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Abstracts

This study examined the effects of personal resources manifested by
optimism, self-efficacy, and organisational-based self-esteem on turnover
intention in Tanzania's Food and Beverages Manufacturing Sector in Micro
and Small Enterprises (MSEs). This study was anchored on the Job Demands
Resources Model. A quantitative research approach was applied using a
cross-sectional research design. A structured questionnaire was used to
collect data from 387 respondents in the food and beverages manufacturing
MSEs in Dar es Salaam. Simple random sampling was used to select
respondents. The collected data were analysed using IBM SPSS version 26,
and the structural equation modeling partial least square (SEM PLYS)
technique was used to test the study hypothesis. The measures were
statistically tested, and Cronbach alpha and composite reliability were
confirmed to be above 0.7. This study found a negative insignificant
relationship between optimism and turnover intentions and positive
significant direct effects ofself-efficacy and organisational-based self-esteem
on turnover intentions. This study's results have practical implications for the
human resources manager of Micro and Small Enterprise to enrich existing
knowledge by investing in increasing levels of personal resources such as
self-efficacy and organisational-based self-esteem in order to reduce
turnover intention and retain employees.

Keywords: Optimism,  Organisational-based  self-esteem,  Self-efficacy,
Personal Resources, Turnover Intentions, MSEs

INTRODUCTION

Turnover intention is a worldwide problem facing many organisations
(Basnyat, & Clarence Lao, 2020; Kachi, Inoue, Eguchi, Kawakami, Shimazu,
and Tsutsumi, 2020) and negatively affects organisations due to increasing
hiring costs (Skelton, Nattress, & Dwyer, 2020). Human resource skKills,
knowledge, and talents in the production process are critical to the survival of
manufacturing Micro-small enterprises (Endris & Kasseg, 2022; Sherman &
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Roberto, 2020; Ngwa et al., 2019). Human resources are considered the most
valuable organisational unique resources because they help the organisation
achieve its goals (Bandyopadhyay & Jadhav, 2021; Contu, 2020; Jauhari &
Yuliant, 2020; Putra & Cho, 2019). Owing to the potential impact of human
resources on an organisation's performance, workers can contribute their
human capital to the task essential for increasing organisational efficiency
and lowering the likelihood of employee turnover (Sun & Yoon, 2022;
Naiemaha, et al., 2019). Moreover, Micro-small enterprises (MSEs) in the
manufacturing sector face difficulties in surviving the current economic
climate and gaining a productivity edge over their competitors. Furthermore,
studies have indicated that an individual's intention to quit a job is highly
influenced by their employment status and personal resources (Albrecht,
Green, & Marty, 2021; Kwon & Kim, 2020; Lesener, Gusy, & Wolter, 2019).
Due to its impact on organisational outcomes, turnover intention, influenced
by personal resources, is a significant area of interest for academics and
human resource management practitioners (Aljohani et al.,2023;
Hardaningtyas, 2020; Jauhari & Yulianti, 2020). Organisations aim to
minimise employee turnover because of the high costs associated with hiring
and training new staff (Babatunde &Onoja, 2023) and the crucial role of
human capital in retaining employees. Additionally, a few studies have been
conducted on the relationship between personal resources and intentions to
leave, among other things (Jauharia & Yulianti, 2020). Hardaningtyas, (2020)
have studied the relationship between turnover intentions and personal
resourcesand Kim and Hyun (2017), although the findings of these research
differ, limiting the generalizability of the relationship's mechanism. The
dispute findings suggested that additional study was required to confirm the
relevance of personal resources with turnover intentions at the same time
while taking contextual factors in small and micro-organisations into account.

Furthermore, the few studies that have been conducted on this topic are
conducted in developed nations (Aljohani et al.,2023; Chen, 2022; Kotze,
2018).Also, little research has been done on workers in the manufacturing
sector, specifically in emerging economies like Tanzania. Therefore, this
study was focused on the relationships between personal resources and
turnover intentions to bridge the aforementioned gap. It also focused on the
Tanzanian Food and Beverage manufacturing MSEs.

LITERATURE REVIEW

Personal resources are the views of individuals on their ability to successfully
affect and control their environment (Xanthopoulou et al., 2007). Employees'
adaptability and resilience in handling a challenging work environment are

122



Effect of Personal Resources on Turnover Intentions in Food and Beverage Manufacturing Micro and Small
Enterprises in Dar Es Salaam Tanzania
Saidi M Msangi, Chacha Matoka and Theresia Dominic

their resources (Bhatti, Hussain, & Al Doghan, 2018). Positive self-
evaluations associated with resilience that facilitate an individual's capacity
to effectively manage the effects of their surroundings are known as personal
resources (Hobfoll, Johnson, Ennis, & Jackson, 2003). The characteristics of
persons that are used to manage their working environment are referred to as
personal resources for this study. Optimism, organisational self-esteem, and
self-efficacy are used in this study as personal resource components.
Optimism is defined as “the tendency to believe that one will generally
experience good outcomes in life” (Xanthopoulou et al., 2007). Optimism
refers to the condition of generating great positive results through belief and
life experience which are obtained due to performed activities. (Scheier et al.,
1994). Organisational-based self-esteem is defined as “the degree to which
organisational members believe that they can satisfy their needs by
participating in roles within the context of an organisation” (Pierce et al.
(1989). Self-efficacy refers to "individuals' perceptions of their ability to
meet demands in a broad array of contexts™ (Xanthopoulou et al., 2007).

Lee, Choi, and Hyun (2022) define turnover intention as an employee's
voluntary decision to leave their current role and stop being a part of the
company. Koo, Yu, Chua, Lee, and Han(2020) define turnover intention as
an employee's behavioural propensity to leave the organisation permanently.
The preparedness of a person to resign from their current position and leave
an organisation is referred to as turnover intention (Hom, Lee, Shaw, &
Hausknecht, 2017). The degree to which an employee plans to leave the
company is known as turnover intention (Ma & Trigo, 2008). A purposeful
and conscious desire to leave the company is known as turnover intention
(Tett & Meyer, 1993). In the context of this study, an employee's inclination
to leave the company quickly is referred to as turnover intention.

Theoretical Literature Review

The Job Demand-Resources (JD-R) Model demonstrates how an employee's
intention to leave is influenced by both job resources and job demands
(Demerouti, Bakker, Nachreiner, & Schaufeli, 2001). The JD-R model
incorporates personal resources, establishing a connection between self-
evaluation and resilience (Xanthopoulou et al.,2009). Personal resources are
psychological, physical, and social demands of a job that people must meet
while carrying out their duties (Bakker, Demerouti, & Sanz-Vergel, 2023,
Xanthopoulou et al., 2007; Schaufeli & Bakker, 2004). Personal resources
which are significant determinants of employee turnover intentions in the
workplace include optimism, self-efficacy, and organisational self-esteem
(Xanthopoulou et al., 2007). The Job Demands-Resources (JD-R) Model is
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the main theory used in this study to describe the relationship between
personal resources and turnover intention. The JD-R model has also been
used by previous research to study the effects of personal resources on
turnover intention (Zeijen et al., 2024; Aljohani et al.,2023; Schaufeli,
Shimazu, Hakanen, Salanova, & De Witte, 2019).

Empirical Literature Review

The impacts of personal resources and employee turnover intentions have
been the subject of research for decades. Hardaningtyas (2020) conducted a
study on the intention to leave and personal. The results of the study
demonstrate a favourable correlation between optimism, work engagement,
organizationally-based self-esteem, and self-efficacy. The study suggested
that more research be conducted to look into additional personal resource
elements that affect work engagement and intention to leave. Nevertheless,
because the research was restricted to the Indonesian setting, more research is
required to determine how personal resources affect turnover intention in an
emerging market like Tanzania. Furthermore, a study on the influence of
personal resources on turnover intention is carried out by Kim and Hyun
(2017). The findings indicate that turnover intention was negatively impacted
by employee engagement. The report suggested that future research
concentrate on small and medium-sized businesses. Previous studies
discovered that personal resources can forecast employee outcomes and
negatively influence employee turnover intentions (Aljohani et al.,2023;
Chen, 2022; Hardaningtyas, 2020; Kotzé, 2018; and Kim and Hyun, 2017).
Moreover, most of these investigations such as came from developed
countries in Europe and the USA and not in emerging economies like
Tanzania. Also, were done in large organisations and came with different
conclusions. Therefore, the previous studies' findings create a contextual and
context gap in the emerging economy in sub-Saharan regions like Tanzania's
MSEs.This study investigated the relationship between personal resources
and turnover intentions in the manufacturing sector, specifically in Tanzanian
MSEs that produce food and beverages. The study's independent variables of
personal resources (optimism, self-efficacy, organisational-based self-
esteem) and the dependent variable of turnover intention are depicted in
Figure 1 as a conceptual framework that illustrates the relationships between
the research variables of personal resources and turnover intention.
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Independent variables Dependent

variable
Personal Resources

Optimism

Self-efficacy
Turnover Intention

OBSE

Fig. 1: Conceptual Model
Source: Author (2024)

Hypothesis Development

Personal resources such as optimism, self-efficacy, and organisational-based
self-esteem could minimise employee turnover intention. Previous studies
have revealed a strong negative relationship between personal resources and
turnover intentions (Aljohani et al.,2023; Hardaningtyas, 2020; Jauhari &
Yulianti, 2020; Schaufeli et al., 2019), which shows that higher personal
resources will lessen the employee’s intention to quit the work
organisations.Based on the literature review, we anticipate a negative link
between personal resources and turnover intention because personal
resources foster personal growth, according to the examined
literature. Therefore, this study suggested that higher levelsof optimism, self-
efficacy, and organisational-based self-esteem are related to lower turnover
intention. Thus, it can be hypothesised that;

Hi:  Optimism has a direct negative impact on turnover intention

H>:  Self-efficacy has a direct negative impact on turnover intention

Hs: Organisational-based self-esteem has a direct negative impact on
turnover intention

RESEARCH METHODOLOGY

In this study, the positivist paradigm was applied. A quantitative approach
was used to ascertain linkages between personal resources and turnover
intentions. An explanatory research design was employed in this
investigation. The study also employed a cross-sectional survey design and
an analytical approach to determine whether a cause-and-effect relationship
existed between the research variables (Creswell, 2012; Simon, 2011,
Saunders et al., 2012). Closed-ended questionnaires were utilised in this
study to determine the association between the variables. To obtain data from
a broad population, a survey technique was employed (Saunders et al., 2012).
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The study area was Tanzania’s Mainland, and industries were taken from the
Dar es Salaam Region. The selection of region is due to several reasons,
among them is that Dar es Salaam is the largest commercial city in Tanzania
and is the business hub of the country where all kinds of business are
undertaken (Bhuzohera, 2024; Malauri, Mpogole, & Wiketye2021; Todd,
Msuya, Levira, & Moshi, 2019). Dar es Salaam is also the centre of the
economic fabric of Tanzania due to their contribution to national revenue
(Bhuzohera, 2024). This study was focused on micro and small enterprises in
the food and beverage manufacturing sector. In addition, simple random
sampling was used in selecting respondents from the MSEs list (Kothari,
2009; Saunders et. al.,2012). The study population was 2306, and simple
random sampling was used to determine the sample size. A sample size of
384 employees was chosen from various employee categories based on the
target demographic of the chosen MSEs. IBM SPSS version 26 was used for
the analysis of descriptive statistics and Partial Least Squares-Structural
Equation Modelling (PLS-SEM) was used to evaluate the construct
specification of the measurement model of this study and the structural path
model for an empirical test of conceptual model hypotheses.

Model Development

The purpose of the study was to investigate the effects of personal resources
on turnover intention in manufacturing MSEs in Tanzania. The model
generated model using PLS-SEM was extracted from the theory of JD-R
model constructs. The evaluation using PLS-SEM was done by linking
indicators of the study variables. The measurement model was extracted from
the validated instrument from previous studies to be customised in the
Tanzanian context, as shown in Table 1. The structural model of the study
consisting of optimism, self-efficacy, and organisational-based self-esteem
was hypothesized using the computed path coefficients by PLS-SEM.The
independent variables in this scenario are personal resources. Three aspects
of personal resources include, optimism, self-efficacy, and organisational-
based self-esteem, were measured using Schwarzer & Jerusalem's (1995)
measurement of self-efficacy ten (10) items, ten (10) items of organisational-
based self-esteem from Pierce, Gardner, Cummings and Dunham, (1989) and
ten (10) items of optimism, from Scheier, Carver and Bridges, (1994) were
used to measure personal resources. Table 1 provides a summary of the
study's dimensions and their measurements.
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Table 1: Measurement of Personal Resources

Study Dimension Code Measure Type Source
Variable of Data
Personal PR
Resources  Optimism OPM 10 items Aggregated  Interval Scheier, Carver
index of 1-5 Likert- and Bridges,
likescale (1994)
Self-efficacy SE 10 items Aggregated Interval Schwarzer &
index of 1-5 Likert- Jerusalem, (1995)
like scale
Organisational OBSE 10 items Aggregated Interval Pierce, Gardner,
based self- index of 1-5 Likert- Cummings and
esteem like scale Dunham (1989)

Source: Literature Review (2024)

Dependent Variable: Turnover Intention

The turnover intention was assessed by6 criteria developed by Bothma &
Roodt, (2013). Numerous studies have employed the turnover intention scale
to gauge how likely it is for employees to leave the company (Kim, 2017;
Shuck, 2011; Saks, 2006). Bothma and Roodt (2013) verified the TIS-6,
finding that its Cronbach's alpha was 0.80. Previous empirical research has
measured turnover intention using the TIS-6 and has been proven in many
countries with adequacy reliability and validity (Németh, Dedk, Sziics,
Makai, & Hock, 2024; Ofei, Poku, Paarima, Barnes, & Kwashie, 2023;
Anjum, Shahzadi, & Wazir, 2022). Table 2 displays the dependent variable's
measurement.

Table 2: Turnover Intentions Measurement

Study Variable Measure Type of Source
Data
Turnover intention 6 items Aggregated index  Interval Bothma & Roodt, (2013)

of 1-5 Likert-like scale

Source: Literature Review, (2024)

RESULTS

The data screening was carried out to check outliers, missing data, and
normalcy to ensure the data satisfied statistical assumptions because the data
were analysed using PLS-SEM (Hair et al., 2018). Descriptive statistics
expressed through data tables were used to summarise the opinions of the
sample respondents about personal resources and intention to intention.

Respondent’s Demographic Characteristics

The demographic profile of the study's respondents (n=378) is based on
Table 3, which was created using the descriptive data collected from the
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targeted respondents. This study used a worker working in food and beverage
manufacturing MSEs as the unit of analysis. Gender, age, education,
industry, experience, and kind of job were among the demographic
characteristics of the responders. The results of the gender composition males
are 59.3 per cent while females are 40.7 percent. The majority are male,
which relatively outnumbers their female counterparts. Most employees in
food and beverage were aged between 20 and 29, with representation at 34.1
per cent, followed by age between 30 and 39 at 22.8 per cent.

Moreover, results show that most F&B employees are educated at the
secondary school level 65.9 per cent. Also, for most F&B employees, 48.8
per cent had tenures of under three years, and 29.6 per cent had tenures of
four to five years. The produced data shows that most of the respondents
were working in food processing, with representation at 69.6 per cent, while
30.4 per cent were working in the beverage sector. Furthermore, results show
that 39.4 per cent of F&B employees have experience in the food and
beverage sector for less than one year.

Table 3: Demographic Characteristics of the Respondents

Demographic Variable (s)  Category Frequency  Percentage (%)
Gender Male 224 59.3
Female 154 40.7
Age (years) Below 20 74 19.6
20-29 129 341
30-39 86 22.8
40-49 54 14.3
50 -59 29 7.7
60 and above 6 1.6
Highest level of Education ~ Never attended school 2 .5
Primary school 85 225
O-Level 164 43.4
A-Level 89 235
Ordinary diploma 16 4.2
Advanced Diploma or 17 45
Degree
Masters’ degree 5 1.3
Type of Industry Food processing 263 69.6
Beverage 115 30.4
Experience in the F&B 0-1 year 149 39.4
industry 2-3 years 106 28.0
4-5 years 67 17.7
6-10 years 21 5.6
11-15 years 30 7.9
Above 15years 5 1.3

Source: Researcher, (2024)
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Evaluation of the Outer Measurement Model

Reflective constructs were evaluated by assessing the internal consistency,
discriminant validity, and convergent validity (Hair et al., 2018). The internal
consistency validity was assessed using Cronbach's Alpha (o) and Composite
Reliability. The outer loading of the indicators was used to evaluate the
convergent validity; the indicators' statistical significance was found to be
greater than 0.7, and the AVE value was found to be higher than 0.5. The
findings presented in Table 10 verify the convergent validity by
demonstrating that all indicator loading was over the 0.7 threshold value and
statistically significant with p <0.001.

Construct Reliability

Constructs Reliability, or the internal consistency of the study variables, was
evaluated by applying the composite reliability (cp). The findings in Table 4
show that Cronbach’s Alpha (a) and Composite reliability for all constructs
(job resources 0.933, turnover intention 0.876) is above the recommended
criterion of 0.700 (Avkiran, 2018; Nunnally, 1978). The composite reliability
was confirmed, therefore demonstrating high internal consistency of the
scales.

Convergent Validity

Convergent validity was evaluated by individual indicators whereby
indicators of outer loading were considered. The rule of thumb for
constructing inductors of outer loadings is above 0.700 (Hair et al., 2017). In
this investigation, construct indicators with outer loadings greater than 0.7
were kept, while those with loadings less than 0.7 were taken out. All outside
loading indicators were rated higher than the suggested cut-off value of 0.7,
the data shown in Table 4, the reflective measurement model of the
convergent validity was maintained. Table 4 shows that the latent variables of
the reflective measurement models had Average Variance Extracted (AVE)
values that were higher than the necessary value criterion of 0.500 Hair et al.
(2017). These results show that each variable in the reflective measurement
model had excellent and proven convergent validity. Therefore, the results
conclude that all indicators used in this study fulfilled the convergent
validity.

Discriminant validity

In this investigation, construct indicators with outer loadings greater than 0.7
were kept, while those with loadings less than 0.7 were taken out. All outside
loading indicators were rated higher than the suggested cut-off value of 0.7,
the data shown in Table 4 maintaining the reflective measurement model's
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discriminant validity. Therefore, it can be concluded that discriminant
validity was obtained from indicators of personal resources and turnover
intentions variables due to their higher loading for each other variable.

Table 4: Summary of the Reflective Measurement Model Assessment- Reliability and

Validity
Latent Variable Indicators No. of Internal Consistency Convergent
Items Reliability Validity
Composite Cronbach’s Outer AVE
Reliability Alpha () Loadings >0.50
(pc) >0.70 >0.70
0.60-0.90
Personal  Optimism OPM 10 0.966 0.961 0.890 0.742
resources
Self-efficacy SEF 10 0.985 0.983 0.960 0.865
Organisational OBSE 10 0.961 0.944 0.882 0.737
based self-
esteem
Turnqver TI 6 0.894 0.856 0.802 0.585
intention

Source: Researcher, (2024)

Fornell-Larcker’s Discriminant Validity Criterion

The Fornell-Lacker criterion was used to evaluate the discriminant validity.
Table 5 presents the findings of the Fornell-Lacker criterion-based
discriminant validity assessment. It indicates that the correlation between all
reflective variables, as measured by the square root of AVE, is stronger than
that of the other construct (Hair et al., 2018).

Table 5: Fornell-Larcker’s Criterion Analysis for Checking Discriminant Validity

Variables OPM SEF OBESE TI

OPM 0.861

SE 0.932 0.930

OBSE 0.861 0.921 0.859

T 0.578 0.656 0.674 0.765

Source: Researcher, (2024)

Keynote: Square roof of the AVE on a diagonal

Key: OPM = Optimism, SE= Self-efficacy, OBSE = Organizational based self-esteem,
TI= Turnover intention

The Heterotrait-Mono-trait Ratio (HTMT)

The discriminant validity was assessed by PLS-SEM by using the
Heterotrait-Mono-trait Ratio (HTMT) proposed by Henseler, Ringle, and
Sarstedr (2015). The result in Table 6 revealed that all HTMT values were
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less between the threshold value of 0.85 - 0.9 (Teo, Lee, & Chai, 2008);
hence, the discriminant validity was confirmed.

Table 6: Heterotrait-Mono-trait Ratio (HTMT)

OPM SE OBSE Tl
OPM
SE 0.843
OBSE 0.881 0.841
TI 0.637 0.725 0.761

Source: Researcher, (2024)

Evaluation of the Structural Model

The structural model was assessed by path coefficients (Beta-values), t-
statistics, p-values, model fit, the coefficient of determination R2, and
predictive of the relevance of the Q?2 criteria.

Measurement of Coefficients Determination (R? Value)

The effect size and predictive accuracy for the estimated structural path
model are measured by the coefficients of determination (RzValue), which
quantify the extent to which the exogenous (independent) components
explained variance in the structural model (Hair et al., 2017, 2018). The
R2values range from 0 to 1, with a greater level denoting a higher predictive
accuracy (Hair et al., 2018). For dependent variables, the suggested R2value
limits are 0.190 weaker, 0.333 moderate, and 0.670 considerable (Ringle,
Sarstedt, & Straub, 2012; Chin, 1998). Moreover, Hair et al. (2017) cautioned
on the threshold values of R? subjective to interpretation, particularly relative
to social sciences. In the current study, the coefficients of determination (R2
Value) of 0.427 for turnover intention are presented in Table 7. These results
show that the structural model estimated for dependent variables of turnover
intention (R? Value 0.427) has predictive significant accuracy. This finding
was consistent with other studies that also tested the effects of job resources
on turnover intention (Karatepe et al., 2018; Bailey et al., 2017; Kim, 2017,
Bhatnagar, 2012). Based on the findings of the prior studies, the obtained R2
Values are also common in the behavioural sciences.

Table 7: R2 Values in the Structural Model

R? R2 Adjusted

Turnover Intention 0.427 0.422

Source: Researcher, (2024)

Evaluation ofPredictive Relevance (Q? Value)
The calculated structural route model's predictive value was assessed using
Stone-Qeisser's Q2 value (Geisser, 1974, Stone 1974). Using a preset
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omission D, the blindfolding approach was used to calculate the Q2 value
(Hair et al., 2017). The blindfolding technique, according to Hair et al.
(2017), is applied to dependent variables that stand in for the specifications of
the measurement model. Q? values of 0.000 or less imply that there is no
predictive relevance for the exogenous constructs, but values bigger than zero
indicate that the exogenous constructions have predictive importance for the
endogenous construct (Hair et al., 2018; Urbach and Ahlemann, 2010).The
Q2 value for the endogenous dimensions of turnover intention was calculated
in this study. A technique based on cross-validation redundancy was used to
compute Q2 values. This method approximated the data in the measurement
model's reflective dependent variables. Using independent factors that were
obtained using the PLS-SEM algorithm, the data in the structural model were
utilised to predict the scores of dependent variables. Table 8 presents the
results of Q2 values of turnover intention. Results show that the Q2 values of
dependent variables of turnover intention (0.226) are above zero, which
denotes that there is clear support for the model's predictive relevance on the
endogenous latent variables.

Table 8: Q2 Value in the Structural Model

Dependent (Criterion) Variable Q2 Values

Turnover intention 0.226

Keynote: Q2 values > 0.0 - meaningful; Q2 values < 0.25 - < 0.50 — medium; Q2 value > 0.5 -
large predictive relevance
Source: Researcher, (2024)

Evaluation of the Model Fitness

The model fit assessment was done based on PLS-SEM measures such as
standardised root means square residual (SRMR) and normed fit index (NFI).
For the current study, as shown in Table 9, the SRMR value is 0.070, which
indicates a good fit as the threshold value should be less than 0.08 (Hair et
al., 2018). Moreover, the NFI value is 0.819, indicating the fit is moderate, as
the value threshold is 0.9 (Byme, 2013).

Table 9: Model Fit Summary

Saturated Model Estimated Model
SRMR 0.063 0.063
d _ULS 2.376 2.376
dG 1.208 1.208
Chi-Square 2,471.943 2,471.943
NFI 0.814 0.814
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Evaluation of the Effect Size (f2)

When the exogenous construct is removed from the structural model, the
effect on the endogenous construct is quantified using the effect size f2 (Hair
etal., 2018).

The formula to calculate the 2 effect size is

- L]

f: — ancluded - R:lm:'luded
1—RE

sxcluded

The dependent variable's R? values are determined by whether a certain
independent variable is included in the path model or not (Haier et al. 2017).
The R2 calculated the effect of the independent variable's exclusion on the
dependent variable to Haier et al. (2018). The interpretation of f2 values based
on thresholds of 0.02 to 0.15, 0.15 to 0.35, and above 0.35 represent the
independent criterion of a small, medium, and larger effect on the dependent
variable, as recommended by Cohen (1988). The effect size f2 of the
estimated structural route model is shown in Table 10, which indicates that
personal resources affected turnover intention.

Evaluation of Structural Path Model

The study hypotheses were examined using the structural mode, the
bootstrapping procedure was used to run the full model. The structural model
was assessed on how the model's prediction powers related to the research
constructs (Hair et al., 2018). The path coefficients' significance and
relevance, collinearities, the degree of R2values, the f2 impact size, and the
predictive relevance Q2 value are the primary evaluation criteria (Hair et al.,
2018).

Hypotheses Testing: Direct Relationships

Table 10 presents the hypothesised direct relationship. It includes the path
coefficients, T-values, the corresponding significance levels, the effect size,
and the confidence interval.

Tablel0: Structural Path Model

Hypotheses and Path T- f2 95% confidence P Values
corresponding paths  coefficients statistics interval

OP —TI 0.027 0.292 0.000 0.206 0.770
SE —TI 0.396 3.219 0.037 0.635 0.001
OBSE— TI 0.252 2.906 0.027 0.412 0.004

Keynote: f2 value <0.02 - <0.15 — small; f2 value 0.15 - <0.35 — medium; and f2 value >0.35
— large effect size
Source: Researcher, (2024)
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Optimism and Turnover Intention

Hypothesis 1 examined the relationship between optimism and turnover
intention. It was hypothesized that there would be a negative relationship
between optimism and turnover intention. The results in Table 10showa
positively insignificant path from optimism to turnover intention (t= 0.292 3=
0.027,p value=0.770) with zero effect size. Therefore, the results prove that
hypothesis 1 was unsupported.

Self-efficacyand Turnover Intention

Hypothesis 2 examined the relationship between self-efficacy and turnover
intention. It was hypothesised that there would be a negative relationship
between self-efficacyand turnover intention. Table 10 results revealed a large
effect size (f2) of 0.037 and a positive and significant path from self-efficacy
to turnover intention (t=3.219, 3=0.396,pvalue=0.001). Therefore, the results
demonstrate that hypothesis 2 was supported.

Organisational-based Self-esteemand Turnover Intention

Hypothesis 3 examined the relationship between organisational-based self-
esteem and turnover intention. It was hypothesised that there would be a
negative relationship between organisational-based self-esteem and turnover
intention. The data in Table 10 show a medium impact size (f2) of 0.027and a
positively significant path from organisational-based self-esteem to turnover
intention (t= 2.906, = 0.252, p value=0.603). The findings demonstrate that
hypothesis 3 was supported.

DISCUSSION

The study objective was to investigate the effects of personal resources on
turnover intentions. The findings revealed that there is no sufficient evidence
that optimism negatively influences turnover intention; hence, the first
hypothesis is unsupported. This study found a positive relationship between
optimism on turnover intention, which means that a higher level of employee
optimism cannot lower turnover intention. This finding correlates with Tuten
and Neidermeyer (2004), who found a weak relationship between optimism
and turnover intention. Also, the finding is against the previous studies of
Mirkovi¢, 2024 Stephens & Huaibing, 2018Kim & Hyun, 2017 and Fallatah
et al., 2017, who found negative correlations between optimism and turnover
intention.

On the other hand, the examined variables of the study prove that the

coefficients of personal resources manifested by self-efficacy and
organisational-based self-esteem are positively significant in turnover
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intention. Therefore, it can be argued that self-efficacy and organisational-
based self-esteem have a direct effect on turnover intention; hence, the
second and third hypotheses are confirmed. The study found a positive
significant relationship which means that a higher level of self-efficacy and
organisational-based self-esteem lead todecreased turnover intention. The
worker with greater self-efficacy and organisational-based self-esteem has
lessened the likelihood of turnover intention. This result is in line with the
findings of earlier research (examples: Mirkovi¢, 2024; Hardaningtyas, 2020;
Stephens & Huaibing, 2018;Kim & Hyun, 2017; Fallatah et al., 2017), which
stated that when there is higher self-efficacy and organisational-based self-
esteem, the turnover intention will be decreased. Moreover, the study
findings show that higher self-efficacy will lead to job satisfaction and
improve employeewell-being, similar results emerged from the study of De
Simone et al., 2018 and Keyko et al., 2016 which found that self-efficacy
negatively correlated with turnover intention that self-efficacy increased job
satisfaction and reduced turnover intention.

The study outcome also demonstrates that an organisation's use of personal
resources such as self-efficacy and organisational-based self-esteem will
lessen the likelihood of employee turnover (Hardaningtyas 2020) and
increase employee job satisfaction.

In addition, the findings were also supported by the JD-R model which
suggested a relationship between personal resources and turnover intention.
The JD-R model justifies workers with greater personal resources have better
levels of optimism, self-efficacy, and organisational-based self-esteem
toward the company (Mirkovi¢, 2024; Hardaningtyas, 2020; Kim and Hyun,
2017). This study supports the traditional view of the role of personal
resources in the JD-R model, which suggests that personal resources help
employees show interest in their tasks and be engaged (Schaufeli & Bakker,
2004). The findings of this study have a practical implementation that
organisational management should implement practices of personal resources
such as optimism, self-efficacy, and organisational-based self-esteem to
lessen the intention of the employee to quit their jobs.

CONCLUSION

This study's findings show the crucial role of the relationship between self-
efficacy and organisational-based self-esteem on turnover intention which
proves positively significant and positively insignificant of optimism on
turnover intention. The research concludes that personal resources such as
self-efficacy and organisational-based self-esteem areimportantin reducing
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employee intention to quit. The result confirms the assumptions of the JDR
model that personal resources reduce employee turnover intention. Also, our
findings can be used as the base for further investigation of the effects of
personal resources on turnover intention using the JDR model as the
underpinning theory. In addition, organizational management should come up
with strategies to enhance personal resources to mitigate employee turnover
intention and increase employee well-being and job satisfaction.

Limitations of the Study and Recommendations for Future Research
Despite the contribution of the findings of this study to the human resources
literature and practice in the Tanzanian context, this study has some
limitations, such as the data being taken from a single country, which limits
the generalizability of the findings. The study recommends that future studies
should include samples from different countries for results validation.
Second, it considers limited variables of personal resources (Optimism,
organisational self-esteem, and self-efficacy); further research still needs to
consider other factors of personal resources, such as manager behaviour and
leadership, that influence turnover intention and also factors which influence
employee retention. Future studies may consider longitudinal design which
links personal resources and turnover intention. Also, future studies could
consider mediating variables of gender and age in the relationship between
personal resources and employee turnover intention. Further research should
consider other factors of job resources, such as manager behaviour and age,
that influence turnover intention. This study recommended that further
research be conducted on other aspects of personal resources on turnover
intention and more investigation on optimism as a predictor of turnover
intention.

ACKNOWLEDGEMENT

Author contributions:  Equal participation in  conceptualisation,
methodology, data collection, analysis, writing draft preparation, review, and
editing. All authors have read and agreed to publish the final version of the
manuscript.

Conflict of interest: The authors declare no conflict of interest

REFERENCES

Albrecht, S. L., Green, C. R., & Marty, A. (2021). Meaningful work, job
resources, and employee engagement. Sustainability,13, 4045.

Aljohani, M. I, Arman, A. S., & Almaeeni, F. (2023). Work Engagement as
Mediator in the Relationship between Job Resources and Employees

136



Effect of Personal Resources on Turnover Intentions in Food and Beverage Manufacturing Micro and Small
Enterprises in Dar Es Salaam Tanzania
Saidi M Msangi, Chacha Matoka and Theresia Dominic

Turnover Intention among Nursing Practitioners in  Saudia
Arabia. International Journal of Business and Management, 17(4), 1-
64.

Anjum, A., Shahzadi, A., & Wazir, S. (2022). Translation and Validation of
Turnover Intention Scale on a Pakistani Sample. Journal of
Professional & Applied Psychology, 3(2), 249-256.

Avkiran, N. K. (2018). An in-depth discussion and illustration of partial least
squares structural equation modeling in health care. Health care
management science, 21, 401-408.

Babatunde, F. T., & Onoja, E. D. (2023). The effectiveness of retention
strategies on employee retention. Journal of Business and Management
Review, 13, 481.

Bailey, C., Madden, A., Alfes, K., & Fletcher, L. (2017). The meaning,
antecedents, and outcomes of employee engagement: A narrative
synthesis. International journal of management reviews, 19(1), 31-53.

Bakker, A. B., Demerouti, E., & Sanz-Vergel, A. (2023). Job demands-
resources theory: Ten years later. Annual review of organisational
psychology and organisational behavior, 10(1), 25-53.

Bandyopadhyay, N., & Jadhav, A. (2021). Churn prediction of employees
using machine learning techniques. Tehnicki glasnik, 15(1), 51-59.

Basnyat, S., & Clarence Lao, C. S. (2020). Employees’ perceptions on the
relationship between human resource management practices and
employee turnover: A qualitative study. Employee Relations: The
International Journal, 42(2), 453-470.

Bhatnagar, J. (2012). Management of innovation: Role of psychological
empowerment, work engagement and turnover intention in the Indian
context. The  International  Journal of Human  Resource
Management, 23(5), 928-951.

Bhatti, M. A., Hussain, M. S., & Al Doghan, M. A. (2018). The role of
personal and job resources in boosting nurses’ work engagement and
performance. Global Business and Organizational Excellence, 37(2),
32-40.

Bhuzohera, Amran (2024). Navigating Challenges and Seizing Opportunities:
A Comprehensive Study of Tanzania's Micro, Small, and Medium
Enterprises (MSMESs) Landscape. Economic Research Center

Bothma, C. F., & Roodt, G. (2013). The validation of the turnover intention
scale. SA journal of human resource management, 11(1), 1-12.

Byrne, B. M. (2013). Structural equation modeling with Mplus: Basic
concepts, applications, and programming. Routledge.

137



Effect of Personal Resources on Turnover Intentions in Food and Beverage Manufacturing Micro and Small
Enterprises in Dar Es Salaam Tanzania
Saidi M Msangi, Chacha Matoka and Theresia Dominic

Chen, I. S. (2022). The moderating role of personal resources in the
relationship between job demands and work
engagement. Psihologija, 55(2), 123-136.

Chin, W. W. (1998). The partial least squares approach to structural equation
modeling. Modern methods for business research, 295(2), 295-336.

Cohen J. E. (1988). Statistical Power Analysis for the Behavioral Sciences.
Hillsdale, NJ: Lawrence Erlbaum Associates, Inc

Contu, E. G. (2020). Organisational performance — theoretical and practical
approaches; Study on students' perceptions. Proceedings of the
International Conference on Business Excellence, 14(1), 398—406.

Creswell, John W. (2012) Educational research: planning, conducting, and
evaluating quantitative and qualitative research. 4th ed. Pearson
Education, Inc., 501 Boylston Street, Boston, MA 02116

Demerouti, E., Bakker, A. B., Nachreiner, F., & Schaufeli, W. B. (2001). The
job demands-resources model of burnout. Journal of Applied
Psychology, 86(3), 499.

De Simone, S., Planta, A., & Cicotto, G. (2018). The role of job satisfaction,
work engagement, self-efficacy and agentic capacities on nurses'
turnover intention and patient satisfaction. Applied Nursing Research,
39,130-140.

Endris, Ebrahim and Kasseg, Andualem (2022). The role of micro, small and
medium enterprises (MSMEs) to the sustainable development of
Sub-Saharan Africa and its challenges: a systematic review of evidence
from Ethiopia. Journal of Innovation and Entrepreneurship

Fallatah, F., Laschinger, H. K., & Read, E. A. (2017). The effects of
authentic leadership, organisational identification, and occupational
coping self-efficacy on new graduate nurses' job turnover intentions in
Canada. Nursing Outlook, 65(2), 172-183.

Geisser, S. (1974). A predictive approach to the random effect
model. Biometrika, 61(1), 101-107.

Hair, Joseph F., G.T.M. Hult, C.M. Ringle, and M. Sarstedt (2017). A Primer
on Partial Least Squares Structural Equation Modeling (PIS-SEM). 2™
ed. Thousand Oaks, CA: Sage.

Hair, J. F., Black, W. C., Babin, B. J., & Anderson, R. E. (2018). Multivariate
Data Analysis (Eighth Edi). Cengage Learning, EMEA.

Hardaningtyas, R. T. (2020). Personal resources and turnover intention
among private sector employees: Does work engagement still
matter? JEMA: Jurnal IImiah Bidang  Akuntansi Dan
Manajemen, 17(1), 1-18.

138



Effect of Personal Resources on Turnover Intentions in Food and Beverage Manufacturing Micro and Small
Enterprises in Dar Es Salaam Tanzania
Saidi M Msangi, Chacha Matoka and Theresia Dominic

Henseler, J., Ringle, C. M., & Sarstedt, M. (2015). A new criterion for
assessing discriminant validity in variance-based structural equation
modeling. Journal of the academy of marketing science, 43, 115-135.

Hobfoll, S. E., Johnson, R. J., Ennis, N., & Jackson, A. P. (2003). Resource
loss, resource gain, and emotional outcomes among inner-city women.
Journal of Personality and Social Psychology, 84, 632—643.

Hom, P. W., Lee, T. W., Shaw, J. D., & Hausknecht, J. P. (2017). One
hundred years of employee turnover theory and research. Journal of
Applied Psychology, 102(3), 530.

Jauhari, T., & Yulianti, P. (2020). The effect of job resources as the
intervening variable towards turnover intention and employee
engagement. International Journal of Innovation Creativity and
Change, 11(9), 232-247.

Kachi, Y., Inoue, A., Eguchi, H., Kawakami, N., Shimazu, A., & Tsutsumi,
A. (2020). Occupational stress and the risk of turnover: a large
prospective cohort study of employees in Japan. BMC Public
Health, 20, 1-8.

Karatepe, O. M., Yavas, U., Babakus, E., & Deitz, G. D. (2018). The effects
of organisational and personal resources on stress, engagement, and job
outcomes. International Journal of Hospitality Management, 74, 147—
161

Keyko, K., Cummings, G. G., Yonge, O., & Wong, C. A. (2016). Work
engagement in professional nursing practice: A systematic review.
International Journal of Nursing Studies, 61, 142-164.

Kim, W. (2017). Examining mediation effects of work engagement among
job resources, job performance, and turnover intention. Performance
Improvement Quarterly, 29(4), 407-425.

Kim, W., & Hyun, Y. S. (2017). The impact of personal resources on
turnover  intention: The  mediating  effects of  work
engagement. European Journal of Training and Development, 41(8),
705-721.

Koo, B., Yu, J., Chua, B. L., Leg, S., & Han, H. (2020). Relationships among
emotional and material rewards, job satisfaction, burnout, affective
commitment, job performance, and turnover intention in the hotel
industry. Journal of Quality Assurance in Hospitality &
Tourism, 21(4), 371-401.

Kothari, C.R. (2009). Research methodology: Methods and techniques
(Revised). New Delhi, New Age International Publishers.

Kotzé, M. (2018). How job resources and personal resources influence work
engagement and burnout. African Journal of Economic and
Management Studies, 9(2), 148-164.

139



Effect of Personal Resources on Turnover Intentions in Food and Beverage Manufacturing Micro and Small
Enterprises in Dar Es Salaam Tanzania
Saidi M Msangi, Chacha Matoka and Theresia Dominic

Kwon, K., & Kim, T. (2020). An integrative literature review of employee
engagement and innovative behavior: Revisiting the JD-R
model. Human resource management review, 30(2), 100704.

Lee, K., Choi, J.0., Hyun, S.S., (2022). A study on job stress factors caused
by gender ratioimbalance in a female-dominated workplace: focusing
on male airline flightattendants. Int. J. Environ. Res. Publ. Health 19
(15).

Lesener, T., Gusy, B., & Wolter, C. (2019). The job demands-resources
model: A meta-analytic review of longitudinal studies. Work &
Stress, 33(1), 76-103.

Ma, S., & Trigo, V. (2008). Winning the war for managerial talent in China:
An empirical study. Chinese Economy, 41(3), 34-57.

Malauri, B., Mpogole, H., & Wiketye, E. (2021). Financial record-keeping
practices in micro and small businesses in Tanzania. SEDME (Small
Enterprises Development, Management & Extension Journal), 48(3),
285-298.

Mirkovi¢, B. (2024). The mediating role of optimism and self-efficacy in the
relationship between job autonomy and turnover
intention. Psihologija, 57(4), 457-473.

Naiemaha, S. U., AAS, A., & Ruswahidac, I. R. (2019). The relationship
between organisational commitment, employee engagement, job
satisfaction, and turnover intention: Evidence in the Malaysian
Hospitality Sector. International Journal of Advanced Science and
Technology, 28(13), 473-482.

Németh, Z., Dedk, P., Sziics, R., Makai, A., & Hock, M. (2024). The
adaptation of the 6-item Turnover Intention Scale among Hungarian
elderly care workers: A validity and reliability study.

Ngwa, W. T., Adeleke, B. S., Agbaeze, E. K., Ghasi, N. C, &
Imhanrenialena, B. O. (2019). Effect of reward system on employee
performance among selected manufacturing firms in the Litoral region
of Cameroon. Academy of Strategic Management Journal, 18(3), 1-16.

Nunnally, J.C (1978). Psychometric Theory. New York, NY: McGraw-Hill.

Ofei, A. M. A., Poku, C. A., Paarima, Y., Barnes, T., & Kwashie, A. A.
(2023). Toxic leadership behaviour of nurse managers and turnover
intentions: the mediating role of job satisfaction. BMC nursing, 22(1),
374.

Pierce, J. L., Gardner, D. G., Cummings, L. L., & Dunham, R. B. (1989).
Organisation-based self-esteem: Construct definition, measurement,
and validation. Academy of Management Journal, 32(3) S.

140



Effect of Personal Resources on Turnover Intentions in Food and Beverage Manufacturing Micro and Small
Enterprises in Dar Es Salaam Tanzania
Saidi M Msangi, Chacha Matoka and Theresia Dominic

Putra, E. D., & Cho, S. (2019). Characteristics of small business leadership
from employees’ perspective: A qualitative study. International
Journal of Hospitality Management, 78, 36-46.

Ringle, C. M., Sarstedt, M., & Straub, D. W. (2012). A critical look at the use of PLS-SEM
in MIS Quarterly. MIS Quarterly, 36(1), iii—xi

Saks, A. M. (2006). Antecedents and consequences of employee
engagement. Journal of managerial psychology, 21(7), 600-619.

Saunders, M., Lewis, P., and Thornhill, A. (2012). Research methods for
business students(6"" ed.). England: Harlow Pearson Educational
Limited.

Schaufeli, W. B., & Bakker, A. B. (2004). Job demands, job resources, and
their relationship with burnout and engagement: A multi-sample
study. Journal of Organizational Behavior: The International Journal
of Industrial, Occupational and Organizational Psychology and
Behavior, 25(3), 293-315.

Schaufeli, W. B., Shimazu, A., Hakanen, J., Salanova, M., & De Witte, H.
(2019). An Ultra-Short Measure for Work Engagement. European
Journal of Psychological Assessment, 35(4), 577-591.

Scheier, M. F., Carver, C. S., & Bridges, M. W. (1994). Distinguishing
optimism from neuroticism (and trait anxiety, self-mastery, and self-
esteem): a reevaluation of the Life Orientation Test. Journal of
personality and social psychology, 67(6), 1063.

Schwarzer, R., & Jerusalem, M. (1995). Generalised self-efficacy scale. J.
Weinman, S. Wright, & M. Johnston, Measures in health psychology: A
user’s portfolio. Causal and control beliefs, 35(37), 82-003.

Sherman, W. S., & Roberto, K. J. (2020). Are you talking to me?: the role of
culture in  crisis  management  sensemaking. Management
Decision, 58(10), 2195-2211.

Shuck, B. (2011). Integrative literature review: Four emerging perspectives
of employee engagement: An integrative literature review. Human
Resource Development Review, 10(3), 304-328.

Simon, M. K. (2011). Dissertation and scholarly research: Recipes for
success. Dissertation Success, LLC.

Skelton, A. R., Nattress, D., & Dwyer, R. J. (2020). Predicting manufacturing
employee turnover intentions. Journal of Economics, Finance and
Administrative Science, 25(49), 101-117.

Stephens, A. R., & Huaibing, Y. (2018). Emotional Intelligence, Self-
efficacy and Turnover: Evidence from Service Employees in China,
Journal of China Studies 21(2) 79-99.

141



Effect of Personal Resources on Turnover Intentions in Food and Beverage Manufacturing Micro and Small
Enterprises in Dar Es Salaam Tanzania
Saidi M Msangi, Chacha Matoka and Theresia Dominic

Stone, M. (1974). Cross-validatory choice and assessment of statistical
predictions. Journal of the Royal Statistical Society: Series B
(Methodological), 36(2), 111-133.

Sun, H. J., & Yoon, H. H. (2022). Linking organisational virtuousness,
engagement, and organisational citizenship behavior: The moderating
role of individual and organisational factors. Journal of Hospitality &
Tourism Research, 46(5), 879-904.

Teo, T., Lee, C. B., & Chai, C. S. (2008). Understanding pre-service teachers'
computer attitudes: applying and extending the technology acceptance
model. Journal of computer-assisted learning, 24(2), 128-143.

Tett, R. P., & Meyer, J. P. (1993). Job satisfaction, organisational
commitment, turnover intention, and turnover: path analyses based on
meta-analytic findings. Personnel Psychology, 46(2), 259-293.

Todd, G., Msuya, I., Levira, F., & Moshi, I. (2019). City profile: Dar es
salaam, Tanzania. Environment and Urbanization ASIA, 10(2), 193-
215.

Tuten, T. L., & Neidermeyer, P. E. (2004). Performance, satisfaction and
turnover in call centers. Journal of Business Research, 57(1), 26-34.

Urbach, N., & Ahlemann, F. (2010). Structural equation modeling in
information systems research using partial least squares. Journal of
Information Technology Theory and Application (JITTA), 11(2), 2.

Xanthopoulou, D., Bakker, A. B., Demerouti, E., & Schaufeli, W. B. (2007).
The role of personal resources in the job demands-resources
model. International journal of stress management, 14(2), 121.

Xanthopoulou, D., Bakker, A. B., Demerouti, E., & Schaufeli, W. B. (2009).
Reciprocal relationships between job resources, personal resources, and
work engagement. Journal of Vocational behavior, 74(3), 235-244.

Zeijen, M. E., Brenninkmeijer, V., Peeters, M. C., & Mastenbroek, N. J.
(2024). The Role of Personal Demands and Personal Resources in
Enhancing Study Engagement and Preventing Study Burnout. The
Spanish Journal of Psychology, 27, €10.

142



