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1. Research problem

During the last 20 years, there has been great progress into the study of MH of
medical and nursing staff working. MH is now the center of focus of social sci-
entists, economists, and policy makers alike (Oliveira et al., 2023; Aquino et al.,
2020). Workplaces that boost positive MH and support individuals with mental
disorders are more likely to decrease absenteeism (i.e., reduced number of days
away from work) and presenteeism (i.e., being at work but ill), and thus increase
individuals productivity (Oliveira et al., 2023).

MH disorders/problems in the workplace, such as depression, anxiety, stress,
and sense of being irreplaceable have increasingly been confirmed as a problem
in most countries especially, healthcare sector in Middle Eastern countries such
as Egypt. A study conducted among healthcare professionals in Egypt empha-
sized that MH consequences and reported that anxiety (42.6%), depression
(60%), and work stress (51%) (Elsayed et al., 2023). Another study investigated
mental well-being in healthcare workers in Egypt and reported anxiety (76.4%)
and depressive symptoms (77%) (Elkholy et al., 2021).

Therefore, the present study will investigate the direct impact of EMH on WP,
and the indirect impact of EMH on WP through PRE and ABS at Governmental
hospitals in Qalyubia Governorate.

The health sector is selected as an empirical field generally for the following
reasons:

A. This sector represents the research problem clearly, and it is an appropri-
ate environment to apply the study because of the direct result of medical
and nursing staff working, while ill is the subsequent in efficiency of
work and increasing in errors, which in directly leads to decrease produc-
tivity.
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B. The health sector is one of the most service sectors as EMH of medical
and nursing staff will adversely affect the health security of patients, in-
creasing in patients’ falls and medication errors.

C. This sector is considered one of the most influential sectors due to the
importance of improvements and developments in healthcare service
quality in Egypt.

Depending on what previously mentioned, research problem can be formulate in
the following questions:
- What is the direct effect of EMH on WP at the Governmental hospitals
in Qalyubia Governorate?
- Does PRE play a mediating role in EMH - WP relationship?
- Does ABS play a mediating role in EMH - WP relationship?

2. Hypotheses development

2.1 Direct link between employee’s mental health and Work productivi-
ty

The World Health Organization (WHQO) defined mental health as a case of
well-being when every employee recognizes its potentials and administers
normal stress well, can be productive, and prolifically participate in the
community (Aquino et al., 2020). Mental health is now the center of cen-
tralize of social scientists, economists, and policy makers (Lukat et al.,
2016).

Positive mental health and work performance: a study viewed that higher
positive well-being result in higher job performance-promoted potential and
greater productivity (Keyes, 2002). High stressors associate with workplace
environment such as complex structures, work agendas and allowance sys-
tems which lead to the risk of recurrence mental illness (Hennekam et al.,
2020) that negatively affects workers’ productivity results in substantial
economic costs for companies, employees and society more generally (Bu-
bonya et al., 2017).

Buist-Bouwman et al., (2005) investigated the effect of mental illness and
productivity as an important labor market outcome, the author found that
mental illness adversely affects employment and labor force participation
and reduces the productivity. Furthermore, Oliveira et al., (2023) assert that
there was clear evidence that poor mental health was associated with lost
productivity. Moreover, Bouwmans et al., (2014) find that depression
and/or anxiety were significantly associated with productivity losses. There-
fore, as the literature assumes a relation between mental health and produc-
tivity, we hypothesize as follows:



Hypotheses (H1): Employee’s mental health positively associated with
work productivity.

2.2 Direct link between Employee’s mental health and presenteeism

Benefits of mental health have been demonstrated across work and non-
work fields. Employees reporting PMH greater work performance, greater
social relationships and greater physical health (Keyes, 2002). Additionally,
positive job environments can participate in increasing employees’ mental
health as well as decreasing their presenteeism (Dutton et al., 2011).

Poor health in the workplace is costly to employers and the economy. This
Is partly because of health disorders causing employees to ordain less time
at work, such as worklessness, decreased work hours and presenteeism
(Hirsh et al., 2017).

Studies proposed that being present at work without being in whole health
(oftentimes mentioned to as ‘presenteeism’) is a common phenomenon
(Johns, 2010). Psychological and behavioral effects often mental health dis-
orders are terms of how the environment impacts employees in workplace
(Comway et al., 2016). In addition to decreasing disclosure and increasing
workplace mental health may increase presenteeism (Berry et al., 2021).
Suzuki et al., (2015) investigated the influence of presenteeism on depres-
sion and sickness absence due to mental disease through longitudinal study,
which found that workers with higher sickness presenteeism were have
higher rates of depression and sickness absence due to mental disease. In
the same direction, Bubonya et al., (2017) analyzed the relationship be-
tween mental health and presenteeism in the workplace, the author found
that presenteeism was higher among workers who reported being in poor
mental health. Moreover, Suzuki et al., (2015) estimated work loss days be-
cause of presenteeism related to commonly occurring mental and physical
disorders through cross-sectional study, and illustrated that workers with
mental disorders had more work loss days due to presenteeism than those
without mental disorders. Therefore, we hypothesize as follows:

Hypotheses (H2): Employee’s mental health negatively associated with
presenteeism.

2.3 Direct link between presenteeism and work productivity

Presenteeism is the behavior of physically coming work when a health sta-

tus could have reasonably required absence (Robertson & Cooper, 2011),

some previous studies have focused on chronic disorders (MacGregor &

Cunningham, 2018). Thus, presenteeism should negatively affect productiv-

ity through health condition. Employees who continued presence at work
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despite their health condition, ill or injured (Aronsson & Gusta Fasson’s,
2000).

In this context, prior studies that have illustrated the linking between pres-
enteeism and productivity are lacking because of measurement difficulties,
presenteeism has been detected to foretell productivity related constructs
like stressful work, lack of support from co-workers, dissatisfaction with
work environment and workplace bullying (Hirsh et al., 2017; Arnolt, 2016;
Conway et al., 2016). In this sense, last studies suggested that presenteeism
may actually impair productivity in the proposed direction.

The theoretical link between presenteeism and productivity can be under-
stood by COR theory (Hobfoll, 1989). Combining this inputs with COR
theory, employees need resource investment, although their health condi-
tion. In lieu of, attending work despite the incompetence to efficiently in-
vest resources into workplace jobs is theoretically leads to decrease produc-
tivity at organizations (Trougakos & Hideg, 2009). Productivity loss be-
cause of presenteeism essential proposition, in the same direction, with
COR theory and past research we expect a negative relation between pres-
enteeism and productivity. So we hypothesize as follows:

Hypotheses (H3): Presenteeism negatively predicts work productivity.
2.4 Direct link between employee’s mental health and absenteeism

This section provides an overview of the relation that demonstrates how
employee absenteeism can be affected by mental health. Absenteeism refers
to time off work because of voluntary and/or involuntary absence (Lokke,
2022). There has been a growing interest in explaining the significance of
employee’s mental health context for the prediction of absenteeism (Berry
etal., 2021).

Workplace policies and benefits which upholding employees suffering with
mental health disorders and expand access to better pursuit guidelines that
may enhance the quality of work life and result in reducing absenteeism and
lost productivity (Albion, 2008).

Extant literature demonstrates the positive association between the presence
of mental health problems and absenteeism (Suzuki et al., 2015). Further-
more, Berry et al., (2021) found that experiences and perceptions of mental
health-related stigma are associated with greater absenteeism. While, Albi-
on, (2008) showed that organizations with high levels of work demands are
expected to see evidence of health problems with resultant high levels of
absenteeism and, ultimately, turnover. Moreover, Buist-Bouwman et al.,
(2005) investigated the combination of physical and mental conditions in
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terms of their influence on absenteeism, the author found that both physical
and mental problems were related to an additive raise in absenteeism. Based
on the above, we hypothesize as follows:

Hypotheses (H4): Employee’s mental health negatively associated with ab-
senteeism.

2.5 Direct link between absenteeism and work productivity

Absenteeism is a condition when co-workers don’t show at work on the
working day, which may be caused by any condition (Gutteridge, 2011).
Health-related productivity loss has been explained as an increase in an em-
ployee’s productivity due to presenteeism and absenteeism for health condi-
tions (Koopmanschap et al., 2005). Prior literature viewed the relationship
between absenteeism and productivity, either voluntary absence or involun-
tary absence are costly and negatively related to productivity (Lokke, 2022).
This interest has mainly been driven by a desire to explain what maximize
levels of absenteeism as well as increase negative consequences for compa-
nies (Berry et al., 2021). For instance, empirical studies confirmed that ab-
senteeism results in reducing job performance and productivity (Lokke,
2022).

Extant research on the relationship between employee absence and produc-
tivity is lack integrated and systematized. More precisely, the higher level
of employee absence, the poorer the proportion of individual’s productivity
through completing work and avoiding distraction (Li et al., 2019). In this
sense, there is gab in the literature about the investigation of the relationship
between absenteeism and productivity. Therefore, we hypothesize as fol-
lows:

Hypotheses (H5): Absenteeism negatively predicts work productivity.

2.6 Presenteeism mediates the employee’s mental health-work produc-
tivity relationship

As discussed above, mental health is associated with presenteeism, which in
turn is associated with productivity. Besides, sporadic studies revealed that
mental health is also associated with productivity (Keyes, 2002: Bubonya et
al., 2017 & Oliveira et al., 2023). These hypothetical associations are fit for
the mediation model. Furthermore, Komp (2022) found that presenteeism
mediates the association of health promoting collaboration to well-being. A
study by Costa (2020) also revealed that presenteeism mediates the associa-
tion between psychosocial factors at work and common mental disorders
(CMD). In addition Jia (2022) concluded that health status affects the task
performance through presenteeism. In the same direction, Liao et al., (2023)
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found that presenteeism is partially mediated the association between psy-
chological detachment & post-traumatic stress disorder. Accordingly, we
hypnotize that:

Hypotheses (H6): Presenteeism mediates the relationship between employ-
ee’s mental health and work productivity.

2.7 Absenteeism mediates the employee’s mental health-work produc-
tivity relationship

According to the literature, health-related productivity loss has been defined
as a decrease in an individual’s productivity due to absenteeism (Koopman-
schap et al., 2005). Besides that, the world health organization’s definition
of “health”, it involves not only physical health but also mental health (Li et
al., 2019). Studies have also found that mental health is related to absentee-
ism, which in turn is related to productivity. Related to this, study by
(MacGregar & Cunningham, 2018) analyzed the impact of supervisor sup-
port on employee current health through the mediating effect of absentee-
ism, where the findings illustrated that absenteeism mediated association
between mental health and physical health and later outcomes (Hale & Vin-
er, 2018). Bouwmans et al., (2014), also concluded that depression and/or
anxiety indirectly affects productivity losses throughout the mediating role
of absenteeism. Given the above, absenteeism can have a role in the rela-
tionship of mental health to productivity. Therefore, we propose the follow-

ing:

Hypotheses (H7): Absenteeism mediates the relationship between employ-
ee’s mental health and work productivity.

3. Sampling

This is a survey study through a random sampling technique, in which data
were collected at one point of time. The study population consists of all
medical and nursing staff at the Governmental hospitals in Qalyubia Gover-
norate, the Governmental hospitals in Qalyubia Governorate include 10 hos-
pitals with 15844 medical and nursing staff (CAMPAS, 2022 p53:55). The
present study relied on online sampling calculator, to determine the sample
size, so the sample size was 376 participants. 400 questionnaires were dis-
tributed with both English and Arabic versions, through personal visits

4. Discussion of results



Guided by the COR theory, we sought to explore the mediating role of presen-
teeism and absenteeism in the relationship between mental health and productiv-
ity. The mediators have to be examined to investigate such mechanisms, which
play an important role in conveying medical and nursing working staff’s mental
health effect on their productivity. Our study tries to fill this gap with a question:
what are the mechanisms for medical and nursing staff to enhance productivity
through mental health?

First of all, the empirical evidence introduced by the recent study confirmed the
positive and significant effect of mental health on productivity. Our result is
consistent with (Keyes, 2002; Aquino et al., 2020), who showed that higher pos-
itive MH result in higher job performance and greater productivity. Others con-
firm that mental illness has a negative effect on workers’ productivity that lead
to high economic costs (Hennekam et al., 2020; Bubonya et al., 2017). In the
same direction, Oliveira et al., (2023) & Bouwmans et al., (2014) emphasized
that poor MH was associated with productivity loss, these inconsistencies in
findings are due to the differences in literature orientations that represented in
positive MH perspective and MH disorders/problems.

While the results of the analyses show that MH has a negative and significant
effect on presenteeism. The result of our study confirms the result presented by
(Dutton et al., 2011; Berry et al., 2021) on the impact of positive mental health
(PMH) supported by workplace culture and positive job environments that nega-
tively associated with presenteeism. On the other hand, Hirsh et al., (2017) re-
vealed that health disorders causing employees decreased work hours and pres-
enteeism, which is also similar to the finding of Berry et al., (2021) which as-
serted the positive association between MH stigma and presenteeism. In the
same direction, Bryan et al., (2022) affirmed that poor physical and mental
health significantly predict the dysfunctional presenteeism.

As well, the results emphasize the negative and significant effect of MH on ab-
senteeism. The findings support the argument that greater employee MH is a
substantial predictor for lower employee voluntary and /or involuntary absence.
While, others demonstrate the positive association between the presence of MH
problems and absenteeism (Suzuki et al., 2015; Albion, 2008), which is also
similar to the result of Buist-Bouw man et al., (2005) which showed that both
the physical and mental problems were related to an additive raise in absentee-
ism.

Moreover, the finding of the current research clarifies that presenteeism has a
negative and significant effect on work productivity. Our result is consistent
with (Aronsson & Gustafasson, 2000; Hirsh et al., 2017; Arnold, 2016; Conway
et al., 2016), who showed that presenteeism has a negative effect on productivity
through health conditions. However, our study findings different from the find-
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ings of Nowak et al., (2022); Li et al., (2019), which revealed the significant and
positive relation between presenteeism and health-related productivity loss.
Most of the prior research on presenteeism has almost focused on the outcome
emphasis (Bouwmans et al., 2017; Aronsson & Gusta Fasson’s, 2000), while the
current study addressed the presenteeism in the definition and measurement as a
behavior.

Furthermore, the results of the analysis show that absenteeism has a negative
and significant effect on work productivity. The result of our study confirms the
result asserted by (Li et al., 2019) on the impact of the level of employee ab-
sence that was significantly associated with individual’s productivity. This con-
clusion is in line with Lokke, (2022), who have found that both voluntary ab-
sence and involuntary absence have a negative relation to job performance and
productivity at work. Indeed, this result is consistent with the findings of the
study by (Tangchareonsamut, 2021) that indicated the prevalence of sickness
absence and nonsickness absence were significantly associated with increased
odds of poor work performance.

Finally, this study confirmed and showed the mechanism through which medical
and nursing staff working can enhance productivity. Presenteeism and absentee-
ism were identified as mediators in the relationship between mental health and
productivity of medical and nursing staff.

Notably, presenteeism partially mediates the impact of MH on productivity. The
results of this study agree with the results of study by Komp (2022), which
found that presenteeism mediates the association of health-promoting collabora-
tion to well-being, in addition to a study by Jia, (2022), which showed that
health status affects the task performance through presenteeism at medical staff
in China, and the study by Liao et al., (2023) recently, which affirmed that pres-
enteeism is partially mediated the association between psychological detachment
and post-traumatic stress disorder. Moreover, the results of recent study are par-
tially consistent with the results of Costa (2020), which showed that presentee-
ism mediates the association between psychological factors at work and com-
mon mental disorders in nursing personnel at public hospitals in Brazil.

Further still, absenteeism partially mediates the effect of MH on productivity.
The findings of this study are consistent with a study by (Mac Gregar & Cun-
ningham, 2018) which analyzed the impact of supervisor support on employee
current health through the mediating effect of absenteeism, in addition to a study
by (Hale & Viner, 2018), which revealed that absenteeism significantly mediates
the effect of mental health on physical health and later outcomes, (Bouwmans et
al., 2014), which showed that depression and anxiety indirectly affects produc-
tivity losses throughout the mediating role of absenteeism.
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5. Research recommendation

Some recommendations would be suggested to medical and nursing staff work-
ing at the Governmental hospitals in Qalyubia Governorate based on the afore-
mentioned findings as follows:

This study suggested that managers in Governmental hospitals should
employ workplace positive MH practices and policies to reduce the fre-
quency of employees’ presenteeism as well as absenteeism, and hence
decreasing productivity loss.

Hospital administrators should consider intervention programs to enhance
work performance among workers with sickness absence and presentee-
ism.

Human resource management should make strategies to create a healthy
and less stressful environment in the workplace and identify the im-
provement areas.

We suggest that managers in the medical and health areas should be fully
aware of the negative effects of presenteeism on their staff, health and
work performance, particularly in a society that characterized with hard
work and overtime work, for example healthcare sector in Egypt society.
The medical and health manager should initially pay attention to the pre-
vention of employees’ presenteeism, by establishing a multi-dimensional
performance appraisal system, with focus on the quality of work instead
of the frequency rates of presence in the workplace.

Medical and health managers should setting up an effective mechanism
of appropriate procedures that decrease rates of absenteeism which will
consequently decrease organizations’ costs.

It is recommended that the management of hospitals should focus on best
practice guidelines and workplace benefits, which support employees suf-
fering with MH disorders for enhancing the quality of work life that re-
sult in reduced absenteeism, disability, and productivity loss.
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