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 The present research aimed at investigating the direct effect of civil servant 
teacher job satisfaction on their absenteeism. Quantitative approach with 
survey method was employed. The sample involved was 198 civil servant 
teachers from public senior high schools in Bekasi, West Java, Indonesia. 
The result signified that tcount < ttable (-2.84<-1.97) leading to the acceptance 
of H0 and the rejection of H1. This explicitly stated that civil servant job 
satisfaction has a negative direct effect on their absenteeism. For job 
satisfaction predictors, positive attitude places the highest position followed 
by comfort in work and certainty in work. While the highest predictors of 
absenteeism from the highest to the lowest are: punctual task completion 
failure, absenteeism style, and no explanation absence. The study is predicted 
to provide recommendation for schools to promote teacher job satisfaction 
and suppress their absenteeism rate. Providing comfort and creating positive 
working atmosphere for teachers either has significant consequence to 
endeavor job satisfaction promotion and absenteeism rate decrease. Besides, 
leaders and school management board assertiveness in the mechanism of 
decreasing absenteeism is unarguably decisive to create fairness in policy 
and procedure obedience. 
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1. INTRODUCTION 

As organizations depend on a lot on their employees, their success is determined by the presence of 
employees. Employee absenteeism is a severe and unfavorable condition for organizations. According to 
Badubi [1], the act of absenteeism performed by employees is a catastrophe for organizations. Gupta [2] even 
calls this absenteeism as an “illness” to damage sustainable existence of organizations. To be more extreme, 
Swarnalatha and Sureshkrishna [3] call absenteeism as a threat to organizations.  

Absenteeism surely gives impact on organizations for a number of crucial things. Research 
conducted by Onikoyi, et al. [4] and Omari, et al. [5] claimed that absenteeism crucially influences employee 
performance, and even their morality [6]. To go further, Raja and Gupta [7] mentioned that absenteeism 
specifically gives quite an impact on organizational productivity with special reference to service sector. 
Kocakülâh, et al. [8] widened the scope of how absenteeism gives effect to productivity, efficiency and 
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profitability. While, Singh, et al. [9] openly affirmed that employee absenteeism inflicts organization service 
to clients, loss of business, productivity decrease, and cost increase.  

Absenteeism does not only happen in organizations like companies or enterprises, but also occurs at 
schools as educational institutions. Teacher absenteeism is reported to affect student learning [10], 
achievement [11], and performance [12]. If this condition remains for a very long time, school quality 
deterioration cannot be avoided. Analytical and Capacity Development Partnership (ACDP) [13] reported 
that in 2014, teacher absenteeism rate (at primary and junior high school level) in Indonesia is quite high. 
Based on region, teachers in Kalimantan were reported to have the highest absenteeism (14.1%), followed by 
Bali and Nusa Tenggara (14.0%), Papua and Maluku (11.6%), Sulawesi (10.2%), Java (9.1%) and Sumatera 
(8.4%). The high rate of teacher absenteeism in Indonesia was also reported by Rogers and Vegas [14]. They 
narrated that teacher at primary level in Indonesia place the 3rd position in absenteeism during 2002-2003 
with 19% of absenteeism from the six countries studied. While in the period of 2008, Indonesia was observed 
to be in the 9th position as reported by UNCEN [13]. It was noticed that factors such as official teaching-
related duties (26.4%), illness (14.2%), not arrived yet (10.3%) are the top three reasons of the teacher 
absenteeism [13].  

Basically, there are a number of factors causing teacher absenteeism. An assumption arisen that job 
satisfaction is one of the factors influencing the absence of an employee attendance at work [15]. They list 
teacher satisfaction has something to do with extrinsic job satisfaction comprising of: 1) Salary; 2) Workload; 
3) Work environment; and 4) Opportunities for professional development.  

The assertion of job satisfaction impact on absenteeism is proven in some research. The study of 
Thirulogasundaram and Sahu [16] in a corporate sector has underlined how job satisfaction correlates 
positively to absenteeism. They claimed extrinsic job satisfaction is the main contributor to absenteeism [17]. 
A positive direct linkage between employee job satisfaction and absenteeism was detected in a research 
conducted by Swarnalatha and Sureshkrishna [3] to a number of employees in automotive industries in India. 
In health sector, a significant effect of nurse job satisfaction on absenteeism was also found out by Jalal et al. 
[18]. Absence because of sick, reprimand, teamwork, spouse’s job, turnover and work-life quality are the 
factors behind the absenteeism. A number of teachers in Nigeria either showed that their absenteeism is 
affected by their job satisfaction [19]. Recent studies pointed out moderate correlation between job 
absenteeism and employee absences [20], [21].  

However, although surveys on teacher absenteeism in Indonesia has been conducted by ACDP, 
particular studies on permanent or civil servant teacher absenteeism have not almost been found in Indonesia. 
Such studies are regarded momentous to see whether civil servant teachers have performed their duties and 
functions appropriately. On that ground, the present study attempts to find out how permanent or civil servant 
teacher job satisfaction affects their absenteeism from schools by applying a number of predictors from the 
two variables.  

Conceptually, the present study was projected to strengthen and enrich the theoretical foundation of 
job satisfaction and absenteeism particularly in the investigation of what factors or predictors may influence 
one to another. Practically, it was estimated that the present study findings may serve as consideration for 
school principals, top leaders or managers at schools to develop and encourage much more heavenly and 
satisfying work environment to advance school quality.  
 
 
2. RESEARCH METHOD  

The present study utilized quantitative approach with survey method. It was utilized to investigate 
the causal relationship between civil servant teacher job satisfaction and absenteeism. The population 
involved in this research was civil servant teachers of public senior high schools of Bekasi Municipality, 
West Java, Indonesia. They were 394 teachers from 12 public senior high schools (1, 2, 3, 6, 8, 9, 12, 13, 14, 
15, 17, 18). Applying purposive random sampling, 198 civil servant teachers were selected as the samples. 
The sample size of the present study applied the Slovin formula as:  

 

𝑛 =
𝑁

1 + N 𝑒2
 

 
Description: 
1=constants 
n=sample size 
N=number of populations 
e2=critical value/desired accuracy limit 
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𝑛 =
394

1 + 394 (0.05)2
= 198.4 = 198 

 
Table 1 describes the demographic data of civil servant teachers as the samples of the present study. 

Table 1 illustrates that, being viewed from gender; the respondents are dominated by female with 115 
teachers (58.1%). Categorized from level of education, the respondents mostly come from bachelor degree 
level with 136 teachers or 68.7% from the total percentage. Based on age, most respondents (71 teachers or 
about 35.9%) are 47-58 years old. While based on the category of working period or years of working, the 
respondents mostly have been working for 13-24 years (39.4%). 

 
 

Table 1. Demographic data of respondents 
Criteria Count Percentage  

Gender  Male 83 41.9 
 Female 115 58.1 
Education  Bachelor 136 68.7 
 Master 53 26.8 
 Doctor 9 4.5 
Age  23-34 years old 59 29.8 
 35-46 years old 68 34.3 
 47-58 years old 71 35.9 
Working period  1-12 years 72 36.4 
 13-24 years 78 39.4 
 25-36 years 48 24.2 

 
 

The present study objective is to find out the empirical evidence of correlation between civil-servant 
job satisfaction and their absenteeism. The research question is stated as: Is there any positive direct 
influence of civil servant teacher job satisfaction on their absenteeism? Accordingly, the following 
hypotheses are proposed.  
H0: Civil servant job satisfaction gives no positive direct influence on absenteeism  
H1: Civil servant job satisfaction gives positive direct influence on absenteeism  

The endogenous variable of the present study is absenteeism (Y) and the exogenous variable is job 
satisfaction (X). The research design is illustrated in Figure 1.  

 
 

 
 

Figure 1. Constellation model of research problems 
 
 

Questionnaire was used to collect the data. The questionnaire given to the samples consisted of two. 
The first questionnaire used job satisfaction variable with the following indicators: 1) Comfort in work; 2) 
Certainty in work; and 3) Positive attitude. The second one utilized absenteeism variable with these 
indicators: 1) Punctual task completion failure; 2) No explanation absence; and 3) Absenteeism style when 
getting frequent punishment.  

The procedure of collecting the data consists of three main steps. First, piloting test on the 
questionnaire was first performed to check the validity and reliability of the instruments. In this phase, 30 
respondents were involved. The second phase was analyzing the data obtained from piloting test to determine 
valid and reliable items of the questionnaire. Having checked the questionnaire, the last step to do was 
distributing it to 198 civil servant teachers. Having collected the data, a number of statistical tests were 
applied to provide comprehensive data presentation, consisting of: 1) Analyzing data using descriptive 
statistical computation; 2) Testing normality of data; 3) Checking linearity regression; and 4) Applying path 
coefficient structure test and testing hypothesis.  

 
 

3. RESULTS AND DISCUSSION 
3.1. Negative direct influence of teacher job satisfaction on absenteeism 

The data collected from the questionnaire were first analyzed using descriptive statistics. The result 
is presented in Table 2. The numbers displayed are to provide general information of job satisfaction (X 
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variable) and absenteeism (Y variable). Several aspects are calculated: mean, standard error, media, mode, 
standard deviation, sample variance, range, minimum-maximum numbers of two variables completed by sum 
and count. It can be viewed that the job satisfaction data has theoretical score range from 34 to 170, and the 
empirical score range is between 106-156, so that the range calculated is 50. The mean of data calculation is 
130.95; the standard deviation is 11.94; the variance is 142.53; the median is 132.50; and the mode is 128.00. 
Then, the data of absenteeism display show 34 to 170 for theoretical score range, and empirical score range is 
between 116-169. Thus, the gained score is 53. The mean obtained is 142.66; the standard deviation is 12.58; 
the variance is 158.23; the median is 143.00; and the mode is 154.00.  

The next calculation to apply was normality checking. Lilliefors statistical computation reveals the 
normality score of X on Y is 0.0462. The critical value for n=198 at significant level α=0.05 is 0.0630. The 
result indicates that Lcount ≤ Ltable. This explicitly suggests that the data of are normally distributed. Before 
further analysis to draw conclusion, significance and linearity test was conducted in advance. The result is 
presented in Table 3.  

 
 

Table 2. Research data description 
No. Statistical description  Job satisfaction (X) Absenteeism (Y) 
1. Mean 130.95 142.66 
2. Standard error 0.848 0.894 
3. Median 132.50 143.00 
4. Mode 128.00 154.00 
5. Standard deviation 11.94 12.58 
6. Sample variance 142.53 158.23 
7. Range 50 53 
8. Minimum 106 116 
9. Maximum 156 169 

10. Sum 25929 28246 
11. Count 198 198 

 
 

Table 3. ANAVA (Significance test and regression linearity test) 
Variance df Sum of squared 

error 
Root mean 

square Fcount 
Ftable 

α=0.05 α=0.01** 
Total 198 4060648     

Regression a 1 4029477.35     
Regression b/a 1 3625.89 3625.89 25.80** 3.89 6.77 

Residual 196 27544.75 140.53    
Standard error of 

the estimate 
40 4883.43 122.09 0.840ns 1.47 1.72 
156 22661.32 145.26    

**The regression is very significant (25.80>6.77 at α=0.01) 
ns: the regression is linear (0.840<1.47 at α=0.05) 
df: degree of freedom 

 
 
The significance test of regression of X=189.715-0.359 Y points out Fcount 25.80>Ftable (0.01;1:196) 6.77 

at significance level α=0.01. Wherefore, the regression is stated very significant. For the linearity test, it is 
found that Fcount 0.840<Ftable (0.05:40:156) 1.47 at significance level α=0.05. For that reason, the estimated point of 
linear line is acceptable. The point distribution which is nearly located to linearity line is visible in Figure 2.  

 
 

 
 

Figure 2. Linear regression graphic (Y ̂=189.715–0.359 X) 
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Path coefficient structure test was applied with the intention to check the direct effect of job 
satisfaction on teacher absenteeism. The result is presented in Table 4. Table 4 describes that path coefficient 
gained is -0.207 with df 195. While tcount value is -2.84 and ttable is -1.97 at level of significance 0.05, and  
-2.60 at level of significance 0.01. It is obviously seen that the ttable is much higher than tcount. This clearly 
denotes that H0 is accepted while H1 is rejected. 

 
 

Table 4. Summary result of path significance test 
Direct influence Path coefficient df tcount 

ttable 
α=0.05* α=0.01** 

X on Y -0.207 195 - 2.84 -1.97 -2.60 
*Significant (tcount < ttable at α = 0.05): negative effect 
**Very significant (tcount < ttable at α = 0.01): negative effect 

 
 
The acceptance precisely states that job satisfaction gives no positive direct influence on 

absenteeism. It further implies that if the teachers are satisfied with their job, their tendency to perform 
absenteeism will decrease. This phenomenon shall occur as the civil servant teachers may have got what they 
deserve during working on their functions and duties both as civil servants and educators. This corresponds 
to the low level of their absenteeism.  

The result of the present study is in conformity with a study conducted by Wambua [22]. She found 
out that public primary school teacher job satisfaction gives insignificant impact on their absenteeism. 
Gender, length of a teacher’s service time in school, income, age, and teaching experience also was claimed 
not to affect absenteeism. Furthermore, it was also detected that employee job satisfaction is significantly 
connected with absenteeism although it is influenced by some factors including type of work, workers’ 
attitude, behavior and goals [23], [24].  

Congruent with the above studies, Drakopoulos and Grimani [25], [26] who previously conducted a 
similar research to market laborers, reported that there is a weak negative relationship of job satisfaction and 
absenteeism. They predicated the two variables might have a stronger relation under particular condition. 
Pursuant to the present and previous research findings, the research of Rao [27] and Schalk and van 
Rijckevorsel [28] in service sector either did not find any obvious evidence of job satisfaction and 
absenteeism correlation.  

The finding of this study also exhibits similar discovery as reported by the following research. 
Hausknecht, et al. [29] found out that the negative relation between job satisfaction and absenteeism is not 
detected in shared satisfaction. However, absenteeism is identified in unit level satisfaction and commitment. 
Josias  [30] in his research has noted a weak inverse relationship between job satisfaction and absenteeism. 
Job level used as the predictor is not mentioned to give significant effect on the numbers of employees’ day 
off. Having found out no correlation between job satisfaction and absenteeism, Mashonganyika [31] even 
stressed that the theory of low job satisfaction directing to high absenteeism is not supportable.  

Notwithstanding, the present study result shows contrary with the findings of Ejere [19], Jalal, et al. 
[18], Obasan [17], Swarnalatha and Sureshkrishna [3], and Thirulogasundaram and Sahu [16]. Although no 
revelation of positive relation, studies conducted by Schaumberg and Flynn [20], and Jaarsveld and Keyser 
[21] unveiled moderate correlation between the two variables. The contradiction assuredly represents that the 
connection of these two variables is always under particular condition; factor, facet, indicator or predictor 
used to measure the connection will determine the result of studies. Following the opinion of Wee, et al. [32] 
that combination of socioeconomic, physical and mental health factors will result in different expectation of 
variables researched. To conclude, Lu, et al. [33] assuredly avowed that studies conducted to see the 
connection between job satisfaction and absenteeism yields disputable results, between positive and negative.  

 
3.1 Predictors affecting job satisfaction and absenteeism  

The present study does not find any positive correlation between civil servant job satisfaction and 
their absenteeism. Nonetheless, the analysis of the indicators used to estimate the relation is suggestive.  
 
3.2.1. Predictors of job satisfaction  

The predictors used to measure civil servant job satisfaction cover these three following things: 
comfort in work, certainty in work, and positive attitude. The item score calculation result of job satisfaction 
is presented in Table 5. The whole percentage of job satisfaction indicators is visualized in Figure 3. 
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Table 5. Item score of job satisfaction variable (X) 
No  Indicator Total item Average answer per indicator  Percentage  
1 Comfort in work 11 3.88 33.63 
2 Certainty in work 9 3.75 32.53 
3 Positive attitude 14 3.90 33.84  

Total 34 11.52 100 
 
 

 
 

Figure 3. Job satisfaction indicator percentage 
 
 

Positive attitude is observed to be the highest predictor of civil servant teacher job satisfaction with 
percentage 33.84%. Such attitude is categorized into intrinsic satisfaction in reference to theory of Herzberg 
[34] as this attitude is derived from the employees’ perception of their work itself. The finding is in 
accordance with a study reported by Arokiasamy [35] contending that internal factor influences employee job 
satisfaction. Employee recognition, promotion possibility, and fairness are claimed to give significant impact 
on job satisfaction. Raza et al.'s research [36] revealed intrinsic factor significant and positive effect on job 
satisfaction. They used job security, achievement, job responsibility and work itself as the measurement. 
Using different intrinsic facets to measure job satisfaction, Suhartono [37] explicitly recognized that intrinsic 
factors do affect job satisfaction. He listed commitment and work professionalism as the two determining 
factors.  

The second and third predictors used to measure the civil servant teacher job satisfaction are comfort 
in work (33.63%) and certainty in work (32.53%). The predictors theoretically can be grouped to extrinsic 
satisfaction as they may have something to do with workplace physical condition, payment or salary, 
relationship with co-workers, working duration, supervision from company management, rules and policies 
in work, job security, status and personal life. The finding of predictors is in compliance with the lists of 
previous research. Abuhashesh, et al. [38] have proven that extrinsic facets impact on job satisfaction. 
Position and salary are particularly reported as the most forceful facets. Previous research conducted by Arif 
[39] depicted different result; non-monetary predictors are uttered as influencers in job satisfaction. Bonuses 
and pay are also exerting indicators in job satisfaction [40]. Besides money or pay, supervisory relationship is 
proven to play critical role in employee job satisfaction [41]. Work environment either highly contributes to 
job satisfaction [42], [43]. Constituting into more detail result, workload apparently gives eloquent impact on 
job satisfaction [44]. To accelerate employee job satisfaction, Abubaha [45] suggestively announced to 
organization to concern on supportive leadership and rewards, either financial or non-financial ones.  

 
3.2.2. Predictors of absenteeism  

The predictors of absenteeism observed from the 198 civil servant teachers are punctual task 
completion failure, absenteeism style when getting frequent punishment, and no explanation absence. Table 6 
displays the data of absenteeism item score. Figure 4 exhibits the whole percentage of the item score. 

 
 

Table 6. Item score of absenteeism variable (Y) 
No Indicator Total item  Average answer per indicator  Percentage  
1 Punctual task completion failure 15 4.35 34.14 
2 No explanation absence 14 4.10 32.17 
3 Absenteeism style when getting frequent punishment 5 4.29 33.69 

Total 34 12.73 100 
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Figure 4. Absenteeism indicator percentage 
 
 

The highest predictor found in the present study is task completion failure (34.14%). This is a part of 
job situation factor as notified by Amstrong [46]. Corresponding to the present study result, job situation is a 
prevailing factor in employee absenteeism [8], [47]. Particularly, immoderate workload as a part of job 
situation tends to increase employee avoidance from work [48]. Pursuant to job situation, Smokrović, et al. 
[49] attributed physical working condition as pivotal factor in absenteeism. Another predictor of job situation 
factor which becomes the trend in absenteeism is stress [50]–[53]. Stress can be dealing with workload, poor 
working conditions, shift work, role ambiguity or conflict, relationships and organizational climate.  

The second predictor is absenteeism style when getting frequent punishment (33.69%). This 
predictor is grouped as a personal factor as cited by Amstrong [46]. In consonant with the result of the 
present study, Obiero, et al. [54] ascertained that personal factor or private life matters is a key factor on 
absenteeism although they used different predictors in conducting their research. Health problem specifically 
illness is also confirmed as a personal factor to prevent employees from attending their job [55], [56].  

The third predictor used to determine absenteeism is no explanation absence (32.17%). This is also 
included in personal factor as in agreement with Amstrong [46], specifying that an employee may be an 
absence-prone. Čikeš, et al. [57] stressed that the most frequent cause of employee absenteeism is employee 
attitudes at work, in which attitudes are a part of personality realization [58] as cited in Purwani, et al. [59]. 
Further, this is plainly evident of excused absence as underlined by Jex [60]. Such predictor had also been 
researched by Dubey and Dasgupta [61]. They found out that such absenteeism is due to lack of leisure time, 
personal need fulfilment and interest decrease in job. Possibility of reducing absenteeism rate in 
organizations is extremely low. For that reason, strategies to improve presence should be taken into 
consideration. Employee engagement, promotion, communication and work-life balance are highly suggested 
to perform [62]. Likewise, rules and policies as well as positive working atmosphere are vitally important in 
decreasing absence rate [63]. Leadership support and companionship, together with reasonable compensation 
are either supportable to avoid absence from work [64]. 

 
 

4. CONCLUSION  
The present study’s intention is to investigate the direct impact of job satisfaction on civil servant 

absenteeism. As a final point, the findings and discussion of the present study signify that job satisfaction has 
negative direct impact on their absenteeism. This further implies that the civil servant teacher needs and 
necessities have been already complied so that they have no more excuses for not attending work. The first 
finding is in consonance with a number of researches unveiling the negative correlation between the two 
variables. Howbeit, at the same time, the result disconfirms the other previous research result disclosing 
positive significant relation between job satisfaction and absenteeism. 

However, although the correlation shows no significant effect, the analysis of job satisfaction and 
absenteeism predictors as the second finding is worth to notice. In job satisfaction, the highest predictor is 
positive attitude categorized into intrinsic satisfaction. The second and third predicator is comfort in work 
and certainty in work which are classified into extrinsic satisfaction. In absenteeism, the first top predictor is 
punctual task completion failure grouped to job situation factor, followed by absenteeism style when getting 
frequent punishment, and the last is no explanation absence; both are parts of personal factors. The 
conclusion directs us to a notion that different various factors or predictors shall determine the result of 
studies whether it is positive or negative. Comprehensive studies on how extrinsic and intrinsic job 
satisfaction thoroughly affects absenteeism on job, personal and attendance factor are highly recommended. 
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