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Abstract 

Although the tourism industry plays a vital role in the global economy and contributes significantly to foreign exchange earnings, it faces 

various operational challenges. This underscores the need to explore factors that enhance workplace productivity. This study examines 

the impact of polychronicity on job performance and work engagement among tourism employees. Additionally, the study investigates 

the mediating role of the supervisor’s organizational embodiment and the moderating effect of psychological ownership. Data were 

collected from 733 employees working in private tourism establishments in Petra, Jordan, using a structured questionnaire, and analyzed 

with AMOS-24. The results indicate that polychronicity positively influences both job performance and work engagement. Supervisor’s 

organizational embodiment was found to significantly mediate the relationship between polychronicity and employee outcomes, while 

psychological ownership strengthens these relationships. By highlighting key employee behavioral outcomes, this research provides 

practical insights for tourism and hospitality managers to enhance engagement and performance. Moreover, it offers a reference for 

scholars studying polychronic behavior in organizational contexts. 
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Introduction 

Globalization and rapid changes in the business environment have significantly intensified the demands within the hospitality 

industry, where employees are increasingly expected to perform tasks efficiently and effectively [1, 2]. This has created 

challenges in attracting and retaining skilled employees, as hotels require staff who can adapt to diverse roles and manage 

multiple responsibilities simultaneously [3-5]. At the same time, tourists have become more informed and discerning, 

expecting high-quality services and readily claiming compensation when standards are not met [6, 7]. Enhancing service 

quality through employee empowerment is therefore critical, as it directly contributes to better performance outcomes [8, 9]. 

Labor shortages and the pivotal role of frontline employees further underline the need for engagement, as these employees 

are the first point of contact with customers and significantly impact service delivery [5, 10, 11]. Prior studies have linked 

high work engagement to superior job performance [12-14]. One factor that can foster both engagement and performance is 

polychronicity, which refers to an individual’s preference for handling multiple tasks concurrently [15-17]. Yet, empirical 

research examining polychronicity in tourism contexts, particularly in Petra, Jordan, is limited. 

Petra, a major tourist hub in Jordan, is internationally recognized for its Nabataean heritage and has been designated as one 

of the “New Seven Wonders of the World” [18, 19]. Tourism in Petra contributed nearly one-fifth of Jordan’s GDP in 2016, 
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emphasizing the city’s economic significance and the critical need for effective management of its hospitality workforce [20, 

21]. However, employees in local hotels often face insufficient technical support, lack of training, and are tasked with multiple 

responsibilities without adequate incentives or well-being programs [22, 23]. 

This study seeks to examine how polychronicity influences work engagement and job performance among tourism employees, 

while investigating the mediating role of the supervisor’s organizational embodiment and the moderating effect of 

psychological ownership. By addressing these factors, the study aims to bridge gaps in the existing literature and provide 

practical insights for managing employee outcomes in the tourism sector. The research questions guiding this study are: 

1. Does polychronicity enhance employee job performance? 

2. Does polychronicity increase work engagement? 

3. Does psychological ownership moderate the effect of polychronicity on job performance and work engagement? 

4. Does the supervisor’s organizational embodiment mediate the relationship between polychronicity and employee 

outcomes? 

Literature Review and Hypotheses Development 

Person–organization fit (P-O Fit) theory 

Person–Organization Fit (P-O Fit) refers to the degree of alignment between an individual’s characteristics and the values, 

culture, or requirements of an organization [24]. This fit may occur when the organization fulfills the needs of the individual, 

the individual fulfills organizational needs, or both parties share similar core attributes. Individuals whose traits resonate with 

their workplace are more likely to display positive attitudes and stronger engagement toward their work [25]. Achieving P-O 

fit is particularly critical in competitive contexts, where organizations require employees who are adaptable, flexible, and 

committed to sustain high performance [26]. Additionally, P-O fit facilitates optimal use of situational job resources and has 

been shown to enhance outcomes such as job satisfaction, contextual performance, perceived value contribution, and 

commitment in voluntary organizations [25, 27, 28]. 

Research also indicates that polychronic employees—those who prefer handling multiple tasks simultaneously—tend to 

experience better alignment with roles demanding multitasking, suggesting a strong P-O fit with such positions [17, 29]. 

Employees exhibiting high polychronicity generally achieve superior performance outcomes and demonstrate lower turnover 

intentions, highlighting the importance of matching individual temporal preferences with job demands [30, 31]. 

Hypotheses development and conceptual model 

Polychronicity and work engagement 

Polychronicity describes a tendency to engage in multiple activities at the same time or to switch efficiently between tasks 

[16, 17]. Individuals with high polychronic tendencies are often more resilient under stress, manage competing demands 

effectively, and show lower attrition rates [32]. In the tourism and hospitality sectors, employees with strong polychronic 

tendencies are better equipped to handle diverse responsibilities simultaneously, leading to more effective performance 

outcomes [33, 34]. 

Polychronic employees are characterized not merely by performing multiple tasks but by actively seeking to coordinate and 

execute them efficiently, often navigating interruptions without compromising task completion [35, 36]. This capacity 

promotes higher engagement, as employees feel more involved and invested in their roles [37, 38]. 

Work engagement, defined as the degree of psychological and emotional investment in one’s job, has been widely studied 

across organizational behavior, sociology, and marketing contexts [39-41]. In hospitality settings, engaged employees 

contribute to higher service quality and customer satisfaction [42]. Empirical evidence shows that polychronicity enhances 

engagement by enabling employees to handle multiple tasks simultaneously while maintaining focus, motivation, and 

commitment [43, 44]. Similarly, in restaurant contexts, multitasking-oriented staff demonstrate elevated levels of involvement 

and dedication to their work [34]. Based on this evidence, the study proposes the following hypothesis: 

H1: Polychronicity positively influences employees’ work engagement. 

Polychronicity and job performance 

Job performance can be defined as the extent to which an individual fulfills job responsibilities relative to peers, encompassing 

various work behaviors and outcomes [45]. Employees with high polychronic tendencies are skilled at handling multiple tasks 

concurrently, often exceeding standard role expectations to satisfy both customers and organizational goals [43]. These 

individuals demonstrate strong problem-solving abilities, allowing them to navigate complex customer interactions 

efficiently. For instance, front desk employees with polychronic orientation can attend to multiple customer requests 

simultaneously without perceiving them as disruptions, thereby maintaining task efficiency. 

Research consistently indicates that polychronic employees exhibit positive attitudes and behaviors, including higher job 

satisfaction and lower turnover intentions compared to their less polychronic counterparts [38, 43, 46]. Moreover, empirical 
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evidence suggests that polychronicity has a notable effect on job performance across various organizational contexts, 

including tourism and hospitality sectors [47-50]. Specifically, studies in the restaurant industry have highlighted that 

multitasking-oriented employees can achieve higher efficiency and effectiveness in service delivery [34]. Based on these 

findings, the following hypothesis is proposed: 

H2: Polychronicity positively influences job performance. 

Supervisor’s organizational embodiment as a mediator 

Supervisor’s organizational embodiment (SOE) refers to employees’ perception of their supervisors as the organizational 

representative or agent [51]. Employees often gauge their connection with the organization through the behaviors and attitudes 

of their supervisors [52]. A higher degree of supervisor embodiment signals leader engagement, concern, and support, 

reflecting a stronger alignment between employee, supervisor, and organization [53, 54]. Leaders are responsible for adopting 

strategies that strengthen their embodiment in the eyes of subordinates, which can improve employee outcomes [55].  

Research suggests that employees who perceive strong supervisor embodiment feel more cared for by the organization, which 

enhances work engagement [56]. Regulatory focus theory further indicates that employees’ promotion- or prevention-oriented 

motivations interact with supervisor embodiment to influence engagement levels [57, 58]. Consequently, employees are likely 

to invest greater effort and attention when they believe their supervisor’s actions represent the organization’s priorities [59]. 

Supervisor support has also been linked to higher job performance, as employees benefit from guidance, feedback, and 

perceived organizational support (POS), which positively affects job satisfaction and overall performance [43, 60, 61]. Work 

engagement, encompassing emotional, cognitive, and physical investment in tasks, has been shown to increase job 

performance, with engaged employees demonstrating focus, motivation, and commitment toward achieving organizational 

goals [62-65].  

Furthermore, prior studies reveal that supervisor embodiment enhances the relationship between employee traits (e.g., creative 

self-efficacy) and developmental feedback, as well as between leader behaviors and work engagement [40, 55]. In fast-paced 

hospitality environments, perceived organizational support and supervisor embodiment are key in promoting polychronic 

employees’ engagement, satisfaction, and performance [15, 66, 67]. 

Based on these insights, the study hypothesizes the following: 

H3: Supervisor’s organizational embodiment is positively associated with work engagement. 

H4: Supervisor’s organizational embodiment is positively associated with job performance. 

H5: Supervisor’s organizational embodiment mediates the relationship between polychronicity and work engagement. 

H6: Supervisor’s organizational embodiment mediates the relationship between polychronicity and job performance. 

Psychological ownership as a moderating factor 

Psychological ownership reflects employees’ perception of “personal possession” over their organization, which arises from 

their experiences and attachment to the workplace [68, 69]. Employees who feel a strong sense of psychological ownership 

often exhibit higher engagement and improved job performance because they treat organizational goals as their own [70, 71]. 

In hospitality settings, employees with heightened psychological ownership tend to stay longer and contribute more actively 

to organizational objectives [59].  

Beyond promoting engagement, psychological ownership also influences how employees respond to job demands and 

leadership styles. For instance, it has been shown to enhance the effects of regulatory focus on work outcomes and strengthens 

employees’ motivation to invest effort in their tasks [59, 72]. In the context of this study, psychological ownership is examined 

as a factor that can alter the impact of polychronicity on employees’ engagement and job performance. Accordingly, the 

following hypotheses are proposed: 

H7: Psychological ownership moderates the effect of polychronicity on employee work engagement. 

H8: Psychological ownership moderates the effect of polychronicity on employee job performance. 

For this research, polychronicity is treated as the independent variable, with work engagement and job performance as 

outcomes. Supervisor’s organizational embodiment is considered a mediating mechanism, and psychological ownership is 

included as a moderating influence. These relationships form the conceptual model depicted in Figure 1. 
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Figure 1. Conceptual framework 

Methodology 

Population and sampling 

The study population comprises employees working in private tourism establishments within Petra, Jordan. According to 

official data obtained from the Petra Development and Tourism Commission, the total workforce in the private tourism sector 

of Petra amounts to 1,607 individuals. A structured electronic questionnaire was randomly distributed to 1,220 employees, 

yielding 748 completed responses. After excluding 15 incomplete responses, the final dataset consisted of 733 valid 

questionnaires. 

The sample included employees across all social strata and various types of tourism organizations, such as hotels, restaurants, 

travel agencies, bazaars, and tourist camps. Data collection was facilitated through multiple online channels, including email, 

WhatsApp, and Facebook Messenger. 

To ensure the adequacy of the sample, both theoretical and statistical approaches were employed. Following Saunders et al. 

[73], for a population of approximately 2,000 individuals, a sample size of 696 respondents is sufficient to achieve a 3% 

margin of error. Accordingly, the final sample of 733 is considered appropriate for quantitative analysis. Additionally, the 

suitability of the data for factor analysis was assessed using the Kaiser-Meyer-Olkin (KMO) measure and Bartlett’s Test of 

Sphericity. The KMO index of 0.90 indicates excellent sampling adequacy, exceeding the recommended threshold of 0.80 

[74]. Bartlett’s Test also yielded significant results, confirming the appropriateness of factor analysis for the dataset (Table 

1). 

Table 1. KMO and Bartlett’s Test 

Kaiser-Meyer-Olkin measure of sampling adequacy. 0.900 

Bartlett’s Test of Sphericity Approx. Chi-Square 10094.414 
 Df 496 
 Sig. 0.000 

Instrumentation 

Data were obtained through a structured survey, with all items drawn from prior research to ensure the validity and reliability 

of the measures. Polychronicity was assessed using a 10-item instrument originally developed by Bluedorn et al. [37]. 

Employee work engagement was captured through a 9-item scale adapted from Balducci et al. [75], while job performance 

was measured using a 7-item scale from Babin and Boles [45]. Psychological ownership was evaluated with a 3-item 

instrument based on Dai et al. [59], and supervisor’s organizational embodiment was measured using a 5-item scale from 

Eisenberger et al. [52]. Respondents indicated their level of agreement using a 5-point Likert scale, ranging from 1 (strongly 

disagree) to 5 (strongly agree). 

Results 

Descriptive statistics and normality assessment 

Table 2 summarizes the descriptive information of the responses. Average scores for the variables ranged between 2.81 and 

3.51, suggesting moderate to high levels across the constructs. The data were examined for normality using skewness and 

kurtosis metrics in line with Kline [76] and Hair et al. [77]. According to Byrne [78], skewness and kurtosis values within the 

range of −7 to +7 indicate an approximately normal distribution. In this study, skewness ranged from −0.39 to −0.37 and 

kurtosis ranged from −1.17 to −0.66, demonstrating that the dataset satisfies the assumption of normality and is appropriate 

for subsequent statistical analysis. 
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Table 2. Descriptive statistics 

Variables Mean S.D Skewness Kurtosis 

Polychronicity 2.81 0.96 0.37 −0.70 

Supervisor’s organizational Embodiment 3.42 0.96 −0.39 −0.66 

Work Engagement 2.82 1.01 0.28 −1.06 

Job Performance 3.32 0.86 −0.12 −0.26 

Psychological ownership 3.51 1.13 −0.26 −1.17 

Confirmatory factor analysis (CFA) 

To evaluate the measurement properties of the data, confirmatory factor analysis (CFA) was conducted using AMOS-24. 

Composite reliability (CR) was calculated to determine the internal consistency of the constructs. According to established 

standards [79], CR values of 0.70 or higher indicate satisfactory reliability. In this study, all constructs surpassed this 

benchmark, confirming consistent measurement. 

Convergent validity was assessed using the average variance extracted (AVE), where values of 0.50 or above demonstrate 

that the indicators adequately represent their respective constructs. Discriminant validity was examined by ensuring that the 

square root of AVE for each construct exceeded its correlations with other constructs [80]. The findings presented in Table 3 

show that all constructs met these criteria, with AVE values above 0.50, CR values exceeding 0.70, and the square roots of 

AVE larger than inter-construct correlations. These results indicate that the measurement model is both reliable and valid. 

 

Table 3. Reliability and validity analysis 

Variables CR AVE 1 2 3 4 5 

1- Polychronicity 0.885 0.564 0.751     

2- Supervisor’s organizational Embodiment 0.753 0.580 0.474*** 0.762    

3- Work Engagement 0.895 0.589 0.642*** 0.551*** 0.767   

4- Job Performance 0.861 0.551 0.298*** 0.790*** 0.258*** 0.742  

5- Psychological ownership 0.851 0.504 −0.033 0.130** −0.051 0.195*** 0.710 

N = 733; Diagonal bold are values for square root of AVE; CR = composite reliability; AVE = average variance extracted 

Measurement model fit 

Following the assessment of reliability and validity, the fit of the measurement model was evaluated, with the results 

summarized in Table 4. Commonly employed fit indices for covariance-based structural equation modeling (SEM) — 

including χ²/DF, RMSEA, IFI, CFI, and TLI — were used to assess model adequacy. The initial five-factor measurement 

model demonstrated suboptimal fit, as several indices did not meet the recommended thresholds outlined by Hu and Bentler 

[81]. Specifically, the baseline model yielded χ²/DF = 3.22, IFI = 0.75, TLI = 0.73, CFI = 0.75, and RMSEA = 0.09. 

To improve model fit, modification indices were applied, and selected error terms were allowed to correlate. After these 

adjustments, the revised measurement model achieved a satisfactory fit: χ²/DF = 2.68, IFI = 0.96, TLI = 0.95, CFI = 0.96, and 

RMSEA = 0.06. The finalized measurement model is illustrated in Figure 2, reflecting a robust structure suitable for 

subsequent structural analyses. 

Table 4. Measurement model 

Measurement Models χ2 Df χ2/df RMSEA IFI TLI CFI 

5- Factor Baseline Model 1902.39 454 4.19 0.07 0.85 0.84 0.85 

5- Factor Revised Model 1202.01 448 2.68 0.06 0.96 0.95 0.96 

Recommended Values [81] < 3.0 <0.08 ≥0.95 ≥0.95 ≥0.95 

N = 733 
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Figure 2. Final measurement model 

Test of hypotheses 

After confirming the adequacy of the measurement model, structural equation modeling (SEM) was employed to examine 

both the direct and indirect hypothesized relationships, with the results presented in Table 5. The direct effect analysis 

revealed that polychronicity has a positive and statistically significant influence on work engagement (β = 0.631, P < .001) 

and on job performance (β = 0.187, P < .001), thereby supporting hypotheses H1 and H2. Additionally, supervisor’s 

organizational embodiment was found to significantly impact work engagement (β = 0.409, P < .001) and job performance (β 

= 0.366, P < .001), confirming hypotheses H3 and H4. 

 

Table 5. Direct effect 

No Relationships Estimate P-Value Result 

H01 Polychronicity → Work Engagement 0.631 *** Accepted 

H02 Polychronicity → Job Performance 0.187 *** Accepted 

H03 Supervisor’s Organizational Embodiment → Work Engagement 0.409 *** Accepted 

H04 Supervisor’s Organizational Embodiment → Job Performance 0.366 *** Accepted 

*** p < .001 

Mediation analysis 

Table 6 illustrates the indirect effects of supervisor’s organizational embodiment on the relationships between polychronicity 

and both work engagement and job performance. The findings indicate a significant mediation of supervisor’s organizational 

embodiment in the effect of polychronicity on work engagement (β = 0.110, P < .01, CI = 0.08–0.14). Similarly, polychronicity 

also significantly influences job performance through the mediating role of supervisor’s organizational embodiment (β = 

0.238, P < .001, CI = 0.19–0.29). Notably, the confidence intervals for both relationships do not include zero, confirming the 

significance of the mediation. Therefore, hypotheses H5 and H6 are supported and accepted. 

 

Table 6. Indirect effects 

Relationships Effect SE LLCI ULCI 

H05: Polychronicity → Supervisor’s Organizational Embodiment → Work Engagement 0.110** 0.01 0.079 0.138 

H06: Polychronicity → Supervisor’s Organizational Embodiment → Job Performance 0.238*** 0.02 0.191 0.287 

** p < .01; *** p < .001; SE = Standard Error; LLCI = Lower limit confidence interval; ULCI = Upper limit confidence interval 
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Moderation analysis 

To examine the moderating role of psychological ownership, Hayes’ PROCESS macro was applied along with slope tests. 

The findings are summarized in Tables 7 and 8, while Figures 3 and 4 illustrate the interaction patterns for high and low 

levels of the moderator (±1 SD). 

For work engagement, Table 7 shows that the change in R² (∆R² = 0.02) and associated F-value (F = 23.60) are statistically 

significant, indicating that psychological ownership significantly alters the impact of polychronicity on work engagement. 

Slope analysis (Figure 3) reveals that employees with low polychronicity and low psychological ownership exhibit the lowest 

engagement levels. In contrast, even when polychronicity is low, high psychological ownership enhances engagement. The 

highest work engagement occurs when both polychronicity and psychological ownership are high. 

Regarding job performance, Table 8 and Figure 4 demonstrate a similar pattern. Employees with low polychronicity and low 

psychological ownership show reduced performance, whereas high psychological ownership mitigates the negative effects of 

low polychronicity. Maximum performance is achieved when both variables are elevated. These results provide strong support 

for hypotheses H7 and H8, confirming that psychological ownership functions as a significant moderator between 

polychronicity and both work engagement and job performance. 

 

Table 7. Conditional effects of the focal predictor (Polychronicity) at values of the moderator (Psychological Ownership) 

DV: Work Engagement ↓ p 95% CI 

One SD below mean 0.170 <.001 0.077 0.263 

At the mean 0.324 <.001 0.261 0.474 

One SD above mean 0.513 <.001 0.348 0.753 

Test(s) of highest order unconditional interaction: (X*W) 

R2 -change = .0198***     

F Statistics = 23.604     

*** p < .001 

 

Table 8. Conditional effects of the focal predictor (Polychronicity) at values of the moderator (Psychological Ownership) 

DV: Job Performance ↓ p 95% CI 

One SD below mean 0.239 <.001 0.133 0.344 

At the mean 0.425 <.001 0.358 0.492 

One SD above mean 0.611 <.001 0.536 0.685 

Test(s) of highest order unconditional interaction: (X*W) 

R2 -change = .0275***     

F Statistics = 34.990     

*** p < .001 

 

 
Figure 3. Mod graph (DV = Work engagement) 
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Figure 4. Mod graph (DV = Job performance) 

Discussion 

The tourism sector continues to expand rapidly, contributing approximately 10.4% to the global GDP and providing one in 

ten jobs worldwide [82]. Beyond its economic impact, tourism is a key driver of foreign exchange earnings and plays a pivotal 

role in reducing unemployment, particularly in developing countries. In many Arab nations, the industry not only supports 

trade balance but also contributes to infrastructure development, making it a critical component of economic growth [83]. 

Tourism also enhances community development by creating employment opportunities, improving living standards, and 

promoting cultural and natural attractions [84, 85]. Increased tourist activity, in turn, benefits hospitality establishments, 

including hotels and restaurants, thereby stimulating economic activity and employment generation [86, 87]. 

This study extends the literature on polychronicity and its impact on critical employee outcomes. Specifically, it contributes 

to understanding the mechanisms linking polychronicity with work engagement and job performance, while highlighting the 

roles of supervisor’s organizational embodiment and psychological ownership. First, the research confirms that employees 

with higher levels of polychronicity—those capable of managing multiple tasks simultaneously—exhibit greater work 

engagement. In the hospitality sector, where high turnover and challenging work conditions are common, such employees 

demonstrate resilience and dedication [66, 88]. Polychronicity enables individuals to switch attention effectively between 

tasks, which fosters a sense of competence and involvement at work [89, 90]. These findings support H1, showing that 

employees in Petra’s tourism industry who engage in multitasking are more absorbed, committed, and focused on their roles. 

Similarly, H2 is supported, demonstrating that polychronicity positively affects job performance. Employees with strong 

multitasking capabilities not only meet but often exceed expectations, navigating complex customer interactions efficiently 

[34, 43]. The study also highlights the importance of supervisory support in enhancing employee outcomes. Hypotheses H3 

and H4 are confirmed, showing that a supervisor’s organizational embodiment—employees’ perception of their leaders as 

representing the organization—significantly boosts both work engagement and job performance. Supervisors play a critical 

role in providing direction, feedback, and support, which strengthens employees’ motivation and commitment to 

organizational goals [51, 91].  

The mediating role of supervisor’s organizational embodiment is substantiated in H5 and H6. This study demonstrates that 

supervisors who are perceived as organizational agents enhance the effects of polychronicity on engagement and performance. 

Employees interpret the actions of these supervisors as reflective of the organization’s support, which encourages greater 

effort and dedication [92, 93]. Thus, organizational embodiment serves as a key mechanism through which polychronic 

employees can translate their multitasking abilities into higher engagement and job effectiveness. 

Finally, psychological ownership was examined as a moderating factor. The results support H7 and H8, indicating that 

employees’ feelings of ownership over their work and organization strengthen the relationship between polychronicity and 

both work engagement and job performance. Employees who perceive a sense of ownership are more likely to leverage their 

multitasking abilities effectively, demonstrating increased commitment and enhanced performance outcomes. This highlights 

the practical importance of fostering psychological ownership in hospitality settings to maximize the benefits of 

polychronicity among staff. 

In summary, this study provides empirical evidence that polychronicity, when supported by strong supervisory embodiment 

and psychological ownership, significantly enhances employee engagement and performance in the tourism and hospitality 

industry. These findings offer valuable insights for managers aiming to optimize workforce productivity in high-demand 

service environments. 

Implications 
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Organizational behavior is a multifaceted discipline, and numerous studies have identified factors that shape employees’ 

actions and attitudes within organizations. This study contributes to this body of knowledge by highlighting key determinants 

of work engagement and job performance, offering valuable insights for both scholars and practitioners. 

From a theoretical standpoint, the research draws attention to critical aspects of employee engagement and performance, 

linking them to organizational factors that can enhance these outcomes. In the context of the tourism industry, this study 

integrates Person-Organization Fit (P-O Fit) theory, which emphasizes aligning the right individuals with appropriate roles to 

achieve organizational objectives [49]. and Organizational Support Theory (OST), which posits that supervisors play a central 

role in fostering positive social exchanges between employees and the organization [94].  

Moreover, this study enriches the literature on polychronicity, supervisor’s organizational embodiment, psychological 

ownership, work engagement, and job performance. Due to the limited prior research on polychronicity in tourism settings, 

particularly its connection with engagement and performance, this study offers novel contributions by exploring these 

relationships comprehensively. In addition, it examines the mediating role of supervisor’s organizational embodiment and the 

moderating influence of psychological ownership, which have been minimally addressed in previous research. 

Practically, the findings provide actionable guidance for organizational leaders and human resource professionals. 

Organizations facing challenges related to low employee engagement or suboptimal performance can leverage insights from 

this study, focusing on enhancing polychronic abilities, strengthening supervisors’ organizational embodiment, and fostering 

psychological ownership among employees to achieve better outcomes. Academicians can also use these results as a reference 

point for further studies on employee behavior and performance in service-oriented sectors. 

Limitations and Future Research Directions 

Although this research provides valuable insights into the factors influencing work engagement and job performance, several 

limitations should be noted, offering opportunities for future investigations. 

First, the study was confined to the city of Petra in Jordan. Future research could expand the model by including data from 

other cities in Jordan or from international tourist destinations with diverse cultural contexts. Second, while this study 

examined several determinants of engagement and performance, other potential factors—such as regulatory focus—may also 

play a significant role and warrant exploration in subsequent research [59].  

Third, the conceptual framework could be extended by incorporating internal marketing as a moderating variable, given its 

relevance in shaping employee outcomes in service industries [95, 96]. Fourth, the current research focused on all employees 

in Petra’s private tourist facilities. Future studies could refine this by targeting specific employee categories, such as 

managerial staff, to gain more nuanced insights. 

Finally, while the present study relied on structured questionnaires, future research could incorporate qualitative methods, 

such as personal interviews, to provide a deeper understanding of how polychronicity influences job performance and 

engagement. This mixed-method approach could yield richer insights and enhance the robustness of findings. 
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