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1.1 NATURE OF PROBLEM 

Chapter I 

INTRODUCTION 

Employee absenteeism is a problem which costs business 

billions of dollars annually. 1 Researchers have reported 

possible causes of absenteeism and have proposed solutions 

to such problems for several decades. However, the retail 

industry, which experiences a high absentee rate, has been 

the focus of limited investigation. This study examines 

possible causes of absenteeism in retail department stores. 

As an introduction, the following i terns will be dis-

cussed: definitions and formulas for measuring absenteeism, 

the cost of absenteeism, the uniqueness of the retail indus-

try, and the purpose and significance of this study. 

1.1.1 Absenteeism: Measures and Definitions 

Al though often of much concern and of numerous studies, 

absenteeism has no simple definition due to a lack of con-

sistency in defining and measuring absenteeism. In fact re-

search has found that use of different methods leads to con-

trasting results. A common method for 

1 Cost estimates are presented in section 1.1.2. 

1 

calculating 
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ab sen teem, provided by the Bureau of Labor Statistics 

(BLS), 2 is: 

Number of Hours Absent 
Inactivity Rate=-------------------------- x 100 

Number of Hours Usually Worked 

This formula aids an organization in determining the abso-

lute loss of hours due to absenteeism in a given work per-

iod, and helps in comparing absentee rates within the same 

industry. However, the BLS method has significant limi ta-

tions for use in controlling absenteeism. 

If employers are interested in reducing absenteeism, they 

must know which employees contribute most to the company's 

problem. This knowledge will allow the company to evaluate 

why absences occur among different kinds of employees, and 

thus give the company a vehicle to develop methods for cor-

recting the problems. The BLS method does not provide ade-

quate information for this purpose. For example, an employ-

ee who misses forty consecutive workhours due to an illness 

during a 400 hour work period, will have a ten percent inac-

ti vi ty rate ( 40/400=10%) . Using the same formula, an em-

ployee who misses five nonconsecutive eight hour workdays 

also wi 11 have a ten percent absentee rate. Despite the 

2 Daniel E. Taylor, "Absent Workers and Lost Work Hours, 
May, 1978," Monthly Labor Review, Vol.102 (August 1979), 
p. 50. 
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same absentee rates, the latter employee may be considered 

the "problem employee" requiring discipline, because fre-

quent absences are disruptive to the organization. This de-

ficiency in the BLS measure of inactivity indicates the need 

for other measures of absenteeism. 

A method for measuring absences which overcomes the BLS 

formula deficiency is the frequency rate, defined as fol-

lows: 

Frequency Rate=Incidents / Average Number of Employees 
(where 11 incidents" means occasions or continuous 
periods of absence unseparated by return to work), 3 

Using the frequency rate on an individual basis, the employ-

ee who missed forty consecutive work hours would have one 

incident, while the other employee who missed five nonconse-

cutive eight hour days work would have five incidents. 

Though this method is deficient in measuring the absolute 

absentee rate, it is effective in identifying absenteeism 

"problems." For this reason, many researchers and organiza-

tions use both methods to provide for a complete analysis in 

measuring absenteeism. 

3 R. W. Kempen, "Absenteeism and Tardiness," Handbook of Or-
ganizational Behavioral Management (New York: John Wiley 
Press, In press), Manuscript edition available. 
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Another measure of absenteeism, but one that determines 

over-all company performance, is the incidence rate shown in 

the following formula. 

Number of workers absent 
Incidence Rate=---------------------------- x 100 

Total Number of Employees 

In this measure, if a company employs 1000 people and 100 

different individuals are absent during a given week, the 

company's incidence rate would be ten percent (100/1000=10%) 

for that given week. This absentee measure allows the em-

player to see how widespread absences are among employees 

during various time periods. The BLS reported a weekly na-

tional incidence rate of 6.1% in 1980. 4 

Other methods for measuring absenteeism are used by vari-

ous organizations and researchers to obtain different in-

terpretations of the absentee problem. Those methods in-

elude: 5 

1. Severity rates (average amount of hours lost by ab-

sent workers per absence during a given time period). 

4 J. N. Hedges and D. E. Taylor, "Fewer Absences Reported, 
But Time Lost Remains Steady, 11 News, U.S. Department of 
Labor, Bureau of Labor Statistics, June 26, 1981, p.4. 

5 Paul J. Porwoll, Employee Absenteeism: ~ Summary of Re-
search (Arlington, Virginia: Educational Research Service 
Inc.,1980), pp. 6-8. 
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2. Medical absences (frequency of absences that are 

three days or more). 

3. Attitudinal absences (frequency of one day absences). 

4. Worst day absences (difference between absentee rates 

on the week's best and worst days). 

5. Average number of days lost per absence. 

6. Number of absences .!2y: reason. 

Other methods may be used by particular firms. 

Despite the varying methods of measuring absenteeism, the 

most frequently used formula is: 

Absence Rate=Number of workdays lost due to 
job absences during a month/ 

(average number of employees x 
average number of workdays) x 100 

Thls formula, recommended by both the BLS and the Bureau of 

National Affairs, is used by three-fourths of all companies 

that have a method for measuring absenteeism. 6 It derives 

from the BLS formula first mentioned in this section. The 

advantage of this formula is that it is easy to calculate, 

but it and other absenteeism measures have several disadvan-

tages. 

6 Mary G. 
Data, 11 

p. 26. 

Miner, 
Monthly 

"Job Absence and Turnover: A New Source of 
Labor Review, Vol. 100 (October 1977), 
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One disadvantage with this formula and many others is 

that absences may be left out due to absence recording 

rules. For instance, how many hours in a day must be missed 

before such absence is counted as an absence? Employees who 

leave work early or arrive late may not be counted as absent 

due to recording rules, but could be creating significant 

problems. Another problem is that there are no common defi-

nitions as to what constitutes an absence. Most companies 

exclude paid vacations and other excused leave time from ab-

sence statistics. Some exclude absences due to jury duty 

and military leave. Usually, absence statistics include 

illness, transportation problems, children's sickness, and 

other reasons acceptable to the particular organization. 

Questions about what is included as an absence and what 

is not, along with th different methods for calculating ab-

senteeism, lead to inconsistencies in absentee rates. The 

researcher as well as the business f irrn must define an ab-

sence before beginning to measure absentee rates, and then 

must keep the limitations in mind when using the calcula-

tion. A good definition of absenteeism clearly specifies 

when an absence has occurred and what constitutes an ab-

sence. 7 

7 Kempen, pp.3-5. 
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1.1.2 The Cost of Absenteeism 

Employee absenteeism is a costly problem for the U.S. 

economy, the retail industry, and individual organizations. 

The exact cost of this problem to the economy is not known, 

but a review of the literature through 1981 has identified 

many different estimates regarding the cost of absenteeism 

to our economy. 

Reports by Cruikshank in 1976 and Kuzmi ts in 1979 have 

estimated absenteeism costs at between 15 and 20 billion 

dollars. In 1978, Steers and Rhodes estimated the cost of 

absenteeism to our economy at 26.4 billion dollars. 8 These 

estimates were based on a large list of costs associated 

with employee absenteeism, including direct wages and salar-

ies, fringe benefits, loss profits, costs of replacing em-

ployees (training, and supervisory time spent looking for 

replacements), and other costs incidental to absence ( i. e 

scrap rate increase). 9 These three studies illustrate the 

magnitude of the problem. 

8 G. E. Cruikshank, "No-shows at Work, High Priced Hea-
dache," Nation'~ Business, September, 1976, pp.37-39; 
Richard M. Steers and Susan R. Rhodes, "Major Influences 
on E:nployee Attendance: A Process Model," Journal of~
plied Psychology, Vol. 63 (1978) pp.391-407; Frank E. Kuz-
mi ts, "How Much is ?-.bsenteeisrn Costing Your Organization?" 
Pe::-sonnel Adrnini strator, Vol. 24, No. 29, 1979, p. 29. 

9 Kuzmits, p.29. 
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The severity of the national absenteeism problem should 

be cause for concern in most organizations, particularly 

those in the retail industry. Over 15 million workers are 

employed in the retail industry (approximately 15 percent of 

the labor force), 10 and a recent Prentice-Hall study indi-

cated the retail industry of all the industries has the 

highest absentee rate, 6. 74 percent. 11 A retail firm with 

500 employees and a paid absence program will pay out over 

one million dollars in yearly absenteeism costs if the ab-

senteeism rate is average (6.74 percent). This costly fig-

ure should alarm employers interested in reducing labor 

costs, and indicates a severe absenteeism problem that may 

have significant impact on the total economy. 

1.1. 3 Retail Department Store Definition 

According to the Standard Industrial Classification (SIC) 

manual, Retail Trade consists of establishments engaged in 

selling merchandise for personal or household consumption 

and in rendering services incidental to the sale of goods. 

Retail establishments are classified by kinds of businesses 

10 Supplement to Employment and Earnings Revised Establish-
ment Data, U.S. Department of Labor, Bureau of Labor Sta-
tistics, Vol.28, No. 12, October 1980, p.237. 

11 "Absenteeism and LateneS!S, 11 P-H Personnel Management: Po-
licies and Practices (Englewood Cliffs, New Jersey: Pren-
tice-Hall, 1981), pp.2-3. 
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according to the principal lines of commodities sold. The 

SIC manual breaks down the Retail Trade division into major 

groups. Group 53 is General Merchandise stores, which in-

eludes group 531, Department Stores. The SIC listing in-

eludes 448 department store and chains. 

The SIC manual describes department stores as those re-

tail stores carrying a general line of apparel such as 

suits, coats, dresses, accessories; home furnishings, such 

as furniture, floor covering, curtains, draperies, linens, 

major appliances; and housewares such as tables and kitchen 

appliances, dishes, and utensils. These lines of merchan-

dise are arranged in separate sections or departments with 

the accounting done on a departmental basis. 12 

The sales for retail stores totaled 723 billion dollars 

in 1977 13 with a payroll of 78.687 billion dollars for non-

supervisory employees. This amounted to 10.9 percent of sa-

les. 14 Department stores had over 76 billion dollars in sa-

12 Superintendent of Documents, Standard Industrial Classi-
fication Manual, Executive Office of the President, Off-
ice of Management and Budget (U.S. Government Printing 
Office: Washington,D.C., 1972), pp.262,269. 

13 1977 Census of Retail Trade, U.S. Department of Commerce, 
Bureau of Census (Superintendent of Documents, Government 
Printing Office: Washington, D.C.,1978), pp.52-54. 

14 Supolement to Employment and Earnings, Revised Establish-
ment Data, p.237. 
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les 15 and a payroll to nonsupervisory workers of 10. 002 

billion dollars, which amounted to 13. 2 percent of sales in 

1977. 15 In an industry that is so labor intensive, absentee-

ism is very troublesome. Uncontrolled absenteeism reduces 

profits for stockholders, increases prices for consumers, 

and lowers morale for those employees who must carry the 

work of those who are absent. 

Some unique features of the retail industry which com-

pound its absentee problems include labor intensity, wages 

lower than those of most other industries, 17 and a higher 

percentage of female and part-time employees. 18 In particu-

lar, department stores employ females for sixty-seven per-

cent of all positions. 19 (Research indicates female absentee 

rates are higher than male rates. ) 2 0 The large number of 

part-time employees complicates the problem, because it is 

believed that part-time employees are more absent-prone than 

15 1977 Census of Retail Trade, p. 52-20. 

15 Supplement to Employment and Earnings, Revised Establish-
ment Data, pp. 238-239. 

17 Employment and Earnings. 

18 Supplement to Employment and Earnings, Revised Establish-
ment Data, August,1981, p.267. 

19 Supplement to Employment and Earnings, Revised Establish-
ment Data, August,1981, p.269. 

20 Discussed with references in Chapter 2. 
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full-time employees. 21 

A 1981 Prentice-Hall study provides information regarding 

some aspects of the retail industry's problems with absen-

teeism. First, sixty-two percent of all firms keep records 

of average absence rates, with manufacturers and public 

utilities leading the way at seventy-three percent. At 

thirty-eight percent, retailers made the lowest effort to 

record attendance. 22 This indicates retailers are either not 

aware of, or are not interested in absenteeism problems, 

which explain part of the industry's problems. 

Second, the retail industry's most common method for re-

cording attendance is to use time clocks. The use of time 

clocks by 59.3 percent of retailers was twenty percent more 

than other industries, 2 3 and may indicate to the employees 

that the employer distrusts them. 

The Prentice-Hall study indicated that retailers, despite 

a 6.74 percent absentee rate, were not concerned with their 

absenteeism. When asked the conditions most often responsi-

ble for poor attendance, a majority of retailers indicated 

reasons such as job boredom, low work ethics, and childcare 

2 l 

22 

23 

Ibid. 

"Absenteeism and Lateness," p.2. 

Ibid. p.5. 
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problems. 24 The employer can control these problems and 

thereby reduce absenteeism. 

1.2 PURPOSE OF STUDY 

The purpose of this study is to examine employee-related 

and job-related characteristics of workers in a large retail 

department store in order to determine which characteristics 

are related to absenteeism. The identification of absentee-

ism relationships is a necessary step in the development of 

potential solutions to the problem. 

1.3 SIGNIFICANCE OF STUDY 

An analysis of absenteeism in a retail department store 

is significant because past research on absenteeism has fo-

cused on blue-collar factory workers and has not included 

retail employees. Absenteeism should also be studied in the 

retail industry, since the employee and job-related charac-

teristics associated with that industry are potentially 

different from other industries. The cost and significant 

strain that high absenteeism places on a company encourages 

more research. 

24 Ibid. pp.7,9. 
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Since this study examines absenteeism in a seldom-re-

searched industry, past studies from other industries are 

used to determine potential employee and job-related charac-

teristics that may be related to absenteeism. Furthermore, 

new absenteeism relationships relevant only to the retail 

industry are examined. 

1.4 SUMMARY 

In this chapter the nature of the absenteeism problem has 

been identified by describing its magnitude, the costs asso-

ciated with absenteeism, and the various measures and defi-

ni tions of absenteeism. Furthermore, a definition of the 

retail industry and department stores was given to clarify 

the differences between that industry and typically re-

searched industries, such as manufacturing. Finally, the 

purpose and significance of this study were stated to define 

better the direction of this research and develop a frame-

work from which to work. 

The next chapter is a review of the literature examining 

employee and job-related variables and their relationship to 

absenteeism. The chapter also includes a discussion of the 

new absenteeism relationships explored in this study. Chap-

ter 3 will explain the hypotheses, the research methods 

used, and the nature of the survey instrument. Chapter 4 
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contains the research findings, while Chapter 5 suggests the 

findings' significance and implications. 



Chapter II 

LITERATURE REVIEW 

2.1 INTRODUCTION AND GENERAL MODEL 

The literature on absenteeism is vast, covering a number 

of decades of research from several disciplines of the so-

cial sciences. Because of this volume of literature, it is 

impossible to review all of it here. 25 Therefore, only the 

portion of the literature directly related to predicting ab-

senteeism is discussed in this chapter. 

The general model used in this research is that of Steers 

and Rhodes. 26 They found that the attitudes employees had 

about their work and other factors relating to their work 

were relevant to the employee's absentee rate. Steers and 

Rhodes suggest that an employee's attendance is a function 

of two variables: an employee's motivation to attend work 

and an employee's ability to attend work. 

25 Several reviews of the literature recommended for a com-
plete examination include: Paul M. Muchinsky, "Employee 
Absenteeism: A Review of the Literature," Journal of Vo-
cational Behavior, Vol. 10 (June 1977), pp. 316-340;-Paul 
J. Porwoll; L. W. Porter, and R.M. Steers, "Organization-
al, Work, and Personal Factors in Employee Turnover and 
Absenteeism," Psychological Bulletin, 1973, Vol. 80, pp. 
151-176; Steers and Rhodes, pp. 391-407. 

26 Steers and Rhodes, pp. 391-407. 

15 
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An employee's motivation to attend work is determined by 

a combination of the employee's affective responses to the 

job situation, and by the internal and external pressures to 

attend work. Employees with high job satisfaction are more 

likely to attend work than employees with low levels of sa-

tisfaction. Seven variables were identified as important in 

affecting employee satisfaction on the job: job scope, job 

level, role stress, work group, leader style, co-worker re-

lations, and opportunities for advancement. Thus job situa-

tion is hypothesized to affect attendance through its impact 

on job satisfaction. 

Steers and Rhodes further proposed that employee values 

and expectations have an impact on one's ability to be sa-

tisfied. Employees come to work with different values and 

expectations because of their different personal character-

istics (age, tenure, sex, education). However, no matter 

what expectations are brought to the job by the employee, 

these expectations must be met if the individual is to be 

satisfied. Other factors influencing motivation to attend 

are external and internal pressures to attend work, which 

include economic and market conditions, incentive/reward 

systems for positive attendance, work group norms, personal 

work ethics, and organizational commitment. 
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The second major variable Steers and Rhodes considered in 

their analysis was the employee's ability to attend work. 

The inclusion of this variable in the analysis was neces-

sary, because even if an employee wants to work, there are 

instances when he/she is unable to do so. Examples of this 

are illness and accidents, family responsibilities, and 

transportation problems. 

Steers and Rhodes' model includes the majority of the 

possible absenteeism determinants. The next section reviews 

the research findings regarding factors affecting motivation 

and ability to attend. 

2.2 THE RELATIONSHIP BETWEEN EMPLOYEE CHARACTERISTICS AND 
ABSENTEEISM 

AGE: Researchers have suggested different hypotheses re-

garding age as a predictor of absenteeism, and studies have 

resulted in mixed findings. 

Studies by Constas and Vichas (1980), 27 Shore (1975), 28 

27 K.Constas and R.P. Vichas, "An Interpretative Policy-Mak-
ing Model of Absenteeism with Reference to the Marginal 
Workers in Overseas Plants," Journal of Management Stu-
dies, Vol. 17, No. 2 (May 1980), pp. 149-164. 

28 Harvey Shore, "Absenteeism Part 1: How to Analyze Causes 
and Effects," Supervisory Management, Vol. 20, No. 9 
(September 1975), pp. 9-16. 

29 N. Nicholson, C.A. Brown, and J.K. Chadwick-Jones, "Ab-
sence from Work and Personal Characteristics," Journal of 
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Nicholson, Brown and Chadwick-Jones (1977), 29 and Johns 

(1978), 30 generally support the statement that younger work-

ers are absent more often than older workers (frequency of 

absences). Nicholson et al. found that as male blue collar 

workers got older their frequency of absences decreased, but 

total absences remained constant. Similarly, Johns report-

ed that age was negatively related to frequency of absence. 

Gibson( 1966) reported that work identification became more 

positive with increasing age, resulting in less frequent ab-

sences except for employees fifty-five and older, who, due 

to increasing illness, will tend to have more frequent ab-

sences. 31 

In a BLS report, Hedges ( 1973) 32 found part-week absence 

rates to be higher and full week absence rates to be lower 

for sixteen to twenty-five year olds than other age groups. 

Hedges also found that age affected the differences in ab-

sence rates between males and females. For instance, teen-

Aoplied Psychology, Vol.62, 1977, pp. 319-327. 

3 0 Gary Johns, "Attitudinal and Nonatti tudinal Predictors 
of Two Forms of Absence From Work," Organizational Behav-
ior and Human Performance, Vol. 22, No. 3 (December 
1978)--;-pp. 431-444. 

3 1 R. 0. Gibson, "Toward a Conceptualization of Absence Be-
havior of Personnel in Organizations," Administrative 
Science Quarterly, Vol.11 (1966), pp.107-133. 

32 Janice N. Hedges, "Absence from Work- A Look at some Na-
tional Data," Monthlv Labor Review (July 1973), pp.24-29. 
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age males have higher incidence and inactivity rates than 

other age groups. Both rates decline through age thirty-

five to forty-four, and then rise in older age groups. How-

ever, females, twenty-five to thirty-four years old, have a 

higher incidence and inactivity rate than either younger or 

older females. The greatest difference in absence rates 

between male and female groups existed in the age group 

twenty-five to thirty-four due to increasing family respon-

sibility during that age period. It seems reasonable that 

female absentee rates increase as family resposibilities in-

crease, while males will attend work more regularly to in-

sure a responsible and consistent income. As family-related 

values change, this occurrence may not be as clearly recog-

nizable. u 

Numerous other studies have also reported a negative re-

lationship between age and absence frequency, 34 but only one 

study (conducted on female clerical workers) has found total 

33 Janice N. Hedges, "Special Labor Force Report: Absence 
From Work - Measuring the Hours Lost," Monthly Labor Re-
view, October, 1977, pp.16-22. 

34 L. R. Sellet, "Age and Absenteeism," Personnel Journal, 
Vol.43 (1964), pp.309-313. M. Hill, "Who Stays Home?" 
New Society, Vol. 9 (1967), pp.459-460; N. Nicholson, and 
P.M. Goodge, "The Influence of Social, Organizational and 
Biographical Factors on Female Absence," Journal of Man-
agement Studies, Vol. 13 (1976), pp.234-254; H. J. Ber-
nardin, "The Relationship of Personality Variables to Or-
ganization Withdrawal," Personnel Psychology, Vol.30 
(1977), pp.17-27. 
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absences to be negatively related to age. 35 Many studies, on 

the other hand, have found no correlation between total ab-

sences and age. 35 

To summarize, it is likely that frequency of absence is 

negatively related to age (at least up to the forties), but 

there is little evidence to support a negative relationship 

between age and total absences. These two statements can 

both be true since the number of "other" absences are great-

est for young employees, and absences due to sickness are 

greatest for older employees. Furthermore, it is likely 

that absences due to other reasons besides sickness are 

shorter in duration, but more frequent. This occurrence 

leads to the typical zero correlation that researchers find 

between age and total absences. 

MARITAL STATUS: Another personal characteristic that has 

been widely examined is marital status. Five major studies 

found no correlation between marital status and absenteeism, 

(three with frequency measures, one with total absences, and 

35 D. R. Ilgen and J .H. Hollenback, "The Role of Job Satis-
faction in Absence Behavior." Organizational Behavior 
and Human Performance, Vol.19 (1977), pp.148-161; 

35 J. E. Naylor and N.L. Vincent, "Predicting Female Absen-
teeism," Personnel Psychology, Vol .12 ( 1959), pp. 81-84; 
R. J. Flanagan, G. Strauss, and I. Ulman, "Worker Discon-
tent and Work Place Behavior," Industrial Relations, Vol. 
13 {1974), pp.101-123; Nicholson, et al. 
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one with both measures). 37 But studies by Isambert-Jamati, 38 

and Constas and Vichas found that married employees are more 

likely to have a better attendance record than those urunar-

ried. Constas and Vichas went on to say that as society 

changes (increased divorces, cohabitation), it would be more 

correct to say that the primary income recipients would more 

likely have a better attendance record than the secondary 

income recipients. H Similarly, Hedges reported in 1973 40 

and again in 1977, 41 that married males have lower absentee 

rates than single males, and married woman have higher ab-

sentee rates than single women. This was attributed to in-

creased family responsibilities, since the male, tradition-

ally being the major income source, is absent less as family 

37 Naylor and Vincent, pp.81-84; L. K. Waters and D.Roach, 
"Relationship Between Job Attitudes and Two Forms of 
Withdrawal From the Work Situation," Journal of Aoolied 
Psychology, Vol.SS (1971), pp.92-94; J. Martin,~"Some As-
pects of Absence in a Light Engineering Factory," Occupa-
tional Psychology, Vol.45 (1971), pp.77-91; L.K. Waters 
and D. Roach, "Job Attitudes as Predictors of Termination 
and Absenteeism: Consistency Over Time and Across Organi-
zations," Journal of Aoplied Psvchology, Vol. S7 ( 1973), 
pp.341-342; Nicholson and Goodge, pp.234-2S4. 

38 V. I sambert-Jamati, "Absenteeism Among Women Workers in 
Industry," International Labor Review, Vol. 8S (March, 
1962), pp.248-261. 

1 ' Constas and Vichas, p.155. 

40 Hedges, 1973, p.29. 

41 Hedges, 1977, pp.21-22. 
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responsibilities increase, and the female, traditionally 

being the secondary source, is absent more as family respon-

sibilities increase. 

In summary the variable, marriage status, may be of more 

value if it is used in association with other variables such 

as age, sex, and number of dependents when predicting absen-

teeism. 

SEX: Since over half of all retail employees 42 (sixty-

seven percent of department stores employees) 43 are female, 

the variable sex could be important in predicting absentee-

ism in the retai 1 industry. A majority of prior studies 

have found female employees to have a higher number of total 

day absences and to be absent more frequently than male em-

ployees. 44 

Recently Const as and Vichas reported that females have 

higher absentee rates than males because some females (none-

areer) perceive their jobs as a temporary link between 

42 Supolement to Employment and Earnings, Revised Establish-
ment Data, August, 1981, pp.269. 

43 Ibid.p.269. 

44 S. F. Yolles, P. A. Carone and L. W. Krinsky, Absenteeism 
in Industry (Springfield, Illinois: Charles C. Thomas, 
1975); R.J. Flanagan, G. Strauss, L. Ulman, "Worker Dis-
content and Work Place Behavior," Industrial Relations, 
Vol.13 (1974), pp.101-123; H. G. Heneman III, and C.J. 
Murphy, "Correlates of Absenteeism Among Race-Sex 
Groups," Academy of Management Proceedings, 1974, 
pp.344-347; Johns, pp.431-444. 
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schoo 1 and marriage. If the female is still living "at 

home," she may not be dependent on a regular or consistent 

income. Furthermore, female rates tend to be higher because 

married women often place a higher priority on their family 

responsibilities than work responsibilities. However, fe-

males who are the main income source of a family, or are ca-

reer-oriented, will be absent less than females who are 

not. 4 5 Similarly, Gibson has reported that females are ab-

sent more often and longer than males because the married 

female's income is often supplemental to her spouse's in-

come; or the single females may have lighter financial de-

mands because they are not saving money, but are waiting for 

marriage. 4 6 

Isambert-Jamati (1962) reported that absenteeism was 

higher among f ernale employees than male employees because a 

higher proportion of females were in lower level occupations 

which tended to be associated with higher absentee rates. 

Furthermore, they found that highly trained women occupying 

responsible and skilled positions are seldom absent, even if 

they had children at home. 47 

45 Constas and Vichas, pp.154-155. 

46 Gibson, p.124. 

47 Isambert-Jamati, pp.251-255. 
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These studies indicate it may not always be the sex 

variable that is the determinant of absenteeism, but rather 

the occupation or other personal characteristics of the em-

ployee that are the determinant. 

FAMILY RESPONSIBILITIES: Another personal characteristic 

that is often cited in the literature is family responsibil-

i ty or number of dependents. Jones ( 1973) reported that 

while existence of more dependents leads to fewer absences 

for the primary family income source, the opposite is true 

for the secondary family income source. 48 More family res-

ponsibili ty tends to heighten work attachment for males, 

while reducing it for females. 49 This implies that as family 

responsibilties increase, male absentee rates will decrease, 

while female rates will increase. 50 

Several other studies also identified positive correla-

tions between female absentee rates (total absences and ab-

sence frequencies) and family responsibilities. 51 

48 Jones, "Absenteeism, 11 Occupational Psychology, Vol. 27, 
No. 1-2, pp.75. 

49 Constas and Vichas, p.156. 

50 Hedges, 1977, pp.21-22. 

5 1 Naylor and Vincent, pp. 81-84; R. w. Beatty and J.R. 
Beatty, "Longitudinal Study of Absenteeism of Hard-Core 
Unemployed, II Psychological Reoorts, Vol. 36 (1975), 
pp.395-406; Isambert-Jamati, pp.248-261; Nicholson and 
Goodge, pp.234-254. 
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WAGE RATE: . Several research studies have indicated that 

wage rates may be inversely related to absenteeism as a re-

sult of the function of the job. Low-level jobs are paid 

less and are traditionally associated with higher absentee 

rates. At least four studies found a relationship between 

wage rate and absenteeism with two studies finding this re-

lationship using absence rates, the third using frequency of 

absences, and the fourth using both measures. 52 

TRAVEL DI STANCE TO WORK: Researchers have theorized 

that the farther an employee lives from work the greater 

that worker's absentee rate will be, due to the increasing 

possibility of transportation problems. 5 3 Two studies have 

identified this positive relationship. 54 

TENURE: It has been assumed that as an employee's te-

nure increases and work attachment grows, hi sjher absentee 

rate would decrease. Results of research studies have ended 

52 A. Lundquist, "Absenteeism and Job Turnover as a Conse-
quence of Unfavorable Job Adjustment," Acta Sociologica, 
Vol. 3 (1958), pp.119-131; J. Fried, M. Wertman, and M. 
Davis, Journal of Applied Psychology, Vol. 56 ( 1972), 
pp.428-429; Bernardin, pp.17-27; Beatty and Beatty, 
pp.395-406. 

53 J. M. Black, Positive Discioine (New York: American Man-
agement Association, 1970). 

5 4 Ronald D. Johnson and Tim 0. Peterson, "Absenteeism or 
Attendance: Which is Industry's Problem?" Personnel 
Journal, Vol. 54 (1975), pp.568-572; Isambert-Jamati, pp. 
248-261. 
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in mixed conclusions, with four studies reporting a negative 

relationship between absence frequency and tenure 5 5 and at 

least one study with a positive correlation. 56 

Since age and tenure are highly interrelated, age becomes 

an important moderator in the analysis of the variable te-

nure. However, one study by Gibson found that the longer 

the period of service, independent of age, the lower the 

frequency of absence. 57 

OTHER VARIABLES: Two other variables explored in this 

study have bee.n previously examined. The variable race has 

been examined several times with only one study finding a 

difference in absentee rates between races. The study by 

Flanagan et al. ( 1974) found nonwhite industrial workers 

have higher absentee rates than white industrial workers. 51 

The variable education level has also been explored in 

several studies, typically ending in zero correlations bet-

5 5 H. Metzner and F. Mann, "Employee Attitudes and Absenc-
es," Personnel Psychology, Vol. 6 (1953), pp.467-485; Wa-
ters and Roach, 1971; Waters and Roach, 1973; Bernardin, 
pp.17-27. 

56 H. Baumgartel and R. Sobol, "Background and Organization-
al Factors in Absenteeism," Personnel Psychology, Vol. 12 
(1959), pp.431-443. 

57 Gibson, pp.126-127. 

58 Flanagan et al., pp.116-123. 

59 Waters and Roach, 1971; C. A. Weaver and S.L. Holmes, "On 



27 

ween education and absenteeism. 59 

2.3 RELATIONSHIP BETWEEN JOB-RELATED CHARACTERISTICS AND 
ABSENTEEISM 

SATISFACTION: Research examining the relationship bet-

ween absenteeism and employee satisfaction with hisjher work 

and different aspects of hisjher work (i.e. promotion, pay, 

workmates, and supervisors), has been conducted by many in-

vestigators. The results of those studies are presented in 

this section. 

While at least five research studies have identified the 

negative relationship between over-all job satisfaction and 

absenteeism, 60 two studies have refuted the existence of 

this relationship. In 1976, Nicholson et al. questioned 

previously conducted research supporting a negative correla-

ton between absenteeism and job satisfaction. 6 1 I lgen and 

Holenback (1977) stated that previous studies have falsely 

the use of Sick Leave by Female Employees," Personnel Ad-
ministraton, Vol. 1, No. 2 (1972), pp. 46-50; Waters and 
Roach, 1973. 

60 A. Brayfield and W. Crockett, "Employee Attitudes and Em-
ployee Performance," Psychological Bulletin, Vol. 52 
(1955), pp.396-424; F. Herzburg, B. Mausner, R. Peterson, 
and D. Copewell, Job Attitudes: Review of Research and 
Opinions (Pittsburg, Pennsylvania: Psychological se-rvice 
of Pittsburg, 1957); Muckinsky, pp.316-340; Victor Vroom, 
Work and Motivation (New York: Wiley Press,1964); Porter 
and Steers, pp.151-176. 

61 Nicholson et al., 1976. 
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assumed employees attend those jobs they anticipate will 

lead to satisfaction and are absent from jobs they antici-

pate will not lead to satisfaction. Due to inconclusive re-

search results, Ilgen and Hollenback feel this assumption 

cannot be made. They theorize that constraints, both exter-

nal (co-workers and job structure) and internal (individual 

value systems) influence or moderate employee satisfaction 

levels, thus providing another force on the employee to at-

tend work. Ilgen and Hollenback expect this to be true even 

under low constraints, because the decision to stay away 

from work is only partially related to one's job satisfac-

tion. 62 

Despite Ilgen and Hollenback's argument, six studies have 

found a negative correlation between over-all job satisfac-

tion and absenteeism (total absences and absence frequen-

cy) . s 1 

62 Ilgen and Hollenback, pp. 153-155. 

63 W. J. Giese and H.W. Rater, "An Objective Analysis Of Mo-
rale," Journal of Applied Psychology, Vol. 33 ( 1949), 
pp.421-427; A. Lundquist, pp.119-131; S. Talacchi, "Or-
ganizational Size, Individual Attitudes and Behavior: An 
Empirical Study," Ad.mini strati ve Science Quarterly, Vol. 
5 (1960), pp.398-420; Waters and Roach, 1971; Waters and 
Roach, 1973; L. G. Hrebiniak and M.R. Roteman, "A Study 
of the Relationships Between Need Satisfaction and Absen-
teeism Among Managerial Personnel," Journal of Applied 
Psychology, Vol. 58 (1973), pp.381-383; K.R. Garrison and 
R. M. Muchinsky, "Attitudinal and Biographical Predictors 
of Absenteeism," Journal of Vocational Behavior, Vol. 10 
(1977), pp. 221-230. 
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Furthermore, negative relationships between absenteeism 

and other job-related satisfaction levels have been found. 

Generally, in these studies a stronger negative relationship 

exists between worker satisfaction and frequency of absence, 

than other measures of absenteeism. 

Studies by Patchen, Dittrich and Carrell, and Smith have 

identified negative relationships between worker satisfac-

tion, with pay or pay equity, and absenteeism. 64 Further-

more, at least three studies have identified negative rela-

tionships between satisfaction with promotion and 

absenteeism. 6 5 

Two studies by Metzner and Mann (1953), and Smith (1977), 

have reported a negative relationship between satisfaction 

with supervison and absenteeism levels. 66 In addition, at 

least two studies have reported a negative relationship bet-

"' M. Patchen, "Absence and Employee Feelings About Fair 
Treatment," Personnel Psychology, Vol. 13 ( 1960), pp. 
349-360; J. E. Dittrich, and M. R. Carrell, "Dimensions 
of Organizational Fairness as Predictors of Job Satisfac-
tion, Absence, and Turnover," Academy of Management Pro-
ceedings 1976, Thirty-Sixth Annual Meeting of the Academy 
of Management, Kansas City, Missouri, August 11-14, 1976; 
F. J. Smith, "Work Attitudes as Predictors of Specific 
Day Attendance," Journal of Applied Psychology, Vol. 62, 
(1977), pp.16-19. 

65 Metzner and Mann, pp.467-485; Patchen, pp.349-360; Smith, 
pp.16-19. 

66 Metzner and Mann, pp.467-485; Smith, pp.16-19. 
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ween worker satisfaction with coworkers and absenteeisrn. 67 

While a large number of studies have found a negative re-

lationship between different types of job and job-related 

satisfaction levels and absenteeism, a lesser but still 

large number of studies have found no correlation between 

worker satisfaction and absenteeism. For this reason more 

research is needed to determine the boundary conditions 

which will explain the inconsistent results. 

WORK UNIT SIZE: The size of a department or work unit 

may have a positive correlation with absenteeisrn. 68 This is 

attributed to several problems associated with larger units. 

First, employees may lose touch with their supervisor which 

may create an identity crisis. Second, the employees may 

feel their absence will be ignored or will not be as impor-

tant to a larger unit. In ten of twelve studies examined by 

Porter and Steers, a positive relationship existed. 69 

67 Metzner and Mann; Nicholson et al., pp.319-327. 

68 D. Hewitt, and J. Parfitt, "A Note on Working Morale and 
Size of Group," Occupational Psychology, Vol. 27 (1953), 
pp.38-42; H. Baumgartel, and R. Sobol, "Background and 
Organizational Factors in Absenteeism," Personnel Psy-
chology, Vol.12 (1959), pp.431-443. 

69 Porter and Steers, p.159. 
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2.4 NEW ABSENTEEISM RELATIONSHIPS TESTED IN THIS STUDY 

PART/FULL-TIME: The reason for examining the difference 

in absentee rates between part and full-time employees was 

to test different data collection methods. A 1980 BLS study 

found the retail industry's absentee rate was 2.7 percent, 70 

while a 1981 Prentice-Hall study found the retail industry's 

absentee rate was 6.74 percent. 71 The significant difference 

between rates can be attributed to different collection 

methods, since the BLS records only absences of full-time 

employees while Prentice-Hall records absences for all em-

ployees, full and part-time. Thus, one might predict that 

part-time employees would have higher absence rates than 

full-time employees. 

SALES/NONSALES: A unique characteristic of the retai 1 

industry is the sales/nonsa~es status of employees. It is 

possible here that greater pressure and stress are on sales 

employees than on non-sales employees, thus resulting in 

higher absentee rates of sales employees. 

WORK OTHER JOBS: Employees who work two jobs are expect-

ed to have higher absentee rates than those employees whose 

only job is in the department store. This is expected in 

the retail industry because employees may use their retail 

70 Hedges and Taylor, p.4. 

71 "Absenteeism and Lateness." 
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income as a supplement to other income and may be absent 

more from the supplemental job than from their primary job. 

2.5 SUMMARY 

From the research findings presented in this review of 

the literature it is evident that several previously studied 

variables require further investigation, primarily due to 

past mixed results. In an attempt to clarify previous re-

sul ts, the relationships between absenteeism and variables 

such as age, marital status, tenure, race, education, and 

job satisfaction were included in this study and are dis-

cussed in the next chapter. 

Other variables such as sex, family responsibilties, wage 

rate, and travel distance have been thoroughly studied be-

fore, but were included here due to the void of research 

conducted in the retail industry. Three new hypotheses re-

lated to absenteeism in the retail industry have been dis-

cussed in this chapter and were included in the study. 



Chapter III 

METHODOLOGY 

3.1 INTRODUCTION 

This chapter develops the hypotheses, describes the re-

search instrument and other tools used to obtain data, and 

presents general information on the research site. 

3.2 HYPOTHESES 

The hypotheses investigated were developed from the research 

literature and by identifying unique elements of the retail 

industry. 72 Basically, the hypotheses fall into two catego-

ries of potential determinants of absenteeism: a) employee 

characteristics such as age, tenure, sex, number of depen-

dents, marital status, race; b) job-related characteristics 

such as work unit size and satisfaction with work. 

Each hypothesis is listed below with its relevant re-

search questions and is followed by the personnel records or 

survey measures utilized. The personnel record data form 

and research questionnaire are shown in Appendices A and B, 

respectively. 

72 The researcher in this study has five years of on-the-job 
retail experience and makes personal reflections based on 
this experience. 

33 
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Hl. Part-time employees in a retail department store are 

absent more than full-time employees. 

RQla. What is the absentee rate for full-time employees? 

(Appendix A, 8 and 9) 

RQlb. What is the absentee rate for part-time employees? 

(Appendix, 8 and 9) 

H2. The larger the number of employees in ~ deoartment, 

the higher the absentee rate of the employees in that de-

partment. 

RQ2a. What are the departments in the store? (Item A3) 

RQ2b. What is the number of employees in a department? 

RQ2c. What is the absentee rate per employee per department? 

(Item A9) 

H3. Age is inversely related to absenteeism. 

RQ3a. What are the ages of employees? (Item B section II -

1) 

RQ3b. What are the absentee rates for those age categories? 

(Item A9) 

H4. Wage rates of employees are inversely related to ab-

senteeism. 

RQ4a. What is the wage rate of each employee? (Item AS) 

RQ4b. What is the absentee rate of each employee? (Item A9) 

HS. Sales-related employees tend to have a higher absen-

tee rate than nonsales employees. 
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RQSa. What is the absentee rate for nonsales employees? 

(Item A3 and A9) 

RQSb. What is the absentee rate for sales personnel? (Items 

A3 and A9) 

H6. The longer the company and job tenure of an employee, 

lower his,lher absentee rate will be. 

RQ6a. What is the tenure of each employee with the company? 

(Item B Section II - 8) 

RQ6b. What is the tenure of each employee with his/her cur-

rent job? (Section (Item B Section II -6) 

RQ6c. What is each employee's absentee rate? (Item A9) 

H7. The larger the number of an employee'.§. dependents, 

the greater the employee'.§_ absentee rate will be. 

RQ7a. What is the number of dependents for each employee? 

(Item A4 and B Section II - 11) 

RQ7b. What is each employee's absentee rate? (Item A4 and 

A9) 

HS. Female employees in the retail industry have a higher 

absentee rate than male employees. 

RQ8a. What are the absentee rates for male employees? (Item 

A4 and A9) 

RQ8b. What are the absentee rates for female employees? 

(Items A4 and A9) 
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H9. Minority employees have a higher absentee rate than 

nonrninority employees. 

RQ9a What is the racial status of employees? (Item A7) 

RQ9b. What is the absentee rate of minority groups? (Item A7 

and A9) 

RQ9c. What is the absentee rate of nonrninori ty employees? 

(Item A7 and A9) 

HlO. Females who ~ dual/primary sources of family in-

~I will have lower absentee rates than females who are 

secondary income sources. 

RQlOa. What source of income describes the female's wages? 

(Item B Section II - 3) 

RQ lOb. What is the absentee rate of female employees who 

are dual/primary sources of family income? 

RQ lOc. What is the absentee rate of female employees who 

are secondary income sources? (item A9 and B Section II -

3) 

Hll. The lower an employee'..§. satisfaction with his/her 

work, the higher his/her absentee rate will be. 

RQlla. What is the employee's satisfaction level towards 

his/her job? (Item B Section I - 1) 

RQ llb. What is the absentee rate for each employee? (I tern 

A9) 
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Hl2. The lower an employee'2 satisfaction with hisjher 

~' the higher his/her absentee rate will be. 

RQ12a What is the employee's satisfaction level towards 

his/her job? (Item B Section I - 4) 

RQ12b. What is each employee's absentee rate? (Item A9) 

H13. The .lower an employee'.§. satisfaction with his/her 

promotional chances, the higher his/her absentee rate will 

be. 

RQ 13a. What is the employee's satisfaction level towards 

his/her promotional chances? (Item B Section I - 5) 

RQ 13b. What is the absentee rate for each employee? (Item 

A9) 

H14. The lower an employee'.§. satisfaction with hi s/11.er 

supervisor, the higher his/her absentee rate will be. 

RQ 14a. What is the employee's satisfaction level about 

his/her supervisor? (Item B Section I - 2) 

RQ 14b. What is the absentee rate for each employee? (Item 

A9) 

HlS. The lower an employee'_§. satisfaction with his/her 

workmates, the higher his/!ier absentee rate will be. 

RQ 15a. What is the employee's satisfaction level towards 

his/her workmates? (item B Section I - 3) 

RQ lSb. What is the absentee rate per employee? (Item A9) 
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H16. Absence rates and frequencies are greater for single 

and divorced employees than for married employees. 

RQ 16a. What is the marital status of the employee? (Item B 

Section II - 2} 

RQ16b. What is the absentee rate of each employee? (Item A9} 

H17. The lower the educational level of~ employee, the 

higher hisfher absentee rate will be. 

RQ17a. What is the educational level of each employee? (Item 

B Section II - 13} 

RQ17b. What is the absentee rate of each employee? (Item A9} 

H18. Retail employees who work on other jobs will have a 

higher absentee rate than will workers for ~ single employ-

er. 

RQ18a. How many hours do employees work in other jobs per 

week? (Item B Section II - 16} 

RQ18b. What is the absentee rate for each employee? (Item 

A9} 

H19. The lower the total household income of an employee, 

the higher hisjher absentee rate will be. 

RQ19a. What is the income level of each employee's house-

hold? (Item B Section II - 12} 

RQ19b. What is the absentee rate for each employee? (Item 

A9) 
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H20. The farther an employee lives from work, the higher 

hisjher absentee rate will be. 

RQ20a. What distances do employees live from work? (Item B 

Section II - 7) 

RQ20b. What is the absentee rate for each employee? (Item 

A9) 

H21. Employees perceive their absentee rates to be lower 

than they actually are. 

RQ 21a. How many absences do employees think they have in a 

given year? (Item B Section II - 14) 

RQ2lb. How many absences do employees actually have? (Item 

A9) 

H22. Performance appraisal ratings (1=excellent and 

~=poor) will be higher for employees with higher absentee 

rates. 

RQ22a. What is each employee's performance rating? (Item 

AlO) 

RQ22b. What is the absentee rate for each employee? (Item 

A9) 
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3.3 SURVEY INSTRUMENT AND DEFINITIONS 

A major portion of this analysis was depended upon how 

absenteeism was measured. Two measures were used in the 

analysis, both of which were mentioned in chapter one. 

First, absence rates have been measured for all employees 

according to the formula appearing on page six. This mea-

sure insured consistent analysis despite varying work day 

totals in 1981 for each employee. However, as mentioned in 

chapter one, this formula does have its deficiencies. Be-

cause of these deficiencies, the number of individual ab-

sence incidents (frequency) was also used as a measure to 

make a more complete ~nalysis. The formula for the frequen-

cy measure was shown on page four. 

An example of the form used to record personnel inf orma-

tion appears in Appendix A. Wage rates, job titles, depart-

ment names, sex, method of pay, racial status, employment 

status, average hours worked per week, and appraisal ratings 

were obtained for all 181 employees in the store. Also, 

various absentee information was acquired. 

A questionnaire was designed to collect the attitudinal 

data in addition to the information not available from per-

sonnel records. The attitudinal portion of the question-

naire was an adaptation of the Cornell Job Descriptive In-

dex( JD!). This index measures employee attitudes 
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(satisfaction levels) towards their work, supervisor, work-

mates, pay, and promotional opportunities. It was included 

in this study to determine if an employee's satisfaction 

with different job components determines his or her prob-

ability of attending work. 73 

The JDI is a widely used and respected tool for measuring 

employee satisfaction. A review of the 1970-1978 period has 

found that the JDI was used in over fifty percent of all 

non-ad hoc measures of job satisfaction. This wide use has 

been attributed to the careful construction and validity of 

the measure. 74 

The JDI asks employees about five areas of their job. 

For each area, there is a list of adjectives or short phras-

es that the employee is asked to respond to. Employees are 

asked to indicate whether each word correctly or incorrectly 

described that aspect of their work. Employees are request-

ed to put "Y" for "YES" beside the word if it identified an 

aspect of their work, an "N" for "NO" beside the word if it 

73 The use and the scoring of the Cornell Job Descriptive 
Index(JDI) was adapted from Patricia C. Smith, Lorne M. 
Kendall, and Charles L. Hulin, The Measurement of Satis-
faction in Work and Retirement,-rchicago, Illinois: Rand 
McNally and Company, 1969). A more recent adaptation of 
the original instrument has been copyrighted. 

74 Samual J. Yeager, "Dimensionality of the Job Descriptive 
Index," Academy of Management Journal, Vol. 24, No. 1 
(1981), pp.201-212. 
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didn't describe an aspect of their work, and "?" for 

"UNDECIDED" by the word if they are unsure. The employees 

are given similar instructions to rate lists of words de-

scribing aspects concerning their supervisor, workmates, 

pay, and promotional opportunities. Each list of words for 

each factor is listed on separate pages with instructions to 

finish a page before going on to the next page. Each of the 

first three factors have lists of eighteen words or phrases, 

and the last two factors have nine i terns. The JDI has 

roughly one-half positive and one-half negative descriptors 

for each factor. In scoring the JDI three points are as-

signed to each word descriptor that has been determined as 

positive if it is answered "yes" by the respondent. Like-

wise, three points are assigned to each word descriptor that 

had been determined as negative if it were answered "no" by 

the respondent . If the employee answers "no" to positive 

descriptors or "yes 11 to negative descriptors, zero points 

are assigned. If the employee responds to the word with an 

undecided response the score is one point. Each area's to-

tal points are summed from the entire list of items for that 

area. The total scores (for each area) are then used to 

determine if different satif action levels are predictors of 

75 Patricia C. Smith and Bonnie A. Sandman, "Some, Past, 
Present, and Future Developments in the Understanding and 
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absenteeism. 75 The questionnaire also includes thirteen 

other questions regarding age, marital status and spouse's 

occupation, importance of income, tenure, distance from 

work, number of dependents, household income, educational 

level, sales or nonsales job, hours worked in other employ-

ment, and perceived number of absences. Some questions re-

quire the employee"to check the correct response, others are 

openended (see Appendix B). 

3.4 THE RESEARCH SITE 

A large department store in a Standard Metropolitan Sta-

tistical Area in the Middle Atlantic States was selected as 

the study site for this research. The selection of this 

site was based on its location, size, and the availability 

of information. The store had approximately 181 employees 

and was large enough that a significant analysis of the 

causes of absenteeism was possible (excluding top manage-

ment) . Its location in a 225,000 person SMSA made it typi-

cal of other department stores in other cities. Futhermore 

the selection of this store was facilitated by the fact that 

use of the Job Descriptive Index," Virginia Tech Svmoosi-
um on Applied Behavioral Science (Lexington Books: Lex-
ington Massachusetts,1981) pp.257-275; Patricia C. Smith, 
The Development of a Method of Measuring Job Satisfac-
tion: The Cornell Studies," Studies in Personal and In-
dustrial Psychology (Homewood, fllinois: Dorsey 
Press, 1974). 
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the store recorded attendance information. This was an im-

portant characteristic, since many retail organizations 

(sixty-two percent) do not record such information. 76 

3.5 DATA COLLECTION 

In January, 1982, the Personnel Manager of the store ap-

proved the proposed project. Several weeks later the col-

lection of attendance, demographic, and employment data from 

employee records began. Attendance information was collect-

ed on all employees working in 1981. Attendance information 

included incidents of absence (frequency), total absences, 

one day absences, absences due to sickness, and absences due 

to other announced reasons such as snow, funerals, transpor-

tation problems (See Appendix A). 

A questionnaire was distributed to approximately 125 em-

ployees in February, 1981. Monday was used as a survey date 

because most employees were scheduled to work that day. Em-

ployees were handed the questionnaire form upon arrival to 

work (all employees enter through one entrance). Employees 

arrived at work throughout the day between 7:30 a.m. and 

6:00 p.m. The completed questionaires were picked up per-

sonnaly on the sales floor, in the lunchroom, and when the 

employees left after their shift. 

76 "Absenteeism and Lateness, "p.5. 
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Respondents were asked tc put their employee number on 

the questionnaire (allowing that information to be matched 

up with personnel records), but a considerable amount of 

concern was voiced by the employees about the request. How-

ever, seventy-eight questionnaire forms were completed from 

sales, nonsales, supervisory, and management employees (no 

upper level management or auto center employees were asked 

to respond to the survey). 

3.6 DATA ANALYSIS 

Two types of relationships were examined in this study. 

First, the differences between absence rates and frequencies 

of subsamples (part/full time status, race, performance, sa-

les/nonsales, marital status, other hours worked, perceived 

absences, income recipient, and sex) were examined. T-tests 

and one-way analysis of variance (anova) were employed to 

determine whether significant differences in absence rates 

and frequencies existed between subsamples. Second, the re-

lationships between absence rates/frequencies with age, wag-

es, number of dependents, job and company tenure, department 

size, education, distance from work, and total household in-

come, and the satisfaction measures were examined by means 

of Pearson's product-moment correlations. The Statistical 

Package for the Social Sciences (SPSS) was utilized for all 
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statistical correlations with corrections made for unequal 

cell size. 77 

3.1 SUMMARY 

This chapter reviewed the research hypotheses, data 

sources, measurement instruments, data collection site, and 

data analysis techniques. The purpose of the chapter was to 

develop the methods used to collect and analyze the inf orma-

tion pertaining to this study. The following chapter pre-

sents the over-all findings as well as the findings relevant 

to each hypothesis. 

77 Norman Nie, SPSS-Statistical Package for the Social Sci-
ences, (New York: McGraw-Hill, 1975). 



4.1 INTRODUCTION 

Chapter IV 

RESEARCH FINDINGS 

This chapter highlights the population and sample character-

istics as well as the research findings relevant to the hy-

potheses tested in this study. Discussion of results, limi-

tations, and implications are reserved for Chapter 5. 

4.2 POPULATION CHARACTERISTICS 

Job titles of the 181 per~anent and temporary employees 

are displayed in Table 1. Fifty-two (28.7 percent) of the 

employees were engaged in nonsales jobs; the remaining 129 

(71.3 percent) were in sales related jobs. Payroll records 

indicate that thirty-four of the sales jobs were paid an 

hourly v;age plus a commission, the remaining ninety-five 

were paid a straight hourly wage. 

Minority employees work in eight of 181 positions. Nine-

ty-seven (53.6 percent) employees work less than thirty-five 

hours a week, eighty-four (46.4 percent) employees work over 

thirty-five hours a week. The mean hourly wage was 4. 77 

dollars (see Table 2 for range of wages). Employees enjoyed 

an average of 9.611 paid vacation and holidays. 

47 
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TABLE 1 

Sample Department Store 
Employee Job Titles (1982) 

Number of Employees Job Title 

59 
17 
16 
24 
11 
37 

9 
8 

181 

Customer Assistant 
Merchandise Assistant 
Selling Specialist 
Managers, Trainees, Heads, Supervisors 
Beauty Salon Operators 
Service-Related (Stock, Maintenance, 

Credit, Alterations) 
Auto-Related 
Catalog (Sales/Services) 
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TABLE 2 

Sample Department Store 
Employee Wage Rates (1982) 

Number of Employees 

66 
56 
38 
12 
9 

181 

Wages (hourly rate) 

3.35 - 4.00 
4.01 - 5.00 
5.01 - 6.00 
6.01 - 7.00 
over 7.00 

TABLE 3 

Sample Department Store 
Distribution of Number of Days Absent (1981) 

Number of Employees Days Absent 

33 0 
89 1 - 5 
26 6 - 10 
18 11 - 20 
11 21 - 40 
4 41 or more 

181 



50 

TABLE 4 

Sample Department Store 
Absence Freguenc~ {1981) 

Number of Employees Freguency 

32 0 
47 1 
33 2 
21 3 
13 4 
14 5 

5 6 
5 7 
4 8 
1 9 
2 10 
3 11 
1 34 

181 
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TABLE 5 

Sample Department Store 
Employee Absence Rates (1981) 

Number of Employees Absence Rates 

32 0.00 
36 0. 01 - 1. 00 
34 1. 01 - 2.00 
12 2. 01 - 3.00 
21 3.01 - 4.00 
9 4. 01 - 5.00 

10 5 .01 - 6.00 
3 6. 01 - 7.00 
2 7.01 - 8.00 
2 8.01 - 9.00 
3 9.01 - 10.00 

10 10. 01 - 15.00 
6 15.01 - 20.00 
1 20.01 - 30.00 

181 
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Absenteeism information for the study site included a 

mean of 6.757 days absent per employee (see Table 3). The 

store's absence rate was 3.42 percent, well below the Pren-

tice-Hall calculation for the retail industry. Employee ab-

sence frequencies are recorded in Table 4; 160 of the em-

ployees had five or less separate incidents of absence. 

Since the employees have worked different numbers of days 

during 1981, absence rates for each employee have been cal-

culated and the totals appear in Table 5. 

4.3 SAMPLE CHARACTERISTICS 

While the previous information was obtained for all em-

ployees based on a review of personnel data from the compa-

ny, the information in this section was obtained from the 

seventy-eight surveys completed by employees. 

Sample demographic information included a mean age of 

thirty-eight years (fifty percent of employees thirty-four 

years or less), 38.5 percent single, fifty percent married, 

11.5 percent divorced or separated. 

Educational background for the sample included eight 

non-high school graduates, fifty-five high school graduates, 

and fifteen college graduates. Employees depending on other 

work for financial resources totaled 16.7 percent. 
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Employees lived various distances from their job: 29.5 

percent lived within five miles, 37.2 percent lived between 

five and ten miles, while one-third of all employees live 

over ten miles from work. 

Table 6 presents information on several characteristics 

for both the population and sample. Generally, it would ap-

pear that the sample is representative of the population. 

4.4 RESEARCH FINDINGS RELEVANT TO HYPOTHESES 

This section presents the research findings concerning 

the potential determinants of absenteeism. The findings are 

presented in four summary tables. Table 7 di splays the 

over-all and subsample absence frequencies and rates. Table 

8 presents absence frequency and rate comparisons of subsam-

ples within variables including full/part-time, nonsales/sa-

les, sex, racial status, income recipient, and performance 

appraisal. Table 9 presents an analysis of absence frequen-

cy and rate variance by marital status and other hours 

worked. In Table 10 the correlates of absence rates and 

frequencies with employee and job-related characteri sties 

are displayed. Each table is followed by a brief discussion 

of the relevant findings. 
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TABLE 6 

Sample Department Store 
Comparison of Population and Sample Characteristics (1981) 

Example 

Job Titles 

Customer Assistant 
Merchandise Assistant 
Selling Specialist 
Supervisor, Manager, Trainee, Head 
Beauty Salon Operator 
Service-Related 
Auto-Related 
Catalog 

Wage Rate 

Mean Rate $ 

Number of Days Absent 

0 
1 - 5 
6 - 10 

11 - 20 
21 - 40 
41 or more 

Sales Status 

Nonsales 
Sales 

Absence Freguenc1 

0 
l - 5 
6 - 10 

11 or more 

Population 
(n = 181) 

59 (32.6%) 
17 ( 9.4%) 
16 ( 8.8%) 
24 ( 13. 3%) 
11 ( 6.1%) 
37 (20.4%) 

9 ( 5. 0%) 
8 ( 4.4%) 

4. 77 

33 (18.2%) 
89 (49.2%) 
26 (14.4%) 
18 ( g. 9~0 
11 ( 6.1%) 
4 ( 2.2%) 

52 (28.7%) 
129 (71.3%) 

32 (17.7%) 
128 (70.7%) 

17 ( 9.4%) 
4 ( 2. 2~0 

~ 
{n = 78) 

22 (28.2%) 
11 (14.1%) 
7 ( 9.0%) 

11 (14.1%) 
6 ( 7.7%) 

17 (21.8%) 
0 ( 0 ) 
4 ( 5.1%) 

4.75 

15 ( 19. 2%) 
34 (43.6%) 
9 ( 11. 6%) 

ls (19.2~n 
5 ( 6.4%) 
0 ( 0 ) 

23 ( 29. 5%) 
55 (70.5%) 

15 (19.2%) 
53 (67.9%) 
9 (ll .5~b) 
1 ( 1. 35~) 



Example 

Absence Rates 

0.00 
0.01 - 2.00 
2.01 - 4.00 
4.01 - 6.00 
6.01 - 8.00 
8.01 - 10. 00 

10.01 - 15. 00 
15. 01 - 20.00 
20.01 - 30.00 

Employment Status 

Part-time (_:: 35) 
Full-time (_:::35) 

Sex 

Males 
Females 

Racial Status 

Minorities 
Non-minorities 
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TABLE 6 (continued) 

Population 
(n = 181) 

32 ( 17. 7~n 
70 (38.7%) 
33 ( 18. 2%) 
19 (10.5%) 
5 ( 2.8%) 
5 ( 2.8%) 

10 ( 5.5%) 
6 ( 3.3%) 
1 ( 0.5%) 

97 (53.6%) 
84 (46.45n 

42 (23.2~0 
139 (76.8%) 

8 ( 4.4%) 
173 (95.6%) 

~ 8) 

15 (19.2%) 
33 (42.3%) 
8 (10.3%) 

12 (15.4%) 
4 ( 5.1%) 
3 ( 3.8%) 
2 ( 2.6%) 
l ( 1. 3%) 
0 ( 0 ) 

36 ( 46. 2~0 
42 (53.8%) 

15 ( 19. 2%) 
63 (80.8%) 

4 ( 5.1~0 
74 (94.9%) 
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TABLE 7 

Sample Department Store 
Absence Frequencies and Absence Rates, 1981 (Overall and Subsamples) 

Variable 

Overall Population 
Part-time (< 20 hours) 
Full-time (;:- 20 hours) 
Part-time (<" 35 hours) 
Full-time c; 35 hours) 
Male -
Female 
Minority 
Non-minority 
Female 

Dual/Primary Income Source 
Secondary Income Source 

Nonsales 
Sales 
Performance Rated Employees 

Excellent/Good 
Average 

Noncommission Sales 
Commission Sales 
Temporary 
Permanent 

N 

181 
36 

145 
97 
84 
42 

139 
8 

173 

36 
23 
52 

129 

58 
107 
147 

34 
17 

164 

Absence * 
Frequency 
(incidents) 

2.713 
l. 806 
2.938 
3.021 
2.357 
2. 143 
2.885 
2.000 
2.746 

2. 972 
2.652 
2.9038 
2.6357 

2.276 
3. 131 
2.816 
2.265 
2.000 
2.787 

Absence ** 
Rate 
(percentage) 

3.42% 
3.42% 
3.42% 
4. 06~~ 
2.68% 
2.55% 
3.68% 
1. 78% 
3.50% 

3.31% 
3.25% 
2.635% 
3.736% 

2.34% 
3.84% 
4.69% 
3.47% 
4. 54~0 
3.30% 

*Absence Frequency = Separate Incidents of Absence During 1981 

**Absence Rate = Number of Workdays Lost Due to Job Absences in 1981 x 100 
Number of Workdays Scheduled in 1981 
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Table 8 

Sample Department Store 
Absence Frequency and Rate Comparisons of Subsamples 

Subsam~le N Mean Sd t Signif. * 
Full/Part-time 
( :? 20 hours) 

Rate: 
Part 36 3.417 3.749 -0.01 Full 145 3.421 4.674 

Frequency: 
Part 36 1. 806 1.582 -2.81 * Full 145 2.938 3.680 

Full/Part-time 
( ~ 35 hours) 

Rate: 
Part 97 4.059 4.811 2.10 * Full 84 2.682 4.003 

Frequency: 
Part 97 3.021 3.995 1. 36 Full 84 2.357 2. 511 

Non-sales/Sales 

Rate: 
Non-sales 52 2.635 4.065 -1.58 Sales 129 3.736 4.635 

Frequency: 
Non-sales 52 2.9038 5.108 . 36 Sales 129 2.6357 2.407 

Sex 

Rate: 
Male 42 2.554 4.446 -1.44 Female 139 3.682 4.493 

Frequency: 
Male 42 2.143 2.445 
Female 139 2.885 3.624 -1.52 
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TABLE 8 (continued) 

SubsamEle N Mean Sd t Signif. * 
Racial Status 

Rate: 
Minority 8 1. 781 2.020 -2. 16 * Non-minority 173 3. 496 4.566 

Frequency: 
Minority 8 2.000 2.070 -0.96 Non-minority 173 2.746 3.445 

Income Recipient 
(female) 

Rate: 
Dua 1 /Primary 36 3.3056 3.642 .06 Secondary 23 3.2500 3.824 

Frequency: 
Dual/Primary 36 2. 9722 2.667 .46 Secondary 23 2.6522 2.534 

Performance 
AEErai sa 1 

Rate: 
Excellent/Good 58 2.3448 3.1235 -2.33 * Average 107 3.8365 5.0705 

Frequency: 
Excellent/Good 58 2.2759 2.368 -1.73 Average 107 3. 1308 3.981 

*significant at .05 level (2-tail) 
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TABLE 9 

Sample Department Store 
Analysis of Absence Frequency and Rate Variance by Marital Status (1981) 

Frequency 
Rate 

Di fferenti a 1 

2 
2 

Mean Square 

15.597 
13.517 

F 

2.624 
1. 126 

Signif. * 

Analysis of Absence Frequency and Rate Variance by Other Hours Worked 

Frequency 
Rate 

4 
4 

3.039 
7.641 

*significant at .05 level (2-tail) 

.477 

.622 
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TABLE 10 

Sample Department Store 
Correlates of Absence Rates and Frequencies, 1981. 

Variables 

1. Employee Characteristics 

a. Age (n = 78) 
i. Females (n = 63) 

ii . Mal es ( n = 15) 

b. Wages (n = 181) 
i. Females (n = 63) 

ii. Mal es ( n = 15) 

c. Job Tenure (n = 78) 
i. Females (n = 63) 

i i . Mal es ( n = 15) 

d. Company Tenure (n = 78) 
i. Females (n = 63) 

ii. Males (n = 15) 

e. Number of Dependents (n = 78) 
i. Females (n = 63) 

ii . Mal es ( n = 15) 

f. Education (n = 78) 
i . F ema l es ( n = 6 3 ) 

ii . Mal es ( n = 15) 

g. Distance From Work (n = 78) 

h. Total Household Income (n = 78) 

Absence 
Frequency (r) 

. 0715 

.0235 

.3469 

- . 1235* 
-.0607 
-.2219 

. 1719 

.1190 

. 4762* 

. 1892* 

. 1936 

.2442 

.0061 
-.0089 

. 1914 

-.0589 
-.0325 
-.0874 

.0803 

-.0754 

Absence 
Rate ( r) 

. 1979* 

. 1491 

.4994* 

-.1974* 
-.1590* 
- . 1997 

.2508* 

.2263* 

.4659* 

.2013* 

.2137* 

.2921 

.0979 
- . 1086 

.3708 

- . 1230 
- . 1045 
-.0492 

-.0126 

- . 0017 

*significant at .05 level (2-tail) 
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TABLE 10 (continued) 

Variables Frequency (r) Rate(r) 

2. Job-Related Characteristics 

a. Satisfaction With Work (n = 78) - . 1763 -.0716 
i. Females (n = 63) - . 1121 -.0487 

ii. Ma 1 es (n = 15) -.5195* -.2954 

b. Satisfaction With Pay (n = 78) -.2641* -. 1991* 
i. Females (n = 63) -.2445* -.2178* 

ii. Males (n = 15) -.4570* -.2431 

c. Satisfaction With Promotional 
Opportunities (n = 78) -.2404* -.0397 
i. Females (n = 63) - . 1541 .0613 

ii. Mal es (n = 15) -.5528* -.3798 

d. Satisfaction With Supervisor -.0825 .0230 
i . Females - . 0311 .0471 

ii. Males -.5115* -.3361 

e. Satisfaction With Workmates -.0341 .0610 
i. Females (n = 63) .0654 . 1508 

ii . Ma 1 es ( n = 15) -.7216* -.6221* 

f. Department Size ( n = 181) - . 1262* - . 1963* 

* significant at .05 level ( 2-ta i 1 ) 
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While Table 7, over-all and subsample absence frequencies 

and rates, and Table 8 the findings with respect to the sig-

nificance of subsample mean differences, are basically 

self-explanatory, three items deserve additional comment 

here. First, the full/part-time status variable was opera-

tionalized by two measures. The store defined part-time as 

less than twenty hours worked a week, while the BLS defined 

part-time as less than thirty-five hours a week. Thus both 

definitions were used in the analysis. 

Two significant full/part-time differences were deter-

mined. Using the store definition, part-time employees were 

absent less frequently than full-time employees. This would 

be expected because of fewer conflicts between personal and 

work demands due to the fewer days worked in a week. Part-

time employees generally worked two to four days a week, 

while full-time employees worked five days a week. Using 

the BLS definition a significant difference was found bet-

ween the absence rates of full-time employees and part-time 

employees, with part-timers absent more than full-timers. 

Permanent employees who worked over twenty hours a week were 

extended full benefits. 

Second, a statistically significant difference in the ab-

sence rates of minority and nonminority employees was found. 

However, the small sample (n = 8) prohibits attaching any 

practical significance to this finding. Third, absence 
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rates for employees with excellent/good appraisals were sig-

nificantly lower than employees with average appraisals. 

However, since absenteeism was used as a criterion in em-

ployee appraisal, this finding must be cautiously interpret-

ed. Again, this point will be further discussed later. 

Table 9 presents analysis of absence frequency/rate vari-

ance results from the marital status and other hours worked 

variables. No significant differences were obtained. 

Correlation coefficients of absence frequency and rates 

with employee and job-related characteristics are shown in 

Table 10. Coefficients for male and female groups are list-

ed where pertinent. Three general comments are appropriate 

here. First, only fifty percent of the hypothesized rela-

tionships were found to be statistically significant and in 

some cases the coefficient is so low as to raise questions 

about the practical significance of the results. Second, 

sex is apparently an intervening variable since significant 

relationships in a number of cases were found only within 

male or female samples. Third, the wage variable findings 

are based on the population (n = 181) rather than sample 

data. Further discussion is presented in Chapter 5. 
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4.5 SUMMARY 

This chapter highlighted the basic data findings relevant 

to this research. Population and sample characteristics 

were described, and the sub-sample and correlational analys-

es were presented with interpretive comments. The purpose 

of this chapter was to simply display the important findings 

acquired from the research in a concise fashion. Discussion 

of specific research hypotheses, implications, and limita-

tions is now appropriate. 



Chapter V 

SUMMARY, IMPLICATIONS, AND CONCLUSIONS 

5.1 INTRODUCTION 

This chapter presents a summary of the study, 

tions of findings, and conclusions. In addition, 

implica-

a brief 

discussion of limitations is made as well as some recommen-

dations for future study. 

5.2 SUMMARY OF STUDY 

The purpose of the study was to identify potential deter-

minants of absenteeism in a retai 1 department store. The 

significance of this study is based on inconsistent/con-

flicting research findings, the lack of absenteeism research 

in the retailing industry despite a 6. 74 percent absentee 

rate, and the large cost associated with absenteeism. 

Information for testing hypotheses relating absenteeism 

with employee and job-related characteristics was obtained 

through two sources: personnel records and an employee sur-

vey. Employee characteristics examined include age, sex, 

marital status, tenure, sales/nonsales, full/part-time, num-

ber of dependents, hours worked in other employment, racial 

status, income recipient, appraised work performance, educa-

65 



66 

tion, distance from work, wages, and total household income. 

Job-related characteristics examined were workunit size and 

satisfaction with work, pay, promotional opportunities, su-

pervision, and workmates. 

The study site used had over 181 employees, over ten mil-

lion dollars in 1981 sales, and was located in a medium size 

SMSA in the Middle Atlantic States. Seventy-eight employees 

completed useable survey questionnaires. 

5.3 DISCUSSION OF RESULTS 

This section presents findings related to hypotheses 

about each of the employee and job-related characteristics 

and how these results relate to previous studies. 

5.3.1 Employee Characteristics Relationship to Absenteeism 

The relationships between fifteen employee characteris-

tics and absenteeism were examined in this study. Seven 

significant relationships were determined and are discussed 

below by hypothesis. 

H4. Wage rates of employees are inversely related to ab-

senteeism. 

In this study a negative correlation existed between employ-

ee wage rates and absence rates/frequencies. This finding 

is consistent with previous research studies indicating as 
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employees' wages increase their work attachment also in-

creases, leading to lower absence rates and frequencies. 

Furthermore, employees with good attendance may receive 

large pay increases. 

H3. Age is inversely related to absenteeism. 

A positive correlation existed between age and absence 

rates. The age effect was stronger for male than female em-

ployees. Previous studies indicated that as employees got 

older they had more absences due to sickness, but had fewer 

absences due to non-health reasons and were absent more to-

tal days, but not as frequently. To a degree this relation-

ship was true in this study, since older employees were not 

absent more frequently, but apparently were absent for lon-

ger durations. 

Younger employees were expected to be absent more fre-

quently than older employees. However, in this study no re-

lationship existed between absence frequency and age. The 

variable age may be closely related to job and company te-

nure which were both determined to be positively correlated 

with absence rates and frequencies. 

H6. The longer the company and job tenure of an employ-

~' the lower his/her absentee rate will be. 

While male and female job tenure were found to be positively 

correlated with absence rates, only male job tenure was 
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found to be positively correlated with absence frequency. 

Company tenure was also positively correlated with absence 

rates and frequencies. 

Past studies have found mixed results regarding these re-

lationships. The results from this study were contrary to 

expectations, since it was believed that as tenure increased 

work attachment would increase, resulting in lower absentee-

ism. The reported findings may be due to the company's paid 

absence policy, which becomes more liberal as employee te-

nure increases (see Table 11). 

Hl. Part-time employees in a retail department store are 

absent more than full-time employees. 

Employees who worked less than thirty-five hours a week had 

a significantly higher absence rate than employees working 

over thirty-five hours a week. This difference was hypoth-

esized based on discrepancies between BLS and Prentice-Hall 

surveys of absenteeism. The impact of this difference is im-

portant because retailers depend heavily on part-time em-

ployees for flexible scheduling. The study site had over 

fifty-three percent of its employees working less than thir-

ty-five hours a week. Employees who worked twenty or more 

hours a week earned full benefits. 



Length of 
Emelo;i:ment 
Less than one 
year 

At least one year 
but 1 ess than 
three years 

At least three 
years but less 
than five years 
Five or more 
years 
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TABLE 11 

Studv Site's Absence Pay ?olicy 

Days Worked 
Per 1tleek 

3 
4 
5 

3 or 4 
5 

3 or more 

3 or more 

Waiting Period 
Before 

Benefits Beqi n 

3 
4 
5 

2 
3 

1st day out 

Absence Benefits 
Begin on the 
Workda·1 ,l.bsen_t __ 

4th 
5th 
6tli 

3rd 
4th 

2nd 
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Retail employers must determine if the advantages and 

monetary savings received from scheduling part-time employ-

ees overcomes the higher absenteeism costs associated with 

part-time employment. Permanent employees working twenty or 

more hours a week receive a proportional amount of benefits 

compared with full-time employees. If part-time employees 

are absent more than full-time as indicated by the findings, 

retailers are burdened with extra labor costs for the part-

time group. 

H9. Minority employees have a higher absentee rate than 

nonminority employees. 

Racial status was examined to determine if any significant 

difference in absence rates and frequencies existed between 

minority and non-minority employees. It was hypothesized 

that minority employees would have higher absence rates and 

frequencies than non-minority employees based on a study 

conducted by Flanagan et al. 78 In this study the opposite 

was found: minority employees had a significantly lower ab-

sence rate than non-minority employees. A note of caution 

should be added since only eight minority employees ( 4. 4 

percent) were included the sample. Even though the differ-

ence was significant, this small a subsample size may not be 

representative of the population. In this situation it was 

78 Flanagan et al. 
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possible that the small number of minority employees encour-

aged minorities to attend work more regularly. 

H22. Performance appraisal ratings <±=excellent and 

1=poor) will be higher for employees with higher absentee 

rates. 

A significant difference existed between absence rates of 

employees with excellent/good performance appraisals and em-

ployees with average appraisals. Employees with excellent/ 

good appraisals had significantly lower absence rates than 

average appraised employees. This difference was expected 

since the company used absenteeism as one of its criteria in 

assessing performance. 

Nine of the examined employee characteristics had no sig-

nificant correlation with absence rates/frequencies or dif-

ferences between subsamples in regard to absence rates/fre-

quencies. Those relationships are discussed by hypothesis 

below. 

HS. Sales-related employees tend to have a higher absen-

tee rate than nonsales employees. 

The examination of the nonsales/sales variable was new to 

absenteesim research, so a comparison of this study' s re-

sults with previous results was not possible. It was ex-

pected that sales-related employees would have a higher ab-

sence rate than nonsales employees because of additional job 
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stress. Al though a significant difference was not deter-

mined, further research is recommended. Reasons for this 

recommendation and others are discussed later. 

H7. The larger the number of an employee'.§. dependents, 

the greater the employee'.§_ absentee rate will be. 

The relationship of number of dependents with absence rates 

and frequencies was examined without any significant corre-

lations determined. Past studies had indicated that female 

absence rates increase with more dependents, while male ab-

sence rates decrease. This pattern did not appear in this 

study. 

H8. Female emolovees in the retail industry are absent 

more than male employees. 

The variable sex was examined with the expectation that fe-

males have higher absence rates than males. The findings 

here are not consistent with previous studies since no dif-

ference in absence rates was found. However it was in the 

predicted direction and sex was found to be an important 

moderator in the analysis of other absenteeism relation-

ships. Further discussion of this effect is included with 

the analysis of the other relevant hypotheses. 

HlO. Females who are dual/primary sources of family in-

come, will have lower absence rates than females who are 

secondary income sources. 
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The absence rates and frequencies of female primary and sec-

ondary income recipients were compared without any signifi-

cant differences determined. Al though no previously con-

ducted studies have examined this relationship, it was felt 

that female primary income recipients would require a more 

consistent income than secondary income recipients. 

H16. Absence rates and frequencies are greater for single 

and divorced emplovees than for married employees. 

No significant differences were found between marital status 

and absence rates and frequencies. Previous research find-

ings on this issue were mixed, but no support for the hy-

pothesis was found here. 

H17. The lower the educational level of an employee, the 

higher his/her absentee rate will be. 

No relationship between educational levels and absence fre-

quencies/rates was found, either in the total sample or 

among males and females. These results are consistent with 

previous studies finding no correlation between education 

and absenteeism. 

H20. The farther an employee lives from work, the higher 

his/}1.er absentee rate will be. 

The relationship between distance from work and absence 

rates/frequencies was examined without any significant cor-

relations determined. It was expected that increased dis-
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tance from work creates a higher propensity for transporta-

tion problems leading to increasing absenteeism. Past stu-

dies have yielded mixed results. 

Hl8. Retail employees who work other jobs will have a 

higher absentee rate than will workers for a single employ-

er. 

No significant difference existed between the absence 

rates/frequencies of workers with and workers without other 

jobs. Although no research had been conducted on the rela-

tionship between moonlighting and absenteeism, it was ex-

pected that increased work hours outside the retail job 

would lead to higher absentee rates. 

Hl9. The lower the total household income of an employee, 

the higher his/her absentee rate will be. 

The examination of this relationship is new to research on 

absenteeism, but it was expected that increased household 

income would suggest more responsibilty and therefore lower 

absence rates. This relationship was not supported by this 

study. 

5.3.2 Job-Related Characteristics Relationship to 
Absenteeism 

The relationship of absenteeism with five facets of job 

satisfaction and work unit size was examined. For the five 
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job satisfaction facets over-all, male and female scores 

were correlated with absence frequencies and rates. Each 

satisfaction and work unit relationship with absenteeism is 

discussed. 

Hll. The lower an employee'..§ satisfaction with hi sjher 

work, the higher his/her absentee rate will be. 

While no significant correlations existed between satisfac-

tion with work and absence rates of the total sample, a sig-

nificant negative correlation did exist between absence fre-

quencies of male employees and satisfaction with work. In 

other words, as male employees' satisfaction with work in-

creases, absence frequencies decrease. This finding exem-

plifies two trends identified in this study. One, male sa-

tisfaction scores are more often negatively correlated with 

absenteeism than female scores, and two, more negative cor-

relations were determined between absence frequencies and 

satisfaction than between absence rates and satisfaction. 

Hl2. The lower an employee'§. satisfaction with hi sfher 

~, the higher his/her absentee rate will be. 

Absence rates and frequencies were found to be negatively 

correlated with employee satisfaction with pay for both ma-

les and females. Mean pay satisfaction scores were very 

low, indicating a potentially serious problem for the compa-

ny, especially in a high inflation economy. Employees were 
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not being paid what they felt they deserved and the more 

dissatisfied they were the more absent they were. 

H13. The lower an employee'~ satisfaction with his/her 

promotional chances, the higher hisjher absentee rate will 

be. 

No significant cosrelations were found between over-all em-

ployee satisfaction with promotional opportunities and ab-

sence rates. However, a negative correlation existed bet-

ween satisfaction with promotional opportunties and male 

absence frequencies (not females). One reason could be be-

cause male employees are generally more career-oriented than 

females. 

Hl4. The lower an employee'~ satisfaction with his/Iler 

supervisor, the higher his/her absentee rate will be. 

No significant correlations were found between over-all em-

ployee satisfaction with their supervisor and absence rates. 

However, a negative correlation existed between male absence 

frequencies and satisfaction with his supervisor. 

HlS The lower an employee'~ satisfaction with his/her 

workmates, the higher his/her absentee rate will be. 

Female satisfaction with workmates was not correlated with 

absence rates or frequencies. However, male employee satis-

faction scores were negatively correlated with absence rates 

and frequencies. It is not known why this occurred. 
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In general, previous studies have found mixed results 

between job-related satisfaction and absenteeism. It was 

hypothesized in this study that different facets of job sa-

tisfaction would be negatively correlated with absenteeism. 

All five facets of satisfaction were negatively correlated 

with male absence frequencies. Both male and female groups 

satisfaction with pay were negatively correlated with ab-

sence frequencies. From this analysis it appears that em-

ployee satisfaction is a more important factor in predicting 

male absenteeism than female absenteeism. 

H2. The larger the number of employees in ~ department, 

the higher the absentee rate of the employees in that de-

partment. 

Significant negative correlations existed between department 

size and absence frequencies and rates. This relationship 

was determined for the entire population and is interpreted 

to mean larger departments have employees with lower absence 

rates and frequencies. This relationship is the opposite of 

what was expected. Previous research indicated employees in 

large work units lose their worker identification, resulting 

in higher absentee rates. 
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5.4 LIMITATIONS 

The rnaj or limi ta ti on of the study is it focuses exclu-

sively on one department store. Although this store may be 

representative of other stores, generalizations may not be 

warranted. Department stores represent only one type of re-

tail trade and vary according to types of products sold, an-

nual sales, number of employees, geographic location (type 

of city), town or area located in, location within an area 

(high versus low income neighborhood), type of shoppers at-

tracted, and company employee requirements (i.e. educational 

level). Different management emphasis can be pertinent 

since some stores are more service-oriented than others. 

At least one other limitation to this study must be cit-

ed. Since the store used in this study recorded absences, 

it was in a minority of stores recording such absenteeism 

information. It is not known why certain retailers record 

attendance or if they are representative of the population. 

Management officials who record absenteeism information may 

have an absence problem and are sensitive to the situation. 

Those not recording absenteeism information may be doing so 

because there is not a problem or because they do not recog-

nize the issue. This uncertainty places limitations on the 

interpretation of results. 
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Other specific limitations include: a) employee attitudes 

collected only on one occasion; b) data was not causal in 

nature; c) study site had an absence rate of 3.42 percent 

well below the industry rate of 6,74 percent; d) study site 

had a personnel manager, unlike other retailers with only a 

personnel clerk. 

5.5 PRACTICAL IMPLICATIONS 

The purpose of the study was to determine potential pred-

ictors of absenteeism in a retail department store. Seven 

employee characteristics and six job-related characteristics 

were found to be correlated with absenteeism or had signifi-

cant differences between subsamples in regard to absentee-

ism. Important conclusions are listed below. 

1. Part-time employees have higher absence rates than 

full-time employees. This difference had not been examined 

before but is very important to an industry such as retail, 

that depends heavily on part-time employment. The costs as-

sociated with this difference depend on company benefits of-

fered to part-timers, but could be a tremendous problem in 

the retai 1 industry if benefits are offered to permanent 

part-time employees. For example, the participating store 

in this study has approximately half of the employee hours 

going to part-timers. A one percent greater absence rate by 
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part-time employees (Permanent part-time employees receive 

full benefits) could cost an extra 40,000 dollars annually 

(based on Chapter 1 calculations). 

2. Age, job and company tenure are usually interrelated 

and results here indicate that as employee tenure/age in-

creases, so do absence rates. This occurrence may be relat-

ed to the company's paid absence program which becomes more 

liberal as tenure increases. If this policy does encourage 

increased absences, the company may want to consider a posi-

tive reinforcement policy to discourage absences or change 

the current policy. 

3. In general, satisfaction is negatively correlated with 

absenteeism in this study. Absence frequency is more likely 

to be correlated than absence rates with satisfaction 

scores. Male satisfaction was a better predictor of absen-

teeism than female satisfaction. It is possible that female 

employees were not as career-oriented as males and therefore 

did not miss work because of dissatisfaction. Management 

should consider alternatives to improve satisfaction, espe-

cially for men. 

4. Employees with excellent/good ratings had lower ab-

sence rates than employees with average performance ratings. 

This was expected since absenteeism was a criterion for rat-

ing performance and should alert management that they are 
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probably successful in using absenteeism in their rating of 

employees. However, absence frequencies of excellent/good 

employees were not significantly lower than for employees 

with average rates. Since the absence frequency measure has 

been regarded as a better predictor of a "problem employee" 

the lack of a signif cant difference should be further inves-

tigated. 

5. Minari ty employees having a significantly lower ab-

sence rate than nonminorities was not expected. The reason 

for this finding is unknown, but management should determine 

if more pressure was placed on minorites to attend work than 

on nonminorities. Also, careful selection of minority em-

ployees may have led to this difference. 

5.6 RECOMMENDATIONS 

Several specific recommendations for absenteeism control 

can be made at this point and are listed below. 

1. Costs of absenteeism could be reduced by relying less 

on part-time employees. 

2. An absence policy that becomes more generous as tenure 

increases could be causing more absences. A positive rein-

forcement plan for employees who do not abuse the paid ab-

sence program may be helpful, as an alternative to a revamp-

ing of the system. 
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3. Satisfation scores indicated (particularly for pay and 

promotion) that employees were very dissatisfied with em-

ployee and job-related characteristics. In particular, male 

employees allow this dissatisfaction to affect work atten-

dance. Managers will want to find ways to increase satis-

faction. For example, an expansion of career opportunites 

may be facilitated by career workshops. 

From the findings determined in this study management 

should evaluate possible causes for each finding and groups 

of findings and then correct the real cause of the problem. 

Absenteeism is only a symptom of the problem, not the actual 

problem. 

5.7 THEORETICAL IMPLICATIONS/SUGGESTIONS FOR FURTHER STUDY 

The results of this study confirm several findings about 

absenteeism in previous studies. Perhaps the most signifi-

cant of these relationships is worker satisfaction and ab-

senteeism. If low satisfaction leads to higher absenteeism, 

researchers will want to examine ways to improve satisfac-

tion and then determine if absenteeism is reduced according-

ly. 

The relationships between absenteeism and several other 

characteristics ended in nonsignificant determinations, but 

additional analysis is suggested for two of the relation-
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ships. The variables nonsales/sales and sex require further 

investigation based on results of this study. The variable 

sex was an important intervening variable in other analyses 

indicating a potential difference between male and female 

absence rates. Although the nonsales/sales variable did not 

have a significant difference between subsamples at the sig-

nificance level (p<.05) used in this study, at lower signi-

ficance levels a difference does exist suggesting further 

research may be productive. A replication of this study 

with a larger sample size may be practical. A potentially 

larger "n" could be achieved by not asking workers for their 

employee numbers. Then, it would be necessary to ask for 

more demographic information on the questionnaire and from 

personnel records to allow a computer match-up of inf orma-

tion. 

More research is needed in retail and other service-re-

lated industries. This is especially true as America be-

comes more service-oriented rather than production-oriented. 

The major importance of this study is not what it adds to 

research on absenteeism in general, but as an introduction 

to research on absenteeism in retailing and non-manufactur-

ing industries. Very few times has the retail industry been 

so intimately examined as in this study. Further research 

will assist the industry in its effort to become more effi-
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cient. The retail industry, as the last link between pro-

ducer and consumer, requires additional analysis to help re-

duce consumer costs and increase stockholder profits. 



SOURCES CONSULTED 

"Absenteeism and Lateness,"!'._-!:! Personnel Management: 
Policies and Practices. Englewood Cliffs, New Jersey: 
Prentice-Hall, 1974. 

Baumgartel, H. and R. Sobol. "Background and Organizational 
Factors in Absenteeism." Personnel Psychology, Vol. 12 
(1959), pp. 431-443. 

Beatty, R.W., and J.R. Beatty. "Longitudinal Study of 
Absenteeism of Hard-core Unemployed." Psychological 
Reports, Vol. 36 (1975), pp.395-406. 

Bernardin, H.J. "The Relationship of Personality Variables 
to Organizational Withdrawal. 11 Personnel Psychology, 
Vol. 30 (1977), pp.17-27. 

Black, J.M. Positive Discipline (New York: American 
Management Association, 1970). 

Brayfield, A. and W. Crockett. "Employee Attitudes and 
Employee Performance," Psychological Bulletin. Vol. 52 
(1955), pp.396-424. 

Constas K. and R.P. Vichas. "An Interpretative Policy-
Making Model of Absenteeism with Reference to the 
Marginal Workers in Overseas Plants." Journal of 
Management Studies, Vol. 17, No. 2 (May 1980), p.149-164. 

Cruikshank, G.E. "No-Shows at Work, Highed Priced 
Headache." Nations Business, (September 1976), pp.37-39. 

Dittrich, J.E. and M.R. Carrell. "Dimensions of 
Organizational Fairness as Predictors of Job 
Satisfaction, Absence, and Turnover." Academy of 
Management Proceedings 1976, Thirty-sixth Annual Meeting 
of the Academy of Management, Kansas City, Missouri, 
August 11-14, 1976. 

Flanagan, R.J., G. Strauss, and L. Ulman. "Worker 
Discontent and Work Place Behavior." Industrial 
Relations, Vol. 13 (1974), pp.101-123. 

Fried, J., M. Wertman, and M. Davis. Journal of Applied 
Psychology, Vol.56 (1972), pp.428-429. 

85 



86 

Garrison K.R. and R.M. Muchinsky. "Attitudinal and 
Biographical Predictors Absenteeism." Journal of 
Vocational Behavior, Vol. 10 (1977), pp.221-230. 

Gibson R.O. "Toward a Conceptualization of Absence Behavior 
of Personnel in Organizations." Administrative Science 
Quarterly, Vol.11 (1966), pp.107-133. 

Giese, W.J. and H.W. Roter. "An Objective Analysis of 
Morale." Journal of Applied Psychology, Vol. 33 (1949), 
pp. 421-427. 

Hedges, Janice N. "Absence from Work-A Look at Some National 
Data." Monthly Labor Review, (July 1973), pp.24-29. 

Hedges, Janice N. "Special Labor Force Report: Absence From 
Work Measuring the Hours Lost." Monthly Labor Review, 
(October 1977), pp.16-22. 

Hedges, J.N. and D.E. Taylor. "Fewer Absences Reported, But 
Time Lost Remains Steady." News. U.S. Department of 
Labor, Bureau of Labor Statistics, June 26,1981. 

Heneman H.G. III, and C.J. Murphy. "Correlates of 
Absenteeism Among Race-Sex Groups." Academy of 
Management Proceedings, 1974, pp.344-347. 

Herzburg, F., B. Mausner, R. Peterson, and D. Copewell. 
Job Attitudes: Review of Research and Opinions. 
(Pittsburg, Pennsylvania: Psychological Service of 
Pittsburg, 1957) 

Hewitt D. and J. Parfitt. "A Note on Working Morale and 
Size of Group." Occupational Psychology, Vol.27 (1953). 

Hrebiniak, L. G. and M.R. Roteman, "A Study of the 
Relationshio Between Need Satisfaction and Absenteeism 
Among Managerial Personnel." Journal of Applied 
Psychology, Vol. 58 (1973), pp. 381-383. 

Ilgen D. R. and J. H. Hollenback. "The Role of Job 
Satisfaction in Absence Behavior." Organizational 
Behavior and Human Performance, Vol. 19 (1977), pp. 
148-161. 

Isambert-Jamati, V. "Absenteeism Among Women Workers in 
Industry." International Labor Review, Vol. 85 (March 
1962), pp. 248-261. 



87 

Johns, Gary. "Attitudinal and Nonattitudinal Predictors of 
Two Forms of Absence From Work." Organizational Behavior 
and Human Performance, Vol. 22, No. 3 (December 1978), 
pp. 431-444. 

Johnson, Ronald D. and Tim 0. Peterson. "Absenteeism or 
Attendance: Which is Industry's Problem?" Personnel 
Journal, Vol. 54 (1975), pp. 248-261. 

Kempen, R. W. "Absenteeism and Tardiness." Handbook of 
Organizational Behavioral Management, New York: John 
Wiley Press, In press. Manuscript available. 

Kuzmits, Frank E. 
Organization?" 
(1979), p. 29. 

"How Much is Absenteeism Costing Your 
Personnel Administrator, Vol. 29, No.29 

Lundquist, A. "Absenteeism and Job Turnover as a Consequence 
of Unfavorable Job Adjustment." Acta Sociologica, Vol. 3 
(1958), pp. 119-131. 

Martin, J. "Some Aspects of Absence in a Light Engineering 
Factory." Occupational Psychology, Vol. 45 (1971), pp. 
77-91. 

Metzner H. and F. Mann. "Employee Attitudes and Absences." 
Personnel Psychology, Vol. 6 (1953), pp.467-485. 

Miner, Mary G. "Job Absence and Turnover: A New source of 
Data." Monthly Labor Review, Vol. 100 (October, 1977), 
p.26. 

Muchinsky, Paul M. "Employee Absenteeism: A Review of the 
Literature." Journal of Vocational Behavior, Vol. 10 
(June 1977), pp. 316-340. 

Naylor, J.E. and N.L. Vincent. "Predicting Female 
Absenteeism." Personnel Psychology, Vol. 12 (1959), pp. 
81-84. 

Nicholson N., C. A. Brown, and J. K. Chadwick-Jones. 
"Absence From Work and Personal Characteristics." 
Journal of Aonlied Psychology, Vol. 62 (1977), pp. 
319-327. 

Nicholson, N. and P.M. Goodge. "The Influence of Social, 
Organizational and Biographical Factors on female 
Absence." Journal of Mangement Studies, Vol. 13 (1976), 
pp. 234-254. 



88 

Nie, Norman. 
Sciences. 

SPSS-Statistical Packages for the Social 
New York: McGraw-Hill, 1975. 

1977 Census of Retail Trade. U.S. Department of Commerce, 
Bureau of Census, Government Printing Office: 
Washington, D.C., 1978, pp.52-54. 

Patchen M. "Absence and Employee Feelings About Fair 
Treatment." Personnel Psychology, Vol. 13 (1960), pp. 
349-360. 

Porwoll, Paul J. Employee Absenteeism: ~ Summary of 
Research. Arlington, Virginia, 1980. 

Sellet, L. R. "Age and Absenteeism." Personnel Journal, 
Vol. 43 (1964), pp.309-313. 

AnalyzeShore, Harvey. "Absenteeism Part 1: How to Analyze 
Causes and Effects." Supervisory Management, Vol. 20, 
No. 9 (September 1975), pp. 9-16. 

Smith, F.J. 11 Work Attitudes as Predictors of Specific Day 
Attendance." Journal of Apolied Psychology, Vol. 62 
(1977), pp. 16-19. 

Smith, Patricia C. "The Development of a Method of Measuring 
Job Satisfaction: The Cornell Studies." Studies in 
Personal and Industrial Psychology. Dorsey Press: 
Homewood, Illinois, 1974. 

Smith, Patricia C., Lorne M. Kendall and Charles L. Hulin. 
The Measurement of Satisfaction in Work and Retirement. 
Chicago, Illinoi~ Rand McNally and Company, 1969. 

Smith, Patricia C. and Bonnie A. Sandman. "Some Past, 
Present, and Future Developments in the Understanding and 
Use of the Job Descriptive Index." Virginia Tech 
Symposium on Applied Behavioral Science. Lexington 
Books: Lexington, Massachusettes, 1981. 

Steers, Richard M. and Susan R. Rhodes. "Major Influences 
on Employee Ateendance: A Process Model." Journal of 
Applied Psychology, Vol. 63 (1978), pp. 391-407. 

Superintendent of Documents. Standard Industrial 
Classification Manual. U. S. Government Printing Office: 
Washington, D. C., 1972. 



89 

Supplement to Employment and Earnings Revised Establish...~ent 
Data. U.S. Department of Labor, Bureau of Labor 
Statistics, Vol. 28, No. 12 (October 1980), p.237-239. 

Talacchi, S. "Organizational Size, Individual Attitudes and 
Behavior: An Empirical Study." Administrative Science 
Quarterly, Vol. 5 (1960), pp. 398-420. 

Taylor, Daniel E. "Absent Workers and Lost Work Hours, May 
1978." Monthl:_y Labor Review, Vol. 102 (August 1979), p. 
50. 

Vroom, Victor. Work and Motivation. New York: Wiley Press, 
1964. 

Waters, L. K. and D. Roach. Relationship Between Job 
Attitudes and Two Forms of Withdrawal From the Work 
Situation." Journal of Applied Psychology, Vol. 55 
(1971), pp. 92-94. 

Waters, L. K. and D. Roach. "Job Attitudes as Predictors of 
Termination and Absenteeism: Consistency Over Time and 
Across Organizations." Journal of Applied Psychology, 
Vol. 57 (1973), pp.341-342. 

Weaver, C. A. and S. L. Holmes. ''On the Use of Sick Leave 
by Female Employees." Personnel Administration, Vol. l, 
No. 2 (1972), pp. 46-50. 

Yeager, Samual J. "Dimensionality of the Job Descriptive 
Index." Academy of Management Journal, Vol. 24, No. 1 
(1981), pp. 201-212. 

Yolles, S. F., P.A. Carone and L.W. Krinsky. Absenteeism in 
Industry. Springfield, Illinois: Charles C. Thomas, 
1975. 



Appendix A 

PERSONNEL RECORDS 

This was utilized to collect data from store personnel re-

cords for research purposes. 

1. Employee number 

2. Job title 

3. Department 

4. Sex of employee 

a. male 

b. female 

5. Hourly wage level 

6. Method of pay a) straight b) commission 

7. Racial status 

8. Employment status 

9. Absenteeism 

a. frequency 

b. days 

c. one day 

d. due to sickness 

e. due to other reason 

f. personal holidays/vacation 

10. Performance rating 
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RESEARCH SURVEY 
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92 COi.LE< iE Of BUSINESS 

VIRGINIA POLYTECHNIC INSTITUTE AND ST ATE UNIVERSITY 

Bfuckshurg. Virginiu 2 !061 

DEPARTMENT OF MANAGEMENT (70)1 %1-<1.I~~ 

Research Survey 

As a Graduate Degree student in the College of Business at 
Virginia Tech, I am examining employee attitudes. By filling out 
the following questionnaire, you will help me in completing my degree. 

More than one hundred people are being asked to respond to this 
questionnaire. No questionnaire will be studied individually. All will 
be combined into statistical tables for analysis. Let me assure you 
that your response will be strictly confidential. Neither the personnel 
department, management, nor anyone else in your department or company 
will ever see yuur completed questionnaire or have access in any way 
to the answers that you as an individual give. 

Please complete the questionnaire before the end of your shift. 
I will be around to collect your questionnaire and answer any questions 
that you may have throughout the day. 

Thanks for your assistance, 

Dennis A. Mabes 
Virginia Tech 
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EMPLOYEE ATTITUDE SURVEY 

This questionnaire is designed to obtain infon:iation about your attitudes 
towards particular aspects of your job. Therefore, for the survey results to be 
reliable you must follow all instructions caref1Jl1y. If necessary, feel free to 
ask questions. Please respond to all questions. 

SECTION I 

In this section it is important that you respond to all items on each 
page before going ahead to the next page. 

On this page you should score the following items in regard to the work 
that vou do. You should put "Y" (for yes) beside an i tern if the item describes 
that particular aspect of your work, put an "N" (for no) by the item if it does 
not describe that aspect, or put a "?" if you £!!!!.Q! ~· 

---- Fascinating 

---- Routine 

----Satisfying 
____ Boring 

____ Good 

----Creative 

---- Respected 
____ Hot 

Pleasant ----
____ Useful 

---- Tiresome 
____ Healthful 

____ Cha 11 enc;i ng 

---- On your feet 

----Frustrating 
____ Simple 

---- Endless 
----Gives sense of accomplishment 

DO NOT CONiINUE TO THE NEXT PAGE 
UNTIL YOU HAVE RESPONDED TO ALL 
ITEMS ON 7HIS PAGE. 
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On this page you should score the following items in reoard to our 
deoartment manager or suoervisor. You should put "Y" (for yes beside an 
item if the item cescribes that particular aspect of your supervisor, put 
an "N" (for no) by the item if it does .!!£1 describe that aspect. or put a 
"?" if you cannot decide. 

Asks my advice 

Hard to please 

Impolite 

Praises good work 

Tactful 

---- Influential 
____ Up to date 

---- Doesn't supervise enough 

____ Quick-tempered 

----Tel ls me where l stand 

---- Annoying 

----Stubborn 

____ Knows job ·11el l 

Sad ----
----Intelligent 

---- Leaves me on my own 

____ Around when needed 

____ Lazy 

DO NOT CONTINUE TO THE 'lEXT PAGE 
UNTIL YOU HAVE RESPONDED TO ALL 
ITEMS ON THIS PAGE. 
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On this page you should score the following items in reoard to your 
workmates. You should put an "Y" (for yes) beside an item if the item describes 
that particular aspect of your workmates, put an "N" (for no) by the item if 
it does ~describe that aspect, or out a "?" if you cannot decide. 

____ Stimulating 

----Boring 

----Slow 

----Ambitious 
____ Stupid 

---- Responsible 
____ Fast 

----Intelligent 

---- Easy to make enemies 

----Talks too much 
____ Smart 

____ Lazy 

---- Uno1easant 

----No privacy 
____ Active 

____ Loyal 

----Hard to meet 

----Narrow interests 

DO NOT CONTINUE TO THE .':EXT PC.GE 
UNTIL YOU HAVE RESPONDED TC ALL 
ITEMS ON THIS PAGE. 
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On this page you should score the following items in regard to your 
promotional oooortunities. You should put "Y'' (for yes} beside an item if 
the item describes that particular aspect about your promotional opportunities, 
put an "N" (for no} by the item if it does not describe that aspect, or out a 
"?" if you cannot decide. -

---- Good opportunity for advancement 

----Opportunity somewhat 1 imi ted 

----Promotion on ability 

---- Dead-end job 

----Good chance for promotion 

----Unfair promotion policy 

---- rnfrequent ;:iromotions 

---- ~egular promotions 

----Fairly good chance for promotion 

DO NOT CONTINUE TO THE NEXT PAGE 
UNTIL YOU HAVE RESPONDED TO ALL 
ITE~S ON iHrs PAGE. 
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On this page you should score the following items in reoard to your oay. 
You should put "Y" (for yes) beside an item if the item aescribes that particular 
aspect about your pay, put an "N" (for no) by the item If it does not describe 
that aspect, or put a "?" if you cannot decide. -

---- Income adequate for normal expenses 

----Satisfactory profit sharing 

----Barely live on income 

Bad ----
---- rncome provides luxuries 

----Insecure 

---- Less than I deserve 

----Highly paid 

----Underpaid 

DO NOT CONTINUE TO THE NEXT PAGE 
UNTIL YOU HAVE RESPONDED TO ALL 
ITEMS ON THIS PAGE. 
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SECTION rr 
Please check or fill in your response. 

1. What Is your year of birth? 

2. What is your marital status? single 
-- married 
::::=:::separated/divorced 

3. Is your income the 
(Check One) 

primary source of earnings in your household. 
-- secondary source of earnings in your household. 
-- dual source cf earnings in.your household. 
::::=:::source of student educational earnings. 

4. What is the occupational classification of your spouse's work? 

(Check One) 

5. What is your current job title? 
Department? 

6. How long have l2!! held your current position? 
(Check One) 

7. How far do you 1 i •1e from work? 
(Check One) 

less than 5 miles 
5 to 1 O mil es 
more than 10 miles 

8. How long have you been employed by the company? 

(Check One) 

9. In 1981 , how many hours did you average in a work week? 

Professional 
Technical 

-- '1anaoer/Administrator 
-- Sales Worker 
-- Clerical 
-- Craft and Kindred 
-- Operatives 
-- Transportation(Equipment: 
-- Non-Farm Laborers 
-- Service Workers 

Farm 'Workers 
Houseperson 

-- No Spouse 
-- Other 

less than 5 mos. 
6 mos. to less than 1yr. 

-- lyr. to less than 2 yr. 
-- 2 yr. to less than 3 yr. 
-- 3 yr. to less than 4 yr. 
-- 4 yr. to less than 5 yr. 
-- 5 yr. to less than lOyr. 
-- 10 years or "lore. 

less than 6 mos. 
6 mos. to less than lyr. 
1 yr. to less than 2 yr. 

-- 2 yr. to less than 3 yr. 
-- 3 yr. to less tran 4 yr. 
-- 4 yr. to less than 5 yr. 
-- 5 yr. to less than lOyr. 
:::::::::::::: 10 years or more. 

more than 35 
31 to 35 
25 to 30 
21 to 25 == 2'J or 1ess 
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10. In 1981, on the average how many days did you work a week? 

11. How many dependents (excluding spouse) live in your household? 

12. What was your total household income for 1981 (before taxes)? 

(Check One) 

13. What is your level of education? 

(Check One) 

no hiqh school 
-- some high school 
-- high school graduate 
-- some college 

under $7000 
7000 to Sl 0, 999 

~~ 11 ,000 to 514,999 
~~ 15,000 to 524,999 
-- 25,000 to S34,999 
-- $35 ,COO or more 

-- college graduate 
-- college graduate (with some graduate work) ==:::::: graduate degree holder 

14. How many days were you absent from work during the year 1981, excluding vacation 
and oaid holidays? If you are unsure, please make an estimate. __ days 

15. Is your job sales or nonsales related? sales 
nonsales (i.e. stock, maintenance, or 

office) 

16. How many hours do you work per week in other employment? a 
(Check One) 

17. What is your associate number? 

1 to 10 hours 
11 to 20 hours 
21 to 30 hours 
31 or more hours 

THE ASSOCIATE NUMBER IS ~EEDED FOR ~y ANALYSIS. YOUR RESPONSE iO THE QUESTIONS ~ILL NOT 
BE IDENTIFIED. 

THANK YOU FOR THE TIME YOU HAVE TAKEN TO COMPLETE THIS QUESTIONNAIRE. BEFORE RETUR~lING 
IT, BE SURE ALL QUESTIONS HAVE BEE~ ANSWERED. I WILL BE AROUND TO COLLECT YOUR QUESTIONNAIRE 
FROM YOU LATER OR I WILL °"CCEPT IT FROM YOU WHEN LE.il,VPlG THROUGH THE ASSOCIATE ENTRANCE 
AT THE END OF YOUR SHIFT. 
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Determinants of Absenteeism in a Retail Department Store 

by 

Dennis A. Mabes 

(ABSTRACT) 

The present study investigated absenteeism in a retail 

department store in an effort to determine which employee 

and job-related characteristics are related to absenteeism. 

Theoretical models and empirical research were used to de-

velop a list of potential characteristics that could be re-

lated to absenteeism within the retail department store con-

text. Data for this study were obtained from retail 

department store personnel records and from a questionnaire 

survey of its employees. Employee and job-related charac-

teristics were matched with information about employee ab-

senteeism to determine if significant relationships or dif-

ferences between subsamples existed. 

Analysis of research findings revealed that several em-

ployee characteristics, including age, company and job te-

nure were positively correlated with absenteeism. Wage 

rates were found to be negatively correlated with absentee-

ism. Minority employees (n=8) had significantly lower ab-

sence rates than nonrninori ties and part-time employees ab-

sence rates were higher than full-time employees. 



In addition, employees' (particularly males) satisfaction 

with pay, promotional opportunities, supervision, workmates, 

and work were negatively correlated with frequency of ab-

sence. Work unit size showed positive correlation with ab-

sence rates and frequencies. 

An examination of absenteeism in the retail industry in-

dicates that this industry and other non-manufacturing in-

dustries need further research. Such studies will help re-

duce labor costs, meaning lower prices and higher 

stockholder profits. 
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