
[bookmark: _Hlk151407189][bookmark: _Hlk48034642][bookmark: _Hlk48034643]Jurnal Hurriah: Jurnal Evaluasi Pendidikan dan Penelitian
Hurriah Journal: Journal of Educational Evaluation and Research 
Volume 6, No. 2 (2025) PP 984-990

Jurnal Hurriah: Jurnal Evaluasi Pendidikan dan Penelitian
Hurriah Journal: Journal of Educational Evaluation and Research 
Volume 6, No. 2 (2025) PP. 984-990

	[image: A logo with text on it

Description automatically generated]
	Jurnal Hurriah: Jurnal Evaluasi Pendidikan dan Penelitian Hurriah Journal: of Educational Evaluation and Research
	[image: A logo with a letter h

Description automatically generated]

	
	Journal homepage: https://academicareview.com/index.php/jh
E-ISSN: 2774-8472 I P-ISSN: 2774-8480 I DOI : 10.56806
	

	

	Employee Status as a Moderator of Workload, Engagement, and Retention in Manufacturing: A Case Study of PT. Kabelindo Murni Tbk.

	

	Ilham Baihaqi Baharsyah1,[footnoteRef:1]*, Sherina Anggraini Mujiono1, Siti Muallifah1, 
Ari Anggarani Winadi Prasetyoning Tyas1 [1: * Corresponding author.
E-mail address: baihaqibaharsyah24@student.esaunggul.ac.id 
https://doi.org/10.56806/jh.v6i2.280] 



	1
	Department of Change Management and Organizational Culture, Universitas Esa Unggul, 11510, Jakarta, Indonesia

	
	

	ARTICLE INFO
	ABSTRACT

	Article history:
Received June 2025
Received in revised from July 2025
Accepted July 2025
Available online July 29, 2025
	This study aimed to examine the influence of employment status on employee retention, engagement, and workload at PT. Kabelindo Murni Tbk in the Building Wire production line. A qualitative approach with a case study design was employed, utilizing interviews, observations, and documentation to gather data. The findings revealed that employees with PKWTT (permanent employment status) demonstrated higher levels of engagement and motivation compared to those with PKWT (contract) status. Specifically, PKWTT employees reported feeling more involved in decision-making processes and more valued by the organization, which contributed to their stronger loyalty and retention. In contrast, PKWT employees expressed feelings of limitation due to their contract status, resulting in lower engagement and retention. While both groups experienced significant workloads, PKWTT employees exhibited greater flexibility in managing their time and tasks. These findings suggest that employment status significantly impacts employee behavior and attitudes. Consequently, the study highlights the importance of designing management policies that enhance employee engagement and retention while addressing workload challenges to improve overall organizational performance.
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1. Introduction

Nowadays, a variety of factors influence an organization’s resilience and long-term performance. Among these, employee retention, employee engagement, and workload management are key elements that significantly impact the success of a company’s overall operations. However, beyond these three factors, another aspect that is often overlooked but has had a considerable effect on the quality and performance of a company’s workforce is employee status. Employees are individuals who provide their services whether intellectual or physical in exchange for predetermined compensation. Essentially, there are two types of employment status: PKWTT (permanent employees) and PKWT (contract employees) (Aspita & Sugiono, 2019). Each employment status brings different implications for job stability, financial security, motivation, and the level of employee involvement within the company. For some individuals, having a higher employment status can significantly affect their access to and control over resources. They may assume that their performance is superior, and from a recognition standpoint, employee status certainly entails fundamental differences (Den Nieuwenboer et al., 2023).
Retaining high-potential employees is critical for organizational sustainability. While competitive salaries were traditionally a primary retention factor, contemporary employees prioritize career development opportunities, a positive work environment, and work-life balance (Chaudry & Hamna, 2017). Employee engagement is reflected in discretionary efforts such as efficient decision-making and high work intensity, with enthusiasm serving as a key indicator of dedication. Conversely, lower engagement is associated with reduced commitment, work ethic, and enthusiasm, negatively impacting workplace productivity (Mabotja et al., 2024).
Given these explanations and the events described above, questions arise regarding how employee status influences employee retention, engagement, and workload management at PT. Kabelindo Murni Tbk as cable manufacturing company that employs workers with different employment statuses. Research on the impact of employment status on retention, engagement, and workload is highly relevant to the operational realities at PT. Kabelindo Murni Tbk. The company must be able to identify whether there is a significant relationship between employee status and retention. 
This research is particularly urgent as it contributes significantly to the development of human resource management policies, particularly in the building wire production line. Moreover, the study aims to provide insights into the role of job stability in mitigating the risks of low employee engagement. Issues stemming from differences in employee status, such as decreased retention, minimal engagement, and unequal workload distribution, highlight the need for further investigation. Specifically, this study seeks to answer the following research questions: How does employee status impact retention? How is employee status related to engagement levels in company operations? What factors contribute to workload differences among employees with varying statuses? How do employees perceive workload and retention based on their employment status? Finally, what steps can management take to improve retention, engagement, and workload management based on findings related to employee status? By addressing these questions, the study aims to provide actionable recommendations for improving employee engagement and organizational performance.
The objectives of this research are to analyze the influence of employee status on retention at the company under study, identify the relationship between employee status and workload within the organization, explore the factors causing differences in workload and engagement among employees with different statuses, understand employee perceptions regarding workload and the risk of declining engagement based on their status, and finally, provide recommendations to management on how to address low engagement and retention, as well as workload issues, based on employee status.
While there has been considerable research on employee status by both academics and practitioners, my analysis suggests that previous studies have focused on different variables and areas. For example, Funk & Warning (2024) examined the leadership gap between full-time and part-time female employees; Presbitero et al. (2025) explored employee engagement and retention in multicultural work groups; and Al-Ghezi & Wiese (2024) analyzed workload trends to boost performance. Most studies on retention and engagement have only considered employee status as a single variable. However, research that combines all three variables—employee status, retention, and engagement—remains scarce. After further exploration of both national and international publications, it is evident that few practitioners and academics have investigated the combined relationship between employee status, retention, engagement, and workload. Therefore, I intend to continue this research for personal, organizational, and academic development purposes.

2. Methodology 
2.1 Data and Location

This study employs a qualitative research approach, grounded in Cohen and Uphoff’s theoretical framework, as outlined by Dr. Tri Wahyudi Ramdhan (2025). Data collection methods include observation, interviews, and documentation, ensuring a comprehensive exploration of the research topic. Chapter 3 focuses on examining the role of employee status in influencing employee performance at PT. Kabelindo Murni Tbk, specifically within the Building Wire production line. The study investigates how variations in employment status—permanent (PKWTT) versus contract-based (PKWT)—affect key factors such as employee retention, engagement, and work frequency. By analyzing these dynamics, the research aims to uncover the interrelationships between employment status and daily performance, highlighting their impact on efficiency and productivity. Through this qualitative methodology, the study captures employees’ experiences and perspectives, shedding light on how working conditions shape their motivation and enthusiasm. Ultimately, the findings are intended to provide actionable insights that contribute to the company’s strategic goals and operational effectiveness.

2.2 Processing Data
 
To achieve the result, this study uses a qualitative approach with a case study design to gain a deeper understanding of the changes occurring at PT. Kabelindo Murni Tbk, particularly regarding the role of employee status in influencing retention, employee engagement, and work frequency. Data were collected through open-ended interviews that allowed employees to share their experiences directly, participatory observation to capture workplace dynamics, and document analysis to support our findings. This approach aims to explore how differences in employment status affect employee motivation, engagement, and performance, and how these factors ultimately contribute to the overall success of the company. Here, the purposive sampling method was performed in this study. By using selecting 10 production staff/operators from the Building Wire production division who are directly involved in the manufacturing process. These participants include production staff with two different employment statuses, including permanent employees (PKWTT) and contract employees (PKWT) within the Building Wire Division. The goal was to assess the extent to which employment status influences the predetermined variables in this study.

2.3 Data Analysis

This study analyzes data by identifying themes or patterns that emerge from interviews and observations. This approach is characteristic of qualitative research, which emphasizes a deep understanding of participants’ experiences and perspectives, providing a richer and more human-centered picture of what they feel and go through. The research also utilized Google Forms to gather information, with links distributed to all participants to be completed according to the provided instructions. Additionally, notes taken by the researcher during field observations helped enrich the data, enhancing the study’s quality by capturing developments and events occurring throughout the research process.
Furthermore, we analyzed several internal company documents, including policies, outputs, product quality, and organizational changes. The researcher had access to accurate data on machine outputs compiled by supervisors as key performance indicators (KPIs) for production staff in the Building Wire division. Real-time observations were also conducted in the production area under the management of the Building Wire division to examine the influence of employee status on the variables set by the researcher: employee retention, employee engagement, and workload.
Data collection involved 10 participants, including production staff and management teams previously selected. Among the production staff, there were 5 permanent employees (PKWTT) and 5 contract employees (PKWT), representing the different employment statuses within the Building Wire production line, with a range of ages. This diverse group of participants was chosen to explore their perspectives on how employee status creates differences in work approach, workload, and employee retention within the company.
				
3. Results

The results of this study highlight significant differences between permanent employees (PKWTT) and contract employees (PKWT) in terms of engagement, motivation, and workload management. PKWTT employees exhibit higher levels of involvement and autonomy in their work, which enhances their ability to actively participate in decision-making processes. This sense of autonomy fosters a stronger sense of responsibility and commitment to their roles. Additionally, PKWTT employees feel more valued within the organization, which translates into greater engagement in team activities, such as contributing to group discussions, proposing process improvements, and sharing ideas to enhance work efficiency. These findings underscore the critical role of employment status in shaping employee behavior and performance, particularly in fostering a more engaged and motivated workforce.
In contrast, PKWT employees often feel less involved in key aspects of their work, primarily due to the constraints imposed by their contract status. While some acknowledge feeling appreciated by the company, the temporary nature of their employment limits their sense of control and autonomy, diminishing their attachment and loyalty to the organization. This perceived lack of stability also reduces their opportunities to participate in decision-making processes or contribute to major company projects. Consequently, PKWT employees frequently experience feelings of isolation within the workplace. This sense of detachment not only hinders their engagement but also leads them to focus primarily on individual tasks, with reduced participation in team-based activities or department-wide initiatives. These limitations emphasize the impact of employment status on team cohesion and overall workplace dynamics.
Both PKWTT and PKWT employees face significant workload pressures, but they differ in how they manage and perceive these demands. PKWTT employees benefit from greater flexibility in organizing their tasks and schedules, giving them a stronger sense of control and the ability to align work with their capacity and needs. In contrast, PKWT employees feel constrained by fixed working hours and a lack of flexibility, often perceiving their workload as excessive for the time available. This rigidity negatively impacts their job satisfaction and motivation, highlighting the influence of employment status on workload management.
Field observations reveal distinct differences in the dynamics between the two employee groups. PKWTT employees actively participate in group activities such as sharing ideas, providing feedback, and supporting colleagues. They exhibit a strong commitment to their work and consistently contribute toward company goals. Additionally, they adapt quickly to change and show openness to learning new skills. Their involvement in decision-making further reinforces their ownership and accountability for their tasks.
Meanwhile, PKWT employees focus more on their individual tasks. They participate less often in team discussions or decision-making processes. Many feel they are not given opportunities for further development within the company and concentrate primarily on completing their assigned duties. This often leads to feelings of isolation and underappreciation within the team context, despite their efforts to perform well.
In terms of workload management, both PKWTT and PKWT employees report facing considerable work pressure. However, PKWTT employees feel they have more control over task distribution and work schedules, enjoying greater flexibility in completing their work. Conversely, PKWT employees often feel overwhelmed by heavy workloads combined with limited time and little flexibility. They tend to feel constrained by time restrictions and increasing work demands, which in turn affect their job satisfaction and motivation.
Overall, the findings indicate that differences in employment status significantly impact employee engagement, motivation, and workload management. PKWTT employees exhibit higher engagement levels, feel more valued, and enjoy greater autonomy in their work. They are also better able to manage their workload flexibly and feel more involved in the company’s development. In contrast, PKWT employees feel less engaged, focus more on individual tasks, and experience greater limitations in managing their work. These insights are crucial for company management to design more inclusive and flexible policies that address the needs of employees with different statuses, ultimately enhancing employee engagement and retention.
 
4. Conclusions

The results of this study demonstrate that differences in employment status, specifically between employees with Permanent Employment Agreements (PKWTT) and Fixed-Term Employment Agreements (PKWT), significantly influence key organizational outcomes, including engagement, retention, and workload management. PKWTT employees are generally more engaged and motivated, benefiting from greater autonomy and opportunities for active participation in decision-making processes. This sense of involvement enhances their feeling of being valued and strengthens their ownership and loyalty toward the organization, which positively impacts both individual and collective performance.
PKWT employees report lower levels of involvement in organizational activities, often perceiving their contract status as a barrier to meaningful participation in major projects and strategic decision-making. Although they may feel appreciated in some respects, limited contract duration leads to uncertainty about their future with the company, diminishing their attachment and retention. The lack of job security and reduced influence over their work further impacts their motivation and willingness to contribute beyond basic expectations.
Both groups experience considerable workload pressure, but their capacity to manage these demands differs. PKWTT employees typically feel more empowered to organize their schedules and prioritize tasks, supported by the company in workload distribution. Conversely, PKWT employees are constrained by contractual time limits, reducing their flexibility and increasing their sense of being overburdened. This often results in heightened stress, lower job satisfaction, and decreased performance and engagement. Persistent workload challenges without adequate flexibility can further contribute to burnout and higher turnover rates.

These findings underscore the importance of employment status in shaping employee experiences and organizational outcomes. To address these issues, companies should develop more inclusive and flexible policies for contract employees, such as increasing their participation in decision-making and providing opportunities for professional growth. Regularly reviewing workload distribution and offering greater flexibility in task management and working hours are also essential. Management must recognize that PKWT employees, despite their fixed-term contracts, require equitable attention and support. Fostering an inclusive environment, acknowledging contributions, and supporting development opportunities can enhance retention, reduce turnover, and improve overall productivity, contributing to a more balanced and harmonious workplace for all employees.
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