UMSHA Press

Iranian Journal of Ergonomics

3

 Iranian Journal

Iran J Ergon, 2024; 12(2): 130-140. DOI:10.32592/1)E.12.2.130 of Ergonomics

https://journal.iehfs.ir/

Check for
updates

Understanding the Link between Leader-Member Exchange
and Organizational Presenteeism: Analysis of the Key Role
of Organizational Commitment in Academic Environments

Zahra Gomari' ', Mohsen Nazarzadeh Zare'"

! Department of Educational Sciences, Faculty of Literature and Humanities, Malayer University, Malayer, Iran

Article History:
Received: 27/07/2024
Revised: 08/09/2024
Accepted: 13/09/2024
ePublished: 21/09/2024

*Corresponding author: Mohsen
Nazarzadeh Zare, Department
of Educational Sciences, Faculty
of Literature and Humanities,
Malayer University, Malayer,
Iran.

Email:

Nazarzadezare@malayeru.ac.ir

Abstract

Objectives: The emergence of presenteeism in the organizational environment
can have significant negative consequences. A key point in this regard is that the
quality of leader-member exchange can influence the increase or decrease of
presenteeism. Additionally, organizational commitment has a significant
relationship with presenteeism. Therefore, the present study aims to analyze the
relationship between leader-member exchange and organizational presenteeism
among university employees through the mediating role of organizational
commitment.

Methods: This descriptive-correlational method was conducted using the
structural equation modeling technique. The research population consisted of all
145 male and female employees of Malayer University, and due to their small
number, a census method was used to select the samples. The required data were
collected using three questionnaires, namely Leader-Member Exchange,
Organizational Presenteeism, and Organizational Commitment. The gathered
data were analyzed in SPSS version 23 and SMART PLS version 3 software
packages using descriptive statistics and inferential statistics.

Results: The research findings showed that leader-member exchange had a
significant negative path coefficient (-0.271) on organizational presenteeism,
leader-member exchange had a significant positive path coefficient (0.585) on
organizational commitment, and organizational commitment had a significant
negative path coefficient (-0.286) on organizational presenteeism, all at the 0.01
level of significance. Additionally, the indirect effect of leader-member exchange
on organizational presenteeism through the mediating role of organizational
commitment was significant, with a Sobel test statistic of 2.627 at the 0.05 level
of significance.

Conclusion: Overall, the results of this study indicate that improving leader-
member exchange as well as increasing organizational commitment can lead to
a reduction in organizational presenteeism in an academic environment.

Keywords: Higher Education, Leader-member exchange, Organizational
commitment, Presenteeism
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Extended Abstract
Background and Objective

Organizational ~ presenteeism refers to a
phenomenon in which employees, although physically
present at the workplace, are not fully engaged and
productive in performing their duties. The emergence
of presenteeism within the organizational context can
have detrimental consequences not only in terms of
reducing employee performance but also in terms of
employee well-being. Even educational institutions,
such as universities, are not exempt from this
phenomenon; thus, the occurrence of organizational
presenteeism can have a negative impact on both the
organization's productivity and the health of university
employees. A crucial point to consider in this regard is
that the quality of the leader-member exchange (LMX)
within the organizational context can influence the
increase or decrease of the presenteeism phenomenon.
Alongside the positive relationship between LMX
quality and organizational presenteeism, LMX quality
can also be directly associated with organizational
commitment. Consequently, if employees have a high
level of commitment to the organization, they are fully
engaged in achieving the organization's goals and have
the motivation to maintain the organization's existence.
On the other hand, organizational commitment is
another organizational phenomenon that has a
significant relationship with organizational
presenteeism. Presenteeism is more prevalent among
those with lower organizational commitment.
Therefore, the present study aims to analyze the
relationship between LMX and the organizational
presenteeism of university employees through the
mediating role of organizational commitment.

Materials and Methods

The present study is descriptive-correlational in
terms of the data collection method and is based on the
structural equation modeling technique. The statistical
population of this research consisted of all female and
male employees of Malayer University in the academic
year 2023-2024, totaling 145 individuals. The data
collection tools in this research included the three
following questionnaires:

Leader-Member Exchange Questionnaire: This is
an 11-item questionnaire with four dimensions: affect,
loyalty, contribution, and professional respect.

Organizational Presenteeism Questionnaire: This is
a 6-item questionnaire with two dimensions: inability
to avoid distractions and failure to perform tasks.

Organizational Commitment Questionnaire: This is
a 24-item questionnaire with three dimensions:
affective commitment, continuance commitment, and
normative commitment.

Results

The findings of the study showed that the path
coefficient of LMX on organizational presenteeism (-
0.271) with a t-value of -2.773 and a p-value of 0.006
was significant at the 0.01 level. Moreover, the total
effect of LMX on organizational presenteeism (-0.438)
with a t-value of -6.337 and a p-value of 0.000 was
significant at the 0.01 level. This finding indicates the
significant negative effect of the LMX variable on

organizational presenteeism, meaning that as the
exchange between the leader and the member
increases, organizational presenteeism decreases, and
vice versa. Additionally, the path coefficient and the
total effect of LMX on organizational commitment
(0.585), with a t-value of 8.084 and a p-value of 0.000,
were significant at the 0.01 level. This finding
indicates the significant positive effect of the LMX
variable on organizational commitment. Finally, the
path coefficient and the total effect of organizational
commitment on organizational presenteeism (-0.286),
with a t-value of -3.189 and a p-value of 0.002, were
significant at the 0.01 level. This result demonstrates
the significant negative effect of the organizational
commitment variable on organizational presenteeism;
in other words, higher levels of organizational
commitment are associated with lower levels of
organizational  presenteeism, and vice versa.
Furthermore, the indirect effect of LMX on
organizational presenteeism through the mediating role
of organizational commitment, based on the Sobel test,
was significant. The Sobel statistic value of 2.627 at
the p<0.05 level confirms the significant effect of the
predictor variable (LMX) through the mediating
variable (organizational commitment) on the criterion
variable (organizational presenteeism).

Discussion

In explaining the findings of the first hypothesis of
this study, the LMX is a key variable in the formation
of positive and negative behaviors in the organization,
including presenteeism. Accordingly, a high-quality
relationship between the leader and members leads to
more exchange and support, while poor
communication decreases effort and support. In
explaining the findings of the second hypothesis of this
study, organizational commitment is considered
positive when employees feel pleasure and pride about
their jobs and desire to continue working with the
organization. One of the effective factors in increasing
this commitment is the quality of LMX. This is because
the existence of trust and mutual respect between the
leader and the members of the organization increases
the exchange of information, trust, competence,
commitment, and satisfaction. In explaining the
findings of the third hypothesis of this study, it should
be said that presenteeism is known as a negative
behavior that can lead to various problems, such as
increased illness, depression, anxiety, and reduced
productivity. Therefore, the relationship between
organizational commitment and presenteeism is
negative and reciprocal; that is, an increase in one leads
to a decrease in the other. In explaining the findings of
the fourth hypothesis of this study, the existence of a
strong relationship between university employees and
managers strengthens the sense of commitment and
responsibility in university employees. As a result,
their desire to be at work despite illness and personal
problems decreases.

Conclusion

The overall conclusion of this research study
indicated that LMX had a negative and significant
effect on organizational presenteeism. In other words,




a better exchange between the leader and the
organizational member would lead to lower
organizational presenteeism. Furthermore, LMX had a
positive and significant effect on organizational
commitment. This means that by improving the
exchange between the leader and the member, the
individuals' organizational commitment increases.
Additionally, organizational commitment had a
negative and significant effect on organizational
presenteeism; therefore, the greater the organizational

commitment of individuals, the lower the level of
organizational  presenteeism.  Moreover, LMX
indirectly and through organizational commitment
affects organizational presenteeism, meaning that
increasing organizational commitment leads to a
reduction in it. In summary, the results of this study
indicate that managing and improving LMX, as well as
increasing organizational commitment, can lead to a
reduction in organizational presenteeism in an
academic environment.
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