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Abstract 
This study investigated the role of personal demands and personal 

resources in work engagement using the lens of self-determination 

Theory (SDT). Similarly, evidence of need based satisfaction (NBS) 

asmediator between P-DR and work engagement is still scarce. It 

examined the role of NBS in relation to personal demands-resources 

and work engagement. Data was collected from sales professionals in 

insurance industry of Pakistan by using questionnaire. Study was cross 

sectional in nature. 5 companies were selected from the given list of 

insurance companies listed on Security and exchange commission of 

Pakistan by using random sampling technique.Analysis shows that 

Personal demands are not directly associated with work engagement, 

yet NBS mediated their relationship. On the other hand, personal 

resources directly and indirectly impacted work engagement. This 

study helps managers to understand the role of personal characteristics 

and need based satisfaction of individuals in enhancing engagement at 

workplace.Despite of rich empirical literature, the understanding 

regarding Personal demands-resources and WE is still very limited and 

proximal effects of Personal demands-resources on WE are needed to 

be addressed.  With the help of Self-determination theory (SDT), this 

study highlighted the role of need based satisfaction in defining the 

relationship between personal demands-resources and work 

engagement. 

Keywords:Work Engagement, Personal Demands-Resources, Need 

Based Satisfaction. 

 

Introduction  

Work engagement (WE) is considered to be a core construct in the field 

of organizational psychology by researchers and practitioners (Lepine, 
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&Crawford, 2010;Bakker, et al., 2008;Lehmann-Willenbrock, et al., 

2016). WEis defined as “a positive, fulfilling, work-related state of mind 

that is characterized by vigor, dedication and absorption” (Schaufeli, et 

al., 2002). Vigor is categorized by energy levels and mental resilience 

while working, the readiness to devote effort in one‟s work, and 

determination even in the face of complications. Dedication refers to 

being strappingly involved in one‟s work, and fronting a sense of 

significance, enthusiasm, inspiration, pride, and challenge. And, 

absorption is being completelyfocused and opportunelycaptivated in 

one‟s work, where time is felt to passrapidly and one has problems with 

detaching oneself from work (Schaufeli, et al., 2002). Engaged 

employees have an energetic and affective association with work, which 

makes them feel of being able to grip the demands at work (Schaufeli, 

Bakker, and Salanova 2006).  

 Motivating characteristics of the job in terms of job resources are 

of critical value for the development of WE (Bakker &Demerouti, 

2008;Ghosh, et al.,Schaufeli et al., 2014) which is supported by JD-R 

model (Schaufeli 2004).On the other side, job demands are not 

significantly related to WE. However, researchers have analyzed 

demands which workers impose upon themselves and these may be 

functional in enhancing positive outcomes (Bakker &Demerouti, 2007; 

Barbier, et al., 2013),Despite the rich empirical literature, the 

understanding regarding PD-R and WE is still very limited and proximal 

effects of PD-R on WE needs to be addressed (Barbier, et al., 2013; 

Schaufeli et al., 2014; Bakker &Demerouti, 2016), Moreover, it does not 

clearly address why PD and PR are associated with WE. Self-

determination theory (SDT) by Deci& Ryan, (2000)may provide useful 

insights to address this gap. SDT entails people‟s inherent growth 

inclinations and inborn psychological needs. It highlights motivational 

concerns behind the selections people make without any outsideeffect 

and interference. This theory reflects on the degree to which an 

individual‟s behavior is self-motivated and self-determined (Ryan 

&Deci, 2002; Deci& Ryan, 2012; Ryan &Deci, 2017).Inside SDT, basic 

psychological needs are strictly defined as „„those nutriments that 

principally be gained by anexistingobject to continue its development, 

integrity and health‟‟ (Deci& Ryan, 2000, p. 326). 

By using SDT as our main theory/ approachmediating role of 

NBS (Combination of Needs for autonomy, belongingness, competence), 

between personal demands (PD), personal resources (PR) and work 

engagement is assessed.  
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Personal Demands and Work Engagement 

It has been noticed that job demands are not directly connected to WE 

(Bakker &Demerouti, 2007; Schaufeli&Salanova, 2007; Schaufeli et al., 

2014) but demands (also termed as personal demands) imposed by the 

individuals upon themselves may cause a developmental effect on WE. 

For instance: people‟s concerns about their own performance and 

contribution towards the organization have been associatedwith the WE 

(Hyvonen, et al., 2009).  

Personal demand (PD) is relatively a new concept which requires 

more in depth research in association to its outcome variables (Barbier et 

al., 2013; Schaufeli &Taris, 2014; Bakker &Demerouti, 2016). To get 

higher performance and behavior, individuals set requirements for them 

that force them to exert efforts in their work and are 

consequentlyconnected with physical and psychological costs, and these 

requirements are termed as PD (Barbier et al., 2013, p. 751). As per 

Bakker, (2016), PDandPRshould be studied together, and, argued that 

nature of the PD will define the process as motivational process or health 

impairment process. 

In accordance with recommendations of earlier researchers (e.g., 

Barbier et al., 2013)., this study has considered performance expectation 

as a personal demandThis assertion about performance expectation as 

personal demand can be explained with the help of challenge and 

hindrance stressor literature. Hindrance stressorsare obstacles towards 

the achievement of the goals and development, whereas, challenge 

stressors (e.g., workload) are functional in achieving goals 

(Podsakoff,&LePine, 2007). A challenging work setting is expected to 

deliveropenings to get one‟s basic needs fulfilled; job hindrances are 

expected to effectunfavorablyto the basic needs (Van denBroeck, et al., 

2010, p. 740). Moreover,challenge stressors are functional in satisfying 

basic needs of an individual (Webster, et al., 2010; Webster, et al., 2011). 

It reflects that the satisfaction of PD(e.g., performance expectations) may 

behave as a challenge to an individual and may lead towards NBS, 

moreover NBS may in turn have an influence on WE. 

Personal Resources and Work Engagement 

Personal resources (optimism, such as: self-efficacy etc.) have been 

conceptualized as interpreters of WE (Penner, et al., 1997;Xanthopoulou, 

et al., 2007& 2009). PR are useful in evolvingarrangements of positive 

beliefs about one‟s self (e.g., mastery, self-efficacy, self-esteem) and the 

world (e.g., optimism) which encourage and enable goal-attainment, 

even in the face of difficulty or challenge (Van Den Heuvel, et al., 2010; 

Ventura, et al., 2015; Xanthopoulou, et al., 2009a). Similarly,differentPR 

influence its outcomes (e.g., WE, job commitment etc.)significantly 
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through motivational process (e.g., Ventura, et al., 2015; Xanthopoulou, 

et al., 2009a).  Conservation of resource theory, and, social cognitive 

theory explained the direct or indirect relationships of PR (e.g., self-

efficacy) with WE (Llorens et al., 2007;Trougakos, et al., 

2007,Xanthopoulou, et al., 2009b), however, these relationshipsstill need 

clarity (Schaufeli&Taris, 2014). Researchers also demanded further 

investigations for proximal mechanism betweenPR(Bakker, 2016; 

Schaufeli&Taris, 2014). Hereafter, this study has investigated the role of 

SDT for the explanation of the underlying mechanism of personal 

resource and its outcome variables such as WE. 

Self-Determination Theory and Work Engagement 

From the viewpoint of SDT, basic psychological needs are the 

nutriments that are essential toacquire by anexisting entityand 

progresstheir development, health and integrity(Deci& Ryan, 2000, p. 

326). Individual‟s experience of autonomy, competence, and relatedness 

(which are discussed in SDT) are functional in enhancing individual‟s 

motivation and WE activities, (Deci& Ryan, 2000; Van den Broek et al., 

2008).  

Firstly, the Need for autonomy is people‟s wish to practice 

ownership of their behavior and to act with understanding of decision, 

which is driven by their personal choices about the behaviors (Deci& 

Ryan, 2000). Employees who completelyratify their activities and 

position behind the motives for their conduct are expected to act eagerly 

or separately, no matter whether the incentive for their actis derived from 

their inner self or from the external environment but was 

entirelyacknowledged as their personal (Soenens et al., 2007).Each of 

these characteristics is discussed below. 

Need for belongingness isdetermined for adjacent and 

sincereassociations andwish to attain a sagacity of unity and 

belongingness (Baumeister& Leary, 1995). This gives the view point that 

employees who feel themselves as a part of the team, feel permitted to 

express their feelings, hence, likely to sense the need for belongingness.  

Whereas, the need for competence is an individual‟s desire to make 

himself capable in mastering environment, to carry outanticipatedresults, 

and to achievenumerous challenges (White, 1959). Self-efficacy and 

competence are related concepts, but are also different with respect to the 

significantcharacteristics and. Self-efficacy refers to persons socially 

learned, cognitive expectations of being capable to indorseefficaciously 

specific activities that are compulsory to range ananticipated end state 

(Bandura, 1977). More general (instead of specific) feelings of 

effectiveness are originated, when self-driven need for competence is 

satisfied.Whereas, Self-efficacy is useful in arising the behaviors which 
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cause feelings of self-efficacious, satisfaction of the need for competence 

is expected to arousepersons‟working and well-being on a more general 

level. It is worth mentioning here that within SDT, individuals‟ 

experience of need satisfaction is highlightedinstead of individuals‟ need 

strength, as it is given in socially acquired needs for 

achievement(Legault, 2017). 

Individuals witha higher desire of need fulfillment are probable 

to get psychological benefits from that need and, hence,can utilize 

environmental resource to satisfy their basic needs. Nevertheless, 

according to our best of knowledge, researchers could not explore clearly 

about the utilization of PRfor the gratification of basic needs (Van den 

Broek et al., 2008; Bakker, 2016). Therefore, this argument, proposes 

that people may also utilize their PR to fulfill their desired needs.  

On the other hand, it can be argued that PD may behave asa 

challenge or hindrance stressor depending on the nature of thePD. 

Satisfaction of challenge stressors may satisfy the need for autonomy, 

competence, belongingness, and, may also be efficient in enhancing 

employee‟s developmental activities(Webster et al.,2010; Hyvonen, et 

al., 2009;Barbier et al., 2013;Bakker &Demerouti, 2016). Moreover, the 

fulfillment of one need is expected to drive hand in hand with the 

satisfaction of the other two needs, in a way that all three are positively 

connected, the three needs have been gathered in numerouspreceding 

researches to formulate a compound score of general need satisfaction 

(Deci et al., 2001; Vansteenkiste et al., 2007). This study also used the 

same way to contain this concept. 

Objectives and Hypotheses for the Study 

The objectiveof study is to examine and empirically test the explanatory 

role of basic need satisfaction as defined in SDT (Deci& Ryan, 2000) in 

association amongPD-R and WE. Further, this study aims to explain the 

proximal mechanism between PD-R and WE. Hence, it is proposed that 

PD and PR would permit for basic needs satisfaction and basic needs 

satisfaction would inturn, be positively linked with WE. 

In totality, the main hypotheses for this study can be enlisted as under. 

H1: PD influencesWE positively and significantly. 

H2: PRhas significant impact on WE. 

H3: PD is positively and significantly connected to NBS, and NBS is 

positively and significantly associated with WE. 

H4: PR is positively and significantly related withNBS, and NBS is 

positively and significantly associated with WE. 

H5: NBS mediates betweenPR and WE. 

H6:NBS mediates between PR and WE. 
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Hypothesized Model 

 

 
 

Methodology 

Participants and Procedures 

Random sampling is used to select the 5 insurance companies listed on 

security and exchange Commission of Pakistan (SECP) followed by 

“snowballing” technique to approach the respondents. A total sample of 

467sales professionalsfrom insurance industry was gathered by using 

cross sectional data collection approach. Supervisors (every supervisor 

with at least 3 subordinates) of sales employees of selected companies 

were approached and their informed consent was taken. It was informed 

to all the respondents that their information will be kept confidential. In 

our study, most of the participants were male (88.2%), having college or 

university degree (74%) with a mean age of 28 years (SD= 1.191).  

Measures 

Along with demographic profile (age, education, gender), following 

scales were included in the questionnaire. Composite reliability, for all 

the variables under study is given in table 1. 

 PD (performance expectation) was measured with the help of a scale 

established by Ang&Huan, (2006), and customized by Barbier,et al., 

(2013) in work context. Sample item includes “I always do my best to 

reach the goals I set for myself”. 

 PR (self-efficacy) was measured with the help of scale constructed by 

Bandura, (1982), which was also validated by Wilk, (2005). Sample item 

includes “I am confident that I am able to successfully perform my 

current job”.  
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 NBS was measured with the help of (NBS-W; Deci et al., 2001) 18 items 

scale validated and revised by Van den Broeck, (2008). Sample item 

includes “I feel like I can be myself at my job”. 

 WE was assessed with the subscales of the Utrecht WE Scale (Balducci, 

et al.,). The three dimensions of engagement were adopted: vigor, 

dedication, and absorption. Model items include “I feel strong and 

vigorous in my work” and “At my work, I feel bursting with energy” for 

vigor, “I am enthusiastic about my work” and “My work inspires me “for 

dedication, and “I‟m happily engrossed in my work” for absorption. 

These three dimensions include 9 items. 

All the variables were assessed on 7-point Likert scale for this study. 

Results 

Primary Analysis 

Responses were examined by by means ofthe Partial Least Squares 

(PLS) approach with the SmartPLS3 (Ringle et al., 2005). PLS has been 

preferred as it is more suited to this study primarily because it accounts 

fortwo main strengths. Firstly, PLS accounts for the measurement errors, 

secondly, it providesextraprecise estimates for mediation effects as 

compared to regression analysis (Chin, 1998). It is similar to structural 

equation modeling as takes place in AMOS, EQS etc. The main purpose 

for the development of PLS was to sidestep the requirement of huge 

sample sizes and the necessity for normal distribution of the data (Falk 

and Miller, 1992).  

A step by step procedure/process/strategy was used to ensure all 

necessary and relevant statistical conditions are met. Firstly, standardized 

data was utilized and missing responses (n=10) were excluded from the 

list. In order to cope up with a small sample size, bootstrapping of 500 

samples of 467 cases, was calculated which lead to critical t-value more 

than 1.96 for p <.05. Reliability and validity analysis were performed 

before hypothesis testing.  

Descriptive Statistics 

Table 01: Discriminant, convergent validity and reliability 

  1 2 3 4 CR 

Personal demand 0.830 
   

0.898 

Personal resource 0.643 0.807 
  

0.848 

Need based satisfaction 0.437 0.443 0.762 
 

0.803 

Work engagement 0.257 0.354 0.367 0.853 0.888 
Note: AVE of all variables is displayed at diagonals; CR=composite 

reliability 
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Reliability and validity measures were used to identify that how latent 

variables are predicted by manifest variables (Outer moedl). Composite 

reliability is favored alternative to Chronbach‟s measure which is used as 

measure of internal consistency. Chrobach is used to see whether all 

indicators are similarly reliable, but PLS is used to prioritize indicators as 

per their reliability which results in a more consistent composite 

(Henseler et al., 2009). All scales got above than the recommended 

values for composite reliability. Outer model showed good results, each 

indicator‟s variance was explained by all the latent variables from 

adequate to very well. All variables contained outer factor loadings 

between .63 to .84. The standardized outer loading at minimum level is 

.60 (Hair et al., 2007), which means factor loadings for this study 

variables are well in line with defined limits. Composite reliability for all 

the latent variables was calculated. Along with composite, average 

variance extracted was also calculated among the indicators which was 

well above 0.50 (Fornell and Larcker, 1981).The squared correlations 

with all other construct was lower than the square roots of the 

AVE(Fornell and Larcker, 1981). Moreover, the square roots of AVE 

were higher in diagonals as compare to the squared correlations with all 

the constructs which showed that both discriminant validity and 

convergent was satisfactory. 

Table 2.Means, SD, CR/SRof AVE (in the diagonal) and correlation 

coefficients 

 Mean SD 1 2 3 4 5 6 7 

Control 

Variables 

1. Age 

2. Gender 

3. Education 

 

 

3.22 

1.12 

3.139 

 

 

1.191 

.323 

1.151 

 

 

 

-.223** 

.198** 

 

 

 

 

.121** 

     

Personal 

Demand 

4.Performance 

Expectations 

 

 

5.88 

 

 

1.63 

 

 

.074 

 

 

.003 

 

 

.261**     

Personal 

Resource 

5.Self-Efficacy 

 

5.48 

 

1.04 

 

.129** 

 

-.155** 

 

.271** 

 

.547** 

 

   

6.Need Based 

Satisfaction 

 

4.46 

 

.64 

 

.039 

 

.089 

 

.024 

 

.428** 

 

.378**   

7.Work 

Engagement 5.08 1.00 .10* -.003 .182** .322** .423** .273**  

NOTES: * p < .05  **p < .01. a for discriminant validity. n= 467 sales employees from 

Insurance Industry.   
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Descriptive statistics (see in table 2) showed that age and education is 

significantly associated to WE, and, gender is insignificantly related to 

WE. Allthree demographic variables do not significantly relate to NBS. 

Age and education is therefore considered as control variables for this 

study. Three indicators (autonomy, belongingness, and competence) of 

NBS are positively and significantly interrelated. All three indicators of 

WE (i.e. vigor, absorption and dedication) are also highly correlated. PR 

(i.e. self-efficacy; Mean=5.48, SD=1.04, r=.423 p< .01) and PD 

(performance expectations; Mean= 5.88, SD=1.63, r=.322 p<.01) are 

positively and significantly correlated with WE. Furthermore, personal 

resource and demand are also significantly related to NBS, and, NBS is 

also significantly related to WE. 

Hypothesis Testing 

We first tested direct effects model for our study without mediator. 

Results (see table 3) do not support our fist hypothesis H1: Personal 

Demand do not significantly predict the WE (β= 0.048 p>.05). But the 

results for H2: PR positively and significantly predictWE (β= 0.318 

p<.001), fully support the hypothesis.  

Table 03: Direct and Indirect Effects of Independent Variables on 

Dependent Variables 
Independent 

Variable  

    Dependent 

Variable 

   

Direct effects indirect effect on Work 

engagement 

 

Need based 

satisfaction 

Work 

Engagement 

Via Need based 

Satisfaction 

Total 

Indirect 

Effect 

 

Personal demand 0.260***   0.069*** 0.069  

Personal resource 0.276***   0.077*** 0.077  

Need based satisfaction 0.264***      

The cell values of table show the standardized regression weights  

N=467; * Significant at 0.05, ** Significant at 0.01, *** Significant at 0.001  

 

Secondly, we tested direct and indirect effects model for our study by 

using NBS as mediator. Table 3 shows the indirect and direct paths. 

Table3 shows that H3 is supported by the results., the personal demand 

has positive and significant effect on NBS (β= 0.260 p<.001)andNBS in 

turn showpositive significant effect on WE (β= 0.264 p<.001). In line 

with H4, personal demand (self-efficacy) is significantly and positively 

related to NBS (β= 0.276 p<.001) which is in turn significantly related to 

WE (β= 0.264 p<.001). The significance for indirect effects was tested 

and the results (β =0.069 p<.001) confirm full mediation and prove the 

hypothesis H5. Furthermore, results also support H6. Significance for 
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indirect effects confirms partial mediation (β =0.077 p<.001) and also 

proves hypothesis H6.  

Discussions 

This study was conducted to understand the roleof PD and PR in 

enhancing WE of employees. Moreover, the intention of present study 

was to highlight underlying mechanism through which PD-R link with 

WE. We considered basic psychological need satisfaction (per STD), as 

an encompassing mediational mechanism. It was proposed that 

satisfaction of basic need would explicate the relationship of PD-R and 

WE. NBS encompasses energetic and motivational process because it is 

termed as motivational force which can energize human behavior (Deci& 

Ryan, 2000).  

This study aimed to extend the previous findings (Schaufeli et 

al., 2004 & 2014; Bakker &Demerouti, 2016). More specifically, we 

aimed to see the relationship of PD and PR with WE instead of job 

demands and job resources. We proposed PD would have a different 

relationship with WE as compared to job demands. To this end, we 

proposed that PD behave positively with WE as challenging demands 

behaved positively with WE (Van den Broeck et al., 2009; Podsakoff et 

al., 2007). PDbehave as challenge for the employee which energize or 

motivate employees to engage in their work. Similarly, PR also behave 

positively with WE which is obvious from different studies (e.g., 

Xanthopoulou, et al., 2007). Secondly, this study also aimed to explain 

the underlying mechanism with the help of SDT (NBS) through which 

PD and resources create link with WE. We argued that PD and PR would 

create an opportunity to fulfill basic need satisfaction which would in 

turn generate a positive link with WE. 

Findings of the study provided evidence that NBScompletely 

accounted for the association between PD and WE. This shows that 

employees with higher PD and PR are more expected to practice a 

general feeling of independence in decision making, connectedness with 

the people, and competence, which are collectively called as NBS. This 

study aligns its findings with the study of Van den Broeck, (2008), and 

Barbier, et al., (2013), which explained that personal needs influenceWE 

positively and significantly. These findings are aligned with SDT, which 

proposes that the determined individuals satisfy their basic psychological 

needs which in turn cause optimal motivation and gives a psychological 

energy for better outcomes (Deci& Ryan, 2000).  

 Furthermore, the results of the study showed partial 

mediation between PR and WE. This shows that NBSmay explains the 

process of PR and WE which is also underlined in JD-R theory. These 

results are similar to the findings of self-determination theory (Deci& 
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Ryan, 2000), which stats that resources stimulate the need satisfaction, 

and this NBS enhances the employee positive attitudes and behaviors. 

Moreover, NBS may not be the only process which intervenes between 

PR and WE. 

Limitations of the Study 

Future studies can overcome some limitations of this study. Responses 

for this study were collected through self-report survey cause common 

method bias. Just like Demerouti and colleagues (2001), we also suggest 

that future studies may count on other reports to assess WE. Secondly, 

this study does not allow for the causal relationship due to its cross-

sectional nature. Future studies can have a longitudinal design to assess 

the variables and their relationships.Different studies (e.g. Xanthopoulou, 

et al., 2009) have also provided evidence for reciprocal relationships, 

which also give help finding the reciprocal relationships for future 

studies. Personal demand is a new concept in realm of JD-R model 

which may be tested in different research settings. 

Practical Implications and Conclusion 

The role of personal demand and PR is of critical importance for 

organizations to enhance WE of employees through meeting 

requirements of NBS of employees. Specifically, for organizations and 

managers, it would seem useful to hire those employees who are 

ambitious and self-motivated who possesses positive PR and higher 

expectations.  

 Further, study contributed to the body of knowledge 

which shows significance of NBSto support the personal characteristics 

on employee well-being (Baard et al., 2004). 
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