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ABSTRACT 

This research is for the graduation project (MAN 400) and it is about the factors that greatly

influence absenteeism.

The aim of this study is to understand absenteeism at work, and to identify the variables that

affect absenteeism for the Near East University catering services personnel, and to recommend

remedial action.

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

absenteeism level. A questionnaire derived from the framework was then applied on the

catering services employees.

The causes of absenteeism at the NEU Cateting services were identified as stress, supervision

or lack of it with one supervisor to 60 employees that loosened control encourageing

absenteeism. Low education levels was another factor that was argued for keeping people at

work for job security reasons. Finally, employee expectations for pay were much higher than

current wage levels, a reason concluded for absenteeism.

Key words: Absenteeism, Job Performance, Satisfaction, and Employee Attendance 
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CHAPTERl 

INTRODUCTION 

1.1 Introduction 

This chapter gives a brief introduction into the field of human resource management, and

Introduces the research topic of absenteeism along with the research objective.

1.2 Human Resource Management 

1.2.1 What is Human Resource Management? 

Human resource management is the utilization of individuals to achieve organizational

objectives. Consequently managers at every level must concern themselves with human

resource management. Basically all manager get things done through the efforts of

others; this requires effective Human Resource Management.

"Human Resource Management 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 Human Resource Management, which is also commonly, called personnel

management. This study of Human Resource Management describes the human resource

related efforts of operating managers and shows how personnel professionals contribute

to those efforts" (Werther and Davis 1993)

"Human Resource Management is based on four fundamental principles. First human

resources are the most important assets and organization has there effective management
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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 make a major

contribution to the achievement of corporate objectives and strategic plans. Third the

corporate culture and the values organizational climate and managerial behaviour that

emanate from the 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 rein forced 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)

1.2.2 The Functions of Human Resource Management 

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

planning and development and performance appraisal an activity that emphasizes

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 contributions to

the meeting of organizational goals.
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• Safety and Health: Safety involves protecting employees from injuries caused by

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

emotional 'illness. These aspects of the job are important because employees who

work in a safe environment and enjoy good health are more likely to be

productive and yield long term benefits to the organization.

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

employee needs result in a high quality of work life. Labour relations means

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

improves through collective action. (Werther and Davis 1993)

1.2.3 Figure of human resource management 

CEO

•. . • .
FIN ENCE PRODUCTION MARKETING HR

MANAGER MANAGER MANAGER MANAGER

•. • • . .
STAFFING HR COM PEN- SAFETY& EMPLOYE

PLANNING SATION HEAL TY E
ELATIONS

(Werther and Davis 1993)

1.3 Absenteeism 

Absence is a phenomenon that is present in organizations that are large and small, public

or private, urban or rural. It is an issue of concern for all managers because it is often
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costly for the organization as well as for the individual. It is also of major concern and

has an important impact on human resource management. Keeping in mind that HRM is

concerned with the effective utilization of employees' absenteeism can have a profound

negative effect on employee and thus organizational performance.

Absenteeism is affected by many factors as well as a myriad of attitudes. It has been

studied for decades by numerous researchers. There have been varied findings regarding

the effects of absence on the organization and the individual. (Susan M. Heathfield 1999)

1.4 The Purpose of the Study 

The purpose of this study is to understand absenteeism, identify the variables that effect

absenteeism for the Near East University catering staff, and to recommend remedial

action.

Questions for the study include;

• How are the canteens, cafes, kitchens, restaurant and dining hall organized?

• What is absenteeism?

• What are the factors and variables that affect absenteeism?

• What are the major factors that affect absenteeism at Near East University?

1.5 Conclusion 

This section can be defined the research topic of absenteeism along with the research

objective.

4



CHAPTER2 

LITERATURE REVIEW 

2.1 Introduction 

This section is a literature survey on absenteeism. The purpose is to identify and define the

main variables affecting the problem as defined in chapter 1.

2.2 Subject 

What factors have the greatest influence on absenteeism on Near East University canteens,

cafes, kitchens, restaurants and dinning hall?

2.2.1 Definition of Absenteeism 

Absenteeism is the when a person fails to come to work when properly scheduled to work.

One of the most common reasons given for being absent from work is physical illness, and

thus a sound health and safety program should contribute to reduce absenteeism. There are,

however, many other reasons for missing work, and their analysis and correction will help to

maintain the work force. The causes of absenteeism can be categorized by elements of the job

situation, personal characteristics, and ability to attend. Attendance motivation is affected not

only by the general economic environment but also by specific programs developed by

management to reduce absenteeism. Both negative disciplinary action and positive

reinforcement programs based on organizational behaviour modification have been used with

success. Classifying each absence as to basic characteristics can provide insight into the

problem. Such characteristics and emerging patterns as the following have been discovered:
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• Name of the employee; it is often found that there are absence-prone persons in an

organization. But like the accident-prone, the membership of this group changes.

• Reasons given; illness is doubtlessly the number one reason given for an absence,
~

accounting for well over half of the cases. Correction of this involves a combination

of private and organizational health programs.

• Projected reasons; many employers content that the real reason for high absenteeism is

a lack of an employee sense of responsibility.

• Age; absence rate for teenage employees was the highest of all age groups. The rate

for the 55-to 60 years category was lowest. The young employee tends to be absent

short periods more frequently.

• Sex; many studies shows that a higher rate of absenteeism for females as compared

with males. Such statistics are very misleading in as much as they are often not

analyzed for the factors of job and pay. Females as a group tend to have higher

absence rates because they have been improperly allocated to lower-paid, less

desirable jobs.

• Date; tabulating absences by date often shows such interesting patterns as high rates

on Mondays and Fridays, after paydays, before and after holidays, etc. (Edwin B.

Flippo 1984)

2.2.2 The Major Influences on Employee Attendance 

Richard M. Steers and Susan R. Rhodes (1980) says that the causes of absenteeism can be

categorized by;

• Elements of the job situation that are; job scope , job levels , role stress, work group

size , leadership style , co worker relationship

• Personal characteristics; that are education, tenure, age, sex, and family size

6



• Ability to attend, ; that are illness and accidents, family responsibilities , and

transportation problems.

• Employee values and job expectations,

• Job satisfaction,

• Attendance motivation,

• Employee attendance, and

• Pressure to attend; that are contains economic/market conditions, incentive /reward

system, work-group norms, personal work ethic and organizational commitment.

2.2.3 Satisfaction 

The literature employees who have less job satisfaction tend to be absent more often. The

connection is not always sharp for a couple of reasons. First some absences are caused by

legitimate medical reasons and therefore a satisfied employee may have a valid absence.

Second dissatisfied employees do not necessarily plan to be absence, but they seem to find it

easier to respond to the opportunities to do so. These voluntary (attitudinal) absence often

occur with high frequency among a certain cluster of employees, and usually occur a

Mondays or Fridays. Whereas in voluntary (Medically related) absenteeism can often be

reduced through reemployment physical exams and work history record checks, different

approaches are needed for absences caused by poor attitudes. (John W. Newstroom I Keith

Davis 1993). However (Maurice W. Cuming 1993) Argued that absenteeism falls into three

categories, based on the reasons which cause it; illness, when medical certificates are usually

demanded after three days, and frequent absences of up to three days are regarded with

suspicion; permitted leave, which the firm knows about before-hand, and voluntary

absenteeism, usually for personal reasons which may not be revealed in detail or sickness may

be feigned. Three major factors are consistently associated with the level of absenteeism;
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• Personal, which are controllable to a certain extent through the organization selection

policy; thus age, sex, the length of journeys to and from work, length of service and

family responsibilities are all relevant

• Organizational, which are very much under the direct control oflocal management; for

example, the heaviness or unpleasantness of jobs, the stress involved shift working

and the amount of overtime income levels, and employee morale generally.

• External; factors such as local levels of unemployment, which are largely outside the
'

control of individual organizations. However (Fred Luthans 1992) said that research

has pretty well demonstrated an inverse relationship between satisfaction and

absenteeism. When satisfaction is high absenteeism tends to be low, when satisfaction

is low absenteeism tends to be high. However as with the other relationship with

satisfaction, there are moderating variables such as degree to which people feel that

their jobs are important for example employees those who believed that their work

was important had lower absenteeism than did those who did not feel this way.

Additionally it is important to remember that while high job satisfaction will not

necessarily result in low absenteeism, low job satisfaction is likely to bring about high

absenteeism. Finally (John A. Wagner/ John R. Hollenbeck 1995) said that

dissatisfaction and stress not only create direct cost for organization in terms ofhealth­

care programs. They also are the source of indirect cost, most notably in the form of

absenteeism and turnover. Dissatisfaction is one of the major reasons for absenteeism

a very costly organizational problem

2.2.4 Combating Absenteeism 

For Employees:
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Recently, I was asked by a manager how he should deal with the fact that on any given day

· 0% of his employees are absent from work. I informed the manager that the problem of

employee absenteeism is a problem best resolved by taking the following four positive

interventions versus taking a negative or positive approach

Change Management Style: We are all aware of the fact that when employees call in ill, it

does not mean they are truly too physically ill to work. One reason, outside of illness, that

employees are absent is stress, and the number one reason employees are stressed has to do

with their relationship with their manager/supervisor. Management styles that are too

authoritarian tend to promote high levels of absenteeism among employees. Authoritarian

managers are managers who have poor listening skills, set unreachable goals, have poor

communication skills, and are inflexible. In other words, they yell too much, blame others for

problems, and make others feel that it must be their way or the "highway." Authoritarian

managers tend to produce high absenteeism rates. By identifying managers who use an

authoritarian style, and providing them with management training, you will be taking a

positive step not only toward reducing absenteeism, but also reducing turnover, job burnout,

and employee health problems such as backaches and headaches.

Change Working Conditions: The employees in your company probably work in a well­

lighted climate controlled building. The working conditions I am referring to relate to

coworker relationships. Not only does relationship stress occur between the employee and

manager, but it also exists between employees. Frequently I hear employees say they did not

go to work because they are fearful of or angry with another employee. These employees

usually report they just could not deal with "so and so" today, so they called in ill. Companies

that adopted policies and values that promote employee respect and professionalism, and
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