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Abstract

The main purpose of this study was to explore the relationship of job and personal resources with work
engagement of teachers. Participants were 935 (female = 460 & male = 475) secondary school teachers of
Punjab Province. Data were collected through survey method by using three instruments: job resources,
personal resources and work engagement. Inferential statistics and Structural Equation Modeling were
used to find the results. Results indicated that job resources and personal resources have positive and
significant relationship with work engagement. Personal resources partially mediate the path between job
resources and work engagement. School management might increase job resources as a tool to boost
teacher’ self-evaluation traits and work engagement. Findings are discussed and future researches have
also been suggested in this study.
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Introduction

The success of every organization puts on the work behaviors of the employees. Results and outcomes of
organization are measured on workers’ performance. Similarly, school organizations are not only
concerned with the performance of teachers but also with output of their work to achieve the quality in
education. Teachers are confronted with many challenges in schools such as shortage of staff that puts extra
burden on teachers, lack of physical facilities and fewer opportunities for personal growth. Engaged
employees are concerned with positive consequences for themselves and organizations. Therefore, current
studies particularly in business settings are focusing on predicting the factors/resources of work
engagement. JD-R model (Bakker & Demerouti, 2008) gives a picture of a mechanism that expresses the
predictors and significances of work engagement. Work engagement is an evolving concept in positive
psychology that emphasizes on human strengths, optimum functioning, and good work experiences rather
than flaws and malfunctions (Mauno et al., 2007; Schaufeli et al., 2002). Teachers’ attitude and motivation
for work plays and important role in institutions. Roth et al. (2007) found that teachers’ attitude and
motivational levels for work are transmitted to students. To achieve the desirable results some resources are
very important for efficiency of employees’ work. Resources play an important role to buffer the
challenges and enhance work engagement of teachers. The Conservation of Resources (COR) theory
defines resources as goods, personal qualities, situations, or energies that an individual values or they serve
as a means of attaining these goods, personal qualities, or energies (Hobfoll, 1989). Resources have a
tendency to produce more resources. Increasing resources generates more resource which may create
favorable outcomes (Hobfoll, 2001). In addition, Job Demand-Resources model expresses that job and
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personal resources are drivers of work engagement of employees (Bakker & Demerouti, 2008). Objectives
of this are to examine the relationship of resources with work engagement and under which mechanism that
resources influence work engagement.

Literature Review
Job Resources (JRs) and Work Engagement (WE)

Engagement, according to Kahn (1990), is a state in which a person expresses himself/herself physically,
cognitively, and emotionally in their position. He discussed a wide range of factors that influence
individual, interpersonal, group, intergroup, and organizational components that shape people's personal
involvement and disengagement in an organization. Work engagement is defined as a pleasant and
fulfilling state of mind about working and it has three characteristics: vigor, dedication and absorption
(Schaufeli et al. 2002).Vigor is defined by strong amounts of liveliness and mental flexibility while
working. Dedication is defined as being deeply invested in one's job and feeling a sense of significance,
passion, and challenge. Absorption is defined by being totally engaged and pleasantly absorbed in one's
job. In summary, engaged people are energized and passionate about their jobs. Furthermore, people are
frequently engrossed in their task that time rushes by (See also May et al., 2004). Work engagement offers
several organizational advantages. For example, in a meta-analysis research conducted by Halbesleben
(2010) work engagement has positive relationship with job performance, organizational participation,
employee well-being, and lower turnover intentions. Amini Faskhodi and Siyyari (2018) discovered a
strong and negative correlation between Turkish teachers' work engagement and burnout. Furthermore,
they discovered that as teaching experience grows, the amount of burnout reduces and work engagement
increases. To achieve the positive results work, resources act as drivers to reach results. Researchers have
found that workplace resources such as supervisor and colleague support, performance evaluation, learning
opportunities, skill diversity, and autonomy are related to work engagement (Bakker & Demerouti, 2007;
Schaufeli & Salanova, 2007). Workplace resources are intangible, social, and organizational characteristics
of a job. They have the possibility to lower job stresses and are linked with physical and emotional costs.
Job resources functionalize the work to achieve goals and kindle individual growth and learning (Bakker
and Demerouti, 2007; Schaufeli and Bakker, 2004). Schaufeli and Bakker (2004) discovered positive link
between work engagement of Dutch workers and feedback, support from colleagues and supervisory
coaching. More precisely, they showed that resources predicted work engagement and that engagement
predicted the turnover intentions of employees. Recognition as another job resource stimulates and boosts
performance of employees.

Recognition is given usually in the form of critical analysis of one’s performance for effectiveness of work
(Bakker, Demerouti, 2007). When employees’ performance is recognized by both colleagues and
administrators employees enhance their work engagement (Rutter & Jacobson, 1986). According to the
extended JD-R model (Bakker & Demerouti, 2008) Job tools particularly social support, increases work
engagement by enhancing intrinsic and extrinsic motivation, i.e., by supporting employees in reaching their
professional goals. Bakker et al. (2007) found that Finnish teachers working in schools showed that job
resources lessened the negative relationship between pupils’ misconduct and work engagement.
Administrator support, creative skills, recognition and school environment were all important work
resources for instructors in dealing with challenging student encounters (Bakker et al. 2007). Instructional
leadership style of principals showed indirect effect on work engagement of teachers this was due to the
entirely presence of school culture, teachers” empowerment and job characteristics (Adel, Ghodratollah,
Mahdi & Rezaei, 2019). This shows that there are some other factors that establish the link between
workplace resources and engagement. In short, job resources; performance feedback, recognition, social
support from colleagues, supervisor coaching, school culture, teachers’ empowerment act as tools to
increase the work engagement of employees.
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Personal Resources (PRs) and Work Engagement(WE)

Personality traits also affect the work behaviors of employees and their perceptions of having support from
the organization. Hobfoll et al. (2003) defined personal resources as person’s evaluation about his/her
capacity of resilience and ability to control and react on his/her environment. This similar definition was
given by Bakker and Demerouti (2007) personal resources are positive assessment of one-self by a person.
Personal resources are beliefs in one's ability to control one's internal and external situation (Xanthopoulou,
et al. 2009). Xanthopoulou et al. (2007a) investigated the influence of self-efficacy, organizational-based
self-esteem, and buoyancy and discovered that engaged workers are highly self-efficacious and capable of
meeting job expectations. Furthermore, they discovered that engaged employees were positive about their
future and believed that they could meet their requirements by contributing in work (see also Mauno et al.
2007). Bakker et al. (2006) found that school principals (female) with most personal resources (resilience,
self-efficacy and buoyancy) scored highest on work engagement. In addition, these resources explained a
unique variance in engagement scores. Hultell and Gustavsson (2011) found that new Sweden teachers with
actively managing strategies experienced higher work engagement in schools. Personal resources have a
tendency to mediate the link between work/job resources and work engagement. Caesensa and
Stinglhamberb (2014) found that perceived organizational support (job Resources) has some effect on
personal resources (self-efficacy) of employees and this affect the work engagement. In short, the more
employees have job resources the more they develop personal resources and this increases employees’
engagement in their work. In summary, personality traits such as buoyancy, self-efficacy, self-esteem,
resilience, and an actively managing style enable them to successfully control and influence their
surroundings and attain success.

On the basis of theoretical analysis of literature it is hypothesized that:

Ho1l: job resources have no association with work engagement of teachers.

Ho2: personal resources have no association with work engagement of teachers.

Ho3: personal resources have no mediating relationship between job resources and work engagement of
teachers.

Job Resources
Personal Resources

Instructional leadership —> Self-Efficacy
Becognition Self Esteem
School Climate

Work Engagement

Vigor

Dedication

Absorption

Figure 1: Theoretical and Conceptual Framework of the Study
Methods

Sampling Multi-level sampling technique was used at first stage 9 districts were selected through simple
random sampling technique from Alif Aailan (2018) report on education scores of Punjab province. These
nine districts were taken as clusters. Population of the study was consisted male and female secondary
school teachers there at second stage 10-12% of total schools were taken from each stratum. Teachers from
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selected schools were taken as clusters. Sample was comprised 935 (female=460 & male =475) secondary
school teachers. Survey method was used to collect data. Instrumentation Quantitative data were collected
on five-point Likert rating scale. Pilot study was conducted on 42 secondary school teachers and overall
Cronbach’s alpha (o) was 0.89 whereas, job resources o = 0.88, personal resources o = 0.71 and work
engagement o = 0.81 were calculated. Data were analyzed through correlational and Structural Equation
Modeling (SEM) techniques trough Smart PLS. SEM is statistical methodology that provides
comprehensive methods to test the hypotheses and theories. SEM creates models by quantifying the
relationships between and among the variables and also calculates the effects of independent, moderator
and mediator variables on dependent variables.

Results
Table 1: Reliability of Study’s Variables
Variables Cronbach’s Alpha () Composite Reliability Average Variance
(CR) Extracted (AVE)
Job Resources 0.88 0.90 0.57
Personal Resources 0.71 0.78 0.50
Work Engagement 0.81 0.85 0.53

Table 1 presents the calculated values of Cronbach’s Alpha (o), Composite Reliability and AVE  values.
Job Resources instrument has o = 0.88, CR =.90 and AVE 0.57. Personal Resources instrument has o =
0.71, CR = 0.78 and AVE = 0.50 values. Work engagement instrument has 0=0.81, CR = 0.85 and AVE =
.53 values. Threshold of Cronbach’s alpha is greater than 0.70 above this value instrument is considered
high reliable. CR should also be greater than 0.70 and AVE should be greater than 0.50. All values are
acceptable to make the instrument reliable and valid.

Table 2: Pearson Product moment Correlations Coefficients between Job Resources and Work Engagement

Variable N r Sig
JRs 935 ATF* .000
WE 935

** Correlation is significant at the0.01 level (2-tailed)
Zero order correlation coefficients between variables is r=.47 and statistically significant p<.001. There is a
positive moderate correlation exists between job resources and Work Engagement. So, Researchers are fail
to accept the null hypothesis Hol.

Table 3: Pearson Product moment Correlations between Personal Resources and Work Engagement

Variables N r Sig
PRs 935 .58** .000
WE 935

** Correlation is significant at the0.01 level (2-tailed)
Zero order correlation coefficients between variables is r= .58 and statistically significant p<.001. There is

a positive moderate correlation exists between personal resources and Work Engagement and fail to accept
the null hypothesis Ho2.
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Table 4: Zero-order Correlation among Sub-Factors

Variables Self-Est  Self-Effi R IL SC Vigor  Dedication  Absorption
Self-Est 1

Self-Effi .35** 1

R .35** 30** 1

IL .39** .35** B52x* ]

SC A40** A1F* 35**  36** 1

Vigor A41** 31** AL** A7 32xx ]

Dedication B51** .30** 38**  Bh** 23 **  A7*F* 1

Absorption  .31** 21%* 36**  31**  50**  34** A4** 1

Note: **. Correlation is significant at the 0.01 level (2-tailed). Self-Est=Self-Esteem, Self-Effi=Self-
Efficacy, R=Recognition, IL=Instructional Leadership, SC=School Climate

Table 5: Mediation Relationship Analysis of Personal Resources between Job Resources and Work

Engagement
Total effect (JRs->WE) Direct effect (JRs- Indirect effect of JRs on WE
>WE) Ho: JRs->PRs->WE
Coefficient Sig Coefficient  Sig Coefficient t-value  Sig B1(2.5%-97.5)
0.508 0.000 0.250 0.000 0.262 12.48 0.000 .216-.298

Note: Coefficient is significant less than 0.05

The results revealed that the total effect of JRs on WE is significant (Ho: B = 0.508, t = 15.592, & p <.001).
With the inclusion or presence of mediator variable (PRs) the effect of JRs on WE becomes significant
(Ho: B =0.250, t= 7.122, p <.001). Indirect effect of JRs on WE through PRs is significant (f = 0.262, t =
12.486, p <.001). To check the significance of relationship and effect bootstrapping calculates the
significant and t- values. In order to interpret or report the mediation effect: total effect, direct effect and
indirect effect are reported. These results revealed that there is a partial mediation. It is concluded that the
link between job resources and work engagement is somewhat interceded by personal resources. So,
researchers are fail to accept the null hypothesis because personal resources carry some effect of job
resources and that affect the work engagement of teachers.
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Figure 2: Total effect of JRs on WE
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Figure 3: Path coefficient of JRs, PRs and WE

JRs
Figure 4: Indirect Effect of JRs on WE

Discussions

The purpose of this study was to examine the link between job resources and personal resources in relation
with work engagement of secondary school teachers. We specifically discovered the mechanism by which
job resources influence work engagement. First of all it was examined that job resources and personal
resources are positively linked with work engagement. Secondly, It was investigated that personal
resources mediate the link between job resources and work engagement. Job resources have direct effect on
work engagement this finding is in line with Alzyoud, Othman and Mohd Isa (2015) they found that job
resources are significant factors that have direct effect on academicians’ work engagement. Personal
resources also have positive link with work engagement. Shaikh , Talpur, Khuwaja, and Katper (2018)
found in their study that personal resources have positive significant link with work engagement of
university’s teachers. This result is consistent with findings of Caesensa and Stinglhamberb (2014) thy
found that self-efficacy partly intervenes the link between perceived organizational support (job resources)
and work engagement of employees. Simbula, Guglielmi and Schaufeli (2011) found in a longitudinal
study that job resources and self-efficacy have short term and long term effect on work engagement. In
another study by Rotich (2016) found that organizational based self-esteem has positive link and influence
the work engagement of state cooperation employees in Kenya. Our study simultaneously tested self-
esteem and self-efficacy in the model. Additionally, results of this study validate the JD-R model by
Bakker and Demerouti (2008) that model depicts that resources (job & personal) are predictors of
employees’ work engagement. Employees who feel supported and appreciated by their organizations are
more likely to build their own resources and, as a result, become more involved in their job. The resent
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study contributes in literature to know the roles of job resources and personal resources in predicting the
work engagement of employees. Specifically, school organizations may take help from this study to know
that leadership styles of principals, recognition and school climate are important factors to enhance work
engagement of teachers. More with that, work engagement is increased by job resources with a specific
mechanism (inclusion of the personal resources) so, personal resources are another factors that might be
considered to increase the work engagement of teachers.

Conclusions

It is concluded form the results of the study that job resources are important factors in predicting the work
engagement of secondary school teachers. Zero order correlation showed that job resources have significant
positive association with teachers’ work engagement. SEM showed that personal resources somewhat
intercede the link between job resources and work engagement. This shows that personal resources are
other important factors that increase the work engagement. It is evidence that increasing the job resources
will increase the personal resources and these resources will increase work engagement of teachers.

Limitations and Future Studies

Study has some limitations that might be considered for future studies. Quantitative study was conducted to
achieve the objectives of study so, future researchers might use qualitative study along with quantitative
survey to explore more factors. A comparison study might be conducted between private and government
secondary school teachers this will increase in depth understanding of availability of resources and their
effect on work engagement of teachers. This study examined the association of job and personal resources
with work engagement so, future researchers might include in their study some consequential aspects of
work engagement e.g. job performance and work output etc. This study examined the effect of intangible
resources on work engagement so, future researchers might conduct study on tangible resources e.g. salary,
incentives, infrastructure, equipment etc. with work engagement.
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