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Abstract 

 

The aim of this paper is to examine the association between burnout, absenteeism, and 

presenteeism in an Irish IT firm. Particularly, whether people who have a high level of 

absenteeism and presenteeism are more likely to experience burnout. Simultaneously, the 

impact of the Coronavirus pandemic on the absenteeism and presenteeism levels was 

considered for this research, as the research was conducted during the mandatory work from 

home period established by the government. 

 

This study utilised a cross-sectional survey and a quantitative methodology. The survey was 

distributed using a snowball and convenience approach. The questionnaire obtained 192 

responses from employees of the selected IT firm in Ireland, constituting males and females of 

a wide range of ages, with and without children, and from different business functions. 

 

The results revealed that absences were more prevalent amongst employees with children 

during the Coronavirus pandemic. In addition, presenteeism during the pandemic has proven 

to be more prevalent amongst specific ethnicities and business functions. However, this study 

was not able to establish burnout as one of the main factors contributing to absenteeism and 

presenteeism before and during the pandemic. 
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1. Introduction 

  

Burnout has become a more common phenomenon in the workplace in recent years, affecting 

employees' mental wellbeing, decreasing their productivity and engagement with their 

employers (World Health Organization, 2019). One of CIPD’s latest factsheets (Ayling and 

Suff, 2020b), states that mental health issues have been a significant reason for long-term 

absences in the workplace and increased presenteeism; when employees attend the workplace 

while ill.  

Therefore, employers are trying to promote good mental health in the workplace through the 

services of employee assistance programs (EAP). These services have been proven to lower 

the absences of employees that use their services (Nunes et al., 2018). 

  

There are several multinational tech companies headquartered in Ireland, believed to be leaders 

in their sector (Enterprise Ireland, 2020), and well known for their generous benefits and 

flexibility offered to its employees. Although,  high levels of burnout are experienced by people 

employed in tech companies, where the environment and demands are constantly changing at 

a high pace (McCarthy, 2018). 

  

This study will look at how burnout and the Coronavirus pandemic impacts absenteeism and 

presenteeism in a multinational information technology firm in Ireland employing 

approximately 8000 people.  Additionally, this study will also investigate, if the workforce 

demographics influence the results. The chosen research method is quantitative research, and 

the data will be collected using cross-sectional surveys based on previous research addressing 

burnout, absenteeism and presenteeism. 

  

2. Literature review 

  

The purpose of the literature review is to examine the most recent research on burnout, and its 

relation to absenteeism and presenteeism. In addition to understanding what information and 

technology companies are doing to reduce burnout levels and assist their employees. There has 

been previous research conducted in the areas of burnout and absenteeism (Diestel and 

Schmidt, 2011; Dyrbye et al., 2019; Jourdain and Chênevert, 2015; Kellman, 2015; Khan et 

al., 2016; Naughton, 2005; Petitta and Vecchione, 2011; Salvagioni et al., 2017; Schaufeli, 
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Bakker and Van Rhenen, 2009), nonetheless these studies have focused on a different sector 

or policies, and several years have passed; consequently it is important to take them into 

consideration to understand how the situation has evolved, and what other influencing factors 

might have emerged, such as presenteeism. Furthermore, this study has been conducted during 

the Coronavirus pandemic and the mandatory work from home period. This situation has 

fostered an unprecedented work environment for many, increasing personal and professional 

difficulties not observed in previous studies, that could have exacerbated burnout, absenteeism 

and presenteeism amongst workers. 

  

2.1. Burnout 

  

Maslach and Jackson (1981) defined burnout as a condition caused by emotional fatigue and 

dissatisfaction that affects many people who work with people in some capacity. Although the 

definition of burnout has evolved throughout the years, one of the primary changes observed 

is not only professionals in the human service occupations suffer burnout (Maslach and 

Schaufeli, 1993). Therefore, burnout can be described as a condition arising from persistent 

stress at work, with many effects for the well-being and health of workers. It is mainly 

expressed by severe fatigue, pessimistic behaviours or a lack of customer commitment and 

work performance dissatisfaction (Salvagioni et al., 2017); in other words, when an individual 

disconnects from the objectives of an organization and fails to achieve the results expected 

(Petrova, 2019). However,  this definition of burnout has been debated whether burnout is a 

syndrome rather than a condition  (Lundkvist, et al. 2014). 

  

Although there has been extensive research about burnout, its impact and effects, it is still 

considered one of the main career crises in the twenty-first century (Leiter, Bakker and 

Maslach, 2014). The majority of the studies have found females more prone to burnout 

symptoms (Maslach and Jackson, 1981; Tipa, Tudose and Pucarea, 2019). Nonetheless, 

Maslach, Schaufeli and Leiter (2001) observed that females tend to score higher on 

psychological fatigue than men, while men score higher on depersonalization, this statement is 

important to ensure burnout is recognized in both genders when reviewing burnout (Purvanova 

and Muros, 2010). At the same time, future burnout and work commitment are predicted by an 

increase in job demands and a decrease in  job resources (Schaufeli, Bakker and Van Rhenen, 

2009), as well as being the most common factor in the IT sector (Nagaraj and Mahadevan, 
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2015). Mainly resulting in absenteeism as observed in workers who have undergone a large 

level of stress (Salvagioni et al., 2017; Tipa, Tudose and Pucarea, 2019). There has not been 

enough research in the topic of burnout in the IT sector in Ireland to determine a general cause 

or examine its prevalence among its workers.  

 

Company culture plays an important role in burnout and absenteeism; employees working in 

flexible companies where culture revolves around well-being report lower levels of burnout 

than those working in more controlling organizations (Jourdain and Chênevert, 2015). 

Companies across the IT sector invest considerable resources to shape and promote their 

culture internally and externally, helping them attract and retain talent with numerous benefits 

and generous well-being policies. Contrarily during the coronavirus pandemic these resources 

were shifted towards allowing their employees work from home, ensuring they had all 

equipment necessary including allowances for the purchase of furniture. As mandatory work 

from home was introduced, some of the perks offered from IT companies, such as on-site gyms, 

meals or monetary stipends for travelling have been reduced, paused or new virtual perks have 

been added to the offering as the onsite offering has not been replaced during this period (DNA, 

2020).  Some IT companies in Ireland offered extra days off to avoid burnout (Elias, 2020; 

Keogh, 2020)  

 

Furthermore, career dissatisfaction can also prompt burnout in long-term careers when proper 

departmental support is not available, and the individual believes they are not perceived as 

adding value to its present employer. If not acted upon, and support systems are not added it 

can lead to career turnover and reduced job satisfaction, engagement and commitment 

(Barthauer, Kaucher, Spurk and Kauffeld, 2020). Chatterjee and Das (2019) establish that 

certain occupations are characterized for higher levels of burnout; these include call-centres 

and sales jobs amongst others. Notwithstanding their research is focused around women in 

management positions, yet it adds another layer to take into consideration when reviewing 

burnout; spending time at home with their families. On the other hand, a study based in Hong 

Kong reported that the existing work from home system established during the Coronavirus 

pandemic has several limitations, and as a result, there is more frustration with the shortage of 

policies and support for conducting successful home working (Vyas and Butakhieo, 2020), and 

were found to experience more burnout. 
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Several studies confirm that burnout can be predicted, and preventive solutions can be 

implemented to enhance engagement and reduce voluntary sickness (Schaufeli, Bakker and 

Van Rhenen, 2009). Mental wellbeing is an increasing challenge that employers are facing, 

leading to poor employee performance, higher usage of health benefits, increased 

turnover.  However, a recent survey conducted by Blind reported that almost 60% of 

technology workers are suffering burnout (McCarthy, 2018), and during the Coronavirus 

pandemic it seems that it has been triggered by the feelings of isolation, the blurred lines 

between the workplace and home, and the extended working hours (Riccobono, 2020). During 

the mandatory work from home period of the pandemic, determining the start and end of the 

workday has been hard for multiple workers, as well as engaging in work-family multitasking 

more than normal (Pluut and Wonders, 2020), these blurred lines  between work and home life, 

are adversely affecting well-being and productivity, as well as creating a spike in mental health 

concerns (O'Connor et al., 2020). Moreover, employees with family responsibilities are more 

likely than those without to be disrupted by blurred job boundaries (Cho, 2020). Conversely, 

the existing emphasis on COVID-19 infection transmission around the globe is likely to draw 

the public attention away from the outbreak's psychosocial effects in both infected people and 

the general population (Torales, O’Higgins, Castaldelli-Maia and Ventriglio, 2020). 

 

2.1.1 Burnout measurement models - The Oldenburg Burnout Inventory (OLBI)  

 

There are different frameworks used to understand the elements contributing to job burnout 

and its patterns, being the most popular one the Maslach Burnout Inventory (MBI), which has 

three different models in use. The Maslach Burnout Inventory - General Survey (MBI-GS) is 

the most  common version as a result of its general applicability and suitability to use in a 

variety of circumstances (Bria, Spânu, Băban and Dumitraşcu, 2014). The survey utilizes three 

dimensions to assess burnout; emotional exhaustion, depersonalization and lack of personal 

accomplishment; that have been adapted in accordance to the audience surveyed (Lundkvist, 

et al. 2014). The first version of the MBI was intended for use in the healthcare industry (Al 

Mutair et al., 2020), its second version  replaced the term recipients for students to understand 

burnout in an educational environment. Later, a context-free general survey was created that 

was more extensively modified, that can be used in any industry to recognize burnout 

(Lundkvist, et al. 2014), including the IT sector (Kellman, 2015; Suganya, Pavithra, Pavani 

and Anu, 2019). 



 13 

 

Depending on the instrument used to measure burnout, the emphasis can be on analysing the 

emotional pressure. However it is important to obtain a comprehensive understanding of the 

factors generating exhaustion, including physical and cognitive strains (Demerouti, Mostert 

and Bakker, 2010). Therefore, although the MBI is considered the tool of reference to measure 

burnout, it has been observed  as a uni-directional tool that mainly measures emotional fatigue 

(Tipa, Tudose and Pucarea, 2019), including mainly negatively phrased items in its 

questionnaire, making it susceptible to response bias due to its one-sidedness of the 

questionnaire words and phrases (Langballe, Falkum, Innstrand and Aasland, 2006). The 

unclarity of the underlying causes of the burnout symptoms assessed by the MBI can account 

for some of the challenges in developing successful measures to mitigate burnout; as if the 

individual's symptoms are caused by personal issues, interventions that focus solely on work 

may not be sufficient (Bianchi, Schonfeld and Laurent, 2019; Schaufeli and Taris, 2005). 

Kristensen, Borritz, Villadsen and Christensen, (2005) simplify measuring burnout to one 

dimension that comprises physical and mental exhaustion, and establish that three dimensions 

are far too many for measuring burnout, as several single-factor instruments have been proven 

effective. Since the MBI is a proprietary evaluation method with licensing costs, it is 

prohibitively expensive to use on a regular or widespread basis to measure burnout (Dolan, et 

al. 2015) 

 

Contrarily, the Oldenburg Burnout Inventory (OLBI), also utilized to measure burnout, as well 

as work disengagement, comprises two subscales; exhaustion and disengagement (Timms, 

Brough, and Graham, 2012). The OLBI was built in order to address some of the psychometric 

and theoretical shortcomings in the MBI (Ádám et al., 2020); covering the emotional, as well 

as the physical and cognitive dimensions of burnout, by including positive and negative 

elements, and is freely available (Demerouti, Mostert and Bakker, 2010). Furthermore, unlike 

the original MBI, the OLBI's disengagement factor applies to distancing oneself from one's job 

in general, thereby displaying a pessimistic, negative attitude toward it, rather than only 

distancing oneself from individuals involved in work (e.g. peers, patients, customers). As a 

result, the OLBI can be used by blue or white collar employees instinctively (Sedlar, Šprah, 

Tement and Sočan, 2015). The OLBI eliminated a factor that corresponds to what the MBI 

terms "professional effectiveness," which has been criticized in some studies as not a primary 

cause of burnout (Demerouti, Mostert and Bakker, 2010). Burnout was assessed in multiple 

countries and different professions using the OLBI (Demerouti, Mostert and Bakker, 2010; 
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Sedlar, Šprah, Tement and Sočan, 2015; Timms, Brough, and Graham, 2012) including  Ireland 

(Chernoff et al., 2018) and a variety of professions despite not finding any major variations in 

burnout rates between occupations. As well as considering its criticisms, where Qiao and 

Schaufeli (2010) find that a model based on four factors is a more suitable approach than the 

proposed two-factor model or the single-factor model. 

 

Other burnout questionnaires that are accurate and reliable to measure burnout as well as being 

more affordable than the MBI are also available, and considered feasible alternatives, such as 

the Single Item Burnout Measure (Dolan et al., 2015), and the Copenhagen Burnout Inventory 

(Henriksen and Lukasse, 2016). Nonetheless, they have some limitations as they were mainly 

validated on a specific population, or to prevent stereotyped answer patterns, questions should 

be combined with questions on other subjects. 

  

2.2 Absenteeism 

  

Absenteeism is the common or chronic lack of presence at work that continually creates 

disturbance in the smooth running of the company, affects organizational efficiency and 

productivity and affects employee morale (Rista, Ajdari and Zenuni, 2020). Job frustration, 

corporate culture, and personal issues are only a few examples of a number of elements 

contributing to absenteeism (Grigore, 2020). Nevertheless, it is important to differentiate 

between absenteeism induced by sickness or motivation (Martin and Matiaske, 2017). 

  

Thirteen percent of self-reported work illnesses in Ireland are stress, anxiety and depression; 

these absences tend to be longer than others (Russell et al., 2019). A recent CIPD (2019) survey 

confirms that stress related leave is constantly increasing in Ireland, as a result of high job 

requirements and management inefficiency, despite well-being being a priority in the senior 

leadership agenda. The Irish Business and Employers Confederation (2020) report that four out 

of five organisations provide a paid sickness benefit, regardless this is not an influential factor 

for employees to take leave. 

  

Researching absenteeism stems from the idea that a greater understanding of this phenomenon 

will lead to more successful management of it (Grigore, 2020). A number of recent publications 

(Ayling and Suff, 2020b; Gray, Davies, and Snowden, 2020; Doki et al., 2016), establish that 
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mental health problems influence employee well-being and are a significant cause of long-term 

absence from work. However, a Canadian study discovered that some mental health conditions; 

such as depression, somatization, anxiety, led more than others to predicting absenteeism and 

presenteeism (Bailey, Haggarty and Kelly, 2016). These mental health conditions are 

influenced by high work demands, a lack of control, and a lack of support (Mather, Bergström, 

Blom and Svedberg, 2015). 

 

Employee absence from work is a significant expense to organizations, in Europe it can account 

for between 3% and 6% of the total working time, with related costs projected to be about 2.5 

percent of a country's gross domestic product (GDP) (Ejebu and Skåtun, 2018). Therefore 

efficient absence management, providing support and flexibility to employees while returning 

to work after an illness can reduce non-genuine absence issues from developing (Ayling and 

Suff, 2020a).  

 

The studies before the pandemic focused on the differences of absenteeism between the private 

and the public sector (Mastekaasa, 2020; Pfeifer, 2013); and were performed in different 

countries (Ejebu and Skåtun, 2018; Mastekaasa, 2020; Pfeifer, 2013). However, this research 

will address a totally different audience, focusing on a specific company within the IT sector 

in Ireland. 

 

People's decisions on whether or not to continue working or take time off sick are affected by 

a number of personal, organizational, and occupational factors (Kinman and Grant, 2020). The 

results of a CIPD (2020) survey confirm that absenteeism due to sickness decreased in 

professional and other services sectors during the coronavirus pandemic, despite overall 

absenteeism continuing to increase. Simultaneously, a combination of paid and unpaid leaves 

were reported from employees in order to mitigate challenges that arose from the pandemic, 

for instance fulfilling childcare needs, especially in the healthcare sector (Chin et al., 2020; 

CIPD, 2020) However, Grigore (2020) observed that the Coronavirus pandemic not only 

modified the definition of absenteeism in the workplace, the causes of absenteeism, and the 

way absences were handled, it also increased the difficulty to properly record employees’ 

absences. On the other hand, higher rates of absenteeism were reported in companies that 

required their staff to be onsite as a result of sickness; a study focusing on the UK shows higher 

levels of sick leave booked amongst healthcare workers in the similar period of 2019 (Appleby, 

2021); fear of being exposed and exposing their families to the virus. Whereas employers that 
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implemented measures to mitigate the risk, such as social distance arrangements, were 

perceived as safer and as a result experienced less absenteeism (Grigore, 2020). 

  

2.3 Presenteeism 

 

As we can see absenteeism has been a continuous issue for employers; however, presenteeism 

is a new important factor affecting organisations and generally costlier than absenteeism. 

Presenteeism is defined as when an employee is at work despite having to be at home, either 

due to illness or because working such long hours resulted in a reduction in productivity at 

work (Demerouti et al., 2009). Therefore, there are two main interpretations; one refers to 

productivity loss due to an individual health condition (Lohaus and Habermann, 2019). The 

second can be identified as when employees attend the workplace while unwell (Yavuz and 

Kayhan, 2020). Studies have demonstrated that high predominance of presenteeism in the 

workplace is related to different mental health problems including burnout (Pei et al., 2020). 

In addition, there is plenty of evidence that working while sick will slow down rather than 

speed up recovery and raise the likelihood of potential health concerns and sick days (Kinman 

and Grant, 2020), these negative effects are also thought to jeopardize workers' ability to do 

their jobs (Niven and Ciborowska, 2015). 

  

Kinman and Grant (2020) indicated that presenteeism is more predominant in organizations 

that have high workloads, significant levels of overtime and are understaffed. Additionally, a 

systematic review where most studies included were cross-sectional, observed that employees' 

presenteeism seems to be influenced by a lack of flexible sick leave and a rigid attendance 

management protocol, including organizational, managerial and peer pressure to work while 

sick (Webster et al., 2019). In contrast, presenteeism is also related to employees’ lack of 

commitment and work-life balance, as well as to a detriment in workplace relationships for 

workers (McGregor, Ashbury, Caputi and Iverson, 2018). The main limitations of these studies 

are the use of only self-reported data to test presenteeism (McGregor, Ashbury, Caputi and 

Iverson, 2018; Webster et al., 2019); or surveying people with specific health conditions and 

employed in different places, where their experiences may vary (McGregor, Ashbury, Caputi 

and Iverson, 2018). Despite the fact that this study would also rely on self-reported results, the 

survey respondents are all employees of the same organization. Simultaneously, contrary 
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findings were often discovered and accepted by authors; yet, attempts to clarify such 

contradictions were rarely made (Webster et al., 2019).   

 

Due to the magnitude and potential costs of presenteeism, proactive measures are needed. A 

long-term approach should be considered balancing the concerns of the immediate sick leaves 

and the crucial risk of employees' future wellbeing and performance as a result of presenteeism 

and its associated costs (Kinman and Grant, 2020). Psychological symptoms including anxiety 

and physical symptoms as a result of stress, especially stress related to remote working and 

living situations, resulted in lower work productivity, and higher rates in presenteeism (Van 

Der Feltz-Cornelis et al., 2020) Moreover, it is crucial to establish the  impact of presenteeism 

to achieve the desired engagement and prevent employee turnover, in addition to obtaining 

successful results of strategic human resource management practices (Haque, 2018).  

 

Grigore (2020), confirmed that presenteeism was encountered amongst workers employed 

through the pandemic, demonstrating a compromised focus capacity while being physically 

present, leading to poor task performance or difficulties reaching targets. Furthermore, the fact 

that people often go to work when sick with infectious diseases poses major public health 

concerns throughout the current epidemic (Eisen, 2020; Kinman and Grant, 2020). 

Nevertheless, previous research observing presenteeism during the Coronavirus pandemic has 

focused on healthcare professions (Gustafsson Sendén, Schenck-Gustafsson and Fridner, 2016; 

Kinman and Grant, 2020; Shan et al., 2021) or specific countries (Chen, Lu and Cooper, 2021; 

Grigore, 2020; Gustafsson Sendén, Schenck-Gustafsson and Fridner, 2016; Shan et al., 2021); 

the results were not conclusive (Grigore, 2020) or the populations examined were more 

vulnerable to presenteeism (Chen, Lu and Cooper, 2021; Shan et al., 2021). This research aims 

to bridge a gap in literature not only by establishing if there are links between burnout and 

presenteeism in the IT sector in Ireland, but also by understanding if the presenteeism 

symptoms are more prevalent in these employees throughout the mandatory work from home 

period or while attending the office. Hence, measuring absenteeism and presenteeism, 

including the understanding of the benefits and limitations of the different instruments is 

essential. 

 

2.4 Absenteeism and Presenteeism Measurement models 
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Absenteeism and presenteeism are considered the loss of efficiency at work. At 

present  calculating lost productivity at work has become more relevant., not only for the 

detriments in mental health, employers are also worried about a workplace intervention's cost 

efficiency or cost gain (Norito et al., 2020). 

 

There are multiple instruments that have been proven valid to determine productivity loss, such 

as the Stanford Presenteeism Scale (Koopman et al., 2002) that  measures six statements on a 

five-point scale to measure the effect of health conditions on individual performance and 

productivity (Noben et al., 2014). Similar to the Work Limitations Questionnaire, its emphasis 

is on measuring the effects of chronic diseases in the workplace and how they are treated; 

focusing on time, physical, psychological, and performance requirements (Walker et al., 2017). 

 

Contrarily, the World Health Organization (WHO) - health and work performance 

questionnaire (HPQ) is a self-report method for calculating the costs of health conditions at 

work in terms of decreased job efficiency (Dåderman, Ingelgård and Koopmans, 2020). It has 

been proven to be accurate and reliable in both chronic and non-chronic disease populations 

(AlHeresh et al., 2017), and its short version assesses both absenteeism and presenteeism from 

any reason (Norito et al., 2020). It is not without limitations, as Norito et al. (2020) test-retest 

reliability of the absolute presenteeism measure was found to be satisfactory, but there was 

little support for its construct validity, as well as being set in Japan. AlHeresh et al. (2017) on 

the other hand, observed moderate to weak construct validity when analysing the full HPQ 

questionnaire. At the same time, due to the population being analysed it is important to consider 

that cross-cultural challenges have also emerged in interpreting the performance concept, in 

comparison to other global indicators (Leggett et al., 2016). Despite all these shortcomings, 

the WHO-HPQ has not been assessed in an Irish population or in workers from the information 

technology sector, where this study can fill a gap in the literature. This study focuses on a single 

company within the IT sector the concept of performance is the same for all employees 

irrespective of the team they work on (Leggett et al., 2016); together with observing 

absenteeism and presenteeism emerging from any cause, including but not limited to health 

issues (Norito et al., 2020), reducing the potential of limitations previously observed. 

 

2.5 Information technology (IT) companies in Ireland 
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Ireland’s information and communication active businesses have grown in the past years 

(Central Statistics Office, 2020a), and it is the second largest exporter of computing and IT 

services worldwide. Well established and newer foreign multinationals have set their European 

headquarters, alongside their data centers in the country (Enterprise Ireland, 2020). These 

multinationals employ 293,147 professionals, and generate revenue of €345 billion in Ireland 

(Central Statistics Office, 2020b), thus attracting local and foreign talent.  

The 2016 census data also revealed that the employment in the IT sector has increased 

exponentially in recent years (Central Statistics Office, 2020d), highlighting it as the second 

largest sector employing immigrants (Central Statistics Office, 2020c). 

  

The continuous growth in IT, as well as the recent pandemic, have forced technology 

companies to drive change in their employee’s everyday work (Cudahy and Gautam, 2020), 

with many companies announcing a shift towards permanent work from home (Castrillon, 

2020). Together with shifting business priorities (Business Reporter, 2020), including a 

reduction in office space, investing in cybersecurity and promoting employee engagement 

(Castrillon, 2020); in spite of talent retention being one of the main challenges for the 

technology sector (Cudahy and Gautam, 2020).  

Notwithstanding, the technology sector has also enabled people to maintain some semblance 

of a normal lifestyle during the Coronavirus pandemic, by allowing them to perform several 

daily activities online, such as working, studying, shopping, and receiving health care. In 

addition to providing the tools and services needed to support these remote operations, as well 

as efforts to directly resolve the pandemic (Evans, 2020). 

 

Their multicultural and diverse teams boost entrepreneurship, however, the cultural and 

demographic differences can become a challenge (Goldstein and Gafni, 2019). The key issues 

affecting the success of these teams are the communication methods, various interaction 

patterns, trust, problem solving methods, and conflict management (Cagiltay, Bichelmeyer and 

Kaplan Akilli, 2015). COVID-19's limits on international travel and wider use of telework 

would almost certainly expand the usage of global virtual teams in businesses (Richter et al., 

2021).  Therefore, building trust among multicultural teams is critical to improving team 

success, communication and productivity, since different socio-cultural backgrounds can cause 

conflict and deteriorate relationships (Altwaian, 2019). 
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Although the IT sector employs a large number of immigrants in Ireland (Central Statistics 

Office, 2020c), the current pandemic has fostered the creation and expansion of virtual teams 

(Richter et al., 2021). Even if previous research focuses on the main challenges these 

multicultural teams face, in particular when working in a virtual setting, and provide 

recommendations on how to overcome them (Cagiltay, Bichelmeyer and Kaplan Akilli, 2015), 

previous studies have not been carried out in the IT sector during a mandatory work from home 

period to understand if this challenges have increased, together with any correlation between 

any changes in burnout, absenteeism and presenteeism levels. Therefore, the challenges of 

working from home have to be considered due to the period this research has been conducted. 

 

2.6 Working from home  

 

Telework is characterized as work done from a remote location, such as home, that allows 

employees to perform their day-to-day job with the aid of technology (Nakrošienė, Bučiūnienė 

and Goštautaitė, 2019). Some of the benefits of teleworking include increased job control and 

morale, improved work-life balance, and the elimination of time and space limitations in daily 

task schedules (Zhang et al., 2020). 

 

Simultaneously, digital technology has become an essential part of the workplace, and the 

geographical location of a workplace is increasingly losing its significance (Nakrošienė, 

Bučiūnienė and Goštautaitė, 2019). By contrast, a study exploring the working from home 

productivity in a Romanian county established that most of the employees surveyed had never 

worked from home prior to the pandemic (Mirela, 2020); this result is not surprising, as the 

working from home adoption rate in the European Union is significantly lower than in other 

regions (Nakrošienė, Bučiūnienė and Goštautaitė, 2019). However, almost half of the IT sector 

employees have been working from home on a regular basis or with some regularity before the 

pandemic (Milasi, González-Vázquez and Fernández-Macías, 2020). Ireland is committed to 

ensure remote working is regulated. The government has been the pioneer in the European 

Union creating and leveraging legislation that ensures workers have the infrastructure 

available, the right to disconnect and of course the choice to work from home, creating 

economic incentives, as well as supporting companies and staff with up-to-date information on 

remote work on a regular basis (Department of Enterprise, Trade and Employment, 2021). 
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The Coronavirus pandemic has forced the majority of people to work from home for an 

extended period of time (Bouziri et al., 2020). Despite being commonly used in several 

countries and types of businesses, it has been proven to have a range of challenges (Lopez-

Leon, Forero and Ruiz-Díaz, 2020). Due to a lack of allocated home office spaces, many people 

were forced to improvise workstations. Furthermore, school closures required most working 

parents to work while still monitoring their children. Numerous workers have reported reduced 

job efficiency, decreased morale, increased stress, and worsened mental health as a result of 

these changes (Toniolo-Barrios and Pitt, 2021). The Central Statistics Office (CSO) (2020e) 

reported lower levels of financial difficulties, however the Coronavirus pandemic added new 

responsibilities, where currently nearly a fifth of the population is caring for a dependent, 

resulting in increasing the difficulties in working from home, being women the most impacted. 

The National University of Ireland Galway (NUIG) (2020) ran a study during the pandemic, 

finding that the majority of people who are currently working from home prefer a hybrid model 

combining on-site and remote working. In addition, when contrasted to the Healthy Ireland 

Survey of 2016, the Coronavirus pandemic has had a negative effect on well-being and mental 

health, with a stronger influence on young people (NUIG, 2020). 

 

The participants of this study were asked questions in relation to their work from home 

situation, in order to understand if they are facing any challenges or if this has influenced their 

burnout, absenteeism or presenteeism rate. The questions include: Before Covid-19, have you 

previously worked from home?, Do you have a suitable and separate space in your home for 

work?, Do you have all the equipment needed to fulfil your role to the same standard as in the 

office?, Have you been able to stick to a work routine or schedule?, Do you take regular 

breaks?; as the blurred boundaries between work and personal life are the most important 

challenges associated with teleworking  (Toniolo-Barrios and Pitt, 2021). At the same time, a 

set of demographic questions have been added to the questionnaire to account for any 

correlation to previous studies (Croda and Grossbard, 2021; Del Boca et al., 2020; Nakrošienė, 

Bučiūnienė and Goštautaitė, 2019; Zhang et al., 2020), as women have been highlighted to be 

suffering more than men during the pandemic period, that could have been reduced by 

promoting the Employee Assistance Programs services. 

 

2.7 Employee Assistance Programs (EAP) 
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Employee Assistance Programs (EAPs) are employer-provided services that include mental 

health and behavioral assistance to workers who are dealing with personal or work-related 

problems (Brooks and Ling, 2020). Nevertheless, many workers are hesitant to pursue EAP 

treatment because of their perceptions of mental illness, not because of the issues they're having 

or how they feel about therapy (McRee, 2017). 

 

Despite increased diagnosis rates and the emergence of more successful treatments, mental 

illness remains one of the fastest growing causes of long-term sick leave and absences from 

work (Milligan-Saville et al., 2017). Employers should encourage good mental health and offer 

assistance for workers experiencing mental ill health. The usage of EAP has been proven to 

reduce stress, absenteeism and turnover amongst employees (Hsu, Wang and Lan, 2020); as 

well as minimizing its associated costs for employers, at no expense for employees and 

dependents (Milot, 2020). Employees who benefit from EAP decrease their absenteeism at a 

quicker pace, to those experiencing the same issues. This is achieved through a combination of 

traditional mental health services and coping strategies to fulfil the employees’ particular 

situational needs (Nunes et al., 2018). At the same time, employers find it difficult to determine 

the return on investment in EAP, nevertheless, pricing should not be the only consideration. 

Return on value, such as improved mental health, well-being, life satisfaction and engagement 

of workers should be taken into account if the overall objective of the organization is improving 

workplace emotional health (Milot, 2020).  

 

Considering the Covid-19 pandemic and its impacts, such as higher rates of social isolation, 

the adjustment to remote or telework, increased responsibilities for dependents' home care, 

health issues, and the planning for reopening and returning to work, EAPs are appealing as they 

are easy to use, timely, and based on the employee's needs (Brooks and Ling, 2020). Hyland. 

et al., (2020) discovered higher rates of anxiety and depression in Ireland during the initial 

stages of the Coronavirus pandemic in Ireland, although it is important to consider that 

individuals in institutionalized care, such as hospitals, direct provision facilities, and inpatient 

care, were exempt from the study. At the same time, Brooks and Ling (2020) discovered higher 

rates of anxiety in 95% of their respondents, contrarily to only 48% the people surveyed 

reporting increased rates of depression, during the Coronavirus pandemic; yet they only 

surveyed american adults.  
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Notwithstanding, EAPs are still used too infrequently (McRee, 2017). Hence, employers often 

suffer from the negative effects of mental wellbeing through higher rates of absenteeism, 

presenteeism, work dissatisfaction, and turnover resulting in higher costs and decreased 

productivity (Milot, 2020). 

 

Although there is not enough research on the impacts of the Coronavirus pandemic amongst 

IT sector employees or their usage of EAP services during this time; other studies have proven 

EAP beneficial on treating mental health disorders, and absenteeism (Nunes et al., 2018), in 

addition to enhancing emotional well-being (Milot, 2020). Recommending EAP services 

throughout the Coronavirus pandemic to mitigate absenteeism as a result of mental health 

illnesses, including burnout, should become a priority for all employers, as a result of the 

unprecedented circumstances and the sudden shift to mandatory work from home.  

 

2.8 Summary 

  

IT companies operate in a diverse, multicultural environment where the demands and available 

resources are constantly changing, leading to burnout of employees. The current unprecedented 

circumstances created by the Coronavirus pandemic has forced the IT sector workforce to move 

to a mandatory work from home situation for a prolonged period of time (Bouziri et al., 2020), 

creating numerous difficulties on both at professional and personal level (Cho, 2020; Lopez-

Leon, Forero and Ruiz-Díaz, 2020) together with increasing mental health problems, including 

burnout (Toniolo-Barrios and Pitt, 2021). 

The OLBI (Demerouti, Mostert and Bakker, 2010), became the questionnaire of choice for this 

research as a result of its acceptable accuracy and reliability proven in multiple studies using 

various methods (Halbesleben and Demerouti, 2005; Demerouti, Mostert and Bakker, 2010; 

Ádám et al., 2020); together with the ability of filling a gap in research, as previous studies 

referring to burnout in the IT sector predominantly used the MBI-GS.  

 

Russell et al., (2019) confirmed that  burnout can lead to being more absent from the workplace 

(Russell et al., 2019). Nonetheless, regardless of the traditional understanding of absenteeism, 

it is important to note that this study was conducted throughout the Coronavirus pandemic 

where employees recorded higher levels of absenteeism not only related to sickness, but also 

to meet the personal challenges that emerged (Chin et al., 2020). Simultaneously, the novel 
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concept of presenteeism affected workers during the pandemic by decreasing their 

concentration capability, resulting in a poor performance of tasks or difficulties meeting targets 

(Grigore, 2020). 

Many methods have been established to evaluate both absenteeism and presenteeism within 

workers, the majority of them are still concentrated on presenteeism. Hence, the WHO-HPQ is 

the only tool assessing both absenteeism and presenteeism (Kessler et al., 2003) without being 

connected to assessing any population that has particular health concerns. Its validity and 

reliability has been analysed in multiple studies (AlHeresh et al., 2017; Kessler et al., 2003), 

being applicable as well to its short version (Norito et al., 2020). It is also important to 

understand if the demographics relate to absenteeism and the novel concept of presenteeism. 

 

Furthermore, little research has explored the link between burnout, absenteeism and 

presenteeism in the IT sector in Ireland, and in particular throughout a global pandemic where 

long mandatory work from home periods have been implemented. This will allow to explore 

and determine policies to increase job satisfaction and work-life balance, in addition to 

establishing any correlation with previous studies in other sectors.  

  

3.  Research question, aims and objectives 

  

The literature review concludes that burnout is directly linked to absenteeism and presenteeism, 

and are relevant concerns for IT firms (McCarthy, 2018); it also establishes  how EAP services 

have been proven beneficial on improving overall mental health and reducing absences (Milot, 

2020).  Despite some research in the areas of absenteeism, presenteeism and burnout (Diestel 

and Schmidt, 2011; Dyrbye et al., 2019; Jourdain and Chênevert, 2015; Kellman, 2015; Khan 

et al., 2016; Naughton, 2005; Petitta and Vecchione, 2011; Salvagioni et al., 2017; Schaufeli, 

Bakker and Van Rhenen, 2009), it is important to explore whether the results of these studies 

can be replicated in alternate geographical settings and different industries with different 

populations and whether the widespread transformation of work practices under Covid-19 

affected the results to a significant degree. However, no research has specifically attempted to 

look at the consequences in the IT sector during a mandatory work from home period; despite 

observing higher absenteeism rates in other professions in order to fulfil family responsibilities 

(Chin et al., 2020; CIPD, 2020).  
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Moreover, this study intends to provide businesses with a better understanding on how to better 

manage burnout, reduce absenteeism and presenteeism amongst their employees. As well as 

understanding if employees have been more exposed to burnout, absenteeism and presenteeism 

during the pandemic.  

 

The suggested question directing this research is: How does burnout lead to absenteeism and 

presenteeism in the workplace and to what extent has the workplace transformation following 

the outbreak of Covid-19 and the widespread prevalence of working from home impacted upon 

this relationship ? 

  

The objectives of this research linked to the question are: 

  

• Determine the frequency of employees' absences and presenteeism at work in an IT 

firm in Ireland. 

• Determine the degree that employees experience burnout  

• Examine the quantitative relationship between burnout as a key determinant of 

employee absenteeism and presenteeism. 

• Determine the degree Covid-19 affected employees’ experience of burnout and whether 

its quantitative association with absenteeism and presenteeism has changed as a 

consequence. 

• Explore the impact of key socio-demographic population characteristics and a 

multicultural workforce on absenteeism and presenteeism . 

 

  

4. Methodology 

  

The methodology section will address the research methods and techniques that were selected, 

as well as the reasons why they are appropriate for the present study. Incorporating the research 

philosophy and research framework supporting this research, alongside the research aim, 

including an analysis with a brief overview of research strategies and approaches. 

Concurrently, a section on data collection and analytical methods have been included, 

including the sampling methods and conditions for inclusion and exclusion for the sample 
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selection and testing of the chosen research instrument. Lastly, a review of the questionnaire 

design, together with addressing any potential ethical issues and study limitations. 

 

4.1 Research philosophy 

 

Research  philosophy is defined as a set of beliefs and assumptions in relation to knowledge 

creation. A thorough understanding of the various research philosophies is crucial, as they may 

help prevent misunderstanding when addressing theoretical debates (Grix, 2002). These 

assumptions can be ontological; related to the realities found while researching; 

epistemological; related to what is deemed acceptable, true and legitimate information; and 

axiological; the degree to which the study is motivated by your own values. The most common 

philosophies that underpin research are positivism; where a pure objective and analytical 

approach is designed to generate evidence and facts; and interpretivism; the understanding of 

meanings and drawing conclusions (Saunders et al., 2019b). Positivism is mainly linked to 

quantitative research, while interpretivism is mostly used in qualitative research (Baškarada 

and Koronios, 2018). 

 

The approach to research that is based on positivism is usually that of a natural scientist 

(Saunders et al., 2019b). In the social sciences, the positivist approach is often used to 

investigate social reality. Social institutions, social events, and social actors are all part of social 

reality (Stewart and Rigg, 2011). Moreover, one concern that emerges is whether we can 

conduct non-laboratory studies in social environments and then make demographic 

generalizations (Stewart and Rigg, 2011) 

 

The focus on quantifying findings that can be statistically analyzed is characteristic of 

positivism. To develop theories, most research methods look at current theory. These theories 

are tested and validated, partially or completely, resulting in the development of a hypothesis 

that can be tested in future studies (Saunders et al., 2019b). This is defined as a deductive 

research methodology.  

 

The positivist epistemological method will be used in this research to understand the relation 

between burnout, absenteeism and presenteeism in an IT firm in Ireland, establishing a set of 
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facts that can be proved or refuted, that reality is the same for all, and that observations and 

measurements establishing the reality present during this research (Ryan, 2018). 

 

4.2 Research framework 

 

Saunders et al.,  (2019b) introduce the “research onion” model where the outer layers include 

research philosophies, approaches, methodological options, techniques, and time horizon. This 

research paradigm also describes the complications underlying the choice of data collection 

methods in the inner layers (Saunders et al., 2019b), and has influenced the current study's 

work, directing its development and aiding in the selection of the most suitable methodology 

and ensuring its reliability. 

 

An epistemological positivist approach has been pursued; focusing on summarizing identified 

trends into generalised results, on looking for regularities and causal relationships between 

various elements of reality using statistical methods (Bonache and Festing, 2020). This 

research collected information concerning the evident reality of disclosed preferences, sorting 

out regularities and causative relationships to form universal generalisations (Saunders et al., 

2019b). At the same time, the positivist approach treats reality as a constant regardless of the 

many viewpoints that individuals may adopt in various contexts about the environment 

(Venturinha, 2020). The research method for this analysis was chosen based on the works 

found during the literature review. The vast majority of the studies follow a quantitative 

approach, which is suitable for survey study and, as previously mentioned, is based on a 

positivist research philosophy. A cross-sectional analysis of one organization was used to 

conduct the research. 

 

To  examine the effects of absenteeism, presenteeism, and burnout on the people working in 

one business within the Irish IT sector, an objective, independent and neutral position has been 

taken from the researcher (Saunders et al., 2019b); however, provided that the author has 

selected the study subject, research goals, and data to collect, this is debatably completely 

unlikely. 

 

4.3 Research approach 
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In this study, two research methods were considered: induction and deduction. The deductive 

method is a scientific research method in which the researcher tests a theory or hypothesis 

(Woiceshyn and Daellenbach, 2018). Deduction is a form of hypothesis testing that goes from 

broad to specific. Top-down reasoning is the term used to define this research approach (Horn, 

2009). Blaikie (2010) defined six sequential steps: after presenting the testable argument and 

testable propositions, the concept is compared to existing theories. The deductive method 

requires a well-structured methodology, quantitative data, and wider samples for generalization 

(Saunders et al., 2019b), to see if the findings are in line with the hypotheses. Contrarily, the 

inductive approach to research is a scientific method of gathering evidence and knowledge in 

order to develop a hypothesis. This method favors a more versatile approach, qualitative data 

collection, and little need for generalization  (Saunders et al., 2019b). 

 

Since quantitative analysis methods use data that can be counted and measured, it is possible 

to explain the frequency, central tendency, and dispersion of a scenario (Field, 2009). As a 

result, data can be presented visually and related patterns can be depicted. In terms of 

quantitative analysis, it is evident that the use of a survey is most appropriate in HR 

research  (Anderson, 2013). A survey helps researchers to assess the relationship between 

variables based on a research goal or hypothesis and data from a large sample. Surveys are 

known as a deductive method because they accept previous hypotheses and analysis and 

attempt to draw on them. Therefore, it is clear how the positivist deductive method is used in 

regards to the theory component of analysis when a survey is applied based on previous theories 

(Diestel and Schmidt, 2011; Dyrbye et al., 2019; Jourdain and Chênevert, 2015; Kellman, 

2015; Naughton, 2005; Petitta and Vecchione, 2011; Schaufeli, Bakker and Van Rhenen, 

2009), and how the sample being studied is within an organizational environment and how it 

can collect quantifiable data, in addition to its objectivity, systematic nature and impartiality. 

 

4.4 Research design and strategy 

 

A research design is a model that lays out how a study can progress from the research purpose 

and questions to the results, guiding the research process. It is a systematic planning process 

for gathering and analyzing data in order to better understand a subject (Abutabenjeh and 

Jaradat, 2018). Saunders et al., (2019a) also includes the strategy and  implementation in the 

research design. 
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Research can be quantitative or qualitative, the main difference between them is the use of 

numeric and non-numeric data. Quantitative research is regarded as a synonym for any 

technique of data collection; for example, a questionnaire or data analysis method that produces 

or utilizes numerical data (Saunders, Lewis and Thornhill, 2019a). On the other hand, 

qualitative research focuses on defining data features and attributes (Howitt and Cramer, 2014), 

questionnaires can be used to answer open questions (Saunders et al., 2019a). Conducting a 

study has time and cost constraints. One of the most significant benefits of quantitative research 

is that responses are aggregated and numerical assumptions are measured quickly using 

applications such as Statistical Packages for Social Sciences (SPSS) or Microsoft Excel 

(Rahman, 2016). Within the positivist paradigm, it is often proposed that a highly structured 

approach is sufficient, and as a result, this research focus is on quantitative data and statistical 

analysis (Gill and Johnson, 2010). The study was carried out as a cross-sectional study with a 

quantitative approach in the form of a self-completed questionnaire. The independent variables 

being measured are burnout, the person's environment and socio-demographic details. As a 

result, the dependent variables; absenteeism, presenteeism, and burnout; will be predicted by 

these independent variables. 

 

Lau (2017) identified three types of research design; explorative, descriptive and explanatory. 

The descriptive analysis is used to calculate and evaluate relationships between various 

variables. Questionnaires are effective for descriptive and explanatory analysis that describes 

previous findings (Saunders et al., 2019a). A questionnaire is a set of standardized questions 

or statements provided to a group of people in order to determine their behaviors, opinions, 

principles, or desires (Lau, 2017). Surveys, specifically self-completion questionnaires, have 

been used in previous research within the areas of burnout, absenteeism and presenteeism.  

 

This research will be descriptive in nature, and it will take the same approach as previous 

research, using a web-based distribution system as it is better suited to the target audience and 

industry selected than the traditional paper-based format. A cross-sectional analysis of an IT 

organization was used to conduct the research, as it has been proven suitable as the method of 

data collection (Hsu, Wang and Lan, 2020; Carney, 2019; Kellman, 2015; Chirkowska-Smolak 

and Kleka, 2011; Naughton, 2005). The Oldenburg Burnout Inventory (OLBI) has been proven 

highly efficient in measuring burnout, and will be used to build the questions in the surveys 

(Demerouti, Mostert and Bakker, 2010). Together with the World Health Organization (WHO) 
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- health and work performance questionnaire (HPQ) to measure absenteeism and presenteeism 

(Dåderman, Ingelgård and Koopmans, 2020), and demographic questions.  

 

4.5 Population and sampling 

 

The population of a study can be defined as the collection of individuals or items that are 

relevant to the research (Quinlan, 2011). The population studied in this research are employees 

of an IT firm headquartered in Ireland with approximately 8,000 employees. Convenience and 

snowball sampling strategies were used by the researcher given the large population and the 

easy and convenient access to them due to the time constraints. 

 

There are two types of sampling methods: probabilistic and non-probabilistic. Quinlan (2011) 

defined probabilistic sampling as a sampling method in which each person or object has an 

equal chance of being chosen for the sample. Non-probabilistic sampling, on the other hand, 

does not pick all members of the population to participate in the sample. The researcher chose 

non-probability sampling for convenience and time efficiency. Non-probability sampling is 

based on the availability of the sample's participants or the researcher's judgment and 

availability (Saunders et al., 2019a). Furthermore, the present study availed of snowball 

sampling as well as convenience sampling. Quinlan (2011) defines snowball sampling as the 

approach that allows the researcher to recognize a group of respondents who can then identify 

additional survey participants. When targeted respondents are not registered as a population 

and identifying members of the target population is difficult, this approach is often used 

(Saunders et al., 2019a). However, as a result of the referral, all participants will have similar 

views and experiences and will react similarly creating a misrepresentation (Allen, 2017).  

 

The sample size refers to the number of people who will be included in a study (Lau and 

Holbrook, 2017). Saunders et al., (2019c), determine that it’s easier to get substantial 

differences between a sample variable and a comparable normal distribution when the sample 

size is large, even if the actual differences are small. When selecting a sample size it is 

important to consider the confidence level and margin error to determine the amount of answers 

required (Saunders et al., 2019c). The margin error indicates the degree of accuracy and the 

range in which an estimate's true value falls, while the confidence level is commonly 

determined as the level of precision the researcher is willing to accept (Kosar, Bohra and 
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Mernik, 2018).  The margin of error and sample size are inversely proportional. This means 

that the researcher would need a large sample size to achieve a smaller margin of 

error  (Bryman and Bell, 2011). 

 

The company researched are currently employing approximately 8,000 people in Ireland, using 

the Qualtrics sample size calculator we can determine that a 95% confidence level with a 7% 

margin error the ideal sample size is 192 respondents. Meaning that if 60% of the respondents 

agree to finding interesting aspects in their day to day job with a 95 percent confidence level 

and a 7 percent margin of error, the proportion of respondents who agree to find interesting 

aspects in their work when measuring burnout will range from 53% to 67% in 95 out of 100 

surveys filled. The 95% confidence level is chosen as it defines a set of values within which 

you can be 95% certain that the population mean is contained. The researcher accepted the 7% 

margin of error as acceptable as 192 responses is a sample the researcher can achieve in the 

required time. 

 

4.6 Data Collection 

 

Employees from an IT company headquartered in Ireland have been sent a voluntary 

questionnaire, with the purpose of gathering the relevant information and analysing the 

correlations with the research question. The coronavirus pandemic has increased the challenges 

to conduct research, and online questionnaires have been proven cost-effective, easy to 

distribute and obtain meaningful answers (Mohanty, Radhakrishnan and Jain, 2020). The 

survey was created in Google forms and emailed to researcher contacts within the company, 

and they were asked to share it with their internal networks within the same company and 

country. It was designed to take ten minutes to complete, although there was no time allocated 

to complete the survey, the questionnaire remained open to collect answers for two weeks. The 

questionnaire was voluntary, therefore the individuals could decide to take part or not. 

Nevertheless, it is important to consider that self-selection can trigger answers from 

participants passionate or dissatisfied about the topic (Khazaal et al., 2014); however, this could 

have been prevented with probability sampling, or assigning weight to the results to ensure the 

sample is representative. Nevertheless, weights could not be assigned as the current distribution 

within the company employees is unknown. 
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4.7 Questionnaire design 

 

Questionnaires were chosen as the research instrument for this study, including mainly close-

ended questions. All of the items in the questionnaire were selected from previously published, 

peer-reviewed, and validated studies, ensuring that the survey questions and scales are reliable 

and specific to this analysis.  

 

The first section of the questionnaire includes general socio-demographic questions and some 

specific questions in relation to understand if the respondents worked from home previously 

and if the conditions of working from home have affected their job. As previous research was 

not conducted during the Coronavirus pandemic within the tech industry the questions for their 

work from home period were designed by the researcher to understand if there is any 

correlation to absenteeism, presenteeism and burnout. 
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Appendix 1: Questionnaire 

 

The second section included the WHO-HPQ short version to assess the levels of absenteeism 

and presenteeism (Norito et al., 2020). The researcher selected the short version of the 

questionnaire as it only measures absenteeism and presenteeism. Limited construct validity and 

adequate reliability of the instrument was reported when used in previous research. The scoring 

followed the same measures calculated as in the manual and previous research and as per the 

instrument guide (Norito et al., 2020). The section includes questions on how many entire or 

partial days participants have been absent from work, and scale to rate their work performance 

as well as their peers. Some questions have been replicated to assess possible variations 

between the mandatory work from home period. 
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Appendix 1: Questionnaire 

 

The last section included the OLBI questionnaire to measure burnout (Demerouti, Mostert and 

Bakker, 2010) the questions comprised positive and negative elements measuring 

disengagement and exhaustion from the participants’ job and use a likert scale to measure the 

frequency. Its validity and reliability has been validated in previous research (Demerouti, 

Mostert and Bakker, 2010). All items range from (1) "strongly accept" to (4) "strongly 

disagree."  1, 3(R), 6(R), 7, 9(R), 11(R), 13, 15 are all disengagement items. 2(R), 4(R), 5, 

8(R), 10, 12(R), 14, 16 are exhaustion elements. When the scores should be such that higher 

scores suggest more burnout, (R) means reversed object (Demerouti, Mostert and Bakker, 

2010). 
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Appendix 1: Questionnaire 

 

Rating scale questions are easy for participants to understand and answer. Additionally, Uher 

(2018) determined rating scales to be beneficial for quantitative research being a popular 

method for generating data directly by participants. They are essential for measurement since 

data analyses can only disclose information regarding study phenomena if related properties 

were embedded in the data in a systematic way (Uher, 2018). 

 

4.8 Pilot study 

 

A pilot study was performed prior to launching the survey and collecting responses from the 

general public. The main goal of such a study is to gather data (implicitly incomplete, since 

only core research allow for the collection of all required data to validate the theories adopted 

in the project) to confirm the chosen path, formulate hypotheses for the work, or verify the 

accuracy of the established questionnaire (Kaur et al., 2017).  
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Quinlan (2011) establishes that it is preferable to perform pilot tests with participants that are 

similar to those that will be included in the main analysis. Hence, the pilot study was performed 

among the author's peers to see how clear the directions and questions were, how appealing the 

format was, and how long it took to complete the survey. The questionnaire comprised three 

sections, with the most dense part placed in the middle, to avoid being daunting and deterring 

respondents from participating. The survey started with the demographic questions, continued 

to the WHO-HPQ and concluded with the OLBI.   

 

Participants responded positively to the test, finding it easy to follow, clear and concise. 

Nevertheless, the middle section seemed a bit complex for some individuals; as a result, slight 

improvements to the structure and instructions were made, such as including a brief summary 

that explained what the respondents would be asked, making the process of answering easier. 

 

4.9 Data Analysis Validity and Reliability 

 

Following the completion of the data collection, the results were converted into numerical code. 

Since the instrument for measuring Burnout had both negatively and positively formulated 

questions, reverse coding was needed, which was also completed. SPSS  version 27 was then 

used to conduct statistical research, being the most commonly used software for quantitative 

analysis amongst students (Ozgur, Kleckner and Li, 2015). 

 

Firstly, determining properties of the metric provides confidence that it is operating properly 

in order to keep measurement error minimal. The properties are validity; whether or not an 

instrument tests what it intends to measure; and reliability; when an instrument can be 

consistently interpreted in a variety of circumstances (Field, 2009). 

 

Field (2009) described the Cronbach's alpha measure as the method used for assessing internal 

accuracy in the multi-item questionnaires that has been shown to be the most common system 

as well as reliable. Before analysing the positive framed items were reverse-coded in order to 

assess burnout (Demerouti, Mostert and Bakker, 2010). Then, when testing the Exhaustion and 

Disengagement items from the OLBI the Cronbach’s alpha result of .638 indicated a 

questionable level of internal consistency reliability. This seems to be consistent with previous 

research using the same instrument  (Demerouti, Mostert and Bakker, 2010) 
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Many statistical procedures, especially parametric tests, require the assumption of normality to 

be tested because their validity is dependent on it (Ghasemi and Zahediasl, 2012). The findings 

were then subjected to normality tests in order to extract trends and patterns from the data 

collection. The significance value for this analysis will be 5%, which is normal in the social 

sciences.The null hypothesis will be accepted or rejected based on the significance level of the 

SPSS tests (Greenland et al., 2016). None of the variables displayed a significance level to 

reach normality.  

 

Consequently a non-parametric test was performed. The Kruskal-Wallis H test is a non-

parametric rank-based test that aims to find the statistically significant difference between two 

or more independent variables on a continuous or ordinal dependent variable (Ostertagová, 

Ostertag and Kováč, 2014).  

 

A theoretical model and conceptual structure clarifies a study's direction and anchors it in 

theoretical frameworks  (Adom, Hussein, and Agyem, 2018). Unfortunately, there is not 

enough research in the IT sector during the Coronavirus pandemic and its impact on burnout, 

absenteeism and presenteeism, hence this study has followed a statistical approach. As a result, 

the research model is based primarily on the researcher's method of performing the study. 

 

4.10 Ethical Considerations 

 

The term "ethics" refers to a set of guidelines or rules for proper moral conduct (Allen, 2017). 

Ethical considerations should be taken into account at all times during the research process. It 

is crucial that participants are safeguarded at all times during the process. Informed consent, 

respect for anonymity and confidentiality have been some of the primary ethical concerns 

considered, in order to protect the participants from all sources of harm (Fouka and Mantzorou, 

2011). The questionnaire included a consent form, guaranteeing the agreement of the 

participants to take part in this study, ensuring that their participation is voluntary and their 

ability to withdraw at any point, as well as maintaining their identities anonymous and their 

responses confidential. An ethic’s form was also submitted to the National College of Ireland 

ethics committee in order to gain approval to proceed with the study. 
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General Data Protection Regulation (GDPR) has also been taken into consideration when 

collecting, storing and determining the access to the data (Trevelyan, 2018). Participants were 

informed that all responses will be kept anonymous and confidential and stored in a secure, 

password protected file. In compliance with the National College of Ireland Ethics Committee's 

guidelines, all information given will be kept strictly confidential. 

 

4.11 Limitations of the research design 

 

There are some shortcomings in the present research. The research was performed solely within 

one company. As a result, it is impossible to say that it represents the entire technology industry 

in Ireland.  

 

The data was collected using non-probability sampling as a result of  a lack of accessibility in 

the selected organization to conduct probability sampling. Therefore, there are concerns about 

the findings' reliability. Since the researcher does not know what population this study 

represents, it is impossible to generalize the results (Bryman and Bell, 2011). Therefore, the 

findings of this paper should be investigated further in a specific population using probability 

sampling techniques. Furthermore, the sampling approach used may have an effect on the 

validity of the findings (Kosar, Bohra and Mernik, 2018; Quinlan, 2011).  

 

Convenience samples also contain small numbers of underrepresented socio demographic 

population groups. Despite their small numbers, these underrepresented sociodemographic 

subgroups introduce moderate amounts of heterogeneity into the study, enough to trigger 

measurement error in studies but not enough to control or monitor statistically (Bornstein, Jager 

and Putnick, 2013). Unfortunately the details of the distribution of the population within the 

company are unknown, the exact number of females and males, managerial positions, etc. 

Simultaneously, a limitation of snowball sampling is that the method is based on the premise 

that social networks are made up of individuals with similar social characteristics (Atkinson 

and Flint, 2001).  

 

Moreover, the use of a cross-sectional survey has limitations as the exposure and result are 

measured at the same time, there is usually no evidence of a temporal association between the 

two. Making it impossible to build a true cause and effect relationship without longitudinal 
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evidence (Solem, 2015). At the same time, this research methodology relies on the honesty and 

precision of participants answering the questionnaire. 

 

Lastly, the lack of a theoretical model complicates determining the academic position and 

underlying causes to the researcher's assertions and/or theories (Adom, Hussein, and Agyem, 

2018). However, a statistically rigorous approach has been followed providing further insight 

into burnout, absenteeism and presenteeism within the researched firm. 

 

5. Results 

 

The descriptive and exploratory statistics of the survey results are presented in this chapter. 

The results of both dependent and independent variables' descriptive statistics are presented 

first, followed by the results of reliability and normality measures. The non-parametric test 

Kruskal-Wallis H test was used to perform the univariate analysis based on the results of the 

normality test. Finally, a logistic regression was performed to verify the results. 

 

5.1 Descriptive statistics 

 

There were 192 respondents to the questionnaire, no data was deleted from the sample.  The 

statistics for the demographic variables are included in table 1. The sample contains an even 

split between males and females each accounting for 96 individuals. Majority of respondents 

were aged between 25-34 years comprising 62.6%. 39% of respondents were living with their 

partner. Most respondents did not have children, accounting for 92.7% of the respondents. 

Lastly, it is observed that most respondents were Caucasian or white corresponding to 34%, 

followed by African Americans or Black at 20.3%. 
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Table 1: Demographic descriptive statistics 

 

The socio-economic demographics in Table 2 portray that the majority of respondents being 

full-time employees of the company (98%), as well as not being managers (92.2%). 70 

respondents (36.5%) were employed in a sales position. 
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Table 2: Demographic descriptive statistics 

 

Table 3 shows that 132 of respondents have previously worked from home at least a few days 

per year (68.8%). However, despite most of them having the necessary equipment (62%), the 

majority do not have a dedicated space to work from home (59.4%). At the same time, most of 

them do not follow a routine (53.6%) and do not take (60.9%). 
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Table 3: Working from home questions 

 

The burnout measure was aggregated in two variables, exhaustion and 

disengagement  measured with a 4 point Likert scale. Therefore both variables are considered 

interval types in this research, and as a result the independent variable's mean and standard 

deviation were measured. The standard deviation is a measure of how evenly scores are 

distributed over a sample, used together with the mean in order to summarise continuous data. 

For the dependent continuous variables Exhaustion and Disengagement, descriptive statistics 

were also determined. The mean for Exhaustion was 17.13 with a standard deviation of  9.848, 

the range observed is 18. The mean for Disengagement on the other hand was of 19.05 with a 

standard deviation of 3.132, the range observed is 22. 

 

 
Table: 4 Burnout measures 

 

Absolute absenteeism, using the 4 week estimate, presented a mean of 2.38 with a standard 

deviation of 45.058. While presenteeism during covid reported 52.14 as mean with a standard 
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deviation of 24.71, however, before covid the mean and standard deviation was 70.16 and 

10.756 respectively. 

 
Table 5: Absenteeism and Presenteeism 

 

5.2 Reliability test 

 

The aim of the reliability test is to ensure that the questionnaire items consistently represent 

the construct being measured. Individual items must produce results that are consistent with 

the entire sample in statistical terms (Field, 2009). The reliability test was performed for all the 

questions of the OLBI through a Cronbach Alpha (α) test obtaining a .638 value (Table 6). 

Demerouti, Mostert and Bakker (2010), also observed a .63 value in the Cronbach alpha test. 

According to Portney and Watkins (2015), r values between.50 and.75 indicate a moderate to 

good relationship, whereas those between .75 and above indicate a good to excellent 

relationship. The corrected item-total correlation element in the table below indicates each 

item's contribution to the scale, both variables obtained .469 demonstrating a good correlation 

with the scale (table 7). The Cronbach Alpha column if Item is Deleted are the values of the 

overall α if that component isn't included in the equation, however we can see in the table below 

that value is null, meaning that even if deleted one of the values it will not make a change in 

it’s reliability. 

 

 
Table 6: Cronbach Alpha 1 
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Table 7: Cronbach Alpha 2 

 

5.3 Normality test 

 

The normality test is used to determine if the data collected is derived from a group with a 

normally distributed distribution, the main tests for normality are the Kolmogorov–Smirnov 

test and Shapiro–Wilk. For the purpose of this study, the Shapiro-Wilk test has been considered 

to test the normal distribution hypothesis. 

 

Normality tests were conducted for the following variables: absolute absenteeism 4 week 

estimate, absolute presenteeism during Covid, absolute presenteeism before Covid and the two 

variables that measure burnout (exhaustion and disengagement). The Shapiro-Wilk statistic in 

Table 8 shows all variables with a significant value (p) of 0.00. With a significance level of 

below 0.05 showcases that the data does not follow a normal distribution, indicating that the 

null hypothesis of the data being normally distributed has been rejected. As a result a non- 

parametric test was performed. 

 

 
Table 8: Test of normality  

 

 

5.4 Univariate Tests 
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The correlation of different demographic and continuous independent variables with burnout, 

absenteeism, presenteeism before Covid and absenteeism during Covid was investigated using 

exploratory univariate analysis. 

 

5.4.1 Mann-Whitney U Test 

 

The statistical methods focused on signs and ranks are known as nonparametric tests. The 

Mann-Whitney U test is a non-parametric test for determining if two variables are related. The 

dependent variable must be constant, and the independent variable must be categorical and 

restricted to two groups, according to this test's assumptions (Nachar, 2008). The null 

hypothesis states that the independent variable makes no difference to the dependent variable. 

Therefore, the Mann-Whitney U test goal is to establish if the gap between mean ranks is 

statistically significant. The p-value determines whether the hypothesis is accepted or denied; 

if p ≤ 0.05, the null hypothesis is rejected.  

 

5.4.1.1 Mann-Whitney U Test for the dependent variables and Gender 

 

In the table below (Table 9) all dependent variables (burnout, absolute absenteeism, 

presenteeism during Covid presenteeism and before Covid) are observed against the gender of 

the population sample. In the table below we can see that males obtained a higher mean rank 

in exhaustion, presenteeism before Covid and slightly higher absenteeism than females. 

Nevertheless, the p-values for all dependent variables reported are all above 0.05 meaning that 

the null hypothesis cannot be rejected. 

 

 
Table 9: Mann-Whitney U Test for the dependent variables and Gender. 
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5.4.1.2 Mann-Whitney U Test for the dependent variables and Work From Home 

independent variables 

 

The participants were asked some questions in relation to their current work from home 

situation to understand if they have a suitable space, if they have all the equipment necessary, 

if they follow a routine and if they take breaks. The different categorical variables were 

analysed using the Mann-Whitney U Test. 

 

The respondents were asked if they have or not a suitable space while working from home, the 

same dependent variables reported a p value above 0.05 not rejecting the null hypothesis, 

excluding presenteeism during covid where p=0.033 rejected the null hypothesis.  

 

 
Table 10: Mann-Whitney U Test for the dependent variables and Work From Home space 

 

Analysing the necessary equipment to work from home against the dependent variables 

rejected the null hypothesis in the disengagement and presenteeism during Covid variables with 

p values of .001 and .036 respectively. Nevertheless, the rest of the dependent variables which 

p values are greater than 0.05 cannot reject the null hypothesis (Table 11). 
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Table 11: Mann-Whitney U Test for the dependent variables and Work From Home equipment. 

 

However, it is observed in Table 12 that the routine variable encountered statistical significance 

within the burnout variables (exhaustion and disengagement) and absenteeism, with p values 

of .017, .001 and .001 respectively. The other dependent variables reject the null hypothesis as 

their values are higher than 0.05 (Table 12) 

 

 
Table 12: Mann-Whitney U Test for the dependent variables and Work From Home routine. 

 

Lastly, the dependents were asked if they take breaks while working from home, therefore 

analysing the breaks variable against the dependent variables the null hypothesis has been 

rejected as their values are higher than 0.05, contrarily presenteeism before covid showed 

significance (p=0.047) not rejecting the null hypothesis (Table 13) 
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Table 13: Mann-Whitney U Test for the dependent variables and Work From Home Breaks 

 

5.4.2 Kruskal-Wallis H Test 

 

The Kruskal-Wallis test examines whether the median values of three or more separate 

samples vary. it gathers all data points from the samples and ranks them in ascending order, 

however, if two scores are identical, the average of the two ranks is used, and then the rank 

sums are calculated (Nahm, 2016). Several Kruskal-Wallis tests were conducted to see if 

there were differences across the demographics of the sample, all results are collected in 

Table 14. 

  

The first Kruskal-Wallis test performed was to understand if there was a difference between 

the dependent variables (burnout, absolute absenteeism, presenteeism during Covid 

presenteeism and before Covid) and age, one of the independent variables that comprises 4 

categories. The test results show a significant difference for exhaustion and absenteeism as 

the p-values equal 0.019. For marital status, a significant difference is encountered (p=0.003) 

for the disengagement variable rejecting the null hypothesis. The disengagement and 

absenteeism variables also displayed a significant difference (p=0.014 and p=0.008 

respectively) for those having children. At the same time, ethnicity showed strong 

significance across all dependent variables as p ≤ 0.05, except from disengagement. 

Similarly, the business function variable showed significance across all dependent variables 

excluding absenteeism. Management status and previously worked from home only showed 

significance on the presenteeism during covid variable. The rest of the dependent variables 

did not reject the null hypothesis as all reported values of  p> 0.05, revealing no statistically 
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significant differences in the absenteeism, presenteeism before and during covid, and burnout 

variables. 

 

 
Table 14: Kruskal Wallis Test for dependent variables and Age 

 

5.4.3 Multiple Linear Regression Model Testing Analysis 

 

The multiple linear regression model (MLR) is a statistical technique that predicts the outcome 

of a response variable by combining multiple explanatory variables. Its main goal is to model 

the linear relationship between the independent and dependent variables (Field, 2009). MLR 

allows the researcher to determine the model's overall fit as well as the relative contribution of 

each variable to the total variance described. 

The models observed in this study are the following: 

 

 

• Model 1: Y(absenteeism) = β0 + β1(age) + β2(children) + β3(ethnicity) + 

β4(disengagement) + β5(exhaustion) + β6(work from home equipment) + β7(work 

from home space) + β8(work from home routine) + β9(work from home breaks) + e 
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• Model 2: Y(presenteeism during covid) = β0 + β1(business function) + β2(management 

status) + β3(ethnicity) + β4(work from home before Covid) + β5(disengagement) + 

β6(exhaustion) + β7(work from home equipment) + β8(work from home space) + 

β9(work from home breaks) + β10(work from home breaks) + e 

 

• Model 3: Y(presenteeism before covid) = β0 + β1(marital status) + β2(business 

function) + β3(ethnicity) + β4(disengagement) + β5(exhaustion) + β6(work from home 

equipment) + β7(work from home space) + β8(work from home breaks) + β9(work 

from home breaks) + e 

 

β0 is the regression line's intercept; it's the expected value when x = 0, while β1 is the regression 

line's slope, and e is the residual errors commonly defined as the discrepancy between a set of 

observed values and the mean of those values (Kim, 2019). 

 

5.4.3.1 Model 1 Linear Regression 

 

Model 1 independent variables were entered in blocks using the Enter stepwise method. The 

first block contained significant; as demonstrated by the univariate testing; socio-demographic 

variables (age, children and ethnicity)  included in the model as predictors, the second block 

added the burnout variables (exhaustion and disengagement) as predictors and lastly on the 

third block the work from home questions (equipment, space, routine and breaks) were also 

incorporated as predictors (these blocks are referenced in the following tables as model). 

 

The statistical independence of findings was tested using the Durbin-Watson test. The Durbin-

Watson statistic has a range of 0 to 4, with a value of 2 indicating that there is no association 

between residuals (Field, 2009). 

 

The Durbin-Watson statistic for model 1 is 2.117 (Table 15) indicating that the residuals had a 

negative correlation, not rejecting the null hypothesis. 

 

The coefficient of determination, also known as R square, is a measure of how much variation 

in the dependent variable is explained by the model's independent variables  (Field, 2009). The 

R square values in table 15 for block 1 show that the socio-demographic factors can explain 
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4.8% of the variation in the four week estimate of absolute absenteeism. In block 2, we observe 

that the socio-demographic and burnout variables can predict 9.2%  of the four-week estimate 

of absolute absenteeism. Lastly, model 3 determined that 11.5% of the model can be predicted 

by the socio-demographic, burnout and work from home variables. However, 33.9% of this 

model is explained by the dependent variable as we can see from the R value under block 3. 

 

 
Table 15: Model summary for model 1 

 

In regression, the F value is the outcome of a test in which the null hypothesis equals all 

regression coefficients to 0. Results for the Anova test are presented in Table 16 below. The 

regression including only the first set of independent variables was not significant 

F(7,184)=1.323, p=0.241. However, the second and third blocks showed significance as F(9, 

182)=2.057, p=0.036 and F(13, 178)=1.783, p=0.049. 

 

 
Table 16: Anova test for model 1 

 

The results of the multiple regression analysis are presented in the table 17 below. The 

independent variable children has a significant effect on the four week estimate of absenteeism 

as p < 0.05. Children has been proven to have the largest impact on absenteeism as indicated 

by B (B=28.329) in table 17. There are some negative values; as seen in the burnout variables, 

work from home routine and breaks, and some of the ethnicities (Latino, Asian, Multiracial 

and prefer not to answer); meaning that the outcome variable; in this model absenteeism; would 
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decrease by the beta coefficient for every 1-unit increase in the predictor variable; in this case 

the independent variables. 

 
Table 17: Coefficients table for model 1  

 

5.4.3.2 Model 2 Linear regression  

 

Model 2 independent variables were also entered in blocks using the Enter stepwise method, 

and were selected based on their significance after the univariate testing. The blocks entered 

included in block 1 socio-demographic factors (business function, management status, 

ethnicity and work from home before covid), block 2 and block 3 contained the same variables 

as model 1. The dependent variable is Presenteeism during Covid. 

 

The Durbin-Watson test reported a score of 1.52 implying a positive correlation between 

adjacent residuals, therefore the null hypothesis of non-autocorrelated errors is rejected.  

 

The first set of independent variables account for 34.1% of the variance in the presenteeism 

during covid scores, when adding the burnout variables increased to 34.7% and adding the 
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working from home variables raised the percentage to 35.2%. Overall, 59.3% of this model is 

explained by the dependent variable (Table 18). 

 
Table 18: Model summary for model 2 

 

Model 2 Anova test obtained F values of 7.716, 6.722 and 5.225 respectively for each of the 

independent variable blocks. All the blocks for model 2 equation are significant as p ≤ 0.05, 

rejecting the null hypothesis. 

 
Table 19: Model 2 Anova test 

 

Block 3 tested the model in full finding significance (p<0.05) with African American or black 

(p=0.002), multiracial(p=0.003), Asian(0.000), customer support (p=0.017) and previously 

worked from home (p=0.017) variables, meaning that as the independent variable's value rises, 

the dependent variable's mean starts to increase as well.  
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Table 20: Coefficients for model 2 

 

5.4.3.3 Model 3 Linear regression  

 

As the previous two models, Model 3 also utilised the significant variables obtained the 

independent variables from the univariate testing and entered them using the Enter stepwise 

method, the blocks entered included in block 1 socio-demographic factors (business function, 

marital status, and ethnicity), block 2 and block 3 included the same variables as the previous 

models. The dependent variable is Presenteeism before Covid. 

 

The Durbin-Watson score is 1.704 implying an inconclusive correlation between adjacent 

residuals, hence not rejecting the null hypothesis.  
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The first set of independent variables account for 14.5% of the variance in the presenteeism 

during covid scores, when adding the burnout variables increased to 15.6% and adding the 

working from home variables raised the percentage to 16.9%. Nevertheless, 41.1% of this 

model is explained by the dependent variable (Table 21). 

 

 
Table 21: Model summary for model 3 

 

The results of the anova test for model 3 reported to be significant as p < 0.05 and are as 

follows: F(11,180)=2.765, p=0.002; F(13,178)=2.53, p=0.003 and F(17,174)=2.084, p=0.009 

respectively for each of the independent variable blocks, rejecting the null hypothesis. 

 

 
Table 22: Anova test for model 3 

 

Model 3 only found human resources independent variable (p=0.001) as having a statistical 

significant impact on presenteeism before Covid across all blocks as p < 0.05, rejecting the null 

hypothesis. 
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Table 23: Coefficients for model 3 

 

6. Discussion 

 

This chapter discusses the main conclusions based on the statistical analyses that were 

conducted. A number of statistical studies were carried out, the findings of which were 

highlighted in chapter 5. 

 

The aim of this study was to find out how burnout triggers absenteeism and presenteeism in 

the an IT firm in Ireland, and to what degree these associations changed in the new work 

environment precipitated by the outbreak of Covid, and the mandatory working from home 
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period. The researcher was able to establish three models that examined how socio-

demographic characteristics, burnout, and the work from home situation affected absenteeism 

and presenteeism after conducting a literature review to determine the critical factors 

influencing absenteeism and presenteeism. 

 

The results determine that males suffer more presenteeism before the Coronavirus pandemic 

than females. However, females experienced more presenteeism during Covid and have been 

more absent. Previous research during the pandemic established that women were more absent 

from work than men to fulfil childcare needs  (Croda and Grossbard, 2021; Del Boca et al., 

2020), although the present study does not determine the causes of absenteeism it concurs that 

women have been more absent than men during a 4 week period. The results reported higher 

presenteeism in females during Covid coinciding with other studies in other sectors 

(Gustafsson Sendén, Schenck-Gustafsson and Fridner, 2016). Contrary to other studies before 

the outbreak of the Coronavirus pandemic (Böckerman and Laukkanen, 2009), males have 

reported higher presenteeism. Additionally, the burnout results did not discover significant 

differences between the business functions, as previous research by Chatterjee and Das (2019) 

reported. Notwithstanding, absenteeism was measured as an absolute score, because if 

participants worked longer hours or on a day off, these hours would compensate for their absent 

hours. 

 

The Coronavirus pandemic altered the concept of absenteeism for many workers, as a result of 

their personal circumstances (Grigore, 2020). One of the main reasons for absenteeism during 

the pandemic confirmed by Chin et al. (2020) was school closures and childcare duties. The 

results of model 1 affirm that children (β=28.329, p=0.033) have a significant influence in 

absenteeism. It is important to note that schools in Ireland fully reopened on the 12th April 

(O'Brien, 2021) the same date as to when the survey closed for responses. Age, race, burnout, 

and various work-from-home variables; in relation to room, equipment, routine, and breaks; 

were also predicted to have a major positive impact on absenteeism. However, the findings did 

not confirm these theories, and any impact they did have was only indirect according to this 

model. 

 

Model 2 examined presenteeism during the Coronavirus pandemic, although the literature 

review confirmed that presenteeism was encountered amongst employees throughout different 

sectors (Chen, Lu and Cooper, 2021; Grigore, 2020; Shan et al., 2021). The results of the 
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regression specify that certain ethnicities; African american or black (β=15.166 p=0.002), 

Pacific Islander or Asian (β=26.154, p=0), Multiracial or other (β=16.944, p=0.003); business 

functions; Customer Support (β=10.801, p=0.017); and if employees worked from home 

previously or not; previously worked from home (β=8.547, p=0.0107); experienced higher 

levels of presenteeism during the coronavirus pandemic. Due to the multicultural environment 

of the company, it is interesting to note that not all ethnicities proved to have significant levels 

of presenteeism. Simultaneously, model 2 results corroborated Kinman and Grant's (2020) 

findings on supporting professions by revealing customer service as the business feature with 

the highest levels of presenteeism during the covid-19 outbreak. IT workers have previously 

benefited from the advantages of working from home (Milasi, González-Vázquez and 

Fernández-Macías, 2020); and although 69.8% of respondents previously worked from home, 

often for short periods of time, the mandatory work from home period created difficulties in 

establishing a clear distinction between working time and personal life, resulting in higher 

levels of presenteeism experienced during the coronavirus pandemic as seen in the literature 

(Cho, 2020; Pluut and Wonders, 2020).  

 

In contrast, when analysing presenteeism before the Coronavirus pandemic, model 3, only 

reported significance within the Human Resources business function (β=-8.926, p=0.001), 

establishing lower amounts of presenteeism experienced.  and did not encounter any significant 

amount of presenteeism in any of the other variables. The theory, in contrast, reported that 

presenteeism has been more prevalent and costlier than absenteeism in the workplace (Pei et 

al., 2020). O'Connor et al. (2020) pointed out that presenteeism can also cause an adverse effect 

on mental health, however, presenteeism before and during the Coronavirus pandemic did not 

seem to be significantly affected by the burnout variables (exhaustion and disengagement). 

This may be attributed to the more flexible work arrangements, where the majority of the 

workforce has been operating remotely from other countries since the pandemic started, 

allowing workers to be closer to their loved ones or in a more idyllic location, something they 

were unable to do for long periods of time previously. Concurrently, burnout did not affect the 

absenteeism levels during the early months of 2021, differing from previous research 

(Salvagioni et al., 2017; Tipa, Tudose and Pucarea, 2019).  

 

Nevertheless, the research is focused on a large organization in the IT sector; usually where 

higher levels of burnout are encountered (Nagaraj and Mahadevan, 2015); its strong focus on 

employees work-life balance and company culture, some of the factors contributing to less 
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burnout (Jourdain and Chênevert, 2015). This study has enhanced the existing literature in 

relation to burnout, absenteeism and presenteeism in the Irish IT sector during the coronavirus 

pandemic. Most of the current literature focuses on healthcare professionals due to the higher 

pressure experienced throughout this period. Further research is encouraged in the area of 

absenteeism and presenteeism in the IT sector, to determine the impact on employees' mental 

health after the mandatory work from home period as a result of the Coronavirus pandemic. 

Simultaneously, IT firms are currently supporting more remote working solutions, therefore 

assessing the impact of new policies and practices in relation to teleworking on mental health 

must be a priority to create adequate and engaging work environments for employees.  

 

7. Conclusion 

 

The purpose of this study was to investigate and propose some conceptual models to describe 

the relationship between burnout, absenteeism, and presenteeism in an Irish IT firm. The results 

of these models explained 33.9%, 59.3% and 41.1%, of the variances in absenteeism and 

presenteeism during and before the pandemic, respectively. Despite rejecting claims from 

previous studies in relation to absenteeism, it has reaffirmed that the concept of absenteeism 

during the pandemic has changed (Grigore, 2020), proving that absences are more significant 

for those who have families and need to care for their children (Chin et al., 2020). The novel 

concept of presenteeism has been presented as a threat for high demanding companies before 

the pandemic; nevertheless, this study refuted that the company researched had clear predictors 

contributing to its levels. Conversely, during the pandemic it became more embedded across 

different ethnicities of its multicultural environment, as well as specific functions.  Employees 

who previously worked from home also encountered higher levels of presenteeism during this 

period, demonstrating that despite benefiting from the practice in the past, longer terms isolated 

from peers are affecting employees.  

 

8. CIPD requirements 

 

8.1 Recommendations and financial implications 

 



 60 

Everything considered, the Coronavirus pandemic has changed not only how employees work 

but also their priorities, creating space for change. Work-life balance and mental health 

problems are still prevalent and, as observed, one of the main factors influencing them is more 

spread over the workplace. In order to prevent the long-term consequences, the researcher 

designed a plan to promote well-being and reduce presenteeism during the mandatory work 

from home period. 

• Promote EAP services: Encourage employees to use EAP services, ensuring the service 

is easy to access to promote well-being. As the company already has a dedicated team 

for the well-being of employees and EAP resources in place, the benefits team could 

create an internal website with service levels and contact details. The total cost for this 

implementation is 250€ for the full website design, taking up to two days to build. 

Subsequently the benefits team can engage with leadership for its promotion across the 

company. This can be implemented immediately by engaging the internal 

communications team. 

• Work-life balance training: Providing managers with the right training to provide 

assistance and accommodate employees’ needs is an important factor in achieving a 

healthy work-life balance during these uncertain times. An e-learning, self-paced 

training can be put in place for managers to minimize micromanaging and promote 

understanding of complex personal situations the pandemic has created. The learning 

and development team can design and distribute this training amongst managers. The 

cost of the e-learning and content design is approximately €5,000 taking up to 3 days 

to complete. 

• Time off: As a result of high presenteeism levels encountered between employees it is 

important that the company promotes taking time off to promote employee wellbeing. 

The multicultural workforce might be resistant to use their own vacation allowance as 

they will prefer to keep their vacation days to visit family or travel back home. 

Therefore, the company can introduce a day off for all employees per quarter, 

encouraging them to disconnect. The cost of this initiative for this particular IT firm 

will be approximately €6,000,000 per year, however, it is important to note that this 

figure only considers the mean salary of the company employees. 
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8.2 CIPD Personal Learning Reflection 

 

Writing this dissertation has been rewarding and fulfilling, not only because it has allowed me 

to greatly expand my skills and knowledge in how absenteeism, presenteeism and burnout 

affect employees in a large IT business. Together with how to apply existing policies and 

practices that can contribute to promote good health within workers, and reduce the associated 

costs for the company. As a human resources professional this is an invaluable experience that 

has contributed to my growth, adding a more analytical approach to my day to day. 

 

The Coronavirus pandemic has been one of the main challenges for me during the completion 

of this study, being only able to access library resources, workshops and meeting with 

supervisors or other students online has been difficult as a result of different schedules and 

working full-time. Never before I conducted any type of research, so the whole process was 

new to me and despite being previously employed in finance the quantitative research methods 

was proven a challenge; operating SPSS and understanding all the requirements. However, the 

more I progressed towards the completion of this research my confidence and understanding 

of research methods grew.  

 

The topic selected for this study is one which I am really interested in and I've gained a lot of 

knowledge. Despite being a positive experience, there are areas that I could develop more, such 

as being more descriptive in my writing and not assuming the reader has extensive knowledge 

on the topic, by introducing the concepts first and then elaborating. This is something that will 

benefit me professionally when presenting ideas or working on projects.  

I hope to be able to put the information I gathered during this research to good use in the future, 

whether pursuing further education and exploring more niche aspects of Human Resources. 
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