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ABSTRACT

This study investigated the relationships between job satisfaction,
polychronicity, employee engagement, and turnover intention, with
the work environment as a moderating factor. Using a quantitative
approach, the research employed a survey method with purposive
sampling to gather data from 360 employees across various
manufacturing companies in Batam City. Structural equation
modeling-partial least squares (SEM-PLS) was utilized for data
analysis, processed with SmartPLS software. The findings revealed
several significant relationships. Polychronicity positively and
significantly affected employee engagement, job satisfaction, and
turnover intention. Job satisfaction positively and significantly
influenced employee engagement and negatively and significantly
affected turnover intention. The work environment also had a
positive and significant impact on job satisfaction. However,
employee engagement negatively but not significantly affected
turnover intention. Additionally, the work environment moderated
the relationship between job satisfaction and polychronicity. These
results underscore the importance of fostering a conducive work
environment to enhance job satisfaction and manage turnover
intention effectively. The study provides valuable insights for
organizational leaders and HR practitioners in manufacturing
industries, offering strategies to improve employee engagement
and reduce turnover rates. Furthermore, the findings contribute to
the theoretical understanding of the interplay between individual
and environmental factors in workplace dynamics.
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1. INTRODUCTION

Employee turnover has become a major challenge faced by many companies. This high turno-
ver rate can cause significant financial losses due to the costs that companies must incur to
recruit and train new employees who will replace vacant positions (Andriani et al., 2021). In
addition, turnover can also result in losses in terms of human resources and motivation, as com-
panies lose valuable labor. This process of replacing employees not only involves recruitment
costs, but also includes efforts in acclimating new employees to the work environment. While
employees who remain may remain motivated and dedicated, there is still a risk that some em-
ployees may start looking for other employment opportunities, which could result in more turn-
over.

The importance of a stable and productive workforce has become a major focus of human re-
sources. One indicator that reflects labor market dynamics is the turnover rate, which measures
the frequency of employee turnover within an organization. On the other hand, the unemploy-
ment rate describes the proportion of individuals who are looking for a job but have not man-
aged to find one in the labor market. The relationship between turnover rate and unemployment
rate is an important aspect to study.

Batam City holds strategic importance as one of Indonesia's largest industrial zones, with a
thriving manufacturing industry that plays a pivotal role in the nation's economy. As part of a
free-trade zone within the Indonesia-Malaysia-Singapore Growth Triangle, Batam attracts sig-
nificant domestic and international investment. This has led to the establishment of numerous
manufacturing companies specializing in electronics, shipbuilding, and other export-driven sec-
tors. The sector's labor-intensive nature makes workforce dynamics, such as turnover and un-
employment rates, critical areas of study.

Data from the Statistics Indonesia (BPS Kota Batam, 2023) shows that the unemployment rate
in Batam City decreased from 2021 to 2023, from 11.64% in 2021 to 8.23% in 2022, and further
t0 6.80% in 2023. While the decline in unemployment is a positive sign for the local economy,
the manufacturing industry often faces challenges in retaining skilled workers and reducing
turnover. High turnover rates can disrupt production cycles, increase recruitment costs, and
affect overall productivity, making employee satisfaction and engagement key priorities for
organizations in Batam. Studying Batam’s labor market dynamics provides valuable insights
not only for local businesses but also for policymakers aiming to sustain economic growth and
workforce stability in one of Indonesia's most vital industrial regions.

Polychronicity, defined as the ability to manage and perform multiple tasks simultaneously, is
an important characteristic in dynamic work environments such as the manufacturing sector
(Kumar et al., 2023). Unlike multitasking, which refers to engaging in multiple tasks at the
same time but in a fragmented or task-switching manner, polychronicity involves the capacity
to switch between tasks seamlessly, often handling several complex activities concurrently.
This ability to operate polychronically is crucial in environments where efficiency and adapta-
bility are key to productivity.
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However, employees who are high in polychronicity may face increased work pressures and
challenges due to the demands of juggling multiple responsibilities at once. Research suggests
that this can lead to heightened stress levels, greater job demands, and ultimately, reduced job
satisfaction (Liu et al., 2021). Job satisfaction and turnover intention are two critical variables
in the workplace that are often influenced by these dynamics. Job satisfaction typically refers
to the extent to which employees feel fulfilled and content with their roles, while turnover in-
tention reflects the likelihood that an employee will seek to leave their current position.

Given these factors, it is essential to explore the relationship between polychronicity and turn-
over intention in the manufacturing sector, where high demands and fast-paced work environ-
ments are common. Understanding this relationship can provide insights into how employees'
ability to manage multiple tasks affects their work experience and career decisions. The increas-
ing complexity of modern work environments makes this investigation particularly relevant, as
it could help organizations identify strategies to mitigate turnover by improving job satisfaction
and addressing stress-related issues. The main indicators of these variables include task com-
pletion rates and work-related stress (for polychronicity), overall job fulfillment (for job satis-
faction), and the likelihood of leaving the job (for turnover intention).

This research will explore the relationship between Polychronicity and Turnover Intention, in-
cluding Employee Engagement, Job Satisfaction, which is mediated by Work Environment.
Research conducted by (Asghar et al., 2020) found that Polychronicity has a negative and sig-
nificant effect on Turnover Intention. Other research by als (Twaissi et al., 2022) o found that
Polychronicity has a positive influence on Employee Engagement. And in another study by (W.
Zhang et al., 2021) also found that Polychronicity has a positive and significant effect on Job
Satisfaction. This study aims to examine the mediating role of Work Environment in the rela-
tionship between Polychronicity, Job Satisfaction, Employee Engagement, and Turnover Inten-
tion among manufacturing industry employees.

This study will use a survey method to collect data regarding Polychronicity, Job Satisfaction,
Employee Engagement, Work Environment, and Turnover Intention. The purpose of this study
is to determine the mediating role of Work Environment in the relationship between Polychro-
nicity, Job Satisfaction, Employee Engagement, and Turnover Intention among manufacturing
industry employees which will generally involve an in-depth understanding of the dynamics of
the work environment and how certain factors affect satisfaction, employee engagement, and
turnover intention. Based on this explanation, the following research model is presented.
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Figure 1. Research Model
Source: (Andriani et al., 2021)

Relationship between Polychronicity and Turnover Intention. According to (Asghar et al.,
2020) polychronic is someone who prefers to be involved in many tasks at the same time and
often moves from one task to another. Polychronic behavior is the habit of someone who tends
to feel comfortable doing several tasks at once. Meanwhile, according to (Andriani et al., 2021)
employees as human resources are the main controllers in every operational activity in an or-
ganization, so maintaining their employees is certainly a difficult thing for every company.

Polychronicity, can reduce the desire to move, where employees must adjust to high work de-
mands and be ready to provide optimal service to customers (Andriani et al., 2021). Based on
the findings of the study conducted by (Asghar et al., 2020) and supported by other research
(Andriani et al., 2021), it can be concluded that Polychronicity has a significant negative impact
on Turnover Intention. H1: There is a significant influence between Polychronicity and Turno-
ver Intention.

Relationship between Polychronicity and Employee Engagement. Polychrony involves
switching between tasks or working or doing different activities at the same time. Polychronic
individuals can carry out and manage multiple tasks at the same time while dealing with inter-
ruptions and achieve their goals to the best of their ability (Twaissi et al., 2022). To support this
argument, polychronic servers should remain enthusiastically and joyfully engaged with their
work (Asghar et al., 2020). From the evaluation results, polychronic-oriented employees were
found to be more focused and engaged at work with a multitasking approach at the same time
(Twaissi et al., 2022). Work environment support successfully creates a positive meaning to the
achievements shown by employees (Andriani et al., 2021).

Therefore, polychronicity affects employee engagement. Employee dissatisfaction that leads to
resignation is often caused by work environment conditions, such as ineffective communica-
tion, politics in the work environment, and coworker behavior. These working conditions are
the main factors that trigger employees' decisions to leave work (Andriani & Disman, 2023).
Based on the results of research conducted by (Twaissi et al., 2022), (Andriani et al., 2021),
(Asghar et al., 2020), and supported by research (Andriani & Disman, 2023) it can be concluded
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that Polychronicity has a positive influence on Employee Engagement. H2: There is a signifi-
cant influence between Polychronicity and Employee Engagement.

Relationship between Polychronicity and Job Satisfaction. Polychronicity is an existing
preference for switching attention between ongoing tasks, rather than sticking to one task until
completion and also moving on to another task (Andriani et al., 2021). Employees can engage
in multiple activities by switching between different tasks. While it may frustrate others to leave
tasks unfinished, Polychronic oriented may find engaging and switching between multiple tasks
to be efficient and satisfying (W. Zhang et al., 2021).

When employees report higher levels of polychronicity, they also report higher levels of job
satisfaction and lower levels of intention to quit. Therefore, their time use preferences are help-
ful in dealing with high-intensity work environments (W. Zhang et al., 2021). Based on the
results of research conducted by (Andriani et al., 2021) and supported by research (W. Zhang
et al., 2021) it is concluded that Polychronicity has a positive and significant effect on Job
Satisfaction. H3: There is a significant influence between Polychronicity and Job Satisfaction.

Relationship between Job Satisfaction and Turnover Intention. Job satisfaction is explained
as optimism, level of satisfaction, and sense of satisfaction that starts from the interpretation of
an employee's work exposure and professional experience (Saeed et al., 2023). Meanwhile,
according to (Ramlawati et al., 2021) this intention to move is also related to satisfaction with
work and commitment to the organization. Turnover itself is when employees leave the com-
pany and the company must immediately replace these employees (Neka Fatyandri et al., 2024).
Turnover intention is also a serious problem for a company if employees who leave are em-
ployees who have the potential to have expertise, abilities and experience or employees who
occupy important positions in the company which can interfere with the effectiveness of the
company (Arta, 2022).

This causes one of the losses in a company when many potential employees leave the company.
Employee turnover intention greatly affects employees in terms of job satisfaction (Hakro et
al., 2022). Findings from studies testing turnover models show that job satisfaction is a major
factor in turnover intention. In other words, when employees are dissatisfied with their jobs,
they tend to exhibit behaviors that indicate a desire to leave the organization (T. Zhang & Li,
2020).

In addition, job satisfaction plays a crucial role in organizational success, where high levels of
job satisfaction can reduce the desire to change jobs and encourage employee morale (Marzuqi,
2021). When an employee obtains a higher level of job satisfaction at work, he will have a
higher level of employee attachment; thus, his intention to move will be reduced (Wang et al.,
2020). (Andriani et al., 2023) also found that the higher the job satisfaction, the lower the desire
to move. Based on the results of research conducted by (Saeed et al., 2023), and supported by
(Ramlawati et al., 2021), (Hakro et al., 2022), (T. Zhang & Li, 2020), (Wang et al., 2020),



119 | Mon, Fatyandri, Rahmadhanti Jurnal Manajemen (Edisi EleRtronik)

(Andriani et al., 2023), (Neka Fatyandri et al., 2024), (Arta, 2022), (Marzuqi, 2021) it can be
concluded that Job satisfaction has a significant negative effect on Turnover intention. H4 :
There is a significant influence between Job Satisfaction and Turnover Intention.

Relationship between Job Satisfaction and Employee Engagement. According to (Hakro et
al., 2022) job satisfaction is the most important factor influencing employee engagement. (Mil-
lena & Donal Mon, 2022) Job satisfaction is a positive level of employee response to their work,
and this plays a crucial role in fostering employee engagement. The concept of employee en-
gagement is about fostering employees who are genuinely interested, involved, and willing to
invest their time and energy to achieve outstanding results in their roles (Sudibjo & Sutarji,
2020). And the satisfaction of employees who feel involved is not influenced by the situation
at hand, but is satisfied when they can play a role in the work they are entrusted with. Employee
involvement is believed to have a positive impact on increasing customer satisfaction and job
satisfaction. And also when employees get support from superiors and organizational culture is
also seen as a job satisfaction factor that keeps employees engaged in their work without look-
ing for alternative jobs (Hakro et al., 2022). Also employee engagement is the motivation or
energy of employees in helping the organization to achieve the goals of the company (Sentoso
& Sang Putra, 2021).

Job satisfaction, which describes likes or dislikes with the work produced, has a relationship
with the level of employee engagement or employee involvement in organizational tasks and
goals (kristanto & Tajib, 2023). Job satisfaction, which describes the evaluation of individual feelings
towards their work, is often related to employee engagement, which is the level of employee
involvement and commitment to the company and the tasks they perform (Sabil, 2021). Then
job satisfaction, which is a cognitive and emotional response to work and is manifested through
a comparison of actual and expected results, is closely related to the level of employee engage-
ment or employee involvement in organizational tasks and goals (Yu et al., 2020). The concept
of job satisfaction is not easy because it relates to human feelings and perceptions, and employ-
ees' relationship with this is key in understanding how the work environment and company
policies affect individual productivity and well-being (Rinny et al., 2020).

This job satisfaction refers to the positive emotional status experienced by employees towards
the company and work, explained through a comparison between actual and expected results
(Koo et al., 2020). Based on the results of research conducted by (Hakro et al., 2022) and sup-
ported by (Millena & Donal Mon, 2022), (Sudibjo & Sutarji, 2020), (Sentoso & Sang Pultra,
2021), (Koo et al., 2020), (Rinny et al., 2020), (Yu et al., 2020), (Kristanto & Tajib, 2023),
(Sabil, 2021) it can be concluded that Job Satisfaction has a significant positive effect on Em-
ployee Engagement. H5 : There is a significant influence between Job Satisfaction and Em-
ployee Engagement.

Relationship between Employee Engagement and Turnover Intention. This worker en-
gagement refers to a person's positive traits or habits at work. Workers who are engaged at work
are physically, cognitively, and emotionally involved and have an energetic and effective rela-
tionship with the work they carry out (Wang et al., 2020). Work engagement is also often seen
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as a predictor of commitment. In the context of the workplace, commitment means the desire
to remain in the organization where one currently works (T. Zhang & Li, 2020). Every organi-
zation makes record profits every year because employees are engaged in their work. Employee
engagement boosts employee morale. It reduces turnover every year and keeps turnover inten-
tions at the lowest level (Hakro et al., 2022). Actively disengaged workers cause concern as
they not only deliver substandard performance but also demotivate other workers. Emotional
attachment to the organization and the desire to stay with the organization are the most frequent
ways practitioners characterize engagement (Otoo, 2022).

In addition, engagement theory suggests that accessibility, significance, and protection are im-
portant prerequisites for engagement (Arokiasamy et al., 2022). Based on the results of research
conducted by (Wang et al., 2020), and supported by (T. Zhang & Li, 2020), (Hakro et al., 2022),
(Otoo, 2022) and (Arokiasamy et al., 2022) it can be concluded that Employee Engagement has
a significant negative effect on Turnover Intention. H6 : There is a significant influence between
Employee Engagement and Turnover Intention.

Relationship between Polychronicity and Job Satisfaction moderated by Work Environ-
ment. A good work environment plays an important role in creating and increasing employees'
job satisfaction, which in turn increases their loyalty to the organization and a healthy work
environment, both physically and non-physically, creates a pleasant, safe, and calm atmosphere
(Yuswardi et al., 2024). By feeling satisfied, employees tend to be able to carry out their duties
and responsibilities well (Irma & Yusuf, 2020), while polychronic is defined as the behavioral
tendency or ability of a person to complete many tasks or jobs in one period of work time
(Setiawati et al., 2021). In this context, a supportive work environment can play an important
role in regulating and moderating employees' polychronic attitudes. A good work environment
plays an important role in increasing employee productivity, which in turn results in better em-
ployee performance (Donal Mon & Armeta Herman, 2024).

When the work environment provides opportunities for flexible timings and facilitates effective
collaboration, employees can adapt their polychronic work style well without compromising
the balance between productivity and personal well-being (Wen, 2022). This results in higher
job satisfaction as employees can feel efficient and competent in completing their tasks without
excessive pressure. Based on the results of research conducted by (Donal Mon & Armeta Her-
man, 2024), and supported by (Setiawati et al., 2021), (Irma & Yusuf, 2020), (Wen, 2022),
(Yuswardi et al., 2024) it can be concluded that Polychronicity and Job Satisfaction has not
significant positive effect on Work Environment. H7 : There is not significant influence be-
tween Polychronicity and Job Satisfaction moderate by Work Environment.

RESEARCH METHODS

This research belongs to the category of causal research which aims to explore the causal rela-
tionship between variables (Sugiyono, 2018). This study uses a survey method using Google
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Form to determine and assess the impact of polychronicity on job satisfaction and employee
engagement on turnover intention mediated by the work environment within the scope of the
manufacturing industry in Batam City. The number of respondents associated with these vari-
ables was determined through the use of questionnaires or statements using a Likert scale. Data
analysis was conducted using quantitative approach in the research methodology. Table 1 shows
360 employees from manufacturing industry spread across Batam City.

Table 1. Manufacturing Industries

Industries Percentage Employees
Electronic 86,0% 310
Garment 3,4% 12

Food and Beverages 8,6% 31
Furniture 2% 7

Total 360

Source: Processed Data (2024)

The data was then analyzed using SEM-PLS with SMARTPLS tool version 3.3.3 with three stages of
the testing process: outer model test, inner model, and hypothesis. The operationalization of varia-
bles for measurement was adapted from various prior studies. Indicators Polychronicity, Employee En-
gagement, and Turnover Intention variables were adopted from (Asghar et al., 2020) study, consisting
of 22 items. Work Environment variables are adopted from (Wen, 2022) which consists of 8 items.
While Job Satisfaction variables adopted from (Koo et al., 2020) with 6 items.

Table 2. Indicator of Latent VVariable

Variable & Reference Indicator Item
Polychronicity (Asghar et al., 2020) Polychronicity 7
Job Satisfaction (Koo et al., 2020) Job Satisfaction 6
Employee Engagement (Asghar et al., 2020) Employee Engagement 9
Turnover Intention (Asghar et al., 2020) Turnover Intention 6
Work Environment (Wen, 2022) Work Environment 8

Source: Processed Data (2024)

2. RESULTS & DISCUSSION

Table 3 shows that the demographics of respondents in terms of gender are primarily female, as many
as 51,1% and 48,9% male. In terms of age, the majority of respondents are in the age range 18-25, as
much as 51,4%, followed by the age range 26-30, as much as 32,9%, age range 31-35 is 9,7%, age range
36-40 is 3,7%, while the age range >40 is 2,3%. Where most of the respondents are single as much as
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64% and 36% are married. Based on their latest education, the majority of respondents, 61.4%, were
high school students, 36,6% are in Bachelor’s degree, 1,4% holds a Master’s degree, and 2,3% in Doc-
toral degree. 67,2% of employees have worked within 1-5 years, 19,1% worked within less than 1 years,
and 8% have worked for 6-10 years.

Table 3. Respondent Demographics

Unit %
Gender
Male 179 48,9%
Female 181 51,1%
Age
18-25 186 51,4%
2630 119 32,9%
31-35 34 9,7%
36-40 13 3,7%
>40 8 2,3%
Education
Senior High School 224 61,4%
Bachelor (S1) 129 36,6%
Master (S2) 5 14%
Doctoral (S3) 2 0,6%
Marital Status
Single 232 64%
Married 128 36%
Position
Operator 132 37%
Quality Control 80 22%
Supervisor 50 14%
Logistic 12 3%
Staff 69 19%
Warehouse 17 5%
Monthly Income
< Rp.4.000.000 36 10,3%
Rp.4.000.001-Rp.7.000.000 195 54%
Rp.7.000.001-Rp.10.000.000 68 18,6%
Rp.10.000.001-Rp.15.000.000 40 11,4%
>Rp.15.000.000 21 5,7%
Length of Employment
<1 years 70 19,1%
1-5years 242 67,2%
6-10 years 28 8%
11-15 years 16 4,6%
>15 years 4 1,1%

Source: Processed Data (2024)

Table 4 shows the result of the convergent validity test with loading factor parameters. The
result demonstrates that all indicators of the latent variable are > 0.6, which shows a strong
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relation between the measurement variable and its factor, making the test valid (Hair et al.,
2019), (Ghozali, 2021).

Table 4. Loading Factor

Employe JOb. Polychro- Moderat-  Turnover Wor_k
Engage- Satisfac- o . - Envi-

. nicity ing Effect  Intention
ment tion ronment

Employee Engagementl ~ 0.711

Employee Engagement2  0.849

Employee Engagement3  0.846

Employee Engagement4  0.882

Employee Engagement5 0.832

Employee Engagement6 0.828

Employee Engagement7  0.778

Job Satisfactionl 0.823

Job Satisfaction2 0.815

Job Satisfaction3 0.620

Job Satisfaction4 0.792

Job Satisfaction6 0.726
Polychronicityl 0.791
Polychronicity2 0.850
Polychronicity4 0.783
Polychronicity6 0.751
Polychronicity -> Work

Environment

Turnover Intentionl 0.780

Turnover Intention2 0.789
Turnover Intention3 0.779
Turnover Intention4 0.801
Turnover Intention6 0.785
Work Environmentl 0.759
Work Environment2 0.815
Work Environment3 0.836
Work Environment4 0.861
Work Environment5 0.840
Work Environment6 0.849
Work Environment7 0.785
Work Environment8 0.815
Source: Processed Data (2024)

1.141

Table 5 illustrates the evaluation of convergent validity using the average variance extracted
(AVE) parameter. The findings reveal that all latent variables are greater than 0.5 - indicating
that the indicators within each construct consistently and accurately measure the respective
construct (Ghozali, 2021).
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Table 5. Average Variance Extracted

Average Variance Extracted (AVE)

Employee Engagement 0.672
Job Satisfaction 0.576
Moderating Effect 1 1.000
Polychronicity 0.631
Turnover Intention 0.619
Work Environment 0.674

Source: Processed Data (2024)

Table 6 shows the Fornell-larcker discriminant validity test. The results suggest that a construct
has excellent validity if its AVE value is more extensive than its quadratic correlation with other
constructs in the model (Fornell & Lacker, 1981).

Table 6. Fornell-Lacker

Employee Job Moderating Polychro-  Turnover Work
Engagement  Satisfaction Effect nicity Intention  Environment

Employee En- 0.820

gagement

Job Satisfaction  0.733 0.759

Moderating Ef- - 17 0.251 1.000

fect

Polychronicity ~ 0.379 0.421 -0.102 0.794

;s;no"er Inten-— 4 187 -0.189 0.148 0.075 0.787

\r;V;nrtk EnVIron- 4 71 0.720 0.300 0.331 0184 0821

Source:Processed Data (2024)

Table 7 shows the reliability test results with Cronbach’s Alpha and composite reliability para-
meters. The findings indicate that all parameter values are greater than 0.6, proving that the measuring
tool used in this study is reliable (Hair et al., 2019), (Ghozali, 2021).

Table 7. Reliability Test

Cronbach's Alpha Composite Reliability
Employee Engagement 0.918 0.935
Job Satisfaction 0.816 0.871
Moderating Effect 1.000 1.000
Polychronicity 0.805 0.872
Turnover Intention 0.850 0.890
Work Environment 0.930 0.943

Source:Processed Data (2024)
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Table 8 shows the result of the inner model test with the R-square parameter, demonstrating that there
are three adjusted R-square values, the Employee Engagement variables (0.789), the Job Satisfaction
variables (0.697), and the Turnover Intention variables (0.630). Based on these findings, it can be in-
ferred that the structural model in this study falls within the category of moderate to strong. The R-
square value is considered significant if it is greater than 0.67 and moderate if it is greater than 0.33
(Chin, 1998).

Table 8. R-Square

R-Square R Square Adjusted
Employee Engagement 0.789 0.785
Job Satisfaction 0.697 0.691
Turnover Intention 0.630 0.622

Source:Processed Data (2024)

Table 9 is the result of the inner model test with the SRMR parameter approach. The result
shows that the SRMR parameter value in the estimated model is 0.078 < 0.1, meaning this
research model is reliable (Hu & Bentler, 1998).

Table 9. Estimated Model

Saturated Model Estimated Model
SRMR 0.063 0.078
d_ULS 1.706 2.624
d_G 0.547 0.577
Chi Square 1154.028 1192.634
NFI 0.831 0.825

Source:Processed Data (2024)

Table 10 shows that from the eight hypotheses, two hypothesis is rejected, namely the effect of
Employee Engagement on Turnover Intention as its significance value is > 0.05. Meanwhile,
the other six hypotheses are accepted as their significance values are < 0.05, indicating signifi-
cant impacts of Job Satisfaction on Employee Engagement, Job Satisfaction on Turnover In-
tention, Polychronicity on Employee Engagement, Polychronicity on Job Satisfaction, Poly-
chronicity on Turnover Intention and Work Environment on Job Satisfaction.

Table 10. Hypothesis Test
Original T Statistics

sample (O) (o/STDEY)  © Values
Employee Engagement -> Turnover Intention -0.135 1.576 0.116
Job Satisfaction -> Employee Engagement 0.697 20.701 0.000
Job Satisfaction -> Turnover Intention -0.174 2.000 0.046
Moderating Effect 1 -> Job Satisfaction 0.077 1.886 0.060

Polychronicity -> Employee Engagement 0.085 1.970 0.049
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Polychronicity -> Job Satisfaction 0.225 5.295 0.000
Polychronicity -> Turnover Intention 0.199 3.178 0.002
Work Environment -> Job Satisfaction 0.619 15.148 0.000

Source:Processed Data (2024)

Polychronicity on Job Satisfaction. The analysis shows that polychronicity, or the ability to
perform several tasks simultaneously, has a significant impact on job satisfaction in the manu-
facturing industry of Batam City. This is confirmed by the fact that the resulting statistical T-
value is 5.295, while the p-value is 0.000. The analysis shows that polychronicity, the ability to
perform multiple tasks simultaneously, has a significant influence on the level of job satisfac-
tion in the manufacturing industry of Batam City, especially when looking at it through the lens
of demographics. This research is also supported by previous research conducted by (Andriani
& Disman, 2023) who said positive job characteristics such as polychronicity (multitasking
behavior) can increase job satisfaction.

(1) Differences in frequency between men and women may impact the way polychronicity af-
fects job satisfaction, especially as women tend to have different preferences and responses to
polychronicity compared to men. This may make polychronicity have a more significant impact
on women's job satisfaction levels compared to men. (2) Younger people may have different
preferences and responses to polychronicity compared to older people. This can be related to
energy levels, flexibility, or the desire for variety in work. Overall, the impact of polychronicity
on job satisfaction varies by demographics as preferences, needs and responses to the ability to
perform multiple tasks simultaneously differ between individuals based on demographic char-
acteristics.

Polychronicity on Employee Engagement. The analysis shows that polychronicity, the ability
to perform several tasks simultaneously, has a significant impact on the level of employee en-
gagement in the manufacturing industry of Batam City. This is supported by the finding that
the resulting T statistic value is 1.970, with a p-value of 0.049. In this analysis, various demo-
graphic factors, age, marital status income and length of service are closely related to the effect
of polychronicity on work engagement in the manufacturing industry. This research is also sup-
ported by research conducted previously by (Waheed et al., 2021) which states that employee
engagement also helps employees to increase their ability to create new concepts and solutions
and unique work attitudes. This engagement increases the likelihood that they will not leave
their jobs and will try to find creative and useful ideas to do many things at the same time.

(1) Different age ranges may influence how individuals respond to polychronicity and its impact
on employee engagement. Younger individuals may be more skilled at multitasking, so poly-
chronicity may be more likely to increase work engagement for them. (2) Marital status may
affect one's responsibilities and time demands. Married individuals may have additional respon-
sibilities that require multitasking, so polychronicity may have a more significant impact on
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their employee engagement. Income and tenure can also influence perceptions of  tasks and
stress levels. Individuals with higher incomes may be better able to manage multitasking effec-
tively, while longer work experience may help in developing mature multitasking strategies,
which can increase work engagement.

Polychronicity on Turnover Intention. The results of the analysis show that polychronicity,
or the ability to perform several tasks simultaneously, has a significant impact on turnover in-
tention in the manufacturing industry of Batam City. This research is also supported by research
conducted previously by (Andriani et al., 2021), which concluded that the effect of polychro-
nicity (X) on turnover intention (Y) is significant. This is confirmed by the fact that the resulting
statistical T value is 3.178, while the p-value is 0.002. In this analysis, various demographic
factors, such as job type, age and income, are closely related to the effect of polychronicity on
turnover intention in the manufacturing industry. The majority of respondents work as opera-
tors, in an industrial environment that often requires polychronicity, or the ability to perform
multiple tasks simultaneously.

However, high polychronicity in combination with high workload may increase the risk of turn-
over intention. Operators may feel pressured by heavy tasks and tight deadlines, prompting
them to seek more adequate or less demanding jobs. Meanwhile, the majority of the respondents
are young so the lack of sufficient work experience in this age group may make them unaccus-
tomed to managing polychronicity efficiently, thus increasing the risk of stress and burnout
which in turn increases the desire to quit the job. Other factors such as relatively low income
may also come into play, where employees may feel unappreciated for the workload they carry.
This could encourage them to look for jobs that offer better compensation. Therefore, an un-
derstanding of the relationship between polychronicity and turnover intention should consider
the demographic context of the respondents to design effective management strategies.

Job Satisfaction on Employee Engagement. Data analysis shows that job satisfaction has a
significant impact on employee engagement in the manufacturing industry of Batam City. The
resulting statistical T-value of 20.701, with a very low p-value of 0.000, confirms the strong
relationship between job satisfaction and employee engagement. This study is also supported
by previous research conducted by (Ngwenya & Pelser, 2020), which says so, the greater the
employee job satisfaction, the greater the level of employee engagement. The demographics of
the respondents also play an important role, the majority of respondents are female may have
different preferences or needs in the work environment, which affects their assessment of sat-
isfaction and performance levels. Meanwhile, younger respondents tend to have different ex-
pectations of work and are more susceptible to factors such as job satisfaction.

They may seek recognition, rapid career development, or flexibility in the work environment,
so their job satisfaction has a significant impact on performance. Job position also influences
evaluations of job satisfaction and performance. A supervisor, for example, may judge their
performance not only based on personal achievements, but also based on the performance of
their team or unit. By considering these demographic factors, we can better understand how job
satisfaction affects employee engagement in the manufacturing industry of Batam City.
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Job Satisfaction on Turnover Intention. The results of the analysis show that job satisfaction
has a significant impact on turnover intention in the manufacturing industry of Batam City, as
indicated by a significant T statistic value of 2.000 and a low p-value of 0.046. This study is
also supported by research conducted previously by (Chen et al., 2023), the results from this
study also confirmed job satisfaction as a significant determinant of turnover intention, which
supports previous findings. In other words, the importance of job satisfaction as a predictor of
turnover intention should not be overlooked. Demographic differences such as gender, age,
marital status, monthly income, and tenure have a significant influence on the relationship be-
tween job satisfaction and turnover intention. For example, preferences and perceptions of work
may differ between men and women, with factors such as work-life balance and promotion
opportunities playing an important role.

Similarly, individuals in different age groups may have different needs from their jobs, such as
a focus on career development for younger individuals, or stability for older individuals. Marital
status is also an important consideration, as family responsibilities and schedule flexibility can
affect reactions to job satisfaction. In addition, income level and tenure also contribute to how
individuals respond to job satisfaction and turnover intentions.

Employee Engagement on Turnover Intention. The analysis shows that Employee Engage-
ment has no significant impact on Turnover Intention in the manufacturing industry in Batam
City. This is confirmed by the fact that the resulting statistical T-value is only 1.576, while the
p-value reaches 0.116. This could be due to several factors that may affect the relationship
between employee engagement and turnover intention, regardless of the demographic charac-
teristics of the respondents. This research is also supported by research conducted previously
by (Fauzia & Marwansyah, 2020) which concluded that when employees are actively engaged
with the company, they are less likely to leave the company. The research findings indicate a
negative relationship between employee engagement and turnover intention.

One possibility is that there are other factors beyond employee engagement that are more dom-
inant in influencing employees’ decisions to stay or leave a job, such as economic factors, work
environment, or company policies. In addition, differences in interpretation and perception of
work engagement and turnover intention among certain demographic groups may also affect
the results of the analysis. For example, individuals in different age groups may have different
priorities and needs in terms of career and job stability, which may affect how they interpret the
relationship between work engagement and the desire to leave. Therefore, although the de-
mographics of the respondents show diversity, the results of the analysis show that employee
engagement does not significantly affect turnover intention in the manufacturing industry of
Batam City, suggesting that there are other factors to consider in understanding the dynamics
of turnover in such workplaces.

Polychronicity on Job Satisfaction moderates by Work Environment. Data analysis shows
that the indirect effect of Work Enviroment on Employee Engagement through Job Satisfaction
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has a T statistic value of 11,504 with a P-Value of 0.000, indicating that Job Satisfaction acts
as a mediator between Work Enviroment and Employee Engagement. This research is also sup-
ported by research conducted previously by (Andriani et al., 2021) which concluded that the
work environment is proven to be effective in moderating employee job satisfaction on em-
ployee turnover intention, meaning that employee job satisfaction can reduce the level of em-
ployee turnover intention moderated by a conducive work environment. The work environment
is proven to be effective in moderating employee engagement on employee turnover intention,
meaning that employee engagement behavior can reduce the level of turnover intention moder-
ated by a conducive work environment. The higher the level of polychronic effectiveness, the
level of job satisfaction, the level of employee engagement, and the level of conduciveness of
the work environment, the lower the level of turnover intention.

3. CONCLUSION & SUGGESTION

Research in Batam City's manufacturing industry found that job satisfaction plays a key role in
reducing employees desire to leave their jobs (turnover intention) while boosting their engage-
ment with the organization. Job satisfaction also helps mediate the relationship between poly-
chronicity (a preference for multitasking) and turnover intention. Polychronicity was shown to
have both positive and negative effects: it increases employee engagement and satisfaction but
can also raise turnover intention. Meanwhile, employee engagement does not mediate the con-
nection between job satisfaction and turnover intention. These findings suggest that improving
job satisfaction and carefully managing polychronicity can help reduce turnover and enhance
organizational stability.

Future research should focus on a few key areas to gain deeper insights and improve organiza-
tional practices. First, since job satisfaction significantly impacts employee engagement, studies
should look into what factors can improve job satisfaction in the manufacturing industry. For
example, researchers can examine how the work environment, company policies, and social
support from colleagues or managers contribute to higher satisfaction levels.

Second, it is important to explore how these factors influence the relationships between em-
ployee engagement, job satisfaction, polychronicity, and turnover intention. Understanding
these connections will provide a clearer picture of the dynamics within organizations and help
create strategies to improve employee retention and engagement. Lastly, research should aim
to develop practical strategies that companies can use to address these issues. By focusing on
improving job satisfaction and managing polychronicity effectively, businesses can create a
more positive work environment, reduce employee turnover, and promote overall well-being
among their workforce.
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