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ABSTRACT

This study integrated the person-job-fit theory to look into the association between polychronicity
and employees' performance mediated through employees’ engagement in education sector. By
applying, random sampling, this study collected primary data from the teachers of Government
colleges (N=187), through survey questionnaire. The results indicated the main effect of polychronicity
and indirect effect through employee’s engagement on employees’ performance (in-role behaviour).
Findings suggested a positive and significant relationship of Polychronicity with employees’
performance. The mediating role of employee's engagement in the association between
polychronicity and employees’ performance (in-role-behaviour) was also strongly supported by the
results. Overall, this study contributed by established employees’ engagement as the missing link in
the relationship between polychronicity and employees’ performance (in-role behaviour).
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1. INTRODUCTION

In a general context, it is the desire of every organization to have employees who do their
job well. Good performance of employees enhances not only the productivity of the
organization, but the overall success of the organization. Employees’ performance is
defined as the in-role behaviour or employees’ performance behaviour that is visibly
explained in employees’'s job descriptions, with the purpose of demonstrating the
responsibilities and the roles allocated to them in the workplace, for that the workers have
been employed and paid for (Organ, 2018). Extensive research has been done to enhance
employees’ performance in the work place and concurrent research has found many
potential predictors such as servant leadership (Kumar et al., 2022); organizational politics
and job stress (Khan et al.,, 2022); loyalty and motivation (Kettapan et al,, 2022); Job Stress,
Work conflict and Workload (Paramita & Suwandana, 2022); stress (Okikiola, 2022). Based
on person-job fit theory (Kristof, 1996), this study has focused on the role of polychronicity
to predict the employees’ performance. Polychronicity is the degree to which people have
a preference to engage in many tasks all together (Bluedorn, 1998). Person-job fit theory
looks at the relationship between a person’s characteristics and the job that an employee
is performing at the workplace (Kristof Brown et al,, 2005). There are two domains of this
theory. The first domain of person-job fit is termed as demands-abilities fit which determine
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the compatibility or the similarity of the employees’ skills, knowledge as well as the abilities
with the job requirements. While, the second domain of this theory is termed as supplies-
values fit which determines if the desires, needs or preferences of employees are well-
matched with the task or job they perform at workplace (Kristof Brown, et al., 2005). Based
on person-job fit theory (Kristof, 1996), we argue that the polychronic employees are multi-
tasking in nature and they prefer to carry out multiple tasks simultaneously and such
multitasking values can very handy to enhance their performance in the workplace.
Further, such influential impact of polychronicity on employees’ performance has been
found consistently (Arndt et al,, 2006; Asghar et al., 2021; Grobelna, 2021; Kantrowitz et al.,
2012). Therefore, the point of departure is to investigate the aforesaid relationship in context
of current study. Further, the concept of polychronicity offers the tacit mechanism through
which it enhances employees’ performance. As polychronicity is the degree to which
people have a preference to engage in many tasks all together (Bluedorn, 1998), therefore,
work engagement is the process through which it enhances employees’ performance.
According to Poposki and Oswald (2010), in order to keep themselves away from boredom
and enhance their performance, employees engage themselves in various tasks. Schaufeli
et al. (2002), defined employees’ engagement as “a constructive, fulfilling, job-related state
of mind that is illustrated by dedication, vigor and absorption”. It is found from the various
studies that there is an extensive contribution of work engagement towards the
achievement of in-role performances of the employees (Bakker & Bal, 2010; Bakker &
Xanthopoulou, 2009; Neuber et al, 2022). Rich et al. (2010), suggested that engaged
employees put in their physical, cognitive as well as emotional energies with the purpose
of showing absolute performance of a given role. Although, the effect of polychronicity on
job performance and process through some mediators i.e, personal accomplishments
(Grobelna, 2021) has been investigated. Job engagement has also been tested as a
mediator between polychronicity and work related outcomes i.e, creativity (Waheed et al,,
2021); turnover intentions (Asghar, et al., 2021) but the process or the mechanism through
which polychronicity may have the impact on employees’ performance through
employees’ engagement, is hardly discussed. Therefore, this research has proposed the
influential effect of polychronicity on employees’ performance (in-role-behaviour) through
the mechanism of employees’ engagement which has rarely been studied. Therefore, it is
proposed that when employees have a natural fit in the job or task they perform, they will
be more energetic, enthusiastic as well as strongly involved in their work which will lead to
their work engagement by investing their physical, cognitive as well as emotional energies
and consequently, in turnto their high performance. This study’'s contributions can be
applied very effectively to several jobs with high work demands such as bankers, nurses,
doctors and teachers. Polychronicity can be considered as the precursor for employees’
engagement and engaged employees are likely to fulfill their job requirements effectively.
Overall, based on person job fit theory (Kristof, 1996), this study fill in the gap by establishing
work engagement as the process through which employees with polychronic
characteristics show enhanced performance in the workplace.

JVII 457



Journal of Management Info. Vol. 9 No. 4

2. LITERATURE REVIEW

The concept of polychronicity is based on the premise that employees prefer to engage in
many tasks all together (Bluedorn, 1998). Individuals with polychronic traits tend to involve
in two or more tasks at times and they consider this as the best way of doing things. Such
as an individual listening music during a morning walk. Therefore, it can be derived that
polychronicity is not considered as disruption, rather a way of doing things in routine.
Further, according to Bluedorn (1999) and Arndt, et al. (2006), there are two types of
polychronicity i.e, multi-tasking and task switching. Multitasking refers to when
polychronic employee is implicated in numerous tasks simultaneously and task-switching
refers to when polychronic employee be in motion between numerous tasks in a given
block of time. Several studies have found polychronicity as the significant predictor of many
work related outcomes i.e., turnover intentions (Andriani et al, 2021); job-affective well-
being (Xiaolong et al., 2021); firm’s innovation (Chen, 2022); employee creativity (Shao et al,,
2022); Role of Conflict and Procrastination (Zhijie et al., 2022). In a working environment,
polychronicity is also found as the significant predictor of employees’ performance (Arndt,
et al,, 2006; Asghar, et al., 2021; Conte & Gintoft, 2005; Grobelna, 2021, Howard & Cogswell,
2022; Kantrowitz, et al, 2012). Further, following the premises of person-job fit theory
(Kristof, 1996), we argue that multitasking traits of teachers can guide them to find
compatibility with their job and they are likely to show enhanced performance in the
workplace. Following these empirical studies and framework of person-job fit theory
(Kristof, 1996), we argue that the multitasking and task switching values of polychronic
employees may fit well with their job requirements and can help them to perform their job
effectively. Therefore, it is proposed that:

H1: Polychronicity has a significant positive effect on employees’ performance (in- role -
behaviour.

Although, polychronicity is found as the significant predictor of employees’ performance
but what is the process involved in this relationship needs to be unpacked. The concept of
polychronicity itself offers the mechanism through which it enhances employees’
performance. As polychronicity is the degree to which people have a preference to engage
in many tasks all together (Bluedorn, 1998). Therefore, work engagement is the process
through which it enhances employees’ performance. Cooper-Thomas et al. (2014), pointed
out that multi-tasking keeps polychromic employees engaged and in turn they show
efficiency in their performance. Several studies have found the significant effect of
polychronicity on employees’ engagement (Asghar, et al, 2021, Karatepe et al.,, 2013;
Waheed, et al, 2021). Further, several studies have also observed that employees’
engagement results in greater employees’ performance (Bakker & Bal, 2010; Kim et al., 2013;
Neuber, et al,, 2022). Apart from these effects of polychronicity on employees’ engagement
and further the effects of employees’ engagement on employees performance, the effect
of polychronicity on job performance through some mediators ie., personal
accomplishments (Grobelna, 2021) has been investigated. Job engagement has also been
tested as a mediator between polychronicity and work related outcomes i.e., creativity
(Waheed, et al.,, 2021); turnover intentions (Asghar, et al, 2021) but the process or the
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mechanism through which polychronicity may have the impact on employees’
performance through employees’ engagement, is hardly discussed. Therefore, this
research has proposed the influential effect of polychronicity on employees’ performance
(in-role-behaviour) through the mechanism of employees’ engagement which has barely
been studied. Thus, based on these studies and on the framework of person-job fit theory
(Kristof, 1996), it is proposed that due to the natural fit in the jobs, polychronic-oriented
employees will get themselves strongly involved in their work to experience high work
engagement and in turn to demonstrate improved performance in the workplace.
Therefore, it is proposed that:

H2: Employees’ engagement will mediate the positive relationship between polychronicity
and employees’ performance (in-role-behaviour).

3. MATERIALS AND METHODS

3.1. SAMPLE

We collected primary data through the survey questionnaire from teaching staff of
government colleges in the city area of district Khairpur Mir's, Sindh province of Pakistan.

Although, link between polychronicity and employees’ performance has been investigated
in various categories of employees i.e. bankers (Bluedorn, et al., 1999); hotel employees
(Asghar, et al,, 2021; Grobelna, 2021); health care staff (Waheed, et al,, 2021; Xiaolong, et al,,
2021) many others but teachers have rarely been investigated. Therefore, it will be
interested to investigate and validate this link in the education sector. Teachers need to do
multitasking i.e., oral classes, assignments, projects, online classes), therefore, polychronic
values can be very vital for their effective performance. If they possess these values of multi-
tasking and task switching then it can help them to manage the variety of tasks
simultaneously. Therefore, at least for this reason, it can be useful to examine the effect of
their polychronic skills on their performance. The total population for this study consisted
of 250 teachers. According to sample size table of Saunders et al. (2015), at confidence level
of 95 percent, the sample size of 132 is considered as the representative of the total
population of 250. By applying simple random sampling technique, we selected a sample
size of 187 for the current study. The advantage of applying random sampling is that it is a
type of probability sampling technique which provides equal chances to every element in
the population of being selected and such objective way can be helpful to avoid bias while
selecting sample (Aczel & Sounderpandian, 1999). Table 1 shows sampling details.

Table1. Sample Size

College Name Total Number of Teachers Sample Selected
Government Pakistan Degree College, Khairpur 24 21

Government Superior Science College, Khairpur 52 49

Government Mumtaz College, Khairpur 43 39

Government College for Women, Khairpur 68 64

Government Degree College Theri, Khairpur 16 14

Total 203 187
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3.2. MEASURES

All the measures are measured through a five point Likert type of survey questionnaire
adopted from various reliable and validated studies. Polychronicity is measured through
the 10 items’ scale, called Inventory of Polychronic values, adopted from Bluedorn et al.
(1999). Employees’ engagement is measured through a 9 items’ scale adopted from
Schaufeli et al. (2006). Employees’ performance (in-role-behaviour) is measured through a
7 items’ scale, adopted from Williams & Anderson (1991).

3.3. ANALYSIS TECHNIQUES

This study used statistical package of social sciences (SPSS) 20 for the purpose of data
analysis. To avoid the blunders in data and make them accurate, first, initial data screening
tests (Pallant, 2020) were performed, earlier than testing the postulated hypotheses.
Mediation analysis was conducted through process macro, following the simple mediation
procedure of Hayes (2012); Preacher & Hayes (2004); Rucker, et al. (Rucker et al., 2011) with
5000 bootstraps. Process model 4 is used for simple mediation analysis. According to this
procedure, in order to find the mediating or indirect effect, the effect of independent
variable (i.e., polychronicity) on mediating variable (i.e., employees’ engagement) and in
turn the effect of mediating variable (i.e., employees' engagement) on dependent variable
(i.e., employees’ performance) should be significant. Further, mediation analysis provides
three effects i.e,, total effect denoted by “C”, direct effect, denoted by “C" and mediating or
indirect effect, denoted my “M'. The sum of direct effect (C') and indirect effect (M) (C'+M)
are equal to total effect (C). Further, they argued that it is not necessary to find significant
direct or total effect. In order to hold mediation, the indirect effect should be significant.

4. RESULTS

Prior to testing the postulated hypotheses, descriptive statistics and reliability analysis tests
have been conducted. Reliability analysis was conducted to check the internal consistency
of the items used in the questionnaire. Based, on five point Likert type of scale, mean results
showed the existence of polychromic values among the teachers. Existence of employees’
engagement was also found. Further, employees were also found to demonstrate their in-
role behaviour in the work place. The Cronbach’s Alpha values for variables were well within
the appropriate range of .7 (George & Mallery, 2011). Table 2 shows the reliability and
descriptive statistics results.

Table 2. Mean Standard Deviation and Reliability Analysis

Variables Mean SD Cronbach’s Alpha
Polychronicity 3930 780 910
Employees’' Engagement 3.750 790 .800
In-Role Behaviour 4190 490 700

Table 3 shows the correlations among the variables. The results showed that the
correlations between polychronicity and employees’ engagement and between
polychronicity and employees’ performance (in-role-behaviour) were positive and
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significant, at the level of p = <.01 which are consistent with the propositions established in
this study. Further, the correlation between employees’ engagement and employees’
performance was also positive and significant. The effect of control variables (i.e., job title,
gender, age, experience, and education) on dependent variable (i.e., employees’
performance) as well as on mediating variable (i.e., employees’ engagement) was
insignificant. Therefore, these were not included in further analysis.

Table 3. Correlations

Variables 1 2 3 4 5 6 7 8
1Job Title 1

2.Gender -10 1

3Age 900  -190%* 1

4 Experience 940  -170* 960" 1

5.Education -170* =190  -110 -1o 1

6. polychronicity .020 140 .040 .060 .080 1

7. Employee Engagement 100 .020 110 100 .040 530" 1

8.In-Role Behaviour 130 120 130 120 -.050 470" 620 1

Note: N=187, “=p-value<0.01 level

The regression results showed that the effect of polychronicity on employees’ performance
(in-role-behaviour) was positive and significant (B= .29, p<.05). On the whole, model
explained around 22 per cent of significant variance in employees’ performance (in-role-
behaviour). Thus, hypothesis 1 was fully supported as given in Table 4.

Table 4. Effect of Polychronicity on Employees’ Performance (In-role-behaviour)

Independent Variable B SE Lower Upper p-value

Polychronicity 290 .040 210 370 .000

N=187, S.E= Standard Error

The results fromm meditational analysis demonstrated the significant indirect effect of
polychronicity on employees performance (in-role-behaviour) through employees’

engagement (B=.17, SE= .04, p<.05). Hence, hypothesis 2 was fully supported. The results are
presented in table 5.

Table 5. Mediating Effect of Employees’ Engagement in the Relationship between
Polychronicity and Employees’ Performance (In-role Behavior)

Effect B SE Lower Upper p-value
Total Effect 29 .04 21 37 .00
Direct Effect 12 04 04 20 .00
Indirect Effect a7 04 .09 26 .00

Note: Biased Corrected 95% Confidence Intervals with 5000 bootstrap were used; N=187, S.E= Standard Error

Fig.1shows the results’ summary as follows:
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H2:B=.17,p=0.00

[ Employee Engagement ]

H1: B= .29, P=0.00

Employees’ Performance

[ Polychronicity

Fig.1. Results Summary

5. DISCUSSION

This study demonstrated the significant effect of polychronicity on teachers’ performance
(in-role behaviour), as proposed. These results are consistent with the studies testing the
aforesaid relationship (Arndt, et al., 2006; Asghar, et al., 2021; Grobelna, 2021; Kantrowitz, et
al,, 2012) and with the premises of person-job fit theory (Kristof, 1996). Moreover, this study
established the significant indirect effect of polychronicity on in-role behaviour of
employees through mediation of employees’ engagement, as proposed. Although, the
effect of polychronicity on job performance and process through some mediators i.e,
personal accomplishments (Grobelna, 2021) has been investigated. Job engagement has
also been tested as a mediator between polychronicity and work related outcomes i.e,
creativity (Waheed, et al,, 2021); turnover intentions (Asghar, et al., 2021) but through this
study, we have unpacked the tacit mechanism of work engagement through which
employees with polychronic values keep them engaged and in turn to demonstrate their
work performance role effectively.

6. CONCLUSION

The contributions made by this study and implications are discussed,

6.1. THEORETICAL CONTRIBUTIONS

This study incorporated the role of person-job fit theory (Kristof, 1996) in the workplace. This
theory focuses on characteristics of a person required to perform job. This study has
focused on the role of polychronic characteristics of a person while performing his/ her job.
We proposed and validated that the polychronic employees are multi-tasking in nature
and they prefer to carry out multiple tasks simultaneously and such multitasking values
can very handy to enhance their performance in the workplace.

6.2. MANAGERIAL IMPLICATIONS

This study highlighted the role of employees with polychronic value in the workplace. The
results of this study suggested that the multi-tasking values can be very handy for the
teachersto keep them engaged and in turn such engaged teachers can fulfill their job with
dedication, vigor and absorption. Teachers agreed to perform two or more tasks
simultaneously and they used to switch from one task to another task in routine work. Such
polychromic traits were found to influence their engagement in the workplace and in turn
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employees’ engagement significantly improved their performance in the workplace.
Therefore, it is purposed to encourage polychronic values in the workplace while hiring
teachers. Specifically, in the context of current study, our proposed and validated model
can be applied very effectively to several jobs with high work demands such as bankers,
nurses, doctors and many more. Therefore, polychronicity can be considered as the
precursor for employees’ engagement and engaged employees are likely to fulfill their job
requirements effectively.

6.3. LIMITATIONS AND FUTURE DIRECTIONS

The sample size which looked small. Therefore, sample size may be increased by testing
the model in other areas. This study was performed mainly in the context of the education
sector, government colleges of city area of Khairpur Mir's, Sindh, Pakistan. Therefore, data
has been gathered only from teaching staff of government colleges. Consequently, the
results are restricted towards government college teacher only. Therefore, future research
should may include professional from various other public and private sector organisations.
If employees are given task variety in the workplace then it can match well with their
polychronic values and may multiply the yield. Therefore, task variety can be used as the
moderator in the current study model to bring more additional insights.
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