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CHAPTER 1 

INTRODUCTION 

Employee absenteeism i s  a c o s t l y  personnel problem t h a t  concerns 

employers. S tud ies  show cons i s ten t  p a t t e r n s  o f  absence behav io r  across 

organizat ions o f  v a r y i n g  s izes ,  i n d u s t r i e s  and i n  d i f f e r e n t  reg ions  o f  

t he  country. An understanding o f  t h e  r e l a t i o n s h i p  between j o b  

s a t i s f a c t i o n  and o t h e r  f a c t o r s  t o  absenteeism may p r o v i d e  impor tan t  

i n s i g h t  f o r  p u b l i c  managers who must cope w i t h  t h e  consequences o f  

employee absenteeism. Understanding these f a c t o r s  may he1 p pub1 i c  

managers design p o l i c i e s  t h a t  p r o v i d e  p o s i t i v e  work environments 

prompting employees t o  have p o s i t i v e  f e e l i n g s  about t h e  work s i t u a t i o n .  

The c o s t  o f  absenteeism can be a s i g n i f i c a n t  d r a i n  on agency 

budgets. Research has i d e n t i f i e d  severa l  s i g n i f i c a n t  c o s t s  assoc ia ted  

w i t h  absenteeism: 

1. Overtime, e x t r a  hours f o r  p a r t - t i m e  employees, o r  

o v e r s t a f f i n g ;  

2. Regular  f r i n g e  b e n e f i t s  t h a t  must be p a i d  when workers are  

absent; 

3 .  Costs o f  ma in ta in ing  and a d m i n i s t e r i n g  an absence c o n t r o l  

system; 

4 .  Time spent  by superv isors  r e v i s i n g  work schedules, 

counse l i ng  and repr imanding workers, and check ing  on output  

o f  s u b s t i t u t e s ;  

5. Reduced p r o d u c t i v i t y  and mora le  among co-workers; 
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6 .  Higher level of turnover, grievances and ta rd iness .  

This study will  investigate the relat ionship between absenteeism, 

job sat isfact ion,  cer ta in  personal charac te r i s t ics ,  and ce r t a in  

situational fac tors  for  employees in Bexar County. A review of t he  

relevant 1 i t e r a tu re  and discussion of the conceptual framework of the 

study including the  hypotheses tha t  wil l  be examined a re  presented in 

Chapter 2. Chapter 3 provides a discussion of t he  background and 

sett ing for  the study. Methodological information, including a 

discussion of data  collection, variable measurement, and s t a t i s t i c a l  

tools used to  analyze the r e su l t s  a r e  included i n  Chapter 4. The 

findings of the study are  presented in Chapter 5. Chapter 6 presents 

conclusions and suggestions f o r  action. 



CHAPTER 2 

LITERATURE REVIEW 

INTRODUCTION 

Employee absenteeism i s  a c o s t l y  personnel problem t h a t  has 

concerned employers and a t t r a c t e d  researchers.  Absenteeism i s  

universal .  S tud ies  show cons i s ten t  p a t t e r n s  o f  absence behav ior  across 

organizat ions o f  v a r y i n g  sizes, i n d u s t r i e s  and i n  d i f f e r e n t  reg ions  o f  

the  country. The most comprehensive s tudy  on absence r a t e s  shows t h e  

average absence r a t e  i n  t h e  U.S. f o r  t h e  pe r iod  1980 t o  1985 a t  about 

4.7% (Kle in,  1986: 26-30; Rhodes & Steers, 1990: 2 ) .  The c o s t  o f  

employee absenteeism has been es t imated a t  between $26 and $46 b i  11 i o n  

and a loss  o f  400 m i l l i o n  workdays a y e a r  i n  the  Un i ted  S ta tes  a lone 

(Steers & Rhodes, 1978: 391; Rhodes & Steers, 1990: 6 ) .  

The major  focus  o f  t h e  research has been on t h e  r e l a t i o n s h i p  

between absenteeism and employee a t t i t u d e s .  Such s t u d i e s  have g e n e r a l l y  

inves t iga ted  t h e  p r o p o s i t i o n  t h a t  workers who are l e s s  s a t i s f i e d  w i t h  

t h e i r  jobs w i l l  be absent more than those who exper ience j o b  

s a t i s f a c t i o n  (Hacket t  & Guion, 1985: 340; Hackett ,  1989: 235; I l g e n  & 

Hollenbeck, 1977: 148). Most absence research has concent ra ted  on two 

main themes: (1) t h e  assoc ia t i on  o f  personal  c h a r a c t e r i s t i c s  w i t h  

absence and (2) t h e  assoc ia t i on  o f  j o b  s a t i s f a c t i o n  w i t h  absence (Johns, 

1978: 431). 
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This study invest igates  the  re la t ionship between absenteeism, j o b  

sa t isfact ion,  c e r t a i n  personal charac te r i s t ics ,  and ce r t a in  s i tua t iona l  

factors f o r  employees i n  the Bexar County. 

ABSENTEEISM: CONCEPTUALIZATION AND MEASUREMENT 

Definition 

Muchinsky s t a t ed  t h a t  the  confl ic t ing and contradictory findings 

reported i n  s tud ies  on absenteeism a r e  a t t r i bu t ab le  t o  t he  i l l -def ined 

concept of absenteeism ( ~ u c h i n s k ~ ,  1977: 317). Defining absenteeism 

should be simple. "A person e i the r  i s  o r  i s  not a t  work." However, 

there i s  n o t  universal agreement on i t s  meaning (Rhodes & Steers ,  1990: 

11-12). 

To the manager, absence may be a category of behavior. To the 

employee, i t  may be symbolic of deeper feelings of h o s t i l i t y  o r  

perception of inequi table  treatment i n  the job s i t u a t i o n  o r  i t  may be a 

social phenomenon - pa r t  of an absence culture which represents a duty 

t o  co-workers who are l e s s  than perfect  (Rhodes & Steers .  1990: 11-12). . 
Brooke and Price (1989: 2) defined absence as t he  "non-attendance of 

employees for  scheduled work.' 

Some s tud ies  organize absenteeism in to  two main types: "voluntary 

and involuntary". Whi l e  voluntary absenteeism implies a conscious 

decision by the worker about whether t o  attend work on any given day, 

involuntary absence implies t h a t  i t  i s  beyond the immediate control of 

the worker, e.g. t ransporta t ion problems, sickness o r  family funeral 

(Hackett & Guion, 1985: 341-342; Steers  & Rhodes, 1978: 392-393). Other 

studies d i f f e r en t i a t e  absence behavior in to  four s p e c i f i c  types: 

unexcused, excused personal, excused s ick  family and ta rd iness  (Blau, 
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1985; 448). Whatever t h e  def ini t ion,  absence behavior appears t o  be a 

function of b o t h  t he  individual and the  s i tua t ion .  Certain types of 

absence behavior appear t o  be more dependent on s i tua t iona l  

characterist ics such as family s i tua t ion  and individual motivation. 

Unexcused absence seems t o  depend on organization rewardslconstraints 

(Blau, 1985: 449). 

Among the models t h a t  have been most widely accepted i s  the 

Steers and Rhodes process model tha t  used 104 s tudies  of absenteeism to 

build a conceptual framework t h a t  incorporates 209 var iables  considered 

t o  be related to  absenteeism. Of the 209 variables,  nineteen r e l a t e  t o  

work at t i tudes and forty-nine r e l a t e  t o  personal fac tors .  The model 

systematically and comprehensive1 y examines the various influences on 

employee attendance behavior. The r e su l t s  of the research using the  

model suggest t h a t  employee attendance i s  largely a function of (1) an 

employee's motivation t o  attend and (2) an employee's a b i l i t y  t o  attend 

(Steers & ~hodes ,  1978: 392-393; Brook & Price, 1989: 3 ) .  

The resu l t s  of previous research have been inconclusive; sometimes 

job satisfaction and absenteeism are correlated,  other  times they are 

n o t  (Hackett, 1989: 239). In addition t o  def in i t iona l  problems, there  

are multiple measures of absenteeism. The measurement of absence 

behavior presents a very d i f fe ren t  problem. 

Measurement 

The most frequently used measures of absence a re  frequency and 

time los t  (Rhodes & Steers ,  1990: 12). Most theories  hypothesize tha t  

dissatisfaction i s  ref lected by frequency of absence f o r  employees 

rather than the number of days they miss (Johns, 1978: 431). 
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In an ana lys i s  of twenty-three s tudies ,  Scot t  and Taylor used 

absence frequency t o  measure the  relat ionship between employee 

absenteeism and job sa t i s fac t ion .  The stronger association between job 

sat isfact ion and absence frequency supports the hypothesis t h a t  absence 

frequency wi 11 be more strongly re la ted  t o  job sa t i s f ac t ion  than absence 

duration. Withdrawal theory predicts t h a t  job  s a t i s f a c t i o n  i s  more 

strongly associated with absence frequency than with absence duration 

(Scott & Taylor, 1985: 599, 601). In such s tudies ,  one day of absence 

equals one absence event and two or more consecutive days equals one 

absence event. Interpretat ions of r e su l t s  based on s e l f  - reports  of 

absence frequency require the "assumption tha t  measurement e r r o r  

associated w i t h  subjective estimates of the dependent variable 

(absenteeism) do not seriously threaten estimates of re la t ionships  

between other  var iables  and absenteeism" (Brooke & Price. 1989: 5-6) 

One day absence measures r e l a t e  more accurately t o  company records and 

are more valuable i n  understanding individual behavior and a t t i t u d e s  

than other measures (Nicholson e t  a l . ,  1977: 503; Brooke & Price, 1989: 

5) .  

Summary 

Absenteeism, a problem w i t h  no c lear  cause, i s  expensive f o r  both 

t h e  organization and the individual . The confl ic t ing and contradictory 

results of previous research a r e  often a t t r ibu ted  t o  the  i l l  -defined 

concept of absenteeism and inadequate measures. Most s tudies  focus on 

the relat ionship between absenteeism and employee a t t i t u d e s .  



RELATIONSHIP BETWEEN ABSENTEEISM AND JOB SATISFACTION 

D e f i n i n g  Job S a t i s f a c t i o n  

Job s a t i s f a c t i o n  i s  t h e  most f r e q u e n t l y  s t u d i e d  and w i d e l y  

discussed work a t t i t u d e .  According t o  Cook, " j o b  s a t i s f a c t i o n  i s  

considered t o  be an a t t i t u d e  which.. .mani fests i t s e l f  i n  e v a l u a t i o n  o f  

the job  and o f  t h e  employing organ iza t ion . .  .as c o n t r i b u t i n g  s u i t a b l y  t o  

the a t ta inment  o f  o n e ' s  personal  o b j e c t i v e s "  (Cook, 1981: 19). Smith e t  

a l .  (1969) d e f i n e  j o b  s a t i s f a c t i o n  as " f e e l i n g s  a  worker has about h i s  

job"  (Smith e t  a]., 1969: 15). According t o  Daley, j o b  s a t i s f a c t i o n  

assesses t h e  o r g a n i z a t i o n  i n  terms o f  t h e  i n d i v i d u a l  employee's 

"happiness". He concludes t h a t  j o b  s a t i s f a c t i o n  r e f l e c t s  an i n d i v i d u a l  

focus r a t h e r  than an o rgan iza t i ona l  focus  (Daley. 1986: 134). 

Theor ies o f  Job S a t i s f a c t i o n  

The r e s u l t s  o f  j o b  s a t i s f a c t i o n  surveys evoke d iscuss ions  o f  what 

workers mean when t h e y  express s a t i s f a c t i o n  w i t h  t h e i r  jobs.  Over the 

years, researchers  have c o l l e c t e d  s u b s t a n t i a l  evidence suppor t i ng  t h e  

assoc ia t ion  between j o b  s a t i s f a c t i o n  and a  reduced i nc idence  o f  

absenteeism. Many s t u d i e s  r e p o r t  t h a t  j o b  s a t i s f a c t i o n  depends as much 

on work va lues  and expec ta t i ons  as t h e  o b j e c t i v e  circumstances o f  the  

work i t s e l f  ( L i n c o l n  & Kal lenberg,  1990: 24-26). Campbell e t  a1 . (1970) 

suggested t h a t  t h e o r i e s  o f  j o b  s a t i s f a c t i o n  are d i v i d e d  i n t o  two 

categories: c o n t e n t  t h e o r i e s  and process theo r ies .  Content t h e o r i e s  

assess the  f a c t o r s  t h a t  i n f l u e n c e  j o b  s a t i s f a c t i o n .  Process t h e o r i e s  

assess the  process th rough which f a c t o r s  such as expecta t ions ,  needs and 

values i n t e r a c t  w i t h  j o b  c h a r a c t e r i s t i c s  t o  produce j o b  s a t i s f a c t i o n .  
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Using a  process  theory, Hackman and Oldham (1975) suggest t h a t  j o b  

s a t i s f a c t i o n  e x i s t s  when a  j o b  con ta ins  task  i d e n t i t y ,  s k i l l  v a r i e t y ,  

task s i g n i f i c a n c e ,  autonomy and feedback (Hackman & Oldham, 1975: 161- 

162). Accord ing  t o  these  researchers, j o b  s a t i s f a c t i o n  i s  p resen t  when 

three " c r i t i c a l  psycho log i ca l  statesl"meaningful work, respons i  b i  1  i t y  

f o r  the outcomes o f  work and knowledge o f  t h e  r e s u l t s  o f  work 

a c t i v i t i e s )  a r e  p resen t  f o r  an i n d i v i d u a l .  The i r  t heo ry  proposes t h a t  

h igh i n t e r n a l  m o t i v a t i o n ,  h igh  work s a t i s f a c t i o n ,  h igh  q u a l i t y  

performance and l o w  absenteeism e x i s t  when these t h r e e  " c r i t i c a l  

psychological  s tates ' '  a r e  p resen t  (Hackman & Oldham, 1975: 160). Job 

s a t i s f a c t i o n  i n  t h i s  t h e o r e t i c a l  model r e l a t e s  t h e  core j o b  dimensions. 

the c r i t i c a l  psycho log i ca l  s t a t e s  and on t h e  j o b  outcomes. A d d i t i o n a l  

evidence suggests t h a t  j o b  s a t i s f a c t i o n  i s  a  r e s u l t  o f  t h e  " f i t  o r  l a c k  

o f  f i t "  between worker  requirements and t h e  o b j e c t i v e  s i t u a t i o n  (Wi t t .  

1988: 485). 

The l'have-wantl' d iscrepancy theo ry  proposes t h a t  j o b  s a t i s f a c t i o n  

i s  determined by  t h e  d iscrepanc ies  between what workers c u r r e n t l y  have 

by way o f  j o b  exper iences and what t hey  want t o  have. The p o s i t i v e  and 

negative d i sc repanc ies  depend on t h e  combinat ion o f  j o b  f a c e t s  and t h e  

standard o f  comparison used (Rice, 1989: 591). 

The models t h a t  have been used t o  t e s t  t h e  r e l a t i o n s h i p  between 

absenteeism and j o b  s a t i s f a c t i o n  have r e s u l t e d  i n  c o n f l i c t i n g  f i n d i n g s .  

One researcher  s t a t e d  t h a t  models based on t h e  assumption t h a t  

d i s s a t i s f a c t i o n  i s  a  p r imary  cause o f  absence do n o t  seem t h e  

appropr ia te  ones t o  t e s t  f u r t h e r  (Hackett  & Guion, 1985: 375). Another 

s tated t h a t  because i t  seems l o g i c a l  t h a t  s a t i s f i e d  workers a r e  more 



9 

productive, any evidence t o  the contrary i s  unlikely t o  shake our belief 

in t h a t  principle (Steel & Warner, 1990: 6) .  

While i t  i s  generally believed t h a t  morale i n  the  public sector  i s  

low, some s tudies  suggest that  public sector  employees manifest 

significantly higher leve ls  of job sa t i s fac t ion  than t h e i r  pr ivate  

sector counterparts (Steel & Warner, 1990: 13). Other s tud ies  show 

public sector  professionals are no more sa t i s f i ed  than those in  t he  

private sector  (Cherni s s ,  1987: 127). 

Negative re la t ionship 

Some empirical s tudies  have found a  s ign i f ican t  negative 

relationship between overall  job sa t i s fac t ion  and absenteeism (e .g .  

Waters & Roach, 1971; Hrebiniak & Roteman, 1973; Muchinsky, 1977; Oldham 

e t  a l . ,  1986). Waters and Roach reported tha t  frequency of absence was 

significantly re la ted  t o  overall j o b  sa t i s fac t ion  (Waters & Roach, 1971: 

93). Hrebiniak and Roteman observed t h a t  job d i s sa t i s f ac t ion  correlated 

s ignif icant ly  with the number of days absent from the  job (Hrebiniak & 

Roteman, 1973: 382). Muchinsky s ta ted t h a t  i t  seemed highly logical  

that  withdrawal from work should be re la ted  t o  a t t i t u d e s  toward work 

(Muchinsky, 1977: 326). According t o  the Oldham e t  a l .  (1986) study on 

the relationship between job f ace t  comparisons and employee reactions,  

those who f e l t  underrewarded were less  s a t i s f i ed  and exhibited lower 

performance and higher absenteeism than employees who f e l t  equitably 

treated or overrewarded (Oldham e t  a1 . , 1986: 43). Nicholson e t  a1 . 
found work sa t i s f ac t ion  was negatively related t o  both absence measures 

(Nicholson e t  a1 ., 1977: 504). In s tud ies  tha t  used ta rd iness  as  par t  

of the dependent var iab le  measurement, r e su l t s  ind ica te  t h a t  tardiness  
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i s  not j u s t  another  form o f  absenteeism. Those s t u d i e s  found t h a t  

persons who r e p o r t  more absences are n o t  more o r  l e s s  i n c l i n e d  t o  r e p o r t  

being t a r d y  (Leigh, 1988: 92). 

Zero r e l a t i o n s h i p  

Other s t u d i e s  have con t rad i c ted  those t h a t  observed a  s t rong  

r e l a t i o n s h i p  between j o b  s a t i s f a c t i o n  and absenteeism. N icho lson e t  a l .  

(1976) found t h a t  j o b  d i s s a t i s f a c t i o n  i s  n o t  a  major  cause o f  absence. 

Their  research r e p o r t e d  t h a t  t h e  "common view t h a t  absence i s  a  p a i n  

reduct ive response on t h e  p a r t  o f  a worker t o  h i s  work exper ience i s  

naive, narrow and emp i r i ca l  l y  unsupportable." However, t h e y  concluded 

t h a t  under some s i t u a t i o n a l  and i n d i v i d u a l  circumstances t h e r e  may be 

some causal r e l a t i o n s h i p  (Nicholson, Brown & Chadwick-Jones, 1976: 734- 

735). Other s t u d i e s  have found a  weak r e l a t i o n s h i p  (e.g. I l g e n  & 

Hollenbeck, 1977: 152-158; Johns, 1987: 33). 

I n  a  s tudy o f  employees o f  a  s t a t e  governmental agency, Cheloha 

and Farr  found t h a t  t h e  r e l a t i o n s h i p  between job  s a t i s f a c t i o n  and 

absenteeism i s  n o t  as s imple as might  be i n t e r p r e t e d  f rom zero-order  

co r re la t i ona l  a n a l y s i s .  They found j o b  s a t i s f a c t i o n  was n e g a t i v e l y  

re la ted  t o  absence behav ior  when simple c o r r e l a t i o n a l  a n a l y s i s  was 

conducted. However, when p a r t i a l  c o r r e l a t i o n s  o f  j o b  s a t i s f a c t i o n  w i t h  

absenteeism were conducted, t h e r e  appeared no c o n s i s t e n t  r e l a t i o n s h i p  

(Cheloha & Far r ,  1980: 468-472). Clegg and Youngblood found t h a t  t h e r e  

i s  no causal r e l a t i o n s h i p  between job  s a t i s f a c t i o n  and absence (Clegg, 

1983: 97; Youngblood, 1984: 114). Leigh found t h a t  g l o b a l  j o b  

s a t i s f a c t i o n  showed no s i g n i f i c a n t  r e l a t i o n s h i p  a t  any l e v e l  t o  

absenteeism (Leigh, 1988: 91). 
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Recent meta-analyses have concluded tha t  t he  conf l ic t ing  findings 

are a r e s u l t  of sampling error  and measurement r e l i a b i l i t y ,  scale  

inadequacies and the  use of d i f fe ren t  measures of job sa t i s f ac t ion  and 

absence (Hackett, 1989: 236; Scott  & Taylor, 1985: 599,601). 

Measurement 

The Job Descriptive Index (JDI), developed and copyrighted by 

Smith, Kendall and Hulin (1969). uses f ive  scales t o  measure job 

satisfaction in t h e  areas  of pay, promotion, supervision, work and co- 

workers. The items on the scale  describe a par t icu lar  aspect of t he  

job. The subject i s  asked t o  respond with a Y i f  t he  item describes 

that par t icu lar  aspect of his job, N i f  the item d i d  not describe tha t  

aspect, o r  ? i f  he could not decide (Smith e t  a1 . , 1969). The JDI i s  

job-referent ra ther  than se l f -  referent  since the dimensions of basic 

needs and relevance t o  job sa t i s fac t ion  have not been c l ea r ly  

established. I t  does not ask an employee d i rec t ly  how s a t i s f i e d  she/he 

i s  with t h e  work, but how she/he describes tha t  work (Smith, 1969: 70). 

Schneider and Dachler concluded t h a t  a s  a measure of s a t i s f ac t ion  the 

JDI has u t i l i t y  as  a useful,  s tab le  instrument pa r t i cu la r ly  in time- 

based s tudies  (Schneider & Dachler, 1978: 651-653). 

Recent s tudies  have reported confl ic t ing findings t h a t  have been 

attr ibuted t o  the relevance and va l id i ty  of a t t i t ude  measures and the 

range and type of a t t i t u d e  measures used (Nicholson e t  a1 ., 1977: 499- 

502). The recent use of the JDI and other surveys based on the  JDI have 

made comparison of r e su l t s  eas ie r  t o  analyze. (See f o r  example, Waters 

& Roach, 1971; Johns, 1978; Blau, 1985; Hackett & Guion, 1985; Scot t  & 
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Taylor, 1985; Garc ia ,  1987; Rice e t  a l . ,  1989; Brooke & P r i c e ,  1989; 

Goff, 1990.) 

S tud ies  u s i n g  t h e  JDI have shown a d i r e c t  negat ive  e f f e c t  o f  pay 

on absenteeism which supports  t h e  r e l a t i o n s h i p  between pay and 

absenteeism. Pay a c t s  i n  combinat ion w i t h  j ob  s a t i s f a c t i o n  and n o t  as a 

determinant o f  j o b  s a t i s f a c t i o n  as i n  t h e  causal model (Brooke & Pr ice,  

1989: 16). I n  B l a u ' s  study, co-worker s a t i s f a c t i o n  and f r i e n d s h i p  

oppor tun i t i es  were n e g a t i v e l y  re1  a ted  t o  unexcused absence, b u t  

p o s i t i v e l y  re1  a t e d  t o  ta rd iness  (Blau, 1985: 448). Promotion, pay and 

co-worker f a c e t s  were found t o  be n e g a t i v e l y  r e l a t e d  t o  unexcused 

absenteeism, and work s a t i s f a c t i o n  was found t o  have a nega t i ve  

re1 a t i onsh ip  t o  unexcused absenteeism, though ve ry  low i n  s i g n i f i c a n c e  

(Blau 1985: 448). Using t h e  JDI, Garc ia  found t h a t  t h r e e  ou t  o f  f i v e  

fac to rs  on t h e  J D I  showed no s i g n i f i c a n t  c o r r e l a t i o n .  Although t h e r e  

was a s i g n i f i c a n t  c o r r e l a t i o n  between t o t a l  hours used and t h e  over  a l l  

s a t i s f a c t i o n  score  on t h e  JDI, i t  was extremely weak (Garcia, 1987: 5 3 ) .  

I l g e n  and Hol lenbeck suggest t h a t  i t  i s  u n l i k e l y  t h a t  a h i g h  

degree o f  s a t i s f a c t i o n  w i t h  pay, s e c u r i t y ,  and company p o l i c y  would lead 

t o  a more r e g u l a r  attendance i n  o rgan iza t i ons  w i t h  l i b e r a l  s i c k  leave 

benef i ts .  There i s  no reason t o  b e l i e v e  t h a t  one's  p o s i t i o n  w i t h  co- 

workers w i l l  be j eopa rd i zed  by occasional  absences; t h e r e f o r e ,  they  

conclude t h a t  h i g h e r  s a t i s f a c t i o n  w i t h  co-workers should n o t  necessa r i l y  

be associated w i t h  l ower  absenteeism. Only s a t i s f a c t i o n  w i t h  

superv is ion appears t o  c r e a t e  a f o r c e  toward at tendance--possib ly  

because o f  t h e  power t h e  superv i so r  ho lds  over  t h e  reward system ( I l g e n  

& Hollenbeck, 1977: 159). Suppor t i ve  superv i s ion  has been associated 
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with higher ra ther  than lower levels  of absenteeism among employees 

(Goff, 1990: 804). 

Summary 

Job sa t i s fac t ion ,  the most frequently studied work a t t i t u d e ,  

usually focuses on the individual employee's happiness with the job. 

There have been many models and theories  proposed t o  explain and t e s t  

job sat isfact ion.  Generally, studies of the relat ionship between j o b  

satisfaction and absenteeism have resulted in mixed findings.  The 

inconsistencies i n  previous research have been a t t r i bu ted  t o  sampling 

errors, sca le  inadequacies and the use of d i f fe ren t  measurements of job 

satisfaction and absence. The r e su l t s  of t h i s  study are expected t o  

support the hypothesis that  employees who report higher job sa t i s fac t ion  

will be absent l e s s  frequently (see Table 2.1). 

ABSENCE RELATED TO PERSONAL CHARACTERISTICS 

Personal charac te r i s t ics  have been shown t o  be important 

correlates of s a t i s f ac t ion  with work (Steel & Warner, 1990: 9) .  

& 
Studies examining the relat ionship between age, absenteeism and 

job sat isfact ion have resulted in  mixed findings. Some studies  show job 

satisfaction i s  consis tent ly  found t o  be posit ively re la ted  t o  age 

(Lorence, 1987: 534; Kallenberg & Loscocco, 1983: 78). Other studies 

report t h a t  age has l i t t l e  d i r ec t  impact on job sa t i s f ac t ion .  Although 

employee age seems t o  be important in  how i t  a f f ec t s  the employees 

structural location i n  the organization, age does not show a d i r e c t  

effect on work sa t i s f ac t ion  (Zeitz,  1990: 420-424). In s tud ies  of 

public employees, l i t t l e ,  i f  any, re la t ionship between age and job 
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sat isfact ion was observed (Steel & Warner, 1990: 18; Blackburn & Bruce, 

1989: 20). Garcia (1987) found t h a t  h i s  hypothesized l ink between sick 

leave usage and age was nei ther  supported nor refuted by t h e  data on 

younger and older employees; although, he observed a grea te r  use of sick 

leave by employees in  the  31-40 age category (Garcia, 1987: 52). 

Blackburn and Bruce (1989) observed the same curvi l inear  pat tern when 

testing t h e  relat ionship between age and j o b  s a t i s f ac t ion  (Blackburn & 

Bruce, 1989: 20). 

Gender 

Similarly mixed findings have occurred i n  s tudies  examining the 

relationship between gender, job sa t i s fac t ion  and absenteeism. Some 

studies found l i t t l e  relationship between gender and l eve l s  of job 

sat isfact ion;  while others found tha t  gender had a s ign i f i can t  impact on 

job sat isfact ion (Blackburn & Bruce, 1989: 20; Steel  & Warner, 1990: 

18). Studies on absenteeism have consistently shown t h a t  females are  

absent more often than males (Garcia, 1987: 52; Johns, 1978: 441). 

According t o  Witt, working women with family r e spons ib i l i t i e s  tend t o  be 

more sa t i s f i ed  with convenient jobs (Witt, 1988: 485). 

Marital Status  

According t o  a study conducted on the determinants of tardiness ,  

married people and those with long tenure have more committed 

personalit ies than non-married persons and persons who have begun 

working only recently (Leigh, 1988: 81).  Blau found t h a t  s ick  family 

absence i s  influenced by the number of dependents and marital  s t a tus  

(Blau, 1985: 449) . 
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Kinship Responsibi 1 i  t y  

Investigations of the relat ionship between kinship responsibi 1 i t y  

and absenteeism have resulted in mixed findings.  Blau found t h a t  t he  

more dependents a nurse supports the more l i ke ly  she o r  he would be 

absent because of sickness (Blau, 1985: 448). In con t r a s t ,  Blegen e t  

a l .  found no s ign i f i can t  level of correlat ion between kinship 

responsibility and absenteeism, even with females only (Blegen, Muel l e r  

& Price, 1988: 405). Because day care f o r  worker's children has been a 

hotly debated top ic  i n  recent years,  the r e su l t s  of a study by Goff have 

been particularly interest ing.  He found t h a t  the re la t ionship  between 

absenteeism and employer supported child care showed no s ign i f i can t  

difference in absenteeism between employees whose spouse cared f o r  

children and those whose spouse was employed and ch i ld  care  occurred 

outside the home (Goff e t  a l . ,  1990: 802). Although the  study found 

that  on-site day care  was not s ign i f icant ly  re la ted t o  absenteeism, they 

found that  parent ' s  s a t i s f ac t ion  with chi ld  care in  any setting i s  

related to  important work related outcomes (Goff e t  a l . ,  1990: 807). 

Education 

A study t h a t  used educational level as a determinant of job 

sat isfact ion showed t h a t  educational level had l i t t l e  impact upon levels  

of job sa t i s fac t ion  among ear ly  labor force par t ic ipants  (Steel & 

Warner, 1990: 18). In his study of s ick  leave usage, Garcia reported 

that employees w i t h  only a high school diploma tended t o  use 

considerably more sick-time, especial ly  f o r  long term i l l n e s s  (Garcia, 

1987: 52). 
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Primary Source of Income 

In a study of breadwinner vs. non-breadwinner dif ferences  i n  

married women's job sa t i s f ac t ion ,  breadwinners expressed s ign i f ican t ly  

more job s a t i s f a c t i o n  and less  absence than non-breadwinners. Witt 

concluded t h a t  t h e  differences  in  bread-winners vs non-breadwinners 

perceptions may be accounted f o r  by family s ta tus  and a r e s u l t  of 

economic concerns (Witt, 1988: 487). Blau's study did not show any 

rela t ionship between absence and primary source of income; a1 though, i t  

showed a p o s i t i v e  re la t ionship t o  tardiness  (Blau, 1985: 448). 

Summary 

Absenteeism i s  believed t o  be influenced by a cons te l la t ion  of 

often i n t e r r e l a t e d  f ac to r s .  Studies of t he  re la t ionship between 

personal c h a r a c t e r i s t i c s  and absenteeism have resulted i n  mixed 

findings. The con f l i c t i ng  findings a r e  generally thought t o  be a r e su l t  

of imprecise measurement techniques o r  sampling e r rors .  Overall ,  most 

studies show t h a t  personal cha rac t e r i s t i c s  are  predictors  of absence. 

This study wi l l  inves t iga te  the re la t ionship between cer ta in  personal 

cha rac t e r i s t i c s  (age,  gender, marital s t a t u s ,  kinship responsi bi 1 i t y ,  

education and primary source of income) and absenteeism. I t  i s  expected 

tha t  the r e s u l t s  of t h i s  study will  support the following hypotheses 

(see Table 2.1) : 

1. Workers with children have higher incidence of absenteeism. 

2.  Females have higher incidence of absenteeism than males. 

3 .  Employees who are  t he  primary source of income i n  the family 

a r e  1 e s s  1 i kel y t o  be absent. 



17 

4. Employees w i t h  a  h ighe r  educat ional  l e v e l  a r e  l e s s  l i k e l y  t o  

be absent.  

5 .  Older  employees are  l ess  l i k e l y  t o  be absent. 

ABSENCE RELATED TO SITUATIONAL FACTORS 

Absenteeism i s  associated w i t h  a  number o f  i n t e r r e l a t e d  f a c t o r s .  

I n  add i t i on  t o  personal  c h a r a c t e r i s t i c s ,  c e r t a i n  s i t u a t i o n a l  f a c t o r s  

in f luence an employee's r a t e  o f  absence. Job c l a s s i f i c a t i o n  and l e n g t h  

o f  employment a re  two s i t u a t i o n a l  f a c t o r s  t h a t  have been used as 

independent v a r i a b l e s  i n  s tud ies  o f  absenteeism and j o b  s a t i s f a c t i o n .  

Job C l a s s i f i c a t i o n  

Few s tud ies  have been done t h a t  focused p r i m a r i l y  on management 

and profess ional  l e v e l  personnel. The s tud ies  t h a t  have been done have 

shown t h a t  t h e  h i g h e r  t h e  j o b  l e v e l ,  t h e  lower t h e  i nc idence  o f  

absenteeism. Stud ies  o f  wh i te  c o l l a r  ( n o n c l e r i c a l )  workers--managers 

and professionals--show h igher  l e v e l s  o f  j o b  s a t i s f a c t i o n  as compared t o  

workers i n  o the r  occupations. Researchers t h e o r i z e  t h a t  because 

managers and p ro fess iona ls  have h ighe r  p r e s t i g e  occupat ions,  t hey  

exercise more c o n t r o l  over  t h e i r  work s e t t i n g  than those i n  lower  s ta tus  

occupations (Steel  & Warner, 1990: 19). Waters and Roach observed t h a t  

absence c r i t e r i a  were s i g n i f i c a n t l y  c o r r e l a t e d  w i t h  j o b  grade and 

company tenure  (Waters & Roach, 1971: 93). 

I n  a  study o f  s i c k  t ime usage by  management and p r o f e s s i o n a l  

employees i n  the  p u b l i c  sector ,  Garc ia found t h a t  p r o f e s s i o n a l s  used 

s i g n i f i c a n t l y  more s i c k  t ime  than managers. Managers n o t  o n l y  used l e s s  

t ime i n  general,  t h e y  repo r ted  a  much h i g h e r  r a t e  o f  zero  absence than 

pro fess iona ls  (Garcia, 1987: 45, 53) .  The r e s u l t s  o f  a  s tudy  by 
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Hrebiniak and Roteman found tha t ,  a l though j o b  d i s s a t i s f a c t i o n  

cor re la tes  s i g n i f i c a n t l y  w i t h  t h e  number o f  days absent f rom t h e  job ,  

h ie ra rch ia l  l e v e l  and j o b  d i s s a t i s f a c t i o n  i s  no t  s t a t i s t i c a l l y  

s i g n i f i c a n t  (Hreb in iak  & Roteman, 1973: 382). The h i g h  j o b  s a t i s f a c t i o n  

observed f o r  h i g h  s t a t u s  p u b l i c  sec to r  p ro fess iona ls  i s  b e l i e v e d  t o  be 

the  r e s u l t  o f  t h e  adapta t ion  not ion.  As one c l imbs t h e  occupat iona l  and 

organ iza t iona l  ladder ,  p ro fess iona ls  e x h i b i t  more s a t i  s f a c t i  on 

(Cherniss, 1987: 132). 

Tenure 

I n  a 1988 s tudy  conducted among Iowa c i v i l  servants,  Daley found 

t h a t  length o f  s e r v i c e  was nega t i ve l y  associated w i t h  l e v e l s  o f  j o b  

sa t i s fac t i on .  A s tudy  o f  Nebraska munic ipa l  c l e r k s  by  Blackburn and 

Bruce i n  1989 found t h a t  t h e  lowest  l e v e l s  o f  j o b  s a t i s f a c t i o n  were 

evident among c l e r k s  w i t h  l e s s  than one y e a r  se rv i ce .  Other  s tud ies  

show t h a t  j o b  t e n u r e  was associated w i t h  lower t e r m i n a t i o n  r a t e s  among 

workers and t h a t  l onge r  se rv i ce  was assoc ia ted  w i t h  h i g h e r  j o b  

asp i ra t ions  (S tee l  & Warner, 1990: 11).  Although l e n g t h  o f  employment 

had a s i g n i f i c a n t  negat ive  impact on j o b  s a t i s f a c t i o n  i n  t h e  p r i v a t e  

sector,  l e n g t h  o f  s e r v i c e  had l i t t l e  no t iceab le  impact  on l e v e l s  o f  j o b  

s a t i s f a c t i o n  f o r  t h e  p u b l i c  sec to r  (Steel  & Warner, 1990: 18). Garc ia  

found t h a t  employees w i t h  21  o r  more years se rv i ce  recorded more zero  

absences and used l e s s  s i c k  t ime.  Employees w i t h  1 t o  15 years  were 

responsible f o r  t h e  h ighes t  usage o f  s i c k  t ime (Garcia, 1987: 52). 

Summary 

Job c l a s s i f i c a t i o n  and l e n g t h  o f  employment have been used as 

independent v a r i a b l e s  i n  many s t u d i e s  o f  absenteeism and j o b  
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satisfaction. Studies of the relat ionship between absenteeism and job. 

c lass i f icat ion have generally shown t h a t  the higher t he  job leve l ,  the  

lower the r a t e  o f  absenteeism. Studies have also shown t h a t  

professionals and managers exhibit  higher job sa t i s f ac t ion  than workers 

in lower job c l a s s i f i ca t ion  levels.  The r e su l t s  of this study a r e  

expected t o  support the following hypotheses (see Table 2.1): 

1. Professional and managerial employees a re  l e s s  l ike ly  t o  

report high levels  of absence. 

2. Employees with longer job tenure in the organization wil l  

have lower incidence of absenteeism. 

CONCLUSION 

The preceding i s  not intended t o  be a comprehensive o r  exhaustive 

review of the l i t e r a t u r e  on absenteeism or job sa t i s f ac t ion .  The 

studies reported a r e  generally the most recent s tudies  t h a t  have been 

done and those which develop the concepts t ha t  will  be t e s t ed  i n  the 

planned study (see Table 2.2). The following hypotheses have developed 

from the examination of the foregoing l i t e r a tu re :  

Hypotheses 

Job Sat isfact ion 

1. Employees who report higher overall job sa t i s f ac t ion  a r e  

absent l e s s  frequently. 

Personal Characterist ics 

1. Workers with children have higher incidence of absenteeism. 

2 .  Females have higher incidence of absenteeism than males. 

3 .  Employees who are  the primary source of income i n  the family 

are l e s s  l ike ly  t o  be absent. 



20 

4. Employees with a higher educational level are  l e s s  l i ke ly  t o  

be absent.  

5. Older employees are less  1 i kely to  be absent. 

Situational Factors 

1. Professional and managerial employees a re  l e s s  l i ke ly  t o  

report  high levels  of absence. 

2. Employees with f ive o r  more years of service i n  an 

organization have a lower incidence of absenteeism than 

employees who have l e s s  than f ive  years. 

The conceptual framework developed for  t h i s  study i s  par t icu lar ly  

suited t o  t h e  se t t i ng  described i n  Chapter 3 .  



TABLE 2.1 

A SUMMARY OF .HYPOTHESES 

Independent Variables 
- 

Dependent Var iable  
Absence behavior 

Frequency Time Lost 

**Measured on the Job Descriptive Index (Smith. Kendall & Hul i n  1969) 

Key: 
signifies a  positive re la t ionsh ip  between independent & dependent var iables 
signifies a  negative re la t ionsh ip  between independent & dependent var iables 
signifies no hypothesized re lat ionship between independent & dependent var iables 



Table 2.2 

SUMMARY OF HYPOTHESES AND PRIOR RESEARCH 

HYPOTHESES 

Job Satisfaction 

Employees who report higher overall job 
satisfaction are absent less frequently. 

Pezsonal Characteristics 

1. Workers with children have higher 
incidence of absenteeism. 

2. Females have higher incidence of 
absenteeism than males. 

3 .  Employees who are the primary source of 
income in the family are less likely to be 
absent. 

4. Employees with a higher educational level 
are less likely to be absent. 

5. Older employees are less likely to be 
absent. 

Situational Factors 

1. Professional and managerial employees are 
less likely to report high levels of 
absence. 

2.  Employees with five or more years of 
service in an organization have a lower 
incidence of absenteeism than employees 
who have less than five years. 

PRIOR RESEARCH 

Waters & Roach, 1971; Muchinsky, 
1971; Hrebiniak & Roteman, 1973; 
Nicholson et al., 1977; Oldham et 
al, 1986 

Blau, 1985 

Johns, 1978; Garcia, 1987 

Witt, 1988 

Garcia, 1987 

Garcia, 1987 

Waters & Roach, 1971; Garcia, 1987 

Waters & Roach, 1971; Garcia, 1987; 
Daley, 1988; Blackburn & Bruce, 
1989; Steel & Warner, 1990 



CHAPTER 3 

BACKGROUND AND SETTING 

Bexar County, a  public corporation and p o l i t i c a l  subdivision of 

the State of Texas, has a  population of over one mi l l ion  ind iv idua ls .  

The governing body of t h e  County i s  t h e  Commissioners Court. 

Commissioners Court was created by the  l e g i s l a t u r e  t o  ca r ry  out  a  policy 

common to  the whole s t a t e .  The dut ies  of Commissioners Court a r e  

administrative r a t h e r  than jud ic ia l .  Unlike c i t y  government, which by 

law i s  allowed t o  do anything i t  i s  not s p e c i f i c a l l y  prohibi ted from 

doing, county government i s  l imited t o  those powers and d u t i e s  

specifically authorized by the Texas Consti tution and s t a t u t o r y  law. 

The government of Bexar County i s  divided i n t o  s epa ra t e  o f f i ce s ,  

headed by e i the r  e lec ted  o r  appointed o f f i c i a l s .  The d u t i e s  of each 

office are prescribed by the  Texas Consti tution and/or by l e g i s l a t i v e  

act .  I n  addit ion,  Commissioners Court has es tab l i shed  o the r  departments 

that  support the  a c t i v i t i e s  of t h e  County. 

Bexar County has approximate1 y  3,400 employees . As provided by 

s ta tu te ,  most of t h e  posi t ions  within the County come under t h e  Civ i l  

Service System. Under t he  Civil Service System, pos i t ions  i n  Bexar 

County are divided i n t o  two categories :  exempt and non-exempt. Exempt 

employees are n o t  covered by the Civil Service System and include a l l  

Dis t r ic t  Attorney's Off ice  employees, a l l  Audi tor ' s  Off ice  employees, 

Juvenile Probation, D i s t r i c t  Judges' employees, Commissioners Court 

ass is tants  and s e c r e t a r i e s ,  County Judge's  o f f i c e  a s s i s t a n t s  and 

secretaries,  Constables, and ten posi t ions  i n  the  S h e r i f f ' s  Office.  



Exempt employees serve a t  t he  "pleasure" of the  o f f i c i a l  o r  department 

head and can be terminated a t  the will of t he  employer. All o ther  

employees are  considered non-exempt and a r e  covered by Civil  Service.  

All positions, except elected and cer ta in  appointed pos i t i ons ,  a r e  

classified by the Bexar County Class i f ica t ion  Plan. 

The Bexar County Classi f icat ion Plan i s  the  outcome of a year-long 

compensation study conducted by the accounting firm, KPMG Peat Manvick. 

Jobs are placed i n t o  c l a s s i f i ca t ion  tables  by grade, and employees a r e  

placed into s teps  by experience and merit. Each job i s  c l a s s i f i e d  

according to  the  type of work and the respons ib i l i ty  of t h a t  job. For 

pay and other purposes, i t  places s imi la r  jobs with s imi l a r  du t i e s  i n t o  

the same category. For instance,  a Clerk .Typis t ' s  du t i e s  a r e  d i f f e r e n t  

from a Clerk's du t ies .  The Classi f icat ion Plan places each employee 

into one of four  t ab l e s ,  grades and steps: 

Tab1 e Classi f icat ion 
No. of No. of 
grades Steps 

1 Department/Professional /Technical 18 25 
2 Admini s t ra t ive /Cler ica l  /Support 12 18 
3 Maintenance 16 18 
4 Law Enforcement 12 20 

Employees i n  Bexar County a r e  e i t h e r  regular,  part-t ime or  

temporary. Regular and part-time employees are  subject  t o  a six-month 

probationary period. During the probationary period, vacation and s ick 

leave time are  accrued. However, the employee i s  not e l i g i b l e  t o  use 

vacation leave un t i l  t he  probationary period ends. A t  the  d i sc re t ion  of 

the off ic ia l  o r  department head, sick leave may be used i f  t h e  employee 

i s  i 1 1 .  Temporary employees do not accrue leave time. 
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The Personnel Rules and Civil Service Rules of Bexar County t h a t  

govern the leave policy of the County a re  s e t  for th  i n  Local Government 

Code 157.062 note and Local Government Code 158.002 (see Appendix A). 

In addition, the law authorizes t he  Civil  Service Commission t o  issue 

regulations governing the administration of t he  leave system. However, 

i f  there i s  a conf l ic t  between the Personnel Rules of Bexar County and 

the Civil Service Rules, the  Personnel Rules take precedence. 

According to  t h e  1 aw and regulat ions ,  t he  overal l  responsi bi 1 i t y  

for administering t h e  leave system i s  given t o  the  department heads. 

They are responsible f o r  insuring t h a t  a leave account i s  es tab l i shed  

and maintained for  every employee. Department supervisors a r e  

responsible for  control l ing absence and leave so t h a t  a l l  employees use 

1 eave according to  l egal requirements. 

Authority t o  approve requests f o r  leave i s  accompanied by the  

responsibility for  ver i fying tha t  the  leave granted i s  legal and 

just i f iable .  Approval of leave i s  usually the  r e spons ib i l i t y  of 

immediate supervisors s ince they a re  most f ami l i a r  w i t h  t h e  s i t u a t i o n .  

Although the immediate supervisor may be consulted, requests  f o r  

extensive or  advance leave i s  usually placed a t  a higher organizational 

level. Beyond the department, the responsibi 1 i t y  f o r  t h e  i n t e rp re t a t i on  

of leave regulations i s  given by law t o  t he  Civil Service Commission. 

The County Audi tor ' s  Office i s  responsible f o r  answering any 

questions concerning the  financial  accounts of the individual  ' s  leave 

record. Appeals from any decision of the  Civil Service Commission o r  

County Auditor's Office a r e  directed t o  Commissioners' Court f o r  t h e i r  

consideration. Since leave can be accumulated from year  t o  year ,  t he  



Personnel Section o f  t h e  Auditor's Office requests 1 eave balances 

(vacation, s ick  and compensatory) f o r  a l l  regular  employees i n  Bexar 

County a t  the end o f  each Fiscal Year. Leave balances a r e  used only t o  

determine the f inanc ia l  impact of paying a terminated employee f o r  

e l igible  accrued leave.  The guidelines f o r  departments t o  use when 

granting leave a re  determined by the  purpose of the  leave.  

Sick leave i s  f o r  employees t o  use f o r  personal i l l n e s s  o r  

medically re la ted reasons such as medical o r  dental appointments and 

family i l l n e s s .  Three days of current  s ick  leave may be converted t o  

personal leave each year .  Personal leave may be used by an employee f o r  

any reason. A t  the  end of each f i s c a l  year ,  any unused personal leave 

reverts to  s i ck  leave.  

Vacation leave i s  provided and used f o r  two general purposes: 

1. To allow every employee an annual vacation period of 

extended leave f o r  r e s t  and recreat ion,  and 

2. TO provide time off f o r  personal and emergency purposes. 

For example: re l ig ious  observances, at tendance a t  

conferences o r  conventions not required by the  County, 

securing a d r ive r ' s  permit, o r  other  personal business.  

The d i f fe rence  between sick leave and vacation leave i s  t he  

purpose for  which i t  i s  granted. Employees a r e  expected t o  use s i ck  

leave only f o r  i l l n e s s  o r  other medical purposes. On the  o the r  hand, 

vacation leave i s  given f o r  physical and mental renewal through r e s t  and 

recreation. 

The p o l i t i c a l  nature and se t t i ng  of County government makes 

generalization of 1 eave po l ic ies  and prac t ices  impossible. Each 
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department headed by an elected o r  appointed o f f i c i a l  may adminis ter  t he  

leave policy according t o  t h a t  individual ' s  own values o r  understanding 

of the rules. For  example, one o f f i c e  may allow leave t o  be taken in  

increments of one hour only; while another may a1 low ind iv idua ls  t o  

charge a quar ter  or half  hour against  leave balances. 

This study concerns t he  re la t ionsh ip  between absenteeism (or  the  

use of leave a s  a withdrawal mechanism) and job s a t i s f a c t i o n  f o r  

employees c l a s s i f i e d  on the  Department HeadIProfessional /Technical 

(Bexar County Pay Class i f ica t ion  Table 1) and 

Admini strative/Clerical/Support (Bexar County Pay C las s i f i ca t ion  Tab1 e 

2) in Bexar County. Because the du t ies  and demands on employees i n  law 

enforcement and maintenance are d i f f e r en t ,  i t  was necessary t o  l i m i t  the  

study to  employees on the preceding tab les .  

Based on the concepts developed i n  Chapter 2 and the unique 

sett ing described i n  t h i s  chapter, the  following chapter  discusses  t h e  

methodology used t o  test  the  hypotheses. 



CHAPTER 4 

METHODOLOGY 

INTRODUCTION 

This chapter descr ibes  the methodology used t o  t e s t  t h e  hypotheses 

l is ted a t  the end of Chapter 2. First, the s t rengths  and weaknesses of 

survey research methodology wi 11 be discussed. Second, a discussion of 

the data source and sampling procedures will  be presented. The 

procedure and measurement of the dependent and independent va r i ab le s ,  

including the val idi ty  and r e l i a b i l i t y  of t he  measures, wi l l  follow. 

Finally, the s t a t i s t i c a l  techniques used t o  t e s t  the hypotheses will  be 

discussed 

SURVEY RESEARCH 

Survey research i s  used to  co l lec t  original data  t h a t  can be used 

t o  measure and explain a t t i t udes  and behaviors. 

Babbie (1989) i d e n t i f i e s  t he  unique s t rengths  and weaknesses of 

survey research as follows: 

Strengths Weaknesses 

1 Describe charac te r i s t ics  
of a large population. 

2. Flexible 
3 .  Makes defining and 

measuring concepts eas i e r  
4.  Because of 

standardization, i t  i s  
strong on re1 i abi 1 i t y  

1. May produce s u p e r f i c i a l ,  of ten 
misleading data  

2 .  Seldom deals  with t h e  context 
of social  1 i f e  o r  develops t h e  
feel  of t he  t o t a l  l i f e  
s i tua t ion  

3 .  Inf lexible ,  s ince i t  may not 
deviate from t h e  or ig ina l  
design 

4. Subject t o  a r t i f i c i a l i t y  -May 
a f f ec t  the a t t i t u d e  .just bv - - 
studying i t  
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5. Genera l l y  weak on v a l i d i t y  

There are  t h r e e  accepted methods o f  c o l l e c t i n g  survey  data:  s e l f -  

administered quest ionna i res ,  personal i n t e r v i e w s  and te lephone  surveys.  

A1 though each has i t s  advantages and disadvantages, t h e  s e l f -  

administered ques t i onna i re  i s  cheaper, q u i c k e r  and i s  more a p p r o p r i a t e  

f o r  deal ing w i t h  s e n s i t i v e  o r  c o n t r o v e r s i a l  sub jec ts .  The s e l f -  

admini s tered ques t i onna i re  prov ides anonymity t h a t  i s  n o t  p o s s i b l e  i n  

e i t h e r  a  personal i n t e r v i e w  o r  te lephone survey.  A l though a  

quest ionnaire can ask s tandard ized quest ions  t h a t  g i v e  t h e  same c h o i c e  

o f  answers t o  a l l  respondents, i t  cannot dea l  w i t h  cont ingency  ques t i ons  

o r  exp la in  a  concept t h a t  t h e  respondent does no t  unders tand (Babbie, 

1989). Based on p r e v i o u s  research, t h e  survey method y i e l d s  t h e  b e s t  

data f o r  the purposes o f  t h i s  research quest ion .  

DATA AND SAMPLING TECHNIQUE 

For t h i s  study, t h e  u n i t  o f  a n a l y s i s  i s  i n d i v i d u a l  employees i n  

Bexar County c l a s s i f i e d  on t h e  Department HeadIProfessi  ona l  ITechn i  c a l  

(Bexar County Pay C l a s s i f i c a t i o n  Table 1) and 

Admini s t ra t i ve IC1  e r i c a l  /Support (Bexar County Pay C l a s s i f i c a t i o n  Tab le  

2 ) .  The sampling frame was drawn f rom t h e  p a y r o l l  f i l e s  c o n t a i n e d  on 

the county 's  mainframe computer. A f t e r  sepa ra t i ng  t h e  employees 

c l a s s i f i e d  on Table 1 and Table 2, t h e  l i s t  was arranged i n  a l p h a b e t i c a l  

order and the sample o f  200 was drawn u s i n g  a  sys temat i c  sample w i t h  a  

random s t a r t .  

PROCEDURE 

Survey Ques t i  onnai r e  

Since t h e  purpose o f  t h i s  s tudy  i s  t o  i n v e s t i g a t e  and e x p l a i n  t h e  



relationship between absenteeism and job sa t i s f ac t ion ,  personal 

characterist ics and s i tua t iona l  fac tors ,  survey research,  using a s e l f  - 
administered questionnaire, appears t o  be the  best method of co l l ec t ing  

the necessary data. This study u t i l i zed  a three-par t  se l f -adminis tered 

questionnaire dis t r ibuted t o  a random sample of 200 individual employees 

classified on the Department Head/Professional/Technical and 

Admini s t ra t ivef  Clerical/Support job c l a s s i f i ca t ion  t a b l e s  i n  Bexar 

County. 

To anticipate any negative reaction,  permission was sought from 

and granted by Commissioners Court and the  County Auditor t o  d i s t r i b u t e  

the questionnaire w i t h  paychecks. In addi t ion,  the County Judge signed 

a l e t t e r  to  a l l  o f f i c i a l s  and department heads s t a t i n g  the purpose of 

the study and indicating t h a t  i t  was not an o f f i c i a l  Bexar County study. 

With the bi-monthly paychecks, the  individuals in  t he  sample received a 

l e t t e r  explaining the  study and a questionnaire,  as well as  a stamped, 

preaddressed envelope t o  be returned t o  a pr iva te  post o f f i c e  box. The 

questionnaires were coded t o  iden t i fy  t he  respondents so a follow-up 

could be sent two weeks l a t e r  t o  those individuals who had not responded 

in the a l lot ted time. 

The questionnaire was divided in to  three sec t ions .  Par t  I 

contained questions f o r  col lect ing demographic data and data on the  

situational factors being used. Par t  I1 contained t h e  Job Descr ipt ive 

Index that  collected data on job sa t i s f ac t ion  and work a t t i t u d e s .  Par t  

111 requested absence information on a self-reported absence 

questionnaire. (See Appendix B) 



Measurement 

A summary o f  t h e  var iab les ,  i n c l u d i n g  t h e  d e f i n i t i o n  and 

measurement, used i n  t h i s  study i s  shown on Table 4.1. 

TABLE 4.1 A SUMMARY OF VARIABLES: 
DEFINITION AND MEASUREMENT 

Dependent Var iab le :  Absenteeism was measured u s i n g  f requency  and 

t ime  l o s t ,  t he  most f requen t l y  used and r e l i a b l e  measures o f  absence 

(e.g., Johns, 1978; Muchinsky, 1977; Hacket t  & Guion, 1985). Frequency 

was measured us ing  each absence event.  For  example, an absence o f  t w o  
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consecutive days equals one absence event o r  one hour would equal an 

absence event. The ind ica tor  f o r  frequency asks,  "During t h e  past  three 

months, how many d i f f e r en t  times were you off from regular ly  scheduled 

work: For example, i f  you took a half day 

off t o  go to  the d e n t i s t ,  t h i s  would be considered 'one t ime ' ;  o r  i f  you 

had the f l u  and were absent two days in a row, t h i s  would be considered. 

'one time'.'' Scoring ranges from 0 f o r  none t o  10 f o r  ten o r  more (see 

Appendix B, Part 111, 1 ) .  

Time l o s t  was measured by summing a l l  hours an employee was absent.  

The indicator f o r  time l o s t  asks, "How much leave have you taken the  

past three months f o r  any of the  following reasons? For example, 

indicate ' 4 '  i f  you took 4 hours f o r  a doctor ' s  appointment o r  '16 '  i f  

you were on vacation f o r  2 days. I f  not absent, ind ica te  w i t h  'O'." 

Respondents were asked t o  indicate  the number of hours they were absent 

for any of the following eight  reasons: family r e s p o n s i b i l i t i e s ,  

community a c t i v i t i e s ,  personal i l l n e s s ,  family i l l n e s s ,  medical o r  

dental appointment, personal business, just take a day o f f ,  and vacation 

(see Appendix B, Par t  111, 2 ) .  

Independent Variables: Job sa t i s f ac t ion  was measured using a 

modified form of t h e  Job Descriptive Index (JDI). The JDI, developed 

and copyrighted by Smith, Kendall and Hulin (1969), uses f i v e  s ca l e s  t o  

measure job sa t i s f ac t ion  i n  the areas o f  pay, promotion, supervision,  

work and co-workers. Permission t o  use the instrument was granted by 

Bowling Green S ta t e  University i n  Ohio, which owns and enforces t h e  

copyright. Copyright fees  are  based on the number of copies of the 

questionnaire expected t o  be used. 



The items on the sca le  describe a pa r t i cu l a r  aspect of t he  job 

rather than an employee's feelings about t he  work (Smith e t  a1 . , 1969; 

Cook e t  a1 ., 1981). For the  purposes of t h i s  study, respondents were 

asked t o  answer "Yes" o r  "No' to  each item on the sca le  (see  Par t  11, 

Appendix 0).  Each of the  72 items on the  f i v e  scales  i s  an ad jec t ive  o r  

a phrase. Approximately half  of the items i n  each sca l e  a r e  negat ively 

worded. The scales f o r  work, supervision and co-workers contain 

eighteen (18) items. Pay and promotion sca les  contain nine (9) items 

each. Because the pay and promotion sca les  contain half  the  items on 

the other scales,  scores f o r  these two are  doubled t o  make them 

comparable t o  the o ther  values. Scores f o r  each sca le  range from 0 t o  

54. Scoring i s  shown in  Table 4.2. 

Table 4.2 
Scoring f o r  JDI 

Response Score 

Yes t o  a posi t ive  item 
No to  a negative item 
Missing or  ambiguous response 
Yes t o  a negative item 
No t o  a posit ive item 

The scale tha t  measures sa t i s fac t ion  with work on the present job 

includes: fascinating,  routine (N), sa t i s fy ing ,  boring (N), good, 

creative,  respected, hot (N) ,  pleasant, useful,  tiresome (N), hea l th fu l ,  

challenging, on your f e e t  (N), f ru s t r a t i ng  (N), simple (N), endless  (N), 

gives sense of accomplishment . 
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Demographic Independent Variables: The demographic data (personal 

character is t ics  and s i tua t iona l  factors)  which represent t he  remaining 

independent variables were measured as  shown in Appendix B, Part I .  

Age, number of dependents under age 12, time in present posit ion and 

to t a l  number of years worked f o r  Bexar County were measured by asking 

s t u d y  participants t o  indicate  the number tha t  represents t h e  answer. 

Because some respondents used months and others years,  a l l  values were 

converted t o  months f o r  comparison. Primary source of income was 

measured by asking i f  the respondents income was the  primary source of 

income i n  the household (0 = yes. 1 = no). Respondents were asked t o  

indicate job c l a s s i f i ca t ion  by checking the appropriate blank (0 = 

Department Head/Professional/ Technical, 1 = Administrative/Clerical/ 

Support). Highest educational level a t ta ined was measured by checking 

the  appropriate item (0 = some h i g h  school, 1 = H.S. Diploma, 2 = Some 

College, 3 = Business College, 4 = College Degree, 5 = Some Graduate 

Work, 6 = Master's Degree, 7 = Ph.D. Degree). Several respondents added 

an additional i tem, "taw Degree", which required collapsing Ph.D. Degree 

and Law Degree in to  one item. 

Re1 i abi 1 i t y  

The r e l i a b i l i t y  of any measure of a concept ul t imately re1 i e s  on 

t h e  ab i l i t y  to  r e t e s t  t h a t  concept in the  same time period and under the 

same circumstances t o  determine whether s imilar  f indings will  be shown. 

The JDI has been through various stages of development and has been used 

i n  many studies.  So i t  could be used in  a l l  s e t t i ngs ,  the JDI was 

designed f o r  comprehensibility by workers with a low educational l eve l .  

Schneider and Dachler concluded tha t  as  a measure of s a t i s f ac t ion  i t  has 



u t i l i t y  as a use fu l ,  s t a b l e  inst rument  p a r t i c u l a r l y  i n  t i m e  based 

s tud ies  (Schneider & Dachler, 1978). 

Hackett and Guion (1985) determined t h a t  frequency and t i m e  l o s t  

were r e l i a b l e  absence measures. Brooke and P r i ce  (1989) r e p o r t e d  t h a t  

t h e  use o f  s e l f - r e p o r t e d  absence measures demonstrated adequate 

re1  i a b i  1 i t y .  I n  p rev ious  s tud ies ,  se l  f - repo r ted  absence measures and 

record-based absence measures were s i g n i f i c a n t l y  co r re la ted .  

V a l i d i t y  

A1 though u l t i m a t e  v a l i d i t y  cannot be proven, t h e  t e s t  o f  v a l i d i t y  

i s  t h e  ex ten t  t o  which an emp i r i ca l  measure accu ra te l y  r e f l e c t s  t h e  

concept t h a t  i t  i s  in tended t o  measure. 

The JDI i s  j o b - r e f e r e n t  r a t h e r  than s e l f - r e f e r e n t  s i n c e  t h e  

dimensions o f  basic  needs and relevance t o  job  s a t i s f a c t i o n  have n o t  

been c l e a r l y  es tab l ished.  I t  does n o t  ask an employee d i r e c t l y  how 

s a t i s f i e d  s/he i s  w i t h  t h e  work, but  how s/he descr ibes t h a t  work (Smith 

e t  a1 ., 1969). 

According t o  Brooke and P r i c e  (1989), s e l f - r e p o r t e d  absence 

measures have demonstrated adequate v a l i d i t y .  The d i s t r i b u t i o n  o f  

responses between record-based absence data and s e l f - r e p o r t e d  absence 

d a t a  was considered f u r t h e r  evidence o f  t h e  v a l i d i t y  o f  t h e  s e l f -  

repo r ted  measure. 

STATISTICAL ANALYSIS 

M u l t i p l e  regress ion  was used t o  show t h e  s t r e n g t h  o f  t h e  

r e l a t i o n s h i p  between t h e  dependent and independent v a r i a b l e s  c o n t r o l  1 i n g  

f o r  o ther  f ac to rs .  Mu1 t i p l e  regress ion  i s  app rop r ia te  because it 

prov ides  t h e  unique e f f e c t  o f  t h e  independent v a r i a b l e s  on t h e  dependent 
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variable. Mu1 tip1 e regression i s  par t icular ly  we1 1 -suited t o  r a t i o  

level dependent var iables ,  such as number of hours absent. Both 

dependent variables in  t h i s  study are  measured i n  r a t i o  form. 

Furthermore, many of t he  independent variables were measured in r a t i o  

form or converted in to  r a t i o  form (see Table 4.1) .  In addition, the 

sample s ize  i s  su f f i c i en t  for  multiple regression. The s ignif icance of 

t h e  relationship between the dependent and each independent variable was 

tested using t-statistics. F-statistics were used t o  t e l l  whether the 

regression as a whole i s  s ignif icant ,  and # was used to  give the degree 

of variance or goodness of f i t  explained by the model. 

CONCLUSION 

Of the 200 surveys distributed with pay checks, 121 were returned. 

Three weeks a f t e r  the i n i t i a l  dis t r ibut ion,  the Di s t r i c t  Clerk returned 

twenty-one (21) surveys sent t o  his  office.  His reasons f o r  refusing t o  

d is t r ibu te  them t o  h i s  employees were never explained. Because there  

was not enough time t o  subs t i tu te  other employees, the sample was 

reduced t o  179 resul t ing i n  a response ra te  of 64 percent which compares 

favorably with the response r a t e  reported by Johns (57 percent) and 

Brooke and Price (57.4 percent) (Johns, 1978; Brooke & Price,  1981). Of 

t h e  121 surveys returned, 115 were usable responses. 

DEMOGRAPHIC CHARACTERISTICS OF SAMPLE 

The mean age of the respondents was 38.2 years. Of t h e  115 

respondents, the majority were male (67.8 percent) ; 53.9 percent were 

not married; and 61.7 percent a r e  the primary source of income in the 

household. Seventy of the respondents (60.8 percent) reported no 

dependents under age twelve. 
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Somewhat surprising was the  educational level of the respondents. 

Only 18 respondents (16 percent) reported a high school diploma a s  the  

highest level of education attained; while 42 percent reported some 

college work. While one th i rd  of the respondents reported a college 

degree or higher. 10 percent reported business college a s  t h e i r  highest 

level of education. O f  the respondents, 56.5 percent were c l a s s i f i e d  on 

the Admini s t ra t ive lc l  er ical  l Support table .  The analysis  showed the  

mean time in the present posit ion was 45.5 months o r  3 . 8  years ;  the  mean 

to ta l  time with Bexar County was 77.4 months or 6.5 years.  Table 4 .3  

describes the variable means and percentages of the  demographic 

character is t ics .  

The next chapter summarizes and discusses the r e su l t s  of the  

s t a t i s t i c a l  analyses performed on the d a t a  described in  Chapter 3 .  



Table 4.3 DEMOGRAPHIC CHARACTERISTICS OF RESPONDENTS 

VARIABLES MEAN n 8 

Age (years)* 

Sex 
Ma1 e 
Female 

M a r i t a l  Status 
Marr ied 
Not Marr ied 

Level o f  Education 
High School 
Some Co l l  ege* 
Business Col lege 
Col 1 ege Degree 
Some Graduate Work 
Masters Dearee 
Law ~ e ~ r e e - o r  Ph.D. 6 5.2 

Number o f  dependents under age 12 
None 
One o r  more 

Job C l a s s i f i c a t i o n  
Professional  /Technical  
Admini s t r a t i v e l c l  e r i  ca l  /Suppor t  

Primary Source o f  Income 
Yes 7 1 61.7 
No 44 38.3 

Months i n  P o s i t i o n  (years)* 45.Sb (3,s) 

Tota l  Months w i t h  County (years) 77.4' (6.5) 

' Range - 21 - 69 
Range - 2 - 252 .2 - 21) 
Range - 2 - 336 1.2 - 28) 

* Steel & Warner (1990) - Mean age - 26 yrs :  Mean educat ion - 14 y r s  (SD 2.40); 
Mean Time i n  Present Job - 34.7 (2.89) 



CHAPTER 5 

SUMMARY O F  F I N D I N G S  

INTRODUCTION 

This chapter summarizes and discusses the  r e s u l t s  o f  t h e  

s t a t i s t i c a l  analyses. F i r s t ,  t he  means f o r  t h e  f a c e t s  o f  j o b  

s a t i s f a c t i o n  and the dependent absence var iab les  used i n  t h e  m u l t i p l e  

regression are  discussed. Second, t h e  c o r r e l a t i o n s  o f  t h e  j o b  

s a t i s f a c t i o n  f a c t o r s  w i t h  the absence measures i n  t h e  m u l t i p l e  

regression are presented. Final 1  y, t h e  regression r e s u l t s  a r e  presented 

and i n te rp re ted .  

The hypotheses were tes ted  us ing  the  model developed i n  Chapter 2. 

A l l  models were r e j e c t e d  because they  d i d  no t  achieve s t a t i s t i c a l  

s i gn i f i cance  e i t h e r  w i t h  t h e  f-test o r  t h e  @, Al though t h e r e  was a  

h i n t  t h a t  j o b  s a t i s f a c t i o n  might p l a y  a  par t ,  the reg ress ions  t u r n e d  ou t  

t o  be i n s i g n i f i c a n t .  Once i t  became c l e a r  t h a t  t h e  t h e o r y  d i d  n o t  do a  

good j o b  o f  exp la in ing  e i t h e r  frequency o r  t ime l o s t ,  t h e  l o g i c  f o r  t h e  

study s h i f t e d  from deduct ive t o  i nduc t i ve .  Therefore, w i t h  t h e  da ta  as 

the  guide, a  new equat ion  was formulated us ing the d isaggregated j o b  

s a t i s f a c t i o n  va r iab le  and four  o ther  c o n t r o l  var iab Ies .  T h i s  

regression turned out  t o  have the  h ighes t  f-value. The f o l l o w i n g  a r e  

the  r e s u l t s  o f  t h i s  equat ion .  

JOB SATISFACTION FACTORS AND ABSENTEEISM VARIABLES 

The means f o r  t he  j o b  s a t i s f a c t i o n  f a c t o r s  and t h e  two absence 

var iab les  are  presented i n  Table 5.1. For t he  dependent v a r i a b l e s  



(frequency and t ime l o s t )  and t h e  j o b  s a t i s f a c t i o n  f a c t o r s ,  a comparison 

w i t h  o ther  s tud ies  shows t h a t  t h e  averages are very s i m i l a r .  

For frequency o f  absence, t h e  mean 2.6 and standard d e v i a t i o n  1.8 

w i t h  a range o f  0 - 10 compares favo rab l y  w i t h  the Brooke and P r i c e  

(1989) study, which y i e l d e d  a mean score o f  1.93 w i t h  s tandard  

dev ia t ion  o f  1.8. Cons is ten t  w i t h  t h e  r e s u l t s  of o t h e r  s tud ies ,  t ime  

l o s t  showed no r e l a t i o n s h i p ;  there fore ,  t he re  were no data  a v a i l a b l e  f o r  

comparison. 

Table 5.1 
MEAN OF JOB SATISFACTION FACTORS AND ABSENTEEISM VARIABLE 

FOR BEXAR COUNTY AND COMPARISON WITH OTHER STUDIES 

VARIABLES 

BEXAR COUNTY SMITH e t  a1 .* 

MEAN' SD MEAN S D 

Work 
Ma1 es 
Females 

Supervis ion 
Ma1 es 
Femal es 

pay 
Ma1 es 
Females 

Promotions 
Ma1 es 
Females 

Co-workers 
Ma1 es 
Females 

Frequency 

Time Lost 

*Job D e s c r i p t i v e  Index; Smith, Kendall & Hu l in  (1969) 
**Brooke & P r i c e  (1989) Mean f o r  Frequency o f  Absence - 1.93, SD 1.80 
' Range Min 0 - Max 54 

Range Min 0 - Max 10 
' Range Min 0 - Max 128 
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For the  j o b  s a t i s f a c t i o n  var iab les ,  a  comparison o f  t h e  means and 

standard dev ia t ions  show t h a t  they a r e  very  c l o s e  t o  those  found b y  

Smith e t  a1 (1969). However, t e s t i n g  t h e  s i g n i f i c a n c e  o f  t h e  s i m i l a r i t y  

was impossible because o f  t h e  d i f f e r e n c e s  i n  t h e  sample s i z e  and because 

t h e  sample was d i v ided  i n t o  males and females. For work and 

superv is ion,  t h e  means f o r  b o t h  males and females were a lmost  i d e n t i c a l .  

An average o f  t h e  means f o r  males and females f o r  pay shows an a lmost  

i d e n t i c a l  r e s u l t .  Promotion and co-workers show the g r e a t e s t  

d i f f e rences .  The g rea tes t  d i f f e r e n c e  was f o r  promotion w i t h  a  mean o f  

15.5 f o r  t h i s  study and 22.06 f o r  males and 17.77 f o r  females i n  Smith 

e t  a l .  Jus t  as the  r e s u l t s  i n  Table 5.1 suggested t h a t  t h e  da ta  was 

s i m i l a r ,  t he  r e s u l t s  were a l s o  s i m i l a r  f o r  t h e  models t h a t  were used. 

CORRELATIONS OF JOB SATISFACTION FACTORS WITH ABSENCE MEASURES 

Cor re la t i ons  among t h e  measures are  shown i n  Table 5.2. A l o o k  a t  

t h e  r e l a t i o n s h i p  between t h e  two dependent va r i ab les  and t h e  

disaggregated components o f  j o b  s a t i s f a c t i o n  shows t h e  degree t o  which 

t h e  var iab les  move together ,  e i t h e r  p o s i t i v e l y  o r  nega t i ve l y .  As 

frequency o f  absence goes up, t h e  va lue  f o r  work goes down. T h i s  

r e l a t i o n s h i p  prov ided t h e  h i g h e s t  c o r r e l a t i o n .  With t h e  e x c e p t i o n  o f  

pay and frequency and promot ion and t ime  l o s t ,  a l l  c o r r e l a t i o n s  were 

negat ive  between the j o b  s a t i s f a c t i o n  f a c t o r s  and the dependent 

va r i ab les .  I n  each case, t h e  c o r r e l a t i o n s  a r e  very smal l .  

The v a r i a b l e  t h a t  shows t h e  g rea tes t  degree o f  c o r r e l a t i o n  i s  work 

w i t h  frequency as the  dependent var iab le .  That c o r r e l a t i o n  was - .309. 
When the regress ion  was performed us ing  t h e  disaggregated j o b  

s a t i s f a c t i o n  components, work had t h e  h i g h e s t  degree o f  c o r r e l a t i o n  w i t h  
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f requency. I n  Hacket t  (1989) the  s t rongest  l i n k s  o f  absence t o  

a t t i t u d e s  were observed between absence frequency and work s a t i s f a c t i o n  

(p=0.21). 

-- 

Tab le  5.2 
CORRELATIONS OF JOB SATISFACTION FACTORS WITH ABSENCE MEASURES 

FACTOR FREQUENCY TIME LOST 

WORK N = 115 N = 114 -. 309 - .I82 
SUPERVISION 

PAY 

PROMOTIONS 

CO-WORKERS 

Control  Var iables 

A se r i es  o f  f a c t o r s  (age, sex, number o f  dependents under 12, and 

t o t a l  t ime w i t h  county) were r e t a i n e d  i n  t h e  model w i t h  t h e  work 

component o f  j o b  s a t i s f a c t i o n .  A1 though age was n e g a t i v e l y  r e l a t e d ,  

n e i t h e r  age, sex, number o f  dependents under age 12 n o r  t o t a l  t i m e  w i t h  

t h e  County achieved s t a t i s t i c a l  s i g n i f i c a n c e  alone i n d i c a t e s  t h e  da ta  

was not  s t a t i s t i c a l l y  d i f f e r e n t  f rom zero and t h e  v a r i a b l e s  were n o t  

r e l a t e d  t o  t h e  dependent v a r i a b l e .  

MULTIPLE REGRESSION ANALYSIS 

The r e s u l t s  of t h e  r e g r e s s i o n  summarized i n  Table 5.3 show what t h e  

i n d u c t i v e  l o g i c  revealed. I n  t h i s  case, t he  r e s u l t s  i n d i c a t e d  t h a t  

t h e r e  i s  no t  a l o t  t h a t  e x p l a i n s  absenteeism; al though, a t  some p o i n t ,  

the equation showed some h i n t  o f  s i g n i f i c a n c e .  



F i r s t ,  t h e  model was s i g n i f i c a n t  with an f-value of 2.764 which 

gave  a p robab i l i ty  of s l i g h t l y  over  2 percent (p  = .0218) of t h e  

s i g n i f i c a n c e  being o t h e r  than  by chance. This was the  s m a l l e s t  

l i k e l i h o o d  of an e r r o r  and t h e  only one t o  achieve s t a t i s t i c a l  

s i g n i f i c a n c e .  

Second, of the  equa t ions  t e s t e d ,  t he  ? was t h e  h i g h e s t  al though 

s t i l l  r e l a t i v e l y  small a t  .I15 demonstrating t h a t  even this model d i d  

n o t  adequately account f o r  t h e  va r i a t ion  i n  the  dependent v a r i a b l e s .  

The In tercept  a t  4.773 i n d i c a t e s  t h a t  i f  no o ther  d a t a  is a v a i l a b l e  

t h e  r e s u l t  would show a lmost  5 days o f  absence. I t  sugges t s  a high 

random component in t h e  way t h a t  people take  o f f .  

The unique con t r ibu t ion  of  t h e  independent v a r i a b l e s  a s  well as 

t h e i r  r e l a t ionsh ip  t o  frequency of  absence i s  shown below: 

Table 5.3 
MULTIPLE REGRESSION ANALYSES OF ABSENCE FREQUENCY WITH AGE, SEX. 

NUMBER OF DEPENDENTS, TOTAL TIME WORKED FOR BEXAR COUNTY, AN0 WORK 

VARIABLES Be t o  t P 

Sex .323 ,883 NS 

Dependents under age 12 .056 ,325 NS 

Total Time w i t h  County .OD1 .389 NS 

Work -.051 3.34 .0012* 

Intercept 4.773 

RZ 
F-Val ue 
Mean Dependent 
n 

Note: NS = Not significant 
*p < .05 



The on ly  v a r i a b l e  t h a t  achieved s t a t i s t i c a l  s i g n i f i c a n c e  was work 

(t-value of 3.34 and p=.0012) and i t  was n e g a t i v e l y  r e l a t e d  t o  f requency 

o f  absence. Although none o f  t h e  independent va r i ab les  except work 

achieved s t a t i s t i c a l  s i g n i f i c a n c e ,  t h e  f-value of 2.764 wi th p=.0218 

i n d i c a t e s  t h a t  t h e  sum o f  t h e  v a r i a b l e s  achieved s t a t i s t i c a l  

s i g n i f i c a n c e .  Because t h e  a d d i t i o n  o f  t h e  c o n t r o l  v a r i a b l e s  achieved 

more s i g n i f i c a n c e  than work b y  i t s e l f ,  t h i s  was t h e  reg ress ion  t h a t  was 

chosen. 

CONCLUSION 

A l l  the  models p r e v i o u s l y  hypothesized were r e j e c t e d  s ince  t h e y  d i d  

n o t  achieve s t a t i s t i c a l  s i g n i f i c a n c e  e i t h e r  w i t h  the  f-test o r  t h e  ?. 

The f a c t  t h a t  $ i s  r e l a t i v e l y  low, account ing f o r  a  l i t t l e  ove r  11 

percen t  o f  the  variance, means t h a t  more f a c t o r s  are i n v o l v e d  t h a n  are  

i n c l u d e d  i n  t h e  model. T h i s  study, as we l l  as o the r  s tud ies ,  has n o t  

been ab le  t o  account f o r  a l l  t h e  p r e d i c t o r s  and moderators t h a t  a f f e c t  

absence behavior. Al though s i g n i f i c a n t  c o r r e l a t i o n s  have been found i n  

p rev ious  research, the  1  ack o f  any s i g n i f i c a n t  c o r r e l a t i o n s  i s  n o t  

i n c o n s i s t e n t  w i t h  the  model considered i n  t h i s  study. 

The f o l l o w i n g  chapter  i s  a  rev iew o f  t h e  study and a  d i s c u s s i o n  o f  

t h e  conclusions based on t h e  r e s u l t s  o f  t h e  m u l t i p l e  r e g r e s s i o n  

descr ibed i n  Chapter 5. 



CHAPTER 6 

CONCLUSION 

Chapter s i x  rev iews t h e  hypothesized r e l a t i o n s h i p s  between t h e  

dependent and independent va r i ab les ,  t h e  s e t t i n g  f o r  t h e  s tudy  and t h e  

methodology used f o r  t e s t i n g  t h e  hypotheses. Next, t h e  r e s u l t s  o f  t h e  

mu1 t i p l e  regression a r e  summarized. Th i rd ,  the  conclus ions suggested by  

t h e  f i nd ings  are presented. F i n a l l y ,  f u t u r e  research areas are 

proposed. 

REVIEW OF THE STUDY 

This study was designed t o  examine t h e  re1 a t i o n s h i  p between c e r t a i n  

personal  c h a r a c t e r i s t i c s ,  s i t u a t i o n a l  f a c t o r s ,  j o b  s a t i s f a c t i o n  and 

absenteeism f o r  employees i n  Bexar County. As noted i n  Chapter 2, t h e  

s t u d i e s  on absenteeism r e s u l t e d  i n  c o n f l i c t i n g  and c o n t r a d i c t o r y  

f i n d i n g s .  Some emp i r i ca l  s t u d i e s  found a  s i g n i f i c a n t  n e g a t i v e  

r e l a t i o n s h i p  between j o b  s a t i s f a c t i o n  and absenteeism, w h i l e  o t h e r s  

observed no s i g n i f i c a n t  r e l a t i o n s h i p  a t  any l e v e l .  Based on t h e  

research, t h i s  study proposed a  model t o  t e s t  t h e  p r o p o s i t i o n  t h a t  

workers who possess c e r t a i n  personal c h a r a c t e r i s t i c s  and s i t u a t i o n a l  

f a c t o r s  and who are l e s s  s a t i s f i e d  w i t h  t h e i r  jobs  w i l l  be absent  more 

f r e q u e n t l y .  

Using a  se l f -admin i s te red  quest ionnaire,  da ta  were ga thered f rom a  

random sample o f  179 employees i n  two se lec ted  j o b  ca tego r ies  i n  Bexar 

County. The survey i ns t rumen t  cons i s ted  o f  t h ree  p a r t s  which i n c l u d e d  

quest ions  t o  c o l l e c t  demographic and s i t u a t i o n a l  f a c t o r  data; t h e  Job 
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Descriptive Index t o  c o l l e c t  data on job sa t i s fac t ion ;  and a s e l f -  

reported absence questionnaire.  

Multiple regression analyses were used t o  t e s t  the s t rength  of t he  

relationship between the  dependent and independent var iables .  In 

addition, a t - t e s t ,  f - t e s t  and 4 were used t o  show the s ign i f i cance  of 

the relationship and degree of variance and  goodness of f i t  f o r  t h e  

variables and model. 

SUMMARY OF THE FINDINGS 

While there are many s tud ie s  t ha t  show job sa t i s f ac t ion  and 

personal charac te r i s t ics  t o  be important correla tes  of s a t i s f a c t i o n  with 

work and absenteeism, t h e  r e s u l t s  of t h i s  study do not support t h e  

general proposition t h a t  job sa t i s f ac t ion  i s  s ign i f ican t ly  r e l a t ed  t o  

absenteeism. In the present  study, the conclusion must be reached t h a t  

j o b  sa t i s fac t ion  i s ,  f o r  t he  most par t ,  unrelated t o  absenteeism. This 

i s  t rue when sa t i s fac t ion  i s  re la ted d i rec t ly  t o  absenteeism and when 

the poss ib i l i ty  of other re la t ionsh ips  i s  explored. Ilgen and 

Hollenbeck (1977) observed t h a t  there  may be three reasons f o r  t h e  lack 

of s ignif icant  re la t ionships:  (1) the  appropriate fac tors  were not  

measured, (2) the measures were not su f f i c i en t ly  re l iab le  o r  va l id  t o  

detect  a difference, or (3)  job sa t i s fac t ion  has very l i t t l e  

relationship t o  absenteeism. 

Using variables chosen from other  s tud ies ,  the proposed models were 

developed. Nevertheless, a l l  the  models were rejected f o r  a new 

equation which included only f ive  control variables and t h e  dependent 

variable, frequency of absence. Consistent w i t h  the  f indings of t h i s  

study, the strongest l i n k s  of absence t o  j o b  sa t i s fac t ion  observed i n  



the l i t e r a tu re  have been between frequency and work sa t i s f ac t ion  

(Hackett, 1989). Given the new equation, t he  re la t ionship between the 

work component of job sa t i s f ac t ion  and frequency of absence showed the 

greatest  degree of correla t ion a t  -.309. The mean score of 2.6 (SD 1.8) 

for  frequency of absence compared favorably t o  other s tud ie s  which 

reported a mean of 1.93 (SD 1.8) .  In addi t ion,  the  mean score f o r  work 

(Mean 36.6, SD 10.9) was almost identical  t o  the  mean reported by Smith 

e t  a l .  f o r  males (Mean 36.57, SD 10.54). In the multiple regression,  

only work achieved any s t a t i s t i c a l  significance and tha t  s ign i f icance  

was only achieved when added t o  t he  control variables (age, sex, number 

of dependents under 12 and t o t a l  time worked f o r  Bexar County). 

Left with the conclusion t h a t  job sa t i s fac t ion  i s  not s t rongly  

associated with absence behavior in  t h i s  s e t t i ng ,  a search of the  

published l i t e r a tu re  indicated t h a t  t he  present findings may not be t h a t  

atypical .  Studies reviewed showed the re la t ionship between job 

sat isfact ion and absenteeism was only moderately correlated.  

CONCLUSIONS SUGGESTED BY THE FINDINGS 

Most of the l i t e r a t u r e  focuses on the detrimental e f f e c t s  of 

absenteeism and the detrimental e f fec t s  t h a t  such behavior has i n  an 

organization. However, i t  i s  possible t h a t  some absenteeism may be 

"healthy" f o r  organizations s ince  such behavior may allow an escape from 

stressful  s i tuat ions .  Reduced absenteeism may resu l t  in  poor qua1 i t y  

work, a higher accident r a t e ,  and poor employee mental heal th .  

Consequently, serious questions could be ra ised concerning the 

desirabi 1 i t y  of improving attendance. ttackett (1989) suggests f o u r  

reasons tha t  the re la t ionship between absence and j o b  s a t i s f a c t i o n  i s  
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not stronger: (1) some absence i s  simply unavoidable because of i l l n e s s ,  

weather conditions or  o the r  pressing matters,  (2) opportuni t ies  f o r  o f f -  

the-job sa t i s fac t ion  on a missed day may vary ( i .e .  you may love your 

job,  b u t  love fishing o r  water skiing even more), (3) some organizations 

have attendance control po l i c i e s  t h a t  can influence absence more than 

sa t i s f ac t ion  does, and (4) t h e  influence of workgroup norms on 

acceptable absence behavior may be much stronger than individual 

s a t i s f ac t ion  levels.  According to  Rhodes and Steers (1990) t he re  are  

t h ree  s e t s  of highly in t e r ac t ive  fac tors  t h a t  influence an employee's 

attendance motivation (1) absence cul ture  (2) organizational po l i c i e s  

and practices with respect t o  the workplace, and (3) employee a t t i t u d e s ,  

values and goals. 

A growing body of research suggests t h a t  absence behavior i s  a 

product of the  individual a s  well a s  the  s i tua t ion .  The number of 

influences,  decisions and t h e  a b i l i t y  t o  attend work come both from the  

individual and the work envi ronment. One employee may be i n t r i n s i c a l l y  

motivated to  attend because of a challenging job. This individual may 

not  feel  any strong external  pressures t o  attend because s/he l i k e s  the  

job i t s e l f .  Another employee may have a d i s tas te fu l  j o b ,  but come to  

work because of other pressures.  Thus, f o r  d i f fe ren t  reasons both 

employees come t o  work (S teers  & Rhodes, 1978). 

The findings of t h i s  study a re  consis tent  with the l i t e r a t u r e .  The 

r e s u l t s  show t h a t  s a t i s f a c t i o n  with the  work i t s e l f  i s  t h e  one component 

of job sa t i s fac t ion  which achieves significance.  T h i s  suggests t h a t  

when someone i s  a t t r ac t ed  t o  the  work they d o ,  there  i s  l e s s  l ikel ihood 

they will be absent. 
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Ilgen and Hollenbeck (1977) suggested two general views about the  

causal relationship between job sa t i s fac t ion  and absence behavior. The 

f i r s t  assumes tha t  s a t i s f ac t ion  causes the  behavior; t h e  second assumes 

t h a t  the behavior leads t o  s a t i s f ac t ion .  In the  f i r s t  model, attendance 

i s  assumed t o  be the converse of absence. Company pol ic ies  t h a t  allow 

f o r  more frequent absences may provide a basis  fo r  greater  s a t i s f a c t i o n .  

However, company pol ic ies  tha t  include 1 i beral sick leave benef i t s  and 

use seniority-based decis ions  about layoffs ,  promotions, and r a i s e s  a r e  

unl i kel y t o  1 ead t o  regular  attendance. 

The second model, assumes t h a t  attendance behavior leads t o  

s a t i s f ac t ion .  In t h i s  model, the  explanation f o r  the  low cor re la t ion  

between job sa t i s fac t ion  and absenteeism i s  very simple; i n  many 

organizations few rewards or punishments a r e  perceived t o  be t i e d  

d i r e c t l y  t o  absenteeism. Sick leave, personal leave po l ic ies ,  and a 

decrease in a general work e t h i c  a l l  tend t o  decrease the contingency 

between the absence behavior and rewards. However, leaders  may 

influence absence t o  t h e  extent t h a t  various rewards and punishments 

under t h e i r  control a r e  made contingent upon attendance pa t te rns  (Johns 

1978). 

The findings of this study suggest t h a t  perhaps people have a 

number of days absence tha t  i s  acceptable. I f  they have a pressing,  

good reason, they will use t h e  days t h a t  they have, b u t  not go beyond 

them. Conversely, i f  they do not have a good reason, they wi l l  take 

time off  fo r  other reasons t h a t  may be l e s s  j u s t i f i a b l e  but important t o  
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A t  t h e  end of each f i s c a l  year, t h e  Personnel Sec t i on  o f  t h e  

A u d i t o r ' s  O f f i c e  requests l eave  balances (vacat ion, s i c k  and 

compensatory) f o r  a l l  r e g u l a r  employees i n  Bexar County. Leave balances 

a re  used on ly  f o r  determin ing t h e  f i s c a l  impact o f  pay ing  a t e r m i n a t e d  

employee f o r  e l i g i b l e  accrued leave. An a n a l y s i s  o f  s i c k  leave balances 

f o r  employees employed one y e a r  o r  more i n  Bexar County revea led  t h a t  as 

o f  September 30, 1991, more than  460 employees i n  Bexar County c a r r i e d  

32 (4  days) o r  l ess  hours s i c k  leave i n t o  F i s c a l  Year 1992. T h i s  i s  

s i g n i f i c a n t  s ince  each r e g u l a r  f u l l - t i m e  employee accrues 96 hours (12 

days) s i c k  leave each year .  

An ana lys i s  o f  vaca t i on  leave was no t  done s ince  t h e  purpose o f  

v a c a t i o n  leave i s  d i f f e r e n t  f rom t h e  purpose o f  s i c k  leave.  However, a 

check o f  employees w i t h  32 o r  l e s s  hours s i c k  leave showed t h a t  a tow 

s i c k  leave balance was g e n e r a l l y  assoc ia ted  w i t h  a low balance o f  

v a c a t i o n  leave. A h i g h  balance o f  vaca t i on  leave and a l o w  ba lance o f  

s i c k  leave was an i n d i c a t i o n  o f  a l o n g  p e r i o d  o f  i l l n e s s .  A random 

check o f  employees i n  t he  p rev ious  ca tegory  bore o u t  t h i s  conc lus ion .  

FUTURE RESEARCH 

Overa l l ,  t h e  r e s u l t s  o f  t h i s  s tudy suggest t h a t  absence behav io r  i s  

a f u n c t i o n  o f  both t h e  i n d i v i d u a l  and t h e  s i t u a t i o n .  One genera l  

l i m i t a t i o n  of t h i s  i n v e s t i g a t i o n  was t h a t  t h e  r e s u l t s  a r e  l i m i t e d  by t h e  

c o n t e x t  i n  which the da ta  were gathered. T h i s  s tudy t o o k  p l a c e  u s i n g  a 

na r row ly  de f ined sample i n  an o rgan iza t i on  w i t h  d i f f e r e n t  d e f i n i t i o n s  

and c o n t r o l s  f o r  absence w i t h i n  departments. Because each o f f i c e  

i n t e r p r e t s  t h e  r u l e s  accord ing  t o  t h e  values and b e l i e f s  o f  t h e  o f f i c i a l  



o r  department head, d i f f e r en t i a t i ng  between types of absence was 

impossible. 

Given the r e su l t s  of t h i s  study, future  research might focus on the 

meaning and role  of absenteeism from the absentee 's  perspective (e.g., 

t he  poss ib i l i ty  tha t  a day away from work brings sa t i s fac t ion  t o  t he  

work s i tua t ion) .  Although t h i s  research did not specify the types of  

absence, d i f fe ren t ia t ing  between the types of absence behavior and the 

types of a t t i tudes  might r e s u l t  in more s ign i f ican t  f indings.  
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APPENDIX A.l 

BEXAR COUNTY 

5.01 Work Condi t ions 
PERSONNEL RULES 

5.0173 Each o f f i ce /depar tment  s h a l l  keep a record  o f  each 
employee's t i m e  accumulation, t h e  reasons t h e r e o f ,  
expendi tures accrued, and w i  11 supply t h e  A u d i t o r ' s  O f f i c e  
w i t h  such i n f o r m a t i o n  as requ i red .  

5.02 Leave P o l i c i e s  

5.021 A l l  r e g u l a r  employees are  covered by t h e  leave p o l i c i e s  s e t  
out  i n  t h e  Personnel Rules. The Personnel Rules r e f e r  t o  
t h e  Bexar County C i v i l  Serv ice  Rules and Regulat ions, 
Chapter 630. Absence and Leave, which g i ve  a more 
comprehensive d e s c r i p t i o n .  

5.0221 Fu l l - t ime  employees w i t h  l ess  than f i v e  years s e r v i c e  earn 
s i x  hours and f o r t y  minutes vacat ion each month worked (80 
hours a year ) .  Juven i l e  Detent ion  Center employees w i t h  
l ess  than f i v e  yea rs  o f  se rv i ce  earn ten  hours o f  vaca t i on  
f o r  each month worked (120 hours a year). 

5.0222 F u l l - t i m e  employees w i t h  f i v e ,  l e s s  than t e n  years  s e r v i c e  
earn e i g h t  hours  vacat ion  each month worked (96 hours a 
year) .  J u v e n i l e  Detent ion  cen te r  employees w i t h  f i v e ,  b u t  
l e s s  than f i f t e e n  years o f  se rv i ce  earn twe lve  hours o f  
vacat ion  f o r  each month worked (144 hours a yea r ) .  

5.0223 F u l l - t i m e  employees w i t h  ten, l e s s  than f i f t e e n  years  
se rv i ce  earn  t e n  hours vacat ion  each month worked (120 hours 
a yea r ) .  

5.0224 F u l l - t i m e  employees w i t h  f i f t e e n  o r  more years s e r v i c e  earn 
twelve hours v a c a t i o n  each month worked (144 hours a yea r )  . 
Juven i l e  O e t e n t i  on cen te r  employees w i t h  f i f t e e n  o r  more 
years o f  s e r v i c e  earn four teen hours o f  vacat ion  f o r  each 
month worked (168 hours a year ) .  

5.0225 Part - t ime employees (those w i t h  l e s s  than a b a s i c  f o r t y  hour  
work week b u t  w i t h  a r e g u l a r l y  assigned t o u r  o f  d u t y  on a t  
l e a s t  one day o f  each week i n  t h e  pay per iod)  earn a p r o  
r a t a  amount t h a t  a f u l l  - t ime employee earns. 

5.0226 Regular County employees may n o t  c a r r y  forward f rom one 
f i s c a l  y e a r  t o  another  vacat ion  i n  excess o f  240 hours (30 
days o f  e i g h t  hours each day) .  Vacat ion accrued by  an 
employee s h a l l  n o t  be g iven o r  c r e d i t e d  t o  another  employee. 



5.0227 Vacation s h a l l  be taken a t  the discretion of the o f f i c i a l  or 
department head. 

5.0228 On termination an employee i s  paid a lump sum for  unused 
accumulated vacation not t o  exceed 30 days. 

5.0229 Unless otherwise indicated,  individuals who a r e  off due t o  
an on-the-job in jury  will not accrue vacation time. 

5.023 Sick Leave 

5.0231 Full-time regular  employees (with t h e  basic fo r ty  hour work 
week) earn s i ck  leave a t  the r a t e  of eight (8) hours) f o r  
each fu l l  month. Sick leave is earned from the f i r s t  pay 
period of employment and  i t s  earning i s  not affected by the 
length of se rv ice .  There i s  no qualifying period for  the 
earning of s i ck  leave. Sick leave i s  available and may be 
granted t o  probationary employees. 

5.0232 Part-time employees (those w i t h  l ess  than a fo r ty  hour work 
week but w i t h  a regular weekly assigned tour of duty) earn a 
pro rata  amount of sick leave as  fu l l  time regular 
employees. Credit  may not exceed 8 hours of sick leave for  
any calendar month. 

5.0233 Sick leave may be accumulated u p  t o  a maximum of 720 hours 
(90 days of  e igh t  hours each day). Sick leave accrued by an 
employee s h a l l  not be given or credited to another employee. 

5.0234 An employee who has been employed by Bexar County f o r  f ive  
consecutive years  shall  upon leaving the employment of Bexar 
County f o r  any reason whatsoever, be paid on a per diem 
basis,  f o r  one-half of s ick leave days accrued and not 
taken. Payment sha l l  not exceed 30 days. 

5.0235 Unless otherwise indicated,  individuals who are  off due t o  
an on-the-job injury will not accrue sick leave. 

5.0236 See 5.029 f o r  s ick  leave converted t o  personal leave. 

5.027 Reporting Absences 

5.0271 In the event of absence from work. except f o r  compensatory 
time of f ,  f i l l  i n  the appropriate spaces on a Status  Form 
reporting the  nature and duration of such absence. The 
Status  Form sha l l  then be forwarded t o  the Auditor's Office. 
where i t  w i l l  be f i l e d  i n  the  employee's personnel f i l e  and 
appropriately recorded i n  the employee's personnel records. 



5.029 Personal Leave 

5.0291 Three current  s ick  leave days may be converted each year. by 
the employee, in to  personal leave and, i f  not used, they 
rever t  back t o  sick leave a t  the end of each year. Personal 
leave may be used by the employee for  any reason desired.  



APPENDIX A.2  

SUBCHAPTER 

1-1 

BEXAR COUNTY 
CIVIL SERVICE RULES 

1. GENERAL PROVISIONS 

INTRODUCTION 

This chapter descr ibes  and exp la ins  t h e  var ious  k inds  o f  
leave i n  t he  County serv ice .  

LEGAL AUTHORITY 

Basic Law: The s t a t u t e s  governing the  leave system a r e  
V.A.C.S. 2372h and 2372h-1 (repealed; now Local Government 
Code 157.062 note)  and 2372h-6 (repealed; now Local 
Government Code 158.002). 

Re u la t i ons :  Th i s  l a w  au thor ized the  Commission t o  i s s u e  +-- regu a t i ons  govern ing  the  admin i s t ra t i on  o f  t he  leave 
system. 

LEAVE ADMINISTRATION 

Department: 

1. Overa l l  R e s p o n s i b i l i t y :  Department Heads a d m i n i s t e r  t h e  
l e a v e  system accordinq t o  t h e  law and r e g u l a t i o n s .  They 
a re  respons ib le  f o r  i n s u r i n g  t h a t  a l eave  account i s  
es tab l i shed  and maintained f o r  every employee. 
Department superv isors  a r e  a l s o  respons ib le  f o r  
c o n t r o l l i n g  absence and leave so t h a t  a l l  employees use 
1 eave acco rd ing  t o  1 egal requirements and w i t h o u t  abuse 
o f  1 eave p r i  v i  1  eges . 

2. Approval A u t h o r i t y :  The approval o f  leave i s  u s u a l l y  
t he  resoonsi  b i  1  i t v  o f  immediate suoerv isors  who b e s t  
know whether t h e  t ime  o f f  requested i s  compat ib le w i t h  
t h e  s i t u a t i o n .  While the immediate superv isor  may be 
consul ted on requests f o r  extensive o r  advanced l eave ,  
a u t h o r i t y  f o r  approval i s  u s u a l l y  p laced a t  a h i g h e r  
o rgan iza t i ona l  l e v e l  . A u t h o r i t y  t o  approve l eave  
requests i s  accompanied by t h e  respons ib i  1  i t y  f o r  
v e r i f y i n g  t h a t  leave granted i s  l e g a l  and j u s t i f i a b l e .  

I n t e r p r e t a t i o n  o f  Leave Regulat ions: The C i v i  1  Se rv i ce  
Commi ss ion w i  11 be respons ib le  f o r  i n t e r p r e t i n g  t h i s  
r e g u l a t i o n  concern ing  l eave  admin i s t ra t i on .  The County 
A u d i t o r ' s  O f f i c e  w i l l  be respons ib le  f o r  answering any 
quest ions concerning the  f i n a n c i a l  accounts o f  t h e  



individual ' s  leave record. Appeals from any decision of the 
Civil Service Commission o r  County Auditor's Office wi l l  be 
directed t o  Commissioners' Court f o r  t h e i r  considerati  on. 

1-4 ABSENCE OF DISABLED VETERANS 

A disabled veteran can be granted s ick leave or annual leave a s  
appropriate, o r  leave without pay, i f  necessary, f o r  medical 
treatment when he presents an o f f i c i a l  statement from a duly 
constituted medical authority tha t  medical treatment i s  
required. The veteran must give pr ior  notice of the  period 
during which h i s  absence for  treatment will occur. 

1-5 ABSENCE WITHOUT LEAVE 

Absence without leave i s  an absence from du ty  which i s  not 
authorized or  f o r  which a request f o r  leave has been denied. 
The employee receives  no pay fo r  the period of the  absence. 
Disciplinary ac t ion  may also be taken when considered 
appropriate. I f  t h e  absence i s  l a t e r  excused because the 
circumstances surrounding the absence are  such t h a t  the  absence 
would have been approved, the charge t o  absence without leave 
may be changed t o  t h e  appropriate approved leave account. 

1-6 CONCURRENT LEAVE RIGHTS 

An employee en te r ing  t h e  armed forces may e l ec t  t o  be paid in  a 
lump sum fo r  annual leave or  t o  have h is  annual leave remain t o  
h i s  c red i t  un t i l  he re turns  from act ive duty. 

SUBCHAPTER 2. GENERAL PROVISIONS FOR ANNUAL AND SICK LEAVE 

2-1 COVERAGE 

Employee Covered: Permanent, full- t ime, o r  part-time County 
employees or  temporary employees who work fo r  s i x  (6) 
consecutive months and who become a permanent employee without a 
break in  County se rv i ce  effect ive with date of t h e i r  conversion 
to  a permanent s t a t u s ,  are  covered by leave po l ic ies  prescribed 
by t h i s  chapter. 

2-2 DEFINITIONS 

A. Accrued Leave: Leave earned by an employee during the current  
leave year t h a t  i s  unused a t  any given time in t h a t  year .  

8.  Accumulated Leave: The unused leave remaining t o  the c r e d i t  of 
any employee a t  t h e  beginning of the  leave year. 

C.  Contagious Disease: A disease requiring isolat ion of the  
pat ient ,  quarantine,  o r  r e s t r i c t i on  of movement a s  prescribed by 
health au tho r i t i e s .  



Employee: An employee t o  whom t h e  law app l ies .  

Leave Year: The p e r i o d  beginning w i t h  t h e  f i r s t  day o f  t h e  
f i r s t  complete pay p e r i o d  o f  t h e  employee i n  a ca lendar  y e a r  and 
ending w i t h  t h e  day immediately before the  f i r s t  day o f  t h e  
f i r s t  complete pay p e r i o d  i n  t h e  f o l l o w i n g  calendar year.  

Medical C e r t i f i c a t e :  A w r i t t e n  statement signed by a r e g i s t e r e d  
o r a c t i c i n a  ohvs i c ian  o r  o t h e r  ~ r a c t i t i o n e r .  c e r t i f v i n a  t o  t h e  " .  - 
\ncapaci t a t i o n ,  examinat ion, t ieatment ,  o r r  the p e 6  od-of  
d i sab i  1 i t y  o f  an employee w h i l e  he was undergoing p ro fess iona l  
treatment.  

ACCRUAL OF LEAVE DURING PAY PERIODS 

F u l l  Semi-Monthly Pay Periods: To earn leave, an employee must 
be employed du r ing  a f u l l  semi-monthly pay per iod.  He i s  
considerkd t o  have been employed f o r  a f u l l -  per iod  i f  he i s  on 
t h e  r o l l s  on a l l  days f a l l i n g  w i t h i n  t h e  pay p e r i o d  exc lus i ve  o f  
ho l i days  and non-wobk days. - 
F rac t i ona l  Pay Per iods :  I f  employment i s  continuous, bu t  an 
employee's se rv i ce  i s  i n t e r r u p t e d  by a non-leave-earning per iod,  
he may be c r e d i t e d  w i t h  leave on a p r o  r a t a  basis  f o r  t h a t  
f r a c t i o n  o f  a pay p e r i o d  du r ing  which he was i n  a leave-earning 
s ta tus .  This  s i t u a t i o n  occurs, f o r  example, when an employee i s  
c a r r i e d  i n  LWOP s t a t u s .  

Accrual Reduction Because o f  Nonpay Absence: When a f u l l - t i m e  
employee's absence i n  a nonpay s ta tus  t o t a l s  t h e  hours f o r  one 
pay per iod,  h i s  s i c k  leave c r e d i t  i s  reduced by one-hal f  day and 
h i s  annual leave c r e d i t  i s  reduced by  e i t h e r  one-hal f ,  t h r e e -  
f ou r ths ,  o r  a f u l l  day depending on h i s  leave-earning ca tegory .  
I f  he i s  i n  a nonpay s t a t u s  f o r  h i s  e n t i r e  leave year,  he earns 
no leave. For t h e  purpose o f  determin ing reduc t i on  i n  l eave  
c r e d i t s  when an employee has one o r  more breaks i n  s e r v i c e  
du r ing  a leave year ,  t h e  department s h a l l  i nc lude  a l l  hours i n  a 
nonpay s ta tus  ( o t h e r  than nonpay s t a t u s  dur ing a f r a c t i o n a l  pay 
pe r iod  when no l e a v e  accrues) f o r  each per iod  o f  s e r v i c e  d u r i n g  
t h e  leave year  i n  which annual leave accrued. 

LEAVE CHARGES 

Leave Days: Both annual and s i c k  leave are  charged t o  an 
employee's account o n l y  f o r  absence on regu la r  workdays, t h a t  i s  
days on which he would otherwise work and rece ive  pay. Leave i s  
n o t  charged f o r  absence on ho l i days  and nonworkdays. 

Minimum Charqe: One hour i s  t h e  minimum charge f o r  e i t h e r  
annual o r  s i c k  leave,  and a d d i t i o n a l  leave i s  charged i n  
m u l t i p l e s  o f  one hour.  Absences on separate days a r e  n o t  
combined. If, f o r  example, an employee i s  absent a h a l f  hour  on 



two separate days, t h e  minimum charge i s  two hours. 

2-5 REFUND FOR UNEARNED LEAVE 

When an employee has been granted advance annual or  sick leave 
and i s  separated before tha t  leave i s  earned, the  value of the  
leave i s  recovered from any pay due. A refund i s  not required, 
however, i f  t h e  separation i s  due t o  death o r  d i s a b i l i t y  
retirement, or entrance into mi 1 i t a r y  service with res torat ion 
r igh ts ,  or the employee resigns o r  i s  separated because of 
d i sab i l i t y  which prevents him from returning t o  duty or 
continuing in t h e  service,  and the d i sab i l i t y  i s  t h e  basis of 
the separation a s  determined by his  department on medical 
evidence acceptable t o  i t .  

2-6 UNCOMMON TOURS OF DUTY 

When an employee works a 24-hour s h i f t ,  o r  other uncommon t o u r  
of duty, a department may issue supplemental regulations t o  
administer the  leave f o r  such an employee. Any supplemental 
regulations must be consistent with the law and the  Commission's 
regulations. 

SUBCHAPTER 3. ANNUAL LEAVE 

This will cover the normal vacation period and also administrative leave 
which i s  subject t o  the  approval of the  department heads. 

3-1 EARNING RATES 

A .  Earninq Rates f o r  Full-time Permanent Employees: 

1. Full-time permanent employees those with a basic 40-hour 
workweek) w i t h  l e s s  than f ive  i 5) years of service  earn s i x  
(6) hours and f o r t h  (40) minutes of annual leave each month 
worked (Eighty (80) hours a year). 

2. Full-time permanent employees with f ive (5) but l e s s  than 
f i f teen  (15) years  of service earn eight (8) hours of annual 
leave each month worked (Ninety-six (96) hours a year).  

3. Full-time permanent employees with f i f teen  (15) o r  more 
years of s e r v i c e  earn twelve (12) hours of annual leave each 
month worked (One hundred forty-four (144) hours a year ) .  

B. Earning Rated f o r  Part-time Permanent Employees: 

1. To earn annual leave, part-time permanent employees must 
have a regular ly  assigned tour of duty on a t  l e a s t  one day 
of each week in  the pay period. 



2. Part-time permanent employees with less  than f i v e  (5) years 
of service earn a pro ra ta  amount of annual leave based on 
the number of  hours t h a t  they worked as full-time employees 
with less  than f i v e  (5) years of service.  

3 .  Part-time permanent employees with f ive  (5) but l e s s  than 
f i f t een  (15) years  of service earn a pro ra ta  amount of 
annual leave based on the number of hours t h a t  they worked 
as full- t ime employees with f i ve  (5) b u t  less  than f i f t e e n  
(15) years of service.  

4. Part-time permanent employees with f i f teen (15) o r  more 
years of s e rv i ce  earn a pro r a t a  amount of annual leave 
based on the  number of hours t h a t  they worked as ful l - t ime 
employees with f i f t een  (15) or  more years of service.  

DETERMINING CREDITABLE SERVICE 

Creditable service  wil l  be determined from the date the  
appointee s t a r t ed  his o r  her probationary period. 

QUALIFYING PERIOD 

An employee must be employed i n  a position subject t o  the leave 
f o r  180 calendar days without a bread in service before he i s  
en t i t l ed  t o  annual leave.  A t  the end of his 180-day period, 
annual leave. A t  t h e  end of his  180-day period, annual leave i s  
credited t o  the  employee's account from the f i r s t  day of 
service.  A break i n  service i s  one workday or more when the  
employee i s  not on t h e  County's employment rol ls .  An employee 
on his f i r s t  appointment can use no annual leave, b u t  may be 
granted sick leave o r  leave w i t h o u t  pay until the  180-day i s  
completed. Persons who are re-employed must serve a new 
qua1 ifying period. They may, however, use any annual leave 
earned under a previous appointment which has been re-credited 
t o  t h e i r  accounts. 

GRANTING ANNUAL LEAVE 

Purposes: Annual leave i s  provided and used for  two general 
purposes which are:  

1. To a1 low every employee an annual vacation period of 
extended leave f o r  r e s t  and recreation, and 

2. To provide periods of time off f o r  personal and emergency 
purposes. These absences involve such matters as re l ig ious  
observances, attendance a t  conferences or  conventions, other  
than on County i n t e r e s t ,  securing a dr iver ' s  permit, o r  
other personal business which can be disposed of only during 
the time i n  which the employee would ordinarily be working. 
(These s i t u a t i o n s  are  not a l l - inclusive,  b u t  are  examples 



only, of t h e  purposes o r  the kinds of absences f o r  which 
annual 1 eave i s  approved) . 

B .  Department Authority: 

1. General : Annual leave provided by law i s  a benef i t  and 
accrues automatically. However, supervisors have the 
responsibi 1 i t y  t o  decide when the leave may be taken. This 
decision w i l l  generally be made in  the  l i gh t  of the needs of 
the se rv ice  ra ther  than solely on the desires  of the 
employee. Supervisors should insure t ha t  annual leave i s  
scheduled f o r  use so as t o  prevent any unintended loss  a t  
the end o f  t he  leave year. 

2. Annual Leave Before Separation: On separation, an employee 
i s  paid a 1 ump sum f o r  his  unused annual leave. The lump 
sum i s  l imited t o  pay f o r  t h i r t y  (30) days or  t he  balance 
carried forward a t  the  beginning of the leave year,  
whichever is greater.  I f  the leave c red i t  of an employee t o  
be separated exceeds tha t  allowable f o r  a lump sum payment, 
the  department may allow him t o  use the excess annual leave 
immediately before separation. 

3. Annual Leave in Lieu of Sick Leave: Approved absence 
otherwise chargeable t o  sick leave may be charged t o  annual 
leave i f  requested by the employee pr ior  t o  t he  time t h e  
employee has exercised his  r ight t o  have s ick leave charged 
for  an absence and approved by the department. The 
subs t i tu t ion  of annual f o r  sick leave previously granted may 
not be made ret roact ively,  exce t f o r  the l iquidat ion of 
advanced s i c k  leave, and even t 1 en only when the  
subs t i tu t ion  i s  made pr ior  t o  t he  time the annual leave 
would otherwise have been for fe i ted  and the department, i f  
requested, would have granted time off for  1 eave purposes. 

C.  Advancing Annual Leave: I t  i s  within the discret ion of each 
department to  grant annual leave t o  an employee i n  advance of 
i t s  actual earning t o  the extent t h a t  leave will accrue t o  him 
during the cur ren t  leave year. Annual leave may not be advanced 
during the qua1 ifying period. 

3-5 MAXIMUM ACCUMULATION 

A1 1 permanent and part-time permanent county employees may 
accumulate annual leave for  l a t e r  use up t o  a maximum of two 
hundred forty (240) hours (Thirty (30) days of e igh t  (8) hours 
each day). 



SUBCHAPTER 4. SICK LEAVE 

4- 1 EARNING RATES 

A .  Earning Rates f o r  Full-time Permanent Employees: 
Full-time permanent employees (those with a basic 8-hour 
workday) earn s i c k  leave a t  the ra te  of four (4) hours f o r  each 
fu l l  semi-monthly pay period. Sick leave i s  earned from t h e  
f i r s t  pay period of employment and i t s  earning i s  not affected 
by the length of service.  There i s  no qualifying period f o r  the 
earning of s ick  leave.  However, sick leave i s  not ava i lab le  and 
will not be granted t o  probationary o r  temporary employees. 

B. Accrual-rate f o r  Part-time Permanent Employees: 

Employees who work on a part-time basis with an established tour 
of duty earn a pro r a t a  amount of s ick leave as  full-time 
permanent employees. Credit may not exceed four (4) hours of 
sick leave f o r  any semi-monthly pay period. To earn s ick leave, 
part-time employees must have a regular weekly tour  of duty; i f  
they have regular  weekly tours ,  they earn leave f o r  every hour 
in  a pay s t a tus .  

C .  Crediting Sick Leave: 

Unless i t  i s  uncertain as t o  how much will be earned, s ick leave 
accrual may be c red i ted  t o  an employee's account a t  the 
beginning of the pay period i n  which i t  i s  earned. 

4-2 GRANTING SICK LEAVE 

A .  Purpose: Sick leave i s  for use when an employee i s  physically 
~ncapaci ta ted t o  do his  job, o r  for  related reasons. Such 
related reasons are:  

1. Exposure t o  a contagious disease tha t  would endanger t h e  
health of co-workers; 

2. Presence of contagious disease i n  an employee's immediate 
family which requires his  personal care; 

3 .  Dental, o p t i c a l ,  o r  medical examination of treatment. 

B. Department Authority: A department has the authority and 
responsibi l i ty  t o  determine t h a t  the nature of the employee's 
i l l nes s  was such as  t o  incapacitate him from his j o b  and t h a t  
the other reasons for which s ick  leave i s  granted are  t rue .  

C .  Employee Responsibil i ty:  The employee who becomes i l l  i s  
responsible f o r  not i fying his supervisor as soon a s  pract icable  
and within the period specified by his department. Leave f o r  
pre-arranged medical , dental ,  o r  optical examinations o r  
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treatment should always be applied f o r  i n  advance. 

D .  Job Security: An employee who i s  physically incapacitated due 
t o  i l l n e s s  or  medical d i sab i l i t y  shall  be en t i t l ed  t o  re turn  t o  
the  same o r  s i m i l a r  posit ion i n  the department held a t  t h e  time 
the leave was granted f o r  a period not t o  exceed (8) weeks OR 
unt i l  a l l  accrued s ick  leave and vacation has been used, 
whichever length of time i s  greater .  

4-3 ADVANCING SICK LEAVE 

A .  Maximum Advance: An employee seriously injured o r  i l l  may draw 
on h is  an t ic ipa ted  fu ture  sick leave accruals i f  the  d i s a b i l i t y  
surpasses his  cu r r en t  accumulation. A maximum of two hundred 
for ty  (240) hours (Thirty (30) days of eight (8) hours each day) 
sick leave may be  advanced under these circumstances. 

5. Restrictions: An employee holding a limited appointment may be 
advanced sick leave  only in the  amount which will  be earned 
during the remaining period of employment. 

C.  Department Authority: The advance of sick leave i s  permissive 
with the department. However, the  f a c t  t h a t  t h i s  i s  authorized 
by law contemplates t h a t  i t  will  be used. A department head 
determines the po l i c i e s  t o  be adopted in permitting t h e  advance 
of s ick leave and delegates authority t o  approve the sick leave 
advance t o  appropria te  o f f i c i a l s  in his  department. 

4-4 MAXIMUM ACCUMULATION 

A .  County employees can accumulate sick leave u p  t o  a maximum of 
four hundred ei hty (480) hours (Sixty (60) days of e ight  (8) 
hours each day .Q  Commencing June 1, 1973, an employee may be 
paid, a t  his r e g u l a r  r a t e  of pay, f o r  h i s  accumulated s i ck  leave 
upon the following conditions: 

1. An employee, who has been employed by Bexar County f o r  f i v e  
(5) consecutive years ,  shal l  upon leaving the employment of 
Bexar County f o r  any reason, whatsoever, be paid on a per 
diem basis one-half of h i s  current salary f o r  each s ick  
leave day accrued. 

2. Sick leave days accrued pr ior  t o  June 1, 1973, shal l  not be 
p a i d .  

3. Upon an employee accumulating the maximum four hundred 
eighty (480) hours of sick leave, his  r igh t  t o  accrue 
additional days of sick leave shall  terminate and he sha l l  
not t h e r e a f t e r  be en t i t l ed  t o  accumulate sick leave u n t i l  he 
has used a por t ion o r  a l l  of his  accumulative s ick leave. 
Upon re turning t o  work a f t e r  using sick leave, an employee 
shall  then s t a r t  earning s ick leave time pursuant t o  



Subchapter 4 ,  u n t i l  he has once again a t ta ined  t h e  maximum 
f o u r  hundred e i g h t y  (480) hours, a t  which t ime no more s i c k  
leave s h a l l  accrue u n t i l  again used by the employee. 

SUBCHAPTER 5. TRANSFER AND RECEIPT OF ANNUAL AND S I C K  LEAVE 

5-1  ANNUAL LEAVE 

A.  Transfer :  The annual leave account o f  an employee who moves 
f r o m o s i t i o n  under t h e  law t o  another p o s i t i o n  under t h e  law 
w i thou t  a break i n  s e r v i c e  i s  c e r t i f i e d  t o  the employing 
department f o r  c r e d i t  o r  charge. 

5-2 S I C K  LEAVE 

A .  Transfer :  The s i c k  leave account o f  an employee who t r a n s f e r s  
w i t h o u t a  break i n  s e r v i c e  between p o s i t i o n s  sub jec t  t o  t h e  law 
must be c e r t i f i e d  t o  t h e  employing department f o r  c r e d i t  o r  
charge. 

B. Recredi t :  Sick l eave  i s  r e c r e d i t e d  t o  an employee's account 
a f t e r b r e a k  i n  s e r v i c e  n o t  i n  excess o f  three (3) years. 

5-3 RE-ESTABLISHMENT OF LEAVE ACCOUNT AFTER MILITARY SERVICE 

A. When an employee leaves h i s  c i v i l i a n  p o s i t i o n  t o  e n t e r  t h e  
m i l i t a r y  service, h i s  e x i s t i n g  leave account must be c e r t i f i e d  
f o r  c r e d i t  o r  charge. H is  leave account must a l so  be r e -  
es tab l ished as a c r e d i t  o r  charge when he i s  res to red  i n  
accordance w i t h  h i s  r i g h t  o f  r e s t o r a t i o n  t o  h i s  c i v i l i a n  
p o s i t i o n  a f t e r  separa t i on  from a c t i v e  m i l i t a r y  duty  o r  
h o s p i t a l i z a t i o n  c o n t i n u i n g  t h e r e a f t e r  as provided by law. 

5-4 EFFECT OF RESTORATION AFTER APPEAL 

When an employee i s  r e s t o r e d  t o  a department as a r e s u l t  o f  an 
appeal, t h e  department must re -es tab l i sh  h i s  leave account as a 
c r e d i t  o r  charge as i t  was a t  t h e  t ime o f  separat ion. 

5-5 UNAUTHORIZED SICK LEAVE 

I n  the  event  t h a t  any employer i s  o f  t h e  opin ion t h a t  an 
employee has taken an author ized s i ck  leave (time o f f  when n o t  
s i c k  o r  i n ju red ) ,  t h e  employer s h a l l  have t h e  r i g h t  and 
respons ib i  1 i t y  t o  have t h e  employee f u r n i s h  evidence o f  i 1 lness  
o r  i n j u r y .  In t h e  event  t h a t  s a i d  i l l n e s s  o r  i n j u r y  cannot be 
es tab l ished t o  t h e  s a t i s f a c t i o n  o f  t h e  employer, s a i d  o f f i c i a l  
s h a l l  c r e d i t  sa id  unauthor ized t ime taken t o  the annual leave o f  
t he  employee, o r  dock sa id  employee's sa la ry  f o r  t he  days taken. 



APPENDIX B 

PART I. DEMOGRAPHIC DATA 

To he lp  w i t h  the s t a t i s t i c a l  analysis o f  t he  data, please complete t h e  
f o l l ow ing  information: 

1. Age: 

2. Sex: Femal e 
Ma1 e 

3. Mar i ta l  Status: Marr ied 
Not Marr ied 

4 .  Number o f  Dependents under 12: 

5. Education (Check One) : 

Some High School Co l l  ege Degree 
H.S. Diploma Some Graduate Work 
Some Col 1 ege Master 's Degree 
Busi ness C o l l  ege Ph.D.Degree 

6. Time i n  Present Pos i t i on :  

7 .  Total  Number o f  Years You have worked f o r  Bexur County: 

8. Job C l a s s i f i c a t i o n  (Check One) : 

Department Head/Professional/Technical 
Admini s t r u t i v e / C l  e r i c a l  /Support 

9. Are you t he  primary source o f  income i n  your  household? (Check One): 

Yes 
No 



PART 11. WORK ATTITUDES 

This  p a r t  of t he  quest ionnaire conta ins one word items t ha t  w i l l  descr ibe your  
a t t i t u d e  toward p a r t i c u l a r  aspects o f  your job. Check e i t h e r  Yes o r  No. Please 
respond t o  a l l  i tems i n  a l l  f i v e  sect ions. 

A. WORK 

Yes - No - 
- -  
- -  
- -  
- -  
--  
--  
- -  
- -  
- -  
- -  
- -  

Fascinat ing 

Routine 

Sa t i s fy ing  

Boring 

Good 

Creat ive 

Respected 

Hot 

Pleasant 

Useful 

T i  resome 

- -  Healthfu l  

- -  Chal 1 enging 

- -  On your f ee t  

- -  Frust ra t ing  

- -  Simple 

- -  End1 ess 

Gives sense o f  
- -  accomplishment 

SUPERVISION 

No - 
- Asks my advice 

Hard t o  please 

- Imp01 i t e  

- Praises good work 

Tac t fu l  

- Inf 1 u e n t i a l  

- Up-to-date 

Doesn't superv ise 
enough 

Quick tempered 

T e l l s  me where 
- I stand 

Annoying 

stubborn 

Knows j o b  we l l  

Bad 

I n t e l 1  i gen t  

Leaves me on 
my own 

Lazy 

Around when needed 



C.  - PAY 

Yes - No - 
Income adequate f o r  

- normal expenses 

S a t i s f a c t o r y  
- fringe b e n e f i t s  

Barely 1 i v e  
- on income 

- Bad 

Income p rov i des  
- 1 uxur i  es 

- Insecure 

E.  CO-WORKERS 

Yes No - 

- -  Less than  I deserve 
- 

- -  Highly p a i d  
- 

- -  Underpaid 
- 

D. 

Yes - 

PROMOTIONS 

No - 
Good oppo r t un i t y  - 
f o r  advancement - - 
Opportuni ty  somewhat 
1 imi  ted  - - 

- Promotion on a b i l i t y  - 
Dead-end j o b  

Good chance 
f o r  promotion - 
Unfair promot ion po l i c y  - 
Infrequen t  promotions - 
Regular promotions - 
F a i r l y  good chance 
f o r  promotions - 

Stimulat ing 

Boring 

Slow 

Ambitious 

Stupid 

Responsible 

Fast 

I n t e l  1 i gen t  

Easy t o  make 
enemies 

Talk t o o  much 

Smart 

Lazy 

Unpleasant 

No p r i vacy  

Ac t i ve  

Narrow i n t e r e s t s  

Loyal 

Hard t o  meet 

Copyright, 1969, 1975, Bowling Green State University. 



PART 111. ABSENCE REPORT 

Th is  pa r t  o f  the quest ionnaire w i l l  be a se l f - repor t  o f  your absence from work du r i ng  
the past  three months. I t  w i l l  p rov ide infonnat ion f o r  the study on the number o f  
t imes and the number o f  hours you were not on the j o b  on a r egu la r l y  scheduled work 
day. 

1. During the past  three months, how many d i f f e r e n t  times were you o f f  f rom 
regu la r l y  scheduled work7 For example, i f  you took a h a l f  day o f f  t o  go t o  
the den t i s t ,  t h i s  would be considered "one time"; o r  if you had the f l u  and 
were absent two days i n  a row, t h i s  would be considered "one t ime".  (Check 
the appropr ia te  number .) 

- None 

- One 

Two 

Three 

F o u r  

F ive 

- Six 

S e v e n  

E i g h t  

- Nine 

- Ten o r  more 

2. How much leave have you taken the past three months f o r  any o f  the f o l l o w i n g  
reasons? For example, i n d i c a t e  "4" i f  you took 4 hours f o r  a doc to r ' s  
appointment o r  "16" i f  you were on vacat ion f o r  2 days. I f  n o t  absent, 
i nd i ca te  w i t h  "0". ( F i l l  i n  a l l  blanks.) 

Number o f  
Hours Absent 

i n  Past 
Three Months 

Family responsi b i  1 i ti es 

Comnuni t y  a c t i v i t i e s  

Personal i l l n e s s  

Family i 11 ness a 

Medical o r  dental appointment 

Personal business 

Just  take a day o f f  

Vacation 




