
Presenteeism (PRES) includes working while feeling ill and being less

productive, and generates high costs. High quality leadership is

associated with better health status and less PRES (Miraglia, & Jones,

2016; Montano et al., 2017). Miraglia and Jones (2016) suggested direct

and indirect effects of job resources on PRES, and health status is

considered as an important mediator. Recovery is an important mediating

process being involved (Semmer et al., 2010). Cognitive irritation

(COGIRR) - indicating a lack of detachement after work - is a key mediator

in prediction of recovery (Demerouti et al., 2009). Sleep contributes to

restoration after stressfull experiences. Ambulatory assessment studies

consistently find social stressors with supervisors to be associated with

lower sleep quality (e.g., Pereira et al., 2016).
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Statistics: Simultaneously test of three mediations using Hayes’

(2013) PROCESS macro for SPSS, Model 6; 5000 bootstrapped

resamples; 5% alpha-level; two-tailed.

Sample: 211 employees (72%) of a faculty of health in Switzerland

(90% woman, 56% lecturers).

Variables: LP: Copenhagen Psychosocial Questionnaire (COPSOQ;

Kristensen et al., 2005); PRES: Work Productivity and Activity

Impairment questionnaire for Specific Health Problem (WPAI-SHP;

Reilly et al., 1993); COGIRR: Irritation Scale (Mohr et al., 2005); SP:

single item of the brief Sleep Standard Evaluation Questionnaire

(Aghayev et al., 2010). Control variables: age, sex, part-time work.
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Age

Sex

Part-time Work

Sleep Problems 

(SP)

Presenteeism

(PRES)
c’ 3.59*

c 5.10***

0.20

3.01***

0.47***

Unstandardized partial regression coefficient B for all tested paths
c = total effect from LP to PRES; c’ = direct effect from LP to PRES by simultaneous 

estimation of the three indirect paths; ∗𝑝 < .05, ∗∗𝑝 < .01, ∗∗∗𝑝 < .001

0.59***

0.19

The path from LP to SP (B = .19, p = .187) and the path from COGIRR to PRES (B = .20, p = .835) were not significant. Only the third indirect

path (LP  COGIRR  SP  PRES) differed significantly from zero (B = 0.83, CI95 = 0.33 to 1.69). Noteworthy, estimation of the three indirect

paths reduced the direct link between LP and PRES from B = 5.10 (p < .001) to B = 3.59 (p < .05). Hence, partial mediation was found.

Interventions should address leadership problems that are amenable to change and largely under the control of organizations. Organizations

should consider leadership training to maintain and increase productivity. Finally, followers’ sleep should become recognized as part of

leadership-related goals.


