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Abstract-Presenteeism has emerged as a hidden productivity problem in organizations because employees remain physically present 

at work while experiencing reduced psychological engagement and work performance. Although previous studies have identified 

workplace ostracism as a predictor of negative employee outcomes, limited research explains the psychological mechanism linking 

workplace ostracism and presenteeism, particularly in collectivistic work settings such as Indonesia. This study examines the mediating 

role of psychological resource depletion in the relationship between workplace ostracism and presenteeism among Indonesian service-

sector employees. This study employed a quantitative explanatory approach using survey data collected from 126 permanent employees 

working in the Indonesian service sector, including banking, education, healthcare, and retail industries. Respondents were selected 

using purposive sampling with criteria including a minimum one-year tenure and full-time employment status. Data were analyzed 

using Partial Least Squares Structural Equation Modeling (PLS-SEM) with SmartPLS 4.0. The results indicate that workplace 

ostracism positively and significantly affects psychological resource depletion (β = 0.512, p < 0.001) and presenteeism (β = 0.398, p < 

0.001). Psychological resource depletion also positively affects presenteeism (β = 0.421, p < 0.001) and partially mediates the 

relationship between workplace ostracism and presenteeism. The structural model explains 53.8% of the variance in presenteeism, 

indicating moderate predictive power. This study extends Conservation of Resources Theory by demonstrating how interpersonal 

exclusion in collectivistic workplaces triggers a resource-loss process that reduces employee productivity. Practically, organizations 

should strengthen inclusive work climates and psychological support systems to minimize hidden productivity losses caused by 

workplace ostracism. 
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1. INTRODUCTION 

Employee productivity remains a critical determinant of organizational competitiveness and sustainability. However, 

modern organizations increasingly face hidden productivity losses that are difficult to detect through conventional 

attendance indicators. One of the most important issues is presenteeism, a condition in which employees physically attend 

work but experience reduced concentration, psychological engagement, and work effectiveness. 

Recent evidence suggests that presenteeism produces greater organizational losses than absenteeism because 

employees continue receiving compensation despite performing below their optimal capacity. In Indonesia’s service 

sector, increasing workload pressure, job insecurity, and performance demands have intensified psychological strain 

among employees, particularly after the post-pandemic work transition period. Reports from several Indonesian 

organizations indicate rising levels of emotional exhaustion, social disconnection, and reduced employee well-being, 

which potentially contribute to presenteeism behavior. 

One important predictor of presenteeism is workplace ostracism. Workplace ostracism refers to situations in which 

employees feel ignored, excluded, rejected, or socially isolated in workplace interactions. Unlike direct workplace 

aggression, ostracism often occurs subtly through avoidance behaviors, exclusion from communication, or social neglect. 

Despite its indirect nature, ostracism threatens employees’ fundamental need for belongingness and social acceptance. 

According to Stevan E. Hobfoll’s Conservation of Resources Theory, individuals strive to obtain, maintain, and 

protect valuable resources, including emotional energy, self-esteem, optimism, and psychological resilience. When 

employees experience workplace ostracism, they gradually lose social and psychological resources necessary for 

maintaining work effectiveness. Continuous resource loss may create a “loss spiral,” where depletion of one resource 

triggers further psychological exhaustion and behavioral dysfunction. 

Previous studies have demonstrated the negative effects of workplace ostracism on employee well-being and job 

performance. However, several research gaps remain unresolved. First, prior studies mainly focus on direct relationships 

between workplace ostracism and work outcomes without adequately explaining the psychological mechanism underlying 

the relationship. Second, psychological resources are often treated as stable individual characteristics, whereas they are 

dynamic and vulnerable to workplace stressors. Third, limited studies examine the loss-spiral mechanism within 

collectivistic cultural contexts such as Indonesia, where interpersonal harmony and social belonging strongly influence 

employee behavior. 

Therefore, this study aims to examine the mediating role of psychological resource depletion in the relationship 

between workplace ostracism and presenteeism among Indonesian service-sector employees. Unlike previous studies 

emphasizing direct effects, this research argues that workplace ostracism becomes particularly damaging because it 

gradually depletes employees’ psychological resources, ultimately reducing work effectiveness. 
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This study contributes theoretically by extending Conservation of Resources Theory and Job Demands–Resources 

Theory in explaining sequential resource-loss mechanisms within collectivistic workplaces. Practically, this study 

provides evidence that workplace ostracism is not merely an interpersonal issue but also a significant organizational risk 

that contributes to hidden productivity losses. 

Based on the research background, the hypotheses are formulated as follows: 

H1: Workplace ostracism positively affects presenteeism. 

H2: Workplace ostracism positively affects psychological resource depletion. 

H3: Psychological resource depletion positively affects presenteeism. 

H4: Psychological resource depletion mediates the relationship between workplace ostracism and presenteeism. 

2. RESEARCH METHOD 

This study employed a quantitative explanatory design to examine the causal relationships among workplace ostracism, 

psychological resource depletion, and presenteeism. 

The study focused specifically on employees working in the Indonesian service sector, including banking, 

healthcare, education, retail, and hospitality industries. This sector was selected because service-based organizations rely 

heavily on interpersonal interaction and emotional labor, making employees more vulnerable to workplace ostracism and 

psychological strain. 

Data were collected through online questionnaires distributed between January and March 2026. Respondents 

were selected using purposive sampling based on three criteria: (1) permanent employee status, (2) minimum one-year 

work tenure, and (3) active employment in the service sector. A total of 134 responses were collected, and 126 valid 

responses were retained after data screening. 

Respondent demographics 

a. showed that 54% were female and 46% male.  

b. Most respondents were aged between 25–35 years (61%),  

c. with average work tenure of 4.2 years. 

d. The largest industry representation came from banking (28%), education (24%), healthcare (21%), retail (17%), and 

hospitality (10%). 

To reduce common method bias, this study applied procedural remedies by ensuring respondent anonymity, 

randomizing questionnaire items, and separating predictor and criterion variable sections. Additionally, Harman’s single-

factor test showed that the first factor accounted for less than 50% of total variance, indicating that common method bias 

was not a serious concern. 

Measurement instruments were adapted from established studies. Workplace ostracism was measured using Ferris 

et al. (2008), psychological resource depletion was adapted from Luthans et al. (2007), and presenteeism was measured 

using the Stanford Presenteeism Scale developed by Koopman et al. (2002). All items used a five-point Likert scale 

ranging from 1 (strongly disagree) to 5 (strongly agree). 

Data analysis was conducted using SmartPLS 4.0 through two stages: measurement model evaluation and 

structural model evaluation. The analysis included convergent validity, discriminant validity, composite reliability, 

Cronbach’s alpha, coefficient of determination (R²), effect size (f²), and bootstrapping procedures. 

Table 1. Path Hypothesis Test Results  (Bootstrapping) 

a. Workplace ostracism significantly and positively affected psychological resource depletion (β = 0.512; t = 5.818; p < 

0.001). This result indicates that employees who experience social exclusion, neglect, or interpersonal avoidance in 

the workplace tend to experience higher levels of psychological exhaustion. The positive coefficient suggests that 

increasing levels of ostracism are associated with greater depletion of employees’ emotional and psychological 

resources. This finding supports the Conservation of Resources Theory, which argues that social stressors consume 

individuals’ valuable psychological resources. 

b.  Workplace ostracism significantly and positively affected presenteeism (β = 0.398; t = 3.553; p < 0.001). This finding 

suggests that employees experiencing workplace exclusion are more likely to remain physically present at work while 

simultaneously experiencing reduced concentration, motivation, and work effectiveness. Although employees 

continue attending work, their performance tends to decline due to psychological strain caused by negative social 

interactions. 

Variabel Relationship Original 

Sample (O) 

Sample 

Mean (M) 

Standard 

Deviation 

(STDEV) 

T Statistics 

(|O/STDEV|) 

P 

Valu

es 

Workplace Ostracism ->  

Psychological Resource Depletion 

0,512 0,509 0,088 5,818 0,000 

Work  Ostracism  -> Presenteeism                         

0,398 

0,395 0,112 3,553 0,000 

Psychological Resource Depletion -> 

Presenteeism 

0,421 0,425 0,095 4,431 0,000 
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c. Psychological resource depletion significantly and positively affected presenteeism (β = 0.421; t = 4.431; p < 0.001). 

This result indicates that employees with depleted psychological resources are more vulnerable to productivity loss 

and reduced work performance. Psychological exhaustion weakens employees’ cognitive focus, emotional stability, 

and capacity to manage work demands effectively. 

The mediation analysis further confirmed that psychological resource depletion partially mediated the relationship 

between workplace ostracism and presenteeism. This means that workplace ostracism affects presenteeism both directly 

and indirectly through the depletion of psychological resources. In other words, social exclusion contributes to hidden 

productivity loss because it gradually drains employees’ emotional and cognitive energy before ultimately influencing 

work effectiveness. 

Table 2. Evaluation of R-Square 

Endogenous variable R Square R Square Adjust 

Psychological resource 0,262                                                0,255 

Presenteeism 0,538 0,528 

R-Square showed that workplace ostracism explained 26.2% of the variance in psychological resource depletion, 

indicating moderate explanatory power. Meanwhile, workplace ostracism and psychological resource depletion jointly 

explained 53.8% of the variance in presenteeism, suggesting that the model possesses moderate-to-substantial predictive 

capability. 

Table 3. Evaluation of F-Square Values 

 Variable Relationship 
 

F square  Effect Description  

Workplace Ostracism ->  Psychological Resource Depletion   0,355 Strong effect 

Workplace  Ostracism  -> Presenteeism   0,214 Moderate effect 

Psychological Reseorce Depletion -> Presenteeism   0,239 Moderate effect 

Effect size (f-square) analysis indicated that workplace ostracism had a strong effect on psychological resource 

depletion, while both workplace ostracism and psychological resource depletion demonstrated moderate effects on 

presenteeism. These findings confirm that interpersonal exclusion is an important organizational stressor contributing to 

employees’ psychological exhaustion and hidden productivity decline. 

3. RESULTS AND DISCUSSION 

3.1 Result 

The measurement model evaluation indicated satisfactory validity and reliability. All factor loadings exceeded 0.70, 

Average Variance Extracted (AVE) values were above 0.50, and composite reliability values ranged from 0.84 to 0.91, 

indicating strong construct reliability. 

The structural model results demonstrated that all hypotheses were supported. Workplace ostracism positively 

affected psychological resource depletion (β = 0.512; t = 5.818; p < 0.001), indicating that employees experiencing social 

exclusion tend to suffer higher psychological exhaustion. 

Workplace ostracism also positively affected presenteeism (β = 0.398; t = 3.553; p < 0.001), suggesting that 

socially excluded employees are more likely to remain physically present at work while performing ineffectively. 

Furthermore, psychological resource depletion positively affected presenteeism (β = 0.421; t = 4.431; p < 0.001). 

This finding indicates that depleted psychological resources reduce employees’ cognitive focus and work effectiveness. 

The mediation analysis confirmed that psychological resource depletion partially mediated the relationship 

between workplace ostracism and presenteeism. This result supports the proposed loss-spiral mechanism within 

Conservation of Resources Theory. 

The model explained 53.8% of the variance in presenteeism (R² = 0.538), indicating moderate predictive power. 

Meanwhile, workplace ostracism explained 26.2% of the variance in psychological resource depletion (R² = 0.262). 

3.2 Discussion  

This study demonstrates that workplace ostracism significantly increases psychological resource depletion among 

Indonesian service-sector employees. The finding supports Conservation of Resources Theory, which argues that social 

stressors consume employees’ emotional and cognitive resources. In collectivistic cultures such as Indonesia, social 

acceptance and harmonious interpersonal relationships are highly valued. Consequently, workplace ostracism may 

threaten not only social belongingness but also employees’ professional identity and emotional security. 

The results also show that psychological resource depletion significantly increases presenteeism. Employees 

experiencing psychological exhaustion often continue attending work due to economic pressure, organizational 

expectations, or fear of negative evaluation, despite reduced concentration and work effectiveness. This finding aligns 

with Job Demands–Resources Theory, which emphasizes that insufficient psychological resources weaken employees’ 

ability to cope with job demands. 
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More importantly, this study confirms the mediating role of psychological resource depletion. Workplace 

ostracism indirectly affects presenteeism through gradual depletion of employees’ emotional and cognitive resources. 

This finding provides empirical support for the “loss spiral” concept proposed in Conservation of Resources Theory. 

Compared with previous studies focusing mainly on direct relationships between workplace ostracism and work 

outcomes, this study offers a more comprehensive explanation of how interpersonal exclusion evolves into hidden 

productivity losses within organizations. The study also extends the applicability of Conservation of Resources Theory 

in Indonesian collectivistic workplace settings. 

From a managerial perspective, organizations should recognize that presenteeism is influenced not only by 

physical health issues but also by workplace social dynamics. Organizations are encouraged to strengthen inclusive 

workplace cultures, improve psychological safety, enhance coworker social support, and implement employee mental-

health monitoring programs to reduce long-term productivity losses. 

4. CONCLUSION  

This study concludes that workplace ostracism significantly affects presenteeism both directly and indirectly through 

psychological resource depletion among Indonesian service-sector employees. Employees experiencing workplace 

exclusion are more likely to suffer psychological exhaustion, which subsequently reduces work effectiveness despite 

physical attendance at work. The findings strengthen the loss-spiral mechanism proposed in Conservation of Resources 

Theory by demonstrating how interpersonal stressors gradually deplete psychological resources and contribute to hidden 

productivity losses. This study also expands the theoretical application of Conservation of Resources Theory and Job 

Demands–Resources Theory within collectivistic workplace contexts. Practically, organizations should prioritize 

inclusive workplace practices, psychological safety, and employee mental-health support systems to minimize 

productivity losses associated with workplace ostracism. Managers should also develop early detection mechanisms for 

social exclusion behaviors within teams. This study is limited by its cross-sectional design and focus on service-sector 

employees in Indonesia. Future studies are recommended to employ longitudinal approaches, include larger multi-

industry samples, and examine additional moderating variables such as organizational support, leadership style, and 

employee resilience. 
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