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ABSTRACT

This study aims to analyze the relationship between personal resources and employee engagement. The study surveyed 365
employees working in tourism businesses in Hanoi. Based on the theory of conservation of the resource, three factors of
the theory are developed: self-efficacy, self-esteem, and optimism. By applying the PLS-SEM method, research results
show that all three factors of personal resources directly influence employee job satisfaction. Besides, research also shows
that 2 out of 3 factors that affect job engagement include: self-esteem and optimism. However, the results of the study
did not show a direct relationship between self-efficacy and job engagement. Research results also show a positive
relationship between employee satisfaction and job engagement in the tourism industry. In addition, the results also show
the indirect effects of self-efficacy, self-esteem, and optimism on job commitment through job satisfaction. The discussion,
conclusion and limitations, and suggestions for further study are also included in this study.

Kﬁyword:s: Personal resources, Job satisfaction, Job engagement, Tourism companies.

INTRODUCTION

According to statistics from the General Department of Tourism, the COVID-19 pandemic has
caused over 95% of tourism businesses to close or suspend operations. About 20-30% of
tourism businesses are at risk of bankruptcy. According to the Hanoi Department of Tourism,
in the first half of 2021, about 12,600 workers at tourist accommodation establishments in the
area needed jobs. In the travel sector, the number of employees who quit their jobs and
terminated their labor contracts accounted for about 90% of the total number of employees in
the travel business, equivalent to over 12,100 people. According to the Hanoi Department of
Tourism, before the COVID-19 pandemic, the tourism industry grew at an average rate of
15%-~17%. In 2019, tourists to Hanoi reached nearly 29 million visitors. However, the past two
years have been a tough and challenging period for the whole country and Hanoi in particular,
including the hotel industry. However, due to the long duration of the pandemic, most tourism
businesses need help with human resources and exceptionally highly skilled and trained
personnel. After the Covid-19 epidemic, in April 2022, the tourism industry was reopened to
welcome guests, but many hotel workers did not return to work.
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According to Ncube and Jerie (2012), employee engagement is the key to creating an
organization's competitive advantage. Therefore, the organization must maximize resources to
develop employees, increasing engagement. In the field of tourism, managers are always aware
that good human resources will help improve the efficiency of tourism business activities.
However, the rate of voluntary resignation and job transfer in the tourism sector is currently
very high (Nguyen ef al., 2020). In addition, (Hién & Vinh, 2022) believe that workers in the
tourism sector will have certain apprehensions when their job safety is not guaranteed,
especially after such events—complications of the COVID-19 pandemic. Hardaningtyas
(2020) suggests that employees will have a higher enthusiasm for their work with a positive
mindset.

Many studies have evaluated the factors affecting job engagement in different organizations.
However, studies often focus on job characteristics or organizational factors (Sun &
Bunchapattanasakda, 2019). Meanwhile, studies related to the personal resources of
employees are rarely mentioned or mentioned concerning the intention to leave (e.g. van den
Heuvel ef al, 2010; Ncube & Jerie, 2012; Wertheim, 2016; Kim & Hyun, 2017; Karatepe ef al,
2018). Through research on academic databases: Researchgate, Science Direct, IEEE Explore,
Scopus, Emerald Insight, Taylor, and Francis and online, and Google Scholar, the author has
yet to find studies related to the relationship between personal resources, job satisfaction, and

® job engagement in the tourism industry, especially the mediating role of job satisfaction.
.Therefore, this study was conducted to measure the impact of personal resources on job

satisfaction and job engagement of employees, as well as compare the correlation between the
three concepts above between business tourism (hotels, restaurants, and travel). The following
contents of the study are arranged as follows: section 2, theoretical basis; section 3, research
methods; section 4, research results; and section 5, concludes and implies governance.

Liferature Review

Theory of Conservation of Resources

The theory of conservation of resources (COR) was proposed by Hobfoll (1989). This theory
discusses the investment, development, and conservation of personal resources as individual
characteristics and conditions in the organization that the individual values. Wen ef al (2019)
argue that COR shows that the absence or loss of essential resources will create adverse
psychological effects. Employees will be more inclined to avoid or minimize the loss of
resources, such as quitting or finding new resources from a new job. Van den Heuvel ef al
(2010) show that when employees have enough resources to work, they will feel their work is
more meaningful so they can overcome difficulties at work. COR theory is widely used in
research related to human resources. Studies by Suong ef al, (2021) and Hardaningtyas,
(2020) both confirmed the relevance of the COR theory in research related to individual
attitudes and behaviors toward the organization because it discusses the investment of personal
resources, the development, and conservation of resources such as personal characteristics,
strengths, and organizational conditions that employees value. Therefore, the study uses the
theory of conservation of resources as a background theory for studying the impact of personal
resources and job satisfaction on job engagement.



Personal Resources and Satistaction

Personal resources are understood as the existing qualities in the employees themselves. (Kim &
Hyun, 2017) argues that personal resources are inherent qualities of individuals that are
valuable to a particular field. These approaches have been specified by the COR theory (Tran &
L&, 2019) mentioned above. Halbesleben ef al, (2014) extended the concept of personal
resources and suggested that it is all an individual has and is valued as valuable to their
activities and supports performance improvement in their job performance. These approaches
are used when assessing workers' unique resources in various fields with three components of
personal power that are widely recognized in science: Self-efficacy, self-esteem, and optimism.
Similarly, (Hardaningtyas, 2020) also suggests three factors to consider in personal resources:
confidence in self-efficacy, self-esteem based on organization, and optimism.

This study uses the concept of general job satisfaction as a measurement tool (Malik ef al,
2019). Job satisfaction of employees can be explained under two aspects: general satisfaction,
expressing common feelings on all aspects of work; satisfaction with each specific aspect of the
job such as salary, bonus, and leadership. Thus, job satisfaction shows employees' positive
perception and orientation toward work in the organization (Karatepe & Olugbade, 2009).
Self-efficacy refers to individuals' understanding or beliefs about their ability to perform and
complete tasks (Wertheim, 2016). Self-efficacy will lead the employees' work to be guaranteed

and completed with high results, making them feel more positive about their work. Self-esteem o ®
is the degree to which individuals believe in the organization's importance, competence, and

essential position. Individuals with high job self-esteem often find themselves important to @, o
their organization, making them more committed to their work and more eager to do their job g ®
well within the company (Mauno ef al, 2007). Toth ef al, (2020) define optimism as the ®

tendency that a person will achieve positive results in life in general. Optimists are more likely
to attribute positive outcomes to themselves than pessimists when linking adverse outcomes to
external causes. Hardaningtyas, (2020); Sun and Bunchapattanasakda, (2019); and Toth ef al,
(2020) have shown a positive relationship between these three aspects of personal resources
and job satisfaction. Halbesleben ef al, (2014) and Wertheim, (2016) suggest that when
employees have good personal resources, they will feel high satisfaction with their work and
thus will bring about positive effects extreme towards their work. Besides the research of
Hardaningtyas, (2020) show that three elements of personal resources have a positive impact
on the enthusiasm to participate in the work of the organization, operate with higher energy,
and always strive to work with high productivity

H1a: Self-efficacy positively affects employee satisfaction in tourism businesses.

H1b: Job self-esteem positively affects employee satisfaction in tourism businesses.

H1c: Job optimism positively affects employee satisfaction in tourism businesses.

Personal Resources and Jop Engagement
There are many definitions of jop engagement, Kim and Hyun (2017) state that works
engagement is a positive, satisfying, work-related mental state characterized by vitality,
dedication, and passion" According to Karatepe ef al. (2018) Employee engagement is defined
as a positive attitude that employees have towards the organization and depending on the level
of support they receive from the organization. These two concepts show two different extremes
of engagement; one is related to the employee's individuality, and the other is the employee's
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perception of the organization's support. Meanwhile, Jeanson and Michinov, (2020) defines
engagement: as a positive attitude of employees toward the values and activities of the
organization. Employees are aware of the business context and work with colleagues to
improve performance at work for the organization's benefit. Organizations must find a way to
develop and nurture engagement, as engagement requires a two-way relationship between
employees and the organization. Chandani ef al. (2016) define commitment as a positive state
that implies a significant investment of energy and psychological attachment to job
performance. Therefore, this study suggests that engagement only occurs when individuals are
emotionally connected to others, perceive their work, and trust the organization.
Personal resources are expected to impact employee engagement and creativity positively.
Personal resources will help employees feel more positive and engaged with their work (Toth
ef al, 2020). Employees who feel confident in themselves are more productive and motivated
to engage in their work. As a result, they will show more engagement with their work and be
more productive. Jeanson and Michinov (2020) proved that confidence helps employees to be
more engaged with their work. Similarly, (Wertheim, 2016) also reinforced the hypothesis of
the positive impact of self-esteem on job engagement by surveying female nurses in Iran. From
the above arguments, the author proposes:
H2a: Self-efficacy positively affects jop engagement in tourism businesses.

@ HZ2b: Self-esteem positively affects jop engagement in tourism businesses.
° .HZCZ Job optimism positively affects jop engagement in tourism businesses.

® ® Job Satistaction and Job Fngagement

® The relationship between job satisfaction and job engagement has been extensively researched.
Preko and Adjetey, (2013) examined the correlation between employee satisfaction and loyalty
in commercial banks. The results have shown positive significant linear correlations between
employee loyalty, engagement, and performance. Research by Book ef al, (2019) has also
shown the relationship between employee satisfaction and employee loyalty in the field of food
and beverage hotel. Besides, Suong ef al, (2021) also showed the positive influence of
satisfaction on employees' organizational commitment in the retail industry. Therefore, the
study proposes the following hypothesis:
H3: Job satisfaction positively affects employee engagement in tourism businesses.
However, the studies of Book ef al, (2019), Preko and Adjetey (2013) and, Suong ef al., (2021)
have not shown the mediating role of satisfaction in the relationship between personal
resources and resources: employees and employee engagement. Meanwhile, According to
Kianto ef al (2016), an employee who is satisfied with his job will have a positive influence
and bring many desired work values. This will lead to a stronger attachment to the
organization. From these arguments, the author proposes the following hypothesis:
H4a: Job satisfaction mediates the relationship between self-efficacy and job engagement.
H4b: Job satisfaction mediates the relationship between self-esteem and job engagement.
H4c: Job satisfaction mediates the relationship between Job optimism and job engagement

MATERIALS AND METHODS



The study was carried out through 4 steps: Step 1: Initial qualitative research, Step 2:
Preliminary quantitative research, Step 3: Formal quantitative research, and Step 4: Additional
qualitative research. In this study, the observed variables of personal resource factors are
developed by Hardaningtyas (2020). The observed variables of the factor of job satisfaction
were developed from the study of Tran and Lé (2019). The observed variables of factors
associated with work are developed from the study of Swong ef al, (2021). Table 1 describes
the observed variables and sources.

Table 1. Observed variables and sources

Variables Items Coding Sources
I easily stick to my goals and accomplish my goals* EEF1
%? [ am confident that I can effectively deal with unexpected situations EEF2
% I can stay calm in times of trouble because I can rely on my ability to cope  EEF3
= I can usually handle whatever comes my way EEF4
- I often predict possible situations and have countermeasures™ EEF5 ’é
I am respected EST1 8
% I am trusted EST2 §
= Everyone has faith in me * EST3 E
i.; I have value EST4 §
I work efficiently EST5 =
In uncertain times, I often expect the best OTP1
B é I always expect things to go my way * OTP2
—'F I am always optimistic about my future OTP3
° In general, I expect more good than bad OTP4
o I think this company is the best place for me to work JSAT
'% If T could choose to work again, I would still choose this company JSAZ2 E =
,‘g The company is my second home* JSA3 = 5
g The company gives me good values ** JSA4 '“;“ <
= Overall, I feel delighted working here JSA5
% I take pride in my work WEN1 Rf
a g When I do my job, I forget everything else around me WENZ  § E]
=8 Time flies when I do my job WENs  £'8
5 I feel happy when I do my job hard WEN4 &

* The Item is removed from the contructs
** Developed by author

The survey was conducted with 400 employees who worked at Hotels, travel companies, and
restaurants in Hanoi from October 2023 to December. All observed variables in the constructs
were measured on a five-point Likert scale (from 1 = Strongly disagree to 5 = strongly agree).
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The questionnaire also surveyed demographic information such as gender, age, and
occupation.
This study applied the Partial least squares structural equation modeling to analyze the survey
data. Primary data was collected through a questionnaire and analyzed using the statistical
data analysis tool SPSS, SmartPLS 4.0. According to Henseler and Chin (2010), the PLS-SEM is
evaluated through two steps: evaluation of the measurement model and structural model. First,
the measurement model is evaluated by evaluating the reliability, convergence value, and
discriminant validity of the measurement concepts in the model. Next, the study evaluates the
structure of the model and uses the bootstrapping method with 5,000 iterations to evaluate the
importance of indexes and paths, values such as variance exaggeration index (VIF), level
influence (f2), out-of-sample predictive power rating coefficient (Q%) and explanatory
coefficient of independent variables on a dependent variable (R2%).

RESULTS AND DISCUSSION

Out of a total of 400 survey questionnaires, 381 questionnaires were collected. After removing
invalid answers, the total number of usable questionnaires was 365, accounting for 91%. Table
2 describes the demographic information of employees surveyed in the study.

@
4 Table 2. Demographic information of employees
® - Frequency Percent
le 108 29.6
® ® Gender Ma
® Female 257 70.4
under 25-year-old 107 29.3
26-~35~year-old 102 27.9
Age
36-45-year-old 112 30.7
above 45-~year-old 44 12.1
High school degree 208 57.0
) Occupation degree 113 31.0
Education
Bachelor degree 30 8.2
Master or more 14 3.8
. Staff 298 81.6
Position
Manager 67 18.4
Below 5 years 109 299
) 6-10 years 89 24.4
Experience
11-15 years 33 22.7
Above 15 years 84 23.0
Travel 227 62.2
Type of business Hotel 75 20.5
Restaurants 63 17.3

Total 365 100.0




Measurement Model Analysis
The measurement model with five variables and 22 observed variables was analyzed. The first
evaluation, the observables EEF1, “I easily stick to my goals and accomplish my goals,” EST3,
“Everyone has faith in me” and OPT2, “I always expect things to go my way” have a load
factor less than 0.7 and removed from the model. The results are shown in Table 3.

Table 3. The reliability and validity of the structural model

Variables Items Loading Cronbach's Alpha CR AVE
EEF5 0.790
. EFF2 0.796
Self-efficacy 0.844 0.893 0.676
EFF3 0.840
EFF4 0.862
EST1 0.832
EST2 0.799
Self-esteem 0.849 0.898 0.688
EST4 0.855
EST5 0.830
OPT1 0.857
o 0.848
Optimism OPT3 0.881 0.908 0.767 [ )
OPT4 0.889 4
JSA1 0.743 ) (]
SA2 0.847
Job satisfaction J 0.805 0.871 0.629 ® ) o
JSA4 0.818
JSAS 0.760
WEN1 0.875
WEN2 0.871
Job engagement 0.868 0.910 0.717
WEN3 0.868
WENS 0.767

The results of the second evaluation are shown in Table 3, and the result shows that all
observed variables have loading factor values greater than 0.7, Cronbach's Alpha and
Composite Reliability indexes are greater than 0.7, and large AVE than 0.5, so the data
analyzed here is to ensure the necessary reliability (Hair Jr ef al, 2021).

Table 4 shows that the discriminant validity of the model is guaranteed since all the values on
the diagonal are more significant than the values in the corresponding column (Fornell &
Larcker, 1981).

Table 4. Discriminant value of the model
Heterotrait-monofrait ratio (HTMT)
Job engagement Job satisfaction Optimism Self~efficacy
Job satisfaction 0.794
Optimism 0.671 0.798
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Self-efficacy 0.497 0.764 0.603
Self-esteem 0.677 0.796 0.603 0.493

Fornell-Larcker

Job engagement Job satisfaction  Optimism Self-efficacy Self-esteem

Job engagement 0.847
Job satisfaction 0.680 0.793
Optimism 0.586 0.665 0.876
Self-efficacy 0.443 0.652 0.522 0.822
Self-esteem 0.588 0.662 0.520 0.441 0.829

According to Henseler ef al, (2015), if HTMT < 0.85, the discriminant value between two
latent variables will be guaranteed. Table 5 shows the results of an HTMT value less than 0.85
indicating a discriminant value.

Analysis of the Structural Model
First, the problem of multicollinearity should be considered. Table 5 shows that all VIF values

@ in this study are less than three, indicating that there is no problem of multicollinearity
between the predictive constructs (Hair Jr ef al, 2021).
® (
® ® Table 5. Value of VIF, f2) R2, and Q?2
L Rz ) Self~-efficacy Self-esteem Optimism  Job satisfaction
fz VIF f2 VIF fz VIF f2 VIF

Job satisfaction 0.521 0.405 0.255 1.454 0.226 1.449 0.169 1.605
Job engagement 0.657 0.354 0.002 1.782 0.053 1.818 0.052 1.876 0.125 2916

The results show that R? values > 40% of the independent variable's explanatory level for the
dependent variable's variation are accepted. The results show that all associations have relative
influence for f2 > 0.02, indicating appropriate effect size. All Q2> 0 values indicate the out-~of-
sample predictive power of the research variables in the structural model.

The results of the structural model evaluation, including path coefficients, t-values, and p-
values, are presented in Table 6.

Table 6. Results of the direct effect

Hypothesis p—Value T-Value P-Value Results
Hla Self-efficacy ~> Job satisfaction 0.335 6.495 0.000 Supported
H1b Self-esteem ~> Job satisfaction 0.356 8.136 0.000 Supported
Hlc Optimism ~> Job satisfaction 0.305 6.530 0.000 Supported
H2a Self-efficacy -> Job engagement ~-0.037 0.761 0.447 Unsupported

H2b Self-esteem ~> Job engagement 0.215 3.807 0.000 Supported




H2Zc Optimism ~> Job engagement 0.216 3.733 0.000 Supported

H3 Job satisfaction ~-> Job engagement 0.418 5.323 0.000 Supported
— = . p—
Hda Self-efficacy ~> Job satisfaction ~> Job 0.149 5.055 0.000 Supported
engagement
~ -> i ion ~>
H4b Self-esteem ~> Job satisfaction ~> Job 0.128 3.997 0.000 Supported
engagement
p— - ——
Hpe ~ Optimism -> Job satisfaction -> job 0.140 3.835 0.000  Supported
engagement

According to Hair Jr ef al. (2021), for the hypothesis to be supported, the t value > 1.96 and p
< 0.05. The results show that Job satisfaction has been significantly positively affected by Self-~
efficacy (B = 0.335;t = 6.495; p < 0.01), Self-esteem (f = 0.356;t = 8.136; p < 0.01), and
Optimism (B = 0.305; t = 6.530; p < 0.01). Besides, Job engagement has been significantly
positively affected by Self-esteem (B = 0.215;t = 3.807; p < 0.01), and Optimism (B = 0.216; t
=3.733;p < 0.01).

In addition, the direct relationship between Job satisfaction and Job engagement (B = 0.418, t
= 5.323, p< 0.01) is also supported.

However, the study did not support a direct link between Self-efficacy and Job engagement (t <
1.96 and p> 0.05). Figure 1 shows the research results of the model.

EEFS

41.863

EFF2

26,249 JSAT JSA2 JSAd JSAS
36,3147
o SN AL
44426 Jo70 49627 30308 geece
Self-efficacy 0.335 (6.495) W WEN1
EFF4
0.037 (0.761) . 36?/'
p WENZ
EST1 —— 0.418 (5.323) ~_44.183
48.997
45,306 0.356 (B.136) —_——0.215(3.807) * e
EST2 Job satisfaction 38.321
8734
. WENS
49438
Esta 4
38.893 0.305 (6.530)
i Selfoesteem 0.216 (3.733)
ESTS
OPT1
¥ 47348
o
OPT3  #61.810—
64.001
&

OPT4
Optimism

Figure 1. PLS-SEM results

To test the mediating role of the job satisfaction variable, t value > 1.96, p < 0.05, and
confidence interval > O (Zhao ef al, 2010). Table 6 shows that indirect links between Self-
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efficacy, Self-esteem, Optimism, and Job engagement through job satisfaction mediating
variables are all supported.
The results of this study show that all three factors of personal resources impact employee
satisfaction in tourism businesses. These results are similar to Karatepe and Olugbade (2009),
Hardaningtyas (2020) studies, and Sun and Bunchapattanasakda (2019). It can be seen that,
despite going through 2 years of the COVID-19 pandemic, when reopening, tourism industry
employees still showed optimism and confidence in their work. However, Sun and
Bunchapattanasakda (2019) also found that many previous studies' results needed more
optimism support. Some studies only focus on organizational support without going into
research related to individual resources (Wertheim, 2016).
Research results also show that self-esteem and optimism directly impact employee
engagement. These results confirm the studies of (Wertheim, 2016; Kim & Hyun, 2017).
However, while this study shows that optimism strongly influences employee commitment,
Wertheim's (2016) study only confirmed the influence of self-esteem based on the company.
The results also show surprise that self-efficacy is not directly related to job commitment but
indirectly through job satisfaction.
All three resource factors indirectly influence job engagement through job satisfaction,

° confirming the mediating role of satisfaction. This result is remarkable because previous

@ studies often overlooked the mediating role of satisfaction.

e ® CONCLUSION

() This study aims to analyze the relationship between personal resources and employee
engagement. The study surveyed 365 employees working in tourism businesses in Hanoi. The
study developed a model based on the theory of resource conservation and proposed three
factors of the theory, including self-efficacy, self-esteem, and optimism. Research results show
that all three factors directly influence employee job satisfaction. Besides, research also shows
that 2 out of 3 factors that affect job engagement include: self-esteem and optimism. Research
results also show a positive relationship between employee satisfaction and job engagement in
the tourism industry. In addition, the results also show the indirect effects of self-efficacy, self-
esteem, and optimism on job commitment through job satisfaction.

This study has contributed to academia in two aspects: 1) Developing a model with three
factors of personal resources based on the theory of resource conservation and the relationship
of these factors to job satisfaction and engagement. 2) Research has demonstrated the
mediating role of job satisfaction in the relationship between personal resources and employee
job engagement.

Regarding the practice of human resource management in tourism enterprises, the research
results show that managers need to focus on understanding the individual aspects of
employees to find out their thoughts and aspirations. In particular, the results show that self-
efficacy is not a direct cause of job engagement. However, the relationship between self-
efficacy and job commitment is confirmed through satisfaction. From this result, managers
need to focus more on improving employee satisfaction. When employees (talented) feel
satisfied with their work, they will have a more positive attitude towards their work and the



intention fo stay with the company. Individuals who have faith in their abilities have strong
personalities that are difficult to retain, so the treatment of talents needs to be taken.

Despite the scientific and practical contributions, the study still shows limitations, such as
Research space was only conducted at one event in Hanoi; There needs to be a comparison
between employee demographics for engagement. Although the study sample size is large
enough for the PLS-SEM method, further studies must expand the sample size and the research
area.
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