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ABSTRACT 

This research is for the graduation thesis (MAN 400) and it is about absenteeism at work. 

Absenteeism is temporary, extended or permanent incapacity for work as a result of 

sickness, infirmity, or work conditions (Grundemann and Vuuren, 1997). Absenteeism 

can be described as one of the largest s sources of lost productivity in small and medium 

sized businesses (Harvey and Nicholson, 1993). Absence can generate costs in a number 

of ways (Huczynski, 1989). It leads to; reduced employee productivity, reduced 

employee morale, and increased overhead costs (Keskima, 2004). 

The purpose of the study is to find out the reasons of absenteeism at work. The study is 

conducted in Northern Cyprus in Near East University. 

A theoretical framework is formulated after a literature survey on the factors that 

influence absenteeism level. A questionnaire derived from framework was then applied 

on the NEU staff (catering services staff, security services staff, library staff, internal 

services staff, and transportation services staff) 

The information is collected through questionnaire administrate to employees. Due to 

limitation of time the data is collected as quickly as possible. 

Key words: Absenteeism, Employee Attendance, Job Performance, and Satisfaction 
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SECTION I 

TERMS OF REFERENCE 

1.1 Introduction 

This section attempts to set the terms in relation to the topic area, the problem situation, 

the problem statement and the objectives of this proposed study. 

1.2 Statement of the topic 

Absenteeism is temporary, extended or permanent incapacity for work as a result of 

sickness, infirmity, or work conditions (Grundemann and Vuuren, 1997). 

Absenteeism from work is considered to represent to enormous cost for organizations and 

is cited as being indicative of deeply rooted organizational problems which are 

symptomatic of organizational ill health. Such problems and ill health are likely to 

adversely affect the ability of the organization to cope effectively with the challenges 

presented by its environment. Absence, as a problem, comes to managerial attention 

when it appears to cost money (Edwards and Whiston, 1993). 

The effects of absenteeism are widespread. Absenteeism leads to; reduced employee 

productivity, reduced employee morale, and increased overhead costs (Keskimaa, 2004) 
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1.3 Problem situation 

The purpose of this study is to find out the factors affecting the level of absenteeism at 

work and the effects of absenteeism on small to medium organizations. 

Absenteeism can be described as one of the largest sources of lost productivity in small 

and medium businesses (Harvey and Nicholson, 1993). Absence can generate costs in a 

number of ways. One of the most immediate and substantial costs resulting from absence 

is the direct payment of sick-pay to employees. Sick-pay can prove costly to the 

organization, because, if it is bringing in staff to cover for the absentee, it is, in effect, 

paying twice for the absent employee and the replacement worker. There are also myriad 

indirect costs which are often more intangible and difficult to measure, such as reduced 

productivity, as work is done by people who are less experienced and/or tired, lower 

product quality if replacement staff are not sufficiently competent, loss of customers due 

to failure to meet deadlines or through an inferior service, management/ supervisory time 

used in revising work schedules, etc. (Huczynski and Fitzpatrick, 1989). 

The effects of absenteeism are widespread. Absenteeism leads to; reduced employee 

productivity, reduced employee morale, and. increased overhead costs. Further, studies 

have shown that replacement labor is only about 75% effective (Keskimaa Osk, 2004). 

Absent workers can cost companies both financially and in terms of morale. 

Absence management is a team effort and should not fall to just one person. Involving all 

2 
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relevant parties in the solution will relieve the burden and will make it clear that dealing 

with absenteeism is a normal part of working in the organization (Roberts, 2004). 

1.4 Statement of the problem 

Absent workers can cost companies both financially and in terms of morale. 

Both the costs are disadvantage for the organizations image. 

The aim of this study is to find out whether absenteeism exists in a selected organization 

(NEU) in Northern Cyprus, and what are the causes of this absenteeism. 

1.5 Objectives of the study 

The following objectives are formulated for the purpose of this study. 

• To understand the theory of absenteeism. 

• To identify the variables affecting absenteeism. 

• To understand the factors that are associated with absenteeism in a selected 

organization (NEU). 

1.6 Conclusion 

This section has depicted the topic area, the problem statement, the problem situation, 

and the objectives of this study. 

3 
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SECTION II 

HUMAN RESOURCE MANAGEMENT 

2.1 Introduction 

This section gives introduction into the field of human resource management. 

2.2 Human Resource Management 

Absenteeism is one of the major areas of study for human resources management (HRM) 

research. 

Human resource management is the utilization of individuals to achieve organizational 

objectives. Consequently, managers at very level must concern themselves with HRM. 

Basically, all manager get things done through the efforts of others; this requires effective 

HRM (Mondy and Noe 2005). 

HRM is the management of people. The purpose of HRM is to improve the productive 

contribution of people to the organization in ways that are strategically ethically and 

socially responsible. This purpose guides the study and practice of HRM, which is also 

commonly, called personnel management. This study of HRM describes the human 

resource related efforts of operating managers and shows how personnel professionals 

contribute to those efforts (Werther and Davis 1993). 

4 
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HRM is based on four fundamental principles (Pearson, 1991). First human resources are 

the most important assets and organizations effective management of these resources is 

the key to its success. Second, this success is most likely to be achieved if the personnel 

policies and procedures of the enterprise are closely linked with the corporate objectives 

and strategic plans. Third, the corporate culture will exert a major influence on the 

achievement of excellence. This culture must therefore be managed which means that 

organizational values may need to be changed or reinforced and that continuous effort 

starting from the top will be required to get them accepted and acted upon. Finally, 

Human resource management is concerned with integration getting all the members of 

the organization involved and working together with a sense of common purpose 

(Pearson 1991). 

2.3 The Functions of Human Resources Management 

Werther and Davis (1993) argue that the functions ofHRM are as the following: 

• Staffing: is the process through which an organization ensures that is always has 

the proper number of employees with the appropriate skills in the right jobs at the 

right time to achieve the organizations objectives. Staffing involves job analysis 

human resource planning recruitment and selection. 

• Human Resource Development: is a major human resource management function 

that consists not only of training and development but also of individual career 

5 



• 
planning and development and performance appraisal an activity that emphasized 

training and development needs. 

• Compensation: compensation includes the total of all rewards provided 

employees in return for their services. A well through out compensation system 

provides employees with adequate and equitable rewards for their contribution to 

the meeting of organizational goals. 

• Safety and Health: Safety involves protecting employees from injuries caused by 

work related accidents. Health refers to the employee's freedom from physical or 

emotional illness. These aspects of the job are important because who work in a 

safe environment and enjoy good health are more likely to be productive and 

yield long term benefits to the organizations. 

• Employee and Labor Relations: Practices that meet organizational objectives and 

employee needs result in a high quality of work life. Labor relations means "labor 

union" that organization of workers formed to promote protects and improves 

through collective action. (Werther and Davis 1993) 

6 
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Figure 2.1: A typical HRM organization structure. 
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Source: Werther and Davis (1993) 

2.4 Conclusion 

This section has depicted a brief introduction into the field of human resource 

management. The next section carries out a review of the literature on absenteeism. 
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SECTION III 

LITERATURE REVIEW: ABSENTEEISM AT WORK 

3.1 Introduction 

This section depicts the brief literature review carried out in order to identify the 

variables involved on absenteeism at work based on available, previous research. 

3.2 Absenteeism at work 

Absenteeism is temporary, extended or permanent incapacity for work as a result of 

sickness, infirmity or work conditions. Additionally temporary absenteeism has been 

divided into short- (1- 7 days), medium- (8 to 42 days) and long- term (more than 42 

days) absenteeism (Griindemann and Vuuren 1997). 

Absenteeism is the unscheduled absence from work, either for short or long periods, for 

different kind of reasons. 

Absenteeism is the major issues for most organizations. As the economy improves, 

absenteeism will become a bigger problem (Greg Smith, 2003).There are two types of 

absenteeism and both requiring different treatments. First, there is work-abuse issue 

absenteeism and secondly there is work-life issue absenteeism. In general, work-abuse 

issues include people who have poor work ethics and work-life issues include people who 

should be considered for some type of work hour flexibility. It is very difficult to find 
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employees who have a strong work ethic and are willing to put in a "good days work". 

The employees who have poor work ethics have lower attendance to work than 

employees who have strong work ethic (Smith, 2003). 

Although there is some cynicism and skepticism about the issue, it is absolutely clear that 

ill health is the main reason for workers to be absent from work. However, ill health does 

not necessarily mean absence from work. Employees with health problems are in general 

more frequently and for longer periods absent from work than 'healthy' employees 

(Armitage, 1971). Some workers who have parental or child care responsibilities, find it 

difficult, if not impossible, to have perfect attendance record. One study completed in 

Canada shows that women with preschoolers took an average of 11 days in 1998, 

compared with an average of 6.3 days for men with preschoolers (Smith, 2003). People 

may have problems managing caring responsibilities for elderly relatives or small 

children, or may be feeling under pressure due to problems with a difficult boss or 

colleague. Sometimes practical issues such as an arduous commute or difficulty in 

finding somewhere to park can play a role. Often employees stay away simply because 

they are bored at work (Robert 2004). 

Cowan and Gobi (1991) indicate that employed women are over-committed and find 

combining work and family conflictual and stressful. They experience role conflict as a 

result of performing diverse social roles that demand incompatible behavior (Davis and 

Robinson, 1991 ). Societal and parent perception of gender roles attribute higher 

importance to a woman's family roles as mother, partner, and homemaker; and 
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downgrade the importance of their work roles as a breadwinner and professional. From 

the perspective of the gender role theory, social values allow more time on the ongoing 

day-to-day domestic activities and less time for paid work. 

When there is role conflict, the professional working woman gives more importance to 

her role as a professional. Traditionally, the majority of working women have opted for a 

selected number of largely female-typed occupations, such as teaching, nursing, and 

secretarial jobs. Normally, women tum to these female-typed occupations to minimize 

conflict with family roles as these occupations tend to be more time-flexible. However, 

status enhancements in these occupations are more difficult to attain (Moore, 1995). 

Insomnia is one of the most common causes of absenteeism from work. Insomnia is 

defined as a lack of sleep in quality or quantity. Women, older people and those living 

alone tend to suffer from it-most. According to Steiner (2005), in the UK, insomnia is the 

second most common cause of absenteeism from work after motherhood. Those who do 

make it to work without a good night's rest are normally less productive than their fresh 

faced workmates, and therefore less likely to be promoted. There are various factors that 

contribute to insomnia including long working hours, stress and irregular shift patterns. 

One in three British adults will suffer from lack of sleep at some point in their working 

lives. For others, irregular sleep patterns or sustained periods without sleep will lead to 

chronic insomnia (Steiner, 2005) 

10 




