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I. INTRODUCTION 

Personal resources are facets of the personality 

that are generally (Xanthopoulou et al. 2009: 

Salminen et al, 2014) connected to resiliency and 

discuss to individuals’ sense of their ability to control 

and influence on their environment positively 

(Hobfoll, Johnson, Ennis, & Jackson, 2003). There 

are two job characteristics: job demands and job 

resources. 

The JD-R model recommends that the mixture of 

high job demands and low resources leads to high 

(Xanthopoulou et al. 2009: Salminen et al, 2014:  

Cole. B, 2014: Krishnan R. et al, 2013: Crozier A, 

2016: Coetzer and Rothmann, 2007) levels of strain, 

which leads to physical and psychological costs and 

the combination of high demands and high resources 

leads to high levels of motivation, involvement, and 

work engagement (Rodriguez-Muñoz, Sanz-Vergel, 

Demerouti, & Bakker, 2012; Tuckey, Bakker, & 

Dollard, 2012). 

Personal resources have remained as the most 

key elements of work engagement together with job 

resources (Xanthopoulou, Bakker, Demerouti, & 

Schaufeli, 2009). Employees high in personal 

resources are more likely to invest energy in order to 

experience accordance between their expectations 

and their goals (Luthans & Youssef, 2007: 

Xanthopoulou.et al, 2009). 

Employees with self-efficacy (Xanthopoulou et 

al, 2013) are able to devote the essential effort in 

order to meet their work goals, and to be persistent in 

the face of (Page K, 2012) difficulties. Engaged 

employees always prefers to work which results in 

successfully achieving the goals (Scheier, Carver, & 

Bridges, 1994). Optimistic employees struggle for 

assured outcomes, and are likely to believe in their 

potential ability and neglect the previous failures 

(Sweetman & Luthans, 2010).  

The above qualities keep them energetic, uphold 

their determination in the face of demands, and 

facilitate engagement (Xanthopoulou. D et al 2013). 

Employees low in self-efficacy and optimism are less 

likely to perceive emotion-rule dissonance as a means 

of making the interactions at work more predictable 

and to protect themselves from emotionally charged 

(Xanthopoulou et al, 2013) situations. 

IES (2004) defined engagement as ‘positive 

attitude held by the employee towards the 

organization and its values. An engaged employee is 

aware of business context, and works with colleagues 

to improve performance within the job for the benefit 

of the organization. The organization must work to 

develop and nurture engagement, which requires a 
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two-way relationship between employer and 

employee.’  

II. LITERATURE REVIEW  

Bakker A. B (2011) concluded, Job resources 

and personal resources (Xanthopoulou et al. 2009: 

Salminen et al, 2014) which lead to increase the job 

performance are predicted by work engagement. 

Engaged employees dedicated towards achieving the 

work related goals with full of energy and absorbing 

the work carefully. Hence, for employees and 

organizations work engagement is important indicator 

of occupational well-being. There by human resource 

managers have responsibilities to facilitate the 

suitable working conditions for the employee (p.268). 

Salanovaa and Schaufeli W. B (2008) discussed, 

the impact of job resources on proactive behavior at 

work is mediated by work engagement and job 

resources and work engagement (Xanthopoulou et al. 

2009: Xanthopoulou et al. 2007: Xanthopoulou et al. 

2013: Salminen et al, 2014: Cole B, 2014: Olivier and 

Rothmann, 2007) are very much related to growth 

and positively related to proactive work behavior (p. 

125).  

Hakanen. J. J, Bakker. A. B & Schaufeli. W. B 

(2006) found burn out and ill health is the outcome 

(Cole.B, 2014) of job demands, engagement and 

organizational commitment are the outcome of job 

resources and burnout is negatively affected job 

resources. In similar way, burnout symptoms were 

negatively related to organizational commitment and 

positively related to ill health, whereas engagement 

was positively associated with organizational 

commitment (p. 504). 

Schaufeli (2015) discussed, relationship of 

(Coetzer and Rothmann, 2007: Xanthopoulou et al. 

2009: Salminen et al, 2014: Cole B, 2014, Crozier A, 

2016) high job demands and reduced job resources is 

mediated by burnout (stress) and work engagement 

mediates the relationship between job resources and 

motivational process (p. 454).  

Dermouti et al (2001): Coetzer & Rothmann 

(2006): Hakanen et al (2008): Kinnunen et al (2011): 

Rodriguez-Muñozfound et al (2012): Friedman 

(2014): found job demands such as time pressure, 

decision making process and long working hours 

cause for health impairment and job resources such as 

(Cole B, 2014) job control, social support from 

colleagues, and justice of the supervisor are acting as 

a motivator and leads to high level of engagement at 

workplace.  

III. GAP OF THE STUDY 

From the above literature researchers have found 

a great deal of contribution on the topic of employee 

engagement. In the current article, authors are 

interested to study the role of Job resources and 

Personal resources on employee engagement. The 

reckoning indicators for job resources in relation with 

engagement are positive personality traits and 

improved behavior of the employee at the workplace. 

The reckoning indicators for personal resources in 

relation with engagement are reducing accidents, 

work according to plan, problem solving and 

controlling the staffs etc.  

Hence the proposed study is entitled ‘Role of Job 

Resources and Personal Resources on Engagement- A 

Study with reference to Davangere Railway 

Employees’. 

Hypothesis 

H0: There is no significant relationship between 

job resources and personal resources. 

Ho: There is no significant relationship between 

job resources and engagement. 

H0: There is no significant relationship between 

personal resources and engagement. 

Objectives of the Study 

The main objective of this paper is to investigate 

the impact of job resources and personal resources on 

employee engagement.  
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IV. RESEARCH METHODOLOGY 

Procedure and Participants   

This study is following the empirical research 

and mixed methodology approach. Authors’ have 

conducted the pilot survey through administered 

questionnaire. To ensure consistency (reliability), 

validity is measured before finalizing the 

questionnaire for the final study.  

After identifying the employees and getting 

consent from the participants, researchers prepared 

questionnaire which include closed ended 

questionnaire and face to face interaction method is 

used to collect the primary data (five point likert 

scale) from the employees. Secondary data is 

collected through various journals, textbooks, 

internet, newspapers and magazines. The present 

study addresses the effect of job demands on burnout 

and job resources on engagement.  

Sample size: 120 employees 

Targeted Samples: Group C and Group D. 

Group C employees perform at supervisor level 

such as Station Superintendents, Commercial Clerks, 

Reservation Clerks, Civil Engineers and Mechanical 

Engineers. 

Group D employees perform at the lower level 

management such as Gangman, Pointsman, Khalasi 

and Attenders. 

Measuring the Variables  

Engagement- Engagement was assessed using 

the UWES Questionnaire.  

Vigor is measured with six items (e.g. I can 

continue working for very long time).   

Absorption is measured with six items (e.g. Time 

flies when I am working).   

Dedication is measure with five items (e.g. My 

job is challenging enough).  

It includes 5 response options whereby 1= 

Strongly Disagree to 5= Strongly Agree.  

Job Resources  

Organizational resources are measured with the 

sixteen items (e.g. I am happy with the travel 

facilities provided to me and my family). 

Financial support is measured with the seven 

items (e.g. I have awareness on compensation 

benefits in my organizations).  

Supervisor support is measured five items. (e.g 

My supervisor paid attention to my level of 

competence). 

Autonomy is measured with six items. (I choose 

how to perform my work).  

It includes 5 response options whereby 1= 

Strongly Disagree to 5= Strongly Agree. 

Personal resources measured with the ten items 

of Self-Esteem Scale (Based on Rosenberg) for ex: 

On the whole, I am satisfied with myself and six 

items of Optimism for ex: In uncertain times, I 

usually expect the best.(Survey monkey) 

Tools and Techniques used for Data Analysis 

The primary data obtained from the 

questionnaires and analyzed the content. Simple and 

general statistical tools and techniques were used to 

analyze the data. For qualitative data, researchers 

observed the content carefully and reviewed the 

rating points. Investigation of the relationship 

between job and personal resources with engagement 

and is capitalized through structural equation model 

by using of SmartPLS. 

Tools and Techniques  

Demographics and Percentages 

The demographic profile of the 300 respondents 

is presented. The description includes     Age, gender, 

education, mother tongue and marital status. 
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Table-1 Age 

Sl no Age No. of respondents Total percentage 

1 21-30 36            30 

2 31-40 36            30 

3 41-50 36            30 

4 51-60 12            10 

Source: Authors’ calculations 

Table-2  Gender 

Sl no Gender No. of respondents Total percentage 

1 Male 90            75 

2 Female 30            25 

Source: Authors’ calculations 

                                            Table-3  Education 

Sl no Age No. of respondents Total percentage 

1 SSLC 36            30 

2 PU 48            40 

3 UG 24            20 

4 PG 12            10 

Source: Authors’ calculations 

Table-4 Mother Tongue 

Sl No Mother tongue  No. of respondents 

 

Total percentage 

1 Kannada 84 70 

2 Hindi 30 25 

3 Telugu 03 2.5 

4 Tamil  03 2.5 

Source: Authors’ calculations 

Table-5 Marital Status 

Sl no Mother 

tongue  

No. of respondents Total percentage 

1 Married 90 75 

2 Unmarried 30 25 

Source: Authors’ calculations 

 

V. RESULTS AND DISCUSSION 

 

Mean, Standard Deviation, Correlations and Cronbach Alpha   

N  M S D OR FR Auto SS SE OPT Vigor Ded Abs 

1 OR 58.2 14.1 (.78)         

2 FR 23.9 5.7 .910** (.71)        

3 Autonomy 25.1 4.5 .648** .766** (.84)       

4 SS 40.2 9.8 .524** .454** .341** (.80)      

5 SE 32.4 11.6 .797** .625** .181** .754** (.81)     

6 OPT 18.8 8.3 .880** .712** .226** .502** .934** (.76)    

7 Vigor 18.0 5.1 .861** .871** .497** .605** .822** .832** (.78)   

8 Dedication  18.7 8.1 .924** .978** .662** .452** .705** .792** .909** (.76) 
 

9 Absorption 18.0 5.2 .869** .703** .216** .493** .924** .991** .840** .780** (.79) 

**. Correlation is significant at the 0.01 level (2-tailed). 

Note: Abbreviations: OR = Organizational Resources, FR= 

Financial Resources, Auto= Autonomy, SS = Supervisor Support, 

SE= Self-Efficacy, OPT= Optimism,  Ded= Dedication and Abs= 

Absorption. 
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Source: Authors’ Calculation. 

 Table- 6 reveals the Mean, Standard deviation, 

correlation matrix and values of Cronbach alpha for 

the sub-scales of job resources, personal resources 

and engagement. All scales have values of more than 

.70 and showed acceptable reliabilities. It is learnt 

that, correlation is significant at 0.01 levels between 

job resources & personal resources, job resources & 

engagement and personal resources to engagement 

(Xanthopoulou et al. 2009: Xanthopoulou et al. 2011: 

Salminen et al, 2014:  Cole. B, 2014: Krishnan R. et 

al, 2013: Crozier A, 2016: Coetzer and Rothmann, 

2007). 

Structural Equation Model 

 
Source: Author Calculations 

 

 

From the above diagram, Job resources and 

Personal Resources are the latent variables, 

Engagement is dependent variable. Autonomy, 

Financial Resources, Organizational Resources and 

Supervisor support are sub-scales of Job resources. 

Self-efficacy and optimism are sub-scales of 

Personal resources. Vigor, Absorption and 

Dedication are sub-scales for Engagement.   

Path Co-efficient:  A Job resources to 

engagement original sample value are 0.467, Job 

resources to Personal resources original sample is 

0.901 and Personal resources to Engagement is 

0.488. In the present model, R2 value for the 

personal resources is .813, so there is a chance of 

81.3% of variations. R2 value for the engagement 

is .867, so there is a chance of 86.7% of variations.  

From the above calculations, it is learnt that, 

there is a strong relationship between Job resources 

& personal resources. There is a moderate 

relationship between Job resources & engagement 

and Personal resources and engagement. 

Testing of Hypothesis 

1. H0: There is no significant relationship 

between job resources and personal resources. 

T-statistic value for Job resources and personal 

resources is 56.762. Since the T-value is more than 

1.96, P-value is .000, it is learnt that there is a 

significant relationship between job resources and 

personal resources. (Xanthopoulou et al. 2009: 

Xanthopoulou et al. 2011: Salminen et al, 2014:  

Cole. B, 2014: Krishnan R. et al, 2013: Crozier A, 

2016: Coetzer and Rothmann, 2007). Hence the 

hypothesis is rejected. 

2. Ho: There is no significant relationship 

between job resources and engagement. 

T-statistic value for Job resources and 

engagement is 4.484. Since the T-value is more 

than 1.96 and P-value is .000, it is learnt that there 

is a significant relationship between job resources 

and personal resources. (Xanthopoulou et al. 2009: 

Xanthopoulou et al. 2011: Salminen et al, 2014:  

Cole. B, 2014: Krishnan R. et al, 2013: Crozier A, 

2016: Coetzer and Rothmann, 2007). Hence the 

hypothesis is rejected. 

3. H0: There is no significant relationship 

between personal resources and engagement. 

T-statistic value for Job resources and personal 

resources is 4.891. Since the T-value is more than 

1.96, P-value is .000, it is learnt that there is a 

significant relationship between job resources and 

personal resources. (Xanthopoulou et al. 2009: 

Xanthopoulou et al. 2011: Salminen et al, 2014: 

Cole. B, 2014: Krishnan R. et al, 2013: Crozier A, 

2016: Coetzer and Rothmann, 2007). Hence the 

hypothesis is rejected. 
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Major Findings  

In this research authors findings are unique. 

Finally, the present study substantiated and 

explained the relationship between Job resources & 

personal resources, job resources & engagement 

and personal resources and engagement.  This 

paper witnessed personal resources mediate the 

relationship between job resources and 

engagement. Direct relationship between job 

resources and engagement is low, but job resources 

will have a strong impact on personal resources and 

that makes employees to increase the level of 

engagement (Platisa Ch, 2015: Xanthopoulou et al. 

2009: Xanthopoulou et al. 2011: Salminen et al, 

2014: Cole. B, 2014: Krishnan R. et al, 2013: 

Crozier A, 2016: Coetzer and Rothmann, 2007).   

VI. CONCLUSION 

Our intention in this study has been to look at the 

relationship of job resources & personal resources, 

job resources & engagement and personal resources 

& engagement. As per the objective we have carried 

out the research work to get the needful results to 

support our data. It is important to know that, this 

research paper throws some light on the impact of job 

resources and personal resources on engagement 

(Coetzer and Rothmann, 2007: Xanthopoulou et al. 

2009: Salminen et al, 2014: Cole. B, 2014). Results 

suggest that, employees who feel happy and comfort 

with the job resources (Cole B, 2014) at the 

workplace will results in engagement. Increase in the 

job resources will have strong impact on personal 

resources. Finally job resources and personal 

resources (Coetzer and Rothmann, 2007: 

Xanthopoulou et al. 2009: Salminen et al, 2014: Cole. 

B, 2014) will have positive impact on engagement.  

So, in order to increase personal resources 

organizations should increase the job resources. 

Indian railways should keep on increasing the job 

resources to motivate the employees. 

 

Practical Implications 

The findings of the study have dynamic and 

straight practical implications. In this research paper, 

authors’ finds, there is a positive relationship between 

job resources and engagement, personal resources 

and engagement, job resources and personal 

resources. Indian railways should increase the job 

resources to increase the self-efficacy and optimism 

of the employees.  

In the next stage, we learnt, in order to motivate 

the employees, and provide the safe and quality 

services, Indian railways need to increase the job 

resources from time to time. 
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