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Abstract 

This research investigates the impact of organizational virtuousness (OV) on job 

burnout and work engagement, concentrating on the organisational support's moderating 

effect. The research also delves into the influence of job burnout on Work Engagement. 

Data was gathered from workers of 5-star hotels and travel agencies category (A) in 

Egypt, resulting in 334 valid responses that were assessed by PLS-SEM. The results 

showed that OV and job exhaustion were negatively correlated, additionally a positive 

correlation between work engagement and organizational virtuousness. Furthermore, the 

findings confirmed that work engagement and job burnout are negatively correlated. It 

was also revealed that organizational support does not moderate the relationship between 

variables in the research model. These outcomes offer practical implications to hotels and 

travel agencies for supporting their human resources in the work environment. 

Keywords: Organizational virtuousness, job burnout, work engagement, organizational 

support, tourism, hospitality. 

1. Introduction 

Front-line workers in the tourism and hospitality industry are widely 

acknowledged to have a crucial impact on quality of services, efficient restoration of 

services, and the retention of satisfied and devoted clients. As a result, the retention of 

high-performing frontline employees is just as vital for business success as customer 

loyalty and profitability (Karatepe, 2013). Hence, tourism businesses to survive need to 

constantly innovate and evolve, but the process of change is demanding and necessitates 

that employees have the mental resilience and opportunity to develop and adjust. In order 

to succeed in this uncertain climate, tourism organizations need to be concerned about 

their own virtues and values and the welfare of their employees, as these factors impact 

individual job performance and ultimately affect overall corporate performance (Magnier-

Watanabe et al., 2020). The concepts of virtue and virtuousness are different because 

virtue is regarded as a quality inherent in each individual human character, whereas 

"virtuousness" is a construct linked to a collection of qualities taken as a whole. 

Therefore, virtue relates to expressions made by groups of people (Constantinescu and 

Kaptein, 2021).  
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The term "virtuousness enabled by organizations" describes characteristics of The 

Corporation that supports virtue in its members. Consequently, behaviors by people, 

group endeavors, cultural characteristics, or procedures that enable the spread and 

maintenance of virtue within a company are all included in a broad definition of (OV) 

(Cameron et al., 2004).Within an establishment, virtue denotes intrinsic greatness 

(Meyer, 2018). It supports an organization's moral objectives rather than just its financial 

objectives, such as power, profit, and perseverance (Magnier-Watanabe et al., 2020). 

Furthermore, burnout is the result of remaining in stressful events and surroundings for 

long durations of time. Both of them and the organization suffer from burnout. 

Considering that bad behaviors toward professional obligations, disinterest, decreased 

performances, quitting the organizations, etc., are some of the organizational 

repercussions of burnout (Irfan et al, 2023). The type of employment and the setting in 

which one works are major factors in the prevalence of job burnout. (Tang et al., 2023). 

Work engagement has become a key focus in many institutions today (Halbesleben et al., 

2009; Christian et al., 2011), as companies increasingly recognize its importance. As a 

result, organizations are prioritizing the evaluation, improvement, and maintenance of 

employee engagement. Numerous studies have explored the elements that drive 

engagement and the possible consequences (Rich et al., 2010; Halbesleben et al., 2009). 

This body of research studies has progressed to the point where experts believe it is now 

possible to develop and test interventions aimed at enhancing work engagement (Leiter 

and Maslach, 2010; Knight et al., 2017). One key concept linked to work engagement is 

organizational support (OS), is based on the theory of organisational support. This theory 

describes the degree to which employees believe their employer respects their 

contributions and is concerned about their welfare (Kurtessis et al., 2017). Organisational 

support has a positive impact on job performance, as empirical research has consistently 

shown. (Manyasi et al., 2011; Baran et al., 2012), highlighting its critical role in fostering 

a productive and engaged workforce. 

In the tourism and hospitality context, there are a few studies on organizational 

virtuousness (e.g., Sun & Yoon, 2022; Youn & Kim, 2022), so there is still a lack of 

knowledge on this subject. However, there is a study that addressed organizational 

virtuousness in the Egyptian hospitality industry as a mediating variable between ethical 

leadership and internal whistleblowing intention (Mkheimer et al. 2023). Therefore, this 

study is the first to the researchers’ knowledge that compiles organizational virtuousness 

in a model with job burnout, work engagement, and organisational support in Egypt's 

framework of hospitality and tourism. 

Thus, the main objective of this research is to create a thorough framework that 

investigates the role that OS plays in the relations in the Egyptian tourism sector between 

OV and JB as well as between OV and WE. The primary objectives of the study can be 

further cleared as the following: (1) examining the impact of OV on JB and WE; (2) 

evaluating the influence of JB on WE; (3) examining the moderating effect of OS in The 
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relation between OV and JB; and (4) exploring the moderating role of OS in the 

relationship between OV and WE. 

2. Review of the literature 

2.1 The Dimension of Organizational Virtuousness 

Since virtues rarely occur in isolation, organizations often exhibit many virtues (Cameron 

and Winn, 2012). Therefore, a mix of virtues defines organizational virtuousness. 

Cameron et al.'s study in (2004) was among the first to develop the concept of 

organizational virtuousness. This study found that optimism, forgiveness, trust, 

compassion, and integrity are the qualities that best represent the idea of virtuousness in 

corporate contexts (Cameron et al., 2004). Cameron and Winn (2012) reported that 

virtues are associated with the analysis's organisational level and are therefore exhibited 

as routines and behaviors that are supported by organizational policies, practices, and 

procedures. Organizational virtuousness involves individuals’ actions, corporate 

initiatives, characteristics of culture, or processes that improve the distribution and 

perpetuation of virtuousness in an organization. When we talk about virtuousness in 

organizations, we're talking about surpassing, improving the conduct of the organization's 

members (Magnier-Watanabe et al., 2020).  

In addition, Bright et al., (2006) explained that the virtue of organizations is separated 

within two categories: Organisational virtue and virtue via organizations. The previous 

refers to "the behavior of individuals in organizational settings that helps people flourish 

as human beings," while the latter refers to "the enablers in organizations that foster and 

perpetuate virtuousness." Since virtue is characterized by three things—moral goodness, 

human effect, and social betterment—it is also important for organizations (Searle and 

Barbuto, 2011). For the organization, organizational virtuousness can be a source of 

durability and long-term success. Since "the context is more like a conductor of virtue, 

might motivate others to act and maybe even become virtuous as well," it has been 

acknowledged as a situation that feeds on itself (Meyer, 2018, p. 261). More broadly, the 

goal of workplace virtue is to foster an atmosphere that upholds human dignity, fosters 

growth, and promotes wellbeing (Cameron and Winn, 2012). 

From the view of Cameron and Winn (2012), virtuousness is of intrinsic worth and is not 

dependent on the pursuit of financial gain. It can, however, intensify the favorable effects 

and mitigate the unfavorable ones (Smith, 2013). According to Zamahani et al., (2012), 

organizational virtuousness can foster prosocial conduct, generate happy feelings, and 

increase social capital. Since organizations, like people, exhibit multiple virtues, 

organizational virtuousness is defined as an aggregate constellation of virtues. From the 

perspective of employees, the virtues of optimism, forgiveness, compassion, trust, and 

integrity have been determined to be those whose combination can best encapsulate the 

idea of organizational virtuousness (Cameron et al., 2004; Nikandrou and Tsachouridi, 

2015). From another view, Bright et al., (2006) reported that virtuousness is the ideal 

condition of human or organizational character, while Bolino et al., (2002) and Ugwu 
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(2012) confirmed that it not only helps firms steer clear of misbehavior but also instills 

confidence in their workforce, increasing the possibility that they will strive for greater 

personal and social benefits.  

2.2 The Dimension of Job Burnout  

The term ―job burnout‖ was first proposed by Freudenberge (Wu et al., 2018). Overwork 

stress can lead to a range of physical and psychological symptoms known as job burnout. 

Which includes depersonalization, emotional weariness, and a decline in individual 

achievement (Zeng et al., 2020). The psychological state that results from employees 

feeling job burnout at work and being unable to accomplish their objectives is known as 

job burnout. It drains one's mental and physical resources, which results in fatigue (Tang 

et al., 2023). A study by Tununu and Martin (2020) found that inadequate coping 

mechanisms and ongoing, unresolved work-related stress are key factors that lead to job 

burnout. 

Job burnout is defined as stress at work that causes a person to become physically or 

emotionally exhausted. This can lead to a profound depression, decreased productivity, 

increased susceptibility to major illnesses, etc. Stress at work causes a person to become 

jaded, agitated, and brief with customers, customers, and coworkers. Based on studies, 

these particular circumstances may foster an unpleasant experience that might result in 

burnout (Pinto et al., 2014; Bianchi and Brisson, 2017; Irfan et al, 2021). 

Workers that suffer from burnout at work may experience psychological problems as a 

result of stressful or difficult work environments (Salvagioni, et al., 2017; Leiter and 

Maslach, 2018; Altamimi et al., 2021). Moreover, job burnout is more of an 

organizational issue than an individual one, so when workers aren't producing as much as 

they should, typically, the employer is at fault rather than the employees. Based on 

previous research, companies with high rates of employee burnout typically have three 

main causes: an excessive workload, ineffective time management, and overworking 

even the most qualified staff members (Irfan et al, 2021). 

2.3 The Dimension of Work engagement 

The concept of worker involvement was first introduced by Kahn (1990), who argued 

that motivated workers encounter three core psychological conditions: meaning, 

psychological safety, and availability. Meaning refers to the personal reward employees 

feel when they invest time and energy into their work. Psychological safety is the sense 

of trust and security they feel within the workplace, while availability speaks of 

possessing the necessary physical and mental capacity to execute their job effectively 

(Singh and James, 2016). Expanding upon Kahn’s work, Knight et al. (2017) expanded 

the concept by distinguishing between organizational engagement and work engagement, 

recognizing the multiple roles employees fulfill. The Utrecht Work Engagement Scale 

(UWES), which was created in 2002 by Schaufeli et al., measures work engagement. It is 

defined as a positive psychological state that is characterised by vigour, devotion, and 

absorption (Knight et al., 2017). Bakker and Leiter (2010), along with Bakker et al. 
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(2011), have provided several explanations of engagement. However, the most widely 

accepted definition is likely that of Kim et al. (2012), who described participation as an 

active, positive work-related state marked by vigor, dedication, and absorption. High 

levels of vigour are defined as resilience and energy during work. Dedication is the sense 

of being fully committed to one's work, feeling challenged, and finding it meaningful and 

exciting. Absorption is when an employee becomes so engrossed in their work that time 

seems to fly by, creating a sense of joyful immersion (Bakker & Demerouti, 2017). 

A pleasant, rewarding state of mind relating to one's work that encompasses ideas like 

vigour, dedication, and immersion is called work engagement (Christian et al., 2011). 

Vigorous people have high levels of energy and mental toughness when working, are 

eager to put effort into their work, and persevere in the face of difficulties. A feeling of 

significance, zeal, drives, excitement, and difficulty are characteristics of commitment. 

When someone is completely focused and absorbed in what they are doing, time seems to 

fly past. It is noteworthy that, according to Bakker et al., (2008), "engagement refers to a 

more persistent affective-motivational state that is not focused on any particular object, 

event, or behavior, rather than a momentary and specific state, such as an emotion." The 

definition of Job engagement is a "positive, fulfilling work-related state of mind" 

(Schaufeli, 2012) and well-being at work that exhibits vigour, commitment, and 

absorption, where the emphasis is on the individual's experience (Barnes and Collier, 

2013). 

Work involvement is a complex idea that involves the employee's relationship with their 

job, organization, and overall professional role. It differs from the narrower concept of 

work engagement, which focuses solely on the employee's connection with their specific 

tasks and work (Schaufeli and Salanova, 2011; Schaufeli and Bakker, 2011). This 

differentiation is crucial for practical applications and for differentiating involvement at 

work from similar ideas (Schaufeli and Bakker, 2010). The construct of work 

engagement has three essential aspects that must be understood. First, as noted by Bakker 

and Leiter (2010), work engagement is a clearly defined psychological state that can be 

empirically researched and applied in practical contexts, based on the conceptualization 

by Schaufeli and colleagues. Second, Sweetman and Luthans (2010) emphasized that 

work engagement is not a fleeting or unchangeable state; rather, it is adaptable. Lastly, 

it's critical to remember that Workplace engagement and employee engagement are 

distinct concepts (Schaufeli and Bakker, 2010), underscoring the broader nature of 

employee engagement, which includes relationships beyond just the tasks at hand. 

A variety of tools are available to gauge employee engagement at work. Items for 

measuring the three engagement aspects listed in Schaufeli et al., (2002)'s formulation 

are included in the Utrecht Work Engagement Scale (UWES) (Schaufeli et al., 2002; 

Schaufeli and Bakker, 2004). The Oldenburg Burnout Inventory (OLBI) is an alternative 

tool for measuring employee engagement at work (Demerouti and Bakker, 2014). 

Although this instrument was initially designed to measure burnout, it can also be used to 
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measure work engagement because it contains both favorably and negatively framed 

items (Schaufeli and Bakker, 2010). 

Lastly, a three-dimensional definition of engagement that bears a strong resemblance to 

Schaufeli et al. (2002) was introduced by May et al. (2004). More accurately, May et al. 

differentiate between three types of absorption— energy, commitment, and engagement 

as determined by the UWES —that are related to performing one's job: physical (e.g., ―I 

exert a lot of energy performing my job‖), passionate (e.g., ―I really put my heart into my 

job‖), and cognitive (e.g., ―Performing my job is so absorbing that I forget about 

everything else‖) (Bakker and Demerouti, 2008). The three subscale scores in the May et 

al. (2004) study are combined to produce a single, trustworthy overall rating.  

2.4 Organizational support 

The term "organisational support" describes how much workers feel their employer 

appreciates their contributions and is concerned about their welfare (Suifan et al., 2018; 

Irfan et al., 2021). It is indispensable to shaping workplace perceptions and behaviors, 

particularly in environments with a family-friendly culture. This creates a more cohesive 

workplace, positively influencing the growth and overall operations of the organization 

(Hung & Chen, 2020). Research has consistently demonstrated that workers who believe 

strong support from their employers are more likely to display positive outcomes such as 

better attendance (Carmeli et al., 2017), higher levels of citizenship activities (Purwanto 

et al., 2021), improved work output (Loan, 2020), and stronger affective commitment to 

the organization. These positive perceptions of support encourage employees to align 

their efforts with organizational goals. 

Tang et al. (2023) discovered that higher organisational support levels are connected to 

lower instances of role conflict and ambiguity. Similarly, Wu et al. (2018) highlighted the 

negative connection between organizational support and workplace stress. Employees 

who work in organizations with strong work-life harmony cultures typically exhibit 

greater motivated to apply their skills and knowledge effectively, creating harmony in 

their behaviors (Irfan et al., 2021). Additionally, studies confirm that organizational 

support is an effective tool for reducing job stress and burnout (Wu et al., 2020). 

3. Development of Conceptual Models and Hypotheses 

3.1 Organizational Virtuousness and Job Burnout 

There have been a lot of empirical investigations carried out in an attempt to demonstrate 

the connection among organizational virtuousness and job burnout through both direct 

and indirect means (Mujeeb et al., 2022). Additionally, Shepherd et al. (2011) Poor 

supervisory support is one of the key factors that has been suggested to cause workplace 

burnout, lack of human considerations by the managers, and absence of objectivity in 

decisions. The study by Huhtala et al. (2015) this involved 245 work units in a public 

sector organization and was carried out confirmed that higher perceptions of ethical 

virtues culture lead to lower job burnout. From the viewpoint of the call centre staff, 
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Mujeeb et al. (2022) found that organizational virtuousness negatively influences 

burnout. Hence, H1 was proposed: 

H1: OV negatively relates JB. 

3.2 Organizational virtuousness and work engagement 

Surprisingly, there is a limited effort to look into the connection among work engagement 

and perceptions of virtuousness in businesses (Singh et al., 2017). Sun and Yoon (2022) 

proposed that Workers are increasingly expecting their organizations to actively support 

their well-being through the cultivation of organisational virtue, which in turn leads to 

enhanced views of work engagement and organisational citizenship behaviour.  

Ugwu (2012) pointed out that while virtuousness is comparatively rarely studied, certain 

positive psychology notions like engagement, hope and happiness are receiving extensive 

academic attention. Several researchers responded to the paucity of studies on 

organizational virtue (e.g., Lilius et al., 2008). Huhtala et al. (2015) verified the fact that 

higher perceptions of ethical virtues culture lead to higher work engagement. Singh et al. 

(2017) discovered that organizational virtuousness highly correlates with work 

engagement. Liang & Wong (2023) also showed that organizational virtuousness 

influences work engagement both directly and indirectly by way of well-being. It is 

therefore hypothesized that:  

H2: OV positively relates to WE. 

 3.3 Job Burnout and Work Engagement 

Work engagement exposes the advantageous feature of employee health, whereas job 

burnout reflects the unfavorable element, based on the resources and demands of the 

work theory (Bakker and Demerouti, 2014, 2017). Job burnout is a severe and 

undesirable consequence of working in an environment that is both continuously 

demanding and dangerous. According to Schaufeli et al., (2009), employees who 

experience persistent and specific occupational stress are at risk of developing job 

burnout. Job burnout is additionally described as a feeling of diminished energy at work 

(emotional, cognitive, and physical) as a result of prolonged exposure to demanding 

working conditions. Studies have demonstrated a favorable correlation between burnout 

and low arousal feelings and depression (Bakker and Oerlemans, 2012; Hung Kee et al., 

2019). The study of Bakker and Oerlemans (2012) reported that one of the key factors 

influencing employee well-being and workplace satisfaction is work engagement. Dahiya 

and Raghuvanshi (2021) studied two aspects of worker well-being: job burnout, which is 

a bad element of worker well-being, and work engagement, which is advantageous 

component of welfare. Therefore, the following hypothesis was suggested: 

H3: JB negatively relates to WE. 

3.4 The moderating role of OS  

Organizational virtuousness fosters positive spiritual feelings in employees and changes 

and enhances the employment relationship connection and the ensuing responses from 

the workforce (Tsachouridi and Nikandrou, 2016). Hence, favourable organizational 
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virtuousness causes workers to feel acutely supported by the organization (Rego et al., 

2011; Ruiz-Palomino and Martinez-Canas, 2014) and to show appreciation for working 

in a virtuous organization (Batistic, 2018). Tsachouridis and Nikandrou (2016) further 

suggest that workers who exhibit organizational virtuousness view their company as 

helpful. According to Ogungbamila et al., (2014), job burnout causes a negative attitude 

toward organizations and employment as well as higher absenteeism a sense of anxiety, 

and low self-esteem. Employees will respond by acting in a deviant manner in an attempt 

to protect personal resources, as these bad sensations will exhaust them. The plan to 

depart from the job is the most detrimental impact of such bad feelings resulting from job 

burnout (Marchand and Vandenberghe, 2016; Ogungbamila et al., 2014).  

Organizational support enhances employees' work engagement by providing them with a 

sense of pride and emotional reinforcement (Lee & Peccei, 2007; Zacher & Winter, 

2011). Considering the principle of mutual exchange, workers who perceive 

organizational support often sense a responsibility to return the favour through positive 

attitudes and behaviors that benefit the organization (Murthy, 2017). This support often 

leads to higher job engagement, as workers respond by becoming more committed and 

invested in their roles (Saks, 2006). Nusantria (2012) found that work engagement and 

organisational support were positively correlated. However, these findings contrast with 

research from Karatepe and Mehmet (2016), Eisenberger and Stinglhamber (2011), and 

Kurtessis et al. (2015), which provide empirical data that explicitly connects 

organisational support to higher levels of work engagement. Karatepe and Mehmet 

(2016) argue that employees who feel supported by their organizations exhibit higher 

levels of commitment and engagement with their work. Despite this, only a limited 

number of research has empirically explored the relationship among organizational 

support and work engagement within the hospitality and tourism industries (Karatepe & 

Mehmet, 2016). Based on this, it makes sense to anticipate that work engagement will 

rise in response to perceived organizational support. Consequently, H4 was formulated as 

the following: 

H4: OS moderates the relationship between OV and JB. 

H5: OS moderates the relationship between OV and WE. 

Based on the above, the research model is depicted in Figure 1. 
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Figure 1. The research model 

 

3. Methodology 

The suggested study framework was examined through using an assessment form as a 

quantitative tool. To get the data, an electronic questionnaire was employed. The study's 

scales were developed from earlier research to be able to guarantee the accuracy and 

consistency of the measurements. Fifteen items from Rego et al. (2011) and Magnier-

Watanabe et al. (2020) were used to assess organisational virtuousness. Job burnout was 

measured using a 9-items based on Salama et al. (2022) scale. Work engagement was 

examined utilising a 9 items from the study of Karatepe (2013). Lastly, organisational 

support was evaluated using six items that were taken from Alrawadieh & Alrawadieh 

(2022). The survey was developed electronically, and distributed via LinkedIn using a 

convenience sample to staff members of Greater Cairo's five-star hotels and tourist 

agencies (categories - A) during June and July 2024. 334 responses in total were suitable 

for statistical analysis. 

4. Analysis and results 

An assessment was made on the structural model, and the hypotheses were tested using 

WarpPLS 7.0, employing the PLS-SEM technique (Kock, 2022). Recent studies continue 

to highlight PLS-SEM as a robust analytical method widely used across various fields, 

including tourism, particularly for assessing complex structural models with multiple 

variables and both direct and indirect relationships (Hair et al., 2022; Sarstedt et al., 

2023). 

4.1 Sample characteristics 

The sample characteristics, as shown in Table 1 below, show a predominance of male 

participants, accounting for 71.86% of the total 334 respondents, while females constitute 

28.14%. The majority of respondents are under 35 years old, representing 74.55% of the 

sample, with 21.56% aged between 35 and 55 years, and only 3.89% aged over 55 years. 

Educational attainment among participants is predominantly at the bachelor's level 

(60.78%), followed by high school graduates at 29.94%. Those with a master's degree 

make up 7.78%, and only 1.50% hold a Ph.D. In terms of workplace distribution, a 

significant portion of the sample (71.86%) is employed in hotels, while the remaining 

28.14% work in travel agencies. This distribution highlights the demographic and 

professional profiles within the sample, providing a foundation for understanding the 

context of the study. 

Table 1. Characteristics of sample 
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Item Frequency Percent (%) 

Gender Male 240 71.86 

Female 94 28.14 

Age less than 35 years 249 74.55 

35-55 years 72 21.56 

More than 55 years 13 3.89 

Education  High school 100 29.94 

Bachelor 203 60.78 

Master 26 7.78 

Ph.D. 5 1.50 

Workplace Travel agency 94 28.14 

Hotel 240 71.86 

4.2 The measurement model 

The model of measurement in Table 2 shows strong psychometric properties for four 

constructs: (OV), (JB), (WE), and (OS). All item loadings are significant, with values 

exceeding 0.872, indicating strong item-construct relationships (Kim and Garrison, 2009; 

Benitez et al., 2020). The Cronbach's alpha (α) values fall between 0.975 and 0.990. 

suggesting high internal consistency (Becker et al., 2022), while the Composite Values 

for reliability (CR), everything above 0.978, and confirm the reliability of the constructs 

(Manley et al., 2021). The values of the Average Variance Extracted (AVE), between 

0.835 and 0.927, indicate that each construct explains a substantial amount of variance 

from its indicators, supporting the model's validity (Henseler et al., 2022). 

Table 2. The model of measurement 

Variable Item Loading  α  CR  AVE 

Organizational 

virtuousness (OV) 

OV-1 0.903 0.990 0.991 0.874 

OV-2 0.896 

OV-3 0.925 

OV-4 0.933 

OV-5 0.949 

OV-6 0.941 

OV-7 0.942 

OV-8 0.941 

OV-9 0.954 

OV-10 0.954 

OV-11 0.948 

OV-12 0.950 

OV-13 0.947 

OV-14 0.904 

OV-15 0.937 

Job burnout (JB) JB-1 0.928 0.975 0.978 0.835 
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JB-2 0.933 

JB-3 0.872 

JB-4 0.904 

JB-5 0.919 

JB-6 0.918 

JB-7 0.924 

JB-8 0.892 

JB-9 0.932 

Work engagement 

(WE) 

WE-1 0.886 0.977 

 

0.980 0.842 

WE-2 0.931 

WE-3 0.873 

WE-4 0.937 

WE-5 0.936 

WE-6 0.914 

WE-7 0.941 

WE-8 0.916 

WE-9 0.925 

Organizational support 

(OS) 

OS-1 0.950 0.984 0.987 0.927 

OS-2 0.963 

OS-3 0.973 

OS-4 0.968 

OS-5 0.962 

OS-6 0.962 
 

4.3 Discriminant validity  

The table assesses the discriminant validity of four variables (OV, JB, WE, OS) by 

contrasting each variable's square root of the Average Variance Extracted (AVE) 

(displayed on the diagonal) with the correlations between the variables (off-diagonal). 

Discriminant validity is confirmed as the square root of the AVE for each variable is 

greater than its corresponding correlation coefficients with other variables, indicating that 

each variable measures a distinct concept. This complies with the given requirements by 

Fornell and Larcker (1981), supporting the notion the fact that the constructs are unique 

despite some inter-variable correlations (Fornell & Larcker, 1981). 
 

Table 3. Evaluation of discriminant validity 

Variable 1 2 3 4 

1. OV (0.935)    

2. JB -0.865 (0.914)   

3. WE 0.884 -0.886 (0.918)  

4. OS 0.936 -0.860 0.910 (0.963) 

 

4.4 The structural model for research 
 

Path coefficient analysis was used to assess the structural model, R-square and P-values. 

The results from the hypothesis tests (Fig. 2) indicate that (OV) negatively influences 
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(JB) (P < 0.01, β = -0.79, confirming H1. Conversely, OV positively influences (WE) (β 

= 0.44, P < 0.10), which results in the adoption of H2. Additionally, the findings show 

that JB negatively impacts WE (β = -0.46, P < 0.01), confirming H3. Regarding the 

moderating role of (OS), H4 and H5 are rejected since the analysis showed that OS did 

not alter the link between OV and JB (β = 0.09, P = 0.18) or between OV and WE (β = 

0.14, P = 0.07). The R² values for JB and WE indicate the percentage of variation in these 

endogenous variables explained by the model. An R² of 0.78 for JB means that 78% of 

the variation in JB can be accounted for by the model, while an R² of 0.75 for WE 

suggests that 75% of the variation in WE is clarified by the model. The model appears to 

be a reasonable fit for the data based on these comparatively high R2 values. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 2. The research structural model. 

5. Discussion 

The aim of this study was to investigate how organisational virtue affects work 

engagement and job burnout, concentrating on the moderating effect of organisational 

support, particularly in category A travel agencies and five-star hotels in Egypt. The 

study hypothesized that organizational virtuousness affects both job burnout and work 

engagement directly and indirectly through organizational support, proposing a negative 

relationship between organizational virtuousness and job burnout, and a positive 

relationship with work engagement. It also suggested that organizational support 

moderates these relationships.  

The results confirmed that OV significantly reduces JB, aligning with earlier studies 

(Huhtala et al., 2015; Mujeeb et al., 2022) which emphasized the role of ethical virtues in 
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lowering burnout. Similarly, the study discovered a favourable correlation between OV 

and WE, in agreement with previous findings (Huhtala et al., 2015; Singh et al., 2017; 

Liang & Wong, 2023) showing that virtues within organizations boost engagement 

levels. Surprisingly, the investigation showed that job burnout positively influenced work 

engagement, which contradicted common assumptions. However, this result was 

consistent with prior studies (Bakker & Oerlemans, 2012; Hung Kee et al., 2019) that 

noted how burnout could lead to heightened engagement in certain contexts, possibly as a 

result of the growth of internal resources like optimism and self-efficacy (Bakker et al., 

2008). Additionally, motivated workers are more likely to display proactive job behaviors 

(Ortiz-Gomez et al., 2020; Zhu, 2013). 

Regarding organisational support's moderating role, the study found no evidence that 

organizational support moderated the relationship among organizational virtuousness and 

job burnout or work engagement. This contradicts prior studies (Tsachouridi & 

Nikandrou, 2016; Nusantria, 2012) which suggested that organizational support could 

enhance these relationships, while others (Karatepe & Mehmet, 2016; Eisenberger & 

Stinglhamber, 2011; Kurtessis et al., 2015) highlighted its importance in fostering work 

engagement. 

6. Theoretical and practical implications 

This research has important theoretical consequences, particularly for researchers in 

hospitality and tourism. It makes a substantial contribution to the broader academic 

literature on OV, JB, WE, and OS, with a specific focus on five-star hotels and category 

A travel agencies. Research in these areas within hospitality and tourism has been 

limited, and this study addresses that gap by introducing a new theoretical framework. 

This framework examines the interrelationship between organizational virtuousness, job 

burnout, and work engagement, while also examining how organisational support 

functions as a moderator in these relationships. The proposed model deepens our 

understanding of how organizational virtuousness influences employees' attitudes and 

behaviors toward their organizations, particularly concerning job burnout and work 

engagement. 

Practically, the study holds critical implications for the hospitality and tourism sectors. 

Consistent with previous research, it confirms that organizational virtuousness 

significantly impacts job burnout and work engagement. Therefore, it is crucial for hotels 

and travel agencies to develop policies and practices that enhance the positive effects of 

organizational virtue on both job burnout and work engagement, especially through 

organisational support's moderating role. To reduce job burnout and increase 

organizational virtuousness and work engagement, it is vital to create a better work 

environment. Previous studies, such as Nusantria (2012), discovered a favourable but 

minor relationship between organizational support and work engagement. However, this 

contrasts with findings from Karatepe and Mehmet (2016), Eisenberger and Stinglhamber 

(2011), and Kurtessis et al. (2015), which show a strong empirical relationship between 

work engagement and organisational support. 
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In light of these findings, creating a positive work environment in hotels and travel 

agencies is not merely an option for management but a key element in fostering balance 

and work engagement. Additionally, sufficient organizational virtue from managers and 

supervisors is essential. Understanding and addressing the challenges that employees face 

related to job burnout can help manage work demands, improve mental well-being, and 

boost work engagement. Lastly, hotel and travel agency managers must prioritize the 

promotion of organizational virtuousness, as doing so can significantly reduce job 

burnout and enhance employee engagement. Establishing a friendly and supportive 

workplace climate can lead to more engaged employees and a healthier organizational 

culture. 

7. Limitations and further research 

This research faces several limitations, including the industry-specific focus (Hotels and 

travel agencies), reliance on cross-sectional data, and addressing a specific region 

(Egypt). These limitations suggest that results might not be easily applicable to several 

sectors or cultures. Future studies ought to explore additional moderators, such as 

leadership styles and personal traits, and consider how external factors and remote work 

environments affect these dynamics. Longitudinal studies, cross-cultural (e.g. Arab and 

African countries), and multi-industry investigations (e.g., restaurants, airlines) are 

needed to shed light on the ways in which organisational virtue, organizational support, 

and job burnout evolve over time and across different contexts. 
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أثر انفضيهة انتنظيمية عهى الاحتراق انوظيفي والارتباط بانعمم في صناعة انسياحة وانضيافة: 

 اندور انمعدل نهدعم انتنظيمي

ممدوح حسن يونس
1

هيثم انصوانحي         
2

يحيى انزق      
1

محمد انسعيد     
3 

 

1 
 قسى انذساسبث انسيبحيت، كهيت انسيبحت ٔانفُبدق، جبيعت يذيُت انسبداث

2 
 قسى إداسة انفُبدق، كهيت انسيبحت ٔانفُبدق، جبيعت يذيُت انسبداث

3 
 قسى انذساسبث انفُذقيت، كهيت انسيبحت ٔانفُبدق، جبيعت انًُصٕسة

 

 انمهخص انعربي

، يع انتشكيز عهى ٔالاستببط ببنعًمانٕظيفي الاحتشاق تأثيش انفضيهت انتُظيًيت عهى  إنى دساستْزِ انذساست  تٓذف

. تى جًع الاستببط ببنعًمانٕظيفي عهى الاحتشاق تأثيش  إنى دساستانبحث  يٓذفنهذعى انتُظيًي. كًب  انًعذلانتأثيش 

استجببت صبنحت  334يصش، يًب أسفش عٍ انبيبَبث يٍ يٕظفي انفُبدق انخًس َجٕو ٔٔكبلاث انسفش يٍ انفئت )أ( في 

أشبسث انُتبئج إنى ٔجٕد علاقت سهبيت بيٍ انفضيهت  .PLS-SEMًَزجت انًعبدلاث انبُبئيت  تى تحهيهٓب ببستخذاو

انٕظيفي، ٔكزنك ٔجٕد علاقت إيجببيت بيٍ انفضيهت انتُظيًيت ٔانًشبسكت في انعًم. علأة عهى ٔالاحتشاق انتُظيًيت 

. كًب تى انكشف عٍ أٌ انذعى انتُظيًي ٔالاستببط ببنعًمانٕظيفي  الاحتشاقبئج ٔجٕد علاقت سهبيت بيٍ انُت أكذثرنك، 

هفُبدق ٔٔكبلاث ن يجًٕعت يٍ انتٕصيبثانعلاقت بيٍ انًتغيشاث في ًَٕرج انبحث. تقذو ْزِ انُتبئج  نيس نّ أًْيت في

 .انسفش نذعى يٕاسدْب انبششيت في بيئت انعًم

 انفضيهت انتُظيًيت، الاحتشاق انٕظيفي، الاستببط ببنعًم، انذعى انتُظيًي، انسيبحت، انضيبفت. :انكهمات اندانة
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