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FOREWORD

Staff absenteeism among educational personnel poses hard problems for effective school

administration. Uilike many other occupations, teaching requires that classrooms be staffed

at all times, either by the regular teacher or a substitute teacher, to prevent disruption

of the learning process, and to maintain pupil supervision. From an instructional view-

point, teacher absenteeism exacts a heavy strain on the continuity of student learning,

with the value of substitute teachers under constant question. From a financial stand-

point, teacher absenteeism is expensive, since the salaries of both the regular and sub-

stitute teachers must be paid when a regular teacher is absent. Absences by support per-

sonnel may not directly involve the instructional program for students, but they may have

a decided impact on a school system's budget as well as affect esnentia1 operations of

the schoo1 system.

This Research Brief provides a comprehensive review of research on employee absen-

teeism that has been conducted among both educational and noneducational personnel. Al-

though the report focuses on the absenteeism of educational employees, comparatively little

research has been reported on this topic in the published educational literature. Unpub-

lished doctoral dissertations have been searched and have yielded several studies whose

results are reported throughout this Research Brief. Because of the limited amount of

research pertaining to absenteeism among school employees that is available, this report

also includes a review of the abundant literature on employee absenteeism available from

business, private industry, and government service. The findings of this research are

included here so that school boards and their management teams will have the opportunity

to draw upon the experience of as many sources as possible in their efforts to solve

problems pertaining to staff absenteeism.

Included in this Research Brief are current status aud trend data on employee absence

plus an analysis of major factors influencing employee absenteeism, such as the relation-

ship between absenteeism and personal, organizational, and time-place factors and how

absenteeism affects job satisfaction and turnover. Recommendations from the literature

for controlling employee absenteeism are provided and the costs associated with staff

absenteeism are discussed. At the end of the study, conclusions are drawn from the

existing information on employee absenteeism in education, business, industry, and

government service for consideration by school policy makers.

We hope that this Research Brief will be helpful to school boards, their manage-

ment teams, and others concerned with the problems of employee absenteeism in the schools.

Glen Robinson

Director of Research

Educational Research Service





INTRODUCTION

Employee absenteeism has been a constant,

nagging problem for many business and industrial

organizations. It is widespread--more than 83

million workers lost more than 433 million work
*

days in 1975 alone. [164:3] In May 1978, workers

lost 90 million weekly hours. [401:50] It is

costly, with estimates running into the tens of

billions of dollars. The literature on employee

absenteeism in business and industry is immense

and reflects a serious concern for finding both

causes and solutions for excessive time away

from the job.

However, absenteeism among educationa1 per-

sonnel, especially among teachers, who comprise

more than half of all school staff and whose

presence in the classroom is essential for nor-

mal schoo1 operations, has not engendered nearly

the amount of scho1arly and popular inquiry as

that found in business and industry. Is this be-

cause absenteeism is not a problem among educa-

tional personnel? Or is it because few local

school systems or state agencies have attempted

to study the phenomenon, to see if it really is

a problem, and to report their findiogs to a

wide audience?

Although little published data are availab1e

on staff absenteeism in education, the information

that does exist, from studies conducted in New

York City, Newark, New Jersey, suburban Philadel-

phia, and the states of Pennsy1vania and Illinois,

suggests that employee absenteeism in education

is a definite problem, perhaps as big a problem

as it is outside education. The Academy for Educa-

tional Development noted ina 1977 report submittec

to the State Board of Education on teacher absen-

teeism in Illinois: "Teacher absenteeism as a

phenomenon has the potential to be a serious prob-

lem for the State of Illinois. The State Board

of Education is well advised, as are local dis-

tricts, to acknowledge the strong possibility

that teacher absenteeism asa problem will be

aggravated rather than alleviated in the years

ahead." {57:5]

Possible Causes ofEmployee Absenteeism

The causes of employee absenteeism are often

diverse and highly interrelated, involving per-

sonal, attitudinal, and organizationa1 factors.

Persona1 illness accounts for the majority of

paid leave taken in most organizations. How much

of this sick leave is used as intended, for ac-

tual illness, and how much is abused, for feigned

illness, is open to speculation, since few organi-

zations require documented proof of illness. Many

feel that a substantia1 amount of sick leave is

used for reasons other than illness, especially

short-term absences of a day or two.
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What are some of the other reasons commonly

associated with employee absenteeism? Employees

may use sick leave for family illness, personal

busfi‹ess, or emergencies if their organization

does not provide time off specifically for these

purposes. In fact, some persons in industry be-

lieve that, in contrast to blue-collar workers

who must schedule persona1 business for the week-

end, white-collar professionals derive a certain

amount of job satisfaction from being ebsenâ While

on tAe Job (e.g., attending to persona1 errands

during the work day, spending time talking to co-

workers, taking a longer lunch period than normal).

427:17]

Robinson (1974) suggested that repetitive,

meaningless, and unchallenging work; trouble with

co-workers; transportation problems; readjustment

problems after unemployment; and a feeling that

one's.own absence has no effect on another's work

are all major factors leading to employee absen-

teeism. [360:24-25] Smardon (1974) stated that

employee absenteeism can be "contagious," that bad

attendance habits of co-workers may influence the

overall employee absence rate. "Few people con-

soio>sZ gear their behavior according to that of

others," he said, "but it seems to be human nature

to try to get away with what everyone else gets

away with." [384:13] Some see the rising affluence

of the American worker, the "summertime blues," job

dissatisfaction, a "don't care" attitude, under-

employment, the "two-job syndrome," smoking, and

drug abuse as further indicators of employee absen-

teeism. [88; 9:5; 379:27; 427]

It is estimated that about five to 10 percent

of workers in all occupational groups experience

problems with alcohol. "From what is known about

those who become alcoholic," Russell (1979) noted,

"there is nothing to suggest that education does

not produce its share." {39:506] Alcoholism exerts

a marked influence on employee absence, as data

from the National Counci1 on Alcoholism point out:

"Alcoholic employes are absent from work from two

to four times as often as nonalcoholic employes,

sickness and accident bege€\tag id out for

alcoholic workers are three times greater than

for the average nonalcoholic employe, work griev-

ances are filed two to four times more often, and

on-the-job accidents are two to four times higher

for alcoho1ics than for nOnalcOholic employes."

[14:49] Few organizations have confronted the

problem of the alcoholic employee. Cramer (1979)

wrote in the American 5cAoot Boerd Jonah that

"this waste continues because school boards, with

few exceptions, have failed to confront or even

recognize the problem of alcoholic school

employes." [14:49]

Others hypothesize that increases in indus-

tries or occupations with high absence rates, in

the proportion of women in the workforce, in the

number of organizations providing paid sick leave,

and a decrease in the average age of employees

all contribute to increased time away from the

job. [221:25]

Some of the factors associated with teacher

absenteeism in particular were listed ina 1970

study conducted by the Philadelphia Suburban and

South Penn school study councils. These included

poor morale, problems in the educationa1 program,

endemic illness in the community, low salary

scales, poor working conditions, heightened emo-

tional stress, and inadeQuate staffing. [79:40]

In a speech presented at the 1978 convention of

the American Association of Schoo1 Personne1 Ad-

ministrators, Capitan and Morris related a num-

ber of causes of teacher absenteeism that were

given as concerns by school personnel

administrators:

• "lenient leave policies which have oc-

curred through the negotiations process"

• "greater problems at school and less

devotion to duty"

• "younger and less dedicated teachers"

• "severe weather conditions"

• "lower morale due to the desegregation

ptocess"

• "sick days are more acceptable to soci-

ety than before"



• "professional outlook toward responsibil-

ity to students is slipping"

o "pressures of teaching"

• "because we began granting personal

leave days"

• "lack of professiona1ism." 19:3]

Descriptive Models ofEmployee Absenteeism

How do these different factors ultimately

work to influence an employee in the final deci-

sion either to attend work or to be absent from

work? Although this question cannot be answered

with complete certainty, Gibson (1966) and Steers

and Rhodes (1978) have developed models which at-

tempt to provide additiona1 insight into the

causes of employee absenteeism.

As shown in Figure 1, Gibson's early repre-

sentation focuses on three concepts that are in-

volved in the employee's basic "work or not to

work" question: (1) the life space of an indi-

vidual, which is needs-oriented; (2) the organi-

zational space of the employer, which is goal-

oriented; and (3) the work space, which links

the individual employee to the organization by

means of a formal or informa1 contract. {26]

Based on an extensive review of the research on

employee absenteeism, the Steers and Rhodes

model suggests that employee attendance is

affected by both an employee's motiuction and

cbi1i#p to attend work. (See Figure 2.) The

six motivational influences include the job

situation, satisfaction with the job situation,

employee values and job expectations, personal

employee characteristics, pressures to attend

work, and attendance motivation. These six

influences, combined with the ability to attend,

act on the final attendance/absence decision.

These influences may originate from the

individual employee or from the work environ-

ment; while some are under the employee's con-

trol, others are not. Certain factors may

current and trend data on employee

absence

3

stimulate attendance for some employees but not

others. Some of the variables seem to be di-

rectly related to attendance (e.g., a very satis-

fied employee probably would want to attend work

strongly); other variables, such as persona1

health, appear to act as a "gatekeeper function"

and are not directly related to attendance (e.g.,

a very healthy employee may not necessarily attend

work because other factors may have a greater

effect on the attendance decision). [394:401-402]

While these models attempt to clarify the

relationships tñat exist between employee absen-

teeism and its many causes, they also highlight

the complexity of the problem. In this Research

Brief, ERS attempts to provide a comprehensive

review of the research literature on employee

absenteeism. Although focusing on the absenteeism

of educational personnel, this study also draws

on the wealth of available information on employee

absenteeism outside education--in business, in-

dustry, and government service. The major sec-

tions of this Research Brief provide:

a review of the research on the causes

of employee absenteeism, including per-

sonal factors, organizational factors,

time-place factors, and the relation-

ships between absenteeism and job satis-

faction and absenteeism and turnover.

costs of employee absenteeism

measures for controlling employee

absenteeism.
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FIGURE 1.--Schematic Representation of Contractual Relationships Between

the Individual and the Organization
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FIGURE 2.--Major Influences on Employee Attendance
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DATA ON EMPLOYEE ABSENCE

This section of the review presents actua1

data on employee absence. Any discussion of ab-

senteeism must be prefaced with questions like:

"Just how big a problem is employee absenteeism

to industry and education?" "My schoo1 system

has a teacher absence rate of five percent. Is

this good or bad?" To understand the signifi-

cance of absence data, it is necessary first to

define the measures used to record absences.

Then, absence data for educational and noneduca-

tional personnel can be studied. The discussion

below follows this outline and includes such

categories as sick leave and other types of paid

leave offered by local schoo1 systems, leave with-

out pay, patterns of absenteeism, and the use of

substitute teachers.

Measures ofAbsence

In his review of the literature on employee

absenteeism, Muchinsky (1977) related that "the

single, most vexing prob1em associated with absen-

teeism asa meaningfu1 concept involves the metric

or measure of absenteeism." 308:317] An initial

problem involves the difference in meaning between

"absence" and "absenteeism." VebsAer's WeW TWeu-

2d ed. (1976) defined Rbssnc9 as "a state of being

away or not present," and Abseutseism as "absence

from duty, work, or station; especially, such ab-

sence when deliberate or habitual.” Some have

said that the term "absenteeism" has a pejor-

ative connotation and that absence due to legit-

imate illness should be separated from "deviant

problem absence." [427:1011 However, most stud-

ies in this field tend not to differentiate the

meaning of these terms. Since this study focuses

on dbsenâeeism, as defined by Webster to encom-

pass all time away from work, this term will be

used throughout this Research Brief, except in

discussions of absence measures or data.

Actual measures of absence have assumed

many shapes--Gaudet (1963) reported finding at

least 41 different absence measures. [190] How-

ever, organizations frequently have used some of

the same measures. If any of these measures can

be termed "standard," then those employed by the

Bureau of Labor Statistics (BLS) must be included.

BLS uses three measures of absence in its studies

derived from the frrenA PopulQâiou they. The

incidence mete measures the number of absences

per 100 employees during a given period of time

222:17]:

Incidence rate
_ Number of workers absent

Tota1 employed
x 100

For example, if Organization A emp1oys 250 em-

ployees and 15 employees were absent during a

week, then A's incidence rate for the week would

be [303:26]:

Incidence rate -
230

x 100= 6.0/

That is, for every 100 employees, 6.0 were ab-

sent during this week.



The ineoA5uit rate measures the percent of

time "scheduled" or "usually worked" lost due to

absence; it is often called "the absence rate"

[222:171:

Inactivity rate
_ Number of hours absent

Number of hours usually

Yorked

100

Thus, if all 250 employees of Organization A worked

40 hours a week with no overtime and each of the 15

absent emp1oyees was off the job for three days (24

hours), then A's inactivity rate for the week would

be:

Inactivity rate =

That is, 3.6 percent of the hours usually worked

in that week were lost due to absence.

The seusriây rats measures the average (mean)

time that an absent employee loses during a given

period of time. Hedges (1977) said that severity

rates can be given in absolutes (”number of hours

lost') or as a percentage ("number of hours lost

by absent workers as a percent of hours usually

worked by those workers"). The percentage ver-

sion has the following basic formula [222:18]:

Average number of hours

Severity rate =

15 x 24 360

2 50 x 40 10,000
= 3.6%

lost by absent workers

Average number of hours
X

usually worked by absent

workers

100

The severity rate for Organization A for the week

above would be:

Severity rate
15 x 24

’ 15 x 40
x 100 =

360

600
x 100 = 60%

That is, absent workers lost 60 percent of the time

that they were scheduled to work during the week.

A Personnel PoTicios for survey conducted

by the Bureau of Nationa1 Affairs (BNA) in 1974

found that about 40 percent of responding companies

were computing some type of absence rate regular1y.

(This figure is similar to BLS findings in a 1971

feasibility study but down from 82 percent of

companies surveyed in 1960 by BNA [303:26; 148:3;

54:571.) However, 54 percent of responding manu-

facturing companies measured job absence ona

regular basis, compared to 27 percent of nonmanu-

facturing businesses, and 17 percent of nonbusi-

ness organizations (inc1uding educational

institutions). Three-fourths of those companies

that had a regular program for generating absence

data used a formula derived from one suggested by

the Department of Labor, and used by BNA in its

surveys on job absence [303:26J:

Number of Worker Days Lost

Absence rate =

Absence rate =

Through

8

Job Absences During Month

A e aebeseof
X
’
00

of Employees)
X

WOrkdays)

For Organization A, the absence rate computed from

this formula for a one-month period (21 work days)

based on four weeks of the absence behavior des-

cribed above would be:

15 x 3 x4

250 x2l
X 100 = x 100 3.4%

As described in the literature, some of the

more common ways for measuring absence are:

Number of employee-

s Average number of days _ days oI absence

absent per employee Number of employees

[147:2-3; 54:55-561

t Average numberof days

lost per absenc e

• Absences computed as

a cost

• Average freQuency _

rate

180

5,250

Number of employee-

days lost through

_ absence

* Number of absences

[ 147:2—3; 54:5 5—561

Cost of absence per

department,

division, etc.

[147 :2 —3; 54:55 —56]

(Number oI employees
X

(Average number

absent1 or more times) of times employee

were absent)

Number of employees

[190:23; 54:56]

Researchers at the National Center for Health

Statistics (NCHS), a division of the U.S. Pub1ic

Health Service, periodically conduct the HeQZ?A

Jutemiew 5urNey, which collects national data on

four types of disability days (restricted activity

days, bed disability days, work-1oss days, and

school-loss days). Of concern here are "work-

loss days," defined as:

a day on whicha person did not work at

his job or business for at least half of

his norma1 workday because of a specific

il1ness or inju . The number of days

lost from work is determined only for

persons 17 years of age and over who



reported that at any time during the

2-week period towered by the interview

they either worked at or had a job or

business. 164:48-49]

This definition does not include work-loss

days.due to pregnancy or absences for reasons

other than personal illness and injury, such as

family illness, child care, or health examina-

tions. [427:118-119] Part-day absences are

counted by NCHS, but not by the Bureau of Na-

tional Affairs in its definition of employee

absence, as discussed below. Absence data from

£ cZtA Jntsmiuu Soueys are discussed through-

out this Research Brief, and six tables from the

1975 survey can be found in the Appendix begin-

ning on page 165.

Miner (1977) described a recurring problem

with comparing data from absence measures: "The

basic difficulty employers have faced is that

what'is counted as job absence in one company

may differ considerably from what is counted

in another company, even though the formula

used for computing the rate is exactly the same."

[303:26] One company may count absences of less

than a full workday as a complete day's absence;

another company may not. (A 1974 PCxsonnoZ PoZf-

vies For survey reported that over half of the

responding companies did not include part-day ab-

sences in these computations on a regular basis.)

One company may count each day of a long-term ab-

sence; another company may count only the first

few days--within two, three, four, or five.

There may be wide differences in absence

rates, Miner said, when long-term absences are

included in one measurement and not another. For

example, a company that submitted to BNA two sets

of figures reported that its 1973 monthly average

job absence rate was 3.15 percent when only the

first four days were counted in long-term ab-

sences and 6.31 percent when the full length of

the absence was included. For BNA surveys, job

absence is defined as any unscheAled absence,

whether or not it is excused or paid. Long-term

absences are not counted after the fourth day,

nor are scheduled absences for vacation, holidays

or leave, or part-day absences. Other rules

covering BNA absence surveys include:

• Absences for jury duty would not be

counted, as long as the employee had

advance notice and arranged ahead of

time for jury duty leave.

Absences for disciplinary time off

would be counted if an employee was

given no advance notice of the layoff

but not if it was scheduled ahead of

time.

Absences due to death in the family

would be counted.

Excused absence for other personal

reasons would not be counted at all

if it was arranged ahead of time, and

counted for the first 4 days only if

the absence was unplanned. [303:27]

Steers and Rhodes (1978) stated that "a

major weakness inherent in much of the current

research on absenteeism is the failure to account

for (and partial out) involuntary absenteeism in

the study of voluntary absenteeism." [394:400]

The National Education Association (NEA) re-

portedly has expressed similar concerns about

data on teacher absence. According to an arti-

cle appearing in the April 1979 issue of The

sme«tiue Ed color, NEA contended that most

statistics on teacher absence are misleading,

since there is no differentiation given between

"excused absences" (including absences for pro-

fessional meetings, inservice training, etc.)

and legitimate absences for illness and other

reasons. {31:12] However, NEA also stated

(in the March 26, 1979, issue of &Ed low) that

it considers teacher absenteeism "an issue no

matter how you look at it":

When local associations can doc-

ument exceptionally low use of sick

leave by teachers, they should tout

it in newsletter stories and news re-

leases to the public. Conversely, if

teacher-leaders note a rise in the in-

cidence of teachers using sick leave

for reasons other than illness, they

should point to working conditions as

the probable cause. [2]



Comparatively few studies have investigated

the reliability of these various absence measures,

Muchinsky (1977) stated. Among those measures for

which reliability has been measured are:

1. absence frequency (total number of

times absent)

2. absence severeity (total number of

days absent)

3. attitudina1 absences (frequency of

one-day absences)

medical absences (frequency of absences

of three days or more)

5. other reasons (number of days missed

during a week for reasons besides

holidays, rest days, and certified

sickness)

6. worst day absences (difference between

the number of employees absent on any

week's "best" and "worst" days)

7. time lost (number of days missed during

a week for any reason other than leave)

8. lateness (number of times employees

were late during a week)

9. Blue Monday absences (number of employees

absent on a Monday less those absent on a

Friday for any week). [308:317-318; 240;

141; 411; 362; 172; 275]

The findings of these studies highlight a

basic problem associated with measures of absence.

While some indices were considered somewhat reli-

able, others were considered totally unreliable.

In more than 70 studies examining the absenteeism

issue, Muchinsky related, most researchers did

not compute or report the reliability of the

measure used. The six studies noted above are

the only ones that addressed the relidbi5it of

absence measures; no known studies have addressed

directly the uJZidit of these measures. Nonethe-

less, of all these measures, absence frequency

appears to be the most reliable, Muchinsky stated,

and the finding is supported by Johns (1978). {252]

However, Rhea (1962) addressed both of these

questions as they relate to measuring Att7judes to-

ward absenteeism. He attempted to determine the

9

possibility of building valid and reliable in-

struments to measure attitudes toward absenteeism

by usinga forced-choice technique. The sample

consisted of 501 university students. Two forms

were devised using scale values, one obtained

rrom the method of successive intervals and the

other from the median method. Results indicated

that it was possible to construct an adequately

reliable and valid forced-choice instrument to

measure attitudes toward absenteeism. Both of

these forms were found to be equally "transparent,"

i.e., their answers could be faked, and that each

of these forms could be falsified. [355]

In addition to the extreme variability of

reliability, many studies did not even describe

the absence measure that was used. As Muchinsky

cautioned, this lack of information has created

difficulties in attempts to draw comparisons from

one study to another. "More than any other con-

sideration," he stated, "the methodologica1

'hodgepodge' surrounding absenteeism indices

plagues the evaluation and interpretation of

absenteeism research." [308:317-320]

Extent of Absence

According to Gaudet (1963), a "reasonable

level" of absence should be about three percent

of available work time, but the "attainable min-

imum" level may approach two percent or less.

[190:46-47] Johnson and Peterson (1975) said

that monthly absence greater than five or six

percent should be a matter of serious concern to

organizational management. [255] Recent National

absence data tend to verify these estimates.

The U.S. Bureau of Labor Statistics period-

ically publishes data on annual average absences

for the nation's noufarm fu1l-time workers. Ab-

sence data from 1967 to 1974, as summarized by

Hedges (1975) and shown below, were presented in

two parts: the absence rate ("number per 100

workers absent in an average week") for full-week



and part-week absences. [223:37] These data cannot

be combined because of different universes. [222:22]

1967 1968 1969

Absent the entire week 2.2 2.3 2.4

Absent,part of the week 3.9 4.1 4.1

From 1973 to 1978, BLS annual average absence

data have been col1ected each May through a supple-

ment to the Curran? PopuZution Smue . These data

report absences for all reasons (except scheduled

vacations, holidays, strikes, and bad weather)

for nonfarm wage and salary workers with One job

who normally are employed full time. No distinc-

tion is made between part-week and fu1l-week ab-

sences [401:50]:

Incidence rate

(percent of workers with

an absence)

Inactivity rate

(percent of usua1 hours

lost)

Severity rate

(percent of usual hours

lost by absent workers)

May

1973

6.3%

3.5

55

The National Center for Health Statistics

has published data on work-loss days per currently

employed persons for selected years over a 10-year

period. Taken from 26eltA /nVruiew Snrueys con-

ducted from July 1965-June 1966 to 1975, the av-

erage number of work days lost has declined 10.3

percent during this period:

July 1965-

June 1966

1968

1971

1975

5 .8 days

5.1

5.2 [ 164: 16

The Bureau of National Affairs publishes

quarterly data on job absences based on a survey

conducted among personnel executives on BNA's

Pozacnnel Poticios form anda panel of members

of the American Society for Personnel Administra-

tion. Definitions and qualifications of the ab-

sence measure used by BNA can be found on pages

7-8. As shown in Table 1, median month1y average

May

1974

6.2%

3.3

56

1970

2.5

4 .2

1971

2 .

4 .3

1972

2.3

4.3

1973

2.3

4.4

1974

2.4

4.2

absence rates for all responding companies from

1973 to 1978 declined to 2.9 percent from 4.0

percent. This represents a 27.5 percent decrease

over the past five years.

Absence rates for the United States were

nearly the same as those for Canada and Australia

duying similar time periods, but much lower than

absence rates reported in Western European coun-

tries. In May 1978, the proportion of full-time

May

1975

6.1%

3.

58

May

1976

6.4%

3.5

56

May

1977

6.5%

May

1978

6.6%

3.5 3.5

56

Canadian workers absent per week was 6.4 percent,

compared to 6.6 percent for American workers.

In October 1976, the proportion of usual hours

lost by Australian workers was 4.0 percent, com-

pared to 3.5 percent for American workers in May

of that year. However, absence data for 1972 and

1973 were much higher in Western Europe. Ten per-

cent of scheduled work time was lost in Ihe

Netherlands, 11 percent in West Germany, and 15

percent in Italy. [401:49]

These national data can be compared with

teacher absence data reported in studies con-

ducted at the state and local levels, although

caution should be exercised in interpreting data

using varying definitions of absence. Teachers

in Illinois had a median absence rate (no defini-

tion given) of 3.1 percent in 1971-72, 3.5 percent

in 1973-74, and 3.6 percent in 1975-76. This



TABLE 1.--Median Monthly Average Absence Rates,

All Companies, 1973-78

Year

1973

1974

1975

1976

1977

1978

Abs ence

Rate

4. 0%

3.4

3.0

3.0

2.8

2.9

Total Reporting

Companies'

38

168

391

312

352

282

'Data for 1976, 1977, and 1978 are for Fourth

Quarter, not entire year.

SOURCES: BNA Bulletins to Management, published by

the Bureau of Nationa1 Affairs, Washington,

D.C. Copyright by the Bureau of Nationa1

Affairs. Used with permission.
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represents a 16.1 percent increase from 1971-72 to

1975-76. [57:9]

Fifty Pennsylvania school systems participated

in a study of teacher absence conducted by the

Philadelphia Suburban and South Penn School Study

Councils for school year 1968-69. The mean rate

of absence ("percent of total teacher days/year

lost to absence") for the "average district" for

all leave, paid and unpaid, was 3.26 percent; for

all paid leave, 3.01 percent. The mean index

("days of absence/teacher/year") was 6.07 days

for all leave, paid and unpaid; 5.62 days for

all paid leave. [79:44] Almost a decade later,

in 1978, the Pennsylvania School Boards Asso-

ciation (PSBA) published the results ofa

teacher absence study involving 135 of the

11

304 school systems (26.8 percent) in the state.

An absentee was defined as "any employee who

is absent for Au reason from his scheduled

place of work." (Emphasis in the original.)

Absences of more than 30 days were not included

in the study's tabulations. For school year

1977-78, the PSBA found that the mean annua1 ab-

sence rate in reporting school systems was 4.757

percent; the median absence rate was 4.605 per-

cent. During this period, the "average" teacher

was absent 8.2 days. [78:16-18]

Some large 1oca1 school systems have collec-

ted and analyzed data on teacher absence. In

Dade County (Miami), Florida, instructional

staff used an average of 7.42 days of sick leave

per person in 1969-70 compared to 7.35 days in

1968-69. In 1969-70, instructional personnel

averaged 8.68 days of leave, for all reasons.

During this school year, an average of 4.34

percent of the instructiona1 staff was absent

each day. [ 66:2 7, 32]

In the late 1960s, teacher absenteeism in

New York City increased 50 percent. According

to data from a sample of 79 schools, the school

system's Bureau of Educational Research reported

that an average of 7.5 percent of the teachers

were absent daily during 1968-69, compared with

an average absence rate of 6.4 percent in 1967-

68 and five percent in 1966-67. [72; 84:111)

Although average absence data for the entire

school system were not reported, teacher absence

rates in New York City for discretionary absences

by school leve1 (including those for self-

treated illness, personal business, and "non-

attendance" days) ranged from 3.6 percent to

4.8 percent in 1971-72 and from 3.3 percent to

4.8 percent in 1972-73. Tota1 absence rates

ranged from 4.6 percent to 6.9 percent in 1971-

72 and from 5.1 percent to 6.4 percent in 1972-

73. [ 80: 10]

In the Chicago (Illinois) Public Schools,

the median teacher absence rate (no definition

given) was 8.5 percent in 1971-72, 8.3 percent



12

in 1973-74, and 7.9 percent in 1975-76, or a 7.1

percent decrease from 1971-72 to 1973-76. {57:9]

In 1971-72, professional staff absence (no

definition given) in the Newark (New Jersey)

School District was 6.8 percent. Two years later,

after an Attendance Improvement Plan was developed

and implemented, the teacher absence rate declined

to 5.3 percent, for a decrease of 19 percent. A

smaller school system, Ewing Township (New Jersey),

with an enrollment of 5,200 pupils, also partici-

pated in this attendance improvement project.

From 1971-72 to 1973-74, its professional staff

absence rate dropped to 2.2 percent from 3.3 per-

cent, a 33 percent decrease in two years. [81:8-9]

Based oD data from these two pilot school systems,

other school systems in New Jersey, and from ill-

ness absence studies in the private sector, the

authors of the Newark-Ewing study concluded that:

Private sector rates of illness absence

fall in the 2-4% range (days of illness

absence divided by days of work x 100).

A New Jersey School Boards Association

urban district study indicated that

66% of districts exceed this 2-4% rate.

Those urban districts that provide ill-

ness absence protection beyond the ten-

day state minimum experienced the highest

rates of absence with one exception.

[81:6J

Paid Leave Provisions

Paid leave for such reasons as personal ill-

ness or other causes is typically an integral part

ofa school system's package of fringe benefits

for teachers and other employees. These "fringe"

benefits comprise a major cash outlay for most

school systems. However, some persons have sug-

gested that inadequate provisions for other types

of paid leave may be among the underlying causes

of sick leave abuse. [221:29; 66:4] School admin-

istrators studying staff absence on a local level

may find it useful to compare leave provisions in

their school system with trends and data on dif-

ferent types of leave offered by other school

systems nationwide.

Mick £edue is the most widely offered fringe

benefit for public school teachers, with virtually

every school system in the country providing at

least some paid leave for personal illness. In

school years 1930-31 and 1940-41, three-fourths

of urban school systems surveyed reportedly gave

teachers some amount of paid sick leave. By

1950-31 this figure had risen to 95 percent.

[35:15] In 1977-78 ERS reported that 97.2 per-

cent of school systems enrolling 300 or more

pupils that responded to its biennial Natlonc?

reportedly offered teachers days off with pay

for personal illness. [21:15]

The number of sick leave days per year pro-

vided by large school systems (25,000 or more

pupils) has remained constant over the past two

decades. With one exception (35:16], data from

six surveys conducted either by ERS or the former

NEA Research Division have shown that large sys-

tems provided teachers a median of 10 sick leave

days per year from 1961-62 to 1977-78. [38:3;

67:2; 60:30; 20:11; 21:15] School systems with

enrollments of 300 or more pupils also provided

a median of 10 sick leave days per year in 1975-

76 and 1977-78. {20:11; 21:15]

Ihe median number of cumulative sick leave

days a1lowed per year by large school systems

{25,000 or more pupils) increased from approxi-

mately 90 days in 1961-62 to 130 days in 1975-76,

but decreased to 120 days in 1977-78. }38:3;

67:3; 35:17; 20:11; 21:15] Where 2 in lU large

systems provided bZiiAed sick leave accumulation

in 1961-62, almost 6 in lW reportedly placed no

limit on sick leave accumulation in 1977-78.

Nearly half of the school systems enrolling 300

or more pupils provided unlimited sick leave

accumulation in 1975-76 and 1977-78. {38:3; 20:11;

21:15]



More than 40 percent of all school systems

(300 or more pupils) responding to the ERS ]ctionc1

1977-78 indicated that one or more supplements to

sick leave were provided teachers in that school

year. Supplements generally were provided more

by larger school systems than by smaller systems,

and included:

Supplement

Additiona1 days at

partial pay

Additiona1 days without

pay

Income protection

insurance

Sick leave bank

Advance leave with pay

Other

Percent of All Responding

School Systems Providing

Supplement

19.3%

18.5

17.4

12.1

4 .2

2 .6 [2 1:15]

More than one-third of all school systems re-

sponding’ to the ERS 1977-78 survey on fringe bene-

fits reported that unused sick leave may be cred-

ited either partially (19.5 percent) or fully

(15.3 percent) towards retirement service.

[21:16]

Personal/emergency ledge was provided by 91.5

percent of schoo1 systems responding to the ERS

survey on fringe benefits for teachers in 1975-76.

The median number provided was two; 60.6 percent

of responding systems provided either two or

three days of personal/emergency leave that year

and another 13.3 percent offered six days or more

(but not unlimited). One-third of the school sys-

tems that granted personal/emergency leave charged

these days to sick leave. [20:12]

In the 1977-78 ERS survey, 96.3 percent of

responding school systems indicated that teachers

were provided personal/emergency leave. The me-

dian number provided was three days, with 56.6

percent providing two or three days of personal/

emergency leave that year and another 18.3 per-

cent providing five or six days. One-third of

the school systems that granted persona1/emer-

gency leave charged either all (26.7 percent) or

part (6.3 percent) of these days to sick leave.

[21:16]

13

5QbbaAioQl lecue for teachers was provided

in approximately 60 percent of responding school

systems in 1975-76 and 1977-78, according to data

from ERS fringe benefit surveys. However, the

size of the school system had a direct effect

on whether or not sabbatical leave was provided.

Almost twice as many large systems (25,000 or

more pupils) offered sabbatica1 leave for

teachers during these school years as very small

systems (300 to 2,499 pupils). Where sabbatical

leave was offered, the amount of time granted

was usually two semesters or one calendar year.

20:13; 21:18]

Salary provisions relating to sabbatical

leave did not change from 1975-76 to 1977-78,

with the majority of school systems providing

half salary to teachers on sabbatica1 leave. In

1977-78, 93.3 percent of the school systems that

provided sabbatica1 leave specified that a teacher

had to serve a minimum number of years before be-

coming eligible to use sabbatical leave. The me-

dian number of years of service required was

seven. [20:13; 21:18]

Shown in Lable 2 are leave provesRons ot:he:r

flaw sick leave, personnt/emergency /eare and

sAbbdticQZ Jesus that were provided teachers in

1977-78. Jury leave was offered most frequently,

by 85.0 percent of the responding schoo1 systems.

Approximately three-fourths of school systems

reported providing professional leave (including

leave to serve as an officer or committee member

ina professional organization), military leave,

parental leave (including maternity, paternity,

and adoptive leave), and family leave (including

leave for marriage, graduation, bereavement, and

care for ill family members). Over half of the

responding systems reported providing religious

leave and civic leave (other than for jury duty).

Nore of the larger school systems granted other

types of leave than smaller school systems. These

other leave provisions were provided as personal/

emergency leave, sick leave, leave without pay,

or as a combination of these leave categories.

[21:17]
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TABLE 2.--0ther Leave Provisions for Teachers in Reporting School Systems,

A. TYPE OF LEAVE PROVIDED

Jury

Professional

Military

Parental

Family

Religions

Civic

Number Responding

by Enrollment Group, 1977-78

25,000

or

More

94. 0%

84.6

9 3.3

86.6

86.6

72.5

65.l

149

Enrollment Group

10,000 2,500

to to

24,999 9,999

90.6/

78.0

83.0

78.4

76.0

66.6

34.7

287

83.9%

77.0

72.4

76.7

75.8

59.0

51.2

322

300

to

2,599

72.4%

66.0

53.2

60.1

63.1

36.5

36.3

203

Total-All

Reporting

Systems

85.0%

76.2

75.3

75.2

74.8

58.6

51.3

961

*Data shown are the percents of all respondents in each category (column) reporting the type of leave

identified in the row heading; these data may sum to more than 100.0 percent because some respondents

reported more than one type of other leave.

B. DETAILS OF OTHER LEAVE PROVISIONS

lype of Leave

Jury

Percent of Total

Professional

Percent of Total

Military

Percent of Total

Parenta1

Percent of Total

Family

Percent of Total

Religious

Percent of Total

Civic

Percent of Total

Personal

and/or

Emergency

Leave

223

27.3%

168

23.0

127

17.5

204

28.2

323

44.9

388

68.9

193

39.6

Sick

Leave

10

1.2/

6

0.8

4
0.6

190

26.3

215

2 9.9

36
6.4

8

1.6

Provided as:

Leave

Without

Pay

46

5.6/

110

15.0

2 96

60 .9

218

30.2

50

7.0

51

9.1

163

33.1

Other-

wise

P rovided*

538

65.9%

448

6 1.. 2

297

41.0

111

15.4

131

18.2

88

13.6

127

25.8

*Includes systems reporting that leave is covered by more than one of the provisions specified.

Total--

All Pro-

viding

817

100.0%

732

100.0

724

100.0

723

100 .0

719

100.0

3 ó3

100.0

493

100.0

SOURCE: J ugu Beue//ts por TQacAers £n èÀio Schools, J9ZZ-Z8. Part 3 of Nationa1 Survey of Fringe

Benefits in Public Schools. Arlington, Virginia: Educational Research Service, 1979, p. 17.



Leave Without Pay

Litt1e research has been conducted to date

on the extent to which leave without pay is taken

by employees in business or education. Hedges re-

ported that in 1972 less than 40 percent of all

unscheduled absences of an entire week or more

were paid. Other data from the Cirsnâ Population

6mrve indicated that among the major industrial

groups analyzed, this proportion ranged from 14 to

72 percent; among occupational groups, from 18 to

70 percent. Hedges advised that a higher than

average absence rate, coupled with a low propor-

tion of paid absence for an industrial or occupa-

tiona1 group, may indicate a "management problem."

Among the causes of unpaid absence, she cited job

dissatisfaction, mandatory overtime, rigid work

schedules, or inadequate vacation leave or per-

sonal leave for emergencies. [221:29]

Two studies conducted a decade ago examined

the question of leave without pay for teachers.

In 50 Pennsylvania schoo1 systems for school year

1968-69, teachers in the "average district" took

0.45 days of leave without pay and lost 0.24 per-

cent of total teacher days for the year due to

absence without pay. [79:44] There was no differ-

ence in the amount of leave without pay taken ac-

cording to the size of the school system (classi-

fied by less than 200 teachers or 200 or more

teachers). [79:49]

The Dade County (Miami), Florida, public

schools published data on leave usage for instruc-

tional personnel for school year 1969-70. The

average staff member used 0.93 days of leave with-

out pay. 0f the personnel using leave without

pay, the average person used 6.86 days. Highest

usage was among elementary and junior high school

staff members. (See Table 3.) Moreover, leave

without pay generally was used more by staff mem-

bers whose earnings were below the average salary

paid to all personnel. {66:10] The authors of

15

the report stated that leave without pay probably

was used for a number of reasons: prior use of

all sick leave or leave for emergencies or reli-

gious purposes, extension of time off at the

beginning or end of the summer, or persona1

reasons. [66:4]

TABLE 3.--Average Number of Days of Leave Without

Pay Taken by Instructional Staff Members

in the Dade Coumty, Florida, Public

Schools, by Grade Level Taught, 1969-70

Grade Leve1

Elementary

Junior High

Senior High

Other

TOTAL

SOURCE:

Average Number of Days Taken

For All For Personnel Using

Personnel Leave Without Pay

1.02

1.00

0.75

0.43

0.93

6. 89

7. 40

6. 50

4. 26

6. 86

Sim IeQue for Jns#mctiouaZ Persoiel,

7969-TO. Research Report vol. 18, no. 2,

1970-71. Miami, Florida: Dade County

Public Schools, Department of Adminis-

trative Research, October 1970, p. 19.

Patterns of Absence

How important are data on frequency and du-

ration of absence in assessing an organization's

attendance problems Is there evidence to support

the contention that a few employees may be direct-

ly responsible for much of the absence that oc-

curs within an entire organization, whether a

factory, business entity, service group, or

school system? The answer is a qualified "yes,"

according to the available research.

It should be noted that variables other

than absence frequency and duration also may play

an important role in determining absence patterns.

These may include personal factors (e.g., age,

sex, marital status), organizational factors
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(e.g., industry, organization size), time-place

factors (e.g., day of the week, month of the year),

job satisfaction, and personne1 policies. These

variables are examined in detai1 later in this

Research Brief. Data on absence frequency and

duration, which provide a starting point for iden-

tifying patterns of absence, are presented below.

tn a study of employee absence in three metal

working companies, Fox and Scott (1944) were among

the first to find that a relatively small number

of workers caused most of the absence in the or-

ganizations studied. [181J Plummer (1960) and

Steinmetz and Schoderbek (1967) reported that a

survey conducted by the New York Telephone Com-

pany concluded that 10 percent of its employees

were responsible for 43 percent of all absences,

and that one-third of the workers accounted for

four-fifths of the absences. [338; 395:14]

Accor,ding to Yolles, Carone, and Krinsky (1975),

10 percent of workers cause 90 percent of all

absenteeism. [427]

However, Garrison and Muchinsky (1977)

reached somewhat different conclusions. They

studied absence proneness among 195 employees

working in the accounting department of a large

public utility. Two uncorrelated measures of

absence (paid and unpaid) were used for each

person in the study and data were recorded for

21 consecutive months (seven quarters). They

concluded that a core of employees was respon-

sible for the great majority of absenteeism in

any one quarter. Taking the average per quarter,

17 percent of the employees were responsible for

90 percent of paid absences and 31 percent of the

employees were responsible for 90 percent of the

unpaid absences. Yet this core changed from quar-

ter to quarter, since over the full 21-month period,

50 percent of the employees were responsible for

90 percent of paid absences and 58 percent of the

employees caused 90 percent of unpaid absences.

Therefore, it was found that the distribution of

the absence data over the entire 21 months did not

differ from chance expectancy. [188]

In describing the results of a survey of

employee absence in the federal government,

Campbell (1970) said that the most significant

indication of sick leave abuse was that nearly

75 percent of all sick leave taken was for one

day or less. "Many one-day leaves are not due

to incapacitating illness," he stated. "In other

words, this one-day sick leave behavior is often

sick leave abuse." [132:44] Moreover, the 1966

survey "revealed some patterns of high and low

sick leave use that deserve attention":

• In 10 agencies where males used a

high amount of sick leave (greater

than the total average days used),

females also used a high amount of

their sick leave. Conversely, in

five agencies where males used a low

amount of sick leave (less than the

total average days used), female sick

leave use also was low.

For males and females in every age

category, agencies with high and low

employee usage of sick leave tended

to remain the same over time. That is,

iu four out of five times, agencies

maintained the same relative standings

as high or low users of sick leave.

In 19 agencies that had both a main

office and field offices, high sick

leave use in the main office was cor-

related with high sick leave use in

the agencies' field offices. The

same pattern occurred for low sick

leave use. [132:43]

Similar data on patterns of absence have

been reported for public school personnel. In a

study of absence of instructiona1 personnel in

the Dade County (Miami), Florida, public schools

during the 1940s and 1950s, 69.1 percent of the

207 teachers surveyed took from one to five days

in their longest leave. Another 23.2 percent

took from six to 10 days. [37:5] In Rochester,

New York, during school year 1959-60,



approximately half of the teachers who were ab-

sent due to illness were absent only once, with

one-fourth absent twice. Males had the highest

proportion of one-time absences, 63.3 percent.

[37:l5]’

Gibson and Lafornara (1972) studied absence

data over a 30-year period in an inner-suburban

schoo1 system located ina Northeastern metro-

politan area of the United States. The sample

consisted of approximately 70 percent instruc-

tiona1 staff, 26 percent support staff, and four

percent administrative staff. As illustrated in

Table 4, frequency of total absence increased

during this period. In 1938-39, 11 percent of

the employees were absent four or more times,

compared to 22 percent in 1948-49, 30 percent in

1958-59, and 61 percent in 1968-69. Duration of

tota1 absence also increased, from 56 percent of

the sample in 1938-39 who were absent less than

three days to 72 percent of the sample in 1968-69

who were absent five days or more.

However, the duration of individual absences,

as shown in Table 5, decreased during this 30-year

period. Where 64 percent of the employees' first

absence in 1938-39 was from one to two days dura-

tion, 83 percent of the absence was from one to

two days in 1968-69. For employees' second ab-

sence in 1938-39, 12 percent were for 10 days or

longer, compared with one percent in 1968-69.

Similar results were found for the duration of

individual employees' third absence.

In the New York City Community School Dis-

trict 7, the percent of teacher days absent

varied greatly among the 22 schools in the dis-

trict in the late 1960s and early 1970s:

Nean

Range: Low

High

School year

1969-70 1970-71 1971-72

6.6%

4.9

9.1

6.4% 6.6%

4.3 4.0

8.9 11.9

[ 84: 114]

Use of Substitute Teachers

17

Data for teacher absence in Newark, New Jer-

sey, indicated that 13 percent of all teachers

used 15 or more days of sick leave for short-term

absence in 1971-72. There was a wide variation

on a school-by-schoo1 basis of the percent of the

teaching staff with this high incidental absence.

The total range varied from five to 32 percent of

the school's teachers. [54:113] In 1972-73, half

of all total absences due to illness were taken

by 20 percent of the teachers; more than 80 per-

cent of the absences were for five days or less,

compared with a median of 44 percent in business.

[54:125, 129]

At Alsip School District 126 in Worth, Illi-

nois (suburban Chicago), it was reported that

about 25 percent of the teachers were either ill

a great deal or were never ill. The remaining 50

percent of the staff was seen to have increased

the average number of sick leave days taken an-

nually from five or six to eight or nine. Absences

were noted on Mondays, Fridays, and days before

holidays. After an absence reduction program was

initiated, including absence monitoring and

follow-up conferences by principals, recognition

of perfect attendance, payment for unused sick

leave at retirement, and use of absence records

in decisions on reduction-in-force, average

teacher absence declined from nine days to six. [3]

The impact of teacher absence on the class-

room environment invariably is linked to the use

and effectiveness of substitute teachers. On the

one hand, some perceive substitutes as virtual

baby sitters, who provide little continuity of

instruction when the regular teacher is absent.

In a study involving more than 18,000 classroom

observations in 112 suburban school systems

located throughout the country, 01son (1971)
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TABLE 4.--Frequency and Duration of Tota1 Absence of School Personnel

in a Metropolitan School System, 1938-39 to 1968-69

frequency of Total Absence

0

2

3

5 oz «tone

1938-39
C Cu

127 36% 36%

99 28 6 4

58 16 80

30 9 89

40 11 100

354 100

Duration of Total Absence

0

1 -2
3 -4

3 -9

10 or more

1938-39

C Cu

127 36% 36%

71 20 56

34 15 71

54 15 86

48 14 100

354 100

1948-49

C Cu

93 23% 2 3%

96 23 4b

70 17 63

62 IN 78

90 22 100

411 100

1948-49

c Cu

93 23% 23%

79 19 42

71 17 39

100 24 83

68 17 100

411 100

1938-59

C Cu

59 12% 12%

109 22 34

103 21 55

78 15 70

149 30 100

500 100

1958-59

c Cu.

59 12% 12%

91 18 30

101 20 50

131 26 76

118 24 100

500 100

1968-69

C Cu

30 4% 4%

79 10 14

93 12 26

107 13 39

489 61 100

800 100

1968-69

C Cu

29 4/ 4%

97 12 16

98 12 28

284 35 63

292 37 100

800 100

SOURCE: R. 01iver Gibson and Paul Lafornara. "Collective Legitimacy and Organizational Attachment:

A Longitudinal Case Study of School Personnel Absences.” Paper presented at the annual

meeting of the American Educationa1 Research Association, Apri1 1972, p. 10 in ED 063 674.

found that the effectiveness of substitute teachers

was far below that of regular teachers, specialists,

student teachers, and teacher aides. [50] On the

other hand, many substitutes contend that they fre-

quently are not given adequate advance notice;

enough information on their assignment, their

students, or their school; support from the admin-

istration; status afforded the regular teacher;

necessary orientation or inservice assistance; or

assignments in their field of training. (33:3]

To determine existing practice regarding the

use of substitute teachers, ERS surveyed a national

sample of school systems in January 1977. The

results of this study, titled PrQcAices end Prove-

dares iu âAe Use o/ SVsAiânAe TeQcAers, were

based on 488 replies that were received. Major

topics relating to substitute teacher use were

analyzed, and are highlighted below. [53:vii-viii’

(Substitute teacher cost is discussed on pages

105-111.) For a more comprehensive treatment of

substitute teacher use, including examples of sub-

stitute teacher policies, procedures, and guide1in‹

utilized by local school systems, readers are

urged to consult the complete ERS Report. [53]



Days Duration

First Absence

1 -2

3 4
5 - 9

10 or more

Second Absence

1 - 2

3 —4

5 - 9

10 or more

Third Absence

1 -2

3 - 4

5 - 9

10 or more

TABLE 5.--Percent Distribution of All Absence Durations of School Personnel

ina Metropolitan School System, 1938-39 to 1968-69

1938-39

64%

21

8

6

19

16

12

47

17

20

16

1948-49

74%

14

8

4

77

10

8

66

14

13

7

1958-59

74%

14

7

77

12

8

3

77

11

7

1968-69

83%

8

6

3

82

12

5

76

12

10

2

SOURCE: R. Oliver Gibson and Paul Lafornara. "Collective Legitimacy and Organizational Attachment:

A Longitudinal Case Study of School Personnel Absences." Paper presented at the annual

meeting of the American Educational Research Association, April 1972, p. 11 in ED 063 674.

1. Substitute program organization

50.2 percent of all responding school sys-

tems centrally controlled and assigned

their substitute teachers; 2Z.8 percent

maintained a decentralized system at the

building level; and 27.0 percent used

features common to both.

Over 90 percent of the large school sys-

tems (25,000 or more pupils) and medium

school systems (10,000 to 24,999 pupils)

and over 60 percent of the small school

systems (2,500 to 9,999 pupils) took ap-

plications for substitute employment and

administered their substitute teacher

programs at the central office level,

most often by directors of personnel.

Employment applications and substitute

teacher programs were administered in

very small school systems (300 to 2,499

pupils) by the superintendent and build-

ing principal.

Substitute teacher rosters were maintained

in a central roster for the entire school

system in 68.4 percent of all responding

systems, in a roster at each individual

schoo1 in 19.9 percent of the systems, or

in a combination of both in 11.7 percent

of the systems. 92.2 percent of all

2. Application procedures

19

responding school systems kept the names

of both short-term and long-term substi-

tutes on the same roster.

• 58.6 percent of all responding school

systems required that substitute teachers

hold the same minimum academic degree and

teacher certification as regular teachers.

The average percent of substitutes hold-

ing the same minimum academic degree as

regular teachers was 81.1 percent; for

teacher certification, 78.5 percent.

z 52.0 percent of all responding school sys-

tems sometimes gave special consideration

to their substitute teachers if they ap-

plied fora regular teaching position;

37.3 percent usually gave special con-

sideration; 10.7 percent did not give ay

special consideration.

3. Absence procedures for regular teachers

z Regular teachers most frequently requested

a substitute from the building principal

for both planned (in 71.8 percent of re-

sponding school systems) and unexpected

(in 66.8 percent of responding school sys-

tems) absences.
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• School systems advised regular teachers

to give an average of 3.4 days notice for

a planned absence and 3.1 hours for an

unexpected absence. 59.0 percent of all

responding school systems preferred that

a regular teacher notify the school system

. between 2:00 p.m. and 6:00 p.m. of the day

preceding an unexpected absence; 53.4 per-

cent, between 7:00 a.m. and 7:30 a.m. on

the day of the absence.

m Items that school ssystems required regular

teachers to make available to substitute

teachers included: lesson plans (97.5 per-

cent); seating charts (83.0 percent); copies

of textbooks (78.7 percent); list of sched-

ules, events, rules, etc. (68.6 percent);

supplies, materials, and equipment (64.7

percent); appropriate keys (49.6 percent);

and a list or personal student information,

e.g., disciplinary, emotional, or medical

problems (30.5 percent).

4. Selection procedures

• 74.6 percent of all responding schoo1 sys-

tems selected substitute teachers for duty

primarily on the basis of their past per-

formance as a substitute.

• Substitute teachers in 75.7 percent of all

responding schoo1 systems were required to

notify their school systems of their un-

availability at the time they are called

for assignment.

5. Evaluation procedures

• 39.2 percent of all responding school sys-

tems formally evaluated the performance of

their substitute teachers. The building

principal performed the evaluation in 94.7

percent of the school systems. Substitute

teachers were evaluated most often after

each assignment (in 38.8 percent of all

responding school systems).

6. Dismissal procedures

• In 93.1 percent of all responding school

systems, substitute teachers with poor

performance records could be removed from

their school system's roster without a

complicated procedure.

e In 91.9 percent of all responding school

systems, there was no specific limit to

the number of times in whicha substitute

teacher could refuse an assignment and

still be kept on active file. Of the

schoo1 systems with specific limits, 47.4

percent removed a substitute's name from

the roster after the third refusal.

7. Size of substitute teacher forces

e Large school systems (25,000 or more pu-

pils) kept an average of 805 names of sub-

stitute teachers on active file in 1976-

77; medium school systems (10,000 to 24,999

pupils), 197; small schoo1 systems (2,500

to 9,999 pupils), 108; and very small

school systems (300 to 2,499 pupils), 34.

o For every 100 regular teachers employed

by all responding school systems, the

median system had 26 substitute teachers

on active file; the mean for all systems

was 35 substitute teachers.

• There were an estimated 736,696 substi-

tute teachers nationwide on the rosters

of schoo1 systems enrolling 300 or more

pupils.

• Large school systems (25,000 or more

pupils) employed an average of 143 sub-

stitute teachers during a typica1 day

in 1976-77; medium school systems (10,000

to 24,999 pupils), 34; small school sys-

tems (2,500 to 9,999 pupils), 13; and very

small school systems (300 to 2,499 pupils),

3.

o 36.3 percent of all responding school sys-

tems employed from 10 to 2D percent of

their total available substitute teachers

duringa typica1 day in 1976-77; 28.9 per-

cent employed less than 10 percent; 19.7

percent employed from 20 to 30 percent.

• School systems employed an average of 4.3

percent of substitute teachers during a

typica1 day in 1976-77 as compared with

the number of total regular teachers.

• 57.4 percent of all responding school sys-

tems had an adequate supply of substitute

teachers in 1976-77. Surpluses occurred

more often in the medium school systems

(10,000 to 24,999 pupils)--26.6 percent--

and large schoo1 systems (2â,000 or more

pupils)--24.4 percent. Shortages occurred

more often in the very small school sys-

tems (300 to 2,499 pupils)--31.9 percent--

and the small school systems (2,500 to

9,999 pupils)--20.2 percent.

8. Orientation and inservice programs available

to substitute teachers

• Orientation programs for substitute

teachers were provided by 42.4 percent of

all responding school systems and in-

service programs by 22.0 percent.



9. Collective negotiation agreements covering

Substitute teachers

Substitute teachers in 95.3 percent of

all responding schoo1 systems were not

covered by any type of collective nego-

tiation agreement.

In 78.9 percent of all responding school

systems that negotiated with some em-

ployee group, substitute teachers were

not covered by any type of collective

negotiation agreement.

10. Alternatives to the use of substitute

teachers

21

26.9 percent of all responding school

systems used alternative methods for

replacing absent teachers either in

addition to or in place of substitute

teachers. Most often regular teachers

were used during their planning or

free periods.
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MAJOR FACTORS INFLUENCING

Why are some employees absent more frequently

than others? What impact do variables such as age,

job satisfaction, satisfaction with co-workers, day

of the week, or turnover have on employee absentee-

ism? Little? None? A great deal? The answers to

these questions help employers understand elements

behind the absence-attendance decision, but more

importantly, should be weighed carefully in manage-

ment decisions aimed at reducing employee

absenteeism.

Some of the factors thought to affect employee

absenteeism have been described briefly in the In-

troduction to this Research Brief. This section

summarizes the available research literature on

employee absenteeism in education, business, indus-

try, and government. This research includes both

formal experimental and survey research, as well as

other studies on absenteeism and sick leave use

conducted by local school systems. Readers should

be aware that many of the studies included focus on

the absenteeism of blue-co11ar industria1 workers

and white-collar clerical employees. Therefore,

caution should be exercised in drawing conclusions

from research on these populations that relate

directly to professiona1 educational personne1,

such as teachers.

The research on employee absenteeism in this

section is presented in five parts. First, the

relationship between absenteeism and personQl fac-

tors is examined. Nine major variables are in-

cluded in this part, among them age, sex, race,

and marital status. Second, how job seAfsfQo?ion

influences employee absenteeism is discussed.

EMPLOYEE ABSENTEEISM

The third part investigates the relationship

between absenteeism and orgauizrtionaZ factors.

Thirteen variables are included as organization-

wide factors, eight as work environment factors,

and four as factors particular to education.

The fourth part is concerned with the rela-

tionship between employee absenteeism and time-

place factors, such as day of the week, month

of the year, and travel distance to work.

Lastly, studies relating to the absenteeism-

tumouer relationship are summarized. Following

each part is a summary table that lists the re-

search findings discussed in the text.

The Relationship Between Employee Absenteeism

and Personal Factors

Behavioral scientists have identified and

studied a number of persona1 characteristics

that relate to employee absenteeism. The litera-

ture in this area, which is summarized below, in-

cludes such factors as:

• age

• sex

• race

• marital status

e family size

• education 1eve1

• occupation/job level

• tenure/years of employment experience

• stress and anxiety

• other personal factors.



AGE

Numerous studies in both industry and educa-

tion have focused on age. Five studies conducted

by the federal government concluded that a signif-

icant relationship existed between age and absent-

eeism. Campbell reported that of 81,307 federal

employees surveyed by the Civil Service Commission

in 1961, employees 60 years and older had the

highest absence rate (an average of 10.9 days),

while the 42-47 age group had the lowest rate

(an average of 7.8 days). [132] Trend data

reported from HeQltA Jntemieu Sures conducted

by the National Center for Health Statistics

have shown a shift in the absence rate according

to age from the mid-1960s to the mid-1970s.

As shown below, a positive relationship existed

between age and absenteeism in July 1965-June

1966, 1978, and 1971, although in the last two

years the average absence rate in the 65 years

and over category was less than that of the 45-

64 years category. However, in 1975, this re-

lationship was curvilinear, with the average

rate for 63 years and over lower than the 17-24

years category. [164:16] For more detailed

data from the 1975 survey, see TableA on

page 145.

A

Work-Loss Days

July 1963-

June 1966 1968 1971 1973

17-24 years 4.1 4.8 4.2 4.6

25-44 years 5.S 4.9 fi7 5.1

43-64 years 6.8 6.3 6.1 5.8

65 years and over 8.3 3.8 5.3 4.3

Hedges (1973) summarized data froma national

sample of nonfarm workers collected from the 1972

ferent PopuZa#iou Snme that was analyzed by the

Bureau of Labor Statistics. As shown in Figure 3,

part-week absences in 1972 decreased continuously

with each age group, i.e., 7.9 percent of 16-19

year-old workers were absent in an average week

(the highest rate), while 3.3 percent of workers

55-64 years old were absent. The reverse was true

for full-week absences, with older workers absent
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more often than younger workers. Workers 55-64

years old had an absence rate of 3.7 percent,

compared to a rate of 1.4 percent for 16-19 year-

olds. [221:28-291

Hedges (1977) also discussed the results of

the first national BLS survey on employee absence

that quantified time lost. As presented in Table

6, incidence and inactivity rates for men were

highest for teenagers, declined gradually through

the 35-54 age group, then increased. However,

women from 25-34 had higher incidence and inac-

tivity rates than either younger or older women.

From May 1973 to 1976, time lost by workers from

20-44 years of age was less than that for workers

45 or over. [222:21-22]

Reporting BLS data for May 1978, Taylor

(1979) concluded that generally a curvilinear re-

lationship existed between age and absenteeism,

although sex influenced the pattern of these ab-

sences. The proportion of time lost for men re-

mained steady from age 25-54, the prime working

years, but were highest for workers in the 16-24

and 35 and over categories. However, women 23-34

years old had a higher absence rate than women in

the 16-24 years-old or 45-54 years-old categories.

As with men, women 55 and over had increasing ab-

sence rates until retirement. Moreover, the av-

erage length of absence increased with age.

Men lost more hours to illness than women in May

1978 in all six age categories except the "65

years and over" grouping. [401:51-52]

Jackson (1944) found that a curvilinear re-

lationship existed between age and absenteeism

ina sample of machine shop workers, that is,

younger and older workers had higher absence

rates than midd1e-ageâ workers. [251] Age was

not a factor in the absenteeism of factory work-

ers studied by Schenet (1955) [368] or of female

clerical workers studied by Naylor and Vincent

(1939). {311] Kahne and her associates (1957)

reported that the absence frequency rate (aver-

age number of absences per 100 scheduled work

days) declined from 1.7 days for employees under
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Percent

FIGURE 3.--Unscheduled Absences of Employees, by Age, March 1972

16- 20- 25— 35- 45— 5s-

19 24 34 44 56 64

Years

16— 20- 23- 35- 4 5- 55-

19 24 34 44 54 66

SOURCE: Janice Neipert Hedges. "Absence from Work--A Look at Some National Data,"

Puu?ou, 96 (July 1973), p. 29.



Age and Sex

TABLE 6.--Absence Rates for Ful1-Time Nonfarm Wage and Salary Workers,

by Age, Sex, and Reason, May 1976 and Average May 1973-76

Total, 16 years and

over.............

16 to 24 years...

16 to 19 years.

20 to 24 years.

25 to 54 years...

25 to 34 years.

33 to 44 years.

45 to 54 years.

55 years and

over...........

WOMEN

Total, 16 years and

over,............

16 to 24 years...

16 to 19 years.

20 to 24 years.

25 to 54 years...

25 to 34 years.

35 to 44 years.

43 to 54 years.

55 years and

over...........

NOTE: Averages are

Total

1976
1973-

76

Incidence Rate

Illness Personal

and Injury and Civic

1976
1973-

76
1976

1973-

76

Total

1976
1973-

76

Inactivity Rate

Illness Personal

and Injury and Civic

1976
1973-

76
1976

1973-

76

5.2 5.2 3.3 3.3 1.9 2.0 3.0 3.0 2.1 2.1 .9 1.0

5.9 6.2 3.2 3.1 2.8 3.1 2.9 3.0 1.7 1.6 1.3 1.4

6.6 7.4 3.0 3.1 3.7 4.3 3.3 3.6 1.4 1.7 1.9 2.0

5.7 5.9 3.2 3.1 2.5 2.8 2.9 2.9 1.7 1.6 1.1 1.3

4.8 4.8 3.1 3.0 1.7 1.8 2.8 2.7 1.9 1.9 .9 .9

4.8 4.7 3.0 2.8 1.8 2.0 2.6 2.5 1.7 15 .9 1.0

4.4 4.5 2.8 2.9 1.6 1.6 2.6 2.6 1.9 1.9 .8 .7

3.2 5.2 3.5 3.5 1.7 1.7 3.2 3.3 2.3 2.5 .9 .8

6.3 6.3 4.5 4.6 1.7 1.7 4.0 4.4 3.4 3.6 .7 .8

8.6 8.2 5.1 5.0 3.4 3.2 4.4 4.3 2.8 2.8 1.6 10

8.2 8.3 4.8 5.1 3.4 3.3 3.7 3.7 2.1 2.2 1.6 1.5

7.9 8.9 4.1 3.3 3.8 3.6 3.1 3.9 1.5 2.3 1.7 1.7

8.3 8.1 5.0 5.0 3.3 3.2 3.8 3.6 2.2 2.1 1.6 1.5

8.8 8.4 5.2 5.0 3.6 3.4 4.6 4.5 3.0 2.9 1.6 1.6

9.7 9.1 5.6 5.1 4.1 4.0 5.3 4.7 3.1 2.7 2.2 2.0

8.0 8.2 5.0 5.2 3.0 3.0 3.8 4.4 2.6 3.1 1.1 1.3

8.2 7.6 4.9 4.8 3.3 2.8 4.5 4.3 3.1 3.1 1.4 1.3

8.1 7.5 5.2 4.9 2.9 2.6 4.6 4.3 3.4 3.2 1.3 1.2

unweighted. Because of rounding, detail may not equal totals.

SOURCE: Janice Neipert Hedges. "Absence from Work--Measuring the Hours Lost," Wontk/ LAbor

Heui9u, 100 (October 1977), p. 22.

35, to 1.1 days for workers 35-44, 0.8 days for

workers 45-54, and 0.7 days for workers 55 and

older. However, this order was reversed when

the severity rate (average length of time lost

per absence) was computed, With workers 55 and

older absent 4.8 days, workers 45-54 absent 3.5

days, workers 35-44 absent 3.3 days, and wor-

kers under 35 absent 2.4 days. [256] Baumgartel

and Sobo1 (1959) [104] reported a positive re-

lationship between age and absenteeism fora

sample of male and female white- and blue-collar
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workers, and de la Mare and Sergean (1961) [160]

and Cooper and Payne (1965) [149] reported similar

findings for industria1 workers and construction

workers, respectively.

Isambert-Jamati (1962) reported that a curvi-

linear relationship existed between age and absen-

teeism of two samples of French industrial workers--

4,352 males and 3,697 I eraies. [ 247] In a sam—

ple of 88 female factory workers, Sellett (1964)

found that age and absenteeism were not related

when total days absent were measured, but were
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negatively related when frequency was used as the

measure of absence. (373] Hill (1967) concluded

that age and absenteeism (as measured by total

number of sickness absences) were positively re-

lated in a study of 100 British production work-

ers, but were negatively related when frequency

was employed as the absence measure. [232]

Weaver (1970) found that younger municipal

employees in San Antonio, Texas, used more sick

leave from January 1967 to November 1969 than

older employees. [418] Martin (1971) examined

the age-absenteeism issue by studying male and

female British light engineering employees. When

uncertified absence was measured, age was found

to be a negative predictor of absence. When cer-

tified absence was used as the absence measure,

age was reported to have a positive relationship

with absence. [Sl8J Weaver and Holmes (1972)

found a positive relationship between age and

the absence of 286 female government employees

studied. [419] Raouf (1973) reported that 20-23

year-olds had the highest absence rate, followed

by 25-30 year-olds, in a survey of workers in

industria1 Windsor, Ontario. [347] In a study

of 1,200 civi1 service employees at Ohio Univer-

sity, Sharples (1973) concluded that both higher

absence men and women were younger workers. [375]

Flanagan, Strauss, and Ulman (1974) reported

no correlation between age and absence among in-

dustrial workers studied. [1761 In a sample of

20 black, female, hard-core unemployed white-

collar employees, Beatty and Beatty (1975) found

that, in two different periods of time, age and

absence were both positively related and not re-

lated at all. [105] Goble (1976) found that older

workers in a Delmarva processing plant had more

absences attributable to family illness, excused

absence, and total absence than younger workers.

However, younger workers had more unexcused ab-

sences. [200] In a study of 303 female hourly-

paid workers ina food processing plant, Nicholson

and Goodge (1976) reported that younger workers

had significantly higher levels of casual and un-

sanctioned absence than older workers, and a

slightly higher level of absence immediately be-

fore, during, or after a holiday. 0f all the

personal variables they examined, age was the

most important predictor of absence. {3l7J

Garrison and Muchinsky (1977) founda posi-

tive relationship between age and paid absences

for 195 employees working in the accounting de-

partment of a large public utility, but a nega-

tive relationship between age and unpaid absences

for the same group. [187] Bernardin (1977) re-

ported a negative correlation between age and the

absence of 109 male white-col1ar sales employees.

(112] Nicholson, Brown, and Chadwick-Jones (1977)

examined the relationship between age and differ-

ent absence types (avoidable and unavoidable) for

male and female employees as shown in 28 published

studies. They found that:

1. Avoidable absence freQuently is inuerseZ

related to age and is more distinct for male than

female employees.

2. Although ditect correlations between age

and unavoidable absence are prevalent for male

samples, other relationships such as inverse,

curvilinear, and zero also occur.

3. For female workers, results from these

studies are more conflicting and ambiguous for

both absence types. For male workers, the re-

sults indicate a fairly distinct trend of "fewer

but longer" absences as age increases. [319:3201

In their own research of 1,222 b1ue-col1ar

production workers, they found that age was nega-

tively related to avoidable or short-term absence,

especially among male workers. [319:3191

Ilgen and Hollenback (1977) reported a neg-

ative relationship between the age and absence

of 166 female clerical workers for total and

uncertified absence, but no significant relation-

ship was found when certified absence was mea-

sured. [243J Johns (1978) found that age and ab-

senteeism were negatively related for both mea-

sures used (frequency and time lost), in a study

of 208 operative workers in a manufacturing

plant. [2521



In 1960 the former NEA Research Division pub-

lished information on 21 studies of teacher absence.

In Dade County (Miami), Florida, from 1944-45 to

1937-58, teachers 20-29 years of age and teachers

age 50 and older used the highest percent of their

sick leave (55 percent); teachers 30-49 years old

used the lowest (48-51 percent). Older teachers

took more long leave than younger teachers. [37:

5-6] In 16 school districts in Southern Califor-

nia, for 1952-53 and 1955-56, teachers 56-60 years

old used the greatest average amount of sick leave,

5.4 days; the 31-35 year-old group used the small-

est average amount, 3.6 days. [71; 37:4] A 1955-

56 Akron, Ohio, study reported that the teacher

absence rate increased steadily for each age group,

with the exception of the 30-39 group, which was

lower than the 20-29 group. [37:16] The results

of a St. Louis, Missouri, study in 1955-56 indi-

cated that absence rates increased through each

age group, with the exception of the 41-50 group,

which was lower than the 31-40 group. [37:l4]

In a more recent study, teachers 60 years old

or more in Newark, New Jersey, had an absence rate

of 10.3 percent for illness in 1971-72, compared

with the median rate for all teachers of 6.8 per-

cent. [54:104] However, Coller (1975) found that

absenteeism was not significantly related to age

in a survey of teachers in the Livonia, Michigan,

school district [12]; Bundren (1974) reported the

same finding for teachers in Clark County (Las

Vegas), Nevada. [8] Marchant (1976) founda sig-

nificant positive relationship between the absence

rate and age in a sample of 286 elementary school

teachers in Richmond, Virginia. [421

Marlin (1976) concluded that teacher absence

ina semi-rura1 school system was higher in the

31-35 age category than for age groups of 21-25,

26-30, 36-45, and 46 and over. [43] Results of a

study by the Dade County (Miami), Florida, public

schools, for the first half of school year 1977-78,

indicated that teachers from 31-40 years of age

were absent the most, followed by teachers from

41-50, 30 and under, and 51 and over. [1:13] How-

ever, neither Bridges and Hallinan (1978) [7] nor
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Redmond (1978) 56] reported correlations between

age and absenteeism of teachers in California,

Wisconsin, or Iowa schools.

In summary, age has been shown to influence

the rate of employee absence, although the re-

sults have been mixed. While some studies have

indicated a steady increase of absence from

younger to older workers (i.e., a positive re-

lationship), others have found the existence of

a curvilinear relationship, in which older or

younger employees were absent more than middle-

aged workers, a negative relationship, or no re-

lationship at all. In genera1, it appears that for

sioluess absence, the older the employee, the higher

the absence; but for totes or unoer#ified absence,

the younger the employee, the higher the absence.

SEX

The available research indicates that female

employees have higher rates of absence than males,

although men seem to be absent for longer periods

of time than women. According to data from the

2eQZtñ /u#emiaw Smrv9p, conducted by the National

Center for Health Statistics, male workers were

absent more than female workers in July 1965-June

1966 (5.9 days vs. 5.6 days). However, females

had more work-loss days in 1968 (5.9 days vs.

5.2 days for males), 1971 (5.5 days vs. 4.9 days

for males. [164:16] For more detailed data accord-

ing to sex and age and work-loss days for 1975,

see TableA on page 145.

Hedges (1973, 1975) reported that data con-

tained in BLS Cir9n¢ FopuZatiou honeys indicated

that the absence rate for females was approximately

twice that for males, in part-week absences in 1972

and 1974. Females also were absent significantly

more often than males for full-week absences in

1967, 1972, and 1974. [221; 223] Hedges (1977)

and Taylor (1979) found that the incidence of ab-

sence and the proportion of available time lost
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was much higher for females than males in May 1976

and May 1978. But where time lost by absent work-

ers was measured, female workers lost a smaller

proportion of their usual weekly hours than males.

[222:21; 401:51]

Incidence

rate

Inactivity

rate

Severity

rate

Fennales la les

May 1978 May 1976 May 197a May 1976

8.6%

4.3

8.3%

4.3

3.4%

3.1

No data 53 No data

(For definitions of these

categories, see pages 6-7.)

5.3%

3.0

60

Schenet (1945) 368] and Covner (1950) [1531

reported that females were absent more than males

in studies of factory and office workers. This

same correlation also was reported in research by

Kilbridge (1961) [2651, Isambert-Jamati (1962)

[247], and Flanagan, Strauss, and Ulman (1974).

[176)

Mixed results were found in three studies.

Kerr, Koppelmeier, and Sullivan (1931) indicated

that female production workers were absent more

than males for total absences and certified ab-

sences, but that males were absent more than fe-

males for uncertified absence. [262] Garrison

and Muchinsky (1977) found that female white-

collar workers had significantly more paid ab-

sences than males, yet there was no correlation

between sex and unpaid absence. [1871 Johns

(1978) reported that women manufacturing work-

ers studiéd had a significantly higher frequency

of absence than men, but that there was no re-

lationship between sex and time lost. However,

he concluded from regression analysis that sex

was the single best predictor of absence among

job satisfaction, six personal characteristics

variables, two leadership style variables, and

six job content variables examined. [252]

The results of a 1966 Civi1 Service Commis-

sion study of over 81,000 federal employees indi-

cated that, on the average, females used 9.6 days

and males, 7.9 days. [132:43] In a study by

Weaver (1970), female city employees in San Anto-

nio, Texas, took more sick leave than males in

every month but JuLy. [418] Raouf (1973) found

that approximdtely 80 percent of the companies

he surveyed in Windsor, Ontario, indicated that

female employees had significantly higher absence

rates than males. [347] Sharples (1973) described

a number of common characteristics found in exper-

imental groups of civil service employees at Ohio

University:

Characteristic

youth

lower wages

fewer years spent on the job

more education

high percent are married

more illness in the immediate

family

fewer work nights or rotating

shifts

more whose husbands work full-

time

live farther from their job

fewer home owners

High Absence Group

Associated with

the Characteristic

Female Male

X

X

X

X

x

X

X

X

X

X

X

X

X

X

X

X

[3 75]

Ina study of workers at a Delmarva process-

ing plant, Goble (1976) reported that the demo-

graphic factors of sex and age seemed more impor-

tant than education or marital status when cor-

related with absenteeism. In all categories of

absence, females were absent more often than

males. [200]

The 1960 NEA Research Memo, titled TecoAer

Absences cnd Nos? of 5VsAiAute Service, outlined

seven studies conducted by local school systems

which found that females were absent more than

males. In an analysis of absence records in 16

Southern California school systems in school years

1952-53 and 1955-56, female certificated employees



took an average of 4.77 days of sick leave vs. 2.59

days for male teachers. (71; 37:3J A study of

teacher absence rates in the St. Louis, Missouri,

public schools in school year 1955-56 reported

that: 80 percent of female and 64.3 percent of

male teachers were absent during that year; female

teachers had an average of 7.6 days of absence per

absent teacher compared with 3.5 days for male

teachers; and females had an average of 6.3 days

of absence per teacher in the group compared with

3.6 days for males. [37:13] Male teachers in Akron,

Ohio, were absent 3.1 days in 1955-56, and females,

7.1 days; in 1956-57, the absence rate increased

for males (3.5 days) and decreased for females

(3.8 days). [37:16]

A study of teacher absence for personal ill-

ness in Cincinnati, Ohio, in school year 1958-59

showed that the average absence rate was 3.4 per-

cent for all teachers--4.0 percent for females vs.

1.8 percent for males. [37:17] For teachers and

nurses in the Wichita, Kansas, school district in

1959-60, males were absent, on the average, 2.7

days; single females, 5.1 days; and married fe-

males, 5.4 days. The highest number of days of

absence (3.8 days) occurred for married females

at the elementary school level and single females

at the intermediate school level. [37:11] A

Rochester, New York, study conducted in 1939-60

found the same pattern of absences that existed

among male, single female, and married female

teachers in Wichita. [37:15] In the Chicago,

Illinois, school district, 27 percent of the male

and 37 percent of the female teachers took at

least one day of sick leave in February 1960.

{37:8]

The Philadelphia Suburban School Study Coun-

cil and the South Penn School Study Council con-

ducted a survey on teacher absenteeism covering

school years 1968-69 and 1969-70. Fifty-six

Pennsylvania school systems in five study coun-

cils participated in the study. The results

found that women were absent more than men in

the "average" district. Female teachers aver-

aged 6.95 days of leave, with pay and without
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pay, in 1968-69 and male teachers, 4.54 days.

Females also had a higher mean rate of absence--

on the average, females were absent 3.73 percent

of the total work days, compared to a rate of

1.92 percent for males. [79:43] Data from the

Newark, New Jersey, public schools indicated

that in 1971-72, male teachers had an absence

rate of 6.5 percent, compared to 7.0 percent for

females. The median rate for the system for all

teachers was 6.8 percent. [54:104]

In a survey of Dade County (Miami), Florida,

elementary school teachers, Manganiello (1972)

found no significant difference in absences at-

tributed to the sick leave of male and female

teachers as indicated by their payroll records.

[40] Likewise, Bundren (1974) found no correla-

tion between gender and teacher absenteeism in

Clark County (Las Vegas), Nevada. [8] Coller

(1975) found that male teachers in Livonia, Mich-

igan, tended to have lower absence records than

female teachers. [12]

Female teachers were absent significantly

more than male teachers, according to Marlin's

1976 study of 425 teachers in a semi-rura1 school

system. [43] Marchant's 1976 study of elementary

school teachers in Richmond, Virginia, found no

correlation between absence and sex. [42] In a

sample of Central Ohio public and parochia1 school

teachers, Douglas (1976) reported that sex was not

a generalized representative of nine regression

variables that were found to be a predictor of

absenteeism. [15] Likewise, Bridges and Hallinan

(1978) concluded that sex had no effect on

teacher absenteeism in 37 California and Wiscon-

sin elementary schools. 7]

The Pennsylvania School Boards Association

found that male teachers were absent significantly

more often than female teachers in schoo1 year

1977-78--5.16 percent for females vs. 4.19 per-

cent for males. {78:20] In a study of employee

absence in the Dade County, Florida, public

schools for 1977-78, female teachers took approx-

imately 70 percent of their sick and personal

leave, where male teachers took about 30 percent.

[1:l2J
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Redmond (1978) found that of 10 demographic

variab1es studied, only gender was significantly

related to the absence of professional personne1

in the Fort Madison (Iowa) Community School Dis-

trict, i.e., women were absent more freQuently

than men. (56J In conjunction with his study of

the effects of stress on absence (see page 40),

Sylwester (1979) reported absence rates by sex

fora sample of 335 Oregon elementary and secon-

dary school teachers and administrators. Male

educators were absent an average of 3.6 days in

school year 1977-78, compared to 5.4 days for fe-

male educators. The average ncmber of days ab-

sent for the total group was 4.7 days. {74:19]

Although research findings appear to link

sex and absenteeism, care should be taken in

interpreting these findings. The U.S. Department

of Labor, which has published major studies on

emploype absenteeism, warns that other factors

may influence the sex-absenteeism relationship,

such as age, marital status, and occupation. 0c-

cupation is especially critical to this re1ation-

ship. Traditionally more females have been new

hires in the lower skilled, lower pay positions,

two factors regularly associated with relatively

high rates of absence.

Similar groups of employees should be com-

pared when analyzing sex and absence. [221:28;

222:21; 309:59] Fewer women are em lo ed in

high salary positions usually associated with

lower absence. "Sex differences in absence rates

narrow when comparisons are made within a partic-

ular occupation group," observed Janice Hedges

(1973), a BLS economist, "even though within the

group men tend to occupy the better paying jobs."

[22:281 Isambert-Jamati (1962) found that, even

if they have severa1 children to raise, highly-

trained women in responsible positions are absent

infrequently. [2471 The Women's Bureau of the

Department of tabor also found that women may

lose more time from work due to short-term ill-

ness, but men are more likely to be out for longer

periods of time. Thus, any financial loss associ-

ated with male and female absence tends to be the

same. [309:39]

RACE

Nine studies were identified that examined

the effect of an employee's race or ethnic back-

ground on attendance, seven reporting that non-

whites were absent more than whites.

Findings from four Beclth /nMmiew Some s,

conducted by the Nationa1 Center for Health Sta-

tistics, reported that white workers lost fewer

work days then nonwhite workers. In July 1965-

June 1966, white employees lost an average of 5.7

days, compared to 6.8 days for nonwhite employees.

In 1968, whites lost 3.1 days; nonwhites, 8.1

days. In 1971, white workers lost 4.8 days;

nonwhites, 7.5 days. In 1973, white workers lost

5.0 days and nonwhite workers lost 6.9 days.

[164:16] As shown in TableB on page 146, black

males between the ages of 17 and 24 were absent

more than twice as often as white males in the

same age category in 1975.

The Research Division of the St. Louis,

Missouri, school district reported that, on the

average, black teachers were absent more than

white teachers in 1953-56 for personal illness

and fora greater number of days:

Percent of group

absent

Average days of

absence per teacher

absent

Average days of

absence per teacher

in the group

Black White Total

81.1% 73.4% 75.9%

7.6

6.7

7.4

5 . 5.6

37:13]

In the schoo1 year 1971-72, white teachers

were absent due to illness more than black

teachers in the Newark, New Jersey, public schools--

a 7.1 percent absence rate for whites vs. a 6.3

percent rate for blacks. Puerto Rican teachers

had an absence rate of 5.9 percent; Hispanic

teachers, 3.3 percent; and "other" teachers, 6.4

percent; but these data were based on 1ess than

â0 cases. The median rate was 6.8 percent.

[54:104] Nonwhite industrial workers studied by

Flanagan, Strauss, and Ulman (1974) were absent



more often than white workers. [176] Marlin (1976)

indicated that the mean absence rate for black

teachers was higher than for white teachers in a

semi-rural school system. {43] However, Marchant

(1976) {ound no correlation between race and at-

tendance in Richmond, Virginia, schools. [42]

As in the case of the sex of employees, it

should be recognized that other factors such as

occupation level, marital status, and age may in-

fluence the relationship between race and absen-

teeism.

MARITAL STATUS

Research has not consistently found a

relationship between absence and an employee's

marital status. Jackson (1944) reported that

married men with several dependents had a steadier

attendance record than either single men or mar-

ried men with no children. [251] Shepherd and

Walker (1958) found that single males were absent

the most among iron and steel workers studied.

[377] In a March 1972 Bureau of Labor Statistics

study, married males were found to have a lower

part-week absence rate than single males, but

married females had a higher rate than single

females:

Marital Status

Single

Married, spouse present

Married, spouse separated

Widowed

Divorced

Males

4. 6/

3.1

3.9

3.7

2.5

Females

4.9%

6.8

8.6

5.8

[221:29]

Taylor (1979) reported from BLS data that

men who were never married had higher absence

rates than married men in May 1978; the reverse

was true for women during this period. (See Table

7.) Married women also had a higher percent of

time lost for both illness and injury and miscel-

laneous reasons than single women. "Family duties
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may be one factor causing their higher absence

rates," Taylor noted, "although absences due to

childcare activities and other family-re1ated

responsibilities could be expected to appear as

miscellaneous reasons." t401:31]

Research by Sharples (1973) on Ohio classi-

fied civil service personnel found that both the

high absence male and high absence female cate-

gories studied contained a higher percent of

married employees than the low absence groups

for males and females. [375] Goble (1976) re-

ported that, of the processing plant workers he

studied, single workers were absent more than

married'workers. [200] Marita1 status was found

to be a significant negative predictor of absence

without pay, but not with pay, in a study of ac-

counting workers by Garrison and Muchinsky (1977).

[187] Studies that reported no significant cor-

relation between marital status and absence in-

clude those conducted by Naylor and Vincent (1959)

[311], Martin (1971) [296], Waters and Roach

(1971, 1973) [417; 416], Nicholson and Goodge

(1976) [317], and Johns (1978) [252].

A study conducted in the Wichita, Kansas,

public schools for schoo1 years 1959-60 reported

that 34.6 percent of the male teachers, 25.3 per-

cent of the single female teachers, and 16.5 per-

cent of the married female teachers had a perfect

attendance record. While more married females

than single females were absent less than five

days, more single females were absent 15 days

or more. [37:11] In the St. Louis, Missouri,

public schools, fewer single than married

teachers were absent for personal illness in

1955-56. Those who were absent were absent for

a longer period of time:

Percent of group

absent

Average days of

absence per teacher

absent

Average days of

absence per teacher

in the group

Married Single Tota1

7 7.7% 74. 8% 75. 9%

6.9 8.0 ...

5.3 6.0 5.6

[37:13-14]
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Men ........................

Sex and Marital Status

Women ................

TABLE 7.--Absence Rates for Full-Time Nonfarm Wage and Salary Workers,

by Marita1 Status, Sex, and Age, May 1978

Bo'th sexes'.............

Married, spouse present:

16 years and over.....

16 to 24 years.....

25 to 54 years.....

55 years and over..

Never marrled...........

Married, spouse present:

16 years and over .....

16 to 24 years.....

25 to 54 years.....

55 years and over..

Never married...........

Number of

Workers

Incidence Rate

(percent of workers absent)

Illness and Miscellaneous

(in thousands) Total

60,133

37,464

27,589

2,361

20,804

4, 425

6,9 70

....... 2 2,6 89

12,401

1,768

9,173

1,461

5,259

6.6

5.0

6.4

6.0

6.4

8.6

8.9

10.4

8.5

9.4

8.2

Injury Reasons

4.1

3.4

3.3

3.8

3.1

4.3

3.7

5.1

5.0

5.8

4.8

5.8

5.1

Includes separated, widowed, and divorced persons, not shown separately.

NOTE: Because of rounding, detail may not equal totals.

2 .5

1.9

1.7

2.6

1.6

1.7

2.7

3.5

3.8

3.8

3.6

3.1

Inactivity Rate

(percent of aggregate time lost)

Illness and Miscellaneous

Total

3.5

3.1

3.0

3.2

2.7

4.0

3.2

4.3

4.6

4.9

4.4

5.5

3.7

Injury Reasons

2.3

2.1

2.1

19

1.9

J.1

I.8

2.8

2.8

2.7

2.7

3.8

2.3

1.2

1.0

.9

1.3

.8

.9

1.3

1.6

1.7

2.2

1.7

1.7

i.4

SOERCE: Daniel E. Taylor. "Absent Workers and Lost Work Hours, May 1978," Non¢kS labor Peudeu, 102 (August 1979) p. 51.



Coller (1975) found that married teachers

tended to have lower absence records than single

teachers in the Livonia, Michigan, public schools.

{12] However, Marlin (1976) reported that the

mean absence rate for married teachers was higher

than for unmarried teachers in a semi-rural school

system. [43] No correlation was found between

marital status and teacher absence in Merchant's

1976 study in Richmond, Virginia [42], Bundren's

1974 study in Clark County (Las Vegas), Nevada

{8], Bridges and Hallinan's 1978 study in Cali-

fornia and Wisconsin [7], or Redmond's 1978

study in Iowa. [36]

FAMILY SIZE

Research indicates that the relationship be-

tween fpmily size and employee absence is, at best,

mixed. Noland (1945) found a positive relation-

ship between absenteeism and family size in a sam-

ple of industrial workers. [322] Naylor and Vin-

cent (1959) [311], Isambert-Jamati (1962) [257],

and Beatty and Beatty (1975) [105] affirmed this

finding for different samples. Shepherd and

Walker (1958) reported that male iron and steel

workers with two dependents were absent minimally;

absences of men with more than two dependents

progressively increased. [377] The Bureau of La-

bor Statistics stated that the presence of child-

ren influenced absence rates among female workers.

For March 1972, the age group with the widest sex

difference (25-54 years of age) included seven-

tenths of the females in the labor force with

children under 18. [221:291

Nicholson and Goodge (1976) found that women

with large families in their sample tended to have

higher levels of casual absence, but this associ-

ation was weak. The relationship for absence-

holiday was the largest, which indicated that

schoo1 holiday periods serve to take these women

away from their work more easily, when their do-

mestic responsibilities are more important, than

at other times. However, this "domestic respon-

sibility” variable could not be separated from age,

EDUCATION LEVEL
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the other main biographica1 predictor of absence.

[317] Garrison and Muchinsky (1977) found no cor-

relation between paid and unpaid absences and the

number of children in the families of their sam-

ple of accounting workers. [1871 Ilgen and Hol-

lenback (1977) found that family size was posi-

tively correlated with unexcused absence, but

not with sick leave or tota1 absence. [243] In

a study of 208 manufacturing operatives, Johns

(1978) reported that the number of dependents

had no correlation to either absence frequency

or time lost. [252]

Manganiello (1972) reported that there was

no significant difference in the absence fre-

quencies of female teachers who had children and

female teachers without children, as indicated

by their payroll records. [40] In a study of

professiona1 personnel in an Iowa school system,

Redmond (1978) also reported that no relationship

existed between family status and absenteeism over

a four-year period. [56)

These findings would seem to indicate,

Steers and Rhodes (1978) concluded, that family

responsibilities, coupled witha general decline

in absence among females through their work ca-

reer, place constraints on attendance behavior

for some employees. [394:400-401]

No consistent relationship seems to exist

between absence and educätion leve1. Noland

(1945) reported that absenteeism among a saœple

of industrial workers was inversely related to

workers' education level. However, neither the

absence measure used nor the range of education

was described. t322; 308:320] Raouf (1973)

found that in the companies he surveyed in Wind-

sor, Ontario, employees without high school dip-

lomas generally had the highest rate of absence.

[3471 Sharples (1973) formd that high absence

females in his study of classified civil service

personne1 in Ohio had œore formal education than

low absence feœales. [375] Goble (1976) reported
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that processing plant workers in Delmarva with

more than eight years of education appeared to

have more absences of all types than workers with

less education. [200]

Citing data from the Cir9uâ PopuTe#i‹m Sur-

vey of the Bureau of Labor Statistics, Taylor (1979)

reported that a negative relationship existed be-

tween education leve1 and absenteeism in the Ameri-

can workforce in May 1978. The incidence rate

(percent of workers absent) was highest for workers

who completed elementary school (8.3 percent), fol-

lowed by high school graduates (6.6 percent), and

college graduates (4.1 percent). The inactivity

rate (percent of aggregate time lost) for workers

with an elementary schoo1 education was 4.9 per-

cent; for high schoo1 graduates, 3.5 percent; and

for college graduates, 2.1 percent. [401:52]

However, in samples of female employees,

neithért(aters and Roach (1971, 1973) [417; 416]

nor Weaver and Holmes (1972) [419] reported any

relationship between education and absence. Johns

(1978) also failed to find any relationship be-

tween these variables for male and female manu-

facturing workers. [252]

In studies relating to educational personnel,

research by the Chicago, Illinois, public schools

for February 1960 indicated that absenteeism de-

creased as the amount of education increased.

Teachers with a bachelor's degree on the average

took 0.78 days of sick leave; teachers with a

master's degree, 0.73 days; teachers with a

master's degree plus 30 hours, 0.67 days; and

teachers with a doctor's degree, 0.12 hours.

The report cautioned that the type of school,

age, and sex may have complicated these findings.

[37:8] "Academic degree" was one of nine vari-

ables that Douglas (1976) found to be predictors

of absenteeism when added in a stepwise regression.

[15] However, there was no correlation between

education level and absenteeism of professiona1

personnel in the Fort Madison (Iowa) Community

Schoo1 District, according to Redmond (1978).

[56)

OCCUPATION/JOB LEVEL

The research evidence points to a consistent

relationship between the type of job employees

hold and their rates of absence. That is, em-

ployees in lower-1evel jobs typically are absent

more than employees in higher-1evel jobs. Gooding

(1970) blamed high absence rates on assembly lines

to mandatory overtime, poor working conditions,

or boredom with the job, and sometimes to the

increasing complexity of life. [205] Moreover,

a Bureau of Labor Statistics feasibility study

stated that high absence rates went beyond the

assembly line. Two-fifths of the companies

surveyed considered unscheduled absence among

production workers a "very serious" or "moderate"

problem; less than one-seventh of these companies

described absences among office workers this

may. [221: 281

Data from BLS 6'urrent PopeZation lem›eys

indicated that in 1967 and 1972, maiagerial

employees were absent from work the least amount

of time among eight occupationa1 groups, and op-

eratives and laborers, the most amount of time,

whether for part-week or full-week absences.

The rate of absence of "education" employees

(including personnel employed at elementary and

secondary schools, colleges and universities,

libraries, and educational services; approxi-

mately 47 percent of employees in this classifi-

cation are reported to be teachers [57:17]) was

near the average for all occupations. Shown be-

low are the occupational groups that had the

highest and lowest absence rates, part-week and

full-week, in 1967 and 1972:

Part-Week

Year Highest Lowest

1967 Operatives 5.2/ Managerial 1.8/

Laborers 5.2 Sales 3.1

Craftsmen 3.1

All Occupations

Education

1972 Operatives 5.6

Laborers 5.3

Service except

private house-

holds 5.2

All Occupations

Education

3.9

3.8

Managerial 2.3

5.3



Year Highest

Full-Week

1967 Operatives 2.7%

Service, exccpt

private house-

holds 2.5

All Occupations

Education

1972 Operatives 3.1

Service, except

private house-

holds 2.8

Laborers 2.7

All Occupations

Education

Lowest

Managerial 1.4%

Profes-

siona1 1.8

Clerical 1.8

2.1

2.3

Managerial 1.5

Profes-

sional i.7

2.3

1.9

[221:28]

Blue-collar workers had significantly higher

incidence and inactivity rates than white-collar

workers during the periods May 1973-76, May 1976,

and May 1978, according to more recent BLS sta-

tistics. (See Table 8.) In the white-collar

The rates of absence for the highest absence

subgroup (nontransport operatives) ran about

three times the rate for the lowest absence

subgroup (managers). [222:21; 401:51]
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category, clerical workers had the highest inci-

dence rates in May 1978 (7.0 percent), more than

double that of the lowest subgroup, managers

(3.4 percent). The absence rates for professional

and technical employees in May 1978 were at the

average for white-collar employees, but much less

than the rates for workers in all occupations.

In the blue-co1lar category, nontransport opera-

tives had the highest absence rates for May 1978;

and craft workers, the lowest rates. The inci-

dence rate for laborers decreased 12.7 percent

from May 1976 to May 1978, and the inactivity

rate declined 22.2 percent during the same pe-

riod. Absence rates for service workers were

higher than those for workers in all occupations.

TABLE 8.--Absence Rates for Fu1l-Time Nonfarm Wage and Salary Workers,

by Occupation, Average May 1973-76, May 1976, and May 1978

Occupation

Total...........................

White Collar..................

Professional and technical..

Managerial..................

Sales.......................

Clerica1...................,

B1ue Collar...................

Craft Workers...............

Operatives except transport.

Transport operatives........

Labo rers ....................

Service.........................

Incidence Rate

(per e t ooversabsent

1978 Ifi76 19 73-

76

6.6%

5.6

5.5

3.4

5.5

7.0

7.4

v7

9.7

6.8

6.9

8.5

6.4%

5.3

5.1

3.2

4.6

6.9

7.6

6.1

9.3

6.0

7.9

7.6

NOTE: Because of rounding, detail may not equal totals.

6 . 3%

5 . 2

5 . 2

3. 1

5 .2

6 . 4

5.7

9.6

6.0

8.3

7.3

Inactivity Rate

(percent of aggregate time lost)

1978 1976 1973-

76

3.3%

2.8

2.8

2.1

3.0

3.2

3.4

5.6

4.6

3.5

4.3

3.5%

2.6

2.6

1.8

2.4

3.2

3.7

5 .3

3.9

4.2

3.4%

2.7

2.7

1.8

2.8

3.1

.3

3.3

5.3

3.7.

4.7

4.2

SOURCES: Janice Neipert Hedges. "Absence from Work--Measuring the Hours Lost," honI:hIy Lab o:r Re when

100 (Occober 19 77), p . 2 1.

Danie1 E. Taylor. "Absent Workers and Lost Work Hours, May 1978," Wont8Zp Lebor Review,

102 (August 1979), p. 51.
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According to data collected by the Nationa1

Center for Health Statistics from the 2eQZ#A JnAur-

view Snrv9 , farmers and farm managers and nonfarm

managers and administrators lost the least average

number Qf workdays in 1975--2.7 days and 3.7 days,

respectively, compared to an average of 5.2 days

lost for employees in all occupational categories.

Occupational groups with the highest average num-

ber of work-loss days were nonfarm laborers (6.6

days), service workers except private household

(6.5 days), and operatives and kindred workers

(6.5 days). [164:13] A detailed presentation of

these data, including breakdowns by sex and age,

can be found in Table C on page 147.

Heneghan and Ginsburg (1970) found that in

1966-67, New Work City employees averaged 7.0 paid

sick days per employee. Managers averaged 8.4

paid sick days; engineers and skilled tradesmen,

8.8 days; inspectors, 9.0 days; clerical workers,

11.1 days; and health services personnel (exclud-

ing physicians), 11.7 days. 224:$8]

Data from Dade County (Miami), Florida, for

the first half of the 1977-78 school year indi-

cated that classroom teachers used 83.7 percent

of their earned sick leave and personal leave,

followed by:

m support staff

• administrative staff

• school-level professional

support staff

12-month nonschool-level

professional support staff

10-month nonschool-level

professional support staff

78.8%

77.1

73.1

70.8

69.5

{1:6]

Two earlier studies reported by the NEA Re-

search Division compared absence rates by occupa-

tional group. In the Cincinnati, Ohio, school

district in 1958-39, wide variations occurred in

average time absent per employee among different

classified jobs. Stenographers/secretaries had

the fewest average days absent per employee (4.5

days), with bath attendants (13.9 days), painters

(12.8 days), carpenters (12.0 days), and janitors

(9.9 days) having the most days of absence. [37:18]

A similar finding was reported by the Chicago,

Illinois, public schools for January and Febru-

ary 1960. Truant officers and window washers

took the most average days sick leave per month

(1.39 days), and administrators, the least (.30

days). The average of all groups was 0.91 days;

all teaching groups except elementary teachers

(which averaged 0.96 days) were below this figure.

[37:8]

Experimental research supports these national

and local data. Baumgartel and Sobol (1959) con-

cluded that, for the white- and blue-collar males

and females they studied, job level negatively

affected absenteeism. [104] Negative results

also were produced in studies by Isambert-Jaoati

(1962) {247], Waters and Roach (1971, 1973) [417;

416], and Hrebiniak and Roteman (1973). [238]

Ferguson (1973) found that among Australian work-

ers studied, there was a higher proportion of

neurotic absentees in telegraphists than in

clerks, and in clerks than mechanics, in every

state capital. [173] Only Garrison and Muchinsky's

1977 study reported that there was no significant

relationship between job level and absence, whether

paid or unpaid. [187]

In conclusion, Steers and Rhodes (1978)

noted that, from the limited research available,

employees who have higher-level jobs appear to be

more satisfied and less likely to be absent than

employees in lower-level positions. However,

they caution that it is possible that the more

challenging nature of higher-leve1 jobs leads

to increased job satisfaction, which then leads

to attendance. [394:394]

TENURE/YEARS OF EMPLOYMENT EXPERIENCE

Studies focusing on the relationship of

texture and years of employment experience to

absenteeism have produced conflicting re-

sults. Jackson (1944) found a negative relation-

ship between absenteeism and tenure among machine

shop workers. [251] Brodman and Hellman (1947)



indicated that for mail order employees in their

sample, the length of employment (less than or

greater than one year) had no effect on the fre-

quency of short-term medical absences. However,

employees who had been with the company for more

than a year were late 73 percent more than em-

ployees who had been with the company for less

than one year. [122]

A negative correlation existed between ten-

ure and absence of white-collar males in a study

by Metzner and Mann (1953), but there was no re-

lationship between these variables for blue-collar

males. [302] Hill and Trist (1955) reported that

no relationship existed between tenure and the

absence rate of factory workers ina longitudinal

study. [231] Kahne and her associates (1957)

found that the longer the period of service in an

organization, the lower the absence frequency,

regardless of age. [256] Baumgarte1 and Sobol

(1959) reported conflicting results from their

study of white- and blue-collar workers. While

a curvilinear relationship was found between ten-

ure and absenteeism among male blue-collar work-

ers, a positive relationship existed in the sam-

ple of female blue-collar and male and female

white-collar workers studied. [104]

Martin (1971) concluded that, for the British

light engineering workers studied, a positive re-

lationship between tenure and absence was found

for males; however, no significant correlation

was noted for females. [296] A negative relation—

ship was reported for 160 female clerical workers

in a study by Waters and Roach (1971). [417] In

a 1973 replication of this study, they also found

a negative relationship between these variables

fora group of 90 female clerical workers, but no

relationship for a group of 62 female clerical

workers. [416] Weaver and Holmes (1972) reported

a zero correlation between absence and the tenure

of 286 female government employees. [419]

However, Raouf (1973) noted that the highest

absence rates begin after the first six months of

employment and end after the third year on the job.

Little absence was found in the early days of
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employment in his sample of workers in Windsor,

Ontario. [347] Sharples (1973) indicated that,

in his study of classified civil service person-

nel employed at Ohio University, high absence fe-

males spent fewer years on the job than low ab-

sence females. [375]

Goble (1976) concluded that workers with

more than three months oi tenure were inclined

to be more satisfied with pay than shorter ten-

ured workers, but they had more absenteeism due

to family and personal illness. {200] Nicholson

and Goodge (1976) indicated that younger, short-

service female food processin8 employees were

most likely to have high levels of casual and un-

sanctioned absence. Two measures of sickness ab-

sence were found to increase with longer service

among the oldest group and decrease with longer

service among the youngest group. [317]

After the effects of pay and age were par-

tialled out, a negative relationship between ten-

ure and absence was found in Bernardin's 1977

study of 109 male white-collar sales workers.

[112] Garrison and Muchinsky (1977) found that

a significant positive relationship existed be-

tween tenure and the paid absences of 195 account-

ing workers; however, a significant negative re-

lationship was found between tenure and unpaid

absences. In discussing this finding, Garrison

and Muchinsky stated that employees with more

tenure usually were eligible for more paid ab-

sences and employees with less tenure normally

took more unpaid absences. ”Thus the organiza-

tional policy regarding paid absences accounts,

in part, for the significant correlations between

tenure and the two absenteeism measures,” they

concluded. [187:226]

Nicholson, Brown, and Chadwick-Jones (1977)

found in their study of 1,222 blue-collar work-

ers that a negative relationship existed between

tenure and absence frequency, but that this re-

lationship was more stable and reliable for age

than for tenure. In fact, after age was par-

tialled out, the significant relationships be-

tween tenure and absence were no longer
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statistically significant. [319:319, 325] Johns

(1978) indicated that, in his study of 208 oper-

ative workers in a manufacturing plant, tenure

was negatively related to both absence frequency

and time lost. [252]

Studies also have been conducted to measure

the impact of tenure and years of employment ex-

perience on the absence rates of educational per-

sonnel. Gibson and Lafornara (1972) reported

that in a 30-year longitudinal study of teacher

absenteeism ina single school system from 1938-

39 to 1968-69, "newcomers" (teachers with up to

10 years of service) were absent more often than

"continuing" teachers (those with 10 or more

years of service). Newcomers were seen as the

bearers of a "creeping legitimacy," whereby ab-

sence norms shifted from illness to other rea-

sons as newcomers entered the school system and

influenced the absence patterns of continuing

personnel. (27]

Stallings (1959) reported little differ-

ence in the use of sick leave by permanent and

probationary teachers in 16 Southern California

schoo1 systems. For the 1955-56 school year,

permanent teachers used about a half a day more

than probationary teachers, on the average. [71;

37:3] An examination of sick leave days taken

by teachers in Chicago, Illinois, in February 1960

showed that the amount of sick leave taken gener-

ally increased with experience. Teachers with one

to two years of experience averaged about one-half

day of sick leave during this month; teachers with

four years and with 8-20 years of experience aver-

aged approximately three-fourths of a day; teachers

with 21-35 years of experience averaged over four-

fifths of a day; and teachers with 36 or more years

of experience averaged about one day of sick leave.

37:7]

In his sample of Dade County (Miami), Florida,

elementary school teachers, Manganiello (1972) re-

ported that there was no significant difference in

the frequency of sick leave absence in terms of

length of service as indicated by teacher payroll

records. [40] Tenure teachers in Newark, New

Jersey, had a 7.2 percent absence rate due to

illness in 1971-72, compared toa 6.1 percent

rate for nontenure teachers. Teachers with 23

or more years of service had a 10.2 percent ab-

sence rate. The median rate for that year was

6.8 percent. [34:104]

The Office of Education Performance Review

of the State of New York published a report in

January 1974 titled fgGcker Absenteeism in Feu

Work 6'? and L he Cos I—E f f'e e:L? seriess of hutsL?—

#ute TeeoAers. Teachers' seniority and medica1

certificate absence (i.e., evaluation by a school

medical officer for absences in excess of 20 con-

secutive school days) were compared for school

year 1972-73. As presented on page 39, Title I

schools for all levels had a greater percentage

of teachers with less than five years experience

than Non-Title I schools. The rate of medical

certificate absence was 18.8 percent higher, on

the average, in Non-Title I schools than in Title

I schools. On the other hand, discretionary ab-

sence rates averaged 19.4 percent greater in

Title I schools than in Non-Title I schools;

therefore, tota1 average absence was 5.4 percent

more in Title I schools compared to Non-Title I

schools. [80:15]

In his sample of teachers in Livonia, Mich-

igan, Coller (1975) found that teacher absenteeism

was significantly related to years of teaching ex-

perience in a curvilinear fashion. Teachers with

2-4 and 23-25 years of teaching experience

tended to have low absence records. [12] Marliu

(1976) reported that the mean rate of absenteeism

for tenure teachers was slightly higher than for

nontenure teachers in a semi-rural school system.

[43] Douglas (1976) reported that "years of

teaching experience" was one of nine variables

that was found to be a predictor of teacher ab-

senteeism when added in a stepwise regression,

and one of five variables included in a "predic-

tive profile" of likely high-absence teachers.



Type of School

Elementary

Intermediate and Junior

High School

Academic High Schoo1

Vocational High Schoo1

Percentage of Teachers

with 5 or More Years

of Experience

Title I Non-Title I

57.9%

60.7

75.7

88.7

In 1977-78, teacher absenteeism in Dade County,

Florida, was influenced by employees' years of ex-

perience. Teachers with 1-3 and 8-10 years of

experience used an average of approximately 15 per-

cent of their holiday and nonholiday sick and per-

sonal leave. Teachers with 4-7 years of experi-

ence used slightly more than 20 percent of this

leave, and teachets with 11 or more years of ex-

perience, about 45 percent. [1:12]

.In contrast, teacher absenteeism was not

found to be significantly related to length of

continuous employment in Clark County (Las Vegas),

Nevada, according to Bundren (1974) [ I, nor to

previous educational experience, according to

Marchant (1976). 142] Redmond (1978) concluded

that neither the amount of teaching experience in

the district nor tota1 teaching experience was

significantly related to the absenteeism of pro-

fessiona1 personnel in the Fort Madison (Iowa)

Community School District. [56]

STRESS AND ANXIETY

There is consistent evidence to support the

contention that employee absenteeism may increase

with stress and anxiety. Jackson (1944) reported

that among the immediate causes of absence found

in a sample of machine shop workers were poor

work habits, personal maladjustment, dissatis-

faction, irresponsibility, and outside difficulties.

[251] Brodman (1945) found that maladjusted em-

ployees were frequently absent from the job. [121]

Sinha (1963) reported that the industrial workers

in a study sample who had high levels of anxiety

78.3%

79.3

82.2

90.9

Medical Certificate

Absence Rate

Title I Non-Title I

1.6%

1.1

1.4

2.2

2.3%

1.7

1.3

2.1

[80:15]
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also had high rates of absence, i.e., a positive

relationship existed between anxiety and absen-

teeism. [382J Cummings and Manring (1977) con-

cluded that feelings or alientation, including

dimensions such as powerlessness, normlessness,

and meaninglessness, may result in reduced ef-

fort and performance among workers and increased

tardiness to work. 157] Bernardin (1977) re-

ported that a positive relationship existed be-

tween anxiety and absenteeism in a sample of 109

male white-co1lar sales employees. [112]

For a group of Dade County (Miami), Florida,

elementary school teachers, Manganiello (1972)

found no significant di[£erence in the absence

frequencies attributed to the sick leave use of

teachers who scored high vs. those who scored

low on Bill's /ndem o/ Adjnstmont. [40]

Carranza (1974) studied the effects of life

changes, as measured by the 5oAedule of Recent

Pperiences (SRE), on the performance of 110

high school teachers. A significant positive

relationship was found between SRE scores and

teacher absence due to illness. A negative cor-

relation was reported between teacher performance

units earned and illness due to absence, and fre-

quency aud duration of absence. Therefore, it

was concluded that a significant relationship

existed between life changes and teacher perfor-

mance variables. [II]

Douglas (1976) studied the impact of social-

psychological correlates on teacher absenteeism

in Central Ohio. He concluded that his findings

confirmed much of the research in this area,

conducted among a variety of populations, which

has shown that much of the absence reported as



"physical illness" results, in fact, from personal

and environmental stress. Specifically, three

variables relating to stress and anxiety were

found to be predictors of absenteeism wheu added

in a stepwise regression: psychasthenia (the in-

ability to reduce doubts about uncertainties or

phobias, even though one knows they are irra-

tional); JorwZ1 /ndem score (measures a person's

psychological-personal makeup); and hypochon-

driasis. Moreover, two other stress/anxiety var-

iables (intrapersonal psychopathology and organi-

zational stress) were found to constitute a sort

of "predictive profile" of a teacher most likely

to be excessively absent. [15]

How stress affects absence has been shown

by Holmes and Rahe (1967), as measured by their

SociQZ 5eedJvâment 6cQZe. They found that large

life changes in people's lives that occur during

a short period of time increase the chance of

illness. For example, the death of a spouse is

ranked first among life changes on the scale with

a mean value of 100 points; divorce is ranked

second (73 points); marital separation, third at

65 points, etc. A major life crisis exists when

a person scores 300 or more points; 79 percent

of the people studied by Holmes and Rahe who

scored at this range had a major health change.

A moderate life crisis occurs when a person

scores 200-299 points, and 51 percent of people

experiencing such changes had appreciable health

change. A mild life crisis occurs with a score

of 1â0-199 points, with 37 percent of the per-

sons surveyed having a major change in health.

[233; 74:18]

Sylwester (1979) used the Holmes-Rahe scale

to measure the impact of stress on the absences

of 335 teachers and administrators in small to

moderate Oregon school systems. He found that

the group of educators who experienced the most

change in their lives before the start of school

year 1977 were absent 1.7 more school days dur-

ing school year 1977-78 than educators who had

experienced the least amount o{ change:

Holmes-

Rahe

Score

Major

crisis

(300+)

Moderate/

mild

crisis

(150—29 9)

No crisis

(0-149)

TOTAL

Avg. Days

Absent

5.9

4.6

4.2

4.7

Educators Studied

Number Percent

61 18%

148

126

335

44

38

100

[74:19]

Despite the assumption that pervades the lit-

erature on employee absenteeism, namely, that

oZZ absenteeism harms the functioning of an or-

ganization, Steers and Rhodes (1978) [394] and

Staw and Oldham (1978) [390] have suggested that

an opposing proposition may be more valid. Could

some absenteeism actually be healthy for organi-

zations, since this might permita temporary re-

treat from work-related stress2 The possible

ramifications for teachers, who rank stress as a

major job liability and who, at times, take "men-

tal health days" to cope with stressful job sit-

uations, should not be ignored.

OTHER PERSONAL FACTORS

Personal bt was found to be positively

related to the absenteeism of a sample of indus-

trial workers studied by Stockford (1944) [399],

yet /in‹mcie£ respousibiZiâ was unrelated to

the absence frequency of 32 British male opera-

tives (Buck and Shimmin, 1959). [124] Castle

(1956) reported that a positive relationship

existed between Accident /rsqueucy and the ab-

senteeism of a group of industria1 workers.

[138]



A number of studies have found that a strong

personas Lori etAic, i.e., a belief that work oc-

cupies an important place in one's life, influ-

ences the propensity for employees to come to

work. [394:399; 174; 204; 243; 371] Steers

(1977) 392] and Smith (1977) [387] have shown

than when an employee is co ttud to tAe orpVi-

zetim's goals cud objuotiues and is willing to

work toward achieving them increased attendance

will result. But if an employee's commitment

lies outside the job (e.g., with sports, family,

or hobbies), there is less internal pressure for

that employee to attend work, as Morgan and Her-

man (1976) found. }307; 394:399-400]

Steers (1977) found that whereas organiza-

tional commitment was negatively related to the

absence of research scientists and engineers,

it had no effect on the absence of hospital em-

ployees studied. [392) Manganiello (1972) failed

to find any significant difference between profes-

sional commitment and absence freQuency attributed

to the sick leave taken by elementary school teach-

ers in Dade County (Miami), Florida. [40] Moreover,

where Hackman and Lawler (1971) [209] reported a

negative relationship between )ob iuuoltement

and absenteeism among telephone operators, in-

stallers, and repairmen, Vroom (1962) [413] and

Siegel and Ruh (1973) [3811 found no correlation

between these two variables for samples of blue-

collar workers.

Prior reZeucnt job treininp was found to be

negatively correlated with absence in studies by

Stockford (1944) [399] and Weaver and Holmes

(1972) {419]. Jackson (1944) reported that the

absence rate among machine shop workers was less

for those with fes9r preuiox jobs. [251]

Addffiiona1 respousibiTities had no effect

on the absenteeism of professional personne1 in

an Iowa school system studied by Redmond (1978).

[56] Kauffman (1978) studied the effect of ab-

senteeism on certain personality characteristics

of 100 nurses in the Los Angeles, California,

area. Half of the women were placed in a high

absenteeism group and half ina low absenteeism
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group. No significant difference was reported

between nurses with high absenteeism and nurses

with low absenteeism in levels of elcokoZ Abuse

or acAieuement potenfial. Mixed results were

found in levels of self-esMem. In the areas

of social presence and self-acceptance, statis-

tically significant differences were found be-

tween the two sample groups; however, there

were no significant differences in the remain-

ing areas of self-esteem. [258]

Summary of studies relating to employee absen-

teeism and personal factors.--Presented in

Table 9 is a profile of the studies discussed

in this section of the Research Brief that deal

with the relationship between absenteeism and

personal variables. Consistent associations have

been found between absenteeism and employee sex

(women absent more frequently than men, men ab-

sent for longer duration than women), race (non-

whites absent more than whites), lower-leve1

occupations/jobs, and increased stress and anxiety.

However, it should be pointed out that other

intervening factors also may influence the sex-

absenteeism and race-absenteeism relationships,

such as age, marital status, and occupation.

Research findings have been iuCOnoZnSiu6

on the relationship between absenteeism and

tenure/years of employment experience, marital

status, family size, education level, and age.

However, it appears that older employees may

have higher sickness rates and y oun er em loyees

may have higher absence rates for total or un-

certified absences.
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AGE‘

TABLE 9.--Summary of Studies on the Relationship Between Employee

Absenteeism and Personal Factors

Study

I. Education (p. 27)

Lee/NEA (1960)

Dade Co., Fla. (1944-45 to 1957-38)

Akron, Ohio (1955-56)

St. Louis, Mo. (1935-56)

Stal1ings/So. California (1959)

Greater Newark C. of C. (1974)

Bundren (1974)

Coller (1975)

Marchant (1976)

Marlin (1976)

Dade Co., Fla. (1978)

Bridges & Hallinan (1978)

Redmond (1978)

II. Non-Education (pp. 23-26)

Jackson (1944)

Schenet (1945)

Kahne & Others (1937)

Naylor & Vincent (1959)

Baumgartel & Sobol (1939)

de la Mare & Sergean (1961)

Isambert-Jamati (1962)

Sellett (1964)

Cooper & Payne (1965)

Hill (1967)

Weaver (1970)

Campbell (1970)

Martin (1971)

Weaver & Holmes (1972)

Raouf (1973)

Sharples (1973)

Hedges/BLS (1973)

Relationship

Curvilinear

Positive

Positive

Positive

Positive

Zero

Zero

Positive

Curvilinear

Curvilinear

Zero

Zero

Curvilinear

Zero

Negative (frequency)

t Positive (severity)

Zero

Positive

Positive

Curvilinear

Zero (total)

t Negative (frequency)

Positive

Positive (sickness)

l Negative (frequency)

Negative

Curvilinear

Negative (uncertified)

{ Positive (certified)

Positive

Negative

Negative

Negative (part-week)

/Positive (ful1-week)



SEX

Study

Flanagan (t974)

Coble (1976)

Garrison & Muchinsky (1977)

Be rnardin (197 7)

Nicholson, Brown, 6 Chadwick-Jones (1977)

Ilgen & Hollenback (1977)

Hed ges /BLS (197 7)

Johns (1978)

NCHS (197 8)

Taylor/BLS (1979)

I. Education (pp. 28-30)

Lee/NEA (1960)

St. Louis, Mo. (1955-56)

Akron, Ohio (1955-56, 1956-57)

Cincinnati, Ohio (1958-59)

Wichita, Kan. (1959-60)

Rochester, N.Y. (1959-60)

Sta11ings/So. California (1959)

Chicago, Ill. (1960)

Philadelphia-So. Penn. S.S.C. (1970)

Manganiello (1972)

Greater Newark C. of C. (1974)

Bundren (1974)

Coller (1975)

Marlin (1976)

Marchant (1976)

Douglas (1976)

Pa. Schoo1 Boards Assn. (1978)

Dade Co., Fla. (1978)

Bridges 8 Hallinan (1978)

Redmond (1978)

Sylwester (1979)

Zero

Relationship

Positive (family illness, excused,

total)

Negative (unexcused)

Positive (paid)

] Negative (unpaid)

Negative

Negative (avoidable)

Negative (uncertified, total)

Zero (certified)

Curvilinear (males & females)

Negative (frequency, time lost)

Positive (July 1963-June 1966,

1968, 1971)

Curvilinear (1975)

Curvilinear (males & females)

Female > Nale

Female > Nale

Female › Male

Female > Male

Female > Male

Female > Male

Female > Male

Female > Male

Zero

Female > Male

Zero

Female > Stale

Female > Male

Zero

Zero

Female > Male

Female > Male

Zero

Female > Male

Female > Male

43
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RACE

Study

TABLE 9 Oontinned)

II. Non-Education (pp. 27-28)

Schenet (1945)

Covner (1950)

Kerr, Koppelmeier, & Sullivan (19âl)

Kilbridge (1961)

Isambert-Jamati (1962)

Campbell (1970)

Weaver (1970)

Raouf (1973)

Hedges/BLS (1973)

Flanagan, Strauss, & Ulman (1974)

Hedges/BLS (1975)

Goble (1976)

Hedges/BLS (1977)

Garrison & Muchinsky (1977)

NCHS (1978)

Taylors/BLS (1979)

I. Education (pp. 30-31)

Lee /HEA (1960)

St. Louis, Mo. (1955-36)

Greater Newark C. of C. (1974)

Marlin (1976)

Marchant (1976)

II. Non-Education (p. 30)

Flanagan, Strauss, & Elman (1974)

NCHS (1978)

Relationship

Female Male

Femaie Male

Female> Male

L Male > Female

Female> Male

Female > Male

Female > Male

Female> Male

Female Male

Female ° Male

Female Male

Female > Male

Female Male

Female Male

} Male * Female

Female Male

[ Zero (unpaid)

(total, certified)

(uncertified)

(incidence, inactivity)

(severity)

(paid)

Male > Female (July 1965-June 1966)

l Female > Male (1968, 1971, 1975)

Pemale Male (frequency)

t Zero (time lost)

Female Male (incidence, inactivity)

( Male > Female (severity)

Nonwhite > White

White * Nonwhite

Nonwhite > White

Zero

Nonwhite > White

Nonwhite > White (July 1965-June

1966, 1968, 1971, 1975)



Study

MARITAL STATUS

’ I. Education (pp. 31, 33)

Lee/NEA (1960)

St. Louis, Mo. (1955-56)

Wichita, Kan. (1959-60)

FAMILY

I.

Bundren (1974)

Coller (1975)

Marlin (1976)

Marchant (1976)

Bridges & Hallinan (1978)

Redmond (1978)

II. Non-Education (pp. 31-32)

Jackson (1944)

Shepherd & Walker (1958)

Naylor & Vincent (1999)

Martin (1971)

Waters 6 Roach (1971)

datersS Roach (1973)

Hedges/BLS (1973)

Sharples (1973)

Goble (1976)

Nicholson & Goodge (1976)

Garrison & Muchinsky (1977)

Johns (1978)

Taylor/BLS (1979)

SIZE

Education (p. 33)

Manganiello (1972)

Redmond ( 197 8)

II. Non-Education (p. 33)

Noland (1945)

Shepherd & Walker (1958)

TABLE 9 I ConShrined1

Relationship

Single > Married

Married> Single (short-term, female)

L Single > Married (long-term, female)

Zero

Single > Married

Married> Single

Zero

Zero

Zero

Single, Married without Children >

Married with Children (males)

Single > Married

Zero

Zero

Zero

Zero

Married (males)

Single (females)

Married> Single

Single > Married

Zero

( Zero (paid)

L Single > Married (unpaid)

Zero (frequency, time lost)

Never Married Married (males)

° Married> Never Married (females)

Zero

Zero

Positive

Positive

45
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Study

Naylor & Vincent (1959)

Isambert-Jamati (1962)

Hedges/BLS (1973)

Beatty & Beatty (1975)

Nicholson & Goodge (1976)

Garrison & Muchinsky (1977)

Ilgen & Hollenback (1977)

Johus (1978)

EDUCATION LEVEL

1. Education (p. 34)

Lee/NEA (1960)

Chicago, Ill. (1960)

Douglas (1976)

Redmond (1978)

II. Non-Education (pp. 33-34)

Noland (1945)

Waters & Roach (1971)

Weaver & Holmes (1972)

Waters S Roach ( 1973)

Raouf ( 197 3)

Sharples ( 197 3)

Goble (1976)

Johns ( 1978)

Taylor/BLS (1979)

OCCUPATION/JOB LEVEL

I. Education (p. 36)

Lee/NEA (1960)

Cincinnati, Ohio (1958-39)

Chicago, Ill. (1960)

Dade Co., Fla. (1978)

II. Non-Education (pp. 34-36)

Baumgartel & Sobol (1939)

Isambert-Jamati (1962)

’TABLE 9 Con tonned1

Relationship

Positive

Positive

Positive

Positive

Positive

Zero (paid, unpaid)

Positive (unexcused)

l Zero (sick leave, total)

Zero (frequency, time lost)

Negative

See text

Zero

Negative

Zero

Zero

Zero

Negative

Positive

Positive

Zero (frequency, time lost)

Negative

See text

Negative

Curvilinear

Negative

Negative
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Heneghan & Ginsburg (1970)

Waters & Roach (1971)

Waters & Roach (1973)

Hrebiniak é Roteman (1973)

Ferguson (197 3)

Hedges/ BLS (197 3)

Hedges/BLS (1977)

Garrison & Muchinsky (1977)

NCHS (1978)

Taylor/BLS (1979)

TENURE/YEARS OF ENPLOYNENT EXPERIENCE

I. Education (pp. 38-39)

Lee/NEA (1960)

Stal1ings/So. California (1959)

Chicago, Ill. (1960)

Manganiello (1972)

Gibson & Lafornara (1972)

Greater Newark C. of C. (1974)

New York State O.E.P.R. (1974)

B undren (1974)

Coller (1975)

Douglas (1976)

Marchant (1976)

Marlin (1976)

Dade Co., Fla. (1978)

Redmond (1978)

II. Non-Education (pp. 36-38)

Jackson (1945)

Brodman & Lehman (1947)

Metzner & Mann (1953)

Hill fi Trist (1955)

Kahne 6 Others (1957)

Relationship

Negative

Negative

Negative

Negative

See text

Negative

Negative

Zero (paid, unpaid)

Negative

Negative

Zero

Positive

Zero

Negative

Positive

See text

Zero

Curvilinear

See text

Zero

Positive

Positive

Zero (years in district, tota1 years)

Negative

( b serice)

(lateness)

Negative (white-collar males)

t Zero (blue-collar males)

Zero

Negative
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St udy

Baumgartel & Sobol (1959)

Martin (1971)

Waters & Roach (1971)

Weaver 6 Holmes (1972)

Waters & Roach (1973)

Raouf (1973)

Sharples (1973)

Goble (1976)

Nicholson & Goodge (1976)

Nicholson, Brown, Chadwick-Jones (1977)

Garrison & Muchinsky (1977)

Bernardin (1977)

Johns (1978)

STRESS AND ANXIETY

I. Education (pp. 39-40)

Manganiello (1972)

Carranza (1974)

Douglas (1976)

Sylwester (1979)

II. Non-Education (p. 39)

Jackson (1944)

Brodman (1945)

Sinha (1963)

Cummings & Marring (1977)

Bernardin (1977)

OTHER PERSONAL FACTORS

Aceident Frequency (p. 40)

Castle (1956)

Achievement Potentia1 (p. 41)

Kauffman (1978)

”’ ’Relationship

Curvilinear (blue-collar males)

Positive (blue-collar females,

white-co11ar males & females)

Positive (males)

( Zero (females)

Negative

Zero

Negative (lst group)

( Zero (2d group)

Positive

Negative

Positive

Negative (casual, unsanctioned)

Negative (see text)

Positive (paid)

\ Negative (unpaid)

Negative (see text)

Negative (frequency, time lost)

Zero

Positive

See text

Positive

Positive

Positive

Positive

Positive

Positive

Positive

Zero
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TABLE 9 Continued)

Additional Responsibilities (p. 41)

Redmond (1978)

Alcohol Abuse (p. 41)

Kauffman (1978)

Commitment to Organizational Goals & Objectives

(P. 4i)

Manganiello (1972)

Morgan & Herman (1976)

Steers (1977)

Smith (1977)

Financial Responsibility (p. 40)

Buck & Shimcin (1959)

Job Involvement (p. 41)

Vroom (1962)

Hackman & Lawler (1971)

Siegel & Ruh (1973)

Number of Previous Jobs (p. 41)

Jackson (1944)

Persona1 Debt (p. 40)

Stockford (1944)

Personal Work Ethic (p, 41)

See text

P rior Relevant Job Training (p. 4l)

S tockford ( 1944)

leaver S Holnes ( 1972)

Self-Esteem (p. 41)

Kauffman ( 197 8)

Zero

Zero

Zero

Negative

Relationship

Negative (research scientists &

engineers)

Zero (hospital employees)

Negative

Zero

Zero

Negative

Zero

Positive

Positive

Negative

*"8ative

Negative

NIxed
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The Relationship Between Employee Absenteeism

and Job Satisfaction

There is a large body of existing literature

dealing with the effect of job satisfaction on em-

ployee Absenteeism, Ilgen and Hollenback (1977)

noted in their study of these two variables. "Al-

though most of the research is correlational," they

stated, "the general model assumes that employees

approach (attend) jobs perceived to lead to satis-

faction and avoid (are absent from) jobs perceived

to lead to dissatisfaction." [243:148] Reviews

analyzing the job satisfaction-absenteeism rela-

tionship include those by Brayfield and Crockett

(1955) [120], Herzberg (1957) [227], Vroom (1964)

[414], Gibson (1966) [261. Porter and Steers (1973)

[341], and Muchinsky (1977)[308].

The earliest known study in this area, accord-

ing to Muchinsky (1977), was conducted by Korn-

hauser and Sharp in 1932. No statistica1 analyses

were included in their results, which focused on a

sample of female factory workers, but they con-

cluded that the "unfavorableness of job attitudes

is slightly correlated with lost time." {269:402;

308:322] Likewise, Noland (1943) found that a

negative relationship existed between overall job

satisfaction and the absence rate among a sample

of industrial workers, although again no statis-

tical procedures were presented. [322] In a

study of 25 groups of retail sales personnel,

Giese and Ruter (1949) also founda negative re-

lationship between job satisfaction and absen-

teeism. [196] Kerr, Koppelmeier, and Sullivan

(1951) noted that the job satisfaction of employees

in manufacturing departments was negatively related

to unexcused absenteeism, hut positively related

with total absenteeism. [262]

When frequency of absence was used in their

study, Metzner and Mann (1953) reported a negative

correlation between overall job satisfaction and

the absence of blue- and white-col1ar workers.

When absence was measured by a count of actual

days lost, no relationship was found between these

two factors. They contended that these findings

would most likely appear when absence indices are

used which increase the weighting factors of per-

sons who have irregular attendance patterns and

decrease the weighting factors of absences caused

by illness. [302; 308:322-323] Job satisfaction

was negatively related to absenteeism in studies

by van Zelst and Kerr in 1953 (for manufacturing

workers) [412], Fleishman, Harris, and Burtt in

1955 (for production workers) [177), Lundquist in

1958 (for Swedish factory workers) [287], Talacchi

in 1960 (for office workers) [400], and Harding

and Bottenberg in 1961 (for airmen) (215]. How-

ever, Vroom (1962) reported that job satisfaction

was unrelated to the absenteeism of 489 Canadian

blue-collar males studied. [413]

In his book Orgqnizefiomcl Ps c8oZog, Bass

(1965) wrote that certain work groups typically

are absent more frequently than others. In par-

ticular, he noted that job dissatisfaction tra-

ditionally has been related to the absenteeism of

"1ower-skilled" employees, but not of more highly-

skilled white-collar workers or women. A possible

explanation for this find, he explained, is that

"high status white-collar employees have more

freedom to use other forms of withdrawal when

dissatisfied, like taking extra long coffee breaks

or three hour lunch periods." [101:37] Hackman

and Lawler (1971) reported that no correlation

existed between general job satisfaction and ab-

senteeism among 208 telephone operators, instal-

lers, and repairmen. [209] Waters and Roach

(1971) found a negative relationship between

overall job satisfaction and absenteeism among

160 female clerical workers. [417] Their 1973

replication of this study produced the same re-

sults. [416]

Stecker (1972) reported that absence behav-

ior was not strongly related to attitudes, as

measured by two satisfaction variables. [3911

Need satisfaction was found to be negatively re-

lated to the absenteeism of retail liquor store

managers in Hrebiniak and Roteman's 1973 study.

[238] Also in 1973, Sharples reported that the

job satisfaction of classified civil service



employees as measured by the Job DesoriptiUe Jndez,

developed by Smith, Kendall, and Hulin [388], was

negatively related to absenteeism. [3751 The same

result was found in Newman's 1974 study of nursing

home employees. [313]

Dittrich and Carre1 (1976) found no relation-

ship between genera1 job satisfaction and absen-

teeism among 19 groups of governmental clerical

employees. [165] Nicholson, Brown, and Chadwick-

Jones (1976) collected data on 1,222 male and fe-

male blue-collar production workers in 16 separate

organizations and four different job technologies

to examine the relationship between absence and

job satisfaction. Three absence measures (time

lost, frequency, and attitudinal indexes) were

used, as were five job satisfaction scales (in a

modified version of the Job Descripâiue Judbs).

Results indicated that in most cases absence from

work and job dissatisfaction were unrelated.

Since this lack ofa relationship was not attri-

butable to extraneous influences, the researchers

concluded that the popular belief that job dissatis-

faction is a major cause of absence was not sup-

ported empirically. [318]

Ilgen and Hollenback (1977) found that, for

the most part, job satisfaction was unrelated to

the absenteeism ofa sample of 164 clerical work-

ers at Purdue University. {243] The results of a

study by Garrison and Muchinsky (1977) involving

174 accounting department workers produced mixed

results. 0vera1l job satisfaction, as measured by

the Job Descipâiue inti, was found to be a sig-

nificant negative predictor of absenteeism without

pay, but it had no relationship to absenteeism

with pay. [187] Nicholson, Wall, and Lischeron

(1977) reported that general job satisfaction was

negatively correlated with the absenteeism of 95

British blue-collar males. [320J Johns (1978)

indicated that overall job satisfaction was neg-

atively related to the absence frequency of 208

operative leve1 manufacturing employees; however,

there was no correlation between satisfaction and

time lost. {252]

In contrast to the wealth of research con-

ducted on job satisfaction and absenteeism in

SUMMARY OF STUDIES RELATING TO

EMPLOYEE ABSENTEEI SM AND

JOB SATI SFACTI ON
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business and industry, only two studies have in-

vestigated this relationship as it affects edu-

cational personnel. Since five of the nine minor

hypotheses relating to morale were confirmed,

Slick (1974) found an inverse relationship be-

tween teacher absence frequency and the per-

ceived level of teacher morale in a sample of

1,536 teachers in Pennsylvania. [681 Douglas

(1976) reported that job satisfaction was found

to be a significant predictor of absenteeism in a

study of 154 teachers in Central Ohio. [15]

Research conducted in the 1970s supports the

contention of Ilgen and Hollenback (1977) that

the research in the area of employee absenteeism

and job satisfaction has produced inconclusive

results. [243:148] However, when all the avail-

able research is analysed, findings that reported

a negative relationship between job satisfaction

and absenteeism outnumber findings that reported

no correlation between these variables by a mar-

gin of two to one. (See Table 10 on page 52.)

The Relationship Between Employee Absenteeism

and Organizational Factors

Factors associated with certain organisations

and certain jobs may influence heavily the amount

of absence taken hy employees, who spenda great

part of each day among co-workers or alone, in

classrooms, offices, factories, or other settings.

The research summarized below is divided into four

sections. Orgmi tion-o?de /ectors include var-

iables such as:
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TABLE 10.--Summary of Studies on the Relationship Between

Employee Absenteeism and Job Satisfaction

Study

JOB SATISFACTION

I. Education (p. 51)

Slick (1974)

Douglas (1976)

II. Non-Education (pp. 50-51)

Kornhauser & Sharp (1932)

Noland (1945)

Giese 6 Ruter (1949)

Kerr, Koppelmeier, & Sullivan (1951)

Metzner & Mann (1953)

van Zelst & Kerr (1953)

Fleishman, Harris, & Burtt (1955)

Lundquist (19fi8)

Talacchi (1960)

Harding & Bottenberg (1961)

Vroom (1962)

Hackman & Lawler (1971)

Waters & Roach (1971)

Stecker (1972)

Waters 6 Roach (1973)

Hrebiniak & Roteman (1973)

Sharples (1973)

Newman (1974)

Dittrich & Carrel (1976)

Nicholson, Brown, & Chadwick-Jones (1976)

Nicholson, Wall, & Lischeron (1977)

Ilgen 6 Hollenback (1977)

Garrison & Muchinsky (1977)

Johns (1978)

Negative

See text

Negative

Negative

Negative

Relationship

J Nega tive ( unexcuse d)

Positive (total)

Negative (frequency)

Zero (days lost)

Negative

Negative

Negative

Negative

Negative

Zero

Zero

Negative

Zero

Negative

Negative

Negative

Negative

Zero

Zero

Negative

Zero

Zero (paid)

{ Negative (unpaid)

Negative (frequency)

\ Zero (time lost)



o industry

• organization size

personnel policies

c satisfaction with organizational policies

and practices

•’ employee control and participation

• satisfaction with promotion

• salary level/wage rate

• satisfaction with pay

• organizational climate

• availability of overtime work

• shiftwork

• bargaining and union activity

• employment status.

Work enNronmenf farto:rs encompass:

« work unit size

• satisfaction with the work itself

• group cohesion/satisfaction with

’co-workers

• satisfaction with the supervisor

z employer-employee feedback

• job autonomy and responsibility

• task factors

• satisfaction with the sense of

achievement.

Studies examining /do#ors pnr#ic>I r to

sd cnt?on that are analyzed in this section of

the Research Brief are:

• level of teaching

m grade organization

m type of student taught

• type of school.

0tVr orgen£zct5onal /cctors that have been

studied for their possible effects on employee

absenteeism also are discussed briefly. Table 16

beginning on page 77 presents a summary of the

studies examined in this section for easy

reference.

ORGANIZATION-WIDE FACTORS
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Industry.--Research evidence points to a consis-

tent relationship between employee absenteeism

and the type of industry in which workers are em-

ployed. Generally speaking, goods-producing

workers are absent more than service workers,

witk the exception of employees in public admin-

istration. According to data from the Bureau of

Labor Statistics, part-week unscheduled absences

were highest in 1972 and 1974 in medical and

hospital services (5.3 percent in 1972 and 5.2

percent in 1974), durable (4.7 percent in both

years) and nondurable (4.8 percent in both years)

manufacturing goods industries, and manufacturing

as a whole (4.7 percent in 1972 and 4.8 percent

in 1974). Public administration also had a high

rate of part-week absence in 1972 (4.8 percent)

and 1974 (4.4 percent). The wholesale trade

industry showed the least amount of part-week

absence in 1972 and 1974 (3.0 percent in both

years).

In 1972, full-week absence was highest in

railroads aud other transportation industries

(3.1 percent) and mining (3.0 percent), followed

by all manufacturing industries and nondurable

manufacturing goods industries (2.7 percent for

each), and durable manufacturing goods industries,

medical and hospital services, and transportation

and public utilities (2.6 percent for each). In

1974, industries with the highest absence rates

were railroads and other transportation industries

(3.2 percent), transportation and public utilities

(2.8 percent), mining (2.8 percent), and medical

and hospital services (2.8 percent). The absence

rate for educational services was below the aver-

age for all industries both in 1972 (1.9 percent

vs. 2.3 percent) and 1974 (2.1 percent vs. 2.4

percent). (223:38)

Shown in Table 11 are national BLS data from

6'uz'rent Population Sereys on employee absenteeism

from Nay 197 3—76, Nay 19 76, and Nay 19 78, for
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Industry

TABLE 11.--Absence Rates for Fu1l-Time Nonfarm Wage and Salary Workers,

by Industry, Average May 1973-76, May 1976, and May 1978

Incidence Rate

(percent of workers absent)

1978 1976

All industries....... 6.6/' 6.4/

Goods producing

industries............. 6.9

Mining............... 5.8

Construction......... 5.4

Manufacturing........ 7.3

Durable........... 7.5

Nondurable ........ 6.9

Service producing

industries.. ...... ..... 6.4'

Transportation and

utilities........... 6.9

Transportation.... ...

Utilities......... ...

trade ................ 5 .5

Retail............ 6.1

Wholesale......... 3.8

Finance, insurance,

and real estate..... 5.2

Services,............ 7.1

Professional...... 7.3

Education....... 6.7

Medical......... 8.7

Other

professiona1...

Miscellaneous

services.........

6.0

6.4

Public administration... 6.7

Federal.............. ...

Postal............ ...

Other.............

State................ ...

Local................ ...

6.9

8.4

6.1

7.0

7.1

6.8

6.2

6.6

5.8

7.3

5.3

5.3

5.3

5.1

6.6

6.8

7.0

7.2

5.3

5.9

7.2

7.1

7.2

7.1

8.0

7.1

1973-

76

6.3%

7.0

7.3
6.1

7.1

7.1

7.2

5.9

5.9

6.1

5 .7

5 .3

5 . 6

4 .3

4 . 9

6 . 3

6.5

6.0

7.7

5.1

5 .7

7.1

7.7

8.5

7.3

7.4

6.0

Inactivity Rate

(percent of aggregate time lost)

1978

3.5%'

4.0

5.1

3.1

4.1

4.2

3.9

3.3'

4.6

2.7

3.0

1.9

2.8

3.4
3.4

3.0

4.2

2 .7

3.4

3.2

1976

3 .9

5 .2

3.3

3.9

4.0

3.7

3 .2

3.8

3.9

3.7

2.8

2.9

2.5

2.8

3.4

3 .5

3.6

3.9

2 .7

3.3

3.6

3.6

4.2

3.3

3.2

3.7

The totals for all industries and service-producing industries include forestry and

fisheries not shown separately.

NOTE: Averages are unweighted. Because of rounding, detail may not equal totals.

1973-

76

3.9

4.2

3.4

4.0

4.0

3.9

3.2

3 .7

4 . 0

3 . 2

2 . 8

3. 0

2 . 3

2 . 6

3. 2

3 . 3

3.1

4 .0

2.4

3. 2

3.8

4.1

5.1

3.7

3.6

SOURCES: Janice Neipert Hedges. "Absence from Work--Measuring the Hours Lost," Woufhp Lebor

Peuieu, 100 (October 1977), p. 19.

Danie1 E. Taylor. "Absent Workers and Lost Work Hours, May 1978," NoufkZ labor £eufsW,

102 (August 1979), p. 50.



three major occupational categories. In the goods

producing industries, every category except "con-

struction" consistently exceeded the average for

all industries in all three periods. Of partic-

ular concern were high rates of absence in manu-

facturing, since the more than 17 million workers

that were represented in the May 1976 survey ac-

counted for one-third of all hours lost due to ab-

sence. Moreover, the annual level of absence per

manufacturing worker, based on May 1976 data, was

10.3 days, compared to 9.0 days in 1957, based on

data for the second quarter. [222:19]

The average absence rate for service produc-

ing industries was slightly lower than the all

industry tota1 in May 1976 and May 1978. Em-

ployees in finance, insurance, and real estate

had the lowest incidence rate in 1976. Wholesale

trade workers had the lowest incidence rate in

1978 añd the lowest inactivity rates in 1976 and

1178. In the education sub-category, the inci-

dence rate for 1973-76 was near the average for

service producing industries, but higher than the

average in May 1976 and May 1978. For the 1973-

76 period, the average inactivity rate for em-

ployees in education was near the average for

service producing industries, was much higher in

May 1976, but lower in May 1978. [222:19; 401:50]

In the public administration category, state

government workers had the highest incidence rate

(8.0 percent) in Nay 1976, while postal workers

had the highest average rate of 8.5 percent for

1973-76. Postal workers also had the highest av-

erage inactivity rates in this category for both

periods. The average incidence rate for public

administration employees declined 6.9 percent

from May 1976 to May 1978; the average inactivity

rate dropped 11.1 percent. (222:19; 401:50J

Industry absence data compiled by the Bureau

of National Affairs show that manufacturing com-

panies had the latgest decline (-20.0 percent) in

their median monthly average absence rates from

1974 to 1978 among five types of organizations

surveyed. (See Table 12.) Nonmanufacturing

firms (-14.3 percent) and nonbusiness organiza-

tions (-6.7 percent) also showed decreases in

average absence rates during this period. How-

ever, increases in average absence rates from

1975 to 1978 were reported for fiuancia1 institu-

tions (15.0 percent) and health care institutions

(12.5 percent).

The most recent data from the National Cen-

ter for Health Statistics on work-loss days ac-

cording to industry are taken from the 1975

2oe/t8 injruieu Swue . 0f theindustries

classified, three groups had a work-loss average

greater than the average for all industries (5.2

days): public administration (7.1 days), manu-

facturing (6.1 days), and transportation and

public utilities (6.1 days). Five industry

groups had averages lower than the all-industry

average: agriculture (3.7 days); finance, in-

surance, and real estate (3.9 days); construc-

tion (4.6 days); wholesale and retail trade

(4.7 days); and services and miscellaneous (4.8

days). [164:l3J See Table E on page 149 for more

detailed data on work-loss days classified by

industry.

Organization size.--Recent data computed from

BNA survey responses and other services consis-

tently have indicated that large organizations

have higher average rates of absence than small

organizations. With one exception, this trend

has held true in each year from 1973 to 1977.

(Table 13.) This relationship remained the

same in 1978, when BNA data were classified in-

tO five categories. [113:2]:

Size of

Organization

Less than 250

Median

Abs ence

Rate, 1978

employees 2 . 5%

250-499 employees 2.8

500-599 employees 3.1

l, 000-2,4 99 employees 3.2

2,500 or more

employees 3.3

Total

Reporting

Companies*

60

76

63

37

27

*For fourth Quarter 1978 only, not entire year.

Copyright 1979, by the Bureau of National Af-

fairs, Washington, D.C. Used with permission.
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TABLE 12.--Median Monthly Average Absence Rates, by Type of Company, 1974-78

Type of Company

Manufacturing

Absence Race

Numberof Respondents

Nonmanufacturing

Absence Rate

Number of Respondents

Finance

Absence Rate

Number of Respondents

Nonbusiness

Absence Rate

Number of Respondents

Health Care

Absence Rate

Numberof Respondents

All Companies

1974

4.0%

112

2.8%

33

1975

3.3%

288

2. 0/

78

NR 2.0%

51

3.0%

23

2.4%

25

NR 2.4/

16

3.4%

168

3.0/

391

Year

1976' 1977' 1978'

3.2%

216

2.4%

69

2.2%

52

2.9%

27

2.9/

17

3.0%

312

3.1%

241

2.3%

74

2.2%

49

2.4%

37

2. 7%

21

2.8%

332

3.2%

187

2.4%

65

2.3%

53

2.8/

31

2.7/

16

2.9/

282

Data for "Number of Respondents" are for Fourth Quarter, not entire year.

Percent Change, 1978 over 1975.

NR = Not Reported

Percent Change,

1978 over 1974

-20. 0%

-14.3

+l5.0’

- 6.7

+l2.5

SOURCES: BNA Bulletins to Man&gement published by the Bureau of National Affairs, Washington,

D.C. Copyright by the Bureau of National Affairs. Used with permission.

March 27, 1975, p. 4; First Quarter 1976, p. 2; February 24, 1977, p. 2.

BNA 's Quo he:eIy Pepo L on theF /oyment OnL look: job Ab senee and 'Tu:mover

March 9, 1978, p. 2.

BILA ’s luarI:e Iy Report on job Absence and 'Tcorer Narch l5, 1979, pp. 2,4 .



Year

1973

1974

1975

1976

1977

TABLE 13.--Median Monthly Average Absence Rates, by Size of Company, 1973-77

Abs ence

Rate

3.9%

3.7

3.5

3.3

3.1

Lar ge

Total Reporting

Companies'

2l

58

95

78

94

Large companies = 1,000 or more employees

Small companies = less than 1,000 employees

Abs enc e

Rate

4.2%

3.2

2.9

2.8

2.7

Data for 1976 and 1977 are for Fourth Quarter, not entire year.

Small

Total Reporting

Companies'

37

110

29ó

234

258

SGURCES: BNA Bulletins to Management published by the Bureau of National Affairs, Washington,

D.C. Copyright by the Bureau of National Affairs. Used with permission.

March 27, 1975, p. 4; First Quarter 1976, p. 2; February 24, 1977, p. 2.

March 9, 1978, p. 2.

Ingham (1970) investigated eight British

firms of various size to examine the relation-

ship between organization size and absenteeism.

He found that organization size was positively

related to employee absenteeism, but had no re-

lationship to turnover. Therefore, he speculated

that workers in large organizations find more im-

personality and bureaucratization than in smaller

organizations, which reduces their identification

with the organization and results in increased

absenteeism for those in larger organizations.

[2461 *n "Profile of an Absentee," Raouf (1973)

reported that company size had no significant re-

lationship to the absence rates of workers in

Windsor, Ontario. [347] However, Kovach (1976)

found organization size to be positively cor-

related with absence rates. [270]

Gibson (1968) studied employee absence from

one high school and eight elementary schools in

the Boston metropolitan area for 1948-49 and

1958-59. These schools ranged in size froma

staff of 13 to a staff of 118. He found that

staff absence was associated with school system

size iu a curvilinear relationship, first

57

increasing, then turning and decreasing. No

evidence or rationale was given for the location

of the turning point. In addition, Gibson re-

ported that "absence will be more variable in

small systems than in large systems." f25:5]

A study on teacher absenteeism produced by

the Philadelphia Suburban School Study Council

and the South Penn School Study Council found

that for school year 1968-69, school systems

with more than 200 teachers had a higher degree

of total absence and use of sick and personal

leave than systems with less than 200 teachers.

When these school systems were divided into

ei8*t 8°°upS according to size of teaching staffs,

absence rates varied markedly but no significant

pattern could be identified. Five systems with

less than 100 teachers had a mean index (days of

absence per teacher per year) of 5.54 days and a

mean rate of absence (percent of total teacher

days per year lost to absence) of 2.95 percent

for total leave, paid and unpaid, for all teachers.

Six systems with between 250 and 300 teachers had

a mean index of 5.52 days and a mean rate of 2.95
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percent. [79:48] Bundren (1974) reported that, in

Clark County (Las Vegas), Nevada, size of Faculty

was not a significant predictor of teacher absen-

teeism. [8]

For Illinois school systems from 1971-72 to

1975-76, teacher absence increased steadily as the

size of the school system increased. Median ab-

sence rates in 1975-76 ranged froma low of 2.9

percent in schoo1 systems with an average daily

attendance of below 300 to 6.5 percent in school

systems with an ADA of 25,000 and above.

Teacher absence data in all size categories in-

creased during this period, some by a quarter

to a third of 1971-72 levels, except for the

largest category which declined to 6.5 percent

in 1975-76 from 8.4 percent in 1971-72, or 22.6

percent. [57:91 Data on teacher absence in Illi-

nois public schools by the day of the week ac-

cording to school system size can be found in

Table 17 on page 91.

Size of School System

Below 300 ADA

300 -599

600 - 1,199 ADA

1,200 — 2,4 99 ADA

2,500 —4,9 99 ADA

5,000 - 9,999 ADA

10,000 - 24, 999 ADA

25,000ô Above ADA

Statewide

1971-72

2.2%

2.8

3.0

3.3

3.8

4 .7

8.4

3.1

Number of Mean Work

Size of School System Districts Absence Rate

Small

(less than 200 employees) 91

Large

(200 employees or more) 44

4576%

4. 683

[ 78:23]

Personnel po1icies.--A study of 56 Pennsy1vania

school systems conducted by the Philadelphia Sub-

urban Schoo1 Study Council and the South Penn

Schoo1 Study Counci1 for school year 1968-69 in-

cluded an extensive analysis of the relationship

between teacher absenteeism and the existence of

severa1 types of personnel policies, or supplemental

remuneration. The results of the analysis for nine

areas summarized below indicate a genera1 relation-

ship between lenient personne1 policies and employee

absenteeism.

1. Teacher Absenteeism and Additional

Median Percentage

Marchant (1976) found that there was no sig-

nificant correlation between schoo1 size and the

absence rates of his sample of Richmond, Virginia,

elementary school teachers. [42] From data pre-

sented by the Pennsylvania School Boards Associ-

ation and reported in a statewide study of teacher

absence for 1977-78, it appears that small school

systems had virtually the same absence rate as

large systems:

1973—74

2.3/

2.9

3.2

3.7

4.1

4.4

4.8

8.3

3.5

Sick Leave

• During 1968-69, seventeen districts

that granted additional sick leave

over and above the State mandates had

1973—76

2.9/

3.0

3.2

3 .8

4 .6

5.6

4 .9

6.5

3.6

Percent Change

1971-72 to 1975-76

+31.8%

+ 7.1
+ 6.7

+15.2

+21.1

+24.4

+ 4.3

-22.6

+l6.1

[5 7:9]

a mean Index [days of absence per

teacher per yeah of 5.05 days (mean

Rate [percent of total teacher days

lost to absence] of 2.80 percent) for

sick leave with pay, all teachers.

Thirty-three districts that did not

graut additional sick leave had a

mean Index of 4.73 days (mean Rate

of 2.53 percent) for the same leave

category.



• In the typical district with 215

teachers this difference in absen-

teeism could amount to nearly 44

additional days of sick leave which,

at a substitute's per diem of $30,

would cost the district $1,320 for

the schoo1 year. [79:52]

2. Teacher Absenteeism and Proof of

Illness

• Thirty-eight districts that required

teachers to submit proof of illness

upon return from sick leave during

1968-69 had a mean Index of 4.99

days (mean Rate of 2.65 percent)

for sick leave with pay, all teachers.

• On the other hand, 12 districts that

did not require proof of illness had

a mean Index of 4.62 days (mean Rate

of 2.49 percent). [79:531

3. Teacher Absenteeism and Reporting

Practices

The districts were grouped according

to three types of practices whereby

teachers rsporf-in to their districts

that they are ill and unable to work.

The purpose of this grouping was to

determine if the type of reporting prac-

tice may have any bearing on extent of

absenteeism.

• Five districts required teachers to

report-in to an answering service

during 1968-69, and had a mean Index

of 5.79 days (mean Rate of 3.01 per-

cent) for sick leave with pay, all

teachers.

• Where teachers were required to call

their building principals, the mean

Index for 32 districts was 4.54 days

(mean Rate of 2.46 percent) for the

same leave category.

• The third practice, that of calling

district personnel other than answer-

ing services or principals, was employed

in 11 districts which had a mean Index
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of 5.13 days (mean Rate of 2.68 per-

cent). [ 79:54]

A study by the Pennsylvania School Boards

Association for school year 1977-78 confirmed

this pattern. In ranking the effectiveness of

different reporting procedures, the procedures

that were matched with the absence rates for

teachers in the sample were, in order of their

effectiveness:

Contact

Building Principal

Central Office Administrator

Building Secretary

Centra1 Office Secretary

Answering Service

(District-0perated)

Answering Service

(Contracted)

Other Department Supervisor

Mean Work

Absence Rate

4. 508%

4 . 648

4 .7 78

4. 985

5. 209

5.629

6. 486

[78:29]

4. Teacher Absenteeism and Personal Leave

Persona1 or emergency leaves are

not strictly specified in the School

Lis but are left largely to the dis-

cretion of local Boards. As a result,

a great many variations are found in

personal-leave policies among the dis-

tricts, especially regarding the number

of days allotted teachers each year, ac-

ceptable reasons for use of the leave,

and days on which persona1 leave is

prohibited.

• During 1968-69, eight districts with

policies that granted teachers one

day of personal leave per year had a

mean Index of 0.33 days (mean Rate of

0.18 percent) for personal leave with

pay, all teachers.

• The mean Index for 21 districts that

granted teachers two persona1 days per

year was 0.72 days, more than double

the mean Index for districts that

granted one day. [79:54]



Teacher Absenteeism and Submittal of

Reasons for Personal Leave

• Twelve districts did not require

teachers to submit reasons for each

use of personal leave during 1968-69

and had a mean Index of 0.84 days

(mean Rate of 0.45 percent) for per-

sona1 leave with pay, all teachers.

z However, 32 districts required sub-

mittal of a reason for each use of

personal leave and had a mean Index

of 0.49 days (mean Rate of 0.24

percent).

c Whereas male teachers generally uti-

lized less sick leave than female

teachers in all the districts, the

male teachers averaged more personal

leave than female teachers only in

those districts where no Questions

were asked concerning the purposes

for which the personal leave was

taken. [79:55]

6. Teacher Absenteeism and Cumulation of

Unused Personal Leave

• Five districts permitted the cumulation

of unused personal leave by teachers

for use in succeeding school years and

had a mean Index of 0.53 days (mean

Rate of 0.28 percent) for personal

leave with pay, all teachers.

z The 45 districts that did not author-

ize cumulation of unused personal

leave had a mean Index of 0.57 days

(mean Rate of 0.30 percent) for the

same leave category. [79:58]

7. Teacher Absenteeism and Maternity Leave_

» Seventeen districts that granted mater-

nity leave during 1968-69 had a mean

Index of 6.37 days (mean Rate of 3.51

percent) for total leave, pay and no

pay, female teachers.

• Meantime, 31 districts without policies

for maternity leave had a mean Index of

7.22 days (mean Rate of 3.90 percent).

[79:55]

8. Teacher Absenteeism and Additional

Bereavement Leave

Fourteen districts granted funeral

leave on the death of a friend while

36 districts did not grant such

leave. Both groups of districts had

identical mean Indexes of 0.21 days

(mean Rates of 0.11 percent) for

bereavement leave with pay, all

teachers.

• Fifteen districts granted additional

days of bereavement leave beyond the

State mandates and had a mean Index

of 0.26 days (mean Rate of 0.14 per-

cent) for bereavement leave with pay,

all teachers. The 35 districts that

did not exceed State mandates had a

mean Index of 0.20 days (mean Rate

of 0.10 percent). [79:55)

9. Teacher Absenteeism and Severance Pay

o In 1968-69, severance pay to teachers

upon retirement was granted by 21

districts which hada mean Index of

6.09 days (mean Rate of 3.27 percent)

for total leave, pay and no pay, all

teachers.

• Twenty-nine districts did not grant

severance pay and had a mean Index

of 5.43 days (mean Rate of 2.92

percent).

• Four districts that plan to enact

policies for severance pay during

1970-71 had a mean Index of 6.28

days (mean Rate of 3.40 percent)

for total leave, pay and no pay,

all teachers in 1968-69. [79:38]

0ne study examined the effects of personnel

practices in Japanese- and American-managed firms

based in the United States, and whether or not

any differences found led to different employee

attitudes and behavior as measured by job satis-

faction and employee attendance. The central ob-

jective of this three-year study by Pascale (1978)

was to ascertain if Japanese employment practices



in industrial organizations, widely discussed in

the business literature, were applicable outside

Japan. "Japanese-managed" firms were defined as

those which were headed by a Japanese national,

had two or three Japanese senior managers in key

staff positions (e.g., accounting, planning, in-

dustrial engineering), had American managers in

line positions from senior management to foremen

and supervisors, and had an American workforce.

Pascale reported that attendance, tardiness, and

turnover were not significantly different between

American workers employed in 13 Japanese-managed

and 14 American-managed firms in the U.S. that

were :natched on an industry-by-industry basis.

[328]

Satisfaction with organizational policies and

practices.--Four studies have examined the effect

of this'variable on employee absenteeism for non-

educational personnel. There was no significant

relationship between satisfaction with organiza-

tional policies and practices and the absenteeism

of white-collar females studied by Metzner and

Mann (1953) {302] nor with female clerical work-

ers studied by Waters and Roach (1971, 1973) [417;

416). However, Metzner and Mann found a negative

relationship between satisfaction with company pol-

icies and practices and the absenteeism of white-

collar males. [3021 In an industrial study con-

ducted in Britain, Nicholson, Wall, and Lischeron

(1977) reported onlya slight negative relation-

ship between satisfaction with the firm and casual

absence and propensity to leave, although they

found the strongest negative relationship between

satisfaction with the work itself and these with-

drawal factors. [320]

Employee control and participation.--How employee

control and participation in the work environment

affects absenteeism was investigated in two studies.

Fried, Westman, and Davis (1972) examined the degree

of employee control among 40 groups of male factory

workers and how the presence or absence of such
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control related to absenteeism. They found that

a negative relationship existed between (a) em-

ployee control over the work pace and absentee-

ism and (b) employee control over corrections

and adjustments and absenteeism. Absenteeism was

not affected by either employee control over the

flow of materials or control of the machine.

[183]

Nicholson, Wall, and Lischeron (1977) exam-

ined the impact of employee participation in

decisionmaking on the absenteeism of 95 British

blue-collar males. Three levels of employee in-

fluence were used: local (e.g., control over

pace and Quality of work, earnings, and machine

maintenance), medium (e.g., contro1 over hiring

and promotions, buying of materials, and work

methods), and distant (e.g., control over capi-

tal expenditure, manpower distribution, and dis-

tribution or profits). Subjects were asked the

degree to which they had actual (existing) in-

fluence over items associated with these levels

or whether they should have (desired) influence

over them. Results indicated that a negative re-

lationship was found between existing influence

at the local level, as perceived by employees,

and absenteeism. No other relationship was re-

ported to be a significant predictor of absen-

teeism, whether existing influence at the medium

or distant levels or desired influence at any of

these three levels. 320]

Satisfaction with promotion.--Employee satisfac-

tion with promotion and advancement seems to

be inconsistently related to absence rates. Metzne

and Mann (1953) reported a negative relationship

between satisfaction with promotion and the ab-

sence of white-collar males studied [302], as

did Patches (1960) [329J, Goble (1976) [2001,

and Smith (1977) 387] in their studies. How-

ever, more studies reported no relationship be-

tween satisfaction with advancement and absen-

teeism--Metzner and Mann (1953) for white-collar

females [302], Waters and Roach (1971, 1973)

(417; 416], Hackman and Lawler (1971) [209],
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Newman (1974) [313], Nicholson, Brown, and Chadwick-

Jones (1976) [318], and Garrison and Muchinsky

(1977) {187]. Nicholson, Wall, and Lischeron (1977)

founda slight negative correlation between satis-

faction with promotion and casua1 absence and the

propensity to leave in a group of British blue-

collar workers, but this association was much weaker

than that found between satisfaction with the work

itself and the absence and leaving variables. (320a

Adams (1976) studied the relationship between

absenteeism in high school and absenteeism in in-

dustry for three categories of factory workers

(nonskilled, semi-ski1led, and skilled) in Salem

County, New Jersey. From the data he concluded

that there was no relationship between the pro-

motions of nonskilled and semi-skilled workers and

their high school absence records. Adams did find

a significant relationship between high school ab-

sence of students who became skilled workers and

lack of promotion. When on-the-job absence was

studied, all workers had fewer promotions because

of their absence.

Moreover, high school absence was found to re-

late significantly to job absence; however, Adams

cautioned that the predictive validity between

these two variables was limited and must be con-

sidered with other factors. Adams recommended

that programs should be established which would

inform the parents of vocational students about

the possible long-term effects of poor attendance

when considered with other background factors. [93]

Schroeder (1977) reported that satisfaction

with promotion, as measured by the Job Descipâiuu

Jndes, was not related to the absence frequency

of Wew Orleans, Louisiana, teachers under study.

[641

Salary leve1 wa e rate.--The existing research

appears to indicate that there is no consistent

pattern of findings between an organization's sal-

ary level or wage rate and the level of employee

absence. In an early study, Jackson (1944) con-

cluded that employees who made more money and

were upgraded in their jobs had a better attendance

rate than lower paid workers who had been down-

graded. [251] Lundquist (1958) found that a neg-

ative relationship between wage rate and absence

existed among eight groups of Swedish factory

workers. [287] Similar results were reported by

Fried, Westman, and Davis (1972) for male factor;

workers [183J, Bernardin (1977) for male white-

collar sales personnel [ll2l, and Beatty and

Beatty (1975) for black, female, hardcore un-

employed clerical workers. [105]

Three noneducation studies came to differ-

ent conclusions. Shepherd and Walker (1958) re-

ported that higher-wage iron and steel workers

were absent more than lower-wage workers. [377]

Baumgartel and Sobol (1959) found no relation-

ship between wage rate and the absence of male

and female white-col1ar and female blue-collar

workers, after the effects of age and seniority

were partialled out. [104] Nor did Weaver and

Holmes (1972) report any significant correlation

between wage rate and the absence of 286 female

government employees they studied. [419]

Weaver (1970) reported that for municipa1

employees in San Antonio, Texas, from January

1967 through November 1969, "generally, the

interpretation is that the higher the employee's

salary level, the less sick leave he is likely

to take.” [418:6761 When the mean of mean num-

ber of minutes of sick leave taken by these em-

ployees in each of six salary categories was

calculated for this period, there were three

distinct levels of sick leave usage based on

employee salary level. The highest average

monthly number of minutes of sick leave was

taken by employees in the $300-399 salary cate-

gory (27.48 minutes). Four salary categories

comprised the mid-range of sick leave use:

15.48 minutes of sick leave were taken by em-

ployees in the $400-499 salary category; 17.31

minutes, for the $600-699 category; 18.29 min-

utes, for the under $300 category; and 19.71

minutes, for the $500-599 category. The lowest

average monthly number or minutes of sick leave

was taken by employees in the highest salary

group, $700 per month or more (4.04 minutes).



Data from the 1971 2eclAk Ju¢erui0w Snwe,

conducted by the National Center for Health Sta-

tistics, indicated that family income negatively

affected employee absenteeism. Employees with a

family income of less than $3,000 a year lost 9.4

work days compared to employees with a family in-

come of more than $15,000, who lost four days to

absence. [427:120] Results from the 1975 survey

also indicated that family income was negatively

related to employee absenteeism, regardless of

sex. For both sexes, employees with a family in-

come of less than $3,000 were absent an average

of 8.7 days; for males, 7.2 days; and females, 10.1

days. For both sexes, employees with a family in-

come of $15,000 or more had an average of 4.2 work-

loss days; for males, 3.8 days; and females, 4.8

days. [164:8] As shown in Table D on page 148,

high absence groups were identified as 45-64 year-

old males witha family income of less than $5,000

and 25-44 year-old females with a family income of

less than $3,000. 164:31]

Three studies dealt specifically with this

issue as it relates to teachers. Bundren (1974)

reported that for Clark County (Las Vegas), Nevada,

teachers, salary level was not a significant pre-

dictor of absenteeism. [8] The same finding was

reported for professional personnel in the Fort

Madison (Iowa) Community School District (Redmond,

1978). [36] The results of a Dade County (Miami),

Florida, study confirmed the existence of three

distinct levels of sick leave use based on salary

level, as did Weaver's study, but reversed their

direction. The Office of Management and Budget

for the county's public schools found that during

the first half or school year 1977-78, 10-month

teachers who were paid:

m under $11,000 took about 5 percent of

their nonholiday sick leave

• from $11,001-13,000 took about 20 per-

cent of their nonholiday sick leave

• from $13,001-15,000 took about 15 per-

cent of their nonholiday sick leave

m from $15,001-17,000 took about 20 per-

cent of their nonholiday sick leave

1. Minimum salaries and absenteeism

(drawing power)
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• over $17,000 took about 35 percent of

their nonholiday sick leave. [1:131

For school year 1968-69, the Philadelphia

Suburban School Study Council and the South Penn

School Study Council analyzed the relationships

among the drawing power (minimum salaries paid

to a beginning teacher with a B.A. degree) and

the keeping power (median salaries) of the sal-

ary schedules in 44 Pennsylvania school systems

and teacher absence. They concluded that for:

• Thirty-one districts with minimum

salaries of $5,800 or more in 1968-

69 had a mean Index [days of absence

per teacher per year) of 6.45 days

(mean Rate [percent of total teacher

days per year lost to absence] of

3.45 percent) for total leave, pay

and no pay, all teachers.

• Thirteen districts with minimum sal-

aries less than $5,800 had a mean

Index of 5.65 days (mean Rate of 3.04

percent) for total leave, pay and no

pay, all teachers. {79:48]

2. Median salaries and absenteeism

(keeping power)

• Twenty-nine districts with median

salaries that ranged from $7,000 to

$7,999 had a mean Index of 6.20 days

(mean Rate of 3.32 percent) for total

leave, pay and no pay, all teachers.

• Meanwhile, 15 districts with median

salaries that ranged from $8,000 to

$8,999 had a mean Index of 6.22 days

(mean Rate of 3.32 percent) for the

same leave category. (79:491

In related research, absence rates decreased

when an employee pay system was changed from

hourly to salary, according to Glaser (1976)

[197]; however, Hulme and Bevin (1975) [239]

reported opposite findings.
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Satisfaction with pay.--Although employees typi-

cally rank salary wants among their top job Con-

cerns, whether rank-or-file, professional, or man-

ageria1, there is no consistent evidence to support

the contention that satisfaction with pay exerts a

strong influence on employee absenteeism.

Metzner and Mann (1953) found conflicting re-

sults in their study of white-collar workers. Al-

though a negative relationship existed between

satisfaction with pay and absenteeism among males,

no significant relationship was found between

these two variables among females. [3021 Patchen

(1960) studied the effects of satisfaction with

pay on the absence of 487 oil refinery workers.

He found a negative correlation between these var-

iables. [329] Dittrich and Carrel (1976) [165]

and Smith (1977) [387] also founda negative re-

lationship between satisfaction with pay aud ab-

senteeism. Goble (1976) reported the same find-

ing for a sample of Delmarva processing plant

workers. [200) Satisfaction with pay was found

to have only a slight negative relationship to

both casual absence and the propensity to leave

in a study of 95 British steelworkers by Nichol-

son, Wall, and Lischeron (1977). However, this

association was much smaller than the relation-

ship found between satisfaction with the work

itself and the factors of absence and leaving.

[320]

Seven studies found in the noneducation

Literature indicated that no relationship existed

between satisfaction with pay and absenteeism:

m Lundquist (1958), who studied eight

groups of Swedish factory workers

[287];

e Hackman and Lawler (1971), who stud-

ied telephone company employees [209J;

• Waters and Roch (1971) and their rep-

lication (1973), which involved a sam-

ple of female clerical employees

[417; $16];

o Newman (1974), who studied a sample

of nursing home employees [313];

o Nicholson, Brown, and Chadwick-Jones

(1976), who studied 1,222 British

blue-co1lar workers [318]; and

• Garrison and Muchinsky (1977), who

studied a namp1e of accounting de-

partment employees. [187J

Three studies have examined the effect of

satisfaction with pay and teacher absenteeism.

Slick (1974) reported a negative relationship

between the absence frequency of 1,536 Pennsyl-

vaiia teachers and satisfaction with salary.

[68] Likewise, Schroeder (1977) [64] and

Bridges and Hallinan (1978) 7] found signifi-

cant negative relationships between satisfaction

with pay and teacher absenteeism for samples in

New Orleans, Louisiana, and California and Wis-

consin, respectively.

Organizational climate.--Slick (1974) investi-

gated a number of organizational climate factors

hypothesized to influence teacher absence fre-

quency. Over 1,500 teachers in six school sys-

tems in Southeastern Pennsylvania school sys-

tems comprised the sample. No relationship was

found between absence frequency and community

pressure. A positive relationship existed be-

tween absence frequency and the perceived level

of hindrance. Negative correlations were found

between absence frequency and perceived levels

of teacher load, teacher status, school facili-

ties and services, and community support for

education. [68] None of the eight subtests of

the OrgnuizctiounS CZimcte Duscriptiou *s*iO"-

naize was found to have a relationship to the

absenteeism of Richmond, Virginia, elementary

schoo1 teachers in Marchant's 1976 study. These

subtests included the following organizational

climate components: disengagement, hindrance,

esprit, intimacy, aloofness, production emphasis,

thrust, and consideration. [42]

Availability of overtime work.--Some research ap-

pears to indicate that the availability of overtim

work which offers premium pay may reward absen-

teeism, not attendance. Gowler (1969) [206]



and Martin (1971) [296] both reported that the

availability of overtime work among male and fe-

male employees was positively associated with ab-

senteeism. However, studies by Buck and Shimmin

(1959)’[124) and Flanagan, Strauss, and Ulman

(1974) 176] found Oo such relationship. Thus,

it is possible for an employee to be absent dur-

ing regular working tours, perhaps paid sick leave,

and make up this time later by working overtime.

Such a reward would act completely opposite to its

intention. However, the four studies in this area

used weak measures of absence or very small sam-

ples, according to Steers and Rhodes (1978), and

so the true influence of overtime availability on

absenteeism "must remain in the realm of conjec-

ture pending further study." [394:398]

Shiftwork.--Three studies have investigated the

relationship between Oshif w rka nd employee ab-

sence. Shepherd and Walker (1936) found that in

a large iron and stee1 works, three-fourths of

single shift absences taken without permission

occurred on the morning shift. Absences taken

with permission were distributed more evenly over

each of the three shifts. Shepherd and Walker

concluded that casual absences on the morning

shift largely were due to the workers' early

morning start. [378]

Pocock, Sergean, and Taylor (1972) studied

the absence records of 782 shift workers in a

British food manufacturing plant before and af-

tera continuous seven-day work schedule was

changed to a rapidly rotating schedule. When ab-

sence data from the 12 months before the change

and the 12 months after the change were compared,

certified sickness absence increased 36 percent,

uncertified sickness absence increased 29 percent,

and absence for reasons other than sickness de-

clined2 percent. In contrast, certified sick-

ness of insured workers of that region of England

increased 8 percent. [340]

In a study of female hourly-paid workers in

a food processing plant, Nicholson and Goodge

(1976) found that the attendance of full-time
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production workers was more susceptible to vari-

ations in work shifts than that of part-time

workers. There was no significant difference

in absence or lateness between permanent part-

time morning, afternoon or night shifts, but a

significant difference did occur between the av-

erage absence levels of the full-time (rotating)

morning and afternoon shifts. In addition, part-

time workers had consistently lower levels of

casual and unsanctioned absence than full-time

workers. However, there was uo difference in

their levels of absence due to sickness. [317]

Bargaining and union activity.--Research

consistently indicates that bargaining and

union activity has a negative impact on

employee attendance. Citing data collected

[rom the May 1978 VrrenA PopnZQtion Suruey

of the Bureau of Labor Statistics, Taylor

(1979) reported that the average incidence

and inactivity rates for union employees

were higher than those for nonuniou workers,

in every industrial category [401:52]:

Incidence Rate Inactivity Rate

Union Nonuoion Union Nonunion

Total 7.6% 6.1% 4.3% 3.2%

Manufacturing 8.5 6.6 4.9 3.6

Transporta-

tion and

Utilities 7.8 5.7

Trade 6.7’ 5.3

Services 7.3 7.0

Public admin-

istration 7.9 3.9

5.4 3.8

3.3 2.6

3.5 3.3

3.8 2.8

Results of a statewide study of teacher ab-

senteeism in Illinois conducted by the Academy

for Educational Development (1977) showed that

teachers in school systems without negotiated

agreements had a lower rate of absence than

teachers in school systems with bargained con-

tracts. School systems without contracts had a

median teacher absence rate of 3.0 percent in

1975-76, compared to 3.6 percent for systems

with contracts but no affiliation, 3.9 percent

for systems with NEA-affiliated contracts, and

5.0 percent for systems with AFT-affiliated con-

tracts. This ranking remained the same in school
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years 1971-72 and 1973-74. However, teacher ab-

sence rates for school systems without contracts

increased 11.1 percent from 1971-72 to 1975-76,

compared to an increase of 9.1 percent for sys-

tems with contracts but Do affiliation and 2.6

percent for systems with NEA-affiliated con-

tracts, and a decrease of 5.7 percent for AFT-

affiliated contracts, from 5.3 Qercent to 3.0

percent. [57:9] For data on teacher absence in

Illinois by day of the week classified according

to school systems with or without teacher con-

tracts, see Table 17 on page 91.

Bundren (1974) found that in the Clark County

(Las Vegas), Nevada, school system, the absence

rate of both continuously employed and newly

hired teachers increased significantly after col-

lective bargaining legislation was enacted in that

state. Neither situational nor demographic fac-

torso discussed elsewhere in this Research Brie ,

were found to be significantly related to teacher

absenteeism. 81

Redmond (1978) reported similar findings for

professional personnel in the Fort Madison Commu-

nity School District (Iowa) over a four-year pe-

riod. Me reported that a significant positive re-

lationship existed between days missed for sick

leave and the beginning oi collective bargaining.

Significant relationships also were found between

the beginning of use of a master contract and

frequency and duration of sick leave used. Of 10

demographic variables studied, only gender influ-

enced employee absence rates. [56]

Employment status.--Studies by Behrend (1951,

1953) [109; 108] and Crowther (1957) {156] re-

ported that a negative relationship existed be-

tween general changes iu unemployment levels with-

in a given geographic region and absenteeism. As

layoffs became imminent, i.e., when an employee's

own employer began to lay off workers, absenteeism

decreased even more. [394:3971 However, when in-

dividual employees knew that they were going to be

laid off, their absence rates were significantly

higher than workers who were not laid off (Owens

1966). [327]

However, Mershey (1972) reported opposite

findings. No significant changes in absenteeism

or lateness were found during a three-month pe-

riod when 100 employees knew that they would or

would not be laid off. {226] Using data from

Current Popufallon !Surveys He dges (1973) com-

pared monthly unemployment rates and part-week

worker absence nationwide for the period 1967

to 1972 and found no relationship between the two

variables. [221:25-26]

WORK ENVIRONMENT FAcTDRS

Work unit size.--"Previous research in business

organizations shows that the organizational char-

acteristic most consistently related to absentee-

ism is subunit size," stated Bridges and Mallinan

(1978). [7:25] There also are indications of

similar findings in education.

The following studies reported that a posi-

tive relationship existed between work unit size

and employee absenteeism:

• Covner (1950), who studied 38 groups of

plant and office workers 153];

• Acton Society Trust (1953), which stud-

ied 91 groups of factory workers {383];

• Hewitt and Parfitt (1933), who studied

18 groups of factory workers [230];

• Argyle, Gardner, and Cioffi (1958),

who studied workers in 86 production

departments {99];

• Revans (1958), who studied groups of

blue-collar workers from five studies

[ 332];

m Baumgartel and Sobol (1959), who stud-

ied 11 groups of blue- and white-collar

workers [104];

• Indik and Seashore (1961), who studied

groups of factory workers [245]; and

z Indik (1965), who studied 32 groups of

delivery drivers. [244]



However, Kerr, Koppelmeier, and Sullivan

(1951) reported that they found no relationship

between work unit size and the absenteeism of pro-

duction workers studied. [262] Nor did Metzner

and Nann (1953) find a correlation between work

unit size and the absences of the white-collar

men and women or blue-collar men they examined.

[ 302]

One of Gibson's conclusions in his 1968 study

of staff absence in Boston, Massachusetts, area

schools was that: "In small systems as compared

with large systems, absence is more a function of

the total social system while in large systems,

absence is more associated with the characteristics

of the subsystem work group." [25:5] According to

Bridges and Hallinan (1978), subunit size and work

system interdependence had direct, independent ef-

fects on the absenteeism of teachers io 57 Califor-

nia and Wisconsin elementary schools. Subunit size

was positively associated with absenteeism and work

system interdependence was negatively related to

absenteeism. [7J

Iu the Chicago, Illinois, public schools,

staff absenteeism in elementary schools was lowest

in the smallest schools in 1959-60, but no other

consistent relationship seemed to occur. Data for

February 1960 indicated that the lowest average

amount of sick leave taken was for elementary

schools with a staff of less than 10 (0.56 days).

Elementary schools in eight larger staff size cate-

gories all had sick leave days taken between 0.89

and 0.72 days. These data are shown below for the

elementary leve1; at the high schoo1 level, an ir-

regular pattern of absences was found:

Size of

staff

Elementary School

Number

of

schools

Under 10.........

10-14............

15-19............

20-24 ............

25-29............

30—34 ............

35-39............

40-44 ............

45 and over......

Total.........

10

21

18

23

378

Average s ick

leave taken

( days)

.56

.73

. 78

.77

.80

.89

.85

.77

.72

.79

Size of

staff

High School

Number

or

Under 40.........

40-59............

60-79............

80-99............

100-119..........

120 and over.....

Total.......

SChOOls

8

11

13
9

6

6

53

Average sick

leave taken

(days)

67

Satisfaction with the work itself.--Nearly 30

years of research consistently supports the conte

tion that dissatisfaction with the work itself

is a ma'or determinant of em lo

. 62

. 86

. 52

. 7 1

. 65

. 54

. 65

[ 37 : 9 ]

yee absenteeism.

While Kerr, Koppelmeier, and Sullivan (1951)

found a positive relationship between satisfac-

tion with work and the absenteeism of factory

workers studied when absence was measured by

total days absent, they reported a negative cor-

relation for the same sample when uncertified or

unauthorized absence was used as the measure of

absence. [2621 Metzner and Mann (1953) also

reported divergent results. They concluded that

satisfaction with work and absenteeism were neg-

atively related for blue-collar males in their

sample, but the same variables were not related

for white-collar males and females. [302] Neg-

ative relationships between satisfaction with

the work itself and absenteeism were found in

studies of factory workers (Lundquist, 1958)

[287] and delivery drivers (Indik, 1965) [244].

Waters and Roach (1971) found a negative

relationship between satisfaction with work and

absenteeism among 160 female clerical workers.

{417] The same results were produced in their

1973 replication of this study. [416] Similar

negative correlations between these variables

likewise were reported by Newman (1974) in a

study of male and female nursing home employees

[3131 Dittrich and Carrel (1976) in a study of

government clerical employees [165], and Smith

(1977) in a study of managers. [387] Goble

(1976) concluded that workers in a Delmarva

processing plant who were most dissatisfied with
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work, as measured by the Job Desoiptiu9 /ndez,

had more excused absences, absences for persona1

illness, aud total absences than more satisfied

workers. [200] Nicholson, Brown, and Chadwick-

Jones (1976) reported no significant relationship

between ’satisfaction with the work itself and the

absenteeism of 1,222 British blue-collar workers

they studied. [318]

Using the Gorier Opinion 6umC, a version

of the Job Descripâiue Judec modified for British

blue-collar workers, Nicholson, Wall, and Lischeron

(1977) found that dissatisfaction with the work it-

self was the chief predictor of both casual absence

and the propensity to leave among 95 male steel-

workers in Northern England. Dissatisfaction with

the work itself had a far greater impact than any

of the other areas they studied, which included

satisfaction with co-workers, pay, promotion, the

firm, and the immediate supervisor. [320]

Garrison and Muchinsky (1977) reported mixed

findings in their study of 174 accounting depart-

ment workers. Whereas satisfactiOn with work was

a significant negative predictor of absenteeism

without pay, there was no correlation between

satisfaction with work and absenteeism with pay.

[187] Johns (1978) also reported varying results

depending on the absence measure used. When satis-

faction with the work itself and absence frequency

were examined, a negative relationship between

these variables was found. However, no relation-

ship existed between work satisfaction and time

lost. [2521

In a sample of 1,536 Pennsylvania teachers,

Slick (1974) found that no significant relation-

ship existed between absence frequency and satis-

faction with teaching. [68] Schroeder (1977) re-

ported that there was no relationship between

satisfaction with the work itself and the absence

frequency of teachers in a metropolitan New Orleans,

Louisiana, school system. [64] Foster (1977) noted

that teacher morale in selected New York City

schools with high and low rates of teacher absen-

teeism did not vary in terms of teacher perception

of his or her satisfaction with teaching. In a

related area, Foster found that the ratios of

teacher absenteeism in the schools with high vs.

low absenteeism were not significantly affected

by the percentage of teachers filing school level

grievances. [18]

Group cohesion/satisfaction with co-workers.--

Findings on the relationship between group co-

hesion and employee absenteeism suggest that

there consistently has been a lack of correla-

tion between these two factors. Price (1972)

contended that the most widely used definition

of coAesiueness is "the attraction of membership

in a group for its members." Measuring cohesion

is accomplished by determining how much employees

like their co-workers. The most carefully con-

structed measure of this variable, according to

Price, is the Satisfaction with Co-Workers scale

of the Job Descriptive Tndem. 346; 388; 7:30]

Mann and Baumgartel (1952) reported that a

sense of group belongingness, group spirit,

group pride, or group solidarity among workers

was negatively related to absence rates. [2931

Metzner and Mann (1953) reported a significant

negative relationship between satisfaction with

co-workers and the absenteeism of white- and

blue-collar males, but not of white-collar fe-

males. {302] Gibson (1966) concluded that the

more isolated one employee is from other em-

ployees, the easier absence can be legitimized.

It is especially easy when the staff member

values social contacts at work and when work

identification is low. [26:132] Highly cohesive

groups see coming to work as helping one's co-

workers; thus, attendance, rather than absentee-

ism, can be expected (Whyte, 1969 {425] and

Lawler, 1971 {280]).

Using the Job Descriptive /ndem, Waters

and Roach (1971) found a negative correlation

between satisfaction with co-workers and absen-

teeism in a sample of female clerical workers.

[417] However, in a 1973 replication of this

study, they round no relationship between satis-

faction with co-workers and absenteeism. [416]

In a survey of 64 college undergraduates,



Lamberth and Padd (1972) found that as the attitu-

dinal similarity between the subjects and their

hypothetical co-worker increased, so did their

willingness to attend work. [274J

Workers least satisfied with their co-workers

appeared to have more absences related to family

illness than workers who were more acceptable to

others, Goble (1976) reported. {200] Nicholson,

Wall, and Lischeron (1977) reported that satisfac-

tion with co-workers was negatively related to

both the casual absence and propensity to leave

of a group of British blue-collar workers, but

not nearly as much as satisfaction with the work

itself. {320]

In addition to studies by Lundquist (1958)

}287] and Nicholson, Brown, and Chadwick-Jones

(1976) [318], seven other studies failed to find

any significant relationship between satisfaction

with co-workers and absence rates:

• Newman (1975), who used the JN JgoeS

6o 3e fora sample of nursing home

employees [313];

• S1i ck (1974), who used the Pu due

7’caofier Open?ona?we and the Or9nu?za-

tional Climate Dece p Lion Quest?c'n-

nn?W f or a sampIe of 1,5 36 teachers

in six Southeastern Pennsylvania

school systems {68];

• Garrison and Muchinsky (1977), who

used the JD/-Qo-Vor1urs scale fora

sample of employees working io the

accounting department of a large

public utility [1871›

• Foster (1977), who used the Porte

TuecA6r 0piniouair9 for a sample of

New York City elementary teachers [18];

• Schroeder (1977), who used the JD/-fo-

Workers scale for a sample of New

Orleans, Louisiana, area teachers [64];

• Bridges and Hallinan (1978), who used

the JDJ-Co-Workers scale fora sample

of California and Wisconsin elementary

school teachers [71; and

69

• Kauffman (1978), who used the E/£O-B

questionnaire, the Califoiic Ps cAo-

SogicdZ Juusuto , a demographic ques-

tionnaire, and personal interviews for

a sample of 100 nurses in the Los An-

geles, California, area. [258]

Satisfaction with the supervisor.--How workers

feel about their supervisors may have an impor-

tant impact on job satisfaction, but little ef-

fect on employee absenteeism. {394:395] In des-

cribing a case study of management concern about

the absenteeism of its manufacturing plant work-

ers, Covner (1950) reported that when an attitude

survey was conducted, the unfavorable attitude of

workers toward management was the strongest pre-

dictor of absenteeism. [153] Mann and Baumgartel

(1952) indicated that, among plant workers, low

absenteeism was noted”where workers reported

that the foreman (a) creates an atmosphere which

contributes to free and easy discussion of work

problems, (b) has time to talk to his men about

personal problems, (c) holds group discussions

with his men, (d) can be counted to 'go to bat'

or 'stand up' for his men." [293; 216:536]

Metzner and Mann (1933) concluded that

satisfaction with supervision was negatively

related to the absence of white- and blue-collar

males studied, but had no effect on the absence

of white-collar females examined. [302) Gersten-

feld (1969) reported in a study of female produc-

tion workers that there was "a strong relation-

ship between the worker's attitude toward {herJ

immediate supervisor and [her] absences. Those

workers who feel that their boss is frequently

unfair are generally the same workers with poor

records of attendance." [193:56-57; 216:536)

Smith (1977) found a negative correlation between

satisfaction with supervision and the absenteeism

of 27 groups of managers. [387)

Campbell (1970) contended that when subordi-

nates see their supervisor using his or her sick
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leave liberally, they may do the same thing. This

kind of supervisor cannot realistically criticize

employees for abusing their sick leave, which only

serves to compound the problem. {132:4*l Johns

(1978) investigated three factors relating to the

influence of the supervisor on the absenteeism of

208 operative employees in a manufacturing plant.

Satisfaction with supervision was found to be

negatively related to absence frequency, but un-

related to time lost. Consideration, one of the

leadership style variables analyzed, was negatively

related to both absence frequency and time lost.

Initiating structure, the other leadership style

factor, was negatively related to time lost, but

unrelated to absence frequency. [2521

However, most of the research contradicts the

belief that satisfaction with supervision exerts

an appreciable impact on absenteeism. For example,

Lundquist (1968) {287], Hackman and Lawler (1971)

[209], Waters and Roach (1971, 1973) [417; 416],

Newman (1974) {3131, and Nicholson, Brown, and

Chadwick-Jones (1976) [318] all reported that no

significant relationship existed between satisfac-

tion with supervision and the absenteeism of work-

ers studied. As Argyle, Gardner, and Cioffi (1958)

concluded for production department workers [99],

Bernardin (1976) also found no correlation between

supervisory style and absenteeism ina sample of

501 police officers in a major city. 111]

In a study of accounting department workers,

Garrison and Muchinsky (1977) found no correlation

between JDJ-5nperuision and either paid or unpaid

absences. {187] Satisfaction with the immediate

supervisor, as measured by the Gorier Opinion Si-

uey, was found to have a negative relationship to

both casual absence and propensity to leave ina

study of 95 British steelworkers by Nicholson,

Wall, and Lischeron (1977). However, this effect

was much weaker than the one found between satis-

faction with the work itself and the absence and

leaving variables. [320]

Schroeder (1977) reported no significant re-

lationship between 12 patterns of the principal's

managerial behavior and the absence rate of 96

teachers in eight schools randomly selected from

a total population of 3,800 teachers in a school

system located in metropolitan New Orleans,

Louisiana. (These 12 patterns of the principal's

managerial behavior included: representation,

demand reconciliation, tolerance Of uncertainty,

persuasiveness, initiating structure, tolerance

of freedom, role assumption, consideration, pro-

duction emphasis, predictive accuracy, integra-

tion, and superior orientation.) In addition,

satisfaction with supervision, as measured by the

Job Desciptius Judem, was found to have no re-

lationship to teacher absence frequency. [64]

tn a study of more than 1,500 Pennsylvania

teachers, Slick (1974) found that teacher absence

frequency was not significantly related to the

level of rapport with the principal or the per-

ceived level of aloofness, production emphasis,

thrust, or consideration on the part of the

principal. [68]

A related issue--that student absence may

be caused by teacher absence--was observed in a

1974 report by the New York State Office of Per-

formance Evaluation Review on teacher absenteeism

in New York City. [80:19] However, no empirical

data were offered in support of this conclusion.

Employer-employee feedback.--Feedback was re-

ported to make no difference in absenteeism levels,

according to the findings of Hackman and Lawler

(1971), for a sample of 208 telephone operators,

installers, and repairmen. [209] Similarly,

neither Hackman and Oldham (1976) [210] nor

Johns (1978) [252] found any correlation between

feedback and absenteeism in later research.

Job autonomy and responsibility.--Research to

date has not produced any consistent directions

relating to the association between job auton-

omy and responsibility and employee absenteeism.

Turner and Lawrence (1965) reported a negative

correlation between autonomy and absenteeism

fora group of blue-collar workers [410];

Hackman and Lawler (1971) for a sample of



telephone operators, installers, and repairmen

[209]; Fried, Westman, and Davis (1972) for a

sample of factory workers [183]; and Hackman

and Oldham (1976) for a sample of white-co1lar,

blue-collar, and professional employees iu

industria1 and service organizations. [210]

While Baumgarte1 and Sobol (1959) also found

a negative correlation between autonomy and

absenteeism among blue-collar males, they reported

that uo significant relationship between these two

variables existed for either male or female white-

collar workers. [104]

Baumgartel and Sobol (1959) reported divergent

results between responsibility and absenteeism, de-

pending on the absence measure used and the sex and

occupation of the workers studied. A negative re-

lationship existed between responsibility and ab-

senteeism when measured by absence frequency and

total days absent for male blue-collar workers.

A positive relationship was found for male white-

collar workers when absenteeism was measured by

frequency. No correlation was reported between

these variables for male white-collar workers (ab-

sence measured by total number of days absent) or

female white-collar employees (absence measured by

total days absent and frequency of absence). [1041

In their studies of female clerical workers in

1971 and 1973, Waters and Roach reported no signif-

icant relationship between satisfaction with re-

sponsibility and absenteeism. [417; 416] Job au-

tonomy was negatively related to absence frequency,

but unrelated to time lost, in a study of 208 manu-

facturing operatives (Johns, 1978). [252]

In a study of suburban elementary school

teachers, Leczinsky (1972) reported that no signif-

icant re1ationship existed between perceived work

autonomy and frequency of illness absence. When

test variables were used to measure the strength

of the autonomy-absence relationship, the organi-

zational structure variable was the only one that

had any major impact. A positive relationship be-

tween autonomy and absence was noted for teachers

in self-contained classrooms; a negative relation-

ship between autonomy and absence was found for

team teachers. [36]

71

Task factors.--0ne study reported a positive

link between absenteeism and task repetitiveness

among male and female production workers (Kil-

bridge, 1961). [265] In a study of 208 telephone

operators, installers, and repairmen, Hackman and

Lawler (1971) found a negative relationship be-

tween task identity and absenteeism. For the

variables variety and absenteeism, the relation-

ship was negative for employees rated high on

higher order need strength but nonexistent for

all other workers. [209] Hackman and Oldham

(1976) round no correlation between task identity

and the absenteeism of 658 white-collar, blue-

collar, and professional employees in industrial

and service companies. However, a negative re-

lationship between variety and absenteeism did

exist for their sample. [2101

In a study of how organization size related

to job satisfaction, absenteeism, and turnover,

Kovach (1976) found that satisfaction from task

sources correlated negatively with absenteeism.

[270] Johns (1978) concluded that job variety

was unrelated to either the frequency of absence

or time lost of 208 manufacturing operatives;

identity was found to be negatively related to

absence frequency, but had no correlation with

time lost. (252]

Satisfaction with the sense of achievement.--

Waters and Roach found a negative relationship

between satisfaction with the sense of achieve-

ment and absenteeism of 160 female clerical work-

ers in their 1971 study [417] and for one group

of 90 female c1erical workers in their 1973 re-

plication of this research. [416] However,

Hackman and Lawler (1971) concluded that no such

relationship existed for their sample of telephone

workers [209], a finding also noted by Waters and

Roach (1973) for a group consisting of 62 female

clerical employees. [416]
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FACTORS PARTI CULAR TO EDUCATI ON

Level of teaching.--In almost every case, research

has found that elementary teachers have higher

rates of absence than secondary teachers. Stal-

lings (1959) reported that, in 16 Southern Cali-

fornia school systems in school year 1955-56, ele-

mentary level male teachers took an average of

3.02 days of sick leave, and elementary level fe-

male teachers, 4.95 days. At the high school

leve1, male teachers averaged 2.66 days of sick

leave, and female teachers, 4.35 days. [71; 37:4]

For that same school year, there was virtually no

difference between grade level and absence in

Akron, Ohio. Elementary school teachers, with an

average of 10.5 days of absence, were absent

slightly more often than secondary school teachers,

who averaged 10.3 days. [37:161

However, junior high school teachers in the

Minneapolis, Minnesota, public schools in 1938-59

had the highest percent of absence for personal

illness--80.3 percent of the total absences of

junior high schoo1 teachers were for personal ill-

ness, compared to 79.2 percent for special school

and class teachers, 75.1 percent for high school

teachers, and 74.5 percent for elementary schoo1

teachers. Elementary school teachers had the

highest percent of absences for personal leave,

followed by teachers in junior high schools, high

schools, and special schools and classes. When

all days of teacher absence were included, 55.9

percent occurred in elementary schools, 15.9 per-

cent in ’unior hi h schools, 21.9 percent in high

schools, and 6.3 percent in special schools and

classes. [37:12] Data from both the Wichita, Kan-

sas, and Houston, Texas, public schools for school

year 1959-60 also found that high school teachers

were absent less than elementary teachers. [37:10,

18]

Studies over the last decade have confirmed

these earlier findings. "In general during 1968-

69, absenteeism by teachers was highest in elemen-

tary schools, less in extent among junior high aud

middle schools, and lowest in terms of Indexes and

Rates of Absence in senior high schools," con-

cluded the authors of a 1970 study of teacher ab-

senteeism in Pennsylvania. [79:58] The Department

of Administrative Research of the Dade County

(Miami), Florida, public schools reported absence

data on instructional personnel (including class-

room and other teachers, librarians, guidance

counselors, assistant principals, and elementary

and junior high school principals) for 1969-70.

Elementary school personnel andjunior high

school personnel used an average of 7.81 days

per person and 7.24 days per person, respectively.

Senior high school personnel used an average of

6.82 days per person. [66:15) Elementary school

personne1 (14.79 percent) and junior high school

personnel (14.41 percent) also had the highest

percentage of personnel who used all their ac-

crued sick leave during 1969-70, followed by

senior high school personnel (10.26 percent).

[66:16] More leave without pay was taken by

elementary school personnel (an average of 1.02

days per person) and junior high school person-

nel (1.00 days) than by senior high school per-

sonnel (0.75 days). [66:191

In a study of teacher absence in Illinois,

the Academy for Educational Development (1977)

found that teachers in elementary school systems

had a higher absence rate than teachers in sec-

ondary or unit school systems during the period

1971-72 to 1975-76, but the absence rate for

teachers in both secondary and unit school sys-

tems increased more than the rate for teachers

in elementary school systems [37:9]:



Type of School System

Elementary

Secondary

Unit

S tatewide

Median Percentage

1971-72 1973-74 1975-76

3.3/

2.8

2.8

3.1

For data on teacher absence in Illinois by

the day of the week classified according to the

type of school system, see Table 17 on page 91.

Bundren's 1974 stud7 °f Clark County (Las

Vegas), Nevada, public school teachers, Coller's

1975 study of Livonia, Michigan, teachers (8],

and Marlin's 1976 research involving teachers in

a semi-rural school system [43] found that elemen-

tary schoo1 teachers were absent more often than

secondary teachers. However, Buodren reported no

significant difference between teachers' grade

level assignment and absenteeism. [8J Marlin also

stated that primary level teachers were absent

the most. [43]

According toa study conducted by the Penn-

sylvania School Boards Association for school

year 1977-78, elementary school teachers had ap-

proximately the same absence rate as secondary

school teachers (4.804 percent vs. 4.719 percent)

and about the same average number of days absent

per teacher (8.3 days for elementary school teachers

vs. 8.1 days for secondary school teachers).

[78:15-16, 18] Capitan and Morris (1978) reported

that a study conducted in the Akron, Ohio, schools

found that elementary teachers had a higher rate

of absence than either junior or senior high

school teachers. [9:6-7) Redmond (1978) found no

relationship between grade level taught and absen-

teeism in the Fort Madison (Iowa) Community School

District overa four-year period. [56]

Sylwester (1979) reported absence data on a

sample of 333 elementary and secondary school

teachers and administrators in Oregon, classified

by level of teaching, as part ofa study examining

the relationship between stress and absence.

3.7%

2.9

3.4

3.5

3.8%

3.3
3.4

3.6

Percent Change

1971-72 to 1973-76

+ 8.6%

+17.9

+21.4

+16.1

(See page 40.) As shown below, elementary
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school educators were absent almost two days

more than secondary school educators during

school year 1977-78. Sex exerted a major influ-

ence on these results, as female educators in

elementary schools were absent the most number

of days, followed by female secondary educators,

male elementary educators, and male secondary

educators.

Grade Level

Elementary

Days absent

Number in sample

Secondamy

Days Absent

Number in sample

Tota1

Days Absent

Number in sample

Sex

Male Female Total

4.4 5 .8

56 138

3.0 4 .6

80 61

3.6

136 199

194

3.7

i 1

5.7

335

174:19]

Grade organization.--0ne study investigated the

relationship between teacher absence and the

school's grade organization. During 1968-69,

the Philadelphia Suburban School Study Council

and the South Penn School Study Council found

that seven different grade organization plans

existed among the 36 school systems that partic-

i aed in their study. As shown in Table l4,

the 25 systems using a 6-3-3 plan averaged 6.45

days of absence (an average absence rate of

3.49 percent} for total leave for all teachers,

paid and unpaid. The 10 systems using a 6-6

grade plan had lower absence figures--an aver-

age of about J.87 days absent and an average

absence rate of 3.13 percent. [79:58]
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TABLE 14.--Teacher Absenteeism and Grade Organization Plan, 1968-69

Total Leave --- Female and Male Teachers

Elementary Jr. H. (Mid) Intermediate High School

Teachers Teachers Teachers Teachers

Total

Staff

No. of

Grade School Avg. Size Mean Mean Mean Mean Mean Mean Mean Mean Mean Mean

Plan Systems Staff Index Rate Index Rate Index Rate Index Rate Index Rate

6-3-3 25

6-6 10

4-4-4 2

6-2-4 4

3-3-4 3

6-2-2-2 2

5-3-2-2 1

291 7.32 3.95 5.72 3.08 - - 5.69 3.07 6.45 3.49

101 6.24 3.33 5.47 2.88 5.87 3.13

116 6.90 3.66 6.24 3.30 — - 5.09 2.70 6.02 3.19

198 6.28 3.15 3.30 2.83 4.52 2.41 5.48 2.92

206 5.55 2.96 6.55 3.50 - 5.82 3.II 5.91 3.16

250 6.71 3.56 10.01 5.29 5.46 2.89 6.32 3.34 6.86 3.64

437 6.04 3.25 5.03 2.71 5.45 2.93 5.88 3.16 5.63 3.02

Index = Days of absence/teacher/year.

Rate = Percent of total teacher days/year lost to absence.

Mean = Mathematical average.

SOURCE: TeecAer Absenteeism end R9leted PoZiciss /or SnppZemental 5emwrQAiOn. Produced by the

Philadelphia Suburban School Study Council--Groups A, B, C,d E and the South Penn School

Study Council--Group D. Philadelphia, Pennsylvania: The Graduate School of Education,

University of Pennsylvania, 1970, p. 60.

Type of student taught.--The results of two

studies indicate tnat a connection may exist

between the type of student a teacher instructs

and the teacher's attendance rate. Marlin (1976)

reported that in a semi-rural school system under

study, teachers who taught disadvantaged students

were absent significantly more than teachers who

taught regular students. 43J In a New York City

community schoo1 district, Foster (1977) found

that teacher absenteeism was significantly

affected by the presence of black and Hispanic

students, as reflected in the percentages of

these two types of students to the total popula-

tion in the schools studied. [18] However, a

study by Bundren (1974) reported no significant

relationship between students' academic ability

level and teacher absenteeism in C1ark County

(Las Vegas), Nevada. [8]

Type of school.--Some correlation may be found be-

tween the type of school in which a teacher works

and his or her absence rate. The Office of Edu-

cation Performance Review of the State of New

York reported that the discretionary absence

rate for New York City teachers in Title I ele-

mentary schools was 29 percent higher than in

non-Title I elementary schools during the 1972-

73 school year. (See Table 15.) As the report

concluded: "This leads to the inference that

where the educational need is greatest, teacher

absenteeism is highest, especially discretionary

absence." [80:2]

Douglas (1976) attempted to relate various

social-psychological factors, generally con-

sidered to be sources of teacher stress, to work

attendance and the excessive use of sick leave.

Twenty-seveu predictor variables were analyzed

by stepwise multiple regression using the Wherry

program IfHEG. He discovered that "inner-city

vs. suburban school" was one of nine variables

found to be predictors of absenteeism when added

in stepwise regression. [15]



School Level

Elementary

Intermediate and Junior

High School

Academic High School

Vocational High School

TABLE l5.--New York City Teacher Rate of Absence,

1972-73 School Year--All Levels

Deaf and Special Education

Schools

Teenage Centers

Title I

Discretionary Total

4.9%

4.9

3.9

3.

6.5%

6.1

5.6

Non-Title I

Discretionary Total

3.8%

4.2

3.4

3.2

4 .2

4.0

6.1%

5.8

5.0

3.4

5.8

5.5

Albany, New York: State of New York, Office of Education Performance Review, January

1974, p. 14.

OTHER 0RGAN1ZAT10NAL FACTORS

Redick (1972) examined role ooufl£câ, XoZr

nmbi iAg, end roZr sAr9ss as they related to cer-

tain characteristics of 103 public school counsel-

ors in nine school systems in Franklin County,

Ohio. She foimd no significant relationship among

any of these three factors and absenteeism. t55]

However, Douglas (1976) reported that role conflict

was one of nine variables found to be a predictor

of teacher absenteeism when used in a stepwise

regression. [15]

AddiAiomAZ worloed was one of five variables

that formed a "predictive profile" of an absent-

prone teacher in a study by Douglas (1976). (15]

The motiuctiug po?entiCZ of a job was negatively

related to the absence frequency of 208 manufactur-

ing operatives, according toa study by Johus (1978),

but it was unrelated to time lost. {252] Indik

(1965) reported that as the nder ofdi//erent job

miles iu cu orpanizaâion increased so did the ab-

sence rate of delivery drivers under study. [244]

Shepherd and Walker (1957) examined the re-

lationship between absence and the physical work

emirnient in an engineering firm and two iron

and steel works. They found that men engaged in

heavier physica1 work were absent more often than

75

men with lighter physica1 work. Dust, heat, or

fumes did not affect absence. [376] However,

Poulton (1972) investigated the limits within

which a working environment should be kept, in-

cluding factors such as heat, cold, light, glare,

noise, vibration, motion, acceleration, and com-

pression. When limits to the work environment

are surpassed, Poulton stated, it is likely that

efficiency will decrease and that workers will

become more susceptible to accidents and will be

absent more often than when these limits are

maintained. {342]

Rousseau (1978) explored the PelatiousAip

of 139 employees in an electronics company and a

broadcasting firm. Among the findings reported

was that absenteeism and stress were more highly

related to the nonwork area than the work area.

She noted that people are involved in activities

outside the job when absent from work and "thus,

as employees move between the domains of work and

nonwork, they carry with them the influences of

these spheres of activity, making the boundary

between the twoa fuzzy one when origins of in-

dividua1 responses are considered." [365:517]
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Although common sense would predict a strong

negative correlation between employee absenteeism

and job per/ormauc6, empirical data have not sup-

ported this simple relationship. [390:542) A re-

view published by the New York State Office of

Education Performance Review (1974) on teacher ab-

senteeism and substitute teacher use in New York

City stated that: "There is no consistent relation-

ship between a teacher's absence rate and his gen-

eral performance rating." However, for the school

year under study (1971-72), only about 0.5 percent

of New York City teachers (276 out of nearly 58,000)

were rated "unsatisfactory." [80:9]

As discussed previously on page 40, Staw and

Oldham (1978) questioned the wisdom of treating ab-

senteeism in absolute terms. They said that an or-

ganization should find the level of absenteeism

that is most effective for similar types of organi-

zatiohs. Moreover, absence variables should be ex-

amined from both managerial and individual perspec-

tives--a direction that departs from standard absen-

teeism research. ”Like organizationa1 turnover, ab-

senteeism may not be a criterion which should opti-

mally be reduced to zero, because it may have a com-

plex relationship with other individual-level vari-

ables such as task performance,“ Staw and Oldham

noted. [390:541] In a study of 348 employees in

five organizations, they concluded that psycholog-

ical compatability with the job affected the rela-

tionship between absenteeism and job performance.

[3901

Summary of studies relating to employee absentee-

ism and organizational factors.--Shown in Table 16

is a profile of the research conducted in edu-

cation and outside education on the relationship

between absenteeism and organization factors. Of

the 13 orgenizetion-side /octors examined, four

were reported to have a consistent association

with absenteeism: industry (employees in goods-

producing industries absent more than service

workers), large organization size, lenient

personnel policies relating to absenteeism and

leave usage, and bargaining and union activity.

luconsistent results were found between employee

absenteeism and six variables: salary level/wage

rate, satisfaction with pay, satisfaction with

promotion, availability of overtime work, shiftwork

and employment status. A rather consistent Zdc1

of correlation between absenteeism and satisfac-

tion with organizational policies and practices,

employee control and participation, and organizatio

al climate, was reported in the studies reviewed.

0f the eight work 9nUiroumenf fcdtoPs, two

were found to have a consistent relationship to

employee absenteeism (large work unit size and dis-

satisfaction with the work itself); three produced

fnconsisteHt results (job autonomy and responsibil-

ity, task factors, and satisfaction with the sense

of achievement). Variables consistently unreletod

to employee absenteeism were: group cohesion/

satisfaction with co-workers, satisfaction with

the supervisor, and employer-employee feedback.

Each of the four yQctors pcrticu£Jr to ednod-

tion were found to have a cousistenf correlation

to teacher absenteeism: level of teaching (elemen-

tary teachers absent more than secondary teachers),

grade organization, type of student taught (dis-

advantaged and minority), and type of school

(Title I and inner-city).



TABLE 16.--Summary of Studies on the Relationship Between Employee

Study

DRGANI ZATION-WIDE FACTORS

INDUSTRY

I. Education

Not Applicable

Absenteeism and 0rganizationa1 Factors

II. Non-Education (pp. 53-55)

BNA ( 1974—79)

Hedges/BLS (1975)

Hedges/BLS (197 7)

NCHS (19 78)

Taylor/BLS (1979)

ORGANIZATION SIZE

I. Education (pp. 57-58)

Gibson (1968)

Philadelphia-So. Penn S.S.C. (1970)

Bundren (1974)

Marchant (1976)

Academy for Educational Development (1977)

Pa. Schoo1 Boards Assn. (1978)

II. Non-Education (pp. 55-57)

Ingham (1970)

bouf (1973)

BNA ( L9 73—78)

Kovach (1976)

PERSONNEL POLICIES

I. Education (pp. 58-60)

Philadelphia-So. Penn S.S.C. (1970)

Additional Sick Leave Provided

Proof of Illness Required

Reporting Absence to Building Principal

Required

Personal Leave Provided

Submittal of Reasons for Personal

Leave Required

Relationship

See text

See text

See text

See text

See text

Curvilinear

Positive (2 size categories)

Zero (8 size categories)

Zero

Zero

Positive

Zero

Positive

Zero

Positive (5 years)

Positive

Positive

Positive

Negative

Positive

Negative
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TABLE 16 (OonAnned1

Cumulation of Unused Persona1 Leave

Provided

Maternity Leave Provided

Bereavement Leave Provided

Additional Bereavement Leave Provided

Severance Pay Provided

Pa. School Boards Assn. (1978)

Reporting Absence to Building Principal

Required

II. Non-Education (pp.60-61)

Pascale (1978)

Existence of Foreign Employment Practices

in American-Based Companies

SATISFACTION WITH ORGANIZATIONAL POLICIES AND PRACTICES

I. Education

None

II. Non-Education (p. 61)

Metzner & Mann (1953)

Waters & Roach (1971)

Waters & Roach (1973)

Nicholson, Wall, & Lischeron (1977)

EMPLOYEE CONTROL AND PARTICIPATION

I. Education

None

II. Non-Education (p. 61)

Fried, Westman & Davis (1972)

Control over Work Pace or Corrections

and Adjustments

Control over the Flow of Materials or

over the Machine

Nicholson, Wall, & Lischeron (1977)

Existing Influence at the Local Level

Existing lnfluence at the Medium

or Distant Levels

Relationship

Zero

Negative

Zero

Positive

Positive

Negative

Zero

Negative (white-collar males)

t Zero (white-collar females)

Zero

Zero

Zero

Negative

Zero

Negative

Zero
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TABLE 16 (Continued1

Desired Influence at the Local, Dledium,

or Distant Levels

SATISFACTION WITH PR0M0Tt0N

I. Education (Promotion) (p. 62)

Adams (1976)

Schroeder ( 197 7)

II. Non-Education (Satisfaction with Promotion)

(pp. 61-62)

Metzner 6 Mann (1953)

Patchen (1960)

Hackman & Lawler (1971)

Waters & Roach (1971)

Waters & Roach (1973)

Newman (1974)

Goble (1976)

Nicholson, Brown, @ Chadwick-Jones (1976)

Nicholson, Wall, & Lischeron (1977)

Smith (1977)

Garrison 6 Muchinsky (1977)

SALARY LEVEL/WAGE RATE

I Education (p. 63)

Philadelphia-So. Penn S.S.C, (1970)

Minimum Salaries

Median Salaries

Bundren (1974)

Redmond (1978)

Dade Co., Fla. (1978)

II. Non-Education (pp. 6 2—6 3)

Jackson (1944)

Lundquist (1958)

Shepherd & Walker (1958)

Zero

Relationship

Zero (high school absence of non-

skilled and semi-ski1led workers)

Negative (high school absence of

skilled workers)

Negative (job absence of all workers)

Zero

Negative (males)

Zero (females)

Negative

Zero

Zero

Zero

Zero

Negative

Zero

Zero

Negative

Zero (paid, unpaid)

Positive

Zero

Zero

Zero

Positive

Negative

Negative

Positive
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Baumgartel & Sobo1 (1939)

Weaver (1970)

Fried, Westman, & Davis (1972)

Weaver & Holmes (1972)

TABLE 16 I ConI?riued1

Beatty 6 Beatty (1975)

Hulme & Bevin (1975)

NCHS, cited in Yolles, Carone, & Krinsky (1975)

Glaser (1976)

Bernardin (1977)

NCHS (197 8)

SATISFACTION WITH PAY

I. Education (p. 64)

Slick (1974)

Schroeder (1977)

Bridges & Hallinan (1978)

II. Non-Education (p. 64)

Metzner & Mann (1953)

Lundquist (1958)

Patchen (1960)

Hackman & Lawler (1971)

Waters & Roach (1971)

Waters & Roach (1973)

Newoan (1974)

Dittrich & Carrel (1976)

Goble (1976)

Nicholson, Brown, & Chadwick-Jones (1976)

Nicholson, Wall, 6 Lischeron (1977)

Smith (1977)

Garrison & Muchinsky (1977)

ORGANIZATIONAL CLIMATE

1. Education (p. 64)

Slick (1974)

Community Pressure

Perceived Level of Hindrance

Relationship

Zero

Negative

Negative

Zero

Negative

Positive (see text)

Negative

Negative (see text)

Negative

Negative

Negative

Negative

Negative

Negative (males)

Zero (females)

Zero

Negative

Zero

Zero

Zero

Zero

Negative

Negative

Zero

Zero

Negative

Zero (paid, unpaid)

Zero

Positive
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TAßLE 16 LC‘onL?nued)

Perceived Level of Teacher Load and

Teacher Status

Perceived Level of School Facilities

and Services

Perceived Level of Community Support

for Education

Marchant (1976)

II. Non-Education

None

AVAILABILIM OF OVERTIME WORK

I. Education

None

II. Mon-Education (pp. 64-65)

Buck & Shimmin (1959)

Gowler (1969)

Martin (1971)

Flanagan, Strauss, & Ulman (1974)

SHIFTWORK

I. Education

Not Applicable

II. Non-Education (p. 65)

Shepherd & Walker (1956)

Pocock, Sergean, & Taylor (1972)

Nicholson & Goodge (1976)

BARGAINING AND UNION ACTIVITY

I. Education (pp. 65-66)

Bundren (1974)

Academy for Educational Development (1977)

Redmond (1978)

Relationship

Negative

Negative

Negative

Zero (in each of eight subtests)

Zero

Positive

Positive (males, females)

Zero

See text

Positive (certified sickness,

uncertified sickness)

Negative (other than sickness)

Zero (part-time workers)

Positive (full-time workers)

Positive

Positive

Positive

81
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II. Now-Education (p. 65)

Taylor/BLS (1979)

ENPLOYNENT STATUS

I. Education

None

II. Non-Education (p. 66)

Behrend (1951)

Behrend (1953)

Crowther (1957)

Owens (1966)

Hershey (1972)

Hedges/BLS (1973)

WORK ENVIRONMENT FACTORS

WORK UNIT SIZE

I. Education (p. 67)

Lee/NEA (1960)

Chicago, Ill. (1960)

Bridges & Hallinan (1978)

Work Unit Size

Work System Interdependence

II. Non-Education (pp. 66-67)

Covner (1950)

.TABLE 16 (ConI:Anned1

Kerr, Koppelmeier, & Sullivan (1951)

Acton Society Trust (1953)

Hewitt & Parfitt (1953)

Metzner & Mann (1933)

Argyle, Gardner, & Cioffi (1958)

Rev ans ( 1958)

Saumgartel & Sobol (1959)

Indik & Seashore (1961)

Indik (1965)

Relationship

Positive

Negative

Negative

Negative

Positive

Zero

Zero

Zero (elementary schools)

Curvilinear (high schools)

Positive

Negative

Positive (factory workers; white-

collar workers)

Zero

Positive

Positive

Zero (white- and blue-collar workers)

Positive

Positive

Positive (white- and blue-collar

workers)

Positive

Positive
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SATISFACTION WITH THE WORK ITSELF

I. Education (p. 68)

Slick (1974)

Foster (1977)

Schroeder (1977)

II. Non-Education (pp. 67-68)

Kerr, Koppelmeier, & Sullivan (1951)

Metzner & Mann (1953)

Lundquist (1958)

Indik (1965)

Waters & Roach (1971)

Waters & Roach (1973)

Newman (1974)

Goble (1976)

Nicholson, Brown, 8 Chadwick-Jones (1976)

Nicholson, Wall, & Lischeron (1977)

Dittrich & Carrel (1976)

Smith (1977)

Garrison &Muchinsky (1977)

Johns (1978)

GROUP COHESION/SATISFACTION WITH CO-WORKERS

I. Education (p. 69)

Slick (1974)

Foster (1977)

S chroeder (197 7)

Bridges & Hallinan (1978)

II. Non-Education (pp. 68-6P)

Mann & Baumgartel (1952)

Metzner S Mann (1953)

Lundquist (1958)

Waters & Roach (1971)

Lamberth & Padd (1972)

Zero

Zero

Relationship

Positive (total)

tNegative (uncertified)

Negative (blue-collar males)

l Zero (white-collar males and females)

Negative

Negative

Negative

Negative

Negative

Negative

Zero

Negative

Negative

Negative

Zero (paid)

[ Negative (unpaid)

Negative (frequency)

@ Zero (time lost)

Zero

Zero

Zero

Zero

Negative

83

Negative (white- and blue-collar males)

Zero (white-collar females)

Zero

Negative

Negative
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Waters & Roach (1973)

Newman (1974)

Goble (1976)

Nicholson, Brown, 6 Chadwick-Jones (1976)

Nicholson, Wall, & Lischeron (1977)

Garrison & Muchinsky (1977)

Kauffman (1978)

SATISFACTION WITH THE SUPERVISOR

I. Education (p. 70)

Slick (1974)

Schroeder (1977)

Satisfaction with Supervision

Patterns of Managerial Behavior

II. Non-Education (pp. 69-70)

Covner (1950)

Mann & Baumgartel (1952)

Metzner & Mann (1953)

Argyle, Gardner, & Cioffi (1958)

Lundquist (1958)

Gerstenfeld (1969)

Hackman & Lawler (1971)

Waters & Roach (1971)

Waters & Roach (1973)

Newman (1974)

Bernardin (1976)

Nicholson, Brown, & Chadwick-Jones (1976)

Nicholson, Wall, & Lischeron (1977)

Smith (1977)

Garrison & Muchinsky (1977)

Johns (1978)

Satisfaction with Supervision

Leadership Style

Consideration

Initiating Structure

Relationship

Zero

Zero

Negative

Zero

Zero

Zero (paid, unpaid)

Zero

Zero

Zero

Zero

Negative

Negative

Negative (white- and blue-collar

males)

Zero (white-collar females)

Zero

Zero

Negative

Zero

Zero

Zero

Zero

Zero

Zero

Zero

Negative

Zero (paid, unpaid)

Negative (frequency)

Zero (time lost)

Negative (frequency, time lost)

Zero (frequency)

Negative (time lost)
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EMPLOYER—EMPLOYEE FEEDBACK

, I. E ducat ion

None

II. Non-Education (p. 70)

Hackman & Lawler (1971)

Hackman & Oldham (1976)

Johns (1978)

JOB AUTONOMY AND RESPONSIBILITY

I. Education (p. 71)

Leczinsky (1972)

II. Non-Education (pp. 70-71)

TABLE 16 SoonShrined1

Baumgartel & Sobo1 (1959) (autonomy)

Baumgarte1 & Sobo1 (1939) (responsibility)

Turner & Lawrence (1965)

Hackman & Lawler (1971)

Waters & Roach (1971)

Fried, Westman, & Davis (1972)

Waters & Roach (1973)

Hackman & Oldham (1976)

Johns (1978)

TASK FACTORS

I. Education

None

II. Non-Education (p. 71)

Kilbridge (1961)

Hackman & Lawler (1971)

Taslc Identity

Variety

Relationship

Zero

Zero

Zero (frequency, time lost)

Zero

Negative (blue-collar males)

Zero (white-collar males and females)

Negative (blue-collar males)

Positive (white-collar males)

Zero (white-co1lar males and females)

Negative

Negative

Zero

Negative

Zero

Negative

Negative (frequency)

Zero (time lost)

Positive

Negative

Negative (high order needs)

Zero (low and medium order needs)
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llackman 6 Oldham (1976)

Task Identity

Variety

Kovach (1976) (satisfaction)

Johns (1978)

Task Identity

Variety

TABLE 16 tConLAnned1

SATISFACTION WITH THE SENSE OF ACHIEVEMENT

I. Education

None

II. Non-Education (p. 71)

Hackman & Lawler (1971)

Waters & Roach (1971)

Waters & Roach (1973)

FACTORS PARZI CULAR TO EDUCATION

LEVEL OF TEACHING (pp. 7 2-7 3)

Lee/NEA (196 0)

Akron, Ohio (1955-56)

Minneapolis, Minu. (1958-59)

Wichita, Kan. (1959-60)

Houston, Tex. (1959-60)

Sta11ings/So. California (1959)

Philadelphia-So. Penn S.S.C. (1970)

Dade Co., Fla. (1970)

Bundren (1974)

Coller (1975)

Marlin(1976)

Academy for Educational Development (1977)

Pa. School Boards Assn. (1978)

Relationship

Zero

Negative

Negative

Negative (frequency)

Zero (time lost)

Zero (frequency, time lost)

Zero

Negative

Negative (1st group)

Zero (2d group)

Zero

Junior High Senior High > Elemen-

tary (personal illness)

Elementary Junior High * Senior

High (personal leave, total)

Elementary > Secondary

Elemen:ary > Secondary

Elementary > Secondary

Elementary > Junior High > Senior

High

Elementary > Junior High > Senior

High

Elementary > Secondary

Zero (grade level assignment)

Elementary Secondary

Elementary > Secondary

Elementary > Secondary

Zero
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Capitan & Morris (1978)

Redmond (1978)

Sylvester (1979)

TABLE 16 (ConIi nued1

GRADE ORGANIZATION (pp. 73-74)

Philadelphia-So. Penn S.S.C. (1970)

TYPE OF STUDENT TAUGHT (p. 7 6)

Bundren (1974)

Marlin (1976)

foster (1977)

TYPE OF S C1IO0L (pp. 7 4—75)

New York State O.E.P.R. (1974)

Douglas (1976)

OTHER ORGANIZATIONAL FACTORS

Additional Workload (p. 75)

Slick (1974)

Douglas (1976)

Job Performance (p. 76)

New York State O.E.P.R. (1974)

Staw and Oldham (1978)

Motivating Potential (p.fi)

Johns (1978)

Number of Different Job Titles in a Company

(p. 75)

Indik (1965)

Relationship

Elementary> Secondary

Zero

Elementary > Secondary (male, female,

total)

6-3-3 > 6-6

Zero (student academic ability level)

Teachers of disadvantaged * teachers

of regular students

Teachers of black/Hispanic students

> teachers of other students

Title I schools > non-Title I schools

See text

Negative

See text

Zero

See text

Negative (frequency)

Zero (time lost)

Positive
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Physical Work Environment (p. 75)

Shepherd & Walker (1957)

Heavy Physical Work

Dust, Heat, Fumes

Poulton (1972)

TABLE 16 ConShrined1

Role Conflict, Role Ambiguity, & Role Stress

(p. 75)

Redick ( 1972)

Douglas ( 1976)

Work and Nonwork Experiences (p, 75)

Ronss eau ( 197 8)

The Relationship Between Employee Absenteeism

and Time-Place Factors

Factors involving time (day of the week and

month of the year) and place (geographic region,

place of residence, and travel to work) have been

examined for possible relationships to employee

absenteeism. Studies that have been conducted in

these areas are summarized in this section.

DAY OF THE WEEK

The general consensus regarding absenteeism

and day of the week is that the highest rates of

absence occur on Monday and Friday, the days pre-

ceding and following the weekend. However, other

days of the week also may account for abnormally

high absence, such as days before and after a holi-

day or vacation. It also has been suggested that

high Tuesday absence may result from watching too

Relationship

Positive

Zero

Positive

Zero

See text

Nonwork * work

much Monday night football on television. On

the other hand, some believe that paydays tra-

ditionally are days of good attendance. In the

only industry study located ina search of the

literature, Raouf (1973) confirmed the widely

held belief that Mondays and Fridays produce the

highest absence rates in a study of workers in

Windsor, Ontario. [347]

The Indianapolis, Indiana, public schools

found that more absences in 1955-56 occurred on

Monday than on any other day of the week, with

an average of 65.50 teachers absent per day, fol-

lowed by Friday (62.21 absences per day), Wednes-

day (58.78 absences per day), Suesday (58 . 05 ab-

sences per day), and Thursday (57.36 absences per

day). [37:101 Research in the Akron, Ohio, publi

schools indicated that, while absences were fairl

uniform across all five days, mixed findings were

noted from 1955-56 to 1956-57 in the average num-

ber of substitute teachers employed:



Monday

Suesday

Wednesday

Thursday

Friday

1953-56 1956-57

Percent Rank Percent Rank

19.7% 3 19.1%

20.6 1 20.2

19.5 5 20.6

19.6 4 19.3

2 0.6 1 20.8

1 highest rate

5 lowest rate

5

3

2

1

[ 37: 17]

In the Phoenix, Arizona, Union Migh Schools

and College System, the number of days of teacher

absence in 1956-57 was highest for Tuesday and

Wednesday, with Friday having the lowest. [37:2]

For school year 1959-60, data from Houston, Texas,

found that most elementary school teachers were

absent on Monday or Friday (or the last day of

the week), except when these were paydays.

{37:19]

In examining teacher absenteeism for New York

City teachers for school year 1971-72, the Office

of Education Performance Review of the State of

New York concluded that: "The most striking

variation in teacher absence rates is among days

of the week.” [80:12] As shown in Figure 4,

teacher discretionary absence rates were, on the

average, 21 percent higher for Mondays and Fri-

days than for the other three days. Monday had

the highest rate of discretionary absence (5.2

percent) and Thursday, the lowest (4.0 percent).

Bundren (1974) found the situationa1 factor

of day of the week to be a nonsignificant variable

affecting the absenteeism of teachers in Clark

County (Las Vegas), Nevada. However, a consistent

pattern of high absence was found on days preced-

ing and following weekends. [8] Marlin (1976)

concluded in his analysis of absenteeism and use

of sick leave for teachers in a semi-rural schoo1

system that the mean absence rate for Friday was

higher than for the other days of the week. [43]

The Pennsylvania School Boards Association made

the same conclusion in its study of teacher ab-

sences in Pennsylvania in school year 1977-78.

Friday was ranked first (highest) with a rate of

ghi hest on Monda s and Frida s. [9]
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teacher absence of 5.547 percent; Monday was

second, with a rate of 5.109 percent; Thursday

was third, with a rate of 4.564 percent; Wednes-

day was fourth, with a rate of 4.408 percent;

and Tuesday was ranked fifth (lowest), with an

absence rate of 4.386 percent. 78:22] Capitan

and Morris (1978) reported that 54 percent of

school systems that computed absence on a daily

basis and that responsed to a nationwide random

sample indicated that absence frequency was

The Academy for Educational Development

(1977) provided extensive data on teacher absence

in Illinois in school year 1975-76 by the day of

the week. Seventeen oi the 24 comparisons made

indicated that Monday and Friday were the days

with the highest percentage of teacher absence.

Categories that deviated from a pattern of high-

est absence on Monday and Friday were: regions

2, 3, and 6; school districts below 300 ADA,

1,200-2,499 ADA, and 2,500-4,999 ADA; and

districts with contracts with their teachers

associations but with no affiliation to either

IEA-NEA or IFT-AFT. (See Table 17 on page 91.)

MONTH OF THE YEAR

As with day of the week, the month of year

also influences the amount of absence an employee

takes from the job. Particularly high rates of

absence have been noted in the winter months of

December, January, and February, and also in

the spring months of March, April, and May.

From an analysis of monthly absence data

from 1976 to 1978 by the Bureau of National

Affairs, taken from 12 BNA quarerly reports on

job absence, the months with the highest median

absence rate for all responding companies were

January, February, March, and October. Months

with the lowest median absence rates were June,

July, and November.
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'Monday
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Rednesday

FIGURE 4.--Rate of Teacher Absence by Day of the Week for All

0 1

New York City Schools, School Year 1971-72

1.9

Absence Rate (percent)

Medical

2 6

6.2

7

York: State of New York, Office of Education Performance Review, January 1974, p. 13.

Stallings (1939) found that in 16 Southern

California school systems, March was the month

with the highest number of teacher absences due

to illness iu school year 1953-56. The greatest

average length of each absence was in June, 2.4

days. [71; 37:4) In the Indianapolis, Indiana,

public schools, the month with the highest aver-

age of teachers absent per day in 1955-56 wss

February, with 93.7 teachers absent per day, fol-

lowed by:

January 71.3 teachers absent per day

March 68.4

November 62.0

May 59.5

April 55.8

October 52.2

December 47.0

June 41.1

September 30.6 [37: 10j

In 1935-56, paid absences for personal ill-

ness for teachers in the St. Louis, Missouri,

public schools were highest in May (13.3 percent)

February (13.2 percent), and December (12.3 per-

cent). Months with avera8e absence were January

(11.7 percent), March (11.1 percent), and October

(10.5 percent). Months with the least amount of

absence were April (8.7 percent), June (7.7 per-

cent), November (6.4 percent), and September (5.1

percent). 37:14] Teachers in Phoenix, Arizona,

in 1936-57 were absent most often in February,

May, March, and January, and least often in Sep-

tember. [37:2] For school year 1959-60, total

teacher absences in Hillsborough County (Tampa),

Florida, numbered 772 in April, nearly twice the



TABLE 17.--Rank Order of Percentage of Teacher Absences in Illinois,

by Day of the Week, 1975-76

District Categories

1. Total Sample

2. Sample - Less Chicago

3. Chicago

Type

4. Elementary Districts

S. Secondary Districts

6. Unit Districts

Geographic Region**

7. Region Al

8. Region #2

9. Region #3

10. Region #4

11. Region #5

12. Region #6

Size by ADA

13. Below 300 ADA

14. 300 - 599 ADA

15. 600 - 1,199 ADA

16. 1 , 200 - 2,499 ADA

17. 2,5 00 —4, 999 ADA

18. 5,000 — 9,9 99 ADA

19. 10,000 - 24, 999 ADA

20. 25,000 ô above ADA

Union Affiliation

21. Districts with Contracts

IEA-NEA

22. Districts with Contracts

IFT-AFT

23. Districts with Contracts

No Affiliation

24. Districts without

Contracts

Districts Reporting

Number Percent

252

251

1

103

35

114

90

33
31

40

26

30

41

61

48

23

13

2

92

17

139

86%

86

100

82

92

89

89

80

79

98

90

80

76

89

87

86

92

88

100

100

88

94

100

Includes weeks of February 28-March4 and March 7-11.

Rank (From Highest Percentage to Lowest)

Fri.

Fri.

Mon.

Fri.

Fri.

Mon.

Mon.

*Fri.

*Fri.

Fri.

Fri.

*Fri.

*Fri.

Fri.

Fri.

*Fri.

*Fri.

Fri.

Fri.

Mon.

Fri.

Mon.

*Fri.

Fri.

*Rankings that deviated from Mon.-Fri. highest absence pattern.

Mon.

Mon.

Fri.

Mon.

Mon.

Fri.

Fri.

bed.

Thu.

Mon.

Non.

Wed.

Thu.

Mon.

Mon.

Wed.

Thu.

Mon.

Mon.

Fri.

bed.

Thu.

Wed.

Thu.

Tue.

Wed.

Wed.

Mon.

Mon.

Thu.

Tue.

Mon.

91

Thu. Tue.

Tue. S bed.

Tue. Thu.

Tue. bed.

bed. 6 Thu.

Thu. Tue.

Thu.

Tue.

Wed.

Wed.

Thu.

Tue.

Tue.

Thu.

Tue.

Tue.

Wed.

Thu.

Mon. Tue. & Wed.

Thu. Tue. Wed.

Tue. Wed. Thu.

Thu. Mon. Tue.

hon. Tue. bed.

Wed. Tue. Thu.

Tues. 6 Thu. Wed.

Wed. Tue. Thu.

Mon. & Thu.

Fri.

Tue.

Wed.

Thu.

Mon. & Wed.

**For geographic region classifications, see Table 18 on page 95.

bed.

Thu.

Wed.

Tue.

Tue.

Tue.

Mon.

Thu.

JZlinois O//ice o/ 8dxcAion. Indianapolis, Indiana: The Academy for Educational Development,

Public Policy Division, July 1977, p. 15.
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number taken in the next highest month, March

(412 days). May (282.5 days) and October (279.5

days) also were high absence months. Lowest ab-

sence months were September (46.5 days) and

August (93 days). [37:7] Data from Houston,

Texâs, for school year 1959-60 indicated that

secondary school teachers were absent the most

in February and early March. [37:19]

A joint business-educator effort called the

Attendance Improvement Plan was initiated in

Newark, New Jersey, to reduce teacher absentee-

ism in the early 1970s. Data on the first year

of the AIP (1972-73) reported that "high inciden-

tal absence occurs in two periods of the year--

January and April." [54:131] However, Bundren

(1974) found no significant relationship between

time of the year and teacher absenteeism in Clark

County (Las Vegas), Nevada. [8] In Marlin's 1976

study, the mean absence rate for May was higher

than for all other months of employment for 10-

month teachers in a semi-rura1 school system. [43]

An analysis of staff absence during the first half

of school year 1977-78 in the Dade County (Miami),

Florida, public schools indicated the following

among five employee categories:

1. Classroom Teachers:

a. The average length of sick leave for

ten month classroom teachers was

higher during non-holiday periods

(1.64 days/Qay period) than during

holiday periods - Thanksgiving (1.60

days) and Christmas/New Years (1.50

days).

b. The percent oI ten month classroom

teachers who took personal leave

was higher during non-holiday periods

(6.47%), than during holiday periods--

Thanksgiving (4.99%) and Christmas

(2.41%). However, the average length

of leave was relatively stable (1.16,

1.30, and 1.20, respectively).

2. Administrative Staff:

a. The percentage of administrative staff

who took sick leave did not vary sig-

nificantly between holiday and non-

holiday periods.

b. The percentage of administrative

staff taking Personal leave was

stable during non-holiday periods

(5.61%) and Thanksgiving (5.68%),

but tripled during the Christmas/

New Years period (19.62%), probably

attributable toa shutdown of facil-

ities during that period to conserve

energy.

3. School-Level Professional Support Staff:

An stsBank prruerpa/s, counse Io:rs and

media speshalisI:s1

a. Ten month school-leve1 professional

support staff took sick leave at

approximately the same rate during

non-holiday periods (20.62%) and

Thanksgiving (21.18%) but at a lower

percentage (11.50%) during Christmas.

b. Ten month school-level professional

support staff used fewer persona1

leave days during the Christmas/New

Years period than during non-holiday

periods and the period including

Thanksgiving.

4. Non-School-Level Professional Support

Staff:

a. The percentage of ten month non-schoo

level professional support staff who

took sick leave was higher during non

holiday periods (20.73%) than during

holiday periods (Thanksgiving 17.84%,

Christmas/New Years 11.66%). The

length of leave taken was 1.60 days

for both non-holiday periods and the

period including Christmas/New Years,

but increased to 1.65 days during the

period including Thanksgiving holiday

b. The percentage of ten month non-schoo

level professional support staff who

took personal leave was higher during

non-holiday periods (7.17%) than dur-

ing holiday periods (Thanksgiving

6.03%, Christmas/New Years 3.22%).

c. The percentage of twelve month non-

school-level professional support

staff who took sick leave was higher

during the Thanksgiving period (19.88!

than during non-holiday periods (16.2

or Christmas/New Years 14.75%).



d. Twelve month non-school-level pro-

fessional support employees who took

personal leave during the Christmas/

New Years period (18.60%) nearly

tripled those in the non-holiday pe-

riod (6.42%) and was over four times

the Thanksgiving percentage (4.82%).

This was probably attributable to a

shutdown of facilities during this

period to conserve energy.

5. Support Staff:

a. The percentage of support staff who

took sick leave during the Christmas/

New Years period (10.91%) was approxi-

mately half of that during other pe-

riods (non-holiday periods 20.89%,

Thanksgiving 21.94%).

b. The percentage of support staff who

took personal leave during the Christ-

mas/New Years period (13.73%) tripled

that of the non-holiday periods (4.56%)

and the period including Thanksgiving

(4.47%); probably attributable to a

shutdown of facilities during this

period to conserve energy. [1:3-6J

Unlike many other studies, a study on teacher

absence in Pennsylvania for school year 1977-78

found that the mean work absence rate increased

steadily in each month, from September to May.

These data are shown graphically in Figure S.

Two additional studies were located that

drew a correlation between employee absenteeism

and month of the year. Weaver (1970) found that

in his study of municipal employees in San Antonio,

Texas, the highest mean number of minutes of sick

leave taken from January 1967 to November 1969

were in the cold-weather months of January, Decem-

ber, February, and November. The least amount of

sick leave was taken during July, June, April, and

August. [418:676] Raouf (1973) reported similar

findings among workers in Windsor, Ontario. Decem-

ber and January were months in which the highest

absence rates were recorded; July and August had

the lowest rates. [347]

GEOGRAPHIC REGION

93

Miner (1977) reported recent absence data

by geographic region collected by the Bureau of

National Affairs. Using data from the February

24, 1977 BNA quarterly report, she reported that

regional differences occurred in average absence

rates, based on the four major U.S. Census re-

gions, for calendar year 1976. Higher absence

rates were found iñ the Northeast and North Cen-

tral areas (approximately 3.0 percent) than in

the South or West (sli8htly more than 2.5 per-

cent). 303:29-30] By 1978 these regional dif-

ferences had changed somewhat, with the North

Central and South having the highest absence

rates (3.1 percent and 3.0 percent, respectively),

followed by the Northeast and West (2.7 percent

each). [113:2]

According to data from the Health JnteruieU

6uie, theNational Center for Mealth Statistics

found that employees in the South had the highest

average number of days lost from work in July

1965-June 1966, 1968, and 1971. However, in

1975, workers in the West and Northeast lost

more work days than those in the South:

Work-Loss Days

July 1965-

Census Regions June 1966 1968 1971 1975

Northeast 5.1 5.5 5.2 5.3

North Central 5.7 5.1 4.8 4.7

South

West

6.4 5.9 S.5 5.1

6.0 5.2 4.8 6.1

164:16]

From the period July 1965-June 1966, the av-

erage number of work-loss days increased 1.7 per-

cent in the West and 3.9 percent in the Northeast,

but decreased 17.5 percent in the North Central

region and 20.3 percent in the South. For more

detailed information on work-loss days in 1975,

classified by sex, age, and geographic region,

see Table F on page 150.



94

%

5.00

4.75

4.50

4.2b

4.00

3.75

3.30

3.25

3.00

j.75 2.617

Sept

1977

FIGURE 3.--Months of the School Term: Mean Work Absence Rate

for All Districts Surveyed iu Pennsylvania, 1977-78
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SOURCE: Te‹mAer âbssuM9ism: Pro/essionc1 Stc// Absouc9 StM . Harrisburg, Pennsylvania:

Pennsylvania School Boards Association, October 1978, p. 24. Used with permission.

In a study of absence records among Australian

workers, Ferguson (1973) found that the neurotic

absence rate in each occupation studied was greater

in Sydney than in the other state capitals. [175]

A study by the Academy for Educational Develop-

ment (1977) conducted for the State of Illinois

a1so Qrovided absence data by geographic region.

The state was divided into six regions. (Teacher

absence by day of the week for each of these regions

is presented in Table 17 on page 91.) As presented

in Table 18, median teacher absence rates increased

Substantially in each of these six regions from

1971-72 to 1975-76.

PLACE OF RESIDENCE

Employees' place of residence appears to

have a substantial impact on work absence rates.

In an early study, Jackson (1954) reported that

racia1 groups that were more settled in a commu-

nity were absent 1ess often than those that were

newly settled. {2511 Resu1ts of the HecZfA Juhr

view 6xrp9g of the National Center for Eealth

Statistics over a recent 10-year period indicated

that employees living in a Standard Metropolitan

Statistical Area (SMSA) lost more work days, on

the average, than workers living outside an SMSA.



Region

1 (Northeast)

2 (Northwest)

3 (Vest-Central)

4 (East-Central)

5 (Southwest)

6 (Southeast)

Statewide

TABLE 18.--Teacher Absence Rates in Illinois, by Geographic

Region, 1971-72 to 1975-76, and Percent Change

in Absence Rates, 1971—72 to 1975-76

19 71-72

4.0%

2.7

2.6

2.9

2.5

2.7

3.1

Median Percentage

I973—74

4.1%

2.9

3.0

3.2

2.5

3.3

3.5

1975-76

4.3%

3 .0

2.8

3.4

2.8

3.3

3.6

Percent Change

1971-72 to 1975-76

+ 7.5%

+ll.l

+ 7.8

+l7.2

+l2.0

+22.2

+l6.1

SOURCE: Report on Seaeher Absen1::e ed sin in the Put 1? e Nettoo!s of II1?nods to State Boardof

Bdnoatiou, I5l£uois O//ic9 ofEdietiou. Indianapolis, Indiana: The Academy for

Educational Development, Public Policy Division, July 1977, p. 9.

This relationship held for three of the four years

thes urvey was c onducte d:

Work-Loss Days

July 1965-

Place of Residence June 1966 1968 1971 1975

SNSA 5.5 5.6 5.3 5.3

Outside SMSA:

ar

a

6.2 5.2 4.9 5.0

7.3 4.8 4.5 3.6

[164:16]

More detailed data on work-loss days in 1975,

classified according to place of residence, are

included in Table F on page 150.

Two studies related absenteeism to school

system residence. Data from Newark, New Jersey,

for school year 1971-72 showed that teachers resid-

ing in Newark had an absence rate due to illness

of 6.3 percent, below the median rate of 6.8 per-

cent. Teachers living in New Jersey, but not in

Newark, had an absence rate of 7.1 percent;

teachers living elsewhere had a rate of 9.§ per-

cent. [54:104] Coller (1975) reported that the

teachers studied in Livonia, Michigan, who lived

in the school system where they taught tended to

have lower absence records than teachers not liv-

ing within the boundaries of the school system. [12]

TRAVEL DISTANCE TO WORK

95

Research evidence indicates that the dis-

tance employees travel to their jobs relates con-

sistently to absence from work. Stockford (1944)

[399] and Jackson (1944) }251] found positive

correlations between travel distance to work and

the absence rate of industrial workers studied.

Knox (1961) [268], Isambert-Jamati (1962) (for

female industrial workers) [247], and Martin

(1971) [296] reported similar findings. Smith

(1977) found a positive relationship between ab-

sence and weather conditions that hinder traffic.

[387)

Sharples (1973) compared various character-

istics among high and low absence classified

civil service workers by sex. He found that high

absence females lived farther from their jobs

than did low absence females; the same result was

true for high absence males vs. low absence males.

[375) In a study of teachers in 57 California

and Wisconsin elementary schools, Bridges and

Hallinan (1978) concluded that travel time to

work was positively associated with absenteeism.

[7] Yet Isambert-Jamati (1962) (for male indus-

trial workers) [247], Hill (1967) [232], and
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Nicholson and Goodge (1976) [317] reported uo re-

lationship between absence and travel distance to

work.

Summary of studies relating to employee absentee-

ism and time-place factors.--Shown in Table 19 is

a profile of the studies discussed in this part

of the Research Brief. Each of the time-place

factors included here have been found to relate

consistently to employee absenteeism. high

rates of absence have been reported for Mondays

and Fridays, winter and spring months, the

South, residence outside the school system or

inside a Standard Metropolitan Statistical Area,

and increased travel distance to work.

TABLE 19.--Summary of Studies on the Relationship Between Employee

Study

Absenteeism and Time-Place Factors

DAY OF THE WEEK

I. Education (pp. 88-91)

Lee/NEA (1960)

Indianapolis, Ind. (1955-56)

Akron, Ohio

Phoenix, Ariz. (1956-57)

Houston, Tex. (1959-60)

New York State O.E.P.R. (1974)

Bundren (1974)

Marlin (1976)

Academy for Educational Development (1977)

Pa. School Boards Assn. (1978)

Capitan & Morris (1978)

II. Non-Education (p. 88)

Raouf (1973)

MONTH OF THE YEAR

I. Education (pp. 90, 92-94)

Lee/NEA (1960)

Indianapolis, Ind. (1955-56)

St. Louis, Mo. (1955-56)

Phoenix, Ariz. (1956-57)

Sta1lings/So. California (1959)

Hillsborough Co., Fla. (1959-60)

Relationship (Highest)

Monday, Friday

Friday, Tuesday (1955-56)

Friday, Wednesday (1956-57)

Tuesday, Wedues day

Monday, Friday

Monday, Friday (discretionary)

No difference (medical)

Monday, Friday

Friday

Monday, Friday (in 17 of 24

comparisons)

Friday, Monday

Monday, Friday

Monday 6 Friday

Feb., Jan., Nar., Nov.

May, Feb., Dec.

Feb., Nay, Nar., Jan.

Nar., June

Apr., Nar., jay, Oct.



Study

Houston, Tex. (1959-60)

Greater Newark C. of C. (1974)

Bundren (1974)

Marlin (1976)

Pa. School Boards Assn. (1978)

Dade Co., Fla. (1978)

II. Non-Education (pp. 89, 93)

Weaver (1970)

Raoul (1973)

BNA (1976-78)

GEOGRAPHIC REGION

I. Education (pp. 94-95)

Academy for Educational Development (1977)

II. Non-Education (pp. 93-94)

Ferguson (1973)

Miner/BNA (1977)

NCHS (1978)

BNA (197 9)

PLACE OF RESIDENCE

I. Education (p. 95)

Greater Newark C. of C. (1974)

Coller (1975)

II. Non-Education (pp. 94-95)

Jackson (1945)

NCHS (1978)

Relationship (Highest)

Feb., Mar.

Jan., Apr.

No difference

May

May, Apr., Mar., Feb.

See text

Jan., Dec., Feb., Nov.

Dec., Jan.

Jan., Feb., Nar., Oct.

N.E. Illinois > rest of the state

Sydney state capitals

Northeast, North Central

South, West (July 1965-June 1966)

South, Northeast (1968, 1971)

West, Northeast (1975)

North Central, South

outside school system> within school

system

outside school system> within school

system

less settled more settled

outside SMSA SMSA (July 1965-

June 1966)

SMSA> outside SNSA (1968, 1971,

1975)

97
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TRAVEL

I.

Study

DISTANCE TO WORK

Education (p. 95)

Bridges & Hallinan (1978)

II. Non-Education (pp. 95-96)

Stockford (1944)

Jackson (1944)

Knox (1961)

Isambert-Jamati (1962)

Hill (1967)

Martin (1971)

Sharples (1.9 73)

Nicholson & Goodge (1976)

Smith (1977)

TABLE 19 I ConShrined)

The Relationship Between Employee Absenteeism

and Turnover

Researchers who have conducted studies on the

relationship between employee absenteeism and

turnover have followed one of three assumptions

(308:331]: (1) that a continuum of withdrawal

behavior exists and it progresses from absentee-

ism to turnover, with absenteeism an early sign

of turnover [227J; (2) that absenteeism is one

kind of withdrawal behavior that is an alterna-

tive to turnover [231; 357]; and (3) that both

of these withdrawal behaviors, whether related

or not, have the same causes. [295]

Recent research by Beehr and Gupta (1978),

whose sample included 651 employees from aL1

levels of five organizations, has concluded that

four forms of employee withdrawal (psychological

withdrawal, lateness, absenteeism, and turnover)

were positively related to one another, with low

to moderate strength. ”Not only does an

Relationship (Highest)

Positive

Positive

Positive

Positive

Positive (females)

( Zero (males)

Zero

Positive

Positive (males, females)

Zero

Positive (weather conditions)

organization with employee problems need to

concern itself with the employees' lack of in-

volvement," they advised, "but it has to con-

tend with the problems of high absenteeism,

turnover, and lateness at the same time."

[106:771

As shown in Figure 6, Hawk (1976) illus-

trated the interrelationship among the variables

associated with absenteeism, turnover, and absen-

teeism leading to turnover. The major variables

in this diagram are related to five general

areas: the job itself, the work environment,

individual characteristics, special or unique

situations, and conditions that are both out-

side the job and outside the individual.

[220:295]

Muchinsky (1977) reviewed a number of stud-

ies conducted in business and industry that have

examined the relationship between absenteeism

and turnover for both individuals and groups.

[308:329-333] The discussion in this section

of the Research Brief is dravn mainly from his

article.



AREA #1

ABSENTEEISM

VARIABLES

1. Demographic Factors

2. Personal Life

3. Need State

4. Company Policy

5. Work Planning and
Scheduling

FIGURE 6.--Absenteeism/Turnover Typology

AftEA 62

ABSENTEEISM
LEADINGTO

TtTRf'JOVER
VARIABLES

1. Supervisory Style

2. Interpersonal Relationships

3. Working Cond'ttions

4. Salafy

5. Job Expectations

6. Man/Job Fit

7. Job Pesign

AREA63

TURNOVER
VARIABLES

1. General Economic

Conditions

2. Local Labor Market
Conditions

3. Personal Mobility

4. Job Security

5. Demographic Factors

’SOURCE: Donald L. Hawk. "Absenteeism and Turnover," Personurl Joel, 55(June 1976), p. 294.

Copyright June 1976 by PersmmeJ Jovial. Reprinted with permission.

Seven studies have investigated the effect of

absenteeism on the turnover of indiuiAQZ workers,

with the results showing "clear evidence" that

these two variables are related at the individual

level of analysis. {308:330-3321 Van Zelst and

Kerr (1953), who studied manufacturing workers

[412], and Hill and Trist (1955), who studied in-

dustria1 workers [2311, both reported that a posi-

tive relationship existed between absenteeism and

turnover. The results of the Van Zelst and Kerr

study should be interpreted with some caution,

Muchinsky noted, because self-report measures

were used for both variables. White (1960) found

mixed results in a study of absenteeism and
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turnover among factory workers, depending on

how absenteeism was defined. No correlation

was discovered between leavers and stayers when

total days absent were measured, but a positive

relationship was noted for these two groups when

the number of times absent was measured. [423]

A significant positive relationship between turn-

over and absenteeism among psychiatric aides was

reported by Melbin in 1961. [301] In Ronan's

1963 analysis of a sample of industrial appren-

tices, workers who left the program in one com-

pany were absent significantly more than a sam-

ple of apprentices who stayed in the program.

[362] Revans (1964) noted that the absence rate



for student nurses who had lefta hospita1 was

higher than for those nurses who remained. [3â3]

Burke and Wilcox (1972) examined the absenteeism

of telephone operators over a number of three-

month periods, finding that employees who had left

the company had higher rates of absence than those

who stayed with the company. In particular, Burke

and Wilcox reported that the hypothesis of with-

drawal progression was strongly supported, i.e.,

absenteeism which progressively worsened cu1mi-

nated in turnover. [126]

More research has been conducted at the group

level in an effort to correlate absenteeism and

turnover, with 15 studies summarized in Muchinsky's

review (1977). [308:330, 332-333] "At the group

level of analysis," he stated, "there does not ap-

pear to be much support for the hypothesis that

absenteeism and turnover are related." [308:3331

Mayo and Lombard (1945) found no statistically

significant re1ationship between absenteeism and

turnover in four wartime industrial departments,

though they offered anecdotal accounts that sup-

ported a high relationship between these two

variables. {300] Clarke (1946) reported that in

multiple sections of one p1ant a positive relation-

ship between absenteeism and turnover existed, but

no significance tests were applied to the data.

(145] No correlation existed between these two

variables in studies by Kerr (1957) for a samp1e

of 23 e1ectronics departments [261] and Giese and

Ruter (1949) for a sample of 25 mail order house

departments. [196]

Kerr, Koppelmeier, and Sul1ivan (1951) re-

ported that, when they used six absence measures

in 29 manufacturing departments, turnover and ab-

senteeism were unrelated to four measures and

were negatively related to two measures (unexcused

absence rate and vacation absence rate). The re-

lationship of vacation absence rate to turnover

can be explained due to the fact that employees

must accrue vacation leave by attending work for

a considerable period of time. [262; 308:332]

Two studies conducted in the 1950s found no cor-

re1ation between absenteeism and turnover: those

of the Acton Society Trust (1953), that useda

sample of 91 factories [383] and Argyle, Gardner,

and Cioffi (1958), who useda sample of 98 work

groups. [99]

Sawatsky (1951) [366] and Fleishman, Harris,

and Burtt (1955) [177] reported positive relation-

ships between absenteeism and tumover for 29

factory departments and 75 work groups, respec-

tively. Crowther (1957) also noted a positive

relationship between these two factors in a num-

ber of English factories but one factory was ex-

cluded from the study because its emp1oyees had

"a high turnover rate and a 1ow absence rate."

[1fi6] If this sample had been included in Crow-

ther's analysis, Lyons (1972) stated, no signif-

icant correlation would have existed between ab-

senteeism and turnover. [288] In Lundquist's

1958 study of six absence measures for workers

in nine departments of a Swedish factory, posi-

tive correlations were related to three measures

(incidental, single-day, and total days absence)

and no correlations for three other measures

(variations of the "Blue-Nonday" index). [287]

Studies conducted since the 1950s confirm

the nonsignificant findings between turnover and

absenteeism of groups summarized in the above

studies. Georgopoulos, Indik, and Seashore

(1960) found no relationship between turnover

and absenteeism in a sample of 32 de1ivery com-

pany stations {1941, nor did Yusuk (1961) for

a group of 19 manufacturing departments [430],

nor Georgopoulos and Mann (1962) for eight

hospita1 nursing personoel departments [193].

Burke and Wilcox (1972) found that turnover was

unrelated to the total absence of lS telephone

operator offices, but was positively related to

incidental absence. 1126]

When employees decide to quit their jobs,

their absence rates increase, the research shows.

Stallings (1959) found that teachers who were not

re-employed used their sick leave much more liber-

ally during their last year of employment than re-

employed teachers. In his study of teachers in 16

Southern California school systems, nonretained

teachers averaged 6.3 days of absence per year,

compared to 3.9 days for retained teachers.



[71:60-63] Nicholson, Brown, and Chadwick-Jones

(1977) [319:321] identified three studies in this

area: Martin (1971), who reported "leavers"

tended to have higher absence rates than matched

groupp of "stayers" [296]; Burke and Wilcox (1972),

who found that individua1 absence tended to in-

crease just prior to quitting [126]; and Tay1or

(1967), who related that group turnover and ab-

sence tended to be positively re1ated over time.

[402]

Although it is beyond the scope of this Re-

search Brief to review the numerous studies that

have examined the re1ationship between turnover

and various factors, it may be usefu1 to discuss

briefly the findings from a comprehensive study

by Porter aod Steers (1973). As shown in Table

20, a summary of their work, Porter and Steers

reviewed the effect of five major types of var-

iables on employee turoover: job satisfaction,

organization-wide factors, immediate work eoviron-

ment factors, jOb content factors, and personal

factors. The variables havinga consistent

relationship to turoover were: job satisfaction,

satisfaction with pay and promotions, satisfac-

tion with supervisory relations, satisfactory

peer group interactions, satisfaction with job

content, job autonomy and responsibility, role

clarity, age, tenure, and congruence of job with

occupational interests.

Factors having consistent positive associations

with turnover included: work unit size, task

repetitiveness, "extreme" personality character-

istics, and family responsibilities. Variables

with an iuconclxiu9 relationship to turoover or

factors which weres isd too in/requenâZy to

allow a definitive statement about their associ-

ation to tumover were: organization size, re-

ceipt of recognition and feedback, supervisory

experience, and family size.

Porter and Steers concluded that absenteeism

and turnover behaviors can be distinguished ac-

cording to three important dimensions:

1. Negative consequences for the individual

that are associated with absenteeism
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normally are much less than those asso-

ciated with turnover.

2. Absenteeism is more likely to be a

spontaneous and easy decision for an

employee to reach, while it can be as-

sumed that the act of termination can

be considered more carefully over a pe-

riod of time.

3. At times, absenteeism may represent a

substitute behavior for turnover, es-

pecially where alternative employment

is unavailable. [341:173]

Of the 22 tested relationships in the stud-

ies reviewed by Porter and Steers where data on

both absenteeism and turnover were available for

the same samples, only six reported significant

relationships in the same direction between both

withdrawal types and the factors studied. The

rest found that certain factors were significantly

related to one form of withdrawal but not another.

These findings suggest, Porter and Steers explained

that some important differences may exist berween

the causes of absenteeism and turnover. [341:l73J

Likewise, Lyons (1972) found little empirica1

support for the assumption that common correlates

exist for both absenteeism and turnover. [288]

SUMMARY OF STUDI ES RELATI NG TO

EMPLOYEE ABSENTEEI SM AND TURNOVER

Research clearly indicates that employee ab-

senteeism is related consisfsntz to the increased

turnover of individuals. However, there appears

to be an inoonsisfout relationship between absen-

teeism and the turnover of groups. See Table 21

fora profile of studies on the absenteeism-turnove:

association.
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TABLE 20.--Number and Percent of Correlations Between Turnover and

Organizational, Work, and Personal Factors Found

in Studies Reviewed by Porter and Steers

Independent Variable

Job Satisfaction

Organization-Wide Factors

Satisfaction with pay and

promotions

Organization size

Immediate Work Environment

Factors

Satisfaction with supervisory

relations

Receipt of recognition and

feedback

Supervisory experience

Work unit size

Satisfactory peer group

interactions

Job Content Factors

Satisfaction with job content

Task repetitiveness

Job autonomy and responsibility

Role clarity

Persona1 Factors

Age

Tenure

Congruence of job with

occupational interests

"Extreme" personality

characteristics (e.g.,

aggression, anxiety,

emotional stability)

Family size

Family responsibilities

No. of studies

Reviewed

a

Two relationships were curvilinear.

15

10

7

2

1

4

6

9

4

9

3

5

2

Number and Percent of Correlations

Negative Zero Positive

l5 ( 94%) l (6%) ...

9 (82%) 2 (18%) ..

... 1 (100%) ...

6
s

(86%) l (14%)

2 (100%)

1 ( 100%)

1 (25%)

4 (67%) 2 ( 33%)

8 (89%) 1 (11%)

4 (100%)

4 (100%)

1 (25%)

9 (82%) 1 (9%)

4 (100%) ...

3 (100%) ...

1 (50%)

4 (7 5%)

1 (9%)

.. 5 (100%)

1 (50%)

... 5 (100%)

SOURCE: Lyman W. Porter and Richard M. Steers. "Organizational, Work, and Personal Factors in

Employee Turnover and Absenteeism," Ps choTogicaT Bu1}etin, 80 (August 1973),

pp. 154-168.



TABtE 21.--Summary of Studies on the Relationship Between

Study

TURNOVER OF INDIVIDUALS

I. Education (pp. 100-101)

Stallings (1959)

Employee Absenteeism and Turnover

II. Non-Education (pp. 99-100)

van Zelst & Kerr (1953)

Hill & Trist (1955)

White (1960)

Melbin (1961)

Ronan (1963)

Revans (1964)

Burke 6 Wilcox (1972)

Beehr & Gupta (1978)

TURNOVER OF GROUPS

I. Education

None ’

II. Non-Education (p. 100)

Mayo & Lombard (1944)

Clarke (1946)

Kerr (1947)

Giese & Ruter (1949)

Kerr, Koppelmeier, é Sullivan (1951)

Sawatsky (1951)

Acton Society Trust (1953)

Fleishman, Harris, & Burtt (1955)

Crowther (1957)

Argy1e, Gardner, & Cioffi (1958)

Lundquist (1958)

Georgopoulos, Indik, & Seashore (1960)

Yusuk (1961)

Georgopoulos & Mann (1962)

Taylor (1967)

Martin (1971)

Burke & Wilcox (1972)

Relationship

Positive

Positive

Positive

Zero (total)

(Positive (frequency)

Positive

Positive

Positive

Positive

Positive

Zero

Positive

Zero

Zero

Zero (4 measures)

Negative (2 measures)

Positive

Zero

Positive

Postive (see text)

Zero

Positive (3 measures)

\ Zero (3 measures)

Zero

Zero

Zero

Positive

Positive

Zero (total)

¿Positive (incidenta1)
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COST OF EMPLOYEE

While the exact cost of employee absenteeism

is unknown, estimates have put the aggregate loss

in wages and salaries to American workers as high

as $20 billion a year. When industry adds $10

billion for sick pay and another $5 billion for

fringe benefits, it is no surprise that absentee-

ism has been called "a monumental headache for

U.S. .industry." [359:1J

Recent data released by the U.S. Bureau of

Labor Statistics has confirmed the high cost of

absenteeism in America. BLS reported that about

one percent of the total compensation paid by

U.S. employers in 1976 was for paid sick leave.

this amounted to six cents for every hour paid.

Furthermore, BLS estimated that for 1978 the

aggregate cost of paid sick leave was $7 billion,

or $116 for every employee in the country. [401:

49, 53] A 1974 Prentice-Hall survey reported

that the average cost of employee absence to the

employer, industry-wide, was $146 per person.

[222:20; 335:562] (Since these per-person cost

figures were calculated by using different bases,

trends cannot be computed from these data.)

Organizations that have an average employee

absence rate of four percent actually carry one

extra employee for every 25 to take care of av-

erage absence, Smardon (1974) noted. Costs to

the organization for this extra employee, at

$6.00 per hour plus fringe benefits, would be

$16,000a year. [384:13] ñS. Quws and World

Seporf (1972) stated that, as the absence rate

increases one percent in an organization of

1,000 employees, the resulting yearly cost is an

ABSENTEEISM

estimated ?150,000. [85) A computer analysis

conducted at the University of Nebraska showed

that a one percent increase in employee absentee-

ism could cut business profits by four percent.

359:1]

Mirvis and Lawler (1977) measured the finan-

cial impact of the attitudes of 160 tellers in a

oidwestern bank. Results from their study indi-

cated that, from a 0.5 standard deviation in-

crease in job satisfaction, expected cost-savings

of $17,664 in absenteeism, turnover, and perfor-

mance could be realized. Conversely, absences fo

nonmanagerial personnel were estimated to be ap-

proximately $66 per day per employee, including

salary, fringe benefits, cost of replacement, and

loss of profit. [304]

Even the cost of absence in Congress has

been estimated. An unenforced l8â6 law requires

members of Congress to forfeit their salary for

each day they are absent, excluding absences for

personal or family illness. If this law were

enforced strictly, said the Foundation for the

Study of Presidential and Congressional Terms,

Senate members could have incurred penalties of

$277,601 and members of the House of Representa-

tives, $1,402,253, fora total of almost $1.7

million for the first session of the Ninety-

fifth Congress alone. Absences were defined as

days on which members of Congress were not pres-

ent for any vote. ”Some or many oi these ab-

sences were undoubtedly legitimate," the Founda-

tion added, ”and they would have lowered the

total amount of salary that would have been

docked.”[279]



According to Sylwester (1979), the financial

impact of change-related stress can have a decided

impact on a schoo1 system's budget. As he found

for a samp1e of Oregon educators (see page 40),

those experiencing a major like crisis, as meas-

ured by the Ilo!mes-Rade l3otaI Readfius meu L Ratînq

Scelu, were absent on the average two days more

than educators who were not affected by life

changes.

The increase of teacher absences as

Holmes-Rahe scores rise would trans-

late into ten extra absences in a

twenty teacher school duringa school

year. Multiply these two days by $125

(the average salary for teacher and

substitute -- on the supposition that

the class is generally in a holding

state on such days), and $1250 of the

school's operating budget* is moved

from meeting the educational needs stu-

dents have to the persona1 recupterative

needs teachers have because of stressful

ohanges that have occurred in their

lives. Add to this out-of-budget cost

the reduced effectiveness of educators

who come to school on days when they

should really stay home, the impact of

many schoo1-related stressors not spe-

cifically covered in the Holmes-Rahe

Scale, the added effort required to work

with those students who themselves are

experiencing stress, and the real cost

of the stress educators experience rises

a1armingly as a hidden budget item.

*To compute the district-wide cost of the

stress investigatéd in this study, mul-

tiply $62.50 x the number of teachers in

the district. {74:19-20]

In 1977 Educational Research Service conducted

a national survey of school systems with an enro1l-

ment of 300 or more pupils relating to practices

and procedures in using substitute teachers. Re-

sponding schoo1 systems reported spending from

approximately $750 for substitute teachers' sal-

aries in 1575-76 up to $12 million. (Table 22)

As school system size increased, so did total sub-

sticute costs, as one would expect. The median

substitute salary cost for large school systems

(25,000 or more pupils) was $486,955; for medium

systems (10,000 to 24,999 pupils), $138,430; for

small systems (2,500 to 9,999 pupils), $48,526;

and for very small systems (300 to 2,499 pupils),

$10,590.

$ 7,4 60,165). [53:36, 3 8]

has doubled.
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The ERS survey also found that school sys-

tems indicated that the median amount paid to

substitute teachers was 1.6 percent of the total

amount paid regular teachers in 1975-76. This

figure was relatively stable across all four

enrollment size categories. Sixty-four percent

of the respondents indicated that the total

amount paid for substitute teachers' sa1aries

was less than 1.8 percent of the total amount

paid.regu1ar teachers. At the low end, one small

school system reported spending approximately 0.1

percent of the amount paid regular teachers for

substitutes ($3,000 vs. $2 million). At the high

end, one medium school system reportedly paid sub-

stitute teachers approximately 13.2 percent of

that paid regular teachers ($988,333 vs.

Data on the cost of substitute teachers'

salaries per teacher in school systems enrolling

10,000 or more pupils [or school year 1975-76

were generated from two ERS national surveys.

(Table 23) The median cost of substitute

teachers' salaries per teacher was $242.60 in

large school systems (25,000 or more pupils) and

$206.71 in medium systems (10,000 to 24,999

pupils). Median cost of substitute teachers'

salaries per teacher for school systems with an

enrollment of 10,000 or more pupils was $223.82

in schoo1 year 1975-76. These substitute cost

figures ranged from a low of $41.89 per teacher

to a high of- $847.31 per teacher. Data from the

late 1950s collected by the NEA Research Division

for 27 large school systems showed that the aver-

age cost per teacher for substitute service was

approximately $100.00. [37:21] As a rough meas-

ure of change over a 20-year period, this cost

Data on minimum and maximum scheduled daily

pay rates for substitute teachers nationwide are

included in Part1 of the annual ERS 7CfionnZ

Suru9y o/ 6algies and Vcges in Relic 5cAooZs.

As shown in Table 24, both median minimum and

maximum scheduled daily pay rates for substitutes

have increased during the three-year period 1976-

77 to 1978-79 in each of the Your enrollment groups
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COSt

TABLE 22.--Approximate Cost oi Substitute Teachers' Salaries, 1975-76

Less than $5, 000

$5,000 to 9,999

10,000 to 49,999 ..

50,000 eo9 9,9 99

100,000 to 199,999

200,000 to 299,999

300,000 to 399,999

400,000 to 499,999

500,000 to 999,999

1,000,000 or more

Large

(23, 000

or

more)

3.9/

17

16.5

16

15.5

17 ...

16.3 ...

30

29.1

19

18.5

TOTAL REPORTINC SYSTEMS 103

100.0

Mean

Median

Range: Low

ltigh

$ 84 2,6 70

486,955

110,000

12,000,000

Medium

(10,000

to

24, 999)

... 3.2%

... 27

... 21.8

59

47.6

24

19.3

7.3

1 ...

0.8 ...

124

100.0

Enrollment Group

Small

(2, 500

tO

9,99 9)

1
0.9%

58

50.9

42

36.8

12

10.5

1

0.9 ...

100.0

$165,619 $ 56,394

1 38,4 30

32,000

988,333

4 8,5 26

3,000

210,000

Very Small

(300

to

2,49 9)

2 7.6%

27

31.0

87

100.0

$ 8,000

10,590

750

36,763

Tota1

(300

or

more)

25

5 . 9%

27

6.3

98

22.9

69

16.1

75

17.5

42

9.8

... 25

... 5.9

... 17

... 4.0

.. 31

... 7.2

.. 19

428

100.0

$267, 907

94,353

750

12,000,000

SOURCE: PeasI!wes and P:rose du:ores in ltte Use o/ dadsI?date teaehers. Artington, Virginia:

E dueational Research Service, 197 7,p . 35.



TABLE 23.--Cost of Substitute Teachers' Salaries per Teacher, 1973-76

COSt

Less than $100.00

$100.00 to 149.99

150.00 to 199.99

200.00 to 249.99

250.00 to 299.99

300.00 to 349.99

330.00 to 399.99

400.00 or more

Mean

TOTAL REPORTING

SYSTEMS

Median

Rauge: Loc

High

Large

(25, 000

or

more)

3
3.5%

5.8

21

24.1

17

19.5

17

19.5

11

12.6

4.6

9

10.4

87

100.0

Ș 264.83

242.60

61.64

847.31

Enrollment Croup

Medium

(10,000

to

24,999)

3

4.0%

9

11.8

27

35.5

16

21.1

5.3

7

9.2

9

11.8

1
1.3

76

100.0

$ 221. 24

2 06. 71

51.89

414.23

Total

(10,000

or

more)

3.7%

14

8.6

48

29.5

33
20.2

21

12.9

18

11.0

13

8.0

10

6.1

163

100.0

Ș 244. 50

223. 82

41.89

847.31

SOURCES: Substitute Teacher Cost Data: Survey instrument used in data

collection for ERS Report, Practices cnd Procedmes iu tAe Use

o/ 5Vsâi¢ute knockers. ArLington, Virginia: Educational

Research Service, 1977.

Teacher Staffing Data: SoZeries Ppid Pro/essioua1 Persounsl in

t£ic ScAoo£s, 79Z6-Zd. Part II of National Survey of Sala-

ries and Wages in Public Schools. Arlington, Virginia:

Educational Research Service, 1976.
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TABLE 24.--Medians and Ranges of Minimum and Maximum Scheduled Daily Pay Rates

for Substitute Teachers and Number of School Systems Responding to

ERS National Surveys, by Enrollment Group, 1976-77 to 1978-79

1. LARGE

(25, 000 or more

pupils)

MEDIAN

RANGE: LOW

HIGH

N

2. MEDIUM

(10,000 to 24,999

pupils)

MEDIAN

3. S NALL

RANGE: LOW

HIGH

(2,500 to 9,999 pupils)

MEDIAN

RANGE: LOW

HIGH

N

4 . VERY SNALL

(300 to 2,499 pupils)

MEDIAN

RANGE: LOW

HIGH

N

5. TOTAL

(300 or more pupils)

MEDIAN

RANGE: LOW

N

HIGH

Scheduled Daily Pay Rates

Minimum

1976- 1977- 1978-

77 78 79

$25.00 $26.00 $28.00

14.40 14.40 16.81

51.68 5 3.25 34. 00

149 160 134

26.00 28.00 30.00

10.00 10.00 15.00

50.78 52.63 56. 05

286 3.5 287

25.00 26.00 29.00

12.00 13.00 13.00

4 3.00 4 9.00 52. l5

359 389 391

25.00 25.00 27.00

12.00 12.00 14.00

35.00 38.96 40.00

203 258 252

2500 26.00 28.25

10.00 10.00 13.00

51.68 53.25 56.05

997 1, 122 1, 064

Maximum

1976— 197 7- 1978—

77 78 79

4zo.oo who.oo r3s.oo

1.7.00 18.00 19.04

80.43 88.70 97.64

146 158 133

30.00 32.00 33.00

17.00 15.00 17.00

71.12 83.38 95.00

282 313 286

29.00 30.00 32.00

15.00 15.00 17.00

87. 78 92. 38 94. 00

358 385 392

25.00 27.50 30.00

12.00 15.00 15.00

45.50 75.00 90.00

213 258 251

29.00 30.00 31.50

12.00 15.00 15.00

87.78 92.38 97.64

999 1,114 1,062

SOURCES: 6ck d T d 5eZ es /o¥ Pro/essiouc1 PeraouueZ iu PVJic 6oAoo1s. Part 1 of National

Survey of Salaries and Wages in Public Schools. Arlington, Virginia: Educational

Research Service,

f9Z6-ZZ (1977), p. 25

79ZZ-Z8 (1978), p. 29

19Z 8-?9 (197 9), p . 32.



In 1978-79, the minimum scheduled daily pay rate

for substitute teachers was more than $50.00 in

some systems, with the maximum daily pay rate ap-

proaching $100.00. However, the difference be-

tween median minimum and maximum scheduled rates

was three to Your dollars.

The smallest change among the four enrol1-

ment groups from 1976-77 to 1978-79 occurred in

the very small school systems (300 to 2,499 pupils)

--an increase of eight percent in median minimum

scheduled daily pay rates for substitute teachers.

The largest change (a 20 percent increase) also

occurred in the very small systems--the median

maximum scheduled pay rate. Nedian minimum sched-

uled daily pay rates for substitutes in school sys-

tems enrolling 300 or more pupils have increased 13

percent, and maximum pay rates, 8.6 percent.

Minimum and maximum scheduled daily pay rates

for substitute teachers in the 50 largest school

systems for 1978-79 are shown in Table 25. The

lowest minimum rate among these 50 systems was

scheduled in New Castle County (Wilmington), Dela-

ware ($16.81) and the highest maximum rate was

scheduled in New York City ($78.50).

Cost o€ teacher absence and substitute serv-

ice has been estimated at the state level by Illi-

nois and Pennsylvania. The Academy for Educational

Development (1977) estimated that the expenditure

for substitute teachers in Illinois for schoo1

year 1975-76 was $31,618,689. Expenditures for

Chicago alone amounted to 38 percent of this total

($11,988,834). Median expenditures for substitutes

for the sample in this study increased 36.0 percent

from 1971-72 to 1975-76, or from $5,282 to $7,186.

Mean expenditures increased by nearly the same per-

cent (36.3 percent). [57:7-81

Total expenditures for substitutes in school

systems in the sample, excluding Chicago, rose mom

$3,978,057 iu 1971-72 to $5,370,508 in 1975-76, or

35.0 percent. Tota1 expenditures for teachers'

salaries, excluding Chicago, during this period

increased 10.3 percent, from $289,954,366 to

$319,920,368. Therefore, the estimated expenditure

for substitute teachers in the sample, excluding

Chicago, was 1.4 percent of the total spent on

teachers' salaries in 1971-72 and 1.7 percent

of that spent on teachers' salaries in 1975-76.

[57:5-8J The 1.7 percent figure in 1975-76 in

Il1inois representing salaries paid substitute

teachers compared to salaries paid to regular

teachers is exactly the same mean figure that

ERS reported for all school systems responding

to its survey on substitute teachers in 1975-76.

[53:38]

The Pennsylvania School Boards Association

(1978) estimated that the actual cost of substi-

tute teachers in the 135 school systems it stud-

ied was $6.4 million in 1977-78, based on a sub-

stitute employment rate of 90 percent. Projec-

ted to all 504 schoo1 systems in the state, the

authors noted, the potential cost of filling dll

vacancies with substitutes would be more than

$30 million. If 90 percent of these vacancies

were filled, costs of teacher absenteeism would

be $27 million. [78:35-36] If the salaries for

absent teachers were added to the cost of substi-

tute teachers, they estimated that Pennsylvania

school systems spent more than $88 million a

year for total professional salaries directly

attributable to teacher absence. In 1977-78,

this cost was 4.5 percent of that paid for

teachers' salaries. "To put this cost into

perspective," they explained, "this $88.0 million

cost of substitutes accounts fora greater per-

cent of the total budget than any one of the

following budgetary line items: health services,

food services, student activities, community

services, or capital outlay." {78:36]

Data also are available on the impact o€

substitute teacher costs in some local school

systems. For school year 1969-70, the Dade

County (Miami), Florida, public schools re-

ported the following estimates of cost result-

ing from absences o instructional personnel:

• average number of absences

per day

• estimated number of substitute

teachers hired per day

581.2

432.0
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Rank

29

30

31

32

33

34

35

36

37

38

39

40

41

42

43

43

46

47

48

TABLE 25.--Minimum and Maximum Scheduled Daily Pay Rates for Substitute Teachers

iu the 50 Largest School Systems in the United States, 1978-79

School System

New York, NY

2 Los Angeles, CA

3 Chicago, IL

Dade County, FL (Miami)

Philadelphia, PA

Detroit, MI

7 Houston, TX

8 Hawaii (entire state)

9 Baltimore City, MD

10 Broward County, FL (Ft. Lauderdale)

11 Prince George's County, MD

(Upper Marlboro)

12 Dallas, TX

13 Fairfax County, VA (Fairfax)

14 San Diego, CA

15 Memphis, TN

16 Washington, DC

17 Hillsborough County, FL (Tampa)

18 Jefferson County, KY (Louisville)

19 Baltimore County, MD (Towson)

20 Montgomery County, MD (Rockville)

21 Duval County, FL (Jacksonville)

22 Cleveland, OH

23 Milwaukee, WI

24 Pinellas County, fL (Clearwater)

25 Clark County, NV (Las Vegas)

26 Orleans Parish, LA (New Orleans)

27 DeKalb County, GA (Decatur)

28 Col umbus, OU

Orange County, FL (Orlando)

Jefferson County, C0 (Lakewood)

Albuquerque, NM

Charlotte-Mecklenburg County, NC

(Charlotte)

Atlanta, GA

Anne Arundel County, MD (Annapolis)

St. Louis, MO

Metropolitan School System, Nashville, TN

Indianapolis, IN

Jefferson Parish, LA (Gretna)

Palm Beach County, FL (West Palm Beach)

Boston, MA

East Baton Rouge Parish, LA

(Baton Rouge)

Fort Worth, TX

Denver, CO

Mobile County, AL (Mobile)

Newark, NJ

New Castle County, DE (Wilmington)

San Antonio, TX

San Francisco, CA

Enrollment

Fall 1978

1,037,578

533, 768

493,200

233,000

212,426

212,112

201,9 60

164,323

141,127

134,000

133,613

131,005

126,463

115,478

113, 823

112,299

111,552

109,291

108,268

107,427

105,4 20

102,641

96,5 92

89,942

86,200

86,056

84,790

82,632

82630

80,951

80,476

77,641

7b,500

74, 083

73,824

71,162

70,171

70,155

6 9,241

68,501

68209

65,727

65,000

64,915

63,â58

6 3,2 09

61,734

Scheduled Daily Pay Rate

for Substitute Teachers

Minimum Maximum

$40. oo

53. 25

â2. 00

31.18

23. 00

39. 06

28.00

3 7.06’

18. 00

30.17’

25. 00

26.00

23.72

3770

30.00

3â.00

18.23

31.00

19.00

36.23

29.00

34.00'

43. 0

22.00

3 7.03

23.00

ID

33.00

20.00

28. 00

30.00

30. 00

30. 20

22 . 00

32. 00

24. 00

25. 00

18.00

22.50'

3656

23.00

27.00

44.35

20.40

42.37’

16.81

20. 00‘

44. 00

$78.50

77.35

44.00

36.28

49.72

49.61

38.50

43.49'

22.00

35.91’

30.50

30.00

30.04

47.70

64.90

33.00

27.54

41.00

24. 00

48.67

37.00

48. 00

3 0.00

2 7.50

43. 05

40. 00

ND

39. 00

29. 00

34. 00

36. 00

30.00

30.20

2750

44.30

27.00

45.00

30.00

32.50'

36.66

25.00

30.00

53.45

20.40

42.37'

27.32

20.00'
44.00



Rank

49 El Paso, TX

School System

50 Granite, UT (Salt Lake City)

TABLE 25 CoriLî nuo d1

Enrollment

Fall 1978

ND = No data for 1978-79, 1977-78, or 1976-77.

Data for 1977-78.

2
Data for 1976-77.

61., 052

5 9,5 36

Scheduled Daily Pay Rate

for Substitute Teachers

Minimum Maximum

$24.00

24.00

Ș28.00

3040

SOURCES: 6oAodnZed SQla es for Pro/essionc1 Personnel in PVZic 6oAooZs. Part 1 of National

Survey of Salaries and Wages in Public Schools. Arlington, Virginia: Educational

Research Service,

79Z8-Z9 (1979), pp. 50-123

79ZZ-Z8 (1978), pp. 48-123

79Z6-ZZ (1977), pp. 40-111.

"Percent of Enrollment Changes Fall 1971 to Fall 1978, and Per Pupil Expenditure for

Current Operations, 1978-79, in the 50 Largest School Systems," EPS 8u£tetin,

6 (April 1979), p. 4.

substitute employment rate (in

Pennsylvania for 1977-78, the

rate was 90 percent--see p. 109.) 83.4%

estimated costs of substitutes

per day

estimated annual cost of

hiring substitutes

estimated gain from number

of days of leave without

pay

net annual cost to the Board

from absences

$10,000

$1,840,000

$550,000

$1,290,000

[66:33)

The Office of Education Performance Review

(1974) reported that New York City spent $71.5

million on substitute teacher costs iu 1971-72,

or nine percent of the city's total cost for

teachers' salaries. In contrast, substitute

teacher costs for upstate New York were $36.1 mil-

lion, or 2¿ percent of the tota1 cost for

teachers' salaries. [80:191 Later, union and

schoo1 system spokespersons put the costs for New

York City substitutes at $25 million. [70] Data
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from the ERS survey on substitute teachers from

New York City, which was received too late to be

included in that study, indicated that in 1975-76,

the Board of Education spent $21.3 million on

substitute teachers' salaries, or 2.4 percent of

that spent on regular teachers' salaries. {53:2]

As noted previously, the Chicago, Illinois,

public schools spent an estimated $11,988,834 on

substitute teachers' salaries in 1975-76 (38 per-

cent of that spent in the entire state). Hent-

schke (1978) reported a similar figure for Chi-

cago. [30:35] Capitan and Morris (1978) indi-

cated that the Akron, Ohio, school system reduced

its professional staff absence rate to 4.36 days

per employee in 1976-77 from 6.35 days in 1973-

74. "This translates into over $136,442 or a

sick leave savings of approximately $68,220 per

year," they said. [9:8) The TulSa, Oklahoma,

public schools reportedly spent 3,300 a day

for substitute teachers in 1977-78. [761

As shown in lable 26, Clark (1971) presented

an example of how costs related to absenteeism

and turnover can be computed for an individual

organization. [144:6#l
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TABLE 26.--Computing Absenteeism and Turoover Costs for an Individual Organization

How a sample organization's

absenteeism is calculated

Total sick days paid

previous 12 months

Average daily pay

multip1ied by tota1

sick days

This is organiza-

tion's annual cost

Total accrued 5-year

expense

3 200

96 000

80 000

Based on 400-em-

p1oyee organiza-

tion with average

of 8 days' absence

per'employee

(8 x 400)

Based on average

30 daily pay of $30

($30 x 3200)

(5 x $96,000)

Chart above shows that a 400-employee organi-

zation annual absenteeism cost is $96,000. For a

800- ployee organization the figure would be

$192,000. These totals do not include, lost pro-

duction, overtime costs, etc., which could

easily double the final expense.

Record your own organization's

absentee expense

Total sick days paid

previous 12 months

Average daily pay multi-

plied by total sick days x

THIS IS YOUR ANNUAL

ABSENTEE COST

THIS IS YOUR5 -YEAR

PROJEC TION ABSENTEE

CosT (5x annual cost)

Cost of a sample organization's

turnover

Total number of em-

ployees separated

in past 12 months

Average cost of em-

ployee separation

Annua1 cost of

turnover

Tota1 accrued 5-ye

turnover expenses

Based on 400—

elnployee or—

104 ganization

with 26/ turn-

over rate--1969

National rate

(26% of 400 is

104)

(National

Ș7 0 average)

$ 78 800

a

’ 390000

A 400-employee organization's turnover

cost is $78,800 per year. For an 800-em-

ployee organization, the yearly drain ex-

ceeds $150,000. Use charts to figure your

organization's turnover costs.

Record your organization's

turnover expenses

Total number of your

employees separated

in past 12 months

Multiply cost per em-

ployee separation

THIS IS YOUR ANNUAL

TURNOVER COST

(National

x $750 average)

THIS IS YOUR PROJECTED

5 -YEAR TURNOVER COST

(5x annual

COSt)

SOURCE: Adapted from William Clark. "How to Cut Absenteeism and Turnover, d nisfratiUs

Imngemeuâ, 32 (March 1971), p. 65. Copyright 1971 by Geyer-McAllister Publications,

Inc., New York, New York. Used with permission.



In discussing the cost aspects of employee

absenteeism in education, one nonmonetary "cost"

also should be included: the effect of teacher

absenteeism on student achievement. Some per-

ceive a cause and effect relationship existing

between these two factors. Although more re-

search certainly is needed before definitive

conclusions can be drawn, the little empirica1

evidence that is available fails to substantiate

this belief. Foster (1977) reported that no

discernible effects on the average class means
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of combined reading and mathematics achievement

test scores were found in New York City schools

studied with high versus low teacher absenteeism.

[18] Musen, Saha, and Noonan (1978), consultants

for the World Bank, reported that two of 32 ex-

amined studies on teacher training and student

achievement in less developed countries included

a measure of teacher absenteeism and punctuality.

Neither of these studies, conducted in Thailand

and Mexico, found a relationship between this

variable and achievement among primary school

pupils. [32:33]
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CONTROLLING EMPLOYEE ABSENTEEISM

How can school administrators who perceive a

problem of teacher and support staff absenteeism

effectively implement policies and procedures for

controlling this behavior? Management's foremost

priority must be to recognize that an absenteeism

problem actually exists and actively to seek a

solution for it. [77; 9:7-8]

Buzoüts (1977) noted that each organisation, a

unique entity, must develop its own absenteeism-

control program. When problems such as staff ab-

senteeism arise, "many managers seek a cure for an

organizational ill before really understanding the

malady confronting them." {273:74] Kuzmits advised

that: "Faced with what is thought to be an absen-

teeism problem, a manager nhould start by asking

questions, not seeking quick cures." 273:74]

Allen and Higgins (1979) identified four stages

of change that are fundamental to curbing the

absenteeism "culture":

• analyse the probleœ and set objectives

z introduce the program briefly to the or-

ganization's employees and secure involve-

ment among top- and lower-level managers

z implement the program on four levels--in-

dividual, group/work team, organisation,

and leadership

• evaluate the program and make any neces-

sary modifications for its extension or

renewal. [96:34-35]

The planning reQuired fora successful absence

control program for schoo1 employees is illustrated

by the Greater Newark (New Jersey) Chamber of Com-

merce (1975), which conducted a major study of

teacher absenteeism in cooperation with the

Newark and Ewing Township Public Schools. Among

the procedures developed by these school systems

was their own system for data collection. The

Chamber of Commerce recommended that "five first

steps" need to be taken by superintendents initi-

atinga program for attendance improvement:

• First, an analysis of staff absence

should be prepared. It is suggested

that the School Monthly Attendance

Summary be used for this purpose. A

single past year and the current year

are adequate. As records are gathered

and summarized, look for natural man-

agement and administrative grouping and

absence rates: i.e., individual school,

special teacher groupings, tenure and

non-tenure, etc. Individual cases

which exceed annua1 days provided

should be reviewed.

Preparing this analysis on the School

Monthly Attendance Summary assures

that the basic data gathered can be

used for ongoing records.

An analysis of this data should be

prepared for use by the administra-

tive staff.

Nexta superintendent's staff meeting

uses this data as the bench mark to

prepare district operating guidelines.

Identify the problem, the causes, and

the probable steps that can be taken

to reduce excessive illness absence.

Prepare a written set of guidelines

which will be used to administer the

Attendance Improvement Program. Con-

sult with other New Jersey Superin-

tendents who have initiated their own

AIP. . . .



Third, consult with your medical director,

attorney, and labor relations specialist

for their assistance. Consult with this

Chamber study team if you want to draw on

the resources of your business community,

but are unsure how to proceed.

’Next, lay out the timing for implementation.

Ask that modern methods be used to regu-

larly gather, summarize, and use this data.

Be clear and keep simple the records you as

Superintendent need monthly. Insist that

existing data collecting systems be used

wherever possible. Of course exercise the

opportunities to apply the principles of

work simplification. Do not destroy any

existing individual records procedures.

Generally avoid mechanization until you

know what your experience will be. Use

the summarization on a regular basis at

monthly staff meetings.

Last, be the plan's exponent, sell it, and

initiate the plan using and insisting that

carefu1 managerial control be maintained

so that the positive nature of the plan

occurs. Advising association teacher

.leaders of your work is an excellent step

to take. This will assure understanding

and in most cases support of what you are

undertaking. [81:17-191

What are other school systems actively doing

to control employee absenteeism? Walter (1977)

outlined the status of teacher absence control

programs in 28 suburban New York-New Jersey met-

ropolitan school systems. His findings were not

encouraging. The majority of these systems had

no comprehensive teacher absence contro1 program.

Furthermore, he found that verbal and written com-

munication regarding teacher absenteeism between

chief school officers and personnel administrators

was lacking in most of these systems. Among the

school systems that had an absence control program,

the characteristics of these programs varied from

system to system. [82]

Suggestions for controlling staff absenteeism

are discussed in this section, according to eight

major categories:

1. establishing policies on employee

absenteeism

2. developing guidelines for collecting

absence data

3. defining responsibilities of middle

management
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4. defining responsibilities of upper

management

â. developing programs to stimulate good

attendance

6. developing innovative uses of paid

leave

7. enlisting other agencies to help re-

duce employee absenteeism.

Establishing Policies on Employee Absenteeism

Suggestions from the literature on employee

absenteeism repeatedly urge administrators to

establish policies that relate specifically to

staff absenteeism or to revise existing policies.

The Joint Business-Educator Project in Newark,

New Jersey (1975) developed the following dis-

trict policy on staff attendance, calling it

"one of the most important steps" iu its Attend-

ance Improvement Plan:

The board recognizes that good attendance

is necessary and expected in order to

maintain an efficient school system.

Therefore, the board encourages its em-

ployees to develop satisfactory atten-

dance performance in pursuance of that

goal. [ 81:10]

Gendler (1977) reported that one oi the

first actions the superintendent of the Merrick,

New York, public schools took to reduce teacher

absenteeism was to recommend to the schoo1 board

that existing policies be modified to include

criteria dealing with teacher attendance. [23]

Gluyas (1972) recommended that stated organiza-

tional policies should be updated periodically,

giving employees the rationale behind them.

Possible statements that could be used in these

attendance policies include: employees should

be told that they are expected to attend work

regularly and punctually and the reasons why

employee attendance is important to all those

who deal with the organization should be
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clarified. [199:35] In Newark and Ewing Township,

school management made changes iu certain provi-

sions of the labor contracts with their employees

and board policies that were contrary toa recent

ruling by the New Jersey Commissioner of Education.

81:15]

Absenteeism should be clearly defined, perhaps

using one or more of the standard formulas des-

cribed on pages 6-9 as a measurement tool. Stand-

ards for desired performance, which are different

from policies, should be set from management's

expectations of "maximum acceptable levels of ab-

senteeism/turnover" and should be elaborated both

orally and in writing. [273:75; 144:64] Clark

(1971) said that standards should be set according

to department experience. They are discovered

when absence data are first compiled. As an ex-

ample, he noted that if a department lost 10 em-

ployees in the past year from turnover and a

company goal was set for reducing turnover by

20 percent in the next year, the department's

standard would be eight terminations (20 percent

of the 10 terminations from the previous year.)

This method can be applied to setting absenteeism

standards as well. Clark stressed that a key to

effective standards is the involvement of the im-

mediate supervisor, a subject that is treated

in depth beginning on page 123. [144:65]

Dreyfack (1970) concluded that a "breaking

point" should be established to signal tha!: the

time for direct management involvement has oc-

curred, e.g., a verbal warning after the third

absence, a written one after the fourth, and

discipline after the fifth. {167:341 Kearns

(1970) noted that in one company, employees re-

ceive a warning slip after their first and sec-

ond unexcused absences and are dismissed after

the third. These three absences cover a one-

year period. This company maintained an ab-

sence rate of one half of one percent for 14

years using this method, he said. [259:51]

A 1970 article in Snpemiso Imegsmsut

advocated that "occurrences" be used instead of

days or hours for absenteeism control purposes

so that employees could combine a continuous

period of absence for a siugle reason into one

occurrence. For example, three or four half-day

doctor's appointments could be counted as one

occurrence. Six occurrences per year were con-

sidered to be a normal amount of time away from

the job. Medical verification should be required

after the sixth occurrence. The maiu reason for

using this definition, the article pointed out,

was to identify personnel with a problem of

chronic absenteeism, not those who make advance

notice for a legitimate reason. [158:10-11]

Vroom (1964) also suggested using this approach.

[414]

Sheridan (1972) described the concept of

"programmed attendance," which involves peer-

group pressure to contro1 absenteeism. For ex-

ample, a single work group of 30 people deter-

mines a rate of absence agreeable to the organi-

zation, with the employees allowed to distribute

the days off and manage the program themselves.

Absenteeism has been reduced drastically in some

cases where this method has been tried.

[3 79: 29—30]

A number of specific rules should be in-

cluded in any attendance policy. Days off should

be scheduled at least one day in advance. Em-

ployees should not be able to change absences

to vacation leave after the absence has occurred.

[173] In a study of teacher absenteeism in New

York City, a state review office recommended that

the City Board of Education eliminate the 30-day

grace period given to teachers before they must

indicate how their absence should be charged, so

that the preparation oI teacher absence reports

could be expedited. [80:4] In certain cases, it

may be advisable to require employees to submit

to a medical checkup or produce a medical state-

ment froma physician or nurse. [173] The or-

ganization may wish to provide this service for

its own employees. {45:10] Some organizations

employ a public health or visiting nurse to check

on an absentee at home; however, Campbell (1970)

warned that this measure should be used only in

cases of suspected sick leave abuse, so that

employees do not fear that the nurse is acting



as a company "watchdog." [132:48] Dreyfack (1970)

added the following provisions: have management

call the employee if he or she fails to call in,

which emphasizes management's awareness and con-

cern; and identify "weekend-stretchers," "seasonal

stay-aways," and absentees who are out because of

personal problems (drinking, gambling, etc.), mak-

ing an effort to help the employee correct these

problems. [167:34-35]

Specific, written disciplinary procedures

for exceeding stated standards should be a part

of an organization's absence policy, wrote Kuzmits

(1977). [273] A notice should be posted, Farrant

(1978) said, with a warning that employees who are

absent for a certain number of working days with-

out notifying their supervisor will be terminated.

Warrant also advised that if an employee is absent

for ones day without notifying his or her super-

visor, the employee and the supervisor should have

a serious discussion. Supervisors should record

the first and second absences that they have not

approved. If an employee stays away from work the

third time without notifying the supervisor, it

should mean termination. Likewise, when an em-

ployee submits a false reason for an absence, it

should result in termination. {173] Dreyfack

(1970) argued for employers to clamp down on

lateness, tying it with absences. [167:341 Gary

(1971) found that in a study of 4,600 manufactur-

ing employees, permanent discipline proved to be

a better way to reduce absence than either indis-

criminate discipline or no discipline. [189]

In contrast to these measures, there are in-

dications that punishment may not solve absentee-

ism problems at all. Robinson (1974) said that

strict warnings about possible dismissal only

lead toa few weeks of good attendance before the

employee resumes the old pattern of absence.

[360:25] Buzzard and Liddell (1958) [1291 and

Nicholson (1976) [316] argued that sanctions used

in absenteeism control problems might cause some

employees to circumvent the system by resorting

to fewer but longer absences. When Western Elec-

tric fired 100 workers as part of a demerit sys-

tem for controlling absenteeism, a wildcat strike
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resulted. The demerit system was replaced with

a system of positive inducements. [234]

Heneghan and Ginsburg (1970), who studied the

absenteeism of New York City municipal employees,

found that departments with lower absence had

relatively lenient policies for lateness.

[224:50] Seatter (1961) [372] and Baum and

Youngblood (1975) 103] reported that lower ab-

sence rates were associated with the use of

strict control methods, such as keeping detailed

attendance records, requiring medical verifica-

tion for reported illness, and strict discipli-

nary measures. However, Rosen and Turner (1971)

[364] found no such relationship. [394:398-399]

Even though specific rules may form the

backbone of an organization's absenteeism policy,

exceptions to these rules should be allowed, de-

pending on certain circumstances. The emphasis

should be "to develop a workable plan in the

interest of both employee and management."

[158:11] Lastly, the NEA advised nearly 20

years: ago that the provisions and administration

of local absenteeism plans should be reviewed

frequently by schoo1 management and teacher

representatives to ensure the greatest benefit

for the instructiona1 program. {37:22]

Developing Guidelines forCollecting Absence Data

A 1973 Indnstr feel magazine study found

that while some companies surveyed kept extensive

records on their employees' absence, others kept

none at all. [88:51] This situation is not unique

to business organizations. Capitan and Morris

(1978) concluded that many school systems do not

have employee absence monitoring systems. If

they do, they said, they are not likely to use the

data generated from them. [9:7] Suspected absen-

teeism problems cannot be pinpointed with any de-

gree of accuracy without an effective means of

collecting these data.
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The experience of New York City illustrates

somé of the problems associated with insufficient

absence data collection methods. As Zimet (1973)

explained, an obstacle to reducing teacher absen-

teeism in the city school districts was the

"casual manner in which records of teacher absences

have been maintained in the district." [84:113]

There was no uniform system of record keeping, even

though secretaries of individual schools reported

teacher absences to the centra1 Board for payroll

purposes. The scope and nature of informal ab-

sence records depended on the individua1 school

secretary, but this information was not sent to

district headquarters. As a result, it was im-

possible for officials at district headquarters

to compare teacher absenteeism on a school-by-

schoo1 basis or to find trends in teacher absen-

teeism in a particular school over a period

of time. To correct this situation, the commun-

ity superintendent reQuested school principals

in fall 1971 to send him a report of the total

number of days teachers were absent during each

of the previous two school years. [84:111, 113]

Records can be as simple or as complex as

necessary, but they should be designed to keep

track of individual absences. Beginning in 1972-

73, the Newark and Ewing Township, New Jersey,

public schools developeda number of their own

forms on which to record teacher absence data as

part of their Attendance Improvement Plan.

The forms established by these and other New Jer-

sey school systems, which are reproduced below,

may be he1pfu1 to other school administrators

in devising suitable forms for their own

systems.

As shown in Form1 on page 119, these school

systems use a multiple-year single page calendar

to record the absence of all employees. Maintained

by the building principal, this complete form

facilitates trend analysis. This form also may

be used to appraise individual staff members'

attendance and tardiness. [29:llJ

A multi-purpose payroll and substitute audit

form is utilized in each school when the payroll

is prepared. This form, called the "School

Attendance Payroll Report" (see Form2 on page 120

reports all staff absence classified by date,

reason, and substitute replacement. The super-

intendent's office then can use a copy of this

record to complete the "Teacher Monthly Atten-

dance Summary" (Form 3, page 120.) [29:12]

Form 3 was designed to report a school-by-

schoo1 record of individual teacher absence for

each month of the school year. This form is the

basis for analyzing absence patterns within a

school system. The superintendent's office pro-

vides copies of this form to each principal.

29:13]

The fourth form in the New Jersey Atten-

dance Improvement Program (page 121) presents a

summary of the percent of absence due to illness

by administrative unit. Also shown are the monthl’

and cumulative analysis of incidental absence (fiv‹

days or less) for the school system, extended ab-

sence (more than five days), and total absence.

This one-page summary is the basic management

report whereby all system administrators receive

absence data. [29:14]

Form5 (page 122) is an example of an instru-

ment, recommended by the New Jersey Chambers of

Commerce involved in the Attendance Improvement

Program, that may be used for data collection

in local studies or staff absenteeism. 29:6]

According toa September 29, 1975 article

in QeAiou's Schools 5opozA, an absence form used

in the Attleboro, Massachusetts, public schools

reduced teacher absenteeism in that system by 12

percent. Included on the form, which kept track

of all teacher, clerk, and custodian absences in

an individual school for one week, are separate

boxes for writing substitute teachers' pay rates,

the reason for each employee's absence, and what

management technique the principal used to dis-

courage future absence. The form provided an

easily accessible data base on absence patterns

and was used by the superintendent in reporting

to the schoo1 board and in making decisions on

contract renewal and teacher tenure.



Name

School

FORM 1.--Calendar for Recording Employee Absences

’ Abœnce Times

Social Security No.

Employee Position

Days

1 9 7 8 — 7 9

Tardiness

Timis Abs Tardy Times Abs Tardy TimaAbs Tardy Times Abs Tardy Times Abs Tardy Times AbelTardy

JULY AUG. SEPT. OCT. NOV. DEC.

S M T W T F S S M T W T F S S M T W T F S S M T W T F S S M T W T F S 3 M T W T F S

1 .. .. 2 3 4 5
8 6 7 8 9 î01112

. î 2 1 2 3 4 5 6 7
7 8 9 8 9 10 1J 12 13 14

. 1 2 3 4
7 8 9 10 î

l 2
4 5 6 7 8 9

9 )0 11 12 13 t4 15 13 14 15 16 17 18 J9 10 J1 12 J3 14 J5 16 15 t6 17 18 19 20 21 12 13 \4 15 16 17 )8 JO 1J J2 J3 )4 15 16
t6 J7 18 19 20 21 22 20 21 22 23 24 25 26 17 18 19 20 21 22 23 22 23 24 25 26 27 28 J9 20 21 22 23 24 25 17 18 J9 20 21 22 23
23 24 25 26 27 28 29 27 28 29 30 31.. .. 24 25 26 27 28 29 30 29 30 31.. .. .. .. 26 27 28 29 30 .. .. 24 25 26 27 28 29 30
30 31 .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. 31 .. .. .. .. .. ..

Times Abs Tardy Time Abs Tardy Times Abs Tardy Times Abs Tardy Times Abs Tardy Times Abs Tardy

JAN. FEB. MAR. APR. MAY JUNE

S M T W T F S S M T W T F S S M T W T F S S M T W T F S S M T W T F S S M T W T F S

1 2 3 4 5 6 ..
7 8 9 10 11 T 2 13 4 5

.. 1 2 3 .. .. .. .. 1 2 3 2 3 4 5 6 7
7 8 9 10 4 5 6 7 8 9 JO 8 9 10 11 12 13 14

1 2 3 4 5
8 9 10 11 î2

1 2
8 9

J4 IS J6 17 18 19 20 11 12 13 t4 15 16 17 1f 12 t3 14 15 t6 17 IS t6 17 18 19 20 2J 13 14 TS 16 J7 \8 J9 TO 11 t2 J3 J4 15 t6

21 22 23 24 25 26 27 18 19 202J 2223 24 18 19 20212223 24 22 23 2425262728 2Q21 2223242526 t7’18 ï9 20 21 2223

28 29 303J .. .. .. 25 26 27 28.. .. .. 25 26 27 28 29 303t 29 30 .. .. .. .. .. 27 28 29 3031.. .. 24 25 26 27 282930

Absence Times Days

1 9 7 9 — 8 0

Tardiness

Times Abs Tardy Times Abs Tardy Time Abs Tardy Times Abs Tardy TimaAbs Tardy Times Abs Tardy

JULY AUG. SEPT. OCT. NOV. DEC.

S M T W T F S S M T W T F S S M T W T F S S M T W T F S S M T W T F S S M T W T F S

1 2 3 4 5 6 7
8 9 10Il1213t4 5 6

1 2 3 4
8 9 JO\1

. .. 1 2 3 4 5 6
5 6 7 8 7 8 9 )0 11 12 J3

1 2 3
8 9 CO

15 16 17 18 19 20 21 12 13 14 IS 16 17 18 9 10 11 12 13 14 15 14 15 16 17 J8 19 20 t î 12 13 14 î5 16 t7 9 î0 ) J 12 J3 14 15

22 23 24 25 26 27 28 19 20 21 22 23 24 25 t6 J7 18 J9 20 21 22 21 22 23 24 25 26 27 18 19 20 21 22 23 24 16 J7 )8 19 20 21 22
29 30 31.. .. .. .. 26 27 28 29 30 31.. 23 24 25 26 27 28 29 28 29 30 31.... .. 25 26 27 28 29 30 .. 23 24 25 26 27 28 29

. . 30 .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. 30 31 .. .. .. .. ..

Times Abs Tardy Times Abs Tardy Times Abs Tardy Timed Abs Tardy Times Abs Tardy Times Abs Tardy

JAN. FEB. MAFF APR. MAY JUNE

S M T W T F S S M T \I¥ T F S S M T W T F S S M T W T F S S M T W T F S S M T W T F S

\ 2 3 4 5 . 1
8 9 t0 J1 t2 3 4 5 6 7 8 9

J 2 3 1 2 3 4 5 6 7
8 9 10 8 9 JO J1 12 13 14

13 J4 \5 t6 17 t8 19 10 t1 \2t3 J4t5 \6 9 10 1tt2 \3J415 13 t4 1516 J7ï8ï9 \t 12 1314 t5t6J7 t5 16 171819202s
20 21 22232425 26 17 18 192021 22 23 î6 17 18 J92021 22 20 21 2223 242526 CBJ9202J 2223 24 22 23 2425262728
27 28 29303J .. .. 24 25 26 27 2829.. 23 24 2526272829 27 28 2930.. .. .. 25 26 27 282930 3J 2930 .. .. .. .. ..
. ... .. ... . .. .. .. .. 3031.. .. .. .. .. .. .. .. .. .. .. . .. .. .. .. .. . .. .. .. .. .. ..

KEY: 0 — Illness Absence

// — Tardiness

X — Personal Days

= — Sabbatical Leave

0 — Other Causes

8 — Half Day fitness

# — Vacation

Absence OverF iveDays

SOURCE: Richard llarclerode (ed.) . AT I:endance ImproverienL Gttide /or SuyeN n i::endeTlLiS' fiO7 IO

Irprowe Staff IlIncss Absenee. A Group of New Jersey Chafers of Commerce: Newark,

Jersey City, Eastern Union County, Mercer County, and New Jersey State, June 1979,

p. 13.
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School

Teacher

Name

FORM 2.--School Attendance Payroll Report

Teacher Absence Report

Date Reason

Principal

A = Illness, B = Schoo1 Duties, C = Persona1, D = Death in Family

Substitute

SOURCE: Richard Marclerode (ed.). H#âehnoe /mprouement Jnid0 for 5npeiuteudsn#s: £m to

/mproue 6#e// /£1n9ss dbsunce. A Group of New Jersey Chambers of Commerce: Newark,

Jersey City, Eastern Union County, Mercer County, and New Jersey State, June 1979,

p. 12.

FORM 3.--School Monthly Attendance Summary

MONTHLY RECORD OF ILLNESS ABSENCE

WORK CENTER

RECORD OF TINES/ DAYS ABSENCE

1977-78

Personal ID Times Das Sep. Oct. . .

Incidental

Extended

Incidental

Extended

1978 —79 Days

. Aug. tot. ”P” ”B” ''SL”

P = Personal, B = Business, SL = Sick Leave Days Remaining

SOURCE: Richard Harclerode (ed.). dttendAuce Jmprouement Guide /or 5upuiu#endents:

Bm âo /mproue Sfe// JTluess dbsenc6. A Group of New Jersey Chambers of

Commerce: Newark, Jersey City, Eastern Union County, Mercer County, and

New Jersey State, June 1979, p. 13.



Total

FORM 4.--District Absence Analysis

Tota1

Monthly Absence

, School

1 2 3

Monthly and Cumulative

District Results

Special
Mon Cum Non Cum Mon Cum

... Grouping Inc Inc Ext Ext Tot Tot

SOURCE: Richard Harclerode (ed.) . A L Mndanoe IrprovemenL Guide for isuper?ni:endent:s: th to

Jmproue Sâc§/ JZlwss Absence. A Group of New Jersey Chambers of Commerce: Newark,

Jersey City, Eastern Union County, Nercer County, and New Jersey State, June 1979,

’ P. 14.

In the Amesbury, Nassachusetts, school system,

payment for sick leave benefits is contingent upon

Spsc//ic medical evidence from a physician, such

as symptoms, laboratory tests, diagnosis, and

treatment. Messner (1979) stated that this policy

takes effect after absences of five or more con-

secutive work days. An important part of this

program is the introduction of a special form

designed to ensure that employees furnish the in-

formation required. Porms used by health insurance

companies can serve asa good model, he said. More-

over, a form for shorter absences "for cause" may be

required when sick leave abuse is suspected.

Messner a1so suggested that two additional proce-

dures need to be established: (1) contracting with

a physician or hospital to evaluate the information

on these forms to see if sick leave abuse is occur-

ring and to ensure the confidentiality of employee

sick leave records and (2) getting sucha po1icy

into employees' collective bargaining agreements,

while difficult, is not impossible. }44)
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These forms illustrate some of the princi-

ples involved in setting up a workable records

system. As noted in the literature on employee

absenteeism, these include:

1. Establish defintions for one or more

absence categories. A number of widely-

used absence definitions are discussed

on pages 6-9 of this Research Brief.

2. Record data by the type of absence. A

leave grid is one method of distinguish-

ing between scheduled and unscheduled

absence and recording how many hours

an employee is absent for any one day.

Employee names are listed vertically in

a column on the left side of a page and

the five days of the week, horizontally

across the page, with such notations as

"8/sick" aud "8/vacation" entered in the

appropriate spaces in the grid. [273:74]



PERSONAL ID

FORM 5.--School Monthly Attendance Summary/Data Study

MONTHLY RECORD OF ILLNESS ABSENCE

WORK CENTER

YEAR OF S'RUDY 19 19

RECORD OF TIMES/DAYS ILLNESS ABSENCE

SPECIAL INFORMATION FOR I SCHEDULED WORK DAYS l5 ... ...

DATA ANALYS IS (-) EMERGENCY DAYS ... ..

(S ONE EXAMPLES) ? ACTUAL WORK DAYS 15 ... ...

F STAFF INCL IN REPORT 30 ... ...

RES. PAS'¥ CJJN

IN YEAR LEAVE

DIST. ILL. BEGIN NON

AGE SEX OUT AßS. YEAR TENURE

INCIDENTAL

EXTENDED

INCIDENTAL

EXTENDED

INCIDEWTAL

E XTENDED

INCIDENTAL

EXTENDED

TOTALS

INCIDEüTAL

EXTENDED

TOTAL

TOTAL

SEP. 0CT. NOV. ...JIILY AUG. YEAR

SOURCE: Richard Harclerode (eB). /ttSV‹mce /mprouement Guide for SnpeintenJeuts: Bm âo Jmprouo Stp// JtZn9ss dbseuc9.

A Group of New Jersey Chambers of Commerce: Newark, Jersey City, Eastern Union County, Mercer County, and New Jersey

State, June 1979, p. 7.



3. Develop a standard medical certificate,

if the schoo1 system decides to use one.

Newark's certificate gave the school

system's medical director essential in-

formation needed for cases of extended

’illness. The certificate was reviewed

by the school system's attorney and

medical director to discuss its privacy,

legal, and propriety implications. 81:16]

4. Compute periodic totals for both individ-

ual employees and work groups (monthly,

quarterly, etc.) [273:74]

5. Keep attendance data in individual work

units rather than by department, whose

personnel are not responsible to the

supervisor of these work units. [224:49]

6. Circulate comparative attendance data

among all schools to highlight excessive

absence and stimulate competition among

’schools for reducing absenteeism. {80:4;

75

7. Compile accurate data on the cost of

substitute teachers' salaries. [80:4]

8. Maintain "lost-time" statistics, which

show whether or not absenteeism is ris-

ing or falling or increasing in some

areas and decreasing in others, with the

overall result appearing constant.

199:36]

9. Issue regular reports on staff absence

to all staff members, guarding against

disclosure of individual records.[54:165]

Defining Responsibilities of Middle Management

One recommendation discussed in the literature

consistently stands out as the most crucial step in

effecting substantial change toward resolving prob-

lems of staff absenteeism: involve the employee's

supervisor. [216:538; 144:63; 9:9; 23; 57:28; 132:47)

In discussing possible solutions to the problem of

absenteeism among federal government workers, Camp-

bell (1970) argued that sick leave abuse must be

Principals have pointed out to their

teaching staffs that absenteeism is

highly visible to parents and is very

difficult to defend. Althougha prin-

cipal can support a teacher's actions

vis-a-vis classroom teaching techni-

ques, he cannot defend persistent and

unexplained absences. [84:lll]
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attacked at the first-line, rather than staff,

level, saying: "All the reform of leave allow-

ances and enforcement of provisions for its use

cannot be worth a quarter of the time and money

expended if actual execution of policy is not

assigned to the supervisor who must deal on a

personal basis with employees." [132:47]

The Academy for Educational Development

(1977) echoed this sentiment in recommendations

proposed to local schoo1 systems that were con-

tained in a study of teacher absenteeism in

Illinois, commissioned by the State Board of

Education: "Strengthen management (i.e., prin-

cipals) responsibilities by specifically assign-

ing the task for improving teacher attendance

and for the collection of hard data, which

through statistical analysis will determine and

pinpoint if and where there is an absentee prob-

lem." [57:28]

Teacher absenteeism may be a potential

source of conflict between principals and par-

ents, as Zimet (1973) explained in a book on

decentralization in New York City schools:

Along with involving the supervisor, it is

just as important to train him or her in speci-

fic control methods if sucha program is to be

successful. [144:65] In fact, supervisory

training programs have effected reductions in

employee absenteeism in studies by Copenhaver

(1973) for food service workers [150] and

Wexley and Nemeroff (1975) for medical center

employees. [422] Hesseltine (1973) investigated

changes in supervisors' attitudes and behavior

after supervisors participated ina human relations

training program; he then measured the effects of

these changes ou employee absence. Supervisors in

the experimental group experienced positive changes

in attitudes, which in turn, lowered employee

absence. However, due to significant pretraining
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differences between the experimental and control

groups of supervisors under study, these results

were negated. [2291

The Newark-Ewing Township, New Jersey,

school systems included the following 12 guide-

lines for principals used in their Attendance

Improvement Plans:

1. Recognize the problem.

2. Manage the problem through good per-

sonne1 practices.

3. Have current knowledge of the problem.

4. Recognize excessive and chronic pat-

terns of absence.

Establish school objectives regarding

staff absence.

6. Concentrate efforts on employees with

excessive absence.

7. Review cases requiring special atten-

tion with supervisors.

Make absence records part of the per-

sonne1 records system.

9. Stress the importance of attendance in

the pre-employment stages.

10. Consider using incentives to encourage

good attendance.

11. Conduct research dea1ing with employee

working conditions, attitude, and other

factors which relate to good attendance.

12. Check the school calendar to avoid frac-

turing the school schedule. [54:168]

These and other duties of middle managers oc-

cupy a centra1 position in suggestions for improv-

ing staff attendance found in the literature.

Supervisors should take an active interest in all

staff absences. [77] "No employee is 'good' enough

to justify poor attendance," Smardon (1974) wrote,

"because he inevitably gives the disease to every-

body else." [384:15] Wel1-deve1oped attendance

records will help supervisors identify possible

"telltale trends" of habitual sick leave abuse--

Monday-Friday absences, single-day absences, and

absences either before or after a holiday or after

ap ayday. [2 73: 75]

Although disciplinary procedures may be

justified from time to time, the most effective

way to modify absenteeism is for the supervisor

to approach employees in a positive manner.

Best results occur when management goes out of

its way to tell employees how important their

attendance is to the smooth operation of the

organization. Principals should take a personal

interest in teacher absences, stressing to absent

teachers the interruption of the educational

process. A "total team" approach has been used

to inform employees that the real burden of ab-

senteeism falls on those employees who report

to work, that the consequences of absenteeism

relate to all employees. [54:218; 167:33; 224:50;

130; 88:52] Robinson (1974) poseda number of

questions that a supervisor could ask an employee

to find whether or not a prob1em exists and also

to show concern for the individual worker:

m Are you satisfied with your present jobs

If not, why?

Are you satisfied with your work environ-

ment, such things as noise, wall colors,

lighting?

Are you satisfied with your transportation

to and from work?

Are you satisfied with the structure of

yourj ob?

Are you satisfied with the relationships

between you and your fellow workers7

What types of changes would you like to

see within the organization? [360:25]

Employees should report illness or other ab-

sence by ta1king directly to their supervisor.

Experience clearly indicates that having employees

call in to a telephone answering service encour-

ages sick leave abuse. [138:11; 167:33; 45:10;

79:34; 78:27; 173] If employees fail to call in,

the supervisor should attempt to call them at

home. This procedure emphasizes management's

concern for the welfare of its employees and

could be a big factor in encouraging good atten-

dance. Employees who do not call in should be re-

quired to Bill out a form explaining why they did

not call their supervisor. {167:34; 158:11] Em-

ployees should be reQuired to meet with their

supervisor on the first day they return to work



to discuss the reasons for their absence. [167:33;

199:36] Administrators may find it helpful to

have teachers evaluate their substitutes when the

teachers are absent. [54:218]

Principals may wish to spend some time during

faculty meetings discussing staff absence. [54:218]

Another tactic involves scheduling faculty meetings,

conferences, or other important meetings on either

Nonday or Friday to offset high teacher absence

traditionally round on those days. [80:4] Atten-

dance records should be reviewed frequently with em-

ployees, with warnings issued to those whose ab-

sence rates are unsatisfactory. [199:36]

When an absenteeism control program was intro-

duced successfully in the Merrick, New York, school

system, school management there made sure that

everyone involved understood that the plan was to

be an ongoing one, uot a "hit or miss" approach.

{231 How the supervisor acts toward absenteeism

will say a lot about how his or her subordinates

fee1 about staying away from work. If supervisors

believe that regular attendance is important,

their subordinates are apt to follow their example;

if not, they will act accordingly. [167:33] Super-

visors should stress that sick leave is designed

to ensure that employees' earning power will not

be affected by illness. It should be heavily

emphasized that sick leave is not designed to be

considered an automatic day off, in addition to

vacation leave. [77; 54:218; 45:10]

The middle manager is the hub around which

an absenteeism plan either succeeds or fails.

Aside from the points outlined above, the super-

visor must make sure that three important guide-

lines are followed: (1) use common sense in mak-

ing rules sensible and important, not overly de-

tailed or illogical (173]; (2) exercise suitable

caution in discussing attendance behavior, rely-

ing on proof instead of insinuation {23]; and (3)

make all dealings with the staff positive, rather

than negative. {54:218]

Olfson (1978) described how the principal has

played the main role io controlling teacher absen-

teeism and substitute teacher usage in the Fair-

field, Connecticut, public schools (fall 1978
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enrollment of 10,228 pupils). Instead or having

teachers report absences to a central telephone

number, a new plan was started in 1977--teachers

were instructed to call their building principal

directly. The principal, in turn, sees if a

substitute actually is needed; if so, the prin-

cipal calls the central office, whose personnel

contacts the substitute and takes care of the

clerical work involved. [49:27]

Each building is assigned a quota of sub-

stitute days according to a formula determined

from a study of the school system's certificated

personnel absence rates over a three-year period

(number of certificated building employees multi-

plied by six). When a principal requests a sub-

stitute for a day, the principal is charged with

one day off his or her building's Quota. How-

ever, only the first 10 days of an extended ab-

sence are charged to a building's quota. Ab-

sences from the eleventh on are charged toa

"bank," established by the school system for

such purposes. [49:28]

Awareness in the program was stimulated by

the personnel department's dissemination of a

monthly computer printout showing the quota for

each building, the cumulative number of substi-

tute teacher days charged to the quota during

the school year, and the number of substitute

teacher days left before the building's quota

would be depleted. Even though there were no

penalties attached toa building surpassing its

quota, both the principals and teachers reportedly

work hard to save substitute expenses. In 1978

the school system changed froma centralized to

a decentralized budgeting system, where each

building administrator is given a certain amount

to be administered for his or her building.

Thus, substitute days not used equal money that

the building principal can spend somewhere else.

With this addition, even greater success is seen

for the program. As the administrative assistant

in charge of personnel related, "the beauty of

the Quota system is that it shows [certificated

personne1]--in concrete terms--a way in which,

with a little bit of thought, imagination, and
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responsibility, they can add to those savings."

[49: 28-29]

Defining Responsibilities of Upper Management

In a report to school personnel administra-

tors on the subject of teacher absenteeism, Capitan

and Morris (1978) presenteda fundamental task fac-

ing upper management in its efforts to introduce an

absenteeism contro1 program. "If you as personnel

director or superintendent," they said, "do not

identify this as a priority by putting the full

weight of your office behind these efforts, they

are doomed to failure. Only when the teaching

staff recognizes that the shcool system must sup-

port the efforts of the personne1 department, is

there â chance or success." [9:9) The New York

City school district was advised in 1974 to assign

the responsibility for improving teacher atten-

dance to one central-office administrator and his

or her counterparts in each community school dis-

trict, holding each of them strictly accountable

for their performance. [80:3-4]

In Merrick, New York, the superintendent or

his designee met with building administrators from

time to time to study attendance data on all

teachers under the supervision of the building

administrator. Where needed, plans of action

were determined. Annua1 teacher evaluation re-

ports, which contained information on steps taken

toward attendance improvement, and recomendations

for tenure or continued probation also were re-

viewed by the superintendent. [23]

Gemmell (1973) advocated that personnel man-

agers ensure that line managers are fully aware

of the consequences of absenteeism, so that the

responsibility for absenteeism problems is not

passed back and forth continually between these

two managerial groups. He said that an effective

way to accomplish this coordination is having the

personnel manager graphically show the line man-

ager the impact of absenteeism in dollars and

cents. [192] Robins (1979) related that casual

absences at a Memphis, Tennessee, General Elec-

tric plant fell to 2.2 percent in 1978 from 3.5

percent in 1977 after employees were informed

in monthly meetings just how much absenteeism

was costing the company. "Most of our efforts

now go into awareness programs and enrichment,"

a company manager stated. [359:41]

Writers frequently have advised top manage-

ment to cooperate with employee unions in devel-

oping absenteeism procedures. [23; 54:74-75;

88:52] "Usually the union is as anxious to help

the employees as you are, when they are 'asked',"

Hartman and Gibson (1971) stated. [216:538] As

a union official noted, absence-prone employees

may respond better to advice given by shop stew-

ards (or ombudsmen, in nonunionized organizations),

rather than their imediate supervisor. {427:14-15]

Smardon (1974) related that unions typically do

not want to get involved in arbitrating absentee-

ism-related terminations. This does not mean

that the uuion representative will sympathize

with the supervisor; it does mean that the union,

after having warned its members, may not feel re-

quired to back up an employee who is fired for

absenteeism. {384:l4] However, securing cooper-

ation between school management and union offi-

cials over the issue of staff absenteeism may

reQuire a change of attitudes from one or both

parties. As Walter (1978) found in his study

or 28 New York City metropolitan school systems,

few personnel administrators viewed the involve-

ment of teacher unions as a positive force in

their absence control programs. [82]

Walter also investigated the relationship

between administrator attitudes towards absen-

teeism and eight selected characteristics of ef-

fective teacher control programs. In none oi

the 28 school systems in the study did both chief

school officers and personnel administrators have

unfavorable attitudes towards absenteeism. In 11

systems with teacher absence control programs

where both administrators had favorable attitudes

toward absenteeism, at least one of the character-

istics of an effective control program was lacking.
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In 17 systems with teacher absence control programs work finished. [158:11] After administrators

where one administrator had a favorable attitude in the Alsip School District 126 in Worth,

towards absenteeism and the other, an unfavorable Illinois, discovered a pattern o[ increasing

attitude, at least one of the characteristics of teacher absence, a new policy was initiated:

an effective program was lacking. [82] absence records may decide who stays when re-

An important step management can take with new ductions-in-force occur. [3]

employees is to screen out applicants with a history Other specific measures available to upper

of poor attendance. The personnel department should management and outlined in the literature

make a point to discuss in interviews with prospec- include:

tive employees the organization's absence policies • provide consultation services to

and standards and the importance attached to good teachers [54:163]

attendance. New hires should be told from the • orient employees in the proper attitude

beginning that apparent indiscriminate use of sick toward attendance [216:538)

leave will not go unnoticed. This should prevent • develop alternatives to hiring substitute

employees from feeling mistreated if called on to teachers, such as: using community re-

document their sick leave use. [273:76; 132:47; sources, including volunteers and guest

379:30; 199:35; 54:218; 167:34; 216:538] speakers; having high school honor stu-

However, there is some indication that adoin- dents teach younger children; and sched-

istering.a single test battery to all applicants, uling greater use of educational tele-

including measures of aptitude, personality, and vision and films [80:5; 53:37]

background history, may not be very helpfu1 in m develop plans for a ”standby force" to

predicting absenteeism and lateness. Gavin (1973) replace absent personne1 [l10J

described the development of uniform selection in- • motivate good attendance through legal

struments for predicting attendance criteria for compliance. [102; 103]

minority and nonminority ground service employees

at a major domestic airline. Results indicated

that aptitude tests were unrelated to the em-

ployees' absenteeism and lateness records; per-

sonality and background history tests provided

absenteeism/lateness predictors, but these pre-

dictors differed for the two ethnic groups.

Gavin concluded that the era of the single test

battery for all applicants is no longer appli-

cable and that "the wave of easy-to-develop and

easy-to-administer selection procedures has passed

and that future selection programs are likely to

become, by comparison, much more intricate.”

[191:217]

Another frequently mentioned procedure involv-

ing upper management is to include attendance data

in staff evaluations. [77; 80:4; 167:34; 54:218;

273:78-76] Four possible factors included on an

evaluation form could be affected by employee ab-

senteeism: attendance, observance of regulations,

adherence to the work schedule, and quantity of

Developing Programs toStimulate Good Attendance

Managers in all different types of organi-

zations have introduced a number of programs,

formal and informal, in an attempt to reduce

chronic absence from work. As discussed in the

literature on employee absenteeism, five infor-

mal solutions that supervisors can take in an

effort to confront an absenteeism problem in-

clude:

• improving the work environment--order

new paint, piped-in music; reorganise

work stations; update equipment and

machinery. [360:271

• improving morale--keep your employees

informed about pending changes; review

with your employees questions they might
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have about policies and procedures; sug-

gest self-improvement courses to help

your employees grow in their job skills;

keep aware of trends so your employees

can be told what will be demanded of

them in the future; see if your employees

know more about their jobs now than they

did six months ago. {167:35]

solving transportation problems--form car

pools; estab1ish a flexible work schedule

for arriving at and leaving work. [360:28]

discussing personal business needs--let

your employees know that you are flexible

when it comes to conducting necessary per-

sonal business that will take them away

from the job; be open; when deadlines must

be met, try to have the employee change

his or her appointment to another day if

possib1e. [360:28]

instituting a feeling of pride in each em-

ployee's service to the organization--in-

still feelings of responsibility for their

finished product or service; take time to

tell employees how their work fits in with

the objectives o€ the entire organization

and how important you consider their con-

tribution to be. [360:28]

As described below, more formal attendance im-

provement programs have included incentives, goal

setting and participative decisionmaking, job

enrichment, changing the length of the work week

or working hours, and alcohol rehabilitation

programs.

INCENTIVES

Reward structures for outstanding attendance

generated from within the organization can take

many forms. For rewards to be effective, they

must be attainable, tied directly to attendance,

and be valued by the emp1oyees under the system.

[394:398] After studying absence data from 60

blue-co1lar employees in a unionized auto parts

foundry, Morgan and Herman (1976) related that

"for some employees absenteeism provided an op-

portunity to experience conseQuences that tended

to encourage absenteeism and that were not off-

set by organizationally controlled consequences

that would tend to deter absenteeism.” Thus,

they proposed that employers should formulate

an absenteeism policy that rewards attendance

with the same things that seem to motivate ab-

senteeism, and that at the same time, penalizes

absenteeism. [307]

In the private sector, some companies have

successfully used cash incentives to promote

good attendance. Grove (1968) described an at-

tendance reward plan developed by the California-

based SCREWCORP Division of VSI Corporation,

which produces precision aerospace fasteners.

Twenty-six office and technical employees and

116 production and maintenance employees were

eligible to participate in the plan. (Eligib1e

employees were those hourly, full-time, perma-

nent workers who had finished their 60-day pro-

bationary period prior to the beginning of the

incentive period.) January l and Julyl were

established as the beginning dates of the two

yearly attendance incentive periods. [208:119]

Perfect attending employees received $100

or 40 hours of straight pay, whichever was

greater. Workers were paid $50 or 20 hours of

straight pay, whichever was greater, for per-

fect attendance except for no more than three

times of tardiness or leaving before the end of

a shift, or a combination of these two, or per-

fect attendance except for no more than one

day's absence and no tardiness or leaving a

shift early. However, vacation leave, sched-

uled company holidays, jury leave, military leave

of two weeks or less, or any com an -approved ab-

sence during work hours did not affect eligibilit;

[208:119-120]

Results indicated that 30 of the 142 eligi-

ble employees (21.1 percent) Qualified for the

first place award earned for perfect attendance,

with the average reward almost S125. Eighteen



other employees (12.7 percent) were awarded second

place prizes of half this amount. Nine of the 26

office and technical employees (34.6 percent) won

first place awards, compared to 21 of the 116 pro-

duction and maintenance employees (18.1 percent).

Absenteeism decreased 38 percent for production

and maintenance personnel from January-June 1966

to January-June 1967, and 16 percent for office

and technical workers. Overall absenteeism de-

clined 34 percent during this period. [208:119]

The personnel director of the Provident In-

demnity Life Insurance Company of Norristown,

Pennsylvania, found that a trial program of

awarding bonuses to good attending clerical em-

ployees was so successful that it would be con-

tinued ona permanent basis. Begun on December

1, 1966 (the start of the company's fiscal year)

and ending on November 30, 1967, employees

earned'a total of 550 bonus hours amounting to

nearly $4,000. Employees earned two hours of

bonus pay for each full month of perfect atten-

dance. Three extra hours of bonus pay could be

earned for each three-month period of perfect

attendance. Thus, an employee who never missed

a day of work for an entire year would receive

36 hours of bonus pay (a full work-week plus one

hour). The only legitimate absence that em-

ployees could take was for a death in the imme-

diate family. When an employee was absent, he

or she lost the bonus points for that month and

quarter. Bonuses were paid in the first part of

December at the rate that the employee was earn-

ing on November 30. To collect this bonus pay,

personnel had to be employed on November 30 of

the year in which they earned their bonus. [118]

Cash incentives for good attendance also

were introduced with union endorsement in four

Honeywell factories that produce temperature

control items in Scotland. Under this plan, ab-

senteeism must decline to eight percent or below

(absenteeism had been about 12 percent during

the year before the program was initiated) before

any rewards at all were given. After the target

was met, individual payments to hourly workers

with good attendance records were made from a
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sliding scale according to average absenteeism

across these four factories and the employees'

own attendance:

Number of Days

of Absence

(individual)

Maximum of2 days

Maximum of2 days

Naximum of 2 days

No abs ences

Maximum of1 day

Maximum of2 days

Reward

Average Absenteeism (in

Across the Company pounds)

8% or less

6

20

25

30

35

2/3 x 35

1/3 x 35

In addition, those hourly employees with per-

fect attendance records were eligible for a monthly

drawing, which also varied according to the company'

average absence rate:

Reward

NumberoI P rizes Avera ge Abs enteeis m (in

Awarded Aeross the Company p ounds)

Up to 20

16

12

No lottery

5% or less

6

7

8

50 each

50 each

50 each

[1 37]

At Western Electric plants, workers who are

punctual and do not miss days are rewarded with

days off without pay and by not having to use

the company time clock. [234] Other positive

inducements some firms have tried include offer-

ing free football tickets or trading stamps to

outstanding attenders. [234; 88:51] The

August 8, 1978, issue of Business feel reported

that each miner at the Sharples Coal Corporation

in West Virginia was being paid $50 for each

month without an accident or unexcused absence.

At a boxboard manufacturing plant in Massa-

chusetts, a system to replace the company's

existing absenteeism penalty system was developed

by a committee of four hourly workers and two

supervisors. Effective December 1978, the plan

includes a scale ranging from zero to three

points for documented absences toa nonexcused

no-show. After 31 points were reached, an em-

ployee could be dismissed. This point total
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accumulates, unlike the old system, where the sys-

tem re-started each June. Perfect attendance peri-

ods can reduce a worker's point total. In addition,

regular supervisor-employee meetings were initiated,

plant-wide meetings are held at least twice a year,

positive attitudes are encouraged, and production

information is posted, which allows the entire work

force to earn a bonus of up to 20 percent when it

produces more than the week's goal. Absenteeism

has decreased to 3.5 percent from4 percent. As a

front-office secretary explained: "Just look at

the workers around here and you can see that it's

worked out,. We're not treated like peons here."

[359:1, 41]

Pendalino and Gamboa (1974) reported that the

absences of blue-collar workers in a manufacturing

distribution center decreased significantly with

the introduction ofa lottery incentive system.

[331] Tjersland (1972) [405] and Johnson and

Wallin (1976){254] also reported successfully using

lotteries for reducing absenteeism.

Hamner and Hamner (1976) presented the results

of positive reinforcement and similar behavior modi-

fication programs found in business organizations in

1976. Your organizations included decreases in ab-

senteeism as a major goal of their programs--three

companies were successful in meeting this objective.

Michigan Bell (Operator Services) used praise and

recognition and provided the opportunity for 2,000

employees at all levels in operator service to see

themselves become better. This resulted ina 50

percent improvement in attendance. Connecticut

General Life Insurance Company used self-feedback,

system-feedback, and earned time off for 3,000

clerical employees and first-line supervisors;

a drastic reduction in chronic absenteeism and

lateness resulted. ACDC Electronics, Division of

Emerson Electronics, used positive daily and

weekly feedback from foremen to the company pres-

ident for all 350 of its employees to raise

attendance from 93.5 percent to 98.2 percent.

Michigan Bell (Maintenance Services) was the one

group that did not realize a change iu absentee-

ism. Its program involved 220 maintenance

workers, mechanics, and first- and second-line

supervisors who were reinforced with self-feed-

back and supervisory feedback. [213]

In a study of 92 nurses, nursing assistants,

and ward clerks in six nursing units of a large

private hospital, Stephens and Burroughs (1978)

randomly assigned subjects to oue of two reward sys-

tems. In one system, employees were eligible for

cash drawings of $20 if they were not absent at all

during a three-week period. In the other system,

employees were eligible for a $20 cash drawing iI

they were not absent on eight days that were se-

lected randomly during the three-week time period.

Significant decreases in absenteeism were found

under both reward systems. There were no signifi-

cant differences between the two systems. [396]

Reid, Schuh-Wear, and Brannon (1978) reported

the results of using a group contingency to reduce

absenteeism among nonprofessional personnel in a

state institution. The contingency required that

staff on a particular shift reduce and maintain

the tota1 number of absences belowa certain

level. If this leve1 were reached during a four-

week period, a new work schedule would be de-

veloped to provide more weekend days off. This

program effectively reduced absenteeism among

the shifts studied in significant amounts. [349]

Nord's 1970 article is one of the most fre-

quently discussed studies in the area of incentives

and attendance. He described how two completely

different organizations improved employee atten-

dance through the use of rewards. A large retai1

hardware operation put into effecta six-month

experimental plan to recognize good attendance.

Employees with perfect attendance and punctuality

records for one month were eligible to draw

applications at each of six store locations

in the following month. 0ne prize (a small

appliance worth about $25) was made available for

every 25 employees. A major award, such as a

color TV, was drawn by lottery at the end of

the six-month period.



Eligibility for this oajor award was based

on perfect attendance and punctuality for the

entire six months, excluding vacation or funeral

leave. Names of eligible and winning employees

were included in the company newspaper as members

of the "Perfect Attendance Club." The personnel

department reported that the program, later ex-

tended, was ”highly successful”--sick leave pay-

ments were reduced 62 percent and during the

first year of the program, absenteeism and tar-

diness were one-fourth of the previous level.

[48:38-39]

The second organization, a metropolitan pub-

lic school system, rewarded all teachers who met

a specific criterion after a certain period of

time. Teachers who had perfect attendance
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records, excluding funeral or court leave, over

an entire semester were paid $50. The results of

the program, summarized in Table 27, showed that

the program was most effective during its second

and third years of operation. When substitute

teacher costs and the number of teachers were

compared, it appeared that this type of reward

system produced better results in the short run,

rather than the long run. [48:39]

Although incentives have been successfully

applied in many situations, it has been argued

that they only reward habitual good attendees,

but do not affect the behavior of the problem

group. [379:29] Others believe that employees

should not be rewarded for doing work they are

paid to do anyway. Nord replied to this feeling

by saying:

TABLE 27.--Metropo1itan School's Percentage of Perfect Attendance and

Substitute Teacher Costs for First Semester of Five Consecutive Years''
2

Percentage of eligible

teachers having perfect

attendance

Adjusted cost of

substitute teachers

1

41

$335,208

Year of Program'sOperation

2 3

60

$219,984 $29 3,352 $326,424

43

$316,161

Substitute teacher costs per day rose $1 during each year the program has been in operation.

The figures in this table were adjusted to constant dollar costs by assuming that the rate for all

the years was the same as it was the final year.

2
During this period, the number of eligible teachers employed rose approximately 400, from

about 3700 to 4100.

SOURCE: Walter Nord. "Improving Attendance Through Rewards," PersonueZ fl nistrction,

33 (November-December 1970), p. 40. Copyright 1970 by the Society for Personnel

Administration. Used with permission of The Interoationa1 Personnel Management

Association.
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The answer is, it depends on how badly

you want the behavior. If it is not

important, forget about it. If it is

important and it is not being performed,

you have three choices.

First, live with the problem.

Second, punish those who do wrong. How-

ever, a rather persuasive body of knowl-

edge has been accumulated showing that

punishment has many undesirable side

effects.

Third, reward the desired behavior.

48:41]

Accordin8 tOa 1975 report by the National

Commission on Productivity and Work Quality, state

and local governments have employed a wide variety

of incentives to stimulate employee productivity.

From the results of a national survey, the Commis-

sion found that 93 percent of the 41 responding

states and 84 percent of the 509 responding local

governments reported experience with at least one

type of incentive plan. Attendance incentives

were reported to be used by 118 (23 percent) of

the local government respondents. Eighty-five

(72 percent) were cities of over 50,000 popula-

tion. In cities with a population between

25,000 and 50,000, seven (18 percent) used atten-

dance incentives. Of the responding counties, 26

(17 percent) used incentives to improve employee

attendance. [170:21]

In educational organizations, similar posi-

tive rewards also have been advocated and

attempted. The New York State Office of Educa-

tion Performance Review (1974) recommended that

the New York City school system and the New York

United Federation of Teachers develop group in-

centives which would allow teachers to benefit

from reduced absenteeism. [80:23-241 Spuck

(1974) found that intrinsic rewards are impor-

tant motivators for good attendance, since exter-

nal rewards (e.g., salary) usually are applied

ina general way in public school systems. It

is important to realize, Spuck explained, that

"factors which act as incentives in production-

oriented situations may not be motivators or may

not act as motivators in the same way for em-

ployees in professional service-oriented organi-

zations as they do for employees in production-

oriented occupations." [69:32] Ewing Township,

New Jersey, developed a number of procedures for

the internal recognition of outstanding attenders,

including citation in an internal newsletter and

a personal letter, and in-person acknowledgement.

Other ways to reward good attendance mentioned

in the literature are offering additional fringe

benefits to an entire employee group for

stipulated reductions in sick leave use and award-

ing severance pay based entirely, or partially, on

unused sick leave at the time of retirement, death,

or resignation. [45:10]

GOAL SETTING AND PARTIC1PATIVE

DECISIONMAKING

The research evidence to date shows that

the introduction of goal setting and participa-

tive decisioumaking is associated consistently wit?

reduced levels oi employee absenteeism. Mann and

Sparling (1956) reported that absence rates in a

Detroit utility company decreased following a

series of "interlocking” conferences with orga-

nizational teams and the publication ofa new

set of administrative statistics. When two

plants of the utility were compared, significant

differences were discovered in the methods

and the results of how absences were handled

administratively. [294]

Introducing employee participation in deci-

sionmaking also has successfully reduced absences

among manufacturing workers (Soith and Jones,

1968) [386] and black press operators (Oster,

1970) [325], although the reverse was true for

highway construction workers and electrical crews

(Powell and Schlacter, 1971). [343] Harvey (1977)

found that employees exposed to increasing levels

of employee self-control showed increases in



performance and job satisfaction and decreases in

absenteeism. [217]

Lawler and Hackman (1969) found that the at-

tendance of part-time custodial workers in three

work gpoups improved after they were allowed to

participate in developing a program of pay incen-

tives, and not in two groups that had such a plan

imposed on them by management. [2811 Iu a follow-

up study, Scheflen, Lawler, and Hackman (1971)

found that, after management discontinued the in-

centive programs in two of these three participa-

tive groups, attendance in both of these two groups

fell be1ow pretreatment levels. In the third par-

ticipative group, attendance continued to be high.

For the two groups that had incentive plans imposed

on them by company management, an increase in at-

tendance was found after one year of the plans'

operation. [3671

batham and Kinne (1971) found that production

increased and absence decreased after a three-

month training program in goal setting was insti-

tuted for pulpwood producers who had not previously

set production goals. [277] Bragg and Andrews

(1973) noted a significant decline in the absence

rates of 32 laundry workers who were involved in

a participative decisionmaking program for 18

months when compared with two control groups.

1119] Latham and Kinne (1974) reported an increase

in production and decrease in absence for pulpwood-

logging workers who participated in a one-day train-

ing program in goal setting. 2781 Goal setting

also helped reduce absences in studies by Ivancevich

(1974) [ 248] and Nexley and NemeroIf (1975). [422]

Hautaluoma and Gavin (1975) reported that ab-

sences in a small manufacturing company were re-

duced after interventions of feedback, supervisory

skills training, and process observation were con-

ducted by a team of organizational psychologists.

{219] However, Kim and Hamner (1976) found no cor-

relation between the absence rate of blue-co1lar

unionized employees and the introduction of per-

formance appraisal and feedback. {266]

UOB ENRICHMENT
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Robinson (1974) stated that job rotation,

which involves an employee learning another em-

ployee's job for a certain period of time, might

be an effective way to introduce job enrichment,

reduce work routine, and curb absenteeism.

[360:26-27] Use of job enrichment and job re-

design has decreased absence and turnover sub-

stantially among samples of:

• coal miners (Trist and Others, 1965

f>08 ))

female clerical workers (Ford, 1969

[179])

female nonunion assembly workers (Beer

and Huse, 1972 1107])

blue-collar workers (Smith, 1972 [385];

Ketchum, 1972 [263]; Glaser, 1976

[197]; World of Work Report, 1977

food service workers (Copenhaver, 1973

[150])

telephone operators (Law1er, Hackman,

and Kaufman, 1973 [282])

city welfare department employees

(Spiegel, 1975 [389])

keypunch operators, leaders, and al-

ternates (Hackman and Others, 1975

[21]).

Locke, Sirota, and Wolfson (1976) discussed

the results of an experimental job enrichment

program that was introduced for 1,000 employees

in three clerical units in a federal agency.

Diagnosing the work situation and training per-

sonnel were accomplished before the enrichment

program was begun. The experimental group (i.e.,

the job enriched group) experienced changes in

behavior in the areas of productivity and ab-

sences. The authors attributed absence changes

to initial changes in morale based on expecta-

tions of extrinsic awards. [286]

Eleven programs in private industry in the

United States and Europe designed to lessen
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employee absenteeism through work redesign were

described by Macaluso and associates (1973):

o AT&T (New York)--The work ofa group of

35-40 foremen at a telephone plant was

expanded to include them taking the entire

responsibility for their jobs and negoti-

ating with their "customer.” The program

was begun in 1966. Result: Absenteeism

or tardiness did not change significantly.

AT&T--A group of 95-120 shareholder corre-

spondents in the Treasury Department were

given more freedom and less supervision.

Employees writing letters to complainants

were allowed to sign them without a super-

visor's review. The program was begun in

1965. Result: Absenteeism decreased from

2 percent to 1.4 percent after a year's

trial; turnover was almost eliminated.

Polaroid Corporation--A group of more

than 2,000 factory operators were rotated

between their jobs on the production-line

and more desirable jobs outside the fac-

tory. The program was begun in 1959.

Result: Absenteeism and turnover declined.

Texas Instruments, Inc.--A group of 600

women in electronic instrument assembling

was requested to set its own production

goal. The group was given an increased

amount of information on costs and terms

of the government contract on which it

was then working. The program was begun

in 1967. Result: Declines were noted in

absenteeism, turnover, leaving time, com-

plaints, and trips to the health center.

01dsmobile Division of General Motors

(Michigan)--Workers in two plants held

meetings with foremen and other employees

via a volunteer hourly employee task force,

conducted surveys, and made general recom-

mendations for better employee relations.

The program was begun in 1970. Result:

In engineering, absenteeism decreased 6

percent and in assembly, 6.5 percent,

even though in the rest of 01dsmobile it

increased 11 percent.

Corning Glass Works (Massachusetts)--Six

instrument assembly workers were allowed

to abandon assembly line techniques by

scheduling their work as a group so that

weekly objectives would be met. The pro-

gram was begun in 1965. Result: After six

months, absenteeism dropped from8 per-

cent tol percent.

Alcan Aluminum Corporation (New York)--

For a group of rolling mill operators,

time clocks were removed. Workers were

given unusua1 freedom and decisionmaking

responsibilities in the design of their

production jobs. Salaries were guaranteed

for either absence or layoff. The program

was begun in 1965. Result: Where the

industry average for absenteeism was ap-

proximately 10 percent, absenteeism for

these workers decreased to about 2.5

percent.

Bankers Trust Company (New York)--A group

of 200 production typists in stock trans-

fer operations were given the chance to

change their own computer output tapes,

accept typing for a specific customer

group, and check and schedule their own

work. Training was provided for all

these areas. The program was begun in

1969. Result: Absenteeism and tardiness

declined.

Micro-Wax Department, Shell Stanlow Re-

finery (England)--Chemical operators

formed group teams for providing increased

flexibility within shift teams and job

rotation. Time clocks were taken down.

The program was begun in 1963. Result:

Absence and sickness declined to 3.3

percent in 1969 from 4.3 percent in 1963.

Nob/ Fabrikker (Norway)--A group of 10-40

workers ina new unit producing electrical

panels in a metal manufacturing plant were

placed in production groups and subgroups.

They were put on group bonus rates and

elected a substitute for their supervisor,

a "contact person” with the department head



The program was begun in 1965. Result:

The general level of satisfaction and

attendance was better for these workers

than for the factory as a whole.

• Norsk Hydro (Norway)--Approximately 50

’production workers formed autonomous work

groups without supervisors. A productiv-

ity-based group bonus plan was set up.

The program was begun in 1966. Result:

In the experimental factory, absenteeism

was 4 percent; in the control factory,

it was 7 percent. [289; 214:504-4171

However, as Champagne and Tausky (1978) pointed

out, the intrinsic rewards offered by job enrichment

programs sometimes are not enough to produce desired

results. They recommended a "more realistic" ap-

proach of positive reinforcement, using extrinsic

rewards. 142]

Some researchers have found no relationship be-

tween job enrichment and absence decrease, among

them Davis and Valfer (1966) [139], Siege1 and Ruh

(1973) 381], King (1974) [267], Frank and Hackman

(1975) [182], Gomez and Mussie (1975) [203], and

Malone (1975) [290]. Since a large number of stud-

ies in this area aid not use rigorous research

methodology, according to Steers and Rhodes (1978),

"we are left with largely hearsay evidence that job

enrichment reduced absenteeism." [394:3941

CHANGING THE LENGTH OF THE WORK

WEEK OR WORKI NGH OURS

Some organizations have shortened the traditional

five-day work week to four days in trying to combat

employee absenteeism. Proponents of this plan hope

that Monday-Friday absences will be reduced drasti-

cally. In some cases, four-day work weeks have cut

absenteeism (see Nord and Costigan, 1973 {324] and

Robins, 1979 [359:1)), but may produce, at the same

time, increased stress on employees who work longer

days but shorter work weeks. [379:28)

In a different variation of rescheduling the

employee work week, Greene (1974) found that ab-

sences among the staff of a private psychiatric
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hospital decreased signi£icant1y when a work

schedule of 10 hours a day for eight days, with

the following six days off, was instituted.

[207] Isambert-Jamati (1962) found a positive

relationship between length of work week and em-

ployee absenteeism [247], as did Flanagan,

Strauss, and Ulman (1974). {176] In a study of

personnel working in an institution for the men-

tally retarded, Pierce, Hoffman, and Pelletier

(1974) reported that sick leave use was reduced

after a four-day work week was established. [337]

Ivancevich (1974) [249] and Ivancevich and

Lyon (1977) {250] reported opposite findings in

their studies of four-day, 40-hour work weeks.

Workers under this arrangement showed less

anxiety-stress, but had no significant change

in their absence rate in either study.

"Flexitime," a system which allows employees

to alter their working hours somewhat to meet

their own needs, produced modest declines in

absence iu studies by Robison (1976) [361] and

Golembiewski, Hilles, and Kagno (1974) [202],

but not in research of bank employees by White

(1976). [424]

In summary, the research seems to indicate

that shortened work weeks have been successful

in reducing absenteeism, but the results are

inconclusive as to whether or not changing em-

ployee working hours affects absence rates.

ALCOHOL REHABILITATION PROGRAMS

Programs aimed at alcoholic employees have

shown success in reducing these employees' ab-

sence rates. Edwards and associates (1977) re-

ported that, overa four-year period (two years

before treatment and two years after), every one

of 148 men who was treated for alcoholism in a

U.S. Navy alcohol rehabilitation center used

fewer sick days after treatment than before.

168] Similar results were found by Alander

and Campbell (1975) for hourly alcoholic workers

employed by 0ldsmobi1e. [94] Moreover, alcohol
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rehabilitation programs pay off monetarily. Ina study

involving 12 companies, the average absence of 286

employees involved in a pilot rehabilitation program

declined from 445 hours in 12 months to 263 hours

in 12 months. This resulted in savings of $454,000,

compared to program costs of $230,000--a savings-to-

cost ratio of 2:l. [5] In 1976 Pratt and Whitney

Aircraft made a return of $3.â0 for every dollar

spent on its employee alcohol rehabilitation pro-

gram in reduced absenteeism, medical costs, and

alcoho1-related accidents. In 1977 this ratio was

5:1. [95:6] Illinois Bell reported a benefit-to-

cost ratio of 10:1 for its alcohol rehabilitation

program. 93:6]

Developing Innovative Uses ofPaid Leave

Examining leave provisions and converting paid

leave into incentives might be another way to en-

courage good attendance, both in the short run and

in the long run. Among the recommendations contained

in the literature are:

1. Provide sick leave to employees for per-

sonal illness, injury, quarantine, or

serious illness in the immediate family.

[71]

2. Institute a "blanket leave" program, under

which employees have a set number of hours

of leave for both sickness and vacation.

In a plan developed by the Panama Canal

Company, full-time employees were given

324 hours of leave each year, with maxi-

mum accumulation of 720 hours. These 720

hours equalled 90 work days, more than the

average balance of 66 days of accrued sick

leave left unused by employees surveyed in

a 1961 government study. [132:46-47)

3. Institute a "creditable service" plan,

which turns unused sick leave into dollars

at retirement. Under this plan, employees

who retire after reaching an eligible level

can have the remainder of their unused

sick leave credited toward the total

amount of service. Thus, a 30-year fed-

eral employee who retires receives 56

percent of his or her high three years'

salary, Gampbell (1970) explained. If

this employee had an accumulation of

2,0B0 hours of sick leave (12 months)

when retiring, he or she was credited

with an additional year of service and

received â8 percent of the high three

years' s a1ary. However, this method

does not discourage short-term employee°

from abusing sick leave use. [132:46]

Establish a sick leave "bank" where em-

ployees can deposit unused sick leave

which can be withdrawn after certain

stipulations are met. [45:10] However,

as Ta#iou’s 6ckoo£s Peport (1979) found

in interviews with school officials who

administer sick leave banks, these

"banks" may he a costly fringe benefit.

For example, in 1977-78, 3.2 percent

of the teachers in Schaumburg, Illinois,

who belonged to a sick leave bank used

an average of 26.6 days per person;

4.7 percent of Montgomery County (Rock-

ville), Maryland, teachers who belonged

Io a si ck beaveb ank used an average of

25.5 days per person. In Collier Count)

(Naqles), Florida, each "withdrawal"

that schoo1 p loyem ees have made from

their sick leave bank has averaged about

two weeks. The key to success for sick

leave banks, according to these school

administrators, is careful management

contro1. [65]

Develop a policy of nnTim?ted sick leave

Nadler (1972) found that among 12 schooJ

systems in Nassau County, New York, fror

1965 to 1968, teachers in limited leave

systems were absent 20 percent more than

teachers in unlimited leave systems. [4(



6. Establish unlimited paid leave for any

school employee injured on schGol prOp-

erty. A plan developed by the Los An-

geles, California, public schools stip-

’ ulated that in the first 60 days of in-

jury (when workmen's compensation is in

effect), the school system would pay the

difference between the employee's salary

and workmen's compensation. No regular

sick leave would be used when this

"assault" leave was taken. To control

costs, each assault leave case was re-

viewed every 60 days to determine if

extra leave was warranted. In school

year 1972-73, 450 Los Angeles school em-

ployees took this leave at an average

payment of $1,310. [39]

7. Allow the unlimited accumulation of un-

used sick leave. [45:10; 71]

8. Buy back unused sick 1eave, in whole or

in part, at the end of a stipulated period.

Teachers in Alsip School District No. 126

in Worth, Illinois, paid retiring teachers

$10 a day for each unused day of sick

leave. [3] Teachers in Lawrence, New York,

also were eligible for retirement pay based

on unused sick leave. In this plan, re-

tirement pay equalled the daily pay rate at

the last year of employment divided by two,

multiplied by the number of unused sick leave

days (not to exceed 100). Conceivably, a

teacher witha daily pay rate of $100 and

100 unused sick leave days could earn $5,000,

[58] Campbell (1970) argued that buy-back

plans that operate on a yearly basis, rather

than on a retirement or resignation basis,

tend to criticize employees who use sick

leave legitimately. [132:47-48)

9. Convert unused sick leave days to personal

or vacation leave days. [45:10]

10. Allow certificated school employees to

transfer unused sick leave days from one

schoo1 system to another when changing

employment. [71]

12.
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11. Allow certificated school employees

who serve in more than one schoo1

system to receive appropriate sick

leave for each position held. [71]

Provide certificated school employees

use of the entire year's allowance of

sick leave on the first day of the

school year if needed. {71]

13. Pay certificated school employees

for sick leave absence and for work-

men's compensation, when applicable.

{71]

14. Supplement workmen's compensation

payments for certificated school em-

ployees if possible. [71]

Examples of city and county governments

that have used innovative variations of leave use

as an attendance incentive are described in the

report by the National Commission on Productivity

and Work Quality (1975). Employees in Sacramento,

California, with 60 or more days of accumulated

sick leave were eligible for rewards. Initiated

in 1969, the plan allowed employees who accumu-

lated six or more days of unused sick leave dur-

ing a year either to receive 25 percent of the

eQuivaleut value of their unused sick leave from

the preceding year in cash or to accumulate the

unused credits instead of receiving cash. Sick

leave could be accumulated without limit. Any

employee with more than two years of service re—

ceived at death, retirement, or resignation, one-

third of the value of all unused sick leave

credit. [170:21]

Results of the program are shown below.

Until the plan was adopted in 1969, sick leave

use was increasing; afterwards, the average an-

nual sick leave use per employee declined nearly

10 percent. (See Table 28.) Presented in Table

29 is a comparison of the average number of sick

leave days taken by eligible and ineligible em-

ployees (those with less than two years of ser-

vice). Average sick leave taken by eligible em-

ployees declined sharply iu the first year of

the plan's operation, while sick leave for
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TABLE 28.--Results of Attendance Incentive Plan: Sacramento, California*

Fisca1 Year

1966-67

1967-68

1968-69

1969-70'

1970-71

Total

Employees

(Eligible and

Ineligible)

2,245

2,2 72

2,341

2,394

2,402

'Implementation of incentive program.

Days

Used

14,396

14,673

13,391

13,987

14,250

Yearly

Average

Sick Leave

Use Per

Employee

6.41

6.46

6.57

5.84

5.93

*William J. Woska, "Management Awareness--Sick Leave Incentive Plans," City of Sacramento,

California, Fall 1971.

SOURCE: 2mpZopee Jnoeutiues to Jmproue 6Acte and ZooaZ Auo eu? Pzoductiui . Washington,

D.C.: National Commission on Productivity and Work Quality, March 1975, p. 22.

Calendar

Year

1969

1970

1971

TABLE 29.--Comparison of Absenteeism Between Participants and Nonparticipants

in Attendance Incentive Plan: Sacramento, California*

Eligible

Employees

1074

920

961

Average

Days

Sick

Leave

Taken

Per

4.05

2.27

3.48

Ineligible

Employees

1327

1491

1483

Average

Days

Sick

Leave

Taken

Per

7.67

8.45

8.09

*William J. Woska, "Management Awareness--Sick Leave Incentive Plans," City of Sacramento,

California, Fall 1971.

SOURCE: FmpTo ee /uoeutiues âo /mprgue Stcte cud ZoccZ Jouement Prodnctiuit . Washington,

D.C.: National Commission on Productivity and Work Quality, March 1975, p. 22.



ineligible employees increased. However, by 1971,

eligible employees took an average of 3.48 days of

sick leave, an increase from the previous year,

while ineligible employees took an average of 8.09

days of sick leave, a decrease from calendar year

1970.

During fisca1 year 1970, Kansas City, Missouri,

began a program for converting unused sick leave

into additiona1 terminal leave. Employees who

leave city employment receive one extra day of

vacation leave for every Your days of unused sick

leave. Retiring employees receive one day of termi-

nal leave for every two days of unused sick leave.

Average sick leave was 9.3 hours per employee per

month before this program was introduced. Sick

leave use declined to 6.9 hours per employee per

month in the year the program began, and two years

later, it averaged 5.7 hours. Since that time,

sick.leave use increased to approximately six hours

per employee per month and remained constant.

[170:22-23]

It was reported that employees in St. Peters-

burg, Florida, were provided up to three additional

vacation days per year for low sick leave usage.

Employees in New Orleans, Louisiana, can choose to

add their accumulated sick leave to their length

of service at retirement. Included ina negotiated

agreement in San Mateo County, California, was a

provision for a retirement bonus of 50 percent of

the'cash value of unused sick leave if the total

sick leave taken by the bargaining unit's 1,300

employees could be reduced 12.5 percent. After

one year, employees were unable to reduce their

sick leave use by this amount. [170:23]

The Commission also re orted exam les of sick

leave payback programs used by three state govern-

ments. In Minnesota, employees with 20 or more

years of service receive a cash payment equal to

20 percent of their unused sick leave at the time

they leave state employment. Sick leave accumu-

lation has a ceiling of 800 hours. A similar plan

was introduced in 1967 by the state of Connecticut.

Since that plan was introduced, average absenteeism

declined more than 11 percent. Beginning in July

1973, Oregon added half the current cash value of
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an employee's sick leave to his or her pension

formula at retirement. [170:23]

Enlisting Other Agencies toHelp Reduce

Employee Absenteeism

If possible, school systems may find it

helpful to enlist the assistance of other orga-

nizations in trying to reduce absenteeism. The

joint business-educator attendance project of

the Greater Newark, New Jersey, Chamber of Com-

merce and the Newark and Ewing Township Public

Schools, mentioned throughout this Research Brief

is an example of one such cooperative venture.

[29; 54; 81] Stallings (1959) advocated that

minimum sick leave provisions should be included

specifically in all of the states' education

codes. [71] The New York State Office of Educa-

tion Performance Review (1974) recommended that:

The State Education Department and the

City {of New York] School District should

institute budgetary action to financially

penalize school districts with excessive

expenditures for substitute teachers.

[80:5]

Schoo1 administrators who decide not to en-

gage assistance outside their school system may

find an inexpensive approach to absenteeism-

prevention within their own schools. Adams

(1976) reported that high school absences cor-

related significantly with future absences of

factory workers in Salem County, New Jersey. As

a step toward mitigating this situation, Adams

recommended that programs should be stablished

to inform parents of vocational school students

about the possible long-range impact of poor

attendance patterns during high school. [93]
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SUMMARY AND CONCLUSIONS

While managers in business and industry have

repeatedly struggled for years to find solutions

to problems associated with employee absenteeism,

concerted attempts by school management to cope

with the problems of staff absenteeism have been

less numerous and more recent. Why this is so is

difficult to say. Perhaps until recently, absen-

teeism among educational personnel has not posed

an important problem for most school systems.

Perhaps few school systems have attempted to an-

alyze the effects of employee absenteeism and re-

port their findings to others. But it is clear

that, today staff absenteeism in education, as

elsewhere, is widespread and costly.

This Research Brief attempts to provide a

comprehensive review of research on employee ab-

senteeism for both educational and noneducational

personnel. Although this report focuses on the

absenteeism of educationa1 employees, the abun-

dant absenteeism literature from private industry

and government also has been summarized in order

to provide school administrators and school boards

with timely and complete information from as many

sources as possible.

The research has addressed a variety of fac-

ets relating to employee absenteeism, including

current and trend absence data, major factors

thought to influence employee absenteeism, costs

associated with employee absenteeism, and recom-

mendations for controlling employee absenteeism.

From the available research reviewed here, the

following tentative conclusions seem warranted

at this time:

DATA ON EMPLOYEE ABSENCE

• 0ne of the major problems in interpret-

ing results from the literature on em-

ployee absenteeism is the wide number

of definitions used to measure absence.

Organizations frequently do not use the

same criteria in counting job absences,

which further hinders the interpretation

of absence data.

Among the measures commonly used in

national absence surveys are the inci-

dence rate (percent of workers with an

absence), the inactivity rate (percent

of usual hours lost), the severity rate

(percent of usua1 hours lost by absent

workers), and work-loss days. Absence

frequency (total number of times absent)

appears to be the most reliable of the

absence measures used in experimental

research.

The literature on employee absenteeism

suggests that a reasonable level of ab-

sence is within a range of three to six

percent of available work time.

The average absence rate for all workers

in the United States ranged from 2.9 to

3.5 percent in 1978.

Currently employed workers in the U.S.

lost an average of 5.2 work days in

1975, the latest period for which data

are available.

National trend data on employee absen-

teeism published by three major data



sources, which use different measures of

absence, have been markedly dissimilar.

These sources have reported that: (1)

no changes in absence rates occurred

from 1973 to 1978, (2) absence rates de-

creased 27.5 percent from 1973 to 1978,

and (3) absence rates declined 10.3 per-

cent from 1965-66 to 1975.

e According to data published by the federal

government, absence rates for educational

personnel were near the national average

in both 1967 and 1972.

z Few local school systems or states have

collected and published absence data for

teachers and other educational personnel.

In two states where data have been published,

teacher absence rates increased dramatically

during the 1970s. A 46 percent increase in

teacher absenteeism was found in Pennsyl—

vania and a 16 percent rise was noted in

Illinois.

o Virtually all school systems in the country
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• There is evidence to Support the conten-

tion that a few employees may be respon-

sible directly for much of the short-

term absence that occurs within an

organization.

• There is some indication that one-day

use of sick leave indicates sick leave

abuse.

• Use of substitute teachers plays an im-

portant role in analyzing management re-

action to teacher absence. Most school

systems select substitute teachers for

duty primarily on the basis of their

past performance as a substitute. Less

than half of the school systems nation-

wide formally evaluate substitute teacher

performance or provide orientation or in-

service programs for substitutes. Few

school systems use au alternative method

for replacing absent teachers, either in

addition to or in place of, substitute

teachers.

provide teachers with paid sick leave and THE RELATIONSHIP BETWEEN EMPLOYEE ABSENTEEISM AND

personal/emergency leave. The median number PERSONAL FACTORS

of days of sick leave provided is 10; the
m Research to date indicates a cOnSiStent

median number of personal/emergency leave
’Ssociation between absenteeism and:

days provided is three.
* lower level occupations/jobs

m Sixty percent of all school systems provide

sabbatica1 leave for teachers, although sab-

batical leave provisions are much more prev-

alent in large systems than in small systems.

The majority of systems which provide sab-

batical leave for teachers give half salary

to teachers on sabbatical leave.

• Three-fourths of the school systems in the

U.S. also provide jury leave, professional

leave, military leave, parental leave, and

family leave.

• Little research has been conducted on the

extent to which leave without pay is taken

Ly educationa1 personnel. In the few stud-

ies where leave without pay usage has been

reported, teachers took an average of less

than one day of leave without pay per year.

increased stress and anxiety

* employee sex (women absent more

frequently than men; men absent

for longer duration than women);

however, other intervening fac-

tors also may influence sex-

absenteeism relationships, such

as age, marital status, and

occupation.

* race (nonwhites absent more than

whites); however, other factors

such as occupation level, marital

status, and age may influence

race-absenteeism relationships.

z Research findings have been iuoonsisâeut

on the relationship between absenteeism

and:

* tenure/years of employment experience

* marital status
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* family size

* education level

* age; however, older employees may have

higher sickness rates and younger em-

ployees may have higher absence rates

for total or uncertified absences.

THE RELATIONSHIP BETWEEN EMPLOYEE ABSENTEEISM AND

JOB SATISFACTION

• From an analysis of the available research,

findings that reported a negative relation-

ship between job satisfaction and absenteeism

outnumber findings that reported no correla-

tion between these variables by a margin of

two to one.

THE RELATIONSHIP BETWEEN EMPLOYEE ABSENTEEISM AND

ORGANIZATIONAL FACTORS

Organization-Wide Factors

c Of the 13 organization-wide factors examined

by research, four were reported to have a

oonsisteut association with absenteeism:

* industry (employees in goods-producing

industries absent more than service

workers)

* large organization size

* lenient personnel policies relating to

absenteeism and leave usage

* bargaining and union activity.

c /nccmsisteuâ results were found between em-

ployee absenteeism and six variables:

* satary level/wage rate

* satisfaction with pay

* satisfaction with promotion

* availability of overtime work

* shiftwork

* em lo ment status.

• Research studies rather consistently have

found a 1Ac1 of relationship between ab-

senteeism and the following variables:

* satisfaction with organizational

policies and practices

* employee control and participation

* organizational climate.

Work-Environment Factors

& 0f the eight work-environment factors

researched, two were found to be ccm-

sia#eut1 related to employee absenteeism:

* large work unit size

* dissatisfaction with the work itself.

m Studies relating to three factors pro-

duced iucousisâuuâ results relating to

employee absenteeism:

* job autonomy and responsibility

* task factors

* satisfaction with the sense of

achievement.

c Research rather consistently has found

a }Qc1 of relationship between employee

absenteeism and:

* group cohesion/satisfaction with

co-workers

* satisfaction with the supervisor

* employer-employee feedback.

Factors Particular to Education

c Each of four factors particular to edu-

cation that have been studied were found

to have a consistent correlation to

teacher absenteeism:

* level of teaching (elementary

teachers absent more than second-

ary teachers)

* grade organization

* type of student taught (disadvan-

taged and minority)

* type of school (Title I and inner-

city).

THE RELATIONSHIP BETWEEN EMPLOYEE ABSENTEEISM

AND TIME-PLACE FACTORS

m Each of the time-place factors examined

have been found to relate cousisteuâZ

to employee absenteeism. High rates of

absence have been reported for:

* Mondays and Fridays

* winter and spring months

* the South



or inside a Standard Metropolitan

Statistical Area

* increased ttavel distance to work.

THE RELATIONSHIP BETWEEN EMPLOYEE ABSENTEEISM AND

TURNOVER

COST OF

* residence outside the school system

Research findings suggest that some impor-

tant differences may exist between the

causes of absenteeism and employee turnover.

Research clearly indicates that employee

absenteeism is related consisAenfil to the

increased turnover of individuals. However,

there appears to be an inconsistent relation-

ship between absenteeism and the turnover of

groups.

EMPLOYEE ABSENTEEISM

Estimates of the cost of employee absentee-

ism in the U.S. to employers and the work-

force run into the tens of billions of

dollars.

For an individual organization, the costs

of employee absenteeism may be as high as

$150 per person.

Substitute teacher costs alone fora large

school system may run into the millions of

dollars.

In school systems enrolling 10,000 or more

pupils in 1975-76, the mean cost of substi-

tute teachers' salaries was almost $250 per

teacher.

Hinirmm scheduled daily pay rates for sub-

stitute teachers ranged from $13.00 to

$56.05 in 1978-79. H scheduled

daily pay rates ranged from $15.00 to

f97.64.

Median minirmm scheduled daily pay rates

for substitute teachers iocreased 13.0

percent from 1976-77 to 1978-79. Median

scheduled daily pay rates increased

8.6 percent.

The cost of teacher absenteeism at the

statewide 1eve1 can be enormous. In Illi-

nois, substitute teachers cost the state

$32 million in 1975-76. In Pennsylvania,

143

all professional salaries that were attrib-

uted to teacher absenteeism Would have

cost the state $88 million in 1977-78.

CONTROLLING EMPLOYEE ABSENTEEISM

c Research indicates that school systems

might establish or revise existing policies

on employee absenteeism, i.e., clearly de-

fine the concepts of ebs0uce and ebsentse-

ism, set standards, include specific rules

regarding absenteeism, and set down disci-

plinary procedures for excessive absence.

• Research indicates that school systems

might develop guidelines for collecting

absence data. Many organizations have no

absence monitoring system whatever and

thus have no way of gauging the true

pact of employee absenteeism. Forms for

collecting data on employee absence

can be as simple or as complex as neces-

sary. Absences should be kept at the in-

dividua1, work unit, and organizational

levels, and should be recorded by the

type of absence. A standard medical

certificate should be developed. Absence

data should be circulated to all staff

members.

• Research indicates that school systems

might define the responsibilities of mid-

dle management in the absence control sys-

tem. Involving the employee's supervisor

is one of the most crucial aspects of the

entire control program. Where attempted,

supervisory training programs have helped

reduce absenteeism. Supervisors should

be interested in all staff absences and

deal with time lost from work ina posi-

tive manner. Employees should report ab-

sences directly to the supervisor, not

through a telephone answering service

which encourages sick leave abuse.

• Research indicates that school systems

might define the responsibilities of upper

management in the absence control system.
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Without active support from the top, ab-

sence control programs have little chance

of success. In school systems with col-

lective bargaining, cooperation with em-

ployee uuions is an important step in

securing the cooperation of the employees

themselves. School administrators have

a number of options available to them

which may playa role in reducing employee

absenteeism--screening out applicants with

poor attendance records, using attendance

as a criterion in staff evaluations, and

developing alternatives to hiring substi-

tute teachers.

Research indicates that school systems

might develop programs to stimulate good

attendance. Studies have shown that posi-

tive approaches toward absence reduction

usually are more successful than punitive

measures. Cash and noncash incentives

have worked ina number of organizations

to help decrease absenteeism, as have goal

setting and participative decisionmaking,

shortened work weeks, and alcohol rehabil-

itation programs. It has been shown than

behavior modification works best for monot

onous and repetitive jobs and that job en-

richment and changing working hours are

successful in some situations but not

others.

Research indicates that school systems

might develop innovative uses of paid

leave to encourage good attendance. Among

the ways paid leave can be used as an in-

centive are sick leave banks, crediting

all or part of unused sick leave to dol-

lars at termination or retirement, pro-

viding a policy of unlimited sick leave,

buy-back plans, and paid leave for in-

juries suffered on school property.

Research indicates that school systems

might enlist other agencies to help re-

duce employee absenteeism wherever pos-

sible, e.g., joint business-educator

projects.
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APPENDIX

TABLE A.--Work-Loss Days per Currently Employed Person per Year and

Currently Employed Population, by Sex and Age: United States, 1975

All ages 17 years

and over............

Both

sexes

Work-loss days

Male Female

Days per c urrently explo yed

person per year

17-24 years............. 4.6

25-34 years ............. 5.1

35—44 years ............. 5.2

â5-5â years ............. 5.5

55-64 years ............. 6.l

65-7fi years............. 3.5

75 years and over....... 8.9

4.9

4.4

4.7

4.6

5.2

6.0

4 .3

*9.4

3.7

Currently employed population

Both

sexes

83,218

4.8 17,861

5.8 20,288

6.1 15,567

6.1 16,023

6.4 10,680

*2.2 2,387

*7.8 413

*Figure does not meet standards of reliability or precision.

Male

Number in thousands

Female

50,062 33,156

9,656

12,621

9,581

9,841

6,554

1,524

286

8,205

7,667

5,986

6,182

4126

863

127

NOTE: For official population estimates for more general use, see U.S. Bureau of the Census

reports on the civilian population oI the United States in Cnrrenâ Popw1atiou Fepox?s,

Series P-20, P-25, and P-60, and Bureau of Labor Statistics monthly report, VpZo men?

A "work-loss day" is a day on which a person did not work at his or her job or business

for at least half of his normal workday because of specific illness or injury. The num-

ber of days lost from work is determined only for persons 17 years of age and over who

reported that at any time during the 2-week period covered by the interview they either

worked at or had a job or business.

SOURCE: Discbilif Days. 7niAed S?cfes 29Z5. Vital and Health Statistics Series 10, Number

118. Hyattsville, Maryland: U.S. Department of Health, Education, and Welfare,

Public Health Service, National Center for Health Statistics, June 1978, p. 20.
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TABLE B.--Work-Loss Days per Currently Employed Person per Year and Currently

Employed Population, by Race, Sex, and Age: United States, 1975

Sex and age

Both sexes

All ages 17 years and over.....

Work-loss days

Total' White Black

Days per person per year

5.2

17-24 years......................... 4.6

25-44 years......................... 5.1

45-64 years......................... 5.8

65 years and over................... 4.3

Male

All ages 17 years and over..... 4.9

17-24 years......................... 4.4

25-44 years ......... .... ............ 4 .7

45-64 years......................... 5.5

65 years and over................... 3.1

Female

All ages 17 years and over.... . 5.7

17-24 years......................... 4.8

25-44 years......................... 5.9

45-64 years......................... 6.2

65 years and over ................... *2.9

Includes all other races.

5.0 7.4

Currently emplo ed opulation

Total' White Black

Number in thousands

83,218 74,024 8,018

4.4 7.1 17,861 15,943 1,678

5.9 7.3 33,855 31,549 3,675

5.6 7.7 26,703 24,041 2,367

4.1 *6.5 2,800 2,489 299

4.7 7.3

4.1 8.6

S.5 6.3

5.3 8.0

5.8 *7.9

5.4 7.4

50,062 45,138 4,230

9,636 8,6 73 849

22,202 19,919 1,907

16,395 14,926 1,292

1,810 1,621 182

33,136 28,886 3,788

4.7 5.6 8,205 7,272 829

5.6 8.4 13,653 11,630 1,768

6.0 7.4 10,308 9,116 1,075

*2.8 *4.3 990 868 116

*Figure does not meet standards of reliability or precision.

NOTE: For official population estimates for more general use, see U.S. Bureau of the Census

reports on the civilian population of the United States in Ourreut PopnZc#ion Seporfs,

Series P-20, P-25, and P-60, and Bureau of Labor Statistics monthly report, Employment

arid Larn?n9s.

The "all other races" category includes American Indian, Chinese, Japanese, Hawaiian,

and all other races. Mexican, Puerto Rican, and Cuban persons are included with "white"

unless definitely known to be Indian or of another race.

SOURCE: DisâbiZiAy Dels. PniAed 5teAes J9Z5. Vital and Health Statistics Series 10, Number

118. Hyattsville, Maryland: U.S. Department of Health, Education, and Welfare,

Public Health Service, National Center for Health Statistics, June 1978, p. 22.



TABLE C.--Work-Loss Days per Currently Employed Person per Year and Currently Employed

Population for Both Sexes and Males, by Age and Occupation Classification:

United States 1975

Industry classification

All occupation

classifications

Professional, technical,

and kindred workers........

Farmers and farm

managers..................

Managers and administrators,

except farm................

Clerical and kindred

workers...................

Salesworkers................

Craftsmen and kindred

workers....................

Operatives and kindred

workers....................

Private household workers...

Service workers, except

private household..........

Farm laborers and farm

foremen....................

Laborers, except farm.......

Unknown.....................

All occupation

classifications ......

Professional, technical

Both sexes

All ages All ages

Male

17 years 17-44 45-64 65 years 17 years 17-44 45-64

and over years years and over and over years years

5.2

Work-1oss days per currently employed person per year

5.0 5.8

4.1 3.9 4.9

2.7 *2.9 *2.6

3.7

5.1

4.0

5.8

3.6 3.8

5 .1 5.2

3.3 5.2

4.3

*0.9

*2.7

*2.7

*7.0

*3.9

5 .4 6.O *12.6

6.5 6.0 7.7 *1.7

4.7 *5.4 *4.3 *4.0

6.5 6.1 7.8 *38

5.8 *2.8 *12.7 *12.5

6.6 6.7 6.9 *2.7

*3.7 *3.3 *4.9 * —

4 .9 4 .6 5 .5

3.5 3.1 4.8

2.9 *3.1 *2.7

3.3

4 .9

3 .

5.6

3.0 3.8

4.8 4.9

2.9 3.9

147

65 years

and over

5.1

*1.3

*2.9

*3.5

*7.4

*6.0

5.1 6.0 *13.4

6.0 5 .8 6.6 *0.8

6.9 6.3 8.6 *4.9

5.8 *2.4 *14.0 *15.9

6.4 6 .3 7.2 *2.9

*2.0 *2.2 *1.9 * —

Currently employed population in thousands

83,218 53,716 26,703 2,800 50,062 31,858 16,395 1,810

and kindred workers........ 12,691 8,839 3,548

Farm and farm managers...... 1,546 587 712

Managers and administrators,

except farm................ 9,221 4,977 3,891

Clerical and kindred

workers.................... 14,229 9,842 4,110

Salesworkers................ 5,264 3,253 l,74B

Craftsmen and kindred

workers.................... 11,203 7,033 3,905

Operatives and kindred

workers....................

Private houshold workers....

Service workers, except

private household..........

Farm laborers and farm

12,646 8,330 4,047

1,080 447 476

10,077 6,657 2, 940

foremen.................... 1,095 763 272

Laborers, except farm....... 3,469 2,543 828

Unknown..................... 694 444 226

- Quantity zero.

304

248

353

7,329 5,027 2,090

1,464 552 6 79

7,184 3,934 2,975

277 3,231 2,064 1,076

262 3,058 1,870 1,024

267 10,542 6,617 3,681

2 70 8,7 09 5,9 75 2,568

157 *29 *14 *6

479 4, 160 2,657 1,2 38

59 786 562 180

98 3,141 2,315 735

*24 429 271 142

*Figure does not meet standards of reliability or precision.

212

233

2 75

91

163

244

166

*9

266

44

91

*15

NOTE: For officia1 population estimates for more general use, see U.S. Bureau of the Census reports on

the civi1ian:population of the United States in dorenâ PopnZC?ion Péports, Series P-20, P-25,

and P-60, and Bureau of Labor Statistics monthly report, 8mpZo ment nnd 8cviugs.

SOURCE: DiscbiZi# Days. 7uitod 5tet9s 79Z5. Vital and Health Statistics Series 10, Number 118.

Hyattsville, Maryland: U.S. Department of Health, Education, and Welfare, Public Health Ser-

vice, National Center for Health Statistics, June 1978, p. 3



TABLE D.--Work-Loss Days per Currently Employed Person per Year and Currently

Employed Population, by Income, Sex, and Age: United States, 1975

Sex and age

All

incomes'

Both sexes

All ages 17 years and over.. 5.2

17-24 years................... 4.6

25-44 years................... 5.1

45-64 years................... 5.8

65 years and over............. 4.3

Male

All ages 17 years and over.. 4.9

17-24 years................... 4.4

25-44 years................... 4.7

45-64 years................... 3.5

65 years and over............. 5.1

Female

All ages 17 years and over.. 5.7

17-24 years................... 4.8

23-44 years................... 5.9

45—64 years ................... 6 .2

65 years and over ............. *2.9

Both sexes

All ages 17 years and over.. 83,218

17-24 years................... 17,861

25-$4 years ................... 35, 855

45-64 years ................... 26,703

65 years and over............. 2,800

Male

All ages 17 years and over.. 50,062

17-24 years................... 9,656

25-44 years................... 22,202

45-64 years................... 16,395

63 years and over............. 1,810

Female

All ages 17 years and over.. 33,156

17-24 years................... 8,205

25-44 years................... 13,653

45-64 years................... 10,308

65 years and over............. 990

Includes unknown income.

Family Income

Less than Ș3,000— $5, 000— Ș 7,000- Ș 10,000- 8 l5, 000-

s 3,000 Ș4,9 99 Ș 6,999 Ș 9,999 $l4, 999 or more

Work-loss days per currently employed person per year

8 .7 6 .1 6.9 6.5 5 .2

4.6

13.8

11.9

"5.1

7.2

*3.6

10.5

12.1

*3.0

10.1

5.5

17.0

11.8

*6.7

4.2

6.2

8.7

*5.0

7.l

*4.1

6.8

12.1

^ 7.3

53

*4.2

6 .7

*2.2

6 .3

7.8

6 .7

*4.9

6.5

7.4

6.7

3 .3

*6.7

7.3

5.1

9.1

8.0

*1.8

6.0

6.6

7.2

.

6 .7

6.2

6.0

8.3

"5.3

6.3

3.7

7.4

5 .8

*2.6

4.7

4.9

6.1

*3.2

5.2

4.2

4.6

6 .4

*7.2

5.3

5.3

5.5

*-

Currently employed population in thousands

4.2

2.7

4.0

4.6

*2.6

2.8

33

2.8

4.0

*3.3

4.8

4.2

4.5

5.8

*-

3,146 4,019 6,220 9,992 20,205 33,865

1,264 1233 1:,735 2,493

838 1,206 2,266 4,154

711 1,140 1,787 2,964

332 439 412 381

1,483

611

416

308

147

1,663

653

421

403
185

- Quantity zero.

1,967 3,297 5,761

681 940 1,334

624 1,234 2,495

422 860 1,672

240 263 260

2,052 2,923 4 , 232

553 815 1,159

582 1,032 1,659

718 927 1292

199 149 121

*Figure does not meet standards of reliability or precision.

3,969 6,085

9,769 15,715

6,121 11,506

347 5 60

12,834 21,202

2,193 3,294

6,459 9,775

3,929 7,696

253 438

7,371 12,663

1,776 2,791

3,309 5,940

2,192 3,810

93 122

NOTE: For official population estimates for more general use, see U.S. Bureau of the Census reports

on the civilian population of the United States in frren? Population Reports, Series P-20,

P-25, and P-60, and Bureau of Labor Statistics monthly report, EmpZo¿ment and 8eminps.

SOURCE: DisebiZit DQ s. telled StQ#es 79/â. Vital and Health Statistics Series 10, Number 118.

Hyattsville, Maryland: U.S. Department of Health, Education, and Welfare, Public Health

Service, National Center for Health Statistics, June 1978, p. 31.



TABLE E.--Work-Loss Days per Currently Employed Person per Year and Currently Employed

Population for Both Sexes and Males, by Age and Industry Classification:

United States, 1973

Industry classification

All industry

classifications.........

Agriculture.................

Forestry and fisheries......

Mining......................

Construction................

Manufacturing...............

Transportation and

public utilies.............

Wholesale and retail trade..

Finance, insurance, and

real estate................

Service and miscellaneous...

Public miscellaneous........

Unknown.....................

All industry

classifications.........

Agriculture.................

Forestry and fisheries .....

Mining......................

Construction................

Manufacturing...............

Transportation and

public utilities...........

Wholesale and retail trade..

Finance, insurance, and

rea1 estate................

Service and miscellaneous...

Pub1ic administration.......

Unknown.....................

- Quantity zero.

Both sexes Male

All ages All ages

17 years 17-44 45-64 65 years 17 years 17-44 45-64

and over years years and over and over years years

Work-loss days per currently employed person per year

5.2 5.0 5.8 4.3 .9 4.6 5.5

3.7 2.9 4 .6 *5.3

*2.4 *1.1 *4.7 * -

*3.6 *3.8 *3.3 * -

4.6 4.8 4.3 *1.4

6.1 3.6 7.1 *5.3

6.1 5.8 6.4 *13.9

4.7 4.6 3.0 *4.4

3.9 3.8 3.6

4 .8 4 .6 5 .8

7.1 7.3 6.5

*4.1 *4.0 *4.8

*7.2

*2.9

* 7.3

*-

3.5 *2.5 4.1

*2.8 *1.2 *5.8

*3.9 *4.2 *3.6

4.8 5.0 4.5

5.6 3.1 6.6

149

65 years

and over

^5.8

*-

*1.b

*6.3

6 .6 6 .7 6 .0 *14.6

4 .1 4 .2 3.6 *6.

2.9 *2.6 *2.6

4. 3.$ 7.0

6.3 6.5 6.0

*3.3 *3.8 *2.8

Currently employed population in thousands

*6.5

*2.7

*7.6

*-

83,218 53,716 26,703 2,800 50,062 31,858 16,395 1,810

3,013 1,606 1,076

70 44 *26

656 426 221

5,042 3,177 1,537

19,149 12,208 6,662

5,541 3,621 1,835

l6, 155 10,852 , 750

333 2,497 l,Z80 918

* - 61 40 *21

*9 588 380 201

128 4,695 3,148 1,427

279 13,5 70 8,65d 4,717

65 4, 261 2,693 1, 512

553 9;0l2 6,082 2,567

4,765 3,115 1,424 227 2,229 1,319 755

23,055 14,923 7,041 1,091 9,318 5,963 2826

3,086 3,097 1,904 85 3,432 2,045 1,322

684 54) 207 *29 399 251 129

*Figure does not meet standards of reliability or precision.

299

*7

120

197

56

362

155

530

64

*20

NOTE: For official population estimates for more general use, see U.S. Bureau of the Census reports

on the civilian population of the United States in Jurrenâ PopuZetion Reports, Series P-20,

P-25, and P-60, and Bureau of Labor Statistics monthly report, VpZo ment ‹md Jdrmings.

SOURCE: DisAbiTit Dels. United Sâcâes 79Z5. Vital and health Statistics Series 10, Number 118.

Hyattsville, Maryland: U.S. Department of Health, Education, and Welfare, Public Health

Service, National Center for Health Statistics, June 1978, Q. 37.
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TABLE F.--Work-Loss Days per Currently Employed Person per Year and Currently Employed

Population, by Place of Residence, Geographic Region, Sex, and Age:

United States, 1975

Sex and age

Both sexes

All

areas

All ages 17 years and over.. 5.2

17-24 years........ ...... ..... 4.6

25-44 years................... 5.1

45-64 years................... 5.8

65 years and over............. 4.3

Male

All ages 17 years and over.. 4.9

17-24 years................... 4.4

25-44 years................... 4.7

45-64 years................... 8.5

65 years and over............. 5.1

Female

All ages 17 years and over.. 5.7

17-24 years................... 4.8

25-44 mears................... 3.9

45-64 years................... 6.2

65 years and over............. *2.9

Both sexes

All ages 17 years and over..83,218

17—24 years ...................17,861

25—44 years ...................35,855

45—64 years .................. 26,703

65 years and over ............ 2,800

Male

A1í ages 17 years and over. 50,062

17-24 years.................. 9,6á6

25—44 years .................. 22,202

45-64 years.................. 16,395

65 years and over............ 1,810

Female

All ages 17 years and over. 33,156

17-24 years.................. 8,205

25-44 years.................. 13,653

45-64 years.................. 10,308

65 years and over............ 990

Place of residence Geo raphic re ion'

Outside SMSA North

SMSA Nonfarm Farm Northeast Central South West

Work-loss days per currently employed person per year

5.3 5.0 3.6 5.3 4.7

4 .8

3 .2

6.0

4.3

5.0

4 .7

4.8

5.3

5 .9

4.9

5.9

6.8

*3.3

4.1 *3.5

4.8 3.8

3.7 *3.6

4.6 *2.6

5.9 4.7

*5.0 *4.5

5.3 *3.2

4.7 *3.1

6.3 *1.8

4.7 *4.9

*2.2 *1.1

5.0

5.0

5.9

5.2

5.1

5.1

*7.6

5.6

5.8

4.9

6.6

4.2

*3.0

3.4

3.9

3 .7

*3.2

5.2

5.1

5.6

*2.7

Currently employed population in thousands

5 .1 6.1

4 .9 5 .5

4.9 5.5

4.5 5.6

5.4 5.6

5.9 *3.3

3 .3 7.0

3.7 4 .9

6.2 6 .9

5.4 8.9

*2.7 *6.8

58,515 21,881 Z,82l 19,478 22,705 26,167 14,868

12,667 4,690 504 4,032

25,392 9,508 955 7,902

18,727 6,854 1,122 6,867

1,730 830 240 677

5,151 5,500 3,177

9,691 11,582 6,680

7,052 8,153 4,631

811 932 380

34,777 13,274 2,011 11,676 13,778 15,616 8,993

6,591 2,727 338 2,099 2,803 3,036 1,718

15,666 5,885 652 5,000 6.016 7.079 4,107

11,443 4,136 816 4,157 4,415 4,898 2,925

1,077 527 20a 420 543 603 243

2 3,738

Northeast: CT, MA, ME, NJ, NH, NY,

OH, SD, WI. South: AL, AR, DC, DE, FL,

CA, CO, HI, ID, NT, NN, NV, OR, UT, WA,

6,0 76

9,726

7,2 84

652

8,607 811 7,802

1,963 166 1,933

3,624 303 2,902

2,718 30ó 2,710

303 35 257

8,928 10,331 5,8 76

2,347 2,461 1,460

3,676 4,502 2,573

2,637 3,255 1,707

268 329 137

PA, RI, VT. North Central: ÍA, IL, IN, KS, MI, MO, MN, ND, NE,

GA, KY, LA, MD, MS, NC, OK, SC, TN, TX, VA, WV. West: AE, AZ,

*Figure does not meet standards of reliability or precision.

NOTE: For official population estimates for more general use, see U.S. Bureau of the Census reports on the

civilian population of the United States in Arrest PopnTdtion Huports, Series P-20, P-25, and P-60,

and Bureau of Labor Statistics monthly report, Fmp9o m#ut md Easings.

SOURCE: sebiti¢ Dels. filed Steves 79Zâ. Vital and Health Statistics Series 10, Number 118.

Hyattsville, Maryland: U.S. Department of Health, Education, and Welfare, Public Health

Service, National Center for Health Statistics, June 1978, p. 26.
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