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INTRODUCTION itself. Presenteeism is kno'wn as a condition in which

employees, although physically present at work, are
Although it is frequently experienced in today’s busi-  ynaple to devote themselves to their job or adapt to
ness life, presenteeism is a lesser-known concept it for various reasons. Among the reasons why a per-
because people are often unfamiliar with the term  son goes to work despite not wanting to are generally
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financial concerns and the fear of losing his/her job.
Other reasons include their higher consistency regard-
ing professional self-development and a perceived
obligation to attend work. Presenteeism is of great
importance for many organizations and employees.
It is important because it directly affects personnel
management, employee efficiency and organizational
productivity. Furthermore, this situation should not
be considered solely in terms of productivity loss and
financial damages; from a human perspective, em-
ployees’ psychological well-being should also be tak-
en into account and solutions to the problem should
be sought (Kose, 2019).

Presenteeism is a phenomenon that manifests it-
self across various sectors, including manufactur-
ing, healthcare and travel agencies (Erbas&Yesiltas,
2017; San&Demirbag, 2024; Ulu et al., 2016), and
has emerged as a topic that has attracted increas-
ing research attention in recent years. The scarcity
of research regarding the phenomenon of presen-
teeism within academic organizations underscores
the originality of the current study. Ucar (2019), in
a study conducted through interviews with research
assistants, found that presenteeism is observed more
commonly among female academics. It was also
found that marital status and age variables do not
have a significant effect on presenteeism. Ertirk et
al. (2017), based on a questionnaire administered to
academics, state that disruptions in work-family bal-
ance are a cause of presenteeism and that there is a
positive relationship between work-life balance and
presenteeism. Bal (2014), based on a questionnaire
administered to academic staff, reports that there
is a significant relationship between presenteeism
and emotional intelligence. Elden (2025), based on a
questionnaire administered to academic and adminis-
trative staff working at public and foundation univer-
sities, concluded that there is a positive relationship
between work-life balance and presenteeism. Omar
et al. (2016), as a result of their study conducted at a
public university in Malaysia, stated that presentee-
ism negatively affects life satisfaction. Hadjisolomou
et al. (2022), in an article based on the life of an
academic in the United Kingdom, stated that job in-
security causes presenteeism. When the literature is
reviewed, it is seen that although studies on presen-
teeism have increased, they have been conducted on
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employees in different sectors and research conduct-
ing a detailed examination of presenteeism among
academics remains scarce.

When the concept of presenteeism is examined in
greater detail, its emergence and early conceptual-
ization in the literature can be traced back to the
late 1990s. Knani (2013) notes that presenteeism en-
tered the literature during this period. In the field of
medicine, this term was first defined by Cary Cooper
in the second half of the 1990s (Coban & Harman,
2012). Presenteeism, initially framed in relation to
absenteeism, has come to be used as the exact op-
posite of absenteeism. Among Turkish studies, in the
research conducted by Ciftci (2010), the phrase “the
problem of not being able to be present at work” was
used as to define the term presenteeism in Turkish. In
the Turkish literature (iscan&Moc, 2018; Sarni&Demir-
bag, 2024; Yesiltas&Ayaz, 2019), it is seen that the
term is more commonly accepted as “presenteizm”.
The concepts that are seen to be influential on the
causes and consequences of presenteeism, along with
their explanations, are listed below:

o Personality refers to the entirety of the char-
acteristics that an individual brings from
birth and the traits that life adds to him/her
(Ulu et al., 2016). Although studies on the
relationship between personality and presen-
teeism are limited, it has been observed that
individuals with social and agreeable person-
ality traits are less likely to experience pre-
senteeism (Cicek&Aknar, 2019).

o Job stress is defined as the behavioral, men-
tal and physical reactions exhibited by em-
ployees in situations where the needs and ex-
pectations of the employing institution do not
align with the employees’ skills (Oztiirk&Hir-
lak, 2024). In the long term, job stress leads
to physical and psychological distress, which
in turn precipitates the state of presenteeism
(Turkkan&Soyman, 2023).

e Depression is one of the most significant
psychiatric disorders, encompassing both
sadness and hopelessness. More than 78% of
patients exhibiting symptoms of depression
experience fear regarding the future. De-
pression adversely affects an individual’s ca-
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pacity to work and reduces job productivity.
Consequently, employees with depression are
found to be more likely to experience presen-
teeism (Celik, 2018).

Job satisfaction is an individual’s mindset
toward different aspects of his/her job, as
well as his/her perception of the work and
the colleagues. An individual’s lack of satis-
faction with his/her job causes presenteeism
(Yucel, 2020). Low job satisfaction leads to
unhappiness, inefficiency and presenteeism
(Kogoglu, 2007).

Job insecurity is characterized by an indi-
vidual’s perceived lack of safety within his/
her employment domain, a pervasive feeling
of distress and the subsequent inability to
sustain focus on his/her work (Oztiirk & Oz-
turk, 2023). This phenomenon is recognized
as a significant antecedent of presenteeism.
Failing to feel secure in the workplace exac-
erbates stress and thus causes presenteeism
(Ardic, 2024).

Employees may set certain goals before start-
ing their career; however, when they realize
upon entering the profession that they cannot
achieve these goals, they feel reluctant and
exhausted (Cemaloglu&Sahin, 2007, p. 467).
In the long run, it is observed that employ-
ees who experience presenteeism undergo
emotional exhaustion. Individuals’ inability
to dedicate themselves to their work, expe-
riencing mental overload and going to work
reluctantly out of obligation are among the
causes of emotional exhaustion (Bakan et al.,
2018).

Organizational commitment is defined as in-
dividuals identifying with the organization
and its goals, feeling happy in their environ-
ment and experiencing a sense of belonging
to that workplace (Seckin et al., 2019). It is
suggested that a high level of organizational
commitment leads individuals to take on a
heavier workload, which subsequently results
in presenteeism (Turpin et al., 2024).

Job performance can be expressed as indi-
viduals’ behaviors within the employing in-
stitution or their observable success relat-

ed to their field of work. Presenteeism can
negatively affect job performance. Employ-
ees experiencing presenteeism cannot fully
demonstrate their potential, which leads to a
decline in job performance (Sahin & Kanbur,
2022).

Work-family conflict is defined as a situation
where individuals’ responsibilities in their
work life make it difficult to fulfil their re-
sponsibilities within the family and thus ex-
haust them (Netemeyer et al., 1996). It is
stated that problems arising in family life
affect work life and cause individuals to ex-
perience presenteeism; likewise, problems
experienced in the workplace can also lead
to family conflict (Erturk et al., 2017).
Continuance commitment is an intrinsic mo-
tivation and the desire to continue one’s em-
ployment, stemming from individuals’ wish to
see the return on their dedication and efforts,
as well as their sense of belonging to the
work (Toka, 2022). Continuance addiction,
on the other hand, can cause presenteeism
in the long run. An individual’s continued at-
tendance at the workplace due to obligations
causes burnout, which constitutes a source of
presenteeism (Kaygin et al., 2017).

The concept of organizational culture must
be considered together with the other indi-
viduals in the workplace. Organizational cul-
ture represents the shared thoughts and be-
haviors of an institution and its environment
(Yaman&Ruclar, 2014). Negative occurrences
arising within the organizational culture are
shown among the causes of presenteeism
(San&Demirbag, 2025).

Workaholism is the act of individuals devoting
far more attention to their work than what is
expected or necessary (McMillan et al., 2001).
As a psychological condition, workaholism is
viewed among the causes of presenteeism. It
can be defined as individuals being excessively
attached to their work, coming to work even
when they should not and considering being
present in that environment a duty despite
being unable to fully dedicate themselves to
their tasks (Coban & Harman, 2012).
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There are various factors that cause presenteeism
in individuals. During periods when a person does not
feel physically and mentally healthy, he/she may
not be fully present at work; at the same time, an
illness experienced by one of the individual’s family
members can also distance the person from his/
her work (Baysal, 2012). Musich et al. (2016) stated
that an individual’s working conditions, managerial
behaviors, physical impairments, anxiety and an
unestablished work-family balance are also among the
causes of presenteeism. The absence of an alternative
employee in the institution who can assume an
individual’s duties and responsibilities in the event
of his/her absence also causes presenteeism. Those
who are the sole employees in their positions attend
work out of sheer necessity. The workplace being
far from the employee and the employee arriving
at work tired in the morning can be listed among
the causes of presenteeism. Today, presenteeism
emerges as a concept with a broad spectrum. Among
the individual causes of presenteeism are a person’s
psychological vulnerability and having heavy family
responsibilities, a situation that is more pronounced
among women. Childcare responsibilities, advanced
age along with the resulting fatigue and health
conditions are also shown to be among the causes
of presenteeism (Sari&Demirbag, 2025). Managers’
arrogant and know-it-all attitudes also negatively
affect employees, causing an inability to dedicate
themselves to their work. The workplace climate
generated by presenteeism stemming from
managerial hubris leads to a decline in employee
performance and a consequent decrease in
productivity (Iscan&Moc, 2018). It can be argued that
presenteeism is generally caused by factors such as
working conditions in professional life, an anxious
work environment, pressure, incorrect career choice,
the lack of occupational health and safety, as well as
personnel and managerial influences (Belada, 2022).
Thus, it can be argued that the causes of presenteeism
mostly stem from an individual’s concerns and fears
yet there is an extensive array of factors that lead to
presenteeism.

In the case of presenteeism, employees continue
to remain in their work environment despite being
unable to dedicate themselves to their work. They
do so for various reasons, such as financial concerns
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and managerial pressure. However, experiencing
presenteeism in the long run causes depression, ner-
vous system disorders, stress, anxiety and even the
deterioration of family relationships (Johns, 2010).
The consequences of presenteeism are listed as de-
creased productivity, poor performance, a decline in
employee motivation, job dissatisfaction and absen-
teeism (Kocoglu, 2007).

When a relationship is established between hu-
man character and personality structure and presen-
teeism, it becomes possible to prevent presenteeism
through a scale administered to job applicants during
recruitment. Based on the results of previous studies,
to mitigate presenteeism, organizations should hire
individuals who score high on extraversion, consci-
entiousness and openness to experience, but lower
on agreeableness and emotional stability (Ulu et al.,
2015).

The measures to be taken by employers and
managerial staff to prevent presenteeism can be
listed as continuously monitoring the status of
employees by administering job satisfaction and
anxiety surveys, closely attending to the health status
of employees and implementing innovative practices.
At the same time, measures such as allowing
employees to take sick leave when ill, assisting
with their treatment, ensuring no wage deductions
for absent days, preventing excessive overtime and
ensuring employee motivation and rewarding can
relieve the employee. Informing individuals about
the phenomenon of presenteeism through in-service
trainings and learning about employee expectations
can also be effective in reducing presenteeism (Coban
& Harman, 2012). Furthermore, employees having
strong social relationships with their co-workers,
sharing information comfortably with higher-level
employees, or being able to express a problem easily
also reduce the risk of presenteeism (Saki & Oztas,
2024).

Rather than examining the concept of presentee-
ism in relation to different variables, the current study
was conducted solely for the purpose of conceptual-
izing presenteeism and developing solutions. In this
context, it seeks answers to the following questions:
What are the reasons for academics experiencing pre-
senteeism? and What are the practices recommended
by academics to prevent presenteeism?
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METHOD

RESEARCH DESIGN

This study examined the views of academics working
at Kafkas University regarding presenteeism using a
qualitative research method, specifically a descrip-
tive phenomenological design. Phenomenological
research seeks to identify the shared meanings that
individuals derive from their experiences of a par-
ticular phenomenon (Creswell, 2007). While interpre-
tive phenomenology incorporates the interpretations
of both participants and researchers regarding these
shared meanings to synthesize them, descriptive phe-
nomenology seeks to capture the essence of these ex-
periences as objectively as possible, without relying
on prior theoretical approaches or the researchers’
own assumptions (Watson, 2024). Descriptive phe-
nomenology does not seek to provide causal expla-
nations or abstract interpretations; rather, consistent
with the Husserlian approach, it focuses on describing
the essential features of participants’ lived experi-
ences (Oluka, 2025).

Accordingly, this study sought to capture the
essence of academics’ experiences of presenteeism
by focusing on the sources of presenteeism and sug-
gestions for addressing it. In doing so, the study em-
ployed bracketing to minimize the influence of prior
theoretical perspectives and the researchers’ own in-
terpretations, thereby presenting the meanings and
interpretations that participants themselves derived
from their experiences of presenteeism as objective-
ly as possible

Study Group

In the current study, which was conducted with 36
participants from among the faculty members at Kaf-
kas University, the academics were selected from 7
different faculties. It can be argued that a sample
size of 36 academics is sufficient for the study. Ac-
cording to Creswell (2007), a sample size of 5 to 25
participants is sufficient for phenomenological stud-
ies. The academics constituting the study group were
determined using the maximum variation sampling
technique. In maximum variation sampling, a maxi-
mum variation sample is constructed by identifying
the key dimensions of variations and finding cases
that are as different from one another as possible.
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By utilizing maximum variation sampling, it is aimed
to capture the experiences of different stakeholders
across various contexts (Yagar&Dokme, 2018). Within
this framework, the academics participating in the
study were selected to exhibit diversity according to
variables such as gender, academic title and faculty.
Various demographic characteristics regarding the ac-
ademics constituting the study group are presented
in Table 1.

Table 1: Some demographic characteristics of the
academics constituting the study group

Characteristic N
Gender Female 18
Male 18
Academic Title | Research Assistant 9
Doctor Faculty Member 15
Assoc. Professor 6
Professor 6
Faculty Education Faculty 8
Engineering Faculty 7
Faculty of Science and Letters |3
Faculty of Theology 22
Faculty of Economics 7
Faculty of Medicine
Faculty of Dentistry 5

As seen in Table 1, 18 of the participants are
female and 18 are male. Furthermore, 8 academics
work in the Faculty of Education, 7 in the Faculty
of Engineering, 3 in the Faculty of Science and Let-
ters, 2 in the Faculty of Theology, 7 in the Faculty of
Economics, 4 in the Faculty of Medicine and 5 in the
Faculty of Dentistry.

Data Collection Tool

The data were collected using a semi-structured in-
terview form. The semi-structured interview tech-
nique is neither as rigid as fully structured inter-
views nor as flexible as unstructured interviews; it
is positioned between these two extremes (Karasar,
1999). In semi-structured interviews, the interviewer
attempts to make the prepared questions as clear as
possible through a preliminary study. During the in-
terview, in cases where questions are not understood
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or unanticipated issues arise, the interviewer revis-
es and poses the questions to the participant (Polat,
2022). In the current study, questions were devel-
oped to clearly capture the views of academics on
presenteeism and they were refined based on expert
opinions. The semi-structured interview form used in
the study consists of 8 questions. After the questions
were prepared, they were submitted to the review of
6 experts including 1 research assistant, 1 associate
professor, 2 doctor faculty members and 2 professors.
Based on the recommendations of the experts, mod-
ifications were made to 3 questions to enhance their
clarity. Subsequently, a pilot interview was conduct-
ed with 2 academics to confirm that the requested
information could be expressed clearly, and thus the
interview form was deemed appropriate.

Data Collection and Analys

To collect the research data, the necessary ethical
clearance was obtained from the Kafkas University
Scientific Research and Publication Ethics Committee
for Social and Human Sciences (Approval No: E-18380;
Date: 23.05.2025). Prior to interviewing the academ-
ics, appointments were scheduled based on their
availability. Verbal informed consent was obtained
from each participant before commencing the inter-
views. To ensure a comfortable, natural environment,
prevent participants from feeling pressured, and al-
leviate any concerns regarding confidentiality, verbal
consent was preferred over written consent. Within
this framework, participants were informed about
the scope, content, and purpose of the research.
Absolute anonymity and confidentiality were guaran-
teed. It was explicitly stated that they could with-
draw from the study at any time or request to review
the research findings prior to publication. Permission
was also granted by the participants to audio-record
the interviews. Their statements confirming volun-
tary participation under these conditions were re-
corded via an audio device.

It was specified in the research proposal submit-
ted to the Kafkas University Scientific Research and
Publication Ethics Committee for Social and Human
Sciences that verbal informed consent would be
obtained from the participants, and this procedure
was approved by the aforementioned committee.

Furthermore, all participant inquiries regarding the
study were fully addressed. In accordance with the
guidelines of the Kafkas University Scientific Research
and Publication Ethics Committee for Social and Hu-
man Sciences, the obtained verbal informed consent
audio recordings and interview transcripts will be
stored in encrypted digital files within a secure local
storage area for a period of five years following the
completion of the study, ensuring restricted access
to third parties, and will be destroyed at the end of
this period. Nevertheless, the dataset containing the
codes and categories derived from the initial analyses
has been made openly available on the Zenodo plat-
form in a fully anonymized format to ensure partici-
pant confidentiality.

In addition to the questions in the semi-struc-
tured interview form used in the study, follow-up
questions were also asked to obtain detailed infor-
mation about presenteeism. The interviews lasted
between 20 and 40 minutes. The interviews were re-
corded using an audio recording application with the
permission of the academics. The audio recordings
were then transcribed and transferred to a computer
environment. For the academics who did not wish to
be audio-recorded, their responses were noted down
in writing during the interview. The academics were
given codes ranging from A1 to A36 to prevent their
identities from being disclosed. The data collected
were analyzed using content analysis. The content
analysis method refers to the in-depth examination
and organization of independent qualitative and
quantitative studies conducted on a specific topic or
field (Ultay et al., 2021). Content analysis is a flexible
research method that can be utilized across multiple
fields of study. It is frequently observed to be used in
the areas of communication, politics, psychology, so-
ciology and social sciences. Content analysis encom-
passes the steps of identifying the research problem
and questions, data collection, data coding and data
analysis. However, the content analysis approach also
has some disadvantages, such as being open to mis-
understandings, semantic ambiguity and being specu-
lative (Alanka, 2024). According to Bernard Berelson
(1952), content analysis is a research technique for
making objective, systematic and quantitative de-
scriptions of the manifest content of communication.
As emphasized by Berelson, refraining from taking
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sides, namely, objectivity, is a crucial characteristic
of content analysis. The goal in content analysis is
not merely to express the immediately apparent but
to uncover the latent meaning through an in-depth
examination. To achieve this goal, researchers must
conduct an unbiased second reading by adhering to
the principles of objective reading rather than fol-
lowing their own emotional and cognitive frameworks
(Bilgin, 2006).

In the current study, before starting the content
analysis, the interviews conducted with the academ-
ics were transcribed on a computer, re-listen to and
checked for any errors; simultaneously, data famil-
iarization was also achieved through this process.
Furthermore, since the interviews were conducted
consecutively on successive days and transcribed
without delay and thus the recall of the interviews
was facilitated and any confusion was prevented. Us-
ing the MAXQDA software, the transcribed files were
imported into the application, with the names of the
academics also being coded, and subsequently, the
responses given by the academics to the questions
were coded by highlighting the answers in different
colours, moving sequentially from the first question
onward. After the coding process was completed,
categories were created and named by bringing to-
gether codes with similar patterns and drawing on
the presenteeism literature. As a result of these anal-
yses conducted using the MAXQDA software, figures
were generated and thus an overall perspective on
presenteeism is provided.

Regarding the validity and reliability of the study,
the criteria of credibility, transferability, dependabil-
ity and confirmability were taken into account. Cred-
ibility is considered one of the most critical elements
in ensuring the validity and reliability of any study
(Baskale, 2016). In this context, the information
obtained from the academics in the study was tran-
scribed verbatim from the audio recordings without
omitting anything and a detailed thematic analysis
was carried out through a meticulous collaboration
with the advisor. At the same time, interviews were
conducted without interruption, involving at least 2
academics every day and a systematic workflow was
maintained by transcribing them immediately after-
ward. There were instances where some academics
requested the audio recording to be paused, partic-
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ularly to express themselves more comfortably on
family-related matters. The immediate transcription
of the interviews prevented the study from being in-
complete. Furthermore, a sufficient number of par-
ticipants were reached with 36 academics and data
saturation was achieved in the study.

Transferability is a concept related to the degree
to which research results can be applied to different
contexts and to different individuals. It expresses the
generalizability of the findings (Huberman & Saldafa,
2014). What is critical in establishing the concept of
transferability is the detailed expression of the stud-
ied group, the research setting and its conditions. In
this way, readers should be able to evaluate in which
sampling and field they can apply the research (Ar-
slan, 2021, pp. 69-70; Braun & Clarke, 2013, p. 282).
In this context, direct quotations from the academics
were included and the working conditions were ex-
pressed in detail. Furthermore, maximum variation
sampling was employed in the study, which contribut-
ed to its transferability.

Dependability is an important criterion in quali-
tative research. It is a metric that needs to be em-
phasized, as interviews with participants may contain
subjective thoughts and it is difficult for the research-
er to maintain an unbiased stance (Tutar, 2022). In
this context, to ensure that the study remained free
of errors, the empirical findings were rigorously re-
viewed and tabulated. From the initial literature re-
view to the final conclusion, the study was executed
under the strict supervision of the research advisor.

Confirmability refers to the criterion in qualita-
tive research that emphasizes participants’ state-
ments and ensures that findings are grounded in ev-
idence rather than researcher subjectivity (Houser,
2015; Streubert& Carpenter, 2011). In this regard, the
findings and conclusions were presented in a coherent
and interconnected manner, and all supporting mate-
rials, including background studies, notes and tables,
were retained and made available upon request.

FINDINGS

Academics were asked about the underlying causes
of presenteeism. In this context, their views are pre-
sented in Figure 1.

As seen in Figure 1, the sources of presenteeism can
be examined under 10 categories. The sub-categories



Aysenur Alhan Cimen and Nuriye Karabulut : Presenteeism in Higher Education from the Perspective of
Academics: Its Sources and Suggestions for Its Prevention

of the category of academics who believe that
physical and psychological health  problems
cause presenteeism consist of: a family member
experiencing a health problem (f=10), suffering from
a physical illness (f=8), not feeling psychologically
well (f=6), feeling mentally fatigued (f=4), feeling
burned out (f=3), experiencing lack of concentration
(f=2) and suffering from a herniated disc (f=1). One
academic who stated that he/she suffered from a
herniated disc, along with three of the academics
who expressed that experiencing a physical health
problem is a source of presenteeism, stated that
this situation was caused by continuous sitting and
intensive desk work. Academics expressed that they
also experienced presenteeism due to personal
reasons. These reasons are listed as: not being able
to love one’s job (f=7), living a stressful life (f=5),
experiencing adaptation problems to the university
(f=5), lack of organizational belonging (f=5), insomnia
(f=2), job dissatisfaction (f=2), low motivation (f=2),
social media addiction (f=1), not feeling happy when
producing new things (f=1), having a depressive
character (f=1), being a perfectionist (f=1) and not
finding one’s job meaningful (f=1). The academics
who stated that personal reasons are a source of
presenteeism expressed that focusing and being
present at work depend on individuals themselves
rather than environmental factors.

On the other hand, the academics who stated
that the student profile is a source of presenteeism

listed the reasons as follows: very low university en-
trance scores of students and the associated lack of
academic success (f=4), students’ lack of interest in
the department (f=2), students maintaining a disre-
spectful attitude toward professors (f=1) and students
perceiving academia as simple (f=1). The academics
who identified the student profile as a source of pre-
senteeism (f=8) work in the faculty of education, the
faculty of engineering and the faculty of economics.
Some academics expressed that familial factors
cause presenteeism. The sub-categories of this cate-
gory are listed as follows: having a restless environ-
ment at home (f=16), spouses not being able to get
along with each other (f=10), excessive household re-
sponsibilities (f=7), academics experiencing concerns
about their children’s future (f=4), the spouse’s in-
ability to understand the difficulties of academia due
to not being an academic (f=3), conflicts experienced
with parents (f=2), one of the spouses bringing work
stress home (f=1) and spouses being in the process of
divorce (f=1). Of the seven academics who experi-
enced presenteeism due to excessive household re-
sponsibilities, four were female academics and three
were male academics. Female academics expressed
those domestic chores and childcare responsibilities
fatigued them more than their spouses and that they
inevitably carried this over into their work. On the
other hand, male academics stated that they were
more active at home and took on more childcare re-
sponsibilities due to their spouses being employed.

Managerial factors
and workload (47)

Physical insufficiencies
of the organization (16)

D

Attitudes and
behaviours of

/colleagues (35)

Physical and B ‘Sources of Presenteeism (249)| —  Environmental
psychological health factors (10)
factors (34) /
Personal Economic
factors (33) Student Social factors (15)
profile factors
(8) Familial (7)

factors (44)

Figl: Sources of presenteeism
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The academics who stated that economic factors
are a source of presenteeism list the sub-categories
of this domain as follows: constantly having to think
about the economy (f=7), not receiving the financial
return for one’s work (f=2), academia being a profes-
sion practiced solely to earn an income (f=2), inad-
equacy of the academic budget (f=2) and the fami-
ly lacking a sufficient income (f=2). It was observed
that among the seven academics who touched upon
economic concerns, four were male and three were
female.

Academics who emphasized social factors as a
source of presenteeism categorized them as follows:
the country’s agenda being dominated by negative
news (f = 3), the country’s social and economic in-
adequacies (f = 2) and people leading an isolated life
after the COVID-19 pandemic (f = 2).

Academics who stated that environmental factors
were also a source of presenteeism listed them as fol-
lows: feelings of pessimism caused by cloudy weather
conditions (f = 4), limited social interaction due to
the climate of Kars (f = 3) and restricted opportuni-
ties resulting from the city’s conditions (f = 3). It was
seen that the academics who reported experiencing
presenteeism due to city- and climate-related factors
(f = 10) had come from outside the city.

Academics who stated that their colleagues’ at-
titudes and behaviours contributed to presenteeism
categorized their views as follows: colleagues’ fail-
ure to engage in open communication (f = 11), com-
petition among academics (f = 7), isolation among
academics (f = 5), colleagues being insincere or
lacking sincerity (f = 4), a distant attitude toward ac-
ademics who had come from outside the city (f = 3),
excessive individualism among academics (f = 3) and
academics displaying arrogant attitudes (f = 2).

The category of managerial factors and workload
stands out as the most frequently cited source of
presenteeism among the academics. The subcatego-
ries of managerial factors and workload were iden-
tified as follows: mobbing (f = 19), excessive work-
load (f = 7), unfair treatment by department heads
(f = 5), unfair treatment by administrators toward
academics who put in greater effort and demon-
strate higher productivity (f = 3), the existence of
hierarchical  superior-subordinate  relationships
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(f = 2), prioritization of certain faculty members in
course allocation (f = 2), unequal distribution of work-
load among academics (f = 2), administrators failing
to act upon academics’ opinions (f = 1), administra-
tors showing little concern for academics’ well-being
(f = 1), the lack of timely recognition and motivation
(f = 1), the absence of opportunities for some depart-
ments to supervise graduate students (f = 1), the lack
of a monitoring mechanism to oversee academics (f =
1), anxiety caused by performance-related demands
such as accumulating academic points and publishing
articles (f = 1) and feelings of inadequacy resulting
from teaching without the support of technology (f
=1).

Academics stated that the physical inadequacies
of the organization are a source of presenteeism and
identified the subcategories of this theme as follows:
having to share offices with other colleagues (f = 5),
a shortage of staff housing (f = 2), inadequate internet
services and applications (f = 2), muddy roads lead-
ing to the university (f = 2), the absence of a designat-
ed rest area for academics (f = 2), a lack of reference
books (f = 1), insufficient laboratory equipment and
materials (f= 1) and small office spaces for academics
(f=1). Some of the academics’ views regarding the
sources of presenteeism are presented below:

“There is competition at the university and in-
terpersonal relationships are not sincere. The
presence of excessive ambition prevents us
from feeling a sense of belonging here. Fam-
ily-related factors are also highly influential;
sometimes | have disagreements with my spouse
and this affects me. When | come to work, | find
myself unable to do anything because | simply
do not feel motivated.”(A28)

“Some academics stop communicating for no ap-
parent reason. They do not even greet one anoth-
er. Interpersonal relationships are very weak and
disconnected. There is no open communication;
that is the main problem. ”(A25)

“Mobbing can be a source of presenteeism. For
example, the head of the department states that
no one other than me can work in the laboratory.
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Such practices are inappropriate and should not
occur.”’(A29)

“I went through a separation and a divorce pro-
cess. During that year, I was unable to produce
even a single publication because I could not ful-
ly devote myself to my work. One of my children
is preparing for university, so concerns about
their future also contribute to presenteeism. In my
opinion, family is a very important factor.”’(A18)

“There may be certain needs, such as housing.
I came from outside, and the first problem for
someone coming from outside is accommoda-
tion and establishing a stable life. An academ-
ic should not have to deal with these issues; it
should not be their responsibility. I believe pre-
senteeism has many sources. It can be a stressful
life, personal problems, or situations that require
psychological support. The pandemic was also
very influential in this regard. People became
isolated and communication decreased. Social
interaction disappeared. Our interpersonal com-
munication was affected.” (A3)

The recommendations of the academics regard-
ing the prevention of presenteeism are presented in
Figure 2.

As shown in Figure 2, the recommendations for
preventing presenteeism were analyzed under five
categories. Academics who expressed views regarding
what the individual should do reported their opinions
under the following subcategories: seeking psycho-
logical support (f = 18), making plans/schedules (f
= 6), engaging in hobbies (f = 5), fostering intrinsic

Recommendations regarding what
the individual should do (43)

motivation (f = 4), overcoming future-related anxiety
(f = 3), eliminating distracting stimuli (f = 3), limiting
social media use (f = 2), taking care of one’s health (f
= 1) and taking vacations (f = 1).

The academics who expressed recommendations
related to professional regulations and management
reported the following subcategories: increasing
university-wide social activities (f = 21), prioritizing
the completion of laboratory materials by the ad-
ministration (f = 16), ensuring that academic offic-
es are designed for single occupancy (f = 7), holding
meetings where administrators listen to and address
problems (f = 6), offering seminars on presentee-
ism (f = 6), establishing a monitoring and evaluation
mechanism within the university (f = 4), ensuring
fairness in administrative practices (f = 4), reduc-
ing workload intensity (f = 3), implementing positive
discrimination for female academics (f = 2), reduc-
ing individual responsibilities by hiring more faculty
members (f = 2), making academics feel valued by
the administration (f = 2), resolving housing issues
(f = 2), enriching the library resources (f = 1), pro-
viding a cafeteria for academic staff (f = 1), ensuring
equal distribution of course assighments (f = 1) and
resolving administrative problems in a timely manner
(f = 1). The two academics who stated that hiring
more faculty members would reduce responsibilities
were found to be working in the Department of Den-
tistry.

Academics expressed their recommendations
regarding colleagues as follows: open communica-
tion among academics could be encouraged (f = 12),
collaboration among academics could be increased

Recommendations regarding
professional regulations and
management (79)

ad

Recommendations
related to colleagues

<@ Academics’ Recommendations for the| — g Recommendations
Prevention of Presenteeism (246)

related to family

(26)

# (41)

Recommendations related to social and
economic conditions (57)

Fig. 2: Academics’ recommendations for the prevention of presenteeism
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(f = 7), a master-apprentice relationship could be
established among academics (f = 5) and each ac-
ademic could focus solely on his/her own work
(f =2).

Academics expressed their recommendations re-
garding social and economic conditions as follows:
increasing rewards (f = 19), increasing incentives (f
= 18), providing higher salary increases (f = 9), im-
proving the country’s economy (f = 5), providing ad-
ditional payments for book costs (f = 2), eliminating
article publication fees (f = 2) and addressing societal
problems (f = 2).

Academics categorized their recommendations
regarding family-related factors as follows: family
members can support academics by taking on house-
hold responsibilities (f = 20), spouses can assist one
another (f = 14), family members can provide moti-
vating encouragement to academics (f = 4) and family
well-being can be enhanced through the support of
household members (f = 3). It was observed that 9 of
the academics who suggested the transfer of house-
hold responsibilities were female. Some of the aca-
demics’ views regarding the prevention of presentee-
ism are presented below:

“Peace of mind is crucial in academia. This needs
to be ensured right from the very beginning. In
the early stages, many people start their careers
by taking out loans and experience financial diffi-
culties. Newly appointed academics should be pri-
oritized regarding institutional housing, as there
are professors who have been occupying these
residences for a very long time. There must be
financial comfort; this is what | can suggest.”(A16)

“l think institutional in-house training can be
provided to make us feel more competent and
successful. People fear what they don’t know. If
we are aware, it is easier to get support and our
awareness grows.” (A4)

“First, the country needs to improve; we are liv-
ing a very virtual life. It is as if we are living in
a fairy tale. Academics’ gowns have no buttons,
yet their tongues are shackled. Our thoughts need
to be consulted and acted upon nationwide. If we
feel valued, we will also be present at work and
productivity will increase.”(A20)
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“Socialization needs to be increased. For instance,
there could be a hobby garden at the university;
everyone, including academics and administrative
staff, could be given the opportunity to engage
with the soil during certain periods. Sports tour-
naments could be organized. We need to social-
ize. Socialization can bind us to work and people
would not experience these kinds of situations un-
der such conditions.” (A6)

“Stronger, more collegial relationships can be de-
veloped among colleagues and experienced aca-
demics can support early-career academics. The
attitude of condescension and self-importance
is quite common among academics and it is nec-
essary to move away from this behavior. Human
relationships contribute to presenteeism and im-
proving them would also help prevent it, in my
opinion.” (A5)

Academics stated that management and
professional regulations are more effective in
preventing presenteeism. The improvement of
social and economic conditions is another factor
emphasized by academics. The least frequently
mentioned suggestions for preventing presenteeism
are those related to colleagues.

DISCUSSION

According to the results of the study, managerial
factors and workload constitute the main causes
of presenteeism. Faculties within the university
carry out their own administrative processes and
therefore this is not a problem that academics
directly experience with the central administration,
namely the rectorate. Among the academics, those
who experience problems related to management
also report difficulties in communicating with the
head of their department. Perceived unfairness
of the department head, unequal distribution of
teaching loads and the tendency to grant privileges
to those they are close to are among the issues
raised by the academics. Academics experience
stress due to excessive workload, particularly as
they are responsible both for teaching duties and for
producing new publications simultaneously. Indeed,
Korkmaz (2024) states that increasing job demands
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and the resulting time pressure on individuals
lead to presenteeism. Musich et al. (2006) stated
that not having an effective manager disrupts an
individual’s work-life balance and consequently leads
to presenteeism. They also noted that poor working
conditions negatively affect health over time and
that management is also a source of health-related
problems.

The Academics who identified mobbing as a
source of presenteeism stated that they had not
personally experienced it, but instead provided
examples from incidents they had witnessed around
them. When considering the university as a whole
and the participants’ statements, it is seen that
although academics may occasionally experience
personal issues with administrators, they experience
no administration-related problems that significantly
hinder them professionally or prevent their academic
productivity. It can be said that communication-
related problems lead to presenteeism. Academics
stated that management fails to provide sufficient
motivation and that productive academics cannot be
adequately distinguished from less productive ones;
consequently, this situation reduces their interest in
work. Accordingly, it can be said that academics need
a monitoring mechanism and some clearly state this
need. Some academics report that they are unwilling
to work due to a lack of supervision. In line with
these findings, Ozsahin’s (2022) study conducted
with 187 bank employees indicates that mobbing
reduces communication within organizations, leads
to disengagement from work and negatively affects
organizational climate. Miraglia and Johns (2016)
state that negative interpersonal relationships
experienced in the workplace and low self-perception
are also causes of presenteeism. On the other hand,
Girdogan (2023) expressed that the management’s
failure to ensure an equitable distribution of workload
and practicing discrimination among employees,
referred to as favoritism, lead to presenteeism.
Familial problems seem to be an important source
of presenteeism. Conflicts experienced at home
with a spouse or parents affect the professional lives
of academics. It can be argued that, besides their
professional responsibilities, female academics
possess greater domestic responsibilities in their
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home lives compared to male academics. The number
of female academics who require assistance with
domestic chores is higher. Moreover, the number of
female academics who mention their children and
feel anxious about issues related to them is higher
than that of male academics. However, Ertlirk et al.
(2017), in their research conducted with academics,
stated that male academics experienced higher levels
of presenteeism compared to female academics. In
the same study, married academics were found to
experience higher levels of presenteeism compared
to single academics. This situation can be argued to
be associated with the responsibilities of academics
in their social lives. Being an academic necessitates
intense cognitive focus; accordingly, an academic’s
lack of psychological ease, combined with their mind
being preoccupied with their spouse or children,
induces presenteeism. Arslan (2012: 103) asserts
that the equilibrium between professional life and
family life must be maintained, emphasizing that any
imbalance would inevitably undermine an individual’s
achievement and occupational performance. Problems
and difficulties in work life can also affect family
life. Dogrul and Tekeli (2010:12) stated that work
life establishes a connection between family life and
an individual’s personal desires and thus a threefold
balance is created. It is stated that when working life
affects personal desires and family responsibilities,
conflict arises in an individual’s life. It is emphasized
that there should be a balance between work, the
individual and family, in which enough space should
be created for each.

The attitudes and behaviours of colleagues also
demoralize certain academics. It was seen that there
is a lack of open communication among academics
and problems are not resolved through dialogue.
Behaviours such as cutting off communication and
avoiding meeting others prevent the formation
of a warm working environment. Moreover, there
is competition among academics and there are
specifically some academics who avoid sharing
knowledge or refrain from asking a question out of
fear of being criticized. In the study conducted by
Agirbas and Yildizhan (2019), it was observed that
a negative organizational climate increases the
probability of experiencing presenteeism. Positive
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interpersonal relationships and working conditions
are required to foster a positive organizational
culture. Oztiirk (2023), in a study conducted with
academics, states that employees engaged in positive
communication reduces presenteeism, whereas
ostracism and discrimination among employees
trigger presenteeism.

Academics’ own physical and psychological
health problems, or those experienced by their close
relatives, may lead to presenteeism. The findings
of the study conducted by Demirbulat and Bozok
(2015) with tourism managers are consistent with this
result. Managers stated that when they do not feel
physically and psychologically well, they are unable to
tolerate the work-related difficulties they encounter
throughout the day. They also reported that employees
who feel psychologically distressed continue working
in an unhappy and hopeless state and are unable to
complete their duties on time. Similarly, Tukeltirk et
al. (2014) stated that, in addition to employees’ own
health problems, health problems experienced by a
family member or someone from their social circle
can also have a significant impact on individuals.

Academics’ dissatisfaction with their work and
their not feeling happy while performing their job may
lead to presenteeism. This may stem from personal
factors related to the individual or from external
factors beyond their control. Some academics working
in the Faculties of Economics and Engineering pointed
out that student achievement is low. They also noted
that the minimum admission score required for entry
into engineering faculties has led to a decline in
student enrolment. Some departments have as few
as two students, which negatively affects academics’
motivation. In addition, the admission scores for
certain departments remain very low and the fact
that students who have only just met the minimum
requirements for university admission struggle
considerably in their courses can diminish academics’
enthusiasm for teaching. Turkkan and Soyman
(2023) found that employees felt unhappy due to
their workload and job-related stress. They also
reported that the inability to establish an emotional
attachment led to emotional stress, which, in turn,
contributed to presenteeism.

Among the academics who highlighted the
university’s inadequate physical facilities, the most
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frequently mentioned issue is having to share an office
with another academic. This was identified as an
undesirable working condition that negatively affects
their job satisfaction and overall work experience.
Academics reported that sharing an office distracts
them professionally. They also expressed discomfort
when students of the colleague with whom they
share the office come in, as they often feel obliged
to leave the room. Although they do not experience
personal conflicts with their office mates, they prefer
to work in a more comfortable environment and wish
to interact with their own students more freely and
privately. Similarly, Dew et al. (2005, pp. 2273-2275)
argued that inadequate physical workplace conditions
and insufficient working environments negatively
affect employees and prevent them from achieving
their expected level of productivity.

It was observed that academics who came from
outside the city are affected by Kars’ climate. Overcast
weather lead some academics to feel pessimistic,

resulting in a lack of motivation to do anything and
causing difficulties in maintaining concentration.
In addition, the cold climate is associated with
low levels of sociability and limited interpersonal
interaction, which are among the factors mentioned.
Another contributing factor is that academics are not
financially comfortable. Financial concerns constitute
an obstacle to producing work for individuals who are
engaged in creative and intellectual activities. While
some academics believe that they are not adequately
rewarded for their efforts, others argue that academia
should not be pursued primarily for financial gain.
However, it is also observed that some academics who
pursue an academic career for financial reasons do
so due to necessity and economic constraints. Kaygin
and Kosa (2019) stated that having to work in order to
sustain one’s life reduces productivity and becomes a
source of presenteeism, as individuals may be unable
to leave their job even if they do not like it or do not
wish to continue performing it. Furthermore, while
financial concerns are considered one of the sources
of presenteeism, in contrast to this finding, Oge and
Kurnaz (2017) revealed that there is no significant
relationship between income level and presenteeism.
Since every professional group consists of
members of society, societal events inevitably affect



Aysenur Alhan Cimen and Nuriye Karabulut : Presenteeism in Higher Education from the Perspective of
Academics: Its Sources and Suggestions for Its Prevention

individuals. Academics also expressed that social
events, negative news and the country’s social and
economic conditions affect them. The desire to see a
peaceful Turkey, a peaceful society, youth free from
anxiety and happy people is among the wishes of
academics.

To prevent presenteeism individually, the most
common solution mentioned by academics is getting
psychological support. Recognizing one’s own
presenteeism and deciding to get help often happens
through recommendations from friends and family.

Among the academics, some recommend
psychological support to their close friends. However,
since the work environment is not very intimate and
they are afraid of being misunderstood, academics
do not share these issues with each other very often.
Belada (2022) emphasizes that presenteeism affects
individuals both physically and psychologically and that
the issue can be addressed by expert psychologists,
whose opinions should be taken into consideration.
Lambert et al. (2010) state that employees question
the accuracy of decisions made by managers and when
they perceive decisions as unfair, they experience
anger, leading to presenteeism and burnout. Thus, it
can be suggested that managerial fairness is a way to
prevent presenteeism.

Academics struggle while taking on both the
responsibility of teaching courses and producing
academic works. Regarding this issue, some
academics believe that additional faculty members
should be hired at universities, while others state
that courses are not distributed equally and that, as
a result, the workload of academics increases. After
becoming familiar with the concept of presenteeism,
academics stated that they actually experience this
situation very frequently but could not previously
define it or fully know how to cope with it. They
also indicated that preparing informative seminars
on presenteeism at the administrative level could
help reduce such cases. Kilin¢ (2022) states that, in
order to prevent presenteeism, management should
prioritize employees’ physical and psychological
well-being. By ensuring job security, protecting their
health, making them feel valued and acknowledging
and reinforcing their achievements, organizations can
support a healthier and more productive workforce.
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In particular, female academics emphasized the
challenges of simultaneously managing household
and work responsibilities and they suggested that
positive discrimination could be applied to women
in academia, along with the introduction of legal
regulations. Oge and Kurnaz (2017), on the other
hand, state that women experience less presenteeism
than men and that working hours are not related to
presenteeism.

Academics who stated that colleagues should be

more constructive in order to prevent presenteeism
indicate that, rather than expecting support,
they consider it sufficient not to be harmed by
their colleagues. This is because the lack of open
communication, as well as unfounded attitudes and
behaviors, inevitably affect academics’ motivation.
While they do not expect a highly intimate
environment, working in a trouble-free workplace is
among the expectations of academics. Metin (2024),
in a study conducted with healthcare workers, states
that a negative work environment and stress lead
to presenteeism. Academics who think that salary
increases should be made in response to changes in
today’s social life, demands and the rising cost of living
also express the need for increased incentives and
rewards. It is considered that financial improvements
would, to some extent, motivate academics and
help them feel that their efforts are being properly
acknowledged and rewarded. However, Bakan and
Sekkeli (2022) state that although working for low
wages negatively affects job satisfaction, it does not
have an effect on presenteeism. Korkmaz (2024), on
the other hand, states that working for low wages
and in poor working conditions lead to presenteeism.

Academics who stated that family support is also

important for preventing presenteeism emphasize

that, in particular, having a supportive spouse
provides psychological comfort for the individual and,
consequently, has a positive effect on productivity.

CONCLUSIONS AND SUGGESTIONS

This study demonstrates that presenteeism is a mul-
tidimensional phenomenon when examined through
academics’ experiences. The findings indicate that
presenteeism is associated not only with individual
health and psychological conditions, but also with
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managerial factors, workload, interpersonal rela-
tionships, family responsibilities, working conditions,
economic concerns, and broader social factors.

In particular, managerial factors and workload
emerged as among the most significant sources of
presenteeism. Unequal distribution of work and
teaching responsibilities, perceptions of favoritism,
communication problems, insufficient motivation,
and the intensity of academic responsibilities may
negatively affect academics’ engagement with their
work and mental involvement in the workplace. In
addition, family-related problems, health issues,
negative interpersonal relationships with colleagues,
physical working conditions, and economic concerns
were found to contribute to academics’ experiences
of presenteeism.

Overall, the findings indicate that presenteeism
among academics is a complex phenomenon shaped
by the interaction of individual and organizational
factors as well as social and contextual conditions.
Therefore, presenteeism in academic work
environments should be understood not merely as an
individual issue, but within the interaction between
the individual, the organization, and the broader
environment.

In line with the results of the current study,
the following recommendations can be made for
practice and future research: The current study can
also be conducted at different universities in order
to reveal academics’ presenteeism experiences and
suggestions on a broader scale. In this context, studies
can be conducted using different methodologies
such as quantitative, qualitative, or mixed-method
research designs. Greater importance can be given
to the problems and needs of academics who
represent the intellectual segment of our country.
In particular, improvements can be made in physical
working conditions. Providing single-person offices
can enable more comfortable working conditions.
Salary increases may be implemented to ensure a
better working environment and higher motivation.
In addition, the deficiencies of academics working
in laboratory-based departments (such as medical
and engineering faculties) can be addressed and
appropriate working conditions can be provided.
Social activities at universities can be increased to
encourage more interaction among people. University

440

International Online Journal of Education and Teaching, ISSN - 2148-225X - Oct - Dec 2026

administration can pay greater attention to the equal
distribution of courses in order to prevent imbalanced
workloads. In addition, university-wide seminars can
be organized to ensure that academics become more
knowledgeable about presenteeism and develop self-
regulation skills. The workload of female academics
can be reduced, remote working opportunities
can be provided and additional financial support
can be offered to academics with young children.
Psychological support can be provided to academics
at certain intervals. In addition, their physical health
conditions can be monitored and private health
insurance can be arranged.
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