	12
	13
	14
	15
	16
	17
	18
	19
	20

	1
	Formal_1
	4.52
	1.62
	1
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	2
	Formal_2
	4.06
	1.92
	.701**
	1
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	3
	Formal_3
	4.80
	1.82
	.666**
	.687**
	1
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	4
	Compreh_1
	4.80
	1.44
	.514**
	.399**
	.443**
	1
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	5
	Compreh_2
	4.74
	1.48
	.450**
	.345**
	.387**
	.679**
	1
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	6
	Compreh_3
	5.03
	1.37
	.440**
	.342**
	.404**
	.618**
	.760**
	1
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	7
	Compreh_4
	4.45
	1.53
	.273**
	.264**
	.247**
	.473**
	.615**
	.553**
	1
	
	
	
	
	
	
	
	
	
	
	
	
	

	8
	Strat_Ctr_1
	4.86
	1.61
	.415**
	.386**
	.401**
	.416**
	.409**
	.418**
	.320**
	1
	
	
	
	
	
	
	
	
	
	
	
	

	9
	Strat_Ctr_2
	4.88
	1.64
	.477**
	.446**
	.477**
	.414**
	.431**
	.440**
	.345**
	.595**
	1
	
	
	
	
	
	
	
	
	
	
	

	10
	Strat_Ctr_3
	5.08
	1.58
	.464**
	.404**
	.425**
	.425**
	.374**
	.410**
	.255**
	.512**
	.672**
	1
	
	
	
	
	
	
	
	
	
	

	11
	Strat_Ctr_4
	3.90
	1.72
	.572**
	.668**
	.521**
	.381**
	.434**
	.404**
	.391**
	.518**
	.518**
	.437**
	1
	
	
	
	
	
	
	
	
	

	12
	Strat_Align_1
	4.96
	1.29
	.299**
	.263**
	.311**
	.365**
	.391**
	.413**
	.277**
	.359**
	.288**
	.250**
	.293**
	1
	
	
	
	
	
	
	
	

	13
	Strat_Align_2
	4.94
	1.32
	.330**
	.263**
	.314**
	.341**
	.426**
	.447**
	.304**
	.328**
	.321**
	.292**
	.280**
	.664**
	1
	
	
	
	
	
	
	

	14
	Formalization
	4.46
	1.59
	.877**
	.903**
	.885**
	.504**
	.440**
	.442**
	.293**
	.449**
	.524**
	.483**
	.662**
	.326**
	.338**
	1
	
	
	
	
	
	

	15
	Comprehensiveness
	4.75
	1.22
	.494**
	.399**
	.436**
	.818**
	.905**
	.862**
	.791**
	.462**
	.482**
	.432**
	.477**
	.426**
	.448**
	.495**
	1
	
	
	
	
	

	16
	Strategic Control
	4.68
	1.32
	.597**
	.592**
	.565**
	.505**
	.510**
	.516**
	.407**
	.807**
	.858**
	.803**
	.772**
	.367**
	.377**
	.657**
	.573**
	1
	
	
	
	

	17
	Strategic Alignment
	4.95
	1.19
	.345**
	.288**
	.343**
	.387**
	.448**
	.471**
	.318**
	.376**
	.334**
	.297**
	.314**
	.910**
	.915**
	.364**
	.479**
	.408**
	1
	
	
	

	18
	Fin_Performance
	4.83
	1.12
	.235**
	.191**
	.188**
	.266**
	.232**
	.236**
	.141**
	.177**
	.199**
	.170**
	.210**
	.305**
	.285**
	.229**
	.258**
	.234**
	.323**
	1
	
	

	19
	Non_Fin_Performance
	5.03
	.98
	.140**
	.128*
	.137**
	.223**
	.250**
	.224**
	.169**
	.184**
	.156**
	.128*
	.171**
	.429**
	.412**
	.151**
	.256**
	.198**
	.461**
	.658**
	1
	

	20
	Performance
	4.93
	.96
	.209**
	.178**
	.180**
	.270**
	.264**
	.253**
	.169**
	.198**
	.197**
	.165**
	.211**
	.398**
	.378**
	.211**
	.282**
	.238**
	.425**
	.922**
	.898**
	1


** Correlation significant at 0.01

  * Correlation significant at 0.05

N = 372, Correlation of Pearson.

3.2. psychometric quality of the research variables
The psychometric quality of the research variables can be measured via the following two properties: reliability and validity.
Table A.6: Convergent reliability and validity of the research variables
	Concepts
	Items
	Alpha
	C.R.
	AVE
	KMO

	Formalization

Comprehensiveness

Strategic Control

Employee Strategic Alignment

Fin_Performance

Non_Fin_Performance

Performance
	3

4

4

2

3

3

6
	0.865

0.864

0.824

0.798

0.873

0.762

0.874
	0.918

0.908

0.884

0.908

0.919

0.864

0.904
	0.789

0.713

0.656

0.832

0.791

0.680

0.610
	0.738

0.807

0.781

0.500

0.703

0.678

0.829


3.2.1. Reliability
Table A. 6 contains the results concerning reliability evaluated by means of Cronbach’s alpha coefficient and composite reliability (C.R.). It will be noted that all the indexes are above the recommended limit of 0.70. The Cronbach's alpha coefficients vary from 0.762 (non-financial performance) to 0.874 (Performance) and those for composite reliability (C.R.) between 0.864 (non-financial performance) and 0.919 (Financial performance). The variables may thus be considered to be sufficiently reliable (Nunnally, 1978).
3.2.2. Validity
The two principal forms of validity are examined: discriminant validity and convergent validity (Venkatraman and Grant, 1986).
Convergent validity was evaluated through both indexes (1) average variance extracted (AVE) that values equal to or above 0.50 being considered as satisfactory (Chin, 1998), and (2) Kaiser-Meyer-Olkin (KMO), for which values higher than 0.50 are considered satisfactory (Lucian et al., 2008). As shown in Table A.6, all the AVE and KMO indexes reach or exceed the threshold of 0.50, which suggests that the conditions for convergent validity are fulfilled.
Discriminant validity shows that a measurement is distinct and empirically different from other measurements. It is established when the average variance extracted (AVE) is greater than the square of the inter-construct correlation (Bagozzi and Yi, 1991). As shown in Table A.7, the AVE is always greater than the squares of the inter-construct correlation (and even greater than each of the inter-construct correlations), which suggests that the conditions for discriminant validity are fulfilled.
Table A.7: Discriminant Validity of the research variables
	Construcs
	Formalization
	Comprehensiveness
	Strategic Control
	Employee Strategic Alignment
	Performance

	Formalization
	0.7895
	
	
	
	

	Comprehensiveness
	0.495
	0.7130
	
	
	

	Strategic Control
	0.657
	0.573
	0.6563
	
	

	Employee Strategic Alignment
	0.364
	0.479
	0.408
	0.8322
	

	Performance
	0.211
	0.282
	0.238
	0.425
	0.610

	* The values in the diagonal represent the AVE and the other values are the squares of the inter-constructs correlations.


To summarise, the analysis of the descriptive statistics (averages, standard deviation) and the psychometric qualities (reliability, convergent validity, discriminant validity) of the variables used in this research shows that our measurements are good and we can procceed now to hypotheses testing.
3.3. hypotheses testing
The hypothetical relationships inspired from the research model (Figure A.1) were tested through investigating simultaneous equations in a structural equation model by using AMOS software. Three research hypotheses were examined: they concern the link between rational strategic planning and employee strategic alignment, the link between employee strategic alignment and company performance and finally, the mediating effect of employee strategic alignment on the relationship between rational strategic planning and company performance. Table A.8 presents the different indexes examining the adequacy of the model. As can be seen, estimating the hypothesized model produced the following statistics (Khi2 = 14.379; p = 0.156; RMSEA = 0.034; GFI = 0.989; CFI = 0.996), which suggested that our proposed model is well consistent with the data. Similarly, table A.9 presents the results of the estimation of the structural equation models used to test the hypotheses. This table shows that all the coefficients are positive and significant in accordance with the hypotheses, except for the control hypothesis related to the direct relationship between rational strategic planning and company performance.
Table A.8: Model adequacy indexes
	Chi2
	df
	P
	RMSEA
	GFI
	CFI

	14.379
	10
	0.156
	0.034
	0.989
	0.996


Table A.9: Estimation of the structural equation models
	Hypotheses
	Path specified
	Path coefficient
	T-value
	P-value

	H1
	Rational Strategic Planning

                      Employee Strategic Alignment
	0.657
	8.656
	0.000

	H2
	Employee Strategic Alignment 

                      Company Performance
	0.571
	5.253
	0.000

	H Control
	Rational Strategic Planning 

                      Company Performance
	- 0.048
	- 0.553
	0.581


The detailed results are presented in Figure A.2. The coefficients are standardised and the values in brackets correspond to the T of Student.
Figure A.2: Rational strategic planning, employee strategic alignment and company performance.


As proposed by H1, rational strategic planning significantly and positively affects employee strategic alignment (β = 0.657; T = 8.656; p = 0.000). Consequently, H1 is supported. Similarly, as can be seen on Figure A.2, hypothesis H2, supposing a significant and positive relationship between employee strategic alignment and company performance was also accepted (β = 0.571; T = 5.253; p = 0.000). Therefore, as the relationship between rational strategic planning and employee strategic alignment was positive and the relationship between employee strategic alignment and performance was also positive, we suggest that employee strategic alignment is a mediator in the relationship between rational strategic planning and company performance. Also, although no direct effect of rational strategic planning on company performance was identified (β = - 0.048; T = - 0.553; p = 0.581), we conclude that employee strategic alignment was a complete mediator. Accordingly, hypothesis H3 was also accepted.
As can be seen again, the empirical estimation of the model showed the existence of a significant correlation between formalisation and strategic control (β = 0.410; T = 4.607; p = 0.000).
4. DISCUSSION
This paper has widened the debate about the relationship between rational strategic planning and company performance by renewing empirical investigation in the field.  This was done by taking into account the criticisms towards the previous studies which investigated exclusively the direct relationship between rational strategic planning and performance through using the bivariate methods to examine this relationship. This study attempted therefore to study the indirect relationship by examining the mediating effect of employee strategic alignment.

This research provides new evidence explicating the nature of rational strategic planning and company performance relationship. However, this study is one of the first studies to attempt to explain the indirect link by including employee strategic alignment as a mediator. By using the AMOS method of causal modelling, we examined all the causal relationships inspired from the theoretical research model. The study reveals three interesting results. The first result, we found that rational strategic planning has a positive and significant impact on the employee strategic alignment, as affirmed by hypothesis H1. That means, one of the objectives of rational strategic planning is to favour employees’ alignment with the strategy of the organisation. It is important to point out here that, as far as we know, by analysing the literature we could not identify any study examining the direct link between rational strategic planning and employee strategic alignment. To argue this relationship, we referred to the effects of rational strategic planning on the antecedents of employee strategic alignment. As noted in the hypothesises section, rational strategic planning is considered as a process permeates to improve the communication of objectives and strategy throughout the organisation, to favour the commitment of employees in organisation and, to help employees to learn through acquiring and generating the strategic knowledge necessary for the realisation of organisational objectives (Whittington and Cailluet, 2008; Gagnon et al., 2008; Simons, 1994; Kern, 2006; Pertusa-Ortega et al., 2009; Becker et al., 2005). All these consequences of rational strategic planning are identified as antecedents of employee strategic alignment with organisational strategy (Beehr et al., 2009; Gagnon and Michael, 2003; Boswell et al., 2006; Nakos and Brouthers, 2008; Gagnon et al. 2008; Heracleous and Barrett, 2001). Concerning the second result, we found that the employee strategic alignment was positively and significantly associated with the two forms of performance both financial and non-financial. This allowed us to accept hypothesis H2. That result corroborates the results found by other authors mainly: Boswell et al., (2006); Kalliath et al., (1999); Ostroff, (1993); Vancouver and Schmitt (1991). That means, the congruence between employees’ objectives and those of the organisation, as well as having the appropriate behaviour to the achievement of the organisation’s strategy would lead to: good coordination and more satisfaction at work (Kalliath, Bluedorn, and Strube, 1999; Ostroff, 1993; Vancouver and Schmitt, 1991); strategic success (Boswell et al., 2006), be a central source of competitive advantage (Schneider, 1987). Accordingly, all that will lead without any doubt to an improvement of company performance both financial and non-financial. Finally, the third result is the most important one that we found that the relationship between rational strategic planning and company performance is mediated by employee strategic alignment which confirms hypothesis H3. This result is a great empirical proof to confirm the criticisms towards the studies which examined the direct relationship between rational strategic planning and company performance, by showing that this relationship should be explained indirectly with the mediation of employee strategic alignment. As far as we know, this study is the first to demonstrate the mediating role of employee strategic alignment in this relationship.  It should also be noted that the research model explains 29% of the variation in company performance (R² = 0.29) which is a significant percentage.
It is again very important to note here that we tested the direct relationship and we found that rational strategic planning has no direct effect on company performance. This result conforms in fact with those found by some previous studies (Robinson et Pearce, 1983; Shrader et al., 1984; Greenley 1986) and disagrees, however, with other studies which found either a positive result (Robinson et al. 1984; Capon et al. 1994; Sarason and Tegarden 2003) or a negative one (Bresser and Bishop 1983; Fredrickson and Mitchell 1984; Whitehead and Gup 1985). 
Conclusion
The examination of the impact of rational strategic planning on company performance is one of the fundamental elements of research in strategic management (Ghobadian et al., 2008). Although the theoretical statement consisting to argue that there is a positive relationship between rational strategic planning and financial performance has dominated the literature in this field of research (McKiernan and Morris, 1994), many empirical studies have produced contradictory and inconclusive results concerning this relationship (Falshaw et al., 2006). For this reason, the question of whether the rational model of strategic management leads to an improved performance remains unanswered. Therefore, some authors have begun to look for the causes of the results contradiction. Most of them think that the results contradiction are due to methodological errors (Dean and Sharfman, 1996; Brock and Barry, 2003), while others thought that the contradiction is perhaps due to the fact that rational strategic planning may indirectly affect company performance (Rudd et al., 2008). In short, this last group of authors thought that there are mediator variables that would explain the rational strategic planning-company performance relationship such as, among others, strategic alignment of employees, which was the subject of this research paper.
This study is, as far as we know, the first empirical study which has attempted to examine the mediating effect of employee strategic alignment on rational strategic planning and performance relationship. Based on a sample of European companies, the results showed that employee strategic alignment is a complete mediator in the relationship between rational strategic planning and company performance. However, the mediating effect of employee strategic alignment is perhaps an obvious explanation of the ambiguous results concerning this relationship suggesting that the bivariate methods often used in previous researches were not appropriate. This mediation means that the rational strategic planning influences the company performance via employee strategic alignment. Without employee strategic alignment as a mediator variable in the model, the relationship between rational strategic planning and company performance is unlikely to be demonstrated. 
Theoretical, methodological and practical implications
Our research could have important theoretical, methodological and practical implications. For the theoretical implications, this study could contribute to a better understanding of the nature of the effect of rational strategic planning on company performance in several ways. First, rational strategic planning has no direct effect on company performance. Second, rational strategic planning has rather a positive indirect effect on company performance both financial and non-financial through the mediation of employee strategic alignment. Also, the results of this study contribute to the literature in strategic management by putting an end to the controversies regarding the direct relationship. Methodologically, we adopted reliable measures for the three variables characterising rational strategic planning as well as for company performance. Then, our sample includes companies from the European continent in contrast to most previous empirical studies whose data were often exclusively North-American. In fact, our study is, as far as we know, one of the few studies that have explicitly modelled and empirically tested, in a European context, the relationship between rational strategic planning and company performance. Also, for testing the research hypotheses we adopted a rigorous process using structural equation models.
From a managerial point of view, our research provides a number of useful elements for managers to better manage their organizations. First, the identification of a positive relationship between rational strategic planning and company performance indicates to managers that strategic planning as a rational process is still a useful instrument for organizations which leads to improvement of financial and non-financial performance. This positive relationship should operate via the strengthening of the alignment of employees with organizational strategy. This alignment will result in appropriate behaviour necessary for formulating and implementing strategy. This will produce improved financial results and good organizational effectiveness (Kalliath et al., 1999; Ostroff, 1993). That means, the managers of today have imperatively to favour employees’ alignment since it is so beneficial for organisational success. This study showed us again that one of the instruments that assure and favour employees’ alignment with organizational strategy is the practices of rational strategic planning. Therefore, our message to managers is that they should adopt rational strategic planning and well define what they look for. In other words, we have to assume that the roles of rational strategic planning have changed. Currently, the rational process of strategic planning will have mission to favour, among other, employee commitment, the communication of organizational objectives and learning through generating and acquiring new knowledge.
Limitations and future research
This study may lead to further investigations in the field of strategic management. It would be useful again to understand the relationship between rational strategic planning and performance through attempting to examine other mediating variables, namely, employee participation, organizational learning and flexibility.
Naturally, our research is not without limits. For example, the purely declarative answers of respondents do make not sure the accuracy of responses. Also, our study is only quantitative; however, qualitative case study could be useful to supplement it. 
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Appendix 1 – Scales of measurement
	Formalization
	Items
	References

	Formal_1
	Our process of strategic planning is very structured.
	Papke-Shields et al. (2006)

	Formal_2
	Written guidelines exist to structure strategic planning in our firm.
	Papke-Shields et al. (2006)

	Formal_3
	The process and outputs of strategic planning are formally documented.
	Papke-Shields et al. (2006)

	Comprehensiveness
	Items
	References

	Compreh_1
	We attempt to be exhaustive in gathering information relevant for strategic planning.
	Papke-Shields et al. (2006)

	Compreh_2
	Before a decision is made, each possible course of action is thoroughly evaluated.
	Papke-Shields et al. (2006)

	Compreh_3
	We attempt to determine optimal courses of action from identified alternatives.
	Papke-Shields et al. (2006)

	Compreh_4
	We will delay decisions until we are sure that all alternatives have been evaluated.
	Papke-Shields et al., (2006)

	Strategic Control
	Items
	References

	Strat_Ctr_1
	Control systems are utilized to monitor variances between planning actions and outcomes. 
	Papke-Shields et al., (2006)

	Strat_Ctr_2
	Our strategic planning system is integrated with the firm’s financial planning routine.
	Papke-Shields et al., (2006)

	Strat_Ctr_3
	Our strategic planning system is tied to the annual budgeting process.
	Papke-Shields et al., (2006)

	Strat_Ctr_4
	Control systems are utilized to monitor if the written guidelines are respected.
	(Added)

	Employee Strategic Alignment
	Items
	References

	Strat_Align_1
	Employees’ behaviours are aligned with the strategic orientation of the firm.
	Inspired from litterature

	Strat_Align_2
	Employees’ objectives are aligned with the strategic orientation of the firm.
	

	Company Performance
	Items
	References

	Financial

	· Growth in Sales
· Growth in Profits
· Return on Investments.
	Papke-Shields et al. (2006)

	Non-financial
	· Shareholder Satisfaction
· Customer Satisfaction

· Employee Satisfaction
	Shrivastava et al., (2006)
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