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Absenteeism:

-Management Control
.~ and True Causes

Marie Colette‘Moyles
~ ABSTRACT

Absenteeism is a serious problem which affects the profitability, competitiveniess and
productivity of industry. Costings of ‘absenteeism (in the U.K. are estimated at 11 .
billion pounds per annum. (Seacombe, 1995:26). Irish business' loses  hundreds of
millions of pounds' each year as a result of employee absenteeism. In 1992 the drrect
cost to mdustry in Treland - was £575 m11110n (IB.EC, 1993 l) :

These s1gn1ﬁcant costs represent drrect costs only" and take no account of indirect.
‘costs, such ‘as the cost of lost sales, replacement human' resources' and overtimé to
cover the absentees.. Industry can no longer afford unnecessary absenteeism..
Absences from the workplace pose practical problems not only for 1ndustry but for the
~economy as a whole This requlres examination and diagnosis. :

Unless an orgamsatron is overstaffed the absence of an employee will result erther in
a loss of productron or else i 1mpose an additional strain on those present .

Therefore; the control of absenteeism within an organisation is vital in order to ensure

that the. organrsatron remains profitable, competmve and reaches its maximum
productrvrty potentlal . ‘
~ A survey :Qf literature -indicates that absenteéisn. levels will decline if attendance,”
control ‘strategies are in place. (Edwards and Whitson, 1995:5)

This study proposes to test the hypothesis that effectwe management of attendance at
- work will reduce or eliminate unnecessary absenteeism.

* Furthermore recent research in the topic area has purported to contam the causes for
. absenteeism in the workplace. In reality these causes are those as perceived by

‘management and in actual fact may not be-indicative of .the real reasons for
absenteeism. (IBEC, 1993:21).

This study proposes to address this anomaly by surveying the workers themselves and
establishing the ‘true’ causes for absenteeism.
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INTRODUCTION
This researcher’s interest in this area stems from;

* a dissertation on the subject of the Development of an ‘Akbsent‘ee‘i’sm :
Control Programme  for larnrod Fireann which she submitted in
1994 to the National Council for Educational. Awards in partial *
fulfilment of the B.A. Degree Course in Industrial ‘.Relatr'cns ‘and -
Personnel Management. | B L

% as.a result of this prev10us unpubhshed research the researcher has ,A

a keen mterest to test the hypothe51s that management control of -

absenteeism in the workplace will curb or reduce same.
* furthermore as a result of the previous unpubllshed research the-- -

researcher identified that much research in the- area of causes or-

factors. contributing to “absentceism was dated and that on. ..

opportunity existed for further research in this area. . .
This study evolved as a consequence..

This re}search is twofold. In the_ﬁrst" instance the study is concerned '
with the management of attendance in the workplace; The hypothesis -
‘ . to be'tested is management of attendance in the vycrhplace will curb cr -
reduce absenteeiSm - For this purpose a case study .of the |
.nnplementatlon of a managément strategy 6f absenteeism ‘control in an
organisation will be undertaken The case study will be conducted in

Tarnréd Eireann in the Catering Department Network Catermg

‘Secondly a survey of personnel. will be undertaken within the same |

sample group to assess the employees attitude’ to management’s



control of attendance and determine how effective the control is in
“terms of employee participation levels and to Hetermipe the true causes

and contributing factors to absenteeism levels in that organisation.

A purpose désigned research insuumént was- intcndéd to uncover”"_‘. o

attitudes and identify behaviours amongst Tarnrod Eixjeann employees.
I'dve~as_ffr'om other researchers in the field of 'abSentééisrh*'ari_d‘ from .
prévious _unqulished research by the aﬁthor would guide .th‘e"ého_ice of -

e _questions to be asked. - .



Chapte'r 1 : Absenteeism

.';-.One of the greatest d1fﬁcult1es encountered by a researcher in the area

‘,of absentee1sm 1s the lack of a.common deﬁmt1on

- 'There is. no natlonal deﬁmt1on for absentee1sm (O Kelly, 1988: 14 - '
17). The measurement of the extent of the absence problem n. Ireland:.
i$ severely hampered by the lack of an agreeable deﬁmtron of absence

‘.and abseniteeism (IBEC 1993 15 R |

- The lack of a common deﬁmtron makes 1t almost unpossrble to assess
©or compare absenteersm levels Therefore the first step must be to

agree on a deﬁmtlon of what 1s mearit by the term absentee1sm

| ‘In the “popular understandmg, the term abseﬁteeism is more or- less~.
synonymous with the notion : of malmgermg, 1mp]ymg that the
K employee s absence 1S dehberate and un_]ustlﬁed Thrs pejoratrve sense'
. 1s made - exphcrt in many formal deﬁmtrons of absenteersm For i
o example the Bntrsh Instltute of Management deﬁnes' absenteelsm v
- as: o
. .That kmd of absence wh1ch a reasonable person, havmg regard to all
»the crrcumstances of the employee concemed may regard as aV01dable '.
(Brrtrsh Institute of Management 1955 17).. Other srmllar deﬁmtrons
include: "habrtual unJust1ﬁed absence from work" .(Oxford Enghsh
Drctlonary) and 'the practlse of workers fa111ng to :report tor work on

- somie shght excuse or none at all" (Moore 1977: 504)



~ While it cannot be. denied that "s"'om'e absences may be-unjustiﬁable (or

voluntary n psychologlcal terms) the. aforementloned deﬁmtlons of

absenteeism are: too narrow for this study S pmposes In thls study the

author 1s concerned w1th absenteelsm n the broader sense of staff’

being unavallable for work when they are scheduled to be present In

- this context the deﬁmtlon of absenteersm put forward by the F ederated- '
Union. of Employers (F U.E). - "all absence from: work other than
. v';--planned hohdays - 1s more useful (F UE 1980 8) However even, |
| . lthls is- not. entlrely sat1sfactory, since it excludes only one form oftj:a\‘

| ‘_‘planned absence VIZ. hohdays all other types of plarmed authonsed"_

“absence are deﬁned (at least lmpllCltly) as absenteelsm

- IBEC put forward that "absentee1sm is Lmscheduled d1srupt10n of the

. work process due to" days lost as a result of 51ckness or any. other‘
»cause . Again, thls deﬁnltlon has drawbacks as 1t excludes approved -
absences such ".as matermty leave study leave Jury serv1ce and: |
compassmnate leave (IBEC 1993 16) These forms of absence are ‘

‘e1ther statutory (e g matermty leave) or subject to management. N

g approval and as such, do not. fit easrly into the concept of absenteelsm L

From an Amerrcan perspectrve DlltS Deutsch and Paul (1985) offer | ‘f. N

the followmg deﬁmt1on L )

"an mdzvza’ual s unavallabzllty for work. when work is available for the.

individual”.

- This definition is very broad and it is recognised as such by further ‘ _’

clasmﬁcaﬂon by cause:

e



1. -.Casual absences from ‘work that are not authorrsed by the-

_orgamsatlon S personnel policy or labour agreement

"2 -,'Authorrsed absences ﬁom work spemﬁcally authorised by‘:
orgamsatrons personnel policy or labour agreement and regarded~ ‘

'-by workers: as nghts granted to the -work force

Whlle thrs deﬁmtlon embraces all areas of absenteelsm 1t 1s very long N X
The . deﬁnmon of absenteelsm used by the: Irlsh Management 1nst1tute
‘,(I M. I) in it's ongoing rev1ew of absenteelsm rates m. Insh Industry i

) overcomes this dlfﬁculty The 1 M I defmes absenteersm as

trme lost attnbutable to srckness ot any. other. cause not excused_
. through statutory entitlements or condztrons of employment

' (Redmond G 1986: 17)

This-:deﬁnition clearly implies that statutor'y leave or annual leave
: would not be regarded as absenteersm but sickness, long-term sickness
E ';or mterrmttent absences would Accordmg to Kevin O Kelly (1988) this

" isthe correct way in wh1ch fo deﬁne and measure absentee1sm

" Mthe only thing that you'can count is. what you can-control - everythzngl
covered by legzslatzve and national agreement shouldn't be mcluded
-matermty Ieave jury servzce trade union meetmgs and trammg

(o Kelly, K., 1988; 15)

This definition is the definition most commonly used in the research of

absenteeism today. ‘Absenteeis‘m" isr‘referred to.as a failure of

CRas -



employees 'to report for work 'when they are scheduled‘- to work.
Employees who are away from work on recogmsed hohdays vacatlons :
| ‘approved leaves of absence or leaves of absence allowed for under the

, collectlve agreement prov1s10ns would not . be included’

(http: //beneﬁts org/mterface/cost/absent htm)

Measurement Of Absenteeism

Having agreed ‘on a deﬁnition for absenteeisrn the 'ne‘xlt~ step is to
‘,de01de how to measure the level of absenteelsm The measurement of

absenteersm is a further problem area as there is no agreed natronal :
system of-measurement and hence no means of quant1fy1ng the problem

(O Kelly, K 1988: 17)

Absenteeism rates can be calculated in a variety of ways. Figures can
be established on' a subgroup basis according to-divisions, departrnents; ‘
shifts, locations, type of employee umon/non-umon status, job fam1ly,
ete. Absenteeism: may be pamcularly cnt1cal on some jobs and shrﬁs
‘when substitute workers have to be 'employed to replace th,e' "no-

"

‘shows.” Also, calculations can be made on a weekly, monthly;

quaﬂerly; seasonal, semi-annual or annual basis. Seasonal“pattems of -~

absenteeism frequently exist. Daily patterns may also exrst such as

, frequent absences on Monday ("Blue Mondays")

Additional insight into the absenteeism problern can be gained by"
separating data accordrng to long-term absences and short term
-absences. leferent problems are presented by an employee who 1s

- absent five t1mes for three days each than by an employee who is


http://benefits.org/interface/cost/absent.htm

bsent ﬁﬁeen times for one day - each Computmg the numbers of o .

‘absences by the1r duratlon s can be useful in developmg absenteelsm.. L

" Pohc1es and controls, © '

B '(http /www. shrm org/docs/whrtepapers/absentee1sm html)

However from the llterature avallable three frequently used ineasures B

- emerge These can be apphed md1v1dually and collect1vely

. o . [N AN -
eaer - Rt . -t . P

1. The Sevérity Rate - ~

"Thrs 18 also referred to as the total absence rate or lost t1me

- A"percentage 1Iti s calculated as follows R N “},»;."" ,

B ‘c s

.= No. of days of absenteeism, period under reviéw'x 100

~

_Total no. of emﬁloy_eers_x,‘ total no. :‘work days avar'lable FE ’

(IBEC,1993:17)
o The number of days lost/absent refers to the number of days lost as per
the companys deﬁmt10n of absenteelsm 1e unauthonsed absences L
The ‘total number of days scheduled to be worked refers to the total
L number of workdays less authorlsed absences 1.e. annual leave, Jury‘_ :
serwce etc. - multlplled by the total number of employees The severity

rate measure can be applled to the’ md1v1dual or to the company 1n total.

e


http://wvvw.shrm.org/docs/whitepapers/absenteeism.html

2. Frequency Measure'

This measurement; technique shows the ,ayerage nuinber AOf_'tirnes' each -

person was absent The calculation -of this measure is. conducted as.

follows

v Total nuimber of spells of absence - .~ . ..
, ;.. P . . » R o 7",. . . . ~- . . - ._r~‘ J

~

Total'number'Of;‘people'e_mploy,ed .
- The frequency w1th whlch employees take t1me oﬁ‘ is nnportant from |
. the pomt of v1ew of control (TBEC 1993 18). The results of the’

calculatron of thls ‘measure does not indicate -that “all employees_ ’

regularly absent themselves from thelr workplace but rather 1t 1S, an:
average for all employees and this mcludes those with perfect records':
of attendance together w1th those w1th hrgh levels of - absence Thrs
- measure has beneﬁts n that 1t provrdes an mdlcatlon of the extent of

the problem of absenteelsm in an orgamsatlon

A



3..__Duration Measure

ThlS measure shows the average length of each absence spell per

employee It is, calculated as follows

- Total number of days lost

‘Total number of’ spells of absence ,

© Tt must be remembered that some organisations harve» a small number.of -. .

. employees who' have been absent for . very long spells often up toa.

. ,,year These long term absences serve to add to the: calculatron of the'?

jlength of spells of absence for all other employees (IBEC 1993: 18)

| .The aforementroned methods of measurmg absenteelsm are . the most. )
commonly used methods  applied 1nd1v1dually and also collectlvely If

| an, organrsat1on 1s serlous about: mvestrgatmg the level of absenteersm -

then these measufes are the munmum measures that can be apphed as

. they W1ll md1cate the seriousness of. the problem how often the '. S

absences occur and ‘whether they are of long -or short. duratlon These

. results will then 1nd1cate if the problem requrres further 1nV€st1gat10n T

If that is the case, it w1ll be necessary to rdentlfy who the per31stent

offenders are, in order that a solutlon may be found

-‘The FUE (1980) recommends that an investigation of individual
- records be conducted by collectmg th1s type of mformatlon on ﬁle for

éach employee on the basis of th1s a pattem may - emerge whereby



abs'en_ces are seen to oc'cu_r on certain days of the working week ‘or, at
certain. times of the year. In this- way the empvloyer‘ will be in
~ possession of all the relevant details and'pattems of occurrence when
the time comes to summon the alleged offender and, quest1on him/her

about mstances of absenteeism.

Furthemlore the practrse of keepmg attendance records and the fact
) that attendance records are. actually kept has the initial impact of giving
| attendance a. certam pr10r1ty in - the workplace In an. orgamsat1on
‘where absence 1S recorded there 1S less hkehhood of employees bemg
absent srmply because the belief is that it may go unnotlced (IBEC
1993 41)

Absentee records (or time cards) can be used to: |

« keep track of individualv*"ernployee*absences

. render totals for the:business - . .'

* pinpoint absence ﬂuctuatrons over. dlfferent tnne penods or different.
times of the year - o |

- calculate the cost to the business for nnschednled_absences
(http://www.todlKit.cch.com/ guidebook/teXt/PO 5 5305.htm)

It 1s recommended that absence data be collected not only on an
1nd1v1dual bas1s but also on a collective basis. Absence: rates will be

shown for:; -

1. . Category of worker manual, skrlled clencal admmrstranon R

management anid professional. .

10
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2.  Shift workers as against day ‘workvers.

'. 'By analysmg thJS type of data the F. U E. beheves that only then can

- real1st1c targets be set to contain or reduce the problem of absenteelsm

Absenteeism.";' Whiat does it c0s_t‘?
The prlmary reason for undertakmg a study in absenteelsm is to reduce |

the huge costs. mcurred as-a result of absentéeism. CoT e L

-

‘f'Few personnel managers surveyed can answer the questron of how‘

much does absenteelsm cost an orgamsatlon each year‘? (Prewousz_ ,

| unpubhshed research conducted by the author in 1994) R

.t

Ttis 1mperat1ve that n addltlon to measunng absenteelsm management

-measure their absenteersm levels yet few orgamsatrons estabhsh a cost o

must furthermore put a cost. on absenteeism. "This area 1s frequently

- neglected yet’ 1t is the factor wh1ch is most 11ker to get management to

: realrse the true extent of the problem and consequently act upon it.
. A survey of hterature 1nd1cates that many orgamsatlons purport to .
for the1r absenteelsm level (Huczynsk1 and F1tzpatr1ck 1989 15)

While the direct costs of absenteeism are easily calculated for an, '

organisation, a problem arises in the Calculation of indirect costs.

N Huczynskl and Fitzpatrick propose a qalculation_ model for calculating

11
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.1.2

14
15

1.6

the true cost of absence within an organisation, including a means of -

_ealculating indirect costs.

" 1. Direct Cost of Absence (Annual)

Sick Pay; - |
Continued payment of fringe benefits during abserice;
Overtnne payments for those. ﬁllmg in for absentees;.

Ovemme payments for employees further down. the line whlch

arise as a result of the absence 4
.‘Excess cost of temporaly staff employed (1 e. employment
‘agency premium);

' Overstafﬁng to cover for absence.

Weekly wage plus employment cost x number of extra s‘_taff x52.

- Added to the mmnal_;direct'cost of absence is the annual indirect cost of .

absence.

2. Indirect Cost of Absence (Annual)

2.1

S22

Cost of recruiting and training extra staff per person x number of -

persons;

| Cost of management/supervisory time devoted to dealing ‘with

absence - related issues e.g. revising schedules, disciplining,

12



230

2.4

o - of rejects 1es matenals and labour costs to put thmgs nght and'.' N

D25
»Estlrnate of . proﬁt foregone by lost product1on or ﬁnanc1al'

| .Jgpcnalty mcurred due to late dehvery, cost of feedmg other parts Sl

o g.7

2.8

record keeping and counselling, " =

Hours“devoted per week x hourly rate x -52;

Reduced productrvrty from work bemg done by les,s_‘j[

expenenced/fatlgued employees.

,'Excess hours per annum requlred to achreve standard output X . -

" hourly pay rate or:

Lost output per annum X proﬁt contnbutrons per unit of output

Lower product quallty of work: due to replacement of staff cost 3

the cost of extra premrums to mamtam saleable volume (e g

e

extra overt1me to make up the volume)

Costs of dlsruptron/sectlon shut down due to absenteersm

) :'ofthe company S

4\7"
{0

. Extra costs: mcurred to meet shpped deadlmes (e g frerghtlng by

air mstead of by sea)

4 .

~Loss of ‘customers due to fajlure to meet deadline or to inferior

: product quality ‘(last ﬁnancral year) - Profit lost from customers'

that did not re-order as expected when th1s can be related to

absence; *

‘f Lo;w.rnorale amongst other ernployees caused by lax attendance -

LB



“of certain employees (lateness, _tumover, failure: to work at

: measured standard of performance); . L

. o

29 Imagme that your company "did not- have an absenteeISm‘

problem; e. g. less than 1%.- _What equlpment would no- longer

be. necessary? how many absence momtonng staff could be

'“dlspensed w1th / redeployed‘? - Estimate the cost savings

""mvolved in equlpment purchase or hrre wages ‘and employment

costs for staff re. what are the excess-costs 1ncurred agamst the‘ L

; :best attamable?

. .

£ 2.10" Insert any other calculat1ons relevant to; your orgamsatlon or

"', sect1on Annual costs of absence - Grand total 1S derlved from addmg ; _' o

'dlrect and mdlrect costs of absence for the’ year

‘;Huczynskt and Fltzpatrlck acknowledge that thlS framework is ,:a B

stamng pomt and may be altered to suit an 1nd1v1dual orgamsatron 's’

pamcular characterlstlcs

| ,Furthermore this . calculation framework has drawbacks s it's
L .calculatlon méthods are pamcular to the manufacturmg mdustry and it

makes no allowance for calculatlon of - absence costs for the semce[‘

lindustry. .o
Other . literature surveyed‘ suggests - alternative . methods for. the
.~ calculation of absenteeism costs, such as cost per man hour lost‘due,'to

. absence or the calculation of the amouni by which a Company's net

~ profit, from a_certain penod would have increased if there was 1o B

absence during that- penod (Bntlsh Instltute of. Management 1961; -

‘British Instttute of Personnel Management, 1984).
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‘In 1980 the F.U. E. proposed a model of factors which have to be taken |

1nto account to calculate the total cost of absenteelsm These mclude

- ';S1ck pay and fnnge beneﬁts | V
| Overtlme payments for those who substltute for absentees '

' Overstafﬁng requ1red t0. - cope w1th problems caused by

*

absenteelsm

'v'Management and superv1sory t1me used m replacmg those

L __absent R

R 'Lower product qualrty and/or mcreased superv1s1on necessary 1f =

T,ireplacements are not of the same competence levels as those '

who are absent

¥

. Dlsrupt1on in ﬂows of product1on and even shut downs of certam o

e sect1ons

~ 1L

" Deadlines not be’ing’ met; -

Loss of customers through fallure to: meet deadlmes or- through.

mfenor serv1ce !

- Cost of recru1tment select1on and tralmng of replacement
10

Dlssatlsfacnon of and adverse effects on the performance of -

,employees when they see unwarranted absence

Extra admlmstranon requ1red in tracking absenteelsm

,Whlle thJS model S useful it does not prov1de such mforrnatlon as the: e |

total number of. hours of absence the d1rect costs of absentee1sm -or the

cost of an hour of absenteersm

Furthermore as. tlus study wrll concentrate on the service sector in the

case study, factors such as' costs of deadlmes not bemg mét, costs of

4
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dlsruptipn of flows of production and shut-,doWns';canndt{bequantiﬁed. :

Therefore the. model chosen for the 'cal'culatio.n of costs for the pm‘po's'e |
of thls study, w1ll be ‘the model put forward by. the former F.UE. now
BEC in 1980 o e

'The formula for calculatlng the dlrect costs of absenteelsm 1s as‘

T

follows: e e

' A ;‘ = Number of hours pald durmg the year to absent personnel

‘ ) B = Number of hours of absence durmg the year taken by workers e
, - wrthout pay; - S . |

e " =Cost of sick pay in the year - _ o
D Total prermums pard for overtnne to compensate “for

absenteeisin' m the year )
E .= To calculate the total number of hours of absence A & B

= To calculate annual dlrect costs of absentee1sm C & D;:

G = To calculate the cost of an hour of absenteersm F E
(FUE 198013) § |

'-_ 'Havmg exammed the costs of absenteelsm in the context of the

orgamsatron it is . funhermore necessary to explore the costs of ;

- «absentee1sm n the broader context and address these costs n relatlon

. to the costs 6f the mdmdual the cost to the Exchequer and the cost to

the economy.

16



- COSTS OF ABSENTEEISM - FURTHER EXPLORATIONS

Cost to the Individual: =~

At the level of the md1v1dual absenteeism whether voluntary or 2

mvoluntary, wrll result m costs 1ncurred i the loss of mcome from

- "bemg absent from work

- -='.

The disability beneﬁt pa1d by the State to qualiﬁed msured workers and '
< the smk pay prov1ded by a con31derable propomon of employers -are

' desrgned to mmimlse the loss of mcome Wh.lCh occurs durmg swkness

A
2

A3

" However, the greatjmaj‘oﬁty*of -workers suffe"r a-drop in income when'

“they are out.sick. Thls was not always the case. PI‘IOI' to March IOth :

1993, employees were not taxed on 51ckness and occupatlonal beneﬁt [

| As a result of thls many employees who were absent from work: o

.actually had higher eammgs for that period than if they were in work

5 '_l.From 1993 the payment made o an absent employee 1s calculable as
earnings Thus the tax-free allowance is taken away. from the payment
R imade to the. absent employee an_d he/she is taxed on the remaining

disability benefit, with the result that-the earnings whilé vreceiyinvgv_' )

- disability benefit will be equal to or less than the normal weekly wage. . '
The ‘situation at 'present however means -that many workers suffer' a

drop in income when they are absent from work n particular if thcy

are absent for long penods of time.

17
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: 'Wlnle no research has been camed out 1n Ireland 1nto ﬁnanc1al
crrcumstances dunng the course of 1llness some 1nd1cat10n of what may -

"v;happen can be gleaned from a relevant Bntlsh study The study

~ “conducted assessed the ﬁnanmal crrcumstances of a sample of ‘insureéd "

) workers who had been ill for one. month three months Six months and-' |

T one year in 1972/73 Martm and Morgan (1975) found '

1 o that the Jlonger tenn ill were worse off ﬁnan01ally than those who

had been 1ll for three months or one month

' ."2. ; -~nearly two thrrds of the longer term il and half the shorter term
" ill had expenenced drfﬁculty in copmg ﬁnancrally '

" 3, half the | respondents -had mcurred addrtlonal expenses due to

-‘J,_

- their - illness and these expenses ‘were found to increase. w1th the* .~ "

' ;duratlon of the 1llness

R L

" The Cost to the Exchequer: - S PR

T*'.Hughes found that a consequence of s1ckness absence was. that pubhc REEE

o -.-.expendrture on. mcome mamtenance during: srckness was Very high. -
':"The drrect exchequer cost of 51ckness beneﬁt in Ireland was £184 "

‘mrlhon in1984. - Co “
""(HughesG 198346) R

In 1993 this cost to the exchequer had ﬁsen to £575 million' which

covered certified illnéss as well as excused and unauthorised absence.
(Irish Times, 20.10.93) ~ . . .. -, ’
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Mr ‘Quinn, the then Minister for Enterpnse and Employment in
repomng the 1993 exchequer costs put the pr1mary responsrblhty for

reducmg the number of days lost with management.

Mr. Qumn further stated that enterprises wrth absence control pohcres

had been most successful n reducmg the number of days lost through
_' absenteelsm a further reason why an absenteersm control programme

. should be pnorrtrsed by management

3

The Overall Cost to the:EconomV

. The overall costto’the economy is difficult to calcnlate in monetary
terms. One of the primary concerns of ‘the - economy is our

competitiveness in overseas markets. -,

With high absenteeism rates prevalent-in Ireland --foreign investors
.may be less likely to choose Ireland" as the place for inyestrnent:
Another long-term effect not possible to be a’sées_se_d in monetary terme
is the adverse effect on customer goodwill or. failure to meet orders due

to absenteeism.

This could be extremely serious and sales losses as a result of absence

‘may be more important for this reason than the actual figures suggest.

Also, the effect of absenteeism on the morale of workersis ‘another

effect to be considered. A low staff rnOrale will re'sult‘in less effective
production. In such conditions, a low morale can have a snowball

effect. If a bad attitude to work exists, there is bound to be a long-term

19
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' adverse effect on production and consequently to the economy as a

' whole

The eosts'o'f absenteeism have been shown-to be -substantial in all
cases. Action is.fequired by the social partners to set about a means of

tackling these repairable costs.

- Causes of Absenteeism

Employees make daily decisions about whether to participate in the
‘act1v1t1es of their orgamsations They 'decide whethér to go to work " -
each day and Judging from the absenteelsm ﬁgures reported by many .
| organisations, many people decide not to £0. ‘Of course, not allpeople
absent from work. on a given day are voluntarily absent - medical‘
reasons and other factors may force them to remain at home. However |
this is not the situation in all cases of absenteeism Many people for .
reasons best known to themselves make a consc1ous decrsion not to go

[

towork. L N

Much of the _.information available with regard to the findings from
previous résearch regarding causes of absenteeism is dated. However,

~ the research data had to b¢ reviewed in pursu_it of the complete picture.

There. are many variables that contribute to an individuals decision to
attend work. Conceptual models have been developed to identify the
major sets of variables (Steers & Rhodes, 1981 (Appendix B))

'The models suggest"tvvo primary forces for: or against attendanee,

20
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"namely: attendance motivation ‘and “perceived ability to' attend.
Attendance motlvatlon in turn is thought to be a funct10n of several

‘ factors mcludmg

SatiSfaCtion with the ‘work situatlon= A
- Econonnc and market. cond1t10ns : |
Incentlve and reward systems within the orgamsatlon .

o Work group norms concemmg de51rable attendance levels

3

.;-‘:.

One's personal work ethlc

o v A WINT=

| One s commrtment to the orgamsatlon and 1ts goals

4
i

. Ab‘ility'to'- attend on the oth‘erfhand qwas thought to h‘e inﬂuenced by:

1. Tllness and accidents; - ,
2 Degree of fam1ly responS1b111ty

- 30 Transportat1on problems '

Further studles in the area of causes of absenteelsrn have 1dent1ﬁed
. other factors which have ani effect on the employees attendance m the

workplace _These are

Work related aftitude;” = . B R
Economic and marketfactors;' |
: IOr‘ganisational control systernS‘

Absence culture and work group nonns,

Personal factors ' ‘

Perce1ved ability to attend.

= I R

20

for



:*.Another classification for causes of absenteeism; is:

1. Employee related factors

2 Work related factors

(O'Kelly, 1990:7)

ThJS classrﬁcaﬁon system is too broad for th]S study's purpose The’
fact that there is httle data to hand on causes of absenteelsm is

acknowledged by many authors :
"There - is little: mformatzon avazlable ‘on. the causes of
absenteezsm in. ]reland" (O Kelly, K 1988 16)

. O Kelly classifies causes for absenteei_sm vinto =ﬁye categories. 3

1 Job Satisfaction
Under this he’adin'g'he refers to. Blennerhasset'and Gormans report on
the publrc service. He c1tes the fact that in thelr research they found' ‘4
that m-all the studles “the’ same categones of employees cons1stently
emerge as-more absence prone than others They are the lower staff B
grades, mamed women w1th children; employees workmg non-standard |

workmg hours, and staff workmg in large work units.

22



2. Outside Interests/Commitments * .

' ‘Lower level staff have less control over the use of the1r time. -The'

lower the _]Ob status the more: obvrous the dlStlIlCthI’l between ‘working

¥

: 'tnne and personal t1me Managerlal staff have more -flexibility and -
- thereby manage their time better th15 results in lower: absenteelsm |

. levels for that category of employee

L

, 3. Management Attitudes .

Toa BRI T
L N

0. Kel'ly"beli'eveswthat if mana'gefnent does‘enot set acceptable’ levels of -. |

absence in conjunctlon W1th a pos1t1ve approach to attendance control

then the: workforce will ﬁnd its own level L '_"4-_- o

4. Financial Influences ™ = ™, = . S e T

The drfference between net take home pay and somal welfare dlsabrhty

. _xbeneﬁts for workers 1n the lower income bracket is mmnnal it has the

5,

.veffect of encouraglng them to absent themselves from work

e

5. Health . -~ ...0- -

.(r.

6} Kelly cites. that Occupat10nal Health Experts have estrmated the

| ,average level! of 51ckness in the workforce is between 2% and 5% and

- that it will fluctuate w1th1n tlns range dependmg on the tnne of year

and the type of job.

'23 ]
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While O Kellys classification of causes of absence is useful 1t has
shortcommgs mn neglectmg to mclude areas such as work ethrc job

security and a company' s culture as contributory factors to absenteeism.

| Furthermore O Kelly cites personal factors within the category of
absenteeism whrch have little or no beanng on actual ]ob satisfaction
" but rather encompasses the broader sphere of personal characterlsncs -
eg a married woman with. chrldren may have hlgh job satlsfactlon but |

due.to farmly comrmtments may be ‘more absence. prone R

It is very dlfﬁcult to ascertaln the true reasons for absentee1sm as most ,

absences (78%) are covered by medlca] certlﬁcates (IBEC 1993: 21)

-~ Much.of what 1s written is based on assumptions, informal guesses etc.
A major reason for the relative lack of scientiﬁc knowledge of the true
‘causes of absenteeism is the difﬁculty of conducting' valid research into
- areas of socially or privately sensitive behaviour e.g:_ drug dependency, .
fraud etc. Illness related: explanatjons are generally the only reasons
accepted as legitimate for unplanned absences _ from‘ V,;’.ka
(Blennerhasset and Gorman, 19'86:35).." )

HoWever? it is’.importantto-fmd out from. .th'ose who are ~ahsent, what in

" reality prevents them from coming to work (IBEC,1993:22)
Thrs study proposes to conduct research with a population of |

'employees to address the area of the true causes of absenteeism’ and

further exploration of thls topic will be conducted in this research.



~ Chapter 2. Absenteeism Control .
The Management.of Absenteeism | S

" In cons1dermg strategles to control absentee1sm 1t 1S useﬁJl to have_
‘some conceptual model ‘of the process mvolved Although it 1s not |

. stated exphcrtly, the followmg four stage model appears to underlme o '. e
" most of the pubhshed hterature on absenteersm control, both in the:. ' i
- _popular management Journals and in the: academrc hterature (Byrne
Co1993) :

The fou st «rfqudei imohes:
1 Recording

B Anlysis.

3 .‘ | F'eeéhéck_ - |

- 4 . Action :

N Survey' of- literature- indicates that all researchérs ':in-the‘area of
o absenteelsm agree that absenteeism w1th1n an organisation has fo be

- managed in order for it to be- controlled

.‘25:.



Absenteeism - Control and Prevention

There are many methods of absenteeism control and prevention
- proposed by various researchers in this field. .
One such meéthod is to devise an attendance management programme.

PN

An attendance management program can be split'into three basic parts:

_ 1.Development of mformatlon/commumcatlon systems
2. Information Testmg
3.Taking appropriate group action :

1. I_nformation Communication Systems -

V'The first step of an effective attendance management program 1S to .
1dent1fy specific areas: ‘which are affectmg attendance. The best way to

find which specrﬁc areas are affecting absenteeism in a spec1ﬁc work

- envuomnent is' to develop open: commumcatlon between managers,

supervrsors and employees The reason for th1s 13 that it is not really the -
phys1cal ‘realhities of the work. place that mﬂuence employees ,
_ w1llmgness to work but rather the1r percept1ons of these real1t1es For
" example, workload is only a problem if it is thought to-be one. It is
important that employees are encouraged to ‘voic_e ‘their concems so
~ their perce_ptions of the work place are clear and can be dealt with: This
type of communication is especially important in unionised
environments as employees often tend to commumcate only with their .

union representatlves The result is that vital feed back necessary for '

26
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B ;‘?%effectlve T S

effectlve management 1S lost Co- operatlon with union representatlves

. can “be. very helpful n attendance management and should be

encouraged if poss1ble

F
2

,Forr?nal Jcomnmnications 'networks ’such as regularly scheduled' l'
- 'department meetmgs are an excellent way not only to hear employee-

- perceptlons and concerns but also to commumcate organlsatlonal goals. *
‘ _When employees are encouraged to make a difference. they are less
?':hkely to w1thdraw the1r part1c1pat1on through absentee1sm Employees ’
'must not only be heard they must be. answered n such ways as to .
assure them their 1nput 1s worthwhlle Staff development meetmgs arev' L -‘
R nnportant m mouldmg company ideals w1th employee needs They are .

i also 1mportant in developmg a‘sense of team spirit among co-workers

.""Full part1c1pat1on in such meetmgs 1§ to be encouraged if they are to be," A

1

| Informal commumcat1ons are. also very effectrve in 1dent1fymg and:,

N dealmg w1th employee needs and perceptrons Informal commumcatlon q
:flnvolves all levels of managers and superwsors Superwsors are 3

espec1ally 1mportant because of their hands -on approacll and contact o

' with employees An: employees relatlonsh1p with their superv1sor can

"greatly mﬂuence their feelmgs about the1r work the1r co-workers and

- thus their attendance at work

Ins1ght mtultlon creatlve thmkmg and l1sten1ng are all powerful ways,

of ﬁndmg areas which aﬂ'ect attendance Ideas and. mformatlon should

be encouraged from -all sources. The . establishment of varied

commumcatlon channels is useful n gathermg information and to- an

" extent, in conﬁrmmg it "Effective commumcatlon mn’ 1tself ‘can

37



-~ 4

effectively reduce absenteeism.

2. Information Testing

"~ Once ‘communication networks are established 1nformat10n on.

’ percelved problems from employees wrll be bountiful. Before takmg

actlon on any issue, no matter what the source of mformatlon 1t should

" be conﬁrmed

A simple and e\ffective way to check whetber a specific issue truly"
-, affects absenteeism is-by finding correlations through using attendance’
records If it is suggested for mstance that absenteersm 1S 1ncreas1ng-.
due to employee drssatrsfactron with their workload all one need do is
match the attendance records durmg a perlod of "hrgh" workload -to a:‘“,
) _' perrod of'! nonnal" workload. If absenteelsm is found to be srgmﬁcantly-
hlgher durmg mcreased workload periods, then it has been confirmed -

 that actual workload "1s related to" absenteersm levels Ifno correlatron -

exisfs it may be that employee perceptron of workload affects

- absenteeism. In thrs case the importance of the .employee perception

'could be conﬁrmed through staff development meetmgs In any case

. two different problems have been drstmgurshed whrch require drfferent -

;-types of attention. . - -~ -

. Attendance records also should be used to monitorattendance trends.

Are long term or short term absences more common? What percentage
of employees have excessive absences? The answers to these questions

trigger attention to individual employees' when their absences become

28



_excessive.
Attendance record forms are désigned to facilitate the determination of

whether or not absenteeism patterns exist.

~

3. Taking Appropriate Group Action

The best way to handle any.given situation is to handle it on'its own

men't,siand wi‘(hjn the guidelineé of th‘e. goals one 1s tlying.to achieve.

" In summary, to fun an effective attendance mémagem'en't_ progfam it1is

" important to: - . o

L develoi) wéys for each and every‘employe_e 'to feel free to contribute

\i{d_eas and ’s_uggestions even though these rﬁay be outside the scope

of their job responsibilities -~ - |

2. make each employee ‘aware that they are- a-valued member of the
"tearn”, that they play' an important role in- your organisation ‘and
that their attendance is critical A -

3. hold regular meetings, keep your staﬁ informed and involved -

4. know your. employees w1thout prymg show an interest in the1r |

| personal lives , _ '

5. be aware of problems that rriay effect employee attendance or
performance X |

6. familiarise yourself with community programs which you can
recommend to an employee if he/she has a need for assistance (ie.

marital or financial counselling)

29



. ‘awareness, commitment and ‘inyolvem:ent by all levels of staff

, Posmve mot1vat10n should be the main body of any attendance
‘ Imanagement program because 1t produces the best results. If an
employee S experlences in the work place are pleasant, 1f he/she feels.
Valued and appreclated 1f superwsron is fair but firm, that employee’

e W111 be more mot1vated to attend work regularly
(http://benefits. org/interface/cost/absent1 htm)

- 'Whlle thrs approach to absenteelsm management 1S very useful its
shortfalls are that it neglects to: prov1de the orgamsat1on with the means .
of developmg an attendance control programme Furthermore it does |
A ‘no_t ._1nclude any 7 pumtlvev or __reward stra_tegles 10 mcorporate in the

" management of attendance in the workplace. -

'Another method of control Is proposed by Huczynsk1 and F1tzpatr1ck |

S ;(1986) who offer a framework Wthh they use. in therr consultancy

~..work wrth compames - for reducmg absenteersm It 1s referred to as'

“ .ALIEDIM and offers seven stages to solvmg absenteersm problems

S@g_e_l

o - Assess the absence problem what is the extent of the problem‘? - _ a

' Stage.2.
Locate the absence problem where in. the orgamsatlon are the

t

absence problem groups‘?

30
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' Stage 3. ‘
' Identlfy and prlorltrse the absence causes, what are the causes of ,

absence amongst each group or category of employee?

v Stage 4. | -
Evaluate the current absence ‘control approaches are they,

adequate? how effectlve are they at reducmg absence?

. Sta es.
) Des1gn the absence control programme look at what 1S ava11able‘

.. and adapt it to your organisation.

Stage 6. 6 , |
| Irnplement the absence control programme, prepare for changes.

n the orgamsatlon

© Stage 7. ' | |
Momtor the effectlveness of the absence control programme isit

| workmg as it should'?

This frarne;vork provides an interesting starting point in developing an
absenteeism control strategy. However, it fails to provide the employer
with a means of developing an absenteeism . control programm_e:
Furthermore, this model assumes that the employer will be aware of the
true causes of absence, which as already outlined in chapter 1 is not

‘ always the case.
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B A simple method of abse'nce cOntrol-i‘s proposed by thé Profess'i.onal' |
-’Trammg Assoclates Inc They propose a five step strategy to control

- absence in the workplace

1 Make sure that everyone knows the sick leave pollcy -and that

X

‘you always stlck to 1t

Emp’loyees need to see-that the supervis0r -that the company-'is serious
about sick .leave. . They'ré" more hkely to call:in srck only when-'
necessary, if they know that someone really cares about thelr’ ,

attendance
- 2. Ask 'that employees who call in sick talk directly to Vy‘ou;._ ' L

o _When you get their calls ask what the problem is and how long they.
| ) expect to be away from work Tell them that they wrll be mlssed and. .

| '.that you. hope they get well qu1ckly

N Ifyou are sincere, your -co'mments‘“will' h’ave a po‘sitive " effect. on ..

‘attendance People will miss fewer days because ‘they w1ll return to N

'__‘work sooner It's also a fact that an employee -who has to tell the

K superv1sor he cant come in.is more likely to. have a good reason for

‘ being absent. _
3. ;K'eep. an eye out for patterns in the ab‘senc'es_. that do occur.

- Is an employee takmg sick leave every Frlday during: huntmg season? Is

someone else gone one Wednesday aﬁemoon every month? If you do o
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find a pattern, see if it's related to a re'cun‘ing_,.job duty. The employe‘e
-may have a particular responsibility that he doesn't like',- or is trying to

avoid.

4. Stay informed about what is happening in each person's job.

If you do, you'll be better able to arrange to have her dutles covered if
she gets 51ck More 1mp011ant you won't be caught uinaware 1f some

work-related problem is about to cause an absence. -

‘On','this point, don‘t overlook_the value of "'supe‘r\}isi_ngvby walkiug
around."” éet-on your feet and visit every work area -every e'mploye_e-.
every day. It's intportant to. make 'contac‘t and show ‘that you're
interested. People are much more hkely to feel respon51ble for the1r
jobs- -and to minimise sick “leave- 1f they know you're genumely

mterested in thelr work and how they feel about it.

ot
t.

5. Makeita boiut ‘to' welcome back each person who's beer_i gone.

~ Greet him in the momning or at the beginning of the shift. Shake his
hand and tell him you are glad to see him back and well. Ask how he is
feehng and 11sten if he wants to tell you, about being sick., Llstenmg |

says you care (http: //www 10. com/~nbn/pta/)
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.. This five step approach is useful but assumes that the ofganisation has .,
a s1ck leave policy in place It does not provide the organisation w1th‘
the framework for dewsmg an absenteeism policy but tather prov1des
gu1delmes for dealmg with employees when the absenteeism control

strategy is in place.’

| Another approach to -absenteeism control is to view absenteeism from

two perspectives:

D lnnoc'eht Absenteeism

2) Culpable 'Absenteel:sm _

1. Innocent Absenteeism

:Innocent absenteeism refersto employees who are absent for reasons
'beyond their control; like sickness and injury. Innocent. absenteelsm is
“not culpable wh1ch means - that it is blameless In a labour relat1onsﬂ
context this means that 1t can not be remedled or treated by dlsc1plmary )

measures.

2. Culpable Absenteeism

Culpable absenteeism refers to employees who are absent without
' authorisation for reasons which ate within their control. For instance,
an employee who is on s1ck leave even though he/she i is not sick, and it-
can be proven that the employee was not sick, 1s gu1lty of culpable

absenteeism. To be culpable is to be blameworthy. In a labour relations
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 context this meas that progressive discipline can be.applied. ;-

l For the large majonty of employees absenteersm 1s legrtlmate mnocent. o
' absenteersm which occuts 1nfrequently Procedures for d1sc1p11nary'
action. apply only to’ culpable absenteelsm Many orgamsatrons take the
view: that through the process of* md1v1dual absentee counselllng and :
.‘treatment ‘the majonty of employees will overcome therr problems ‘and
return to an acceptable level of regular attendance When addressmg
absenteersm from, the perspectlve of mnocent and, culpable absenteersm:
“the. ﬁrst step to be taken 1s to 1dent1fy excesswe absenteersm

. - PR - : ' 4
' -

_Identifying Excessive Absenteeism .

4
¥

Attendance records should be rev1ewed regularly to be sure. that an’

.- employee 5 sick- leave days are excessrve compared to other employees :

- : Ifa superwsor suspects that an. employee is excess1vely absent, tlus can . .

e be conﬁrmed through rev1ew1ng the attendance records

¥

If all md1cat1ons show that an employee is’ excessrvely absent, the next" -

step 1S to gather as much mformatlon as poss1ble m order to get a" .

- clearer prcture of the. srtuatlon The employees files should be revrewed , |

and the employees immediate- superwsor should document all avallable .

nformation. on the partrcular employee s history.

The next step is fo communicate to individual employees.
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Individual Communication

' After all available information has 'been,gathered, the administrator or
supervisor' should individually meet with each employee whom has
been identiﬁed as having higher than averag'e or queStionable (or
pattern) absences This first meeting sh0uld' be used to bring concerns-
regarding attendance to the -émployee's attention. It 1S “also an

' opportumty to discuss with the- employee in some depth, the -causes of ‘
his or her attendance problem and possible steps he or she can take to
frefnedy or control' the absences.. Listen"'carefully to -the employee'-s‘

_ responses.”

T_he tone of the meeting should not be.adversarial, but a major purpose .
of the interview_is to let the employee know that management fredts
- attendance .as a .very important component of ove_rall. work
perfonnanc'e Keep your comments non-threatening and work- oriented
Stick to the facts (i €. patters proﬁles rates etc. ). The employee should
~ be given a copy of there attendance report w1th absences highlighted

for discussion.

This interview will give you the opportunity to explore in depth -with

. the employee the reasons for his or her.absence.fGather facts - do not:

make any assumptions Provide support and counsellmg and offer
guidance as the occasion demands to assist the employee to deal with :

the spe01ﬁc cause of the absence.

Often, after the initial meeting employees reduce their absenteeism. The ‘
meeting shows that you are concemed and that absenteeism is taken

serlously The employee s attendance should be closely momtored until

A
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it has been reduced to- acceptable levels. Appropriate counselling
“should take place as is tlroﬁght necessary. If a marked improvement has
been 'shown -commend the employee. The meetmg should be

_documented and a copy placed n the employee's file.

Proof of Iliness

Sometlmes 1t 1S helpful n counsellmg employees w1th excesswe

mnocent or culpable absentee1sm to. inquire or venfy the nature and' '

"+ reasons of their absence.

The'extent 'to, which an empldyer: may _inqu"ire.'into the _namre of and
reasons for an employee's absence 'fro'm the workplace is 2 delicate
‘issue. The concepts of an employee‘s.pn'vacy and an employer's need'
for mformatron affectmg the workplace often come into COl‘lﬂlCt

Seldom 1s the conﬂlct more difficult to resolve than where personal‘
medical information is involved. o

Unions will often strongly object to any efforts by management to.
mqulre more deeply into the nature of an employee S 1llness You will '}‘_
need to con51der the restraints of any language n collect1ve agreements

in relatron to this 1ssue.

Generally speakmg, however, the following "rules of thumb" -can be'

denved from the ex1stmg jurisprudence:

1. Thereis a preyailing right to privacy on the part of an employee

unless the employer can’ demonstrate that its legitimate business
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irlterests necessiterte some intrusion into the employee"s'personal '
affairs. | | |

When such mtruS1on is justified it should be strictly lnmted to the,'

degree of lntru51on necess1tated by the:employer's mterests

An emp]oyee has a duty to not1fy his employer of an mtended

absence, the cause of the absence and its expected duration. This
information .is required by the employer to meet 'its legitirnate
concerns to have at it§ disposal facts which will enable it to
schedule work and organise its operation. | | -

) An absent employee has an obligation to provide, his "employer
wit_h ' inforrnation regarding any change 'to his" condition or
eircumstqnces re’lat’ling to it .v.vh"'ich‘.may .affeCt the employer's
needs as described in item #3 ‘ébove As such, the interests of the
employer in having thls mformatlon outwelghs the 1nd1v1dual '
employee's r1ght to privacy. |

An employer rule requiring. proof for every absence is

unreasonable if an absenteelsm problem does not ex1st | |

A mere assertion by the person cla1m1ng to be swk 1S not

: sat1sfactory proof. |

‘The obligation to prove sickness, where the employer requlres
proof rests with the employee.

“An employer is entitled upon reasonable and probable grounds to
refuse to accept a ,phys101ans certificate until it ‘contains
sufﬁ(:lent information to satisfy the employers reservations. (1.e.
seen by physwlan some Indication of return to work, €tc.). Non-‘ ‘

. production of a requ1red_ medical certificate could result in loss of

pay until the certificate is produced. | '

Where a medical certificate - is rejected by an employer (as in #8

above) the employer must ‘state the grounds for rejection and
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mustv point out to’ the employe'e what it requires to satisfy the

onus of proof. ' »»

10 An employer, may require an emp'loyee to prove fitness for work -

where it has reasonable grounds to do so. In a health care setting

the 'nature' of the employer's busmess,igives it a reasonably

inesistible interest in this~personal information for the purpose of
assessing fitness. | |

11. Where any unusual c'ircmnstanc;es,rai‘se reasonahle _suspic‘ion that

an employee might have' committed an abuse of. an income

protect1on program an employer may require an employee to

explain such c1rcumstances For example, an employer may.

require responses as to whether the illness confined an employee

to ljn"s/her bed or home; whether an employee. engaged in any

outside activity and the reasons for the activity.

.-

In summary then any 1ntru51on into. the employees pnvacy must be
shown to be reasonable, based on the 1nd1v1dual circumstances and in
relat1on to the operat1on of the employer's “business. If income
protectlon abuse 1s suspected the extent to Wthh such intrusion is -
: reasonab]e would be far greater than m the case where it is not. If
you are not clear on whether an inquiry is legally justified 1t is

advisable to consult your superior.
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After the Initial Inteérview: -

If aﬁer the lmtlal mterv1ew enough tlme and counsellmg efforts as.

'appropnate ‘have passed and the employees absentee1sm has not

”nnproved it may be necessary to take further act1on Further action
‘must’be handled w1th extreme caution - a mlstake n approach timing . "

_or severity can be cnpplmg from both an’ admrmstratlon and labour'

: relatlonspomt ofv1ew I T

L .Deterrmmng whether counselhng or drsc1p11nary actlon is approprlate

- depends on whether the employees absences are 1nnocent or: culpable ,

_If the: employee S absenteelsm 1S made up of both mnocent and culpable' |
N ‘;“absences then each type must be dealt" with as a separate issue. In 2 :_
‘.llabour relat1on s context -innocent absenteersm and . culpable -

T absenteelsm are mutually exclusrve One in no way aﬁects the other L

Y - T . N N Ty
. 3
T . s

. Counselling Innocent Absenteeism: *

PN .

- .'Innocent absenteelsm 1s ot blameworthy -and therefore d1501plmary.
action .is not Justlﬁed It 18 obv10usly unfalr to pumsh someone for -

conduct WlllCh is beyond hls/her control Absenteersm no- matter what -

- ‘the cause; -imposes losses on the employer who i is also not at fault The

-damage suffered by the employer must be welghed against the L

employees rlght to be sick: There 1S a pomt at whrch the employers

3 rrght to expect the employee ‘to attend regularly and fulfil the

employment contract wrll outwelgh the employees rlght to be sick. At

such a point the termmatron of the employee may be justified, as Wlll '

be discussed.
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. The procedure an employer"may take for innocent absenteeism is as .

. follows:

1.Initial counselling(s) -
- 2. Written counselling(s)
: 3 Reduction(s) of hours and/or _]Ob reclassrﬁcatlon

“4.Dlscharge

 Initial Counselling:

o Presummg you have communicated attendance expectations generally
- and.have already identified an employee as a problem, you w1ll havei
" met W1th him or her as part of your attendance program and you should
" now continue to monitor the effect of these efforts on his or her :

attendance

If the absences are intermittent meet with the employee each time

-, he/she returns to work. If absence is prolonged keep in touch W1th the

o employee regularly and stay updated on the status of h1s/her condition ‘

. (Indlcate your willingness to assist.)

‘You may require the employee to provide you with regular medical
.assessments. This will enable you to judge whether or not there is any
- likelihood of the employee providing regular attendance m future.
‘;_ Regular medical assessments will also give you an idea of what steps

' the employee is taking to seek medical or other assrstance Formal

meetings 'in ‘which verbal wamings. are given should be given as

6
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approprrate and documented If no unprovement occurs wntten

5

'warmng may be’ necessary

AV

Weritten Counselling

_ If the absences perS1st you should meet w1th the employee formally’: o |
and prov1de hrm/her wrth”a letter of concem If the absenteelsm still” -
: contmues to persrst then the employee should be grven a second letter'. o

o oof concem dunng another formal meetmg Thrs letter would be stronger' |

-

- worded in that it would warn the employee that unless attendance i

nnproves termrnatlon may be necessary

: '.-Reducﬁonjs) of hours a_nd or-iob reclassiﬁcatlon,. .

In between the first'and _sec'onfd letters theemployee'may be given the’
voptlon to’ reduce hrs/her hours to - better fit hrs/her personal )

. circumstances. Thls optlon ‘must be voluntarlly accepted by the

employee and can not be offered as an ultlmatum as a reductlon n

hours “is a reductlon in pay and therefore can be looked upon as -

.dlsmphne_.t

If the nature of the 1llness or rnjury is such that the employee 1s unable |

to fulﬁl the requrrements of hJs/her Job but could for example benefit

from modified work, counsel the employee to bid’ on jobs of such type -

if they become avarlable (N B It 1s-inadvisable to "burld" a job.around -

an employees mcapacrtates partlcularly m a umomsed env1ronment
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The onus should be on the employee to apply for an emstmg posmon

“within his/her capab1l1t1es )

Discharge o

Only when all' the previously noted‘ nee'ds‘ and conditions ha‘ye been met
_ and everythmg has been done to accommodate the employee can
terrmnat1on be con51dered An Arbltrator would con51der the followmg

©in rulmg on an innocent absenteelsm dismissal case: -

" 1.Has the employee done everything possible to regain their health and _

T return to work?

2. Has the employer prov1ded every  assistance poss1ble? (1 e:
counsellmg, support, time off.)" '

. 3.Has the employer mformed the employee of the unworkable s1tuat1on‘
resultmg from their sickness? ' B <

4 .Has the employer attempted to accommodate the employee byr

- of’fenng a more sultable position (1f avallable) or a reduction- of hours?

5. Has enough time elapsed to allow for “every poss1ble chance of

.'recovery?

~

6.Has.the employer treated the employee prejudlclally n any way?

As is evident, a great deal of time and effort must elapse before

- dismissal can take place.

These poin‘ts would be used to substantiate or disprove the following
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two fold test.

1.The absences must be shown to be clearly excesswe
2.1t must be proven that the employee w1ll be unable to attend work on

a regular basis in the future.

. Corrective Action for Culpable Absenteeism

'rAs:already indicated, culpable absenteeism consists of absences where
it can be demonstrated that the employee is not actually ill and is able

| to.improve his/her attendance.

bPresuming you have communicated attendance expectations generally, -
.have identified the: employee as a problem have met with him/her -as
part of your attendance program ‘made your concems on 'his specific
absenteeism known and have offered counsellrng as appropriate, with
.no’ 1mprovement desplte your p031t1ve efforts d1sc1pl1nary procedures

may be appropnate

The procedures for corrective/progressive ‘discipline for culpable
absenteeism are generally the same as for other progressive discipline
problem's: The discipline should not be prejudicial in any way. The -

general procedure is as folloWS:_ [Utilising couns’ellingl mvemorandum]

1.Initial Warning(s)
2. Written Warning(s)
f 3 Suspension(s) |

- 4 Discharge
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Verbal Warning

Formally meet with the. emplo'yee and explain that iricOme'protection is
to ‘be used only when an - employee is legitimately ill. Advise the
employee. that hls/her attendance record must 1mprove and be
| mamtamed at an 1mproved level or further d1scrplmary action will
 résult. Offer any counsellmg or guidance as 1s appropnate G1ve further
verbal wammgs as requlred Review the employees income protect1on .

_records at regular 1ntervals Where a marked unprovement has been
- shown commend the employee Where there 1S No unprovement a

“written warmng should be issued.

Written Warning

‘Ivnterview' the" 'employee again. Show hlm/her the statist'ics and point out .
-that there has been no notlceable (or sufﬁc1ent) nnprovement Listen to
the employee to.see 1f there 1s a vahd reason and offer any, asmstance
" you can. If no satlsfactory explanatlon 1S glven advise the employee
 that he/she will be given a written warmng Bé specific in your
d1scussmn with him/her and in the counselling memorandum as to the
-type of action to be taken and when it w1ll be taken if the record does
" not improve. As soon as possible after this meetmg provide the
.. employee personally with the ‘wntten. wammg and place a copy of

his/her file. The written warning should identify any noticeable pattern

If the amount and/or pattern continues, the next step in progressiye ,

discipline may be a second, stronger written. warning. Your decision to .
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" provide a second written warning as an alternative to proceeding to a - -
higher level of discipline (i.e. suspension) will dependh on a number of
féctors. Such factors are, the severity of the probiem, the credibility of
- the ';:mployee's explanations, the employee's generaj work_pérformance.-

and length of service.

Suspension (only after consultation with the appropriate superiors)

If 't.hel pfoblerh of culpable abseniéeiém persists, followiﬁg_ the' nekt
inferview period and immediately following an absence, the qmployee :
 should be interviewed and advised that he/she is to be suspended. The
length of “the suspensidn will depend 'again on thelseve'n'tyiof, the
~ problem,’ .the credibility of ~fh¢ employee's explaﬁqtion, the émploy¢¢'5~
general 'Work performancev and léngth of _service. .,Subsequéht

suspensions are optional dependirig on the above condition:

~ Dismissal (only after consultation with the appropriate superiors) -~

_LDisjrpissalé should only be considered when all of the above conditions
‘and procédures have been met. The employée, -upon displaying 'ri‘o
. 'satis"facto“ry improvement, would be dismissed on the grounds of-his/her

' unwillingness to correct his/her absence record.
. (http://beneﬁts.oré/interface/ cost/absent2 htm)

This approach to absenteeism control is very thorough however it

neglects to include any motii/étiohaly means for attendancé and rather,
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concentrates solely on a punjtive approach. - Furthermore this approach
assumes the employer can dlfferentlate between innocent and culpable
" absenteeism - which in fact 1S very dlfﬁcult to ascertam as . most

absentéeism is certified by a doctor.

~Another approach to absenteeism control is proposed by the FUE,
now IBEC. _ |

_ The F UE. publrshed a practlcal handbook in 1980 for management .

action. The F.U. E acknowledges that absenteersm isa complex human "

problem and no srngle caise, of absence from work in-a company can_ -

be pinpointed. Therefore it is recommended that in planfing a |
- company policy to control or reduce it, a. mult1 faceted approach must
. be taken (F.U.E., 1980:5)

"The. F U.E. -'recom‘mends" ‘the following-" approach to controlling:

-absenteeism. .

Stage 1. : Recruitment/ Selection/ Induction.

A policy for absenteeism c-ontrol should encompass prospective ’ -.
‘employees also, thi.s is t‘o} avoid the recruitment of persons who ma3; p
subsequently'only add to the problem. With regard to. selection, 1t is 'A
.'imperatiVe that a pre-employment medical is carried out. Furthermore,'
a full understanding of absenteeism policy' should be given to new

employees at the induction stage.
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Stage 2. : Information and Measurement_

. Adequate 1nformatlon is an essential prerequlslte to an understandmg of
the pattern of absenteeism and the ‘planning of remedial action
(1980:8). The F.U. E further recommends that the absenteelsm levels 4

et

~within the orgamsat1on are measured.

| Stage 3. . Costs

¢

" Absenteeism should be costed in monetary terms and commnnicate_d to"

the workforce.

 Stage 4. : Formulate comp‘any policy_in relation to . absence
- attributable to illness ' o -

The employers concern for the ill 'shouldr be made manifest in. the
- provision of facilities appropriate _tor the size and prospeﬁty of the

company.

The- pohcy shoulid mclude 1tems such as s1ck pay schemes the role of
the company doctor, the company s policy in relation to alcohohsm and
~ the company s commitment to prov1d1ng a safe and healthy work ‘

. env1ronment

StageS Management Actlon ’

The company's Imana'gement. must give consideration to a range of

measures to convince the workforce that it is serious in its efforts to

/
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.ensure regular attendance at work. ‘Management actions that W111 yleld

" results are grouped under the followmg headings: .

* Commitment of managers/snpervisors to reducing absenteeism;
* . Agreement with trade unions in' promoting goo_d .attendance at
- work;
* ' Communicating to the workforce the level of absenteeism,
* . The provision of satisfactory working conditions;
V¥ To encourage job Satisfaction;
o To organise the working time to suit both the organiSatiOn and - -
employee;
~* ' To offer incentives to employees- with full-attendance.

The stages_ proposed by the.F.U.E. in controlling absentéeism are useful
. for tlre. organisation in attempting to control absenteeism levels.j

However, as tlnis :model incorporates. both control and preventarive'
_measur}es, a more» useful approach may be to look at absenteeism
- control under these two headings speoiﬁcally. 0
Therefore, by 'lookingA at control strategies in isolation of ‘pre.vent'ion
strategies, the organisation can implement the control strategy first of .

all, this should yield th.e best results in cnrl:_)ingabsentee'ism._ ‘Then the
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employees

~ preventative strategy can be irnplemented? as.a tollow- on, this reminds

‘the',

of management 5 comrmtment to encouragmg

. attendance n the workplace.”

Blen‘nerhasset and- Gorman: (1986) b'elieve :that m'anagem"ent .b'y their _‘ ‘

‘ actlons can mﬂuence workers dec151ons on whether to go.. out srck orf

not, or if out on-sick - when- to return They present two strategres to"

control absenteelsm They are;

. .'v.l' .“ )

2.

. strategiés from the individual and collective focus.

1nto control and preventatlve strategles ‘

ome

R

IR

ol

" In this context:

“Punitive (or' Control); *. -

Motivating (or Préventative)

1.

-2

Feedback on levels of absenteeism;

Dlsclplmary approaches leadmg 1f necessary to-

foa dlsnnssal

Coritrol Strategies include:
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. Blennerhasset and Gorman ‘furthermore’ looked . at these control -

-8

Redmond (1986) categonses absenteelsm control and 1ts eradlcatlon “

suspension and



3. Compulsory medicals with company doctor; -

4. ~ Other specific rules and regulations.

Preventative Strategies include:

—

Emplgy'eé, Assistance Programmes for alcoholism, drug addi'ction )
- ete. | N .‘ |
2. Ge’rl?ral_ care .and counselling (managerial style, professional
' ad{/iCé). -
"3 Medical Progfémmes (Company doctor - anti flu inj'e'ction‘s).‘
‘4. Job Satisfaction Programmes (Job. enrichment, involvement, =
~ participation). S | '
5. Inéent_iVe Programmes (Finéncial/ non financial) .

1

The basic model format proposed by Redmond. and. Blennerhasset and
Gorman will be 'used in the attendance control programme 1n this study )

~ where control strategies and preventative strategies will be applied.
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Chapter. 3: Research Methodology

Research Design |

The methodologies employed in this research are outlined below.

In the ﬁrst instance we have 'surveyed the nature .of the concept of
absenteersm In Chapter 2 we have attempted to show there is
unammous agreement in hterature surveyed that absenteeism control.
requlres management action in order to curb or. reduce it. In Chapter 4
an absenteersm oontrol strategy will developed as a result of lrterature ’

surveyed and prevrous unpublished research by the author.. '
This will form the basis for the case study.

Chapter 5 will contain a case study a_nd]outline the implementation of
the attendanoe .contro] strategy in the - workplace and. include
unstruotured ‘ interVieWS with the, managers ..involve.d in it
irnplementation._ "In Chapter 6 we. have surve‘S'ed a sarnple of |

.' employees in the organisation used for the case study wh’ére recently a,
.~ control strategy was introduced and in addition to s‘urVeying.‘attitudes to |
absenteeism control have surveyed the true causes for absenteeism.
_ Tan'survey.consisted-of a sample survey by questionnaire (preceded
by a pilot smueyj followed by. statistical analysis of the data using the.

Statistical Package for Social Sciences Version 6.1..
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" Population )

In order to research the questlons of does attendance control reduce_:. ”

»absenteelsm and ‘what are the true causes for absenteersm I have

chosen the orgamsatlon n wh1ch 1 am employed There are a number

'of reasons. for choosmg thrs orgamsatlon l) There was no fonnal"

management strategy in place to control attendance 2) I was ina

posmon to negotnate and unplement a control strategy and 3) I am pr1vy
"’to mformatron on the attendance records whrch 1s necessary for the
‘ "completron of th]S study Therefore the - orgamsatlon Iamrod Erreann
: was chosen As this orgamsatlon is a very large one employmg over,
:vﬁve thousand personnel ‘the populatron was. too large to lmplement a‘
\ “control. strategy for absenteersm w1th1n the trme constramts of thrs.‘.;' =
Study Therefore ‘the, populatlon of mterest for thc purpose of , th1S? S
:mvestrgatron 1s the Catermg Department w1th1n Iamrod Elreann -_',,
S .Network Catenng Th1s department employs three hundred and thnty-

ot .
e

one personnel 'wj

4 .

.~ 'Sample

Systematrcal sampling was used to select personnel to pamcrpate in the .

survey. A systematic sample also know as ‘an, Integral Sample s

‘where each sample element has a know and equal probabrlrty of

R selection (Green and Tull 1978: 212). Muller et al (1979 378) pomt

'. out that to establish the Wwidth of the samplmg interval (k) in any given

problem we merely ﬁnd the ratron of populatron size (N) to desrred
sample size (n) | :
k=N/n.

. 'In the present study the populatron from wlnch the sample 1S drawn



consists of 331 personnel. A sample size of 150.was selected and by
~ applying the formula k = N / n the width of the sampling resulted in .

. every second person being selected.

Sampling }Errolr v

As previously stated a sample size of 150 was chosen (app‘roximately‘
50% of the 'populati'oﬁ)’ This gives a-low ‘crrcr'on‘theftotal’ sample and
an acceptable eITor for analys1s on the variable:  The error for a

. strategic sample is calculated by usmg the followmg formula

Lo [ K. DF?:P(1- P)
_ Sample S1ze ST

K is uséd to denote_' the multiple asvs“o"'ciat_ed with the standard error in . °

,'.deﬁjljug confidence lir’rﬁts its value will depend on the level of
3 confidence (or conversely the level of nsk) acceptable in the quallfymg -
- statement. For 95% conﬁdence K has a value of 1. 96 wh1ch is used in

- this study.

DF 1s the desigu factor of our samﬁle desigxi. If this is no'f' known _we
_ take an arbitrary value of about 1.3 (such that' DF-= 2) this value is

taken for.this survey.

L represeuts.the other term in the qualifying statement, the limit (above
or below the estlmatc) within which the required level of confidence

holds 1.e. the error in percentage terms.  ~ . ./

P is the answer we expect to obtain. Because this is difficult to

calc(ulate'prior to the study the value of 0.5 ‘(or 50%) is taken which

54



‘maximises this term’s effect on the error.
Using the above: fo_rrnula.theerror for the total sample is 11%. o
. Résearch Ins_trument

W F .
.y

"The research 1nstrument for. the sample survey stage of the mvestlgatlon
.1s a postal questlonnalre (Appendlx A) The data obtamed from tl'IJS _
':“questlonnane is to.be’ coded and. entered on. a. spreadsheet and- later
, 'vtransferred to SPSS the Stat1st1cal Package for the Soc1al Sciences. |
Before the complet1on of the statlstlcal testing it is proposed as noted
above to conduct a case study The case study will ‘consist of

quant1tat1ve analys1s of absence levels in the presence of and absence L

of. control strategles The case study w1ll ﬁlrthermore cons1st of short"

- ;-' »_‘;:mtemews W1th the four other . managers respons1ble for the

' ,nnplementanon of the attendance control strategy S R

g

' .. Quantitative Analysis =~ - e

""'.'Haklm (1987 36) refers to this type of research as an” analy51s of

.admmrstratwe records ' She deﬁnes admmlstranve records as .

,collectlons of documents malnly factual mformauon and used by
'orgamsatlons to record developments and - the unplementat1on of-
“decisions and activities that are central to their ftmctrons. In.the present
A.study'the absenteeism levels per period are in written format- The
analys1s of th1s quantltatlve data 1s undertaken to compare absence
'levels for 1995 - -when no formal absenteeism control programme was

in place, to 1996 where the control-strategy had been nnplemented.
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The annual data is presented in the format of 13 periods, each period
being a four week span. The data i is further analysed by lookmg at total
absenteelsm levels for Total Network Catenng, Supemsory and’

Technlcal Personnel, and Operative leyels.

Pilot Survey |

Prior to the conduct-of the'main survey, the proposed questionnaire was
circulated to thnty personnel selected from out51de the sample w1th1n'
Tarnrod Elreann but in areas whlch seem likely to share some of 1ts
characteristics. AdJustments were made to the research 1nstrument n

accordance with the pilot study indications.

Statistical Techniques
'There are a number-of statistical techmques which will be employed in

the analys1s of the survey

Firstly frequencies-will "be ref)orted upon with the mean, medlan mode
and Standard Deviation for all closed ended que,s_t,i'ons 'iu“ch‘apter. 6. Y
In,Cﬁhapter"-? an analysis of the results will be conducted. Variables

“will be oross tabulated‘and’ a statistical test of'association and"‘

.. -correlation w111 be apphed to the ¢ross tabulatlon to detemune strengths

- of relatlonshjp and correlatlon levels.

 Test of Association '

The test for assomatlon chosen for the purpose of the analy51s of the .
cross tabulation in Chapter 7 is the Chi Square test. The Chi Square |

‘test measures how likely it is that the distributions we observe is due
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merely to chance (Kane, 1991:64).

- Chi Square will be conducted for each of the contingency' tables
contained within the cross tabulation section. The value of ‘the Chi
Square will be shown with the number of degrees of freedom and the -

31gr11ﬁcance level

Tests of Correlation -

The Programme Pearson Corr whrch computes Pearson’s r was chosen
for the statistical test of correlation. Correlatron entails the provision of
Sa yard stick whereby the intensity or’ strength of a relationship can be

gauged. To prov1de such estlmates correlat1on coeﬁiments are -

. calculated These provrde succmct assessments of the: closeness of a

relationship among pairs of vanables (Bryman & Cramer 1992;163).
Pearson’s T allows the strength and d1rect10n of lmear relationship
' between vanables to be gauged and detenmnes posrt1ve or negatlve:

i3
'relatlonshrps '

Statistical Significance Levels ‘
Ch1 Square Statlstlcal Test of Assomatlon >

The level of s1gmﬁcance accepted in the 1nterpretat10n of the data m:' |
this’ study 1S <Q:05 of 5 per cent. This means an acceptance that the
observed' 'distribution .might come up 5 out of 100 tnneslpurely by
chance i.e. there s a ﬁve per cent chance that the dlstnbutlon occurred

randomly

Pearson s r - Statistical- Test of Correlatlon :

A measure of correlatlon between -1 ‘and +1 tells usabout the strength

of the strength of the-relatronsl_np between two variables.
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The mterpretatlon of correlatron relatlonshlp between two. varlables in’

| thrs study: w111 be reported upon as follows; 19 is very low 2to 39 1s A

-low 410 .69 is modest 7 to. 89 is hjgh 9 to 1 1S Very hlgh (Bryman'.p |

& Cramer 1990: 168)

T

Conduct of Survey

" The’ survey mstrument -. the postal questronnalre was dlstnbuted.~’
. | through the mtemal mail. system in, Network Catermg in February 1997 ‘

| ‘The last returned questlonnalre was. recelved in Apr11 1997

. ﬂe..'
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Chapter 4. The Attendance ContrOI Strategy |

This chapter will outline an attendance control strategy -which can be -
used -in Network Catering to curb or reduce absenteeism. This
attendance -control :strategy will then be implementedin an organi_sation
to test the hypothesis that management ,controi of aatte_ndance in the
workplace reduces or curbs absenteeism Section 4.2 outlines the
background to the attendance control strategy. Section 4.3 outlmes the
absenteelsm problem. Sectlon 44 deﬁnes what " is meant by an
* atténdance problem w1th1n Network Catenng - Section 4.5 outlines- the’
fundamentals of the programrne - Section 4.6 outhnes the Principles of
the Programme. Sectron 4.7 outlmes the procedural steps to be taken.

when an absenteelsm problem has been 1dent1ﬁed Sectlon 4.8 outlines
| the ‘preventative measures which wrll ‘be used in conjunctlon w1th the
i 'control strateg1es in this programme. And Finally Section 49 outhnes

‘the ne'gotiation process for the implemientation of the programme. *

Background to the Attendance Programme |

B Network Catenng 1s a department w1th1n Iarnrod Erreann that employs B
331 personnel. The monitoring and--control of absenteelsm and the
maintenance of absence records for these personnel are undertaken at '
local level A report of all absenteelsm is then submitted to the Human
Resources Department on a penodlc ba51s (every four weeks) The

" Human Resources Department monitors absenteelsm for the company~
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-as a whole but does not become involved in the day to ‘day control and.
monitoring at local level. - . _ : | ' B
.‘ . ’- . > . ~
.The Catermg Department ma1nta1ns an. absence record for every -
fmember of the staff employed w1thln 1t Where hlgh levels of :

;absenteelsm occur such problems are tackled at local or departmental '

level. Wlule the Human Resources Department is available to advise '

\"on deahng w1th such a srtuatlon no spec1ﬁc criteria for- dealmg with
absenteelsm problems have been defined. Where a personnel member_
s deemed to have an attendance problem they. are dealt w1th in a |
faccordance with . the Gnevance and D1s01p11nary Pol1c1es and _

B Procedures w1th1n the company.

',It 1s m l1ght of thls background that ‘the Attendance Programme is ,

proposed Tt is antlc1pated that when.the programme is unplemented it

| - will prov1de defined gu1del1nes for controllmg absence at local level

v

lwhlch could be apphed company w1de ift successful in curblng or

' reducmg absenteeism i in the Catermg Department
‘The Absenteeism“Broblem

Over the ‘past_ _'decade lhe ..average. annual absenteeism -level : for. the " .
Catering Deparl:rnent has been‘ ‘between 5% 'and 6%. This "adyerse ‘
. 'absenteelsm level was: hav1ng profound effects on staff morale ‘team
,- sp1r1t andfresultmg m huge costs belng mcurred by’ the department as a
~ result of this excesswe absenteelsm A survey of l1terature (IBEC :
. 1993; Redmond 1986) 1nd1cates that' control of . absence by -

'management 1n a formal manner W111 reduce absentee1sm levels This . .

'.case study will test the’ hypothe51s that effectwe management S
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‘ attendance in the workplace w1ll curb or reduce absenteelsm levels
S0 domg, it is necessary to formulate a wntten strategy - attendance

programme.

An Attendance Problem - Definition .

-_ An individual is deemed to have an attendance problem if |

.there is

a) a pattern of intermittent absence i.e. occasional absence.

for a day or two at a time which is repeated.

b) a pattern of specrﬁc days where an employee does not report for ‘

duty le.a Monday or the day following an official day off.

c) "an overall attendance record whrch is not satlsfactory taking
- account of the extent of absence the partlcular duties mvolved and

business requ1rements and costs.

Regular momtormg of attendance will ensure that each _
individuals attendance pattern will be established and - that any

necessary follow—up action is taken on an objective ba51s. o
- This programme is designed to assist employees with'

attendance problems to overcome any d1fﬁcult1es they may be

expenencmg and to assrst in a full return to work.
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The Progra'mme

As a result of the hterature review in Chapter 1 and 2 and unpubhshed
~ research by the author, the programme for use in the control of

attendance in Network Catering is proposed as follows:

a) 'Absence is discussed in conﬁdence with the employee concerned.
This* applles to prolonged and 1ntemuttent absences In cases of illness:

absence this apphes whether medically certlﬁed or not.

b) A balanced v1ew of the cause of the individual employee s absence
1S obtamed {Thrs may include a medical assessment” - w1thout

breachmg the Doctor Patient relat1onsh1p)

c) Circumstances contributlng to poor attendance whether inside or-

outside the workplace will be taken into account.

d)  The absence is drscussed with the employee by their 1mmed1ate \
‘supemsor/manager If the- employee so wishes he/she may drscuss the .
absence - with a superwsor/manager other than their 1mmed1ate ,

supemsor/manager

e) . The employee Wlll normally be dealt wrth by the same_

manager/supemsor for the duration of the review process

 Principles of the Programme -

The main purpose of the programme  is to encourage  and assist |

,employees toward full attendance. All matters shall be de"alt with
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. taking account of individual circumstances and in strict confidence. .~

Procedural Steps |

The followmg const1tutes the procedural steps to be taken 1n cases
- where an attendance problem is 1dent1ﬁed ‘

f . Flrst Interview

- Flrst Review ' -
- Second Rev1ew

e »;,:- Apphcatlon for formal dlsc1pllnary machmery

 Eirst Interview. -~ . T T T e

- The superv1sor/manager shall adwse the employee of concem.;
. over the t1me lost and ask the employee in wr1t1ng to a meetmg, .

“to d1scuss*same (Append1x C)

- *  The meeting will be held ‘to try and -establish the cause of =
. absence and detennine‘ What needs to be done to ‘irnproye_‘th:e"
 sitiation: - o , o |
ok Of any med1cal cond1t10n 1s d1sclosed by the employee at thls '
. stage that may have ‘an affect " on. jOb su1tab111ty

superwsor/manager will arrange an appomtrnent w1th the Ch1ef -
| Med1cal Ofﬁcer ' e

If, fro‘m}-'the discussion; -it elnerges that theyproblem’"'doesynot’.
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The First Reyiew

appear to ,'be due to an Llrrderlying unfitness for work—, the -
supervisor/manager should advise the employee that, while the

recor‘ded"aihnents may be genuine, a-sustained improvement in
atfendance is expected or the next stage in the procedure will be

invoked.

Any action agreed under the above will normally be=conﬁnned to

the employee in writing within 5 working days.

A 'rerview, of the situation will automatical'ly take place each’ '

v

month in ling with monitoring procedures. - !

v

. Should the employee s absence contmue or worsen followmg analysrs :

of regular momtormg, he or she should be - invited to attend a formal

review meeting w1th his or her manager

; ‘The ab-'s'e‘nce reco‘rd- should be "detailed in a“letter inviting the
) employee for this mterv1ew They should also adwsed that they'
. are.entitles to' be accompamed by a trade union’ representatlve or.
. colleague..

- The pmpose of this meeting will be to:

- (a) continue to discuss the absence and reasons; -

(b) identify any underlying reasons for absence |

. (c) consider the necessrty to seek the assrstance of the Chref
| Medrcal Ofﬁcer if ﬁtness emerges as-an 1ssue |
(d) adylse -the_employee of the service an'cos,t unplications of

their absence;
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(e) warn the employee that if there is not a substant1a1 and
sustalned improvement, mev1tab1y the long unphcatlons'

- would involve fonnal dlsmpllnary machmery

Where medical advice is sought, the meeting is therefore only
adjourned to allow this part of the process to be completed. :
(Appendix D) o |

W1thm five worklng days of receipt - -of medlcal adv10e the
. review meeting w1ll reconvene. - The employee will be advised of

medlcal oplmon in relatlon to ﬁtness for work

Where this confirms that the employee is fit, he or she should be
~ advised at 2.2 (¢) above.

The outcome of this’ mee'tihg must be confirmed to the employee
in writing by the manager / supervisor who held the meetiog

wi,thjn'j' working days. "

- “Second Review -

Where regular momtormg mdlcates that Tittle or no nnprovement in the

absence pattern has occurred a‘second fonnal review w111 be arranged

The letter inviting the employee to the meeting will include the
attendance record and again, advice on “ representation.
(Appendlx E) |
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* ° " Any new information given at the meeting regarding ill health or
a change in the nature of illiess may need to be assessed by the
Chief Medical Officer. '

po K The employee should be given the oppoxtunlty to explain any .

deﬁc1ency n attendance record,

* " The employee should be informed that failure to comply with the
' conlpany's attendance reqnirements and to iInprove the‘present
‘unacceptable record will result in the. implementation of the

company's formal disciptinary'maehinery. B

* - The outcome of the meeting must be confirmed in W‘riti'ng by the* _

Manager / Superwsor who held the, meetmg agam with- 5
workmg days ’ '

* '_ It may be decided that further reviews are neeeséary depending .

on the cireurnstances. of each case and a date may,s'e't- at this

. stage for a further review.
*  If there is 11ttle or no improvement in- the attendance pattem
- disciplinary action should be apphed | ‘
Preventative Measures
A formal control policy is unlikely on its own to manage attendance.

66



' (Edwards et a1 1987 5) therefore 1t 1s 1mportant to mclude some
.preventatlve strateg1es m conjunctlon w1th the control strategles

The preventative strategies'mcluded in thlS prograrnme 'sh__all be:

- General care and counsellmg from management for absentees

- Incentlve programme ~in the fonnat of a monthly draw for those w1th;,; R

“full attendance for the month and ﬁrrthermore an annual draw for those k
: w1th full attendance for the year 4
- Involvement of the company doctor to as51st in prov1dmg antl—ﬂu .

mjectlon and general medlcal check—ups

-~

. The Neg'o’tiatio_n‘of the'Implementation of ‘the-Programme

: In order for such a programme to be nnplemented w1thm Network |

e

'- ‘Catermg, its 1mplementat10n had to be negotlated W1th )
Lo The Manager Network Catermg L o
e The Human Resources Manager Iarnrod Erreann

. The trade. umon representmg the personnel w1th1n the department

' The manager of the Catenng Department was extremely supportlve of
! the 1dea of havmg a formal control pohcy for dealmg w1th absenteelsm

as- mdeed was the Admmlstratron Manager for the department who

deals with all human résource: 1ssues " for Network Cateting. The .

Adrmmstratlon Manager prov1ded assistance n deﬁnmg the format of
~ the programme ThlS process commenced 1 in March 1995 and in May

1995 the formal programme outlme ‘had been -agreed upon within the
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‘ Caterin’g Department.

The implementation of the programme was then proposed to the
Human Resources Department, lamrod Eireann. A number of
adjnstrnents_were made.to the original proposed format and in Augnst‘ |
199_'5' the format had been agreed‘ upon’ with the Human Resources
Manager and negotiations for the formal implernentation of the

programme comrnenced with the trade-Union S.IP.T.U.

 Fortunately all the personnel who would Ibe affeeted by the intro:duction; B

- of the programme ‘were members of that union. This' eaé_ed the fask of

'negotiating its irnplementation considerably as only one union had to be . o

| consulted. e
‘Within Network Catermg there is a ‘House Comm1ttee whrch con51sts
" of Management representatlves and Trade Umon representatlves who o

_meet ona regular basis to- drscuss 1ssues w1th1n the department

‘In the case. of the negotlatlon of the 1mplementat10n of thrs programme |
, agreement was reached at local - level for its unplementatlon wrth'

o

- Network Catering.

Negotlatlons w1th all concemed complete the programme was ofﬁcrally

. nnplemented on January 1St 1996.
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. Chapter 5: The Analysis.of the Case Study
Absenteeism Percentage Levels For 1995 And. 1§96..-
As already outlined in chapter 4 absenteeism percentages for Network '
Catering are compiled.on a periodic basis. The table below shows a

comparison of absenteeism percentages for each period in 1995 and
1996. o
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* Total Absenteeism Levels

As recommended by Redmond
: absenteelsm levels further by _]Ob category.’

1995 1996,

Period . g Perceritage Period 1 Percerntage

1 7% 1 8%
2 7.3% 2 6%
3 5.4% '3 6%
4 5.3% 4 4.4%
5 '5.8% 5 47%
6 16.1% 6 4.4%
7 4.4% 7 43%
. 8 4% 8 42%
9 4% ¢ 9 5.2%
10 - . |5% 10 5.2%

5% 1 6%

12 8.06% 127 |5%

13 7% 13 5%
Average Peﬁédic ,'l';?.' 572% Average Periodic | 5'.\28.%
| Absenteeism % 1995 . - v A-b.s,e'ntevei,sin% 199‘6. N

' oo | | Table. 1 |

1986 it is unportant to analyse

- The tables below show.t'h_é breakdown of absenteeism levels for |

a) Superv1sory and Technlcal Personnel

b) Operatlve Personnel
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Supervisory, Téch:ﬁcal Pefsonne_l

Absenteeism %

Absenteeism %'

1995 1996
Period ~ Percentage Period Percentage
1 3.28% - 1 |e%
2 0% 2 11%. -
3 0% 3 (7%
4 30% 4 29
5 7.1% 5 23%
6 71% 6 0%
7 5.3% 7 1.7%
'8 75% 8 .|0%
9 32% -9 1%
107 5% . 10 0%
11 7.5% 11 %
12 16% 12 0%
13 | 1% 13 1% N
Ayerage'PeﬁOc!ic., 5.32% | Average Periodic e 2.‘74%

7

Table. 2




Operative Personnel

1995 L1996
'Peric‘)d‘ Percentage Period " Pércentage
1 8% 11 8% -
2 | 8.3% | 2 1%
3 [7.4% 3 - 6%
4 5.5% 4 5%
5 5.7% 5 5.2%
6 6.3% "6 4.9%
7 4.6% 7 47%
8 448% 8 5%
9 5.5% 9 e
10 1 5% 10 6%
11 5% 11 1 6.4%
12 |79% 12 5%
B3 1% | 13 6% |
| Average Periodic 6.20-%' Average Periodic ) .-_ 5.78%
Abéehteeism% R B Absenteeism % | '

Table. 3 : '

’ AnalvsiS'of':Abse‘nteeiém Levels.

The average .peﬁodic‘abéénteéi‘ém percénf for 1995 was 5.72% while -
this had reduced to 5.28% in 1996 when the programme had been . .
implemented. [Table 1] | ' ' | :




-As a result of the 1mplementat1on of the attendance control program the.
- average periodic absenteeism level for 1995. decreased by. 44% in .
71996..

Looking at the absenteeism levels in terms of person days lost, in 199’.5,‘,;‘
4233 days were lost due fo absenteeism while in 1996, 4029 days were.
_ lost'due to absenteeism a decrease of 204 days lost on the previous

. year.
This result was disappointing as a greater improvements in attendance
levels had been -anticipated once the programme _had been -

implemented.

Further analysis of the absentee1sm levels reveals that the average';

per1od1c absenteeism level for supemsory and technical personnel m. . -

1995 was 5. 32% wh11e in 1996 th1s had reduced srgmﬁcantly to 2.74%.
‘ [Table 2]

However the total number of personnel employed in the supervisory -
-.and, techmcal capac1ty is only on average 15 SO the overall impact of
the total of Network Catermg 1S mlmmal although this trend in terms of

the reduction in absenteersm levels is very encouragmg

lable 3-shows the absenteeism figures for Operative Personnel in 1995
and 1996. Again a downward trend in absenteeism 'l‘evels is obvious.. -
In 1995 the average periodic absenteeism level for operat_ive personnell' |
was 6.2%"this’:had reduced in 1996 to- 5.78% an average periodic
decrease of .42% in absente'eisrn percentage levels on the. previous'

| year.
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Overall - the result in the decline of absenteeism is disappointing as it
- had been hoped that the total rate for 1996 would have been lower than
4%, | | |

In order to ascertain why the level of -attendance had not improved

~ more significantly it was decided as pan of the analysis of this case.

* study to conduct unstructured interviews with the manag'ers~ who are

- responsible for the implementation of the programme.

The Managers are nainely;.

a) The Catering Manager who is. ‘ultiniately r_esponsible for the E

Department. )
b) 'l'"he' Administration and .P.érsonr;e.l Manager, who ié reSpbnéi'bl'e: for
~ the i_mblerrientation of ali Human RésoMcé initiatives | .
c)'..The Area Catering Manéger who is r.esp»on‘sible for all opefatiyé

personnel working in ground catering units and finally ~

- d) The Train Catering manag_er who is responsible for all operative

~ personnel in rail catering.
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* The Interviews

Interview with the Manager Network Catering

The absenteeism level in Network Catering is higher than the national

‘average and is unacceptable particularly in light of the fact that we have-

~.sucha young workforce.:

Our absenteersm level should 1deally be 3 5% however we ‘are Stlll a

long way . from achJevmg thls goal

“

' _The unp]ementatlon of the - attendance programme within~ our
+ department purported to prov1de the solutlon to our absenteeism

problems However absenteelsm levels have not significantly- declmed.'

smce its unplementatron

- . The decline in absenteeism in 1996 is encouraging but we still have to

endeavour to reduce absenteelsm levels further. Like many other

managernent. strateg1es perhaps we have paid hp semce to the
attendance programme and have not followed it through eﬁ'ectlvely

Absenteeism levels certainly can be controlled but its control ultimately
lies with management and to a large extent line management to ensure

persistent - absentées are tackled in this regard. .

In 1992 the absenteeism level in Heuston Buffet was 16%. 1 intervened-
and requested that all personnel who were absent from work reported |

to me on return to duty. - Within four months the absenteeism level had

dropped to 1.6% a decrease of 14.4%.
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i

. Management control is essential if absenteeism levels-are to be curbed.

If attendance levels are monitored more strictly and real support 1s

~given to the” programme from lme management it should produce

' instant results

The main causes for absenteeism in our department are a poorly 'A

motlvated workforce poor job satlsfact1on lack of team spmt and lack

of management control These factors should be dealt with m

~ conjunction with the attendance programme and our- absenteelsm levels

w1ll certam]y decline 51gn1ﬁcantly
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Interview with Administration Manager

The ‘concept of the attendance programme is excellent however the

decrease in absenteeism has only been marginal since its induction. ~

-The implementation of the progrannne Is a major.contr‘ibntory_ factor '-_
~the programme. itself appears to have'the‘,potential to be used as an
~effective management tool‘-’r however its nnplementation has been too
fragmented with no concerted effort made by all management and
supemsors The commltment to unplementmg the programme was not
g1ven ;by all managers ,concerned and the results of the. lack -of .

. commitment can now been seen.

The high absenteeism level 1s Network Catering is. attributabl'e to lack
of .supervision and lack of follow up from managers and superVisors'._
Work pressure and -the pay structure for personnel also' have had
~ bearings on the: absenteeism level Furthermore the stmcture of the
- personnel section of Network Caterlng 1s such that mformatlon on
absenteersm levels are not commumcated effectlvely on a regular basrs
to managers and supemsors While absenteeism level are compiled on
a periodic basis the mformatlon is historic by the t1me it reaches line

| 'management and therefore can not always be acted upon. o

| The .system of recording attendance ]evels manually in the _wages
department is dated and consideration"must be given to investiment in
technology to -speed up the ‘hroce"ss of information ﬂow. A
computerised database would be a more effective manager‘nent tool in

assisting to curb absenteeism levels.



The attendance programme should be reviewed in light of the fact that
it has been in-operati;)p-now for over a year. The commitment of all
managers and supervisbrs to following the programme must be secured .

if theprogr3m1f16 1s to $ucceed in reducing absenteeism. levels.
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Interview wirh the Area Catering Manager - Finbar Maguire. .

The absenteeism level in Network Catering has to. be-described as
poor. Personnel appear to have a lack of intérest in their positions and
that combined with lack of follow up on absentees by management has

led to unacceptably high absenteeism levels.

The attendance programme should ass1st n reducmg absenteelsm levels
but is. needs to be implemented consrstently and personnel need to be
made more aware that a medial certificate does not save them from .-
recrimination. andlit is possible to be dismissed if you have a ~persistent
high level of absenteeism. Absentees should be" made aware of the

hrgh costs. encountered by the department as a result of absenteersm
| and also bemade ware that other personnel have to absor;b. their work:

10ad when the are absent.

';vi‘lThe monthly draw for personnel with fullvartendarrce at work is a-good -
‘incentive for personnel to attend the workplace However attendance
levels have not 1mproved s1gmﬁcantly as a result of its implementation.
p‘A reason for thrs may be that- the draw 1s not high proﬁle enough.

“There should be greater eommumcaﬁon of who the winners are.
The self certification system would appear to encourage staff to be
absent. The system is often abused and again this is not followed up on -

by management. -

We need more consrstency in our management approach to controlling

absenteeism.
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_‘Absenteeiém can be "é_bhffdllé_d but it 1s -down to‘fmzinage’rs' aqd
Supervisors to control_it: * A lot of work has been done to date in
attempting to.rqducefabsente'eism levels. .Acknowledging we ‘have an
_absenteeism ﬁroblem andmakmg personnel more aware of ‘the fact ,thét" :
ébsenteeism is not accepfable is a.good start however we still havé Ié)'tsh

of room for improvement.
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Interview with the Train Catering Manager

The . overall absenteeisrn level in Network Catering is very high.
However at senior and middle level there is little or no absenteeism, it -

is at junior level that absenteeism is out of control.

Where a junior staff member rnisse'"s'a day due to absence he / she |
:sunply loses £10 from their net pay for the week - the incentive is just
not there to attend. Our recru1tment of j Jumors must also be questloned
'sometlmes we w1ll 51mp1y take anybody to fill a ]ob vacancy even' h
though 'we know that thelr commitment to the position is minimal. The ‘,
~ jobs our juniors do are uninteresting simply pushing a trolley up and
down a train and. 'c_leaning'andyva'shjng up in our kitchens. - That’
coupled wi,th'the fact that our juniors are let go at the age of twenty-
y.enrs means th‘ey ‘have no commitment:to att'endf the w0rkpllace',eyery

. day.

It 1s also aoparent that there is no team spi_rit'amongst'o'ur personnel

their lack of duty to;eaoh other herghtens the ab’s_enteéi's‘rn' problem.

The attendance programme 1s an excellent 1dea but needs to be‘
- followed through more ngorously There was -an nnprovement n
attendance levels in 1996 - even though it was marglnal however. any
improvement has to be welcomed. The effectiveness of the monthly N
draw for those with full attendance'is ‘questionable as is the inclusion of

unit managers and supervisors in the draw.

‘Reduction in absenteeism levels will be achieved if management- and

unions work together to curtail it. Peer pressure must be the best tool
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available to curb absenteelsm -a counsel should be estabhshed with
management -and union representatlves and collectively solutlons to ‘all

our problems - mcludmg absenteeism should be agreed.

Worker -loyalty needs to be enco{traged - what better means that
through creating a greater WOrking relationship amongst all personnel -

only then will absenteeism levels decline.
: Conclusion

All literature stlrveyed in Chapter. 2 lis.'unanimous in agreement that ~
.attendance 1mprovement programmes work - once nnplemented

" monitored and managed effectrvely

In the case of the 1mplementatron of the attendance programme n

_ Network Catermg the key findings of the analysrs are hsted below

"o The absentee1sm level did dechne although not s1gn1ﬁcantly as a
result of the implementation of the programme: -
o The greatest 1mprovement in attendance levels was ‘in the

superwsory and techmcal personnel category where the average

" periodic absentee1sm level fell to 2. 74% in 1996 as opposed to the =

prevrous year - 1995 where the average penodlc absentee1sm level

was 5. 32% - . ~

. o An improvement of .42% per period was apparent in the operative
"section of personnel in 1996. . . : R

e As aresult of the personal interviews conducted with. the Managers
responsible for the nnplementatron of the programme, the followmg _

\ o

is evident:
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e the programme is. viewed favourably by all ‘managers
1nterv1ewed ‘ ,

° .there ,is agreement . amongst " all the Managers “that the
programme was not.implemented effectlvely. o

e the potential the programme has to reduce absenteeism levels

- 1s acknowledged by all. | | _ -

° accurate and rehable data on absenteelsm levels is avallable in
Network Caterlng but no prompt is given to the Managers
when absenteelsm becomes a problem for an md1v1dual,
employee work locatlon or umt S

. .2 more cons1stent approach by all Managers fo the
| 'management.of absenteelsm is required-if the programrne is to
be effective. . - o | o |

° 1n relation to the perceptlon of the causes of absenteersm by
" personnel the following were listed: '

o poorly motlvated work force r
o poor job satlsfactlon
e lack of team spirit
~ @ lack of mahagerial control
. Work pressure B
o pay structure
o poor structure of personnel ‘section . w1th1n Network
Catering o
o poor comrnunication
e lack of incentive to attend to workplace
e self certiﬁcation of sickness scherhc ’

The next chapter will address the issue of absenteeism from. the

employees perSpectlve and in pamcular address the areas of -
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" employees attitude to the attendance control programme and the true -

- causes for absence amongst employees in Network Catering.
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- Cliapt'?r 6: Results of Survey

Response rate for the Questionnaire

A total of 58 completed questionnaires were returned, a response rate
of. 38.6%. '

In keepmg w1th the guarantee of anonynnty contalned in the covermg |
letter “the questlonnanes camed no identification as to the
Respondent s name or location. Instead each completed questlonnalre.

was glven a sequentlal number (from 1to 58) as it came back The

; study w1ll refer to Respondent R12 Respondent R25 and so-on as a

" means of 1ndlcat1ng each returmng questlonnalre .

Method of Analysis of the results *

The software product SPSS for :MS -Windo.ws R'eie'as'e 6.1 waS‘u'sed to
analysev the resulfs of the_.qnestionnaires. SPSS penhits a number o.f |
'Statjstical operations to be carried out. . For e_xample |

e ] frequencies can-bé derived - R )

e correlations can be performed among groups of data

e Cross tabulatlons can be undertaken of groups of data

. e statistical tests can be camed out as an mdlcatlon of the valldlty of"

results.

All the data from the completed questionnaires whether numerical or -
written text was coded so that it would be in a-suitable form for-
inputting into the SPSS software. - This created a-dataset. The data in

this SPSS ‘dataset was checked against the o_ﬁginal questionnaifes for -
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“accuracy.

It was then p0551ble to analyse the data usmg the statlstlcal functlons _ .
mcorporated nto. SPSS For. example the data was summansed by
finding the frequency dlstnbutlon of vanables and by computmg :
- averages that would describe a typ1cal observatlon (th_e_measures of

central tendency).

.-General notes on the results -

Not Answered N /A refers t"o‘ instances where’ some respondents did~
not give a response or where the response was uncodable Asa gulde _
" tothe value these Not Answered 1. 7% 1s equal to one respondent

| Some roundmg €ITOTS mtroduced by the SPSS program when it.
calculates statlstlcal Values may be noticed i in the frequency analy51s of
'}respondents—responses or in the tables of results As a consequence

some percentage. ﬁgures do not exactly add up to 100%.
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Analysis of the Results

1. Gender of Respondents

O Male
m Female
ON/A
Fig. 1
Mean 1.517. Median 1.500.
Mode 1.000. Std. Dev. .538.

29 respondents were male (50%), 28 Respondents were female

(48.3%) and there was 1 missing response (1.7%0)
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2. Ahge Category

Fig. 2
Mean 1.879. Median 2.000.
Mode 1.000. Std. Dev. 1.077.

28 respondents were aged between 16 - 25 (48.3%), 17 respondents
were aged between 26 - 35 (29.3%), 6 respondents were aged between
36 - 45 (10.3%), 6 respondents were aged between 46 - 55 (10.3%)

and only 1 respondent was aged between 56 - 65 (1.7%).
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3. Marital Status

Mean 1.466.
Mode 1.000.

O Single

m Married
O Separated
0O Widowed
m Other

Median 1.000.
Std. Dev. .922.

Fig.3

40 of the respondents are single (69%), 14 are married (24.1%), 1is

separated (1.7%), 2 are widowed (3.4%) and 1 respondent specified

living with a partner (1.7%)
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4. Religion

O Roman Catholic

m Church of Ireland

O No Religion
O Other
Fig.4
Mean 1.414. Median 1.000.
Mode 1.000. Std. Dev. 1.427.

520f the respondents are Roman Catholic (89.7%), 2 are Church of
Ireland (3.4%), 3 subscribe to No Religion (5.2%) and 1 respondent

specified a belief in the bible but not man made religions (1.7%).
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5. Number of Children

g
5
3
Ew
-
) Pereentage
PO - " ' P Fl_gs
Mean 1.586 - S MedranlOOO -
Mode1.000. . .. - © Std: Dev. 1.124.

. .o - . -

' ~42 of the: respondents indicated that the had no chlldren (72 4%) 6
: respondents have 1 child (10, 3%) 5 respondents have 2 chrldren
: (8 6%) 2 respondents have 3 chrldren (3 4%) and 3 respondents have 4

or more chlldren (5 2%): T

. P . Yon
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6. Education

O Primary

0O Secondary

0O Secondary Unfinished
0O Technical

m Technical Unfinished
O Vocational

m Vocational Unfinished
O University

m University Unfinished

O N/A
Fig. 6
Mean 5.638. Median 4.000.
Mode 4.000. Std. Dev. 2.68.

3 respondents indicated they left the education system at primary level
(5.2%), 11 respondents indicated they left at secondary unfinished
(29.3%), 17 respondents completed secondary education (11.9%), 1
respondent left at technical unfinished (1.7%), 5 respondents left at
teclinical finished (8.6%), 3 respondents left at vocational unfinished
(5.2%), 8 respondents completed vocational education (13.8%), 3
respondents left the educational system at university unfinished (5.2%o),
4 respondents completed university education (6.9%) and there were 3

missing responses (5.2%)
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: ".v[: e
7. Employment Duration . ' N
"vo 40
' :
- §-30
€.
g2
& 10
O ’.e;.\ 7 59 % St 3
r0-135 - 14 YTogs T 6.9 o0 10-13  Over
Weels .0 Weeks,. - --Yeas | Yeas . . -Years 14
' 2oL Duration © : v Years
Years
; Fig. 7

Mean3.069. 0 . ... Media2.000.
Mode2000. ~ - - Std Dev.1.566.

i

v

3 respondents have JUSt commenced employment (5 2%) and answered

-0 the O - 13 week. category 29: respondentsf have been employed S

between 14 weeks and 2 years (50%) 8 respondents have been

employed between 35 years (13 8%) 6 respondents have beenﬂ .
employed between 6.-9 years (10 9%) 3. respondents have. been‘l.__
employed between lO -13 years (5 2%) and nine respondents havev

been employed be the company for over. l4 years (15 5%)
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8. Medical Condition.

oo . | Fig.8
 Mean1948. S . . Medim2000, ..
o 'Modezooo L . ' StdDev..394."

: 6. of the respondents 1nd1cated that they do have a medlcal condltlon
~';whlch prohrblts them attendlng the workplace on- occa51on (10 3%) 4
: , ,}.of the respondents spemﬁed the followmg medlcal condltlons - back
' d th problem 1rr1table bowel syndrome and mlgralne d1abetlc and
) - asthma (6 9%) i respondent spemﬁed contmually h1tt1ng the dlsplay
cabinet door i in the dlmng ‘car, resultmg in a cut head as a reason for
| absence (1.7%) and another respondent d1d not spec1fy the medlcal
‘condltlon but stated absence occurred due to keeping . med1ca1
'appomtments (1.7 %) 49 of the respondents mdlcated they do not have ..

a med1ca1 condition whrch prohrblts them from work (84. 5%) and there

 were 3 missing cases (5.2%).

i
1
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9. Employment Position

70
60
50

40

30

20

10

0

Part Time Full Time Temporary Contract Other N/A
Bnployment Position
Fig. 9

Mean 2.190. Median 2.000.
Mode 2.000. Std. Dev. .926.

7 of the respondents indicated that they are employed on a part time
basis (12.1%), 41 are employed on a full time basis (69.7%), 3 are
employed on a temporary basis (5.2%), 4 have contracts for a specified
time (6.9%), 1 respondent indicated other employment on a trial basis

(1.7%) and there were 2 missing response. (3.4%).
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10, Sources ofincome

Fig. 10
Mean 1.672. Median 2.000.
Mode 2.000. Std. Dev. .473,

19 respondents indicated that their wage is the sole source of income in

their household (32.8%) while 39 respondents indicated that their wage

is not the sole source of income in their household (67.2%).
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~11. Family Income Support

| s o Fig. 11
_Mean2034 R i . Median2.000. '
Mode2.000. ~ Std Dev. 323."

1

C 2 of the respondents mdlcated that they quahfy for F amlly Income‘
a 'Suppoﬁ (F.1S.) (3 4%, 52 of the respondents do not quallfy for Fam1ly
' .Income Support (89 7%) and 4 respondents d1d not answer thls o

R questlon (6. 9%)
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2. Employee Control

Fig. 12
Mean 3.586. Median 3.000.
Mode 3.000. Std. Dev. 1.298.

2 of the respondents rate the level of employee control within Network
Catering as high (3.4%), 7 of the respondents indicate it is fairly high
(12.1%), 25 of the respondents rate the level of employee control as
average (43.1%), 10 respondents indicate it as low (17.2%), 7
respondents indicate it as very low (12.1%) and 7 respondents

indicated they don’t know (12.1%).
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3. Employee Participation

Fig. 13
Mean 3.069. Median 3.000.
Mode 3.000. Std. Dev. 1.2609.

6 of the respondents indicated that the level of employee participation
within Network Catering is high (10.3%), 11 respondents indicated
fairly high (19%), 25 respondents indicated the level of employee
participation as being average (43.1%), 9 respondents indicated that the
level of employee participation is low (15.5%), 3 respondents indicated
that the level of participation is fairly low (5.2%) and 4 respondents

indicated that they didn’t know (6.9%0).
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14 Level ofPay

Very Unsatisfactory

Unsatisfactory
o] Average
Satisfactory

Very Satisfactory

0 5 10 15 20 25 30 35 40
Percentage
Fig. 14
Mean 3.431. Median 3.500.
Mode 4.000. Std. Dev. 1.011.

2 of the respondents indicated that the level of pay within Network
Catering is very satisfactory (3.4%), 8 respondents indicated that the
level of pay is satisfactory (13.8%), 19 respondents rated the level of
pay as average (32.8%), 21 respondents indicated that the level of pay
is unsatisfactory (36.2%) and 8 of the respondents indicated that the

level of pay is very unsatisfactory (13 .8%).
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15. Satisfied with Work in General

O Yes
m No
O N/A
Fig. 15
Mean 1.155. Median 1.000.
Mode 1.000. Std. Dev. .410.

50 of the respondents indicated that they are satisfied with the work in
general (86.2%), 7 of the respondents indicated that they are not
satisfied with the work (12.1%) and 1 respondents did not answer this

question (1.7%).

Synopsis
43 of the 58 respondents answered question 15(a) - What you like most
about your job. The following were specified as what respondents

liked most about their job.
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Like most about Job

| _.Me'et‘ing People

Nu;nbef of Responses

18

Work Colleagues & fnendshlps

- ‘ ,fonned

|7

L '." ' Travelllng"

F rée Trai/ell’r

‘Job Satlsfactlon

-Workmg Alone |

Cookery

: :Gettmg Pald
| kVanety |

— == o N o |w

Friday B

o i G‘ettin'g a trade :

Promotion Prospects

Cha]lenge

. 4 e

' Customer Satlsfactlon

| ;_step up from unemployment

~ Totdl Respt)nses
Missing' Cases
-Total"' §

| Table. 4 .

'51 of the 58 respondents answered questlon 15(b) - what you d1s11ke ‘

respondents disliked most about their _]Ob

‘ most about your ]ob The followmg were spemﬁed as what




Dislike most about‘your jbb

-

ANumber of Respondents

‘Long Hovursvv 11
Wages s 6
" Rude and Unde51rable Customers -5 .
: Management mterference / too

many bosses /1o commumcatlon

: 'from / no support from

| Early starts }

’" Turnover of*management and staff

;‘.Late ﬁmshes

14
3
{Workmg weekends G e 20
Lack-of Staff . 2 | .
.Workmg double shlfts' " ' 2 ; _ .
. When it is very. busy | 2 :
| Poor pubhc nnage q T
' ', No personal washlng facﬂlttes i - 1 - : - _
O .' ‘Rumours and back bltmg o 1 .
-‘ ‘Washing up 1 g ,
o Train Overcrowdmg n : g “
.FVGCT'[I ng so tll’edf s 11 )
X . jShlft Work | 1 _'

TOtalvRespO'nses?'r'-,

P.

M1ss1ng Cases ,

Total

Tablé, 5

Of the 51 responses received, 23 of these relate to workmg hours and

t1mes of work
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16. Feedback on Work Performance

aoYes
m No
0 N/A
Fig. 16
Mean 1.500. Median 1.000.
Mode 1.000. Std. Dev. .57.

31 of the respondents indicated that they do get feedback on work
performance (53.4%), 25 responded they do not get feed back on their
work performance (43.1%), 2 respondents did not answer this question

(3.4%).
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17. Level of Supervision

OYes
m No
O Don't Know
0O N/A
Fig. 17
Mean 1.586. Median 1.000.
Mode 1.000. Std. Dev. .879

37 respondents are satisfied with the level of supervision for their job
(63.8%), 10 respondents are not satisfied (17.2%), 9 respondents don’t
know if they are satisfied with the level of supervision for their job

(15.5%). There were 2 missing responses (3.4%0).
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18. Level of Supervision within Company

O Yes
O No

O Don't Know
O N/A

Fig. 18
Mean 1.845. Median 2.000.
Mode 2.000. Std. Dev. .894.

26 of the respondents indicated that they are satisfied with the level of
supervision within the company (44.8%), 17 of the respondents are not
satisfied with the level of the supervision with n the company (29.3%),
13 of the respondents don’t know(22.4%) and there were 2 missing

responses (3.4%o).
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. 19.Same money present or absent from work

EBYes
@ No*
0 Don't Know
EN/A
Fig. 19. .. .
. Mean2276. . . - Median 2.000.

Mode 2.000. o Std: Dev. .720

6 of the respondents 1nd1cated that they receive the same amount of
money if present, or absent from work (10 3%). 33 of the respondents
1nd1cated they do not receive the same amount from work (56. 9%)..16
of the respondents don’t know (27. 6%) and 3 respondents did not reply
to the questlon (6.9%). ' '
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20, SelfCertification System

Fig. 20
Mean 1.845. Median 2.000.
Mode 2.000. Std. Dev. .586

15 of the respondents do use the self certification system if absent from
work (25.9%), 37 do not use the self certification system if absent from

work (63.8%) and 6 respondents did not reply to that question (10. 3%).
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21, Position Require Shiftwork

Yes - | | 483%. |
No 43.1% .
INJA | 8w
Table. 6 -
Mean 1.603, | | | ] Median 3.000.

Mode1.000. . - Std. Dev. .647.

28 respondents- stated that their pbsiﬁon involved shift work (48.3%).
25 fespond_ents stated that their position. does not involve shift work

v (43. 1%) and 5 respondents did not reply to that question (8.6%)..
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22. No of People in Section’/ Crew L

3 ‘
Number of people In crew
. ~ Fig.21
Mean3.259. = © Median 3.000.

"Mode2000. .~ * S Dev.1517.

4.of the respont_ients indicated that they worked..alone'(o.9%)‘,‘ 17 of the .'
respondents indicated that_ they worked with between 1 - 3 other peof)_le ,
(29.3%), 16 of the respondents work with between’l4‘ - 7 other peopte -
(27.6%), 11 of the respondents "‘work w1th between 8 - 11 people-
(19%) 4 of the respondents indicate they work with between 12 - 15'.-«' -
' other people (6. 9%) 3, 0f the respondents indicate they work w1th more
.than 16 other people (5 2%) and 3 respondents did not answer that
questlon (5 2%)
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23. Days Absent in 1996

50%

45%

40%

35%

30%

25%

20%

15%

10%

5%

0%

0-4 5-9 10- 14 15- 19 20-24 25-29 N/A
Fig. 22

Mean 3.034. Median 1.500.
Mode 1.000. Std. Dev. 2.765.

29 of the respondents indicted that they were absent between 0-4 days
in 1996 (50%), 6 of the respondents indicated that they were absent
between 5 - 9 days (10.3%), 8 of the respondents indicated that they
were absent between 10-14 days (13.8%), 1 of the respondents
indicated that they were absent between 20 - 24 days (1.7%) , 1 of the
respondents indicated that they were absent between 25 - 29 days

(1.7%) and 12 respondents did not answer that question (20.7%b).



24.1_Verbal Waming'

[avYes |
& No
(aNAT |

o ' - | 7 Fig. 23
Mean2017. - . Média2.000.
Mode 2.000. " .Std. Dev. .296.

2 of the respondeﬂts have: received a- verbal warning in relation to
absenteeism (3.4%), 53 of the respondents have not.fecei.vfed;‘ai verbal .
' \yaming in relé‘tioni to absehteeism’ (91.4%) and 3 respondents did not

answe'r"t,h'at quéétion“(5.2%). R S e
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25 Written Warning

[ Yes

@& No

ON/A
o o Fig. 24
Mean2.000. .- Median 2.000.
Mode 2.000. R | Std. Dev. 265.

N 2 of the respondents ha\'/e_'; received a written wamin‘g: in relation to
- absenteeism (3.4%), 54 of the responde’nfs have not recéived a-written .
warning in rclatioh to absénteeism (93.1_%). 2 of the respondentS did

not answer this question (3 4%).
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26, Attendance Programme

Fig. 25
Mean 2.053. Median 2.000.
Mode 2.000. Std. Dev. .782.

14 of the respondents believe that the attendance programme within
Network Catering encourage you to attend work (24.1%) , 29 of the
respondents do not find the attendance programme encouraging (50%0),
13 of the respondents don’t know (22.4%) and 2 respondents did not

answer this question (3.4%o).

114



27 Monthly Attendance Draw Encouraging

Fig. 26
Mean 1.879. Median 2.000.
Mode 2.000. Std. Dev. .727.

17 of the respondents feel that the monthly draw encourages you to
attend at work (29.3%), 33 of the respondents felt that it does not
encourage you to attend at work (56.9%), 6 of the respondents don’t

know (10.3%) and 2 respondents did not answer this question (3.4%).
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28. Recrimination Dissuade Absences

Yes No Dont Know N/A

RBcrimination dissuade absence ?

Fig. 27
Mean 1.879. Median 2.000.
Mode 2.000. Std. Dev. .727.

18 of the respondents indicated that the fear of recrimination dissuades
them from ringing in sick (31%), 30 of the respondents indicated that
the fear of recrimination would not dissuade them from ringing in sick
(51.7%), 9 of the respondents don’t know (15.5%) and 1 respondents

did not answer this question (1.7%0).
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29 Medical Certificate for Absence

Fig. 28
Mean 1.586. Median 1.000.
Mode 1.000. Std. Dev. .836.

37 of the respondents indicated that they would always get a medical
certificate if absent from work (63.8%), 8 of the respondents indicated
that they would not always get a medical certificate if absent from work
(13.8%). 13 of the respondents indicated that this is not applicable
(22.4%).
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30. Participant on Attendance Programmee

O Yes
ONo
0O N/A
Fig. 29
Mean 1.862. Median 2.000.
Mode 2.000. Std. Dev. .511.

12 of the respondents indicated that they have participated on the
attendance programme (20.7%). 42 of the respondents indicated that
they have not been a participant on the attendance programme (72.4%).

4 respondents did not answer this question (6.9%).
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3L Know Current Absenteeism Percentage

O No
m N/A
Fig. 30
Mean 1.500. Median 1.000.
Mode 1.000. Std. Dev. .656.

57 of the respondents indicated that they do not know the current
absenteeism percentage (98.3%). 1 respondent did not reply to that
question (1.7%).
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. 32 Think Absenteeisin' is High B
Yes ° 59%
No oy ] - 33%
N/A_. | 9%
. Table.7
| Meanl 500, " R Mediani.1.000. -
Mode 1. 000 © . Std. Dev,.656..

Y

.34 of the respondents mdlcted ‘that absenteelsrn 1S. htgh in- Network'-
| Catering (58 6%) 19 .of ‘the respondents 1ndlcated that they do miot
beheve absenteelsm is h1gh in Network Caterlng (32 8%)
respondents d1d not: reply to that quest1on (8 6%) ‘ v
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33.Day of the Week Most Likely to be Absent

O Sat

OSun

O Mon

O Tue

m Wed

O Thu

O Fri

0O Don't Know
m N/A

Fig. 31
1 respondent indicated Saturday (1.7%) 1 respondent indicated Sunday
(1.7%) 1 respondent indicated Monday (1.7%) 1 respondent indicated
Tuesday (1.7%) 2 respondents indicated Wednesday (3.4%) 1
respondent indicated Thursday (1.7%) 1 respondent indicated Friday
(1.7%) 43 respondents indicated don’t know (72.1%) and 7 of the

respondents did not answer that question.
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34. Season Most Likely to be Absent

Summer Winter Not Applicable N/ A
Season most likely to be absent
Fig. 32
Mean 4.793. Median 5.000.
Mode 5.000. Std. Dev. .789.

3 of the respondents indicated that they are most likely to be absent in
the Summer (5.2%), 7 of the respondents indicated that they are most
likely to be absent in the Winter ( 12.1%). 44 of the respondents
indicated not applicable (75.9%). 4 of the respondents did not answer

that question (6.9%0).
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35. Where do you live

O Large City
O City

O Large Town
O Town

m Village

O Countryside
m N/A

Fig. 33
Mean 2.690. Median 2.000,
Mode 1.000. Std. Dev. 1.930.

26 of the respondents live in a large city (44.8%), 6 of the respondents
live in a city (10.3%), 8 of the respondents live in a large town
(13.8%), 5 of the respondents live in a town (8.6%), 7 of the
respondents live in a village (12.1%), 3 of the respondents live in the

countryside (5.2%) and there were 3 missing cases (5.2%).
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36. Distance from place of work

00- 2 Miles
m3-5 Mies
0 6 - 9 Miles

0 10-13 Miles
m Further
ON/A

Fig. 34
Mean 2.603. Median 2.500.
Mode 1.000. Std. Dev. 1.337.

15 of the respondents indicated they live between 0 -2 miles from the
workplace (25.9%), 14 of the respondents indicated they live 3 -5

miles from the workplace (24.1%), 15 of the respondents indicated they
live 6 -9 miles from the workplace (25.9%), 8 respondents live 10-13
miles from the workplace (13.8%), 5 respondents live further than 14
miles from the workplace (8.6%) and 1 respondents did not answer this

qguestion (1.7%).
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37. Public Transport Available

OYes
0 No
0O NJ/A
Fig. 35
Mean 1.310. Median 1.000.
Mode 1.000. Std. Dev. .503.

41respondents indicated that public transport is available from their
home to the workplace (70.7%). 16 respondents indicated that public
transport is not available from their home to the workplace (27.6%) and

1 respondents did not answer the question (1.7%).
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37(a) Public Transport Within W alking Distance ofHome

Fig. 36

Of the 41 respondents who indicated that public transport is available
from their home to the workplace (70.7%), 39 of these respondents
indicated that public transport is within walking distance of their home
(67.2%) while 2 of the respondents indicated that public transport is not
within waking distance (3.4%).
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36 Means of Transport

g 20
é 15
10
5
0
Walk Cycle Car Public Other
Transport

Means of Transport

Fig. 37

The 2 respondents (3.4%) who answered other, specified [r17] lift and
[r51] train.

39 Following Reasons which Account for Absence

Domestic Problem 21%
Weather 4%
Social Event 9%
Lack of Transport 6%
Overslept 13%
Lack of Interest 4%
Other 43%
Table. 8

22 of the respondents who answered other and 5 others specified the

following as reasons to account for absence:
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- 22 respondents indicated sickness or illness as a reason for absence, 1
respondent specified a back problem, 1 ‘respondent specified an
~-ingrown toenail, 1 respondent specified sick or hungdver, 1 respondent

specified bug in stomach and 1 respondent specified none of the above.

40 Used Sickness as a Reason for Absence, when not

<

- Fig 38 -

" Mean1914 . Median2000.
Mode2.000. ~ - Std.Dev: 339,

6 of the :respondehts indfcated that they used sic]&ilcss'as a reason for
*absénce when this was not the sole reason (10.3%). 51 of the
‘fc'sj)ondents indicated that they never used' sickness as a reason for.
absence when this was not the sole reason (87 Lé%). 1 réSpondeﬁ_t did

~ not answer this question (1.7%).
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41. Satisfied with Holiday Entitlement

0 8 s

» rcentage

N
o

aaaimgil H | 1 c rrrz— |
Yes No N/A

o

Satified with holiday entitlement

Fig. 39
Mean 1.259. Median 1.000.
Mode 1.000. Std. Dev. .548.

46 of the respondents are satisfied with their holiday entitlement
(79.3%). 9 of the respondents are not satisfied with their holiday
entitlement (15.5%) and 3 respondents did not answer that question

(5.2%).
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| 42 . Other Members Absérit -do you feel entitled to be absent too

|:|Ygas

. |ENo.
ON/A .
: o . ~ Fig. 42
Mean2017. . .- Median2.000. |

" Mode 2.000. . - - ~Std. Dev. 350.°

3 of the respondefﬁs ‘iﬁdicated that 1s other mémbers of Network
Catering are frequently absent they feel entitled to absent too (5.2%).” |
51 of the respondents do not feel entitled to be absent (87 .9%). 4

- respondents did not 'answver that question (6.9%).
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43 Good Working Relationship with Colleague

100

80
4_%5 60
(0

40 -
g
20

 — 1 H9 |
Yes No N/A
Good working relationship with colleague
Fig. 41

Mean 1.155. Median 1.000.
Mode 1.000. Std. Dev. .523.

53 of the respondents indicated that they have a good working
relationship with their colleagues (91.4%). 1 of the respondents
indicated that they did not have a good working relationship with their

colleagues (1.7%). 4 respondents did not answer that question (6.9%).
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44. Free from Harassment in the Workplace

Mean 1.190. Median 1.000.
Mode 1.000. Std. Dev. .476.

49 of the respondents indicated that they are free from harassment in
the workplace (84.5%). 7of the respondentsindicated that they are not
free from harassmentin theworkplace (12.1%) and 2respondents did

not reply to that question (3.4%0).
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45 Permanent Position

O Yes
m No
O N/A
Fig. 43
Mean 1.310. Median 1.000.
Mode 1.000. Std. Dev. .568.

43 of the respondents indicated that they have a permanent position in
Network Catering (74.1%). 12 of the respondents indicated that they
do not have a permanent position (20.7%) and 3 respondents did not

answer this question (5.2%).
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45.(a) Job Security

N/A
Unsecure
g Failry Unsecure
0
*2 [Don't Know
o _
Fairly Secure

Very Secure

0 5 10 15 20 25 30 35 40

Percentage
Fig. 44
Mean 2.741. Median 3.000.
Mode 2.000. Std. Dev. 1.069.

4 of the respondents rated their position in terms ofjob security as very
secure (6.9%0). 23 of the respondents rated their position as fairly
secure (39.7%), 20 of the respondents answered don’t know (34.5%).
8 of the respondents indicated fairly unsecure (13.8%) and 1

respondent indicated unsecure (1.7%) and 2 respondents did not

answer that question (3.4%o).
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46 Interests Qutside Work

O Hobbies

m Evening Course
O Sport

O Socialising

m Charity Work

O Other

Fig. 45

11 of the respondents who answered other and 2 others indicated the

following interests outside the workplace:

[r7] - Swimming and Flower Arranging
[rI5] - Photography

[1-32] - Reading, Gardening, Travel

[r46] - Walking and Swimming

[L6] - Member of local G.A.A. club
[r5] - Keeping fit

[r4] - Drink

[r53] - Home life

[-39] - Music

[1-36] - Pubs and going dancing

[1-21] -  Hunting, shooting etc.

[rl4] - Gardening and card playing

[1-17] - Law and human rights and equality
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47. Satisfied with Contract of Employment

N/A
§? No Opinion
8 E
€0
*
5 |
B
© ves 111lISSS
10 15 20 25 30 35 40 45
Percentage
Fig. 46
Mean 2.052. Median 2.000.
Mode 1.000. Std. Dev. 1.050.

26 of the respondents indicated that they are satisfied with their
contract of employment (44.8%). 7 of the respondents indicated that
they are not satisfied with their contract of employment (12.1%). 21 of
the respondents have no opinion on their contract of employment

(36.2%) and 4 respondents did not answer this question (6.9%0).
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48 If Married is Partner Working

_mYeé
@No
loNnal
] | | | Fig 47 -
' Mean 2.466. s Median 3.000.
" Mode3.000. - .. 'Std Dev..777.

'L .

_ IOV»:(‘)‘f the respondents indicated that their partner is wquihg (17.2%),
11 of the respondents indicated that their péﬂner is not"\yorking (19%). -

and 37 reépondents did'not answer this question (638%)
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49 How Many Dependanton Your Income

Fig. 48
Mean 3.293. Median 2.000.
Mode 1.000. Std. Dev. 2.555.

23 of the respondents indicated 0 (39.7%), 8 of the respondents
indicated (13.8%), 8 of the respondents indicated 2 (13.8%), 1 of the
respondents indicated 3 (1.7%) and 17 respondents did not answer the

guestion (29.3%).
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50. Promotion Prospects

O Excellent
m Very Good
O Good

O Fbor

m Very Poor
O N/A

Fig. 49
Mean 3.810. Median 4.000.
Mode 3.000. Std. Dev. 1.115.

1 respondent indicated a rating of excellent for promotion prospects
(1.7%). 4 respondents indicated that promotion prospects are very
good (6.9%0). 20 respondents indicated promotion prospects are good
(34.5%) 17 respondents indicated promotion prospects are poor
(29.3%) and 12 respondents feel promotion prospects are very poor

(20.7%) and 4 respondents did not answer this question (6.9%0).
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Chapter'7 : .Analysis of the R_es;ilts of the Su’ry‘ey

~ Attitude to Ma_nagement Control of Absence in the W(')rkpla.c‘e"

Question 24 to Questron 32 (inclusive) relate to employees att1tudes to
management control of absence in the workplace
For the"pmnrpose of analysis of this survey all of these questions have

been cross tabulated with all other '\_/ariables in the questionnaire. 4
Because of the vast amount of data generated as a result of these Cross -
tabulat1ons the tables shown in this sect1on of the study are only those

“that. have suggested a strong relationship.

~The results of the cross tabulation including statistical tésts of

association and correlation are shown below.
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Number of. Dévs'v'AbSent in Relation to V'erbal_" 'Wartnng-_Re;ce:iyed for - -

< ,Absence

Yes | No N/4
ot . o 28 [EN.
59 5
/ST |7 I
15219 . | 1 |
A2024 1 :
25.29 e 1
|va i (v ]
| o o Table9“"
Chi-Square _Value DF . Si gnlﬁcance
' », ..'_Alb"earson : "34‘.598\,53 ] ' 00054
' Statistic Value . ASEQ Val/ASEO Approx. Sig. . -
Pearson sR.: 04217 12178 31587, |

,75327

A strong relatlonshlp exists, between Verbal wammg through absence

and absenteelsm level The Chl-Square S1gmﬁcance level 15 00054 It

is suggested that the absentees rarely receive a verbal warmng
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Number of Days Absent in Relation to Wriueh--Wairﬁing ‘Through

Pearson’s R.:

-..13666

Absence
Yes ..No - N/A
0-4 | 28 1
5.9 1 5. |
10-14 8.
15-19 1.
20-24 1 '
25:29 {" -
N4 |n L
| | L “ Table. 10
' }Cl_li-S(mare' " Value» _DF SlLﬁcance N
Pearson: 3433333 12 00060
Statistic _Value _ASEl _ValASEO -Approx. Sig.
' ©.04790. |

35883 - 72107

A strong relationship exists between written warning- and absenteeism_

level. The Ch1 -Square Significance level is 00060 It 1S suggested thatj- S

the. absentees rarely recelve a written wammg
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Number of Davs Absent 1n Relatlon to Recnmmatlon Dlssuade :

Absence

Yes. . ' . |No VT.D'Ton"tiKn’bw IN74 »

N e F e T

B BRI I ST I B 1

040 s 3

12024 | 1 1

: o I . Tlable.:l‘li .
‘, g Ch‘i.-Sq'u'atre','_- . "“Value i DF - Significance .
 Pearsoni 1335778 8. 0140 |
Statistie " Value - _'ASEL Val/ASEO Anm'ox Sig. -
,.Pearson sR : 05444 ; 8311 40797 s :

. v T
. oL

SOA 'stfeng "r‘é‘lationship exists between recnmmatlon dlssuadlng\

‘, absenteelsm and absenteelsm level The Ch1 Squa:re 51gmﬁcance level
18 01440 It'is suggested that 31% of personnel are dlssuaded from '

bemg absent because of fear of recnmmatlon
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Attendance Proggamme Encourag;ng in Relation to Partlclpated on the
'Attendance Programme '

| | | Yes N IN/4

Yes - | |3 - ] 1 ‘
17 R I 1

Don't Know 2 o he 1
el 2
R 0 Table12
o 'Chi-‘Sqi_l’are" | Value ‘ _ DF’ Significance '~ =
 Pearson: 2893446 6 - . 00006 |
Statistc_—_______ Value _ ASEI _VaVASEO _Approx. Sig.

PearSO'n’sR.; ..28152 13868 219546 : .032-29,._-.

There i a strong" relationship ~betiween attendance programme

- encouraging and part101pated on the attendance programme. The Chi-

’ - Square. s1gmﬁcance level is .00006. It is suggested that few people

who partlclpate on the programme find it encouraging.
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:.jS[Il\/Il\/IARY OF SIGNIFICANT FINDINGS IN RELATION 10 -
EMPLOYYES '

o.It is suggested that absentees rarely recelve a verbal warmng ‘in

relatlon to absenteelsm '

. e Itis ﬁuthennore suggested that rarely recelve a wrltten warmng in -

o 'relatlon to, absenteelsm

s The Fear of recr1m1nat1on dlssuades nearly 50% of personnel from;‘..

,belng absent A .

. It is suggested that few people who part101pated on the attendance_ e

- 'programme found it encouraglng

~ Factors C.ont‘ributijng”to Absenteeism

' .In order to estabhsh the true causes for absenteelsm tests of assomatlon L

' were conducted on all the vanables w1th the number of days absent

“t ‘Furthermore gender age level .and mantal status were all cross

o absence

»',tabulated W1th all other varlables to. estabhsh strengths of relatlonshlp
' Because of the: Vast amount of data generated as a result of these cross |
: tabu]atlons the tables shown 1n thls sectlon of the study are only those‘«.‘l,

‘Jthat have suggested a strong relatlonshlp in deterrnlnlng true causes for |

'(.

.'_;The factors contnbutmg to Absenteelsm have been analysed under the"

\ followmg headlngs

Personal Factors
Job Satisfaction

' OrganisathnalFactorS' D ' o e
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Time / Place Factors o
Personal Factors

Under this héadling the fo]]owing areas will Be add,reséed:,
a) Age o | o |
b) Gendef
"'c) Marital Status
'~ d) Family Size
-e) Education Level o
f) Years-of Emplbymént )
- g) Experience L | L
h) Medical Condition. B

" i) Domestic

AGE - T
T ‘Thgh“ﬁndir‘l’gs’ of this analysis does not reflect any relationship between
age:'an.d absenteeism lfc'\'}ei. These fmd@ng’s-ar'e'concment with those of.
 j Kahne ét ;11 (1957) wh(; foun(i no relationship between these véﬁabie_s. -
' prever this view w‘oulc.i' not be accepted.across the bqafd.’ " Much. :
research to date in this éirga has shown }ther'e.",to‘ . tze‘ a_ positive .
relationship between age and absenteeism level (Educatidnal Research

Service, 1980; Q;Muircheartaigh, 1975).

~GENDER | o _ .
An analysis of thé\ﬁndings in this study shows the _relationshjp-‘b'etweeh
gender and absenteeism level to have a Chi-Square 'sig.niﬁc'ance level of
62034 suggesting no - Strong: relat-i(')nship_ ‘between these Vaﬁables;

Most research to date has shown a strong relationship in this regard
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_.(Bryson 1968, O Mu1rchea1ta1gh 1975) However because of the lack

of - the common deﬁmtron of absenteelsm as outhned in Chapter 1,

many analysts in the measurement of absentee1sm mclude matennty o

B leave the1r calculat1ons which tends to give.a dlstorted plcture of ’
) ‘female absence levels when such levels are compared to men (Sunday
. Times, 6/5/90) In the case of the defiriition of absenteelsm in Network‘ :
4. Catermg matermty leave is not 1ncluded This 1s likely to have- a _

bearmg on these results

\ "MARITAL STATUS

A strong relatlonshlp between Mar1tal Status and absenteelsm level has.
been found The hlghest absentee1sm level has been found to occur In

‘the single : status employee

'Number of Days Absent in relation to Marital Status -

o Sl.'n.gle, Mdrried : ""Separdt'edx‘., -:Wid(‘)vl/ed | Other -
loe " fis e b e
_.5;’9. - — N S
L1014 7

uss9 |1 .

lao2e © 1 ]
s 1 [
va s s L

o | A © ' Table.13
.Chi-Sduare o V‘alu"e-l_ "DF Significance \

Pearson: 6305982 24 . 00002
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| The Chr Square srgmﬁcance factor of 00002 suggests a very strong
relatlonshrp between the: varlables of mantal status and absenteeisin.

Thls ﬁndmg is somewhat con51stent w1th prevrous research in'the area.

B Prevrously it. has -been shown that mantal status 1S con51stent w1th: "

, absenteelsm level when taken in conjunctlon w1th gender But as

o already outlmed the statlstlcal tests of assomatlon camed out on gender '

and absenteersm level n thrs study suggest no relatlonshrp

However iaf marltal status is taken in. conjunctlon w1th number of

.chlldren a strong relatlonshlp 1S suggested

-

- Marital Statis i relation to No: of Children

A » 0 1 .' 2 3 ‘4-'0r‘Mo;;e_.
C ASingle - |31 |2 T -
| Married 4 o 4 . 13 -1 , 2
o -Sebardted | R g ‘ 17 B I
Widowed: V1 | Ul T
B T T o E T
eSO IR  Table. 14
| . .Chi-Square " Value »' DI__T: ‘ Slgmﬁcance
Pearson: 6915514 ."'16‘. 00000

" Therefore although the ﬁnding‘s of this study suggests a strong
4re1at10nsh1p m terms of mar1ta1 status and absenteelsm level - this may
‘be due'to a direct. relatronshrp w1th the number of chlldren each smgle .

‘employee has. Or isit? -
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: Upon exammatlon of thlS poss1b111ty no of days absent by number of
Ich11dren a Ch1 Square 51gmﬁcance level of 58789 is shown showmg no-

. -'»"strong relatronsh1p Therefore it. must be surrmsed that o

L __T,— Mantal Status has a drrect relatronshlp with absenteelsm level

. Number of dependants does not have a bearmg on this..

™ Gender does not have a beanng on thlS ' |

.- H1ghest levels of absence -oceur in the smgle status employee . \’

§-

category

o EDU_CATIQNAL{_EEVEL
' -.'Prev1ous research on the relatlonshlp between educatlonal levels and . .
absenteelsm is 1nconclus1ve The ﬁndmgs of this. research suggest no
’ "relatlonshrp between these- vanables w1th a’ Chi- Square s1gmﬁcance S
- lével of 99216 However a s1gmﬁcant ﬁndlng of th1s study suggests A
'4 ,‘ strong relatlonsth between gender and educat1onal level - where‘f .
| .females remam 1n the educatlonal system to a hlgher level than their |

-

e male counterparts
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Primary N S de .,y Se dary |- Technical Technical Vocalional. Vocational University University N/A
Vilr':ﬁnishe'd ) : .Uq/r:nis}x;d T, Unﬁnished Unfinished
Male 2 s 7 ,' P E S 2 1 3
R \ Table 15
'Ch’i'—S’quavre:' - Value - _DF Slgmﬁcance
Pearson: . - . 3659568 .18 . 00591
‘ "“Statlstlc ; : Value ASEI Val/ASEO Approx Slg_ 4
~ ‘Pearsom’s R.:': .:03484._ : 13913 25089 79514 |
" YEARS OF EMPLOYMENT"
: Research to date 1n thrs area. has produced conﬂlctlng results- (Metzner o

& Mann 1953 Nlcholson Brown & Chadw10k Jones 1976

; _O Mulrcheartargh 1975) ‘The findings of thls study suggests no strong

relatlonshrp n thls area w1th a Ch1 Square s1gnrﬁcance level of 93410.

) MEDICAL CONDITION

: The ﬁndrngs of this research 1ndrcates no strong relatlonshrp betweenv_;,-'.
) medrcal condrtron and absenteersm level w1th a srgmﬁcance level of .:;‘ o
45150, . It is therefore suggested that the absenteelsm levels within .

. Network Caterlng are not. adversely affected by personnel who have -

medlcal condltlons whrch proh1b1t them from. .attending “in ‘the

..workplace on occasron As 90% of the’ absences in Network. Catering

" are’ covered by medrcal certlﬁcates it 1s suggested that cominon
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sickness has more of a bearing on the.absenteeism levels than

~ acknowledged medical conditions.

DOMESTIC PROBLEM
The findings of thls study suggests a strong relatronshrp between

absenteeism level and domestic problems (Question 39. 1) wrth a ChJ-

'Square 51gmﬁcance level of 00876

Domestic Problem by Number of Days Absént

| 04 |59 1014 |15:09 2024 | 2529 | N4

N4l oL b ' | I B
Domestic_ B ) 1o N B .

- Prob/én% V o B

I Table. 16

‘ Chi-S(mare ___Value . DF’ - Signiﬁcarlce o
Pearson: . 17145717 6 - 100876
Statistic . v. - Vallré "ASEI Val/ASEO Agprox Slg_

Pearson’sR.:. = -00608 . 10197 -04554 . 96384

Job Satisfaction

Under thrs headmg the followmg areas w1ll be addressed
a) Employee Control '

b) Employee Part1c1pat10'n;

c)»Sati‘sfaction with Pay

d) Lack of Interest
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EMPLOYEE CONTROL v
The findings of this’ study suggests no relatlonsh1p between employee

control and absenteeism level with a Chi- Square significance level of
.89825. This is not consistent with the ﬁndmgs of O’Mu1rchearta1gh

who suggests that a relationship exists between these varlables

.
&

. EMPLOYEE PARTICIPATION

The ﬁndmgs of thlS study suggests that there is no relat1onsh1p between )

s1gn1ﬁcance level of 89573 However this area was 1ncluded in the

. study as :a Joint Pamc1pat1on Council ex1sts w1thm Network Catering

and the relat1onsh1p between partlc1pat1on and absenteelsm level was of R |

- ::""s1gmf cant interest.

| SATISEACTION WITH PAY L el T

The ﬁndmgs of this study suggests no relat1onsh1p between satlsfactlon

‘with pay and absentee1sm level wrth a srgmﬁcance level of .87079. .
: .:Thrs is.an mterestmg ﬁndmg as it had been commonly percelved by‘ -
-‘management (1nterv1ews Chapter 4) that pay levels had a dlrect .

relatlonshlp with absenteeism.

. ‘LACK OF lNTEREST

L "The ﬁndlngs in-this regard suggest a very strong relatlonshlp between |

" ’lack of interest and absenteelsm level There have been no studies
R conducted prewously in this area from Wthh compansons can be made

" with this finding. -
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. Lack of Interest by Number 'of Days Absent-

.
. R

0-'4: 5-9 | 10-14 1419 | 2024 | 25:29 | Mia | Totar |96 Tota
v o s s 1o 1 1 |ss |96
‘Lackof'- | | 1 12 3.4
| inerest | | ‘
Chi-Square . Value DF . Significance
- Pearsoni 3046726 .- 6+ -~ 00003 |
Statistic - Value  ASEI . VaVASEO _Approx: Sig. -

" Pearson’sR:* 23889 10990 -1.84097 - .07092
"Organisational‘Factoi?ns 'A ,

Under this heading the following area will be addressed:
~ a) Size of Work Group- K
b) Satisfaction with Work in general

¢) Satisfaction with supervrsion .

SIZE-OF WORKGROUP |

Research to date has shown a relatlonshrp between size of work andf

: absenteersm level The ﬁndmgs of this research 1nd1cates no
' relatlonshlp between absenteersm and number of personnel in the work .
B ~vgroup with a Chi- Square srgmﬁcance level of 51803. However in this’
- context thls ﬁndmg supports the views of the management team where
w .they have suggested that there is a lack of team spirit amongst'
| employees - if a strong team spirit exrsted one could anticipate a strong

relat_ronshr_p between size of work group and absenteeism level with
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, lower absenteelsm levels n smaller work group where work colleagues -

‘ would have comnntment and loyalty to each other

SATISFACTION WITH WORK IN GENERAL

The ﬁndlngs of this research suggests no strong relatronsh1p between

satisfaction with work in general and absenteeism levels with a

signiﬁcance level of .32094. To further analyse this finding cross

tabulations were conducted w1th absenteelsm level and- all areas

deemed to have a beanng on work in general:

Variables Cross Tabulated with Absente_eisr_n |

‘Chi-Square Signiﬁccrnce_Level

| Level
-Shiftwork | _,.86855
.Good Workmg Relatlonsh1p 44067
Free ﬁom harassment ;69828
Permanent Position 21782 \
| Rating Job Secur'i‘t}‘/ 1 16125
Satlsfactlon with contract of employment ‘;165 95'

Promotlon Prospect

11348' |
" Table.18 -

ThlS analys1s provided support for the suggestlon that there i 1S no strong

relationship between sat1sfact1on with work in general and absenteelsmf ’

level.

SATISFACTION WITH SUPER VISION

Findings suggest no strong relationship between satisfaction levels with -

supervision and absenteeism level, with a Chi-Square significance level -

of .46233 found for satisfaction with the level of supervision for the job
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~and a significance of .30235 fourid for satisfaction with supervision
within' the company when cross tabulated with actual absenteeism

level.

Time / Place Factors

Under thls headmg the followmg areas will be addressed:
‘ a) Day of the week
-b) Season of the year |
S c) Travel distance»frem,work' )
d) Mode of travel to the wdrkplace .

- ©) Social event occurring ‘

3 DAY OF THE WEEK

Research to date has been concluswe in suggestlng a relatlonshlp

between absence and the day of the week (O’Muircheartaigh 1975;
A Behrend 1979 IBEC 1993) The research ﬁndmgs from this study
suggests no. strong relatlonshtp between these varlables with a
significance. level of;_the- multl resp~onse~ cross tabulation showmg as

B

- follows: - : ' B
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| variables Cross Tabulated with Signiﬁcanc'e Level
Abeenteeism Level |
lsa . | .o8404
. — | . T |
' Mon: : ' | g , .184(—)3
| Tues. - | 98494’
Wed - [ 65152
Thus. - |.69013 -
ColEd 0 ] 18403

Perhaps an explanatlon for thls may be that Network Caterlng 1s a'v- '
' seven day operatlon and the typlcal ‘Monday Blues scenano may exist -

. -ona Wednesday for an employee whose official day off is .Tuesday.

- SEASON OF THE YEAR IR _

- 'The findings of this research suggeste no relationship .betwéen the

variable of season of the yeaf-aﬁd absenteeism level with a Clli-Squar_e

~ significance level of .96303.

i Previoue rese_arch~ in this area had suggested a relationship exists
between’ Winter  and " absenteeism - level (Taylor, 1973,
:"O’Muirchearta'igh 1975) This.is not consistent with the results of this
study which is - further supported by the qualitative analysis of

absenteeism levels in the case study in Chapter 4.
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' TRAVEL DISTANCE FROM WORK
‘The findings of this study suggests no direct relationship between travel

_ distance from work and absenteeism level with a Chi-Square
significance level of .96851. This is consistent with previous research

in that area (Bryson; 1968 Taylor, 1973).

' MODE OF TRAVEL TO THE WORKPLACE .

An analysis of the results of this -survey shoyvé ‘no significant

" relationship between mode of travel and absenteeism level. .

| Variables Cross Tébulvated' with Significance Levels -
Absenteeism Level ' | - ’
walk - . ] 88491

1 Cycle . | | 58976 ’

|Car - T | 91897

) vMoto'réyc.le' ' o No Level Available
Public Transport =~ | 63168
Other - .| 65152

| Table. 20
* This is notlconéisfeht with pre'v.i'ous research. which ‘suggested a
| relétipriship existed in this regard. (Bryson 1968, Taylor 1973) Further
~ analysis of this variable with public transport available and public”
transport available Withir_l.&\/alking. distance of the home showed no
relationship with signiﬁcénce l'evels of 99816 and .79375 for those

categories.
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SOCIAL EVENT OCCURRING |

Findings from this research suggests a strong relatlonshlp between

- social event occurring and absenteeism level

0-4.05.9[10- [15- |20-|25- | /A |Total’ |% Total -
14 |19 |24 |29 |

NA 26 4s fs v | 1 fiz 55 . |o1a
Social Event NE A I B T | s 8.6
Occurring | | | ‘
| R Table.21 |
‘Chi-Square - Value DF | ‘Signifi‘cance.' |
Pearson: . - 1327799 6 ' 03883
" Statistic .. - Value ,:_ _ASEI _ Val/ASEO ADDrox Sig. |

" Pearson’sR.i - .-.1,1590- 08121 -87318 38629

SUMMARY OF. SIGNIFICANT FINDINGS IN RELATION TO ,
"FACTORS THAT SEEM TO HAVE. A- BEARING ON .
‘ABSENTEEISM | S '

* Marltal Status - Single employees have hIgher absenteelsm fevels.

"+ * Domestic Probl_em - A significance level of 00876 suggests a very .
strc‘)ngv relatio‘hslﬁp between domestic problems and '_absenteeism A
levels. | ' : o .

* Lack of interest - A significance level of .0003 Indlcates a very strong
re]atlonshIp between lack of 1 Interest and absenteelsm level

* Social event occurring - ASIgmﬁcance 1eve1 of 03883 suggests a

very strong relatlonshlp with absenteelsm levels
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- Chapter 8 : Conclusion

-This research has investigated the. phenomenon of absenteeism. The
8 }."focus of the study was concerned wrth the management of abscnteelsm
in the workplace and establlshmg the true catses and 1nﬂuencmg

factors on absenteeism.

“The first part of the study tested the hypothesis that management
, control of attendance in the workplace will curb or reduce absenteelsm -
; ;.A case study was conducted for thrs purpose
- -‘K_vThe second part of the study n. addltlon to testmg the’ hypothes1s
,explored the causes and - mﬂuencmg factors on absenteelsm in the;"
workplace an. area wh1ch has been neglected 1n recent research in thrs, ‘

topic area.’

o .The ﬁndmgs descr1bed in thrs study support the hypotheSIS of the.

-research questlon that management s - control of attendance in the

. .workplace will curb’ or. reduce absenteelsm However as a esulf of an

. ‘analys1s of the research ﬁndmgs a number of shortcommgs have been
: ildentlﬁed in the management of absenteelsm 1n Network Caterlng ‘
: These wrll be outlined later in th1s chapter. - .- 0 »f' SRR |
Rather than restate the contents of this study afresh the key pomts are

| jsummarlsed as follows:

Absenteersm c |
e A National definition on what is meant by the term absenteeism is of
utmost nnportance to thls topic o |

° Absenteersm levels need to be momtored and measured if they ar€to
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~ be controlled.

A hrgh absenteersm level has d1rect and mdrrect costs for the
organisation. ' |
The cost of absenteersm to the orgamsatlon should be calculated in
order to realrse the extent of the problem.

Costs are borne by the md1v1dual the orgamsatron the exchequer
and the overall economy asa result of absenteeism.

The Main causes for absenteersm can be categorised under the

- followmg headmgs

e Personal Factors
e Organisational Factors -
o Job Satisfaction '

e Time / Place Factors

,‘ Control. of Absentee1sm

 Absenteeism has to be managed n order for it to- be controlled.

‘Recording, Analysns ‘Feedback and., Actron forms. the basis -for

management S, control of absenteelsm

All 11terature surveyed is unammous in agreement ‘that the

management of attendance n the workplace will curb or reduce

. absentee1sm levels.

AN

There . are many different strateg1es that can’ be used in the

orgamsatron,to reduce absenteeism. These may be surmised under

the headings of control strategies, preventative strategies or a

" combination of both control and preventative strategies.

The Case Study

An attendance control programme containing a control strategy and

‘prevention. strategy was implemented in an organisation.
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o The programme was implemented n ='1996 and comparisons of
absenteeism levels in the absence of (1995) and presence of (1996) |
_the formal programme were made. P |

e The absenteelsm levels did declme in 1996 where the formal'
programme had been 1mplemented although this declme was only
" marginal (0.44% per penod) ' '

e An analys1s of the results d1scovered the followmg: L

o the attendance. programme had not been. '.'irnpleme'nted'

. effectrvely and. con51stently | -

| . there was inconsistent momtormg of the attendance levels by

managers consequently some problematlc absentees had not. |
| vbeen 1dent1ﬁed and as a result has not partlclpated on the o
| 'programme | ' o ' o
. the absence of a personnel functron w1thm Network Catermg
was 1dent1ﬁed as a shortcomlng There was no programme
-controller and. managers 1nd1v1dually had. respons1b111ty to'
"1dent1fy absentees and administer the programme in their area
“of responsibility. .
e the ' programme was acknowledged by all managers'»
.‘ .1nterv1ewed to have the potentral to. reduce absenteelsm
There ‘was unammous agreement that its major shortcommg

i

‘was-at the follow through - nnplem_entatlon stage.

~ The Survey
The significant findings of the survey are surmised as follows:

!

Emp]ovees Perceptions and Involvement n the Attendance Programme

° F1ndmgs suggest that absentees rarely receive -a verbal

warning in relation to absenteeism
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° It is suggested that absentees rarely recelve a wntten wammg‘
in relatlon to absentee1sm '
e The fear of recnnnnatlon ‘dissuades nearly 50%-of personnel‘
from being absent. = | ' 4
o The results of this study show’ that few people who'
partlclpated ~on the attendance - -progtarnme . rfound |

encouraging. -

- Factors that hayeva'beaiing',“onjAbsenteelsm: Lot V

°. Smgle employees are most absence prone than those of any .

other mantal status. | | |

.‘ . Lack of mterest n the _]Ob was d1scovered to be a major factor.

in relation to- absenteelsm ' '

. Domestlc problenis were hlghllghted as a reason as to why-
absences occur. 4 | :

. . A social event occurnng has been suggested as a common

cause of absence

" Proposals

"o The ‘Attendance Programme' has the potential - to decrease

- absenteelsm but needs to be applied effectlvely, con51stently and
-unammously department w1de if absenteeISm levels are to be
reduced. | o

° Speciﬁc ,xesponsibility for absenteeism control should be assigned to
 one individual. - S

e Consistent monltonng of absenteelsm levels on an individual

: -employee basis is requ1red
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Informatron on absentee1sm levels for md1v1dual employees should
be c1rculated to the relevant manager and supemsor to ensure the
absentee 1S dealt with in accordance with the programme.,
Absentees who have been. identified as having‘ an -absenteeism
probl_em'blshould be given a-verbal warning in this 'regard and a
written vy’aming if no improvement is- evident in attendance levels
“after the verbal warning. | ‘ | |

‘e The beneﬁts of the Attendance Programme needs to- be pos1t1vely‘- :
commumcated to all personnel. o |
'Pammpants on the programme should be asked after each review’
session d1d they find the meeting encouragmg If it 1s found that they .
do not find the programme encouragrng, ascertam why it 1s not
encouragmg and react accordlngly ‘
Employees should be encouraged to take more 1nterest in the1r |
‘positions and a reward system for thls comm1tment 1S recommended ‘
‘The poss1b1l1ty of employees nngmg in for an urgent days annual
" leave should be considered. Th1s may alleviate the absenteeism
| problem caused by domestic problems when employees, presently
ring in sick for this reason. ‘ . .
Finally to deal with the contnbutory factor to absentee1sm of 5001al
event- occurring - employees should be encouraged to take thelr
annual leave entitlement and facilitation of their applications should
be made where at all possible in this regard. An analysis of all
.attendance records shows that in some‘_cas'es indi.vidual' employees
took no annual leave within the time span of a year but had days lost.
though absenteeism within that time perlod ’

In concluslon all areas of attendance need to be managed by all
 managers and supervrsors within the department to ensure that

absenteeism levels declhine.
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Suggestions for Further Research

-. The bhenomenon of absenteeism is very broad and far reaching;‘ ‘ Much

research has been carried out in the topic area to date.

An area which may be considered for future research is to evaluate the
mﬂuence mcreased ‘worker ﬂex1b111ty would have on absenteelsmv ‘

levels

Worker ﬂexrbrhty may,_ be considered in terms of" ﬂex1 time, workmg :

from home and not always the office, _]Ob sharing etc
It could be assumed that the greater ﬂexrblhty the worker has - the ‘

lower ‘the expected level of absenteeism. This hypothe51s may be

- worthy of future research.
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Appenaix A

'Please tick next to chosen answer:
1. Male

: Female h

2. Which of the following age categories applies to you?
1625 ‘ | |

26 — 35

36~ 45
4655

56— 65

.' 3. 'Areybu '7 .
~ Single |
Mar_n'ed.,,'-' : ; —
Sep‘ar‘a{ed
Widowed -
~ Divorced

Other

—_—

Please specify’

4. What réligioh‘ao you \_S'ub'scriblelto ifany 77
‘Roman Catholic, |
Churfh of Ireland

.," A’Met}‘loclvist .
~ Jewish
Prestteﬁafl'
No religion
Other |
Please specify




o

How many children do you have 7

0

1
2
3

Primary unfinished

Primary

Seé’ondary unfinished

Secondary

- Technical ﬁnﬁhishéd

Technical -

University unfinished-

“Vocational ﬁnﬁnishéd

‘Vocational .

University

-

At what stage did you leave the educational system ?

- How long have you been employed in the catering départméht ?
013 Weeks |
14 Weeks — 2 Years
3-5Years | .
69 Years
10— 13 Years
Over 14 Years




8

Do you have any medlcal condmon(s) Wthh prohlbrt you from

- attendmg at work on occa51ons 2.

10. "
._.‘T‘Yesi B
No, %2

| .:1_'1.

Yes
‘fPleasé Specify . .

_ 9

- 'Yes

\

»

Whlch of thefollowmg categorles best de501be you r posmon ‘7
" Part Trme ‘ '
Full T1me .

Temporary , S o

Contract for spec1ﬁed tlme __
Other . e o

Please Spemfy o i

Is your wage the sole source of income within.your household ? *

Do you quallfy for FIS ? R .
(Famlly Income Support) B |

—_——
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13,

14,

15.

| Very Low

Satisfactory

' Average

Very unsatisfactory

| Yes

How' would you rate the level of employee co‘n'_tro'l within Network -

| Catefing@'
‘High
 Fairly High

Average

. Low

Vé'ry Low

. Don’tknow _ =~

How would you rate the level of employee participation within
NétworkﬂCaté’ringﬂ 7. , |

High . . SR
Fairly High ____ ' ‘

; Average .

Low .

| Don’t know-

* How would you rate your\ level of pay ?

Very Sétisfactory

Unsatisfactdfy |

Are you satisfied with your work in general ?

No



" 15(a). What do you like most about your job ?

15(b). What do you dislike most about your job ?

- 16.

17.

18.

19.

- 20.

No

.Do you ever get feedback on your work pérfdrmanée ?

Yes. . -
No

¢

Aré.“YQu satisfied with the level of supefvi'son’for youf job?
‘' No .

.'Aré"you"s;at_isﬁed with the level of supersiision(_with’the corf;pany ?
Yes & ’ | R
‘No L

D.on}"'t v‘know P

D_dydu earn the same amouny of mor_iey if present or absent from

work?

Yes

No .

—_

‘Don’t know

Do you ever use the self certification system if absent from work?
Yes . , |



21.

22,

~ No

Does your position :equire you to'work shift 7

Yes

-How. many people work with you in your section / crew ?

0. —_———

1-3 S
. 8-11 L

12-15 '

23
24.
25,

. 26.

More:than 16

How many days approximately were you absent from work in
1996 2 | | |

Have you ever received a verbal warning due'to absence ?
Yes
No -

Have you ever received a written warning due to absence ?
Yes '
No

Db‘you be;liéve thaf the attendance progqafnme within Network
Cate'ring encourages yoiJ to attend work?

Yes. o | -

No

Don’tknow




Does the monthly attendance draw encourage you to attend work 7
Yes
No

Would the fear of reerimination dissuéad_e you from ringi’ﬁg in sick? -
Yes | |
No . - __ .

Don’tknow

Do you always get a medical certificate if absent from work 2
Yes ' ' | | |
No

Not applicable -
Have you ever been a participant on the-attendance programme ? - :

Yes
"No-

.. Do you know what our current absenteeism % is ? .
Yes.
No

- Do you think ab's:c':,hteeism is high in Network Catering ?
Yes .
No



33.

34,

3s.

~ Sat

" Don’t know

~Autumn

'Not apphcable

' In a village (population 1,000 — 9,000)

. Inathe cduntrysidc_e ‘

Af you were absent from work indicate on which day this. absence

IS most likely to occur ?

Sun

—_—

. Mon
Tues

| WedA

Thurs

Is'there any season that you -are more likely to be abs)ent“in ?

Spring - .

Summer

Wmter

Where do you hve ? '

Iné large city (populatlon over 100 00)

In a 01ty (populatlon 50, OOO 90 000y

In alarge town (populatlo_n 3Q,QOO - 49,.006)- B
In a town (population 10,000 —29,000)



‘ How far do you live from your place of work ?-
(Domicile to workplace) _
0 — 2 miles

3 - S miles )
6 — 9 miles -
10 — 13 mlles

Further o

Is there public transport avarlable from you home to the c
Workplace'7 _ '
" Yes ____ SeeQ.37(a)

No . i
. - What means of transport do you use to come to work ?

:' (Tick as many as apply)

Walk -
Cycle
. Car

'Motorcycle

—_—_— . . 1

Pubhc Transport
| Other

Please specify



39,

40,

4
- Yes.
* No,

42.

43.

" Oversle_pt :
Other:

. No

. No

" Yes
. No

If you have ever rang in sick please indicate if any of the followmg
reasons would account for any of your absences ?

(Tick as many as apply)
Domestic Problem‘_
Weather |

Somal event occumng |

i Lack of transport to work

Please specify A

Have you ever used sickness as a reason for absence when this was
not the sole reason?
Yes -

Are you satisﬁe‘d with your holiday entitlement ?

If other members of Network Catermg are frequently absent do you

feel entlt]ed to be absent too ‘7

Ye’s

R
N

Do you have a good working relationship with your colleagues ?



44,

45.

- No

~ Are you free from harassment in the workplace ?”

Yes \

Do you have a perm_anent position in Network Catering ?
Yes. ‘ | |

"No .

45(a) How do you rate your position in terms of _]Ob securlty ?

46,

47

Don’t know .

: Falrly insecure

' Chai*it)t work
" Other

- Yes

Very secure

-Fa1r1y secure

Unsecure

Do you have any of the followmg 1nterests out51de the workplace 7

"Hobbies S | e

Evenin_ g co_ufsé
Sport

Socialising : {

Please.specify

Are you satisfied with your contract of employment ?

No



48.

" 49.

.50,

I
9
3

s
5
6

If ,y('f),'u are married is your partner working 7 - |
Yes C
No "

¢

How many people are-dependant on your income ?

Or more

I

Catering?

- Excellent

Very. good

Good. |

Poor. -

. Vety-poor -

B How would you rate promotion pro‘spectS‘within Network . . .

e



Education
Tenure -
Age
Sex -
Family Size

| 3 Personal characteristics

!

- | Job expectations

2 Employee values and

1 Job situation |
Jobscope

Job level - ¥

Role stress Work-group size  -|*
Leader style’ :
_Co-worker relations
Opportunity for
advancement

4 Satisfaction

v

7' Ability to attend

Transportation

Illness and accidents .
| Family responsibilities

6 Attendance

with job situation

motivation

LY 5

8 Employée,
attendance

4

| 5 Pressure to attend
| Economic / market conditions
| Incentive / reward system

Work-group norms -
Personal work ethic.”
Organi§ational commitment

N S

j gxgpuaddy i



Appendi_x C

Letter from Supervisor or Manager
Invitation to meeting
. First Review of Attendance

" Date;

Employee:.

- Dear

It has been noted that your attendance record over the past -......
1ndrcates an unacceptable level of absence. Details of the number and
duratlon of absences are outllned below. ‘

" /’\

It is now necessary to meet you in order to ascertarn how thlS srtuatlon e
~can be resolved. Accordlngly please attend at ......... on ... “Ifyou

" wish, you may invité your trade union representatlve ora. colleague to ‘

accompany you. to this meetlng

Yours etc.,



«Appendix D
- Letter from Supervisor or 'Manager

- Invitation to attend Company Doctor

Date

Employee

Dear L . _

I am sorry to note your current 111ness absence smce ..... .....(date)»

As you can apprec1ate your contlnued absence makes it necessary to

con51der appropnate re-schedulmg of work in"order that the ‘service of Ee

thls department can be malntalned To ‘this end, I would be most glad if,
. you, would contact me to let me know when you estimate you w111 be fit-

to return to work If you feel that you will not- be in a position to return to
work by.ee e (date) you should contact me to arrange a suitable. date o
for an appomtment to v151t the Chief Med1ca1 Ofﬁcer This is 1n order to:
establlsh 1f continued medical superv1s1on or treatment will be necessary
and fo establlsh an approx1mate return work date. This is in accordance \'

wrth the agreed attendance monitoring programme.

I look forwa'rd. to hearing from you and 'hope-to see you fit for early

return. -

. Yours etc.



~ Appendix E

Letter from Supervisor or lManager :
" To Employees who still have
An Attendance Problem

Following their first review

Date:
Employee:

Dear.,_ . ST L
It has been noted that your absenteeism record }has”sh'owr'l no major
improvement since_our last meeting. Details of the number and duration-
of absences are outlined below. '

1 would liké to Amé:et you irn_. order to ascertain'how this ‘situation can.be
- resolved, acéo’r'dingly__‘pleasé attend at ...... ,.,on..;.......v At this m.eet;in'g.you '
- may be.accompanied by a Trade Union representative or a colleague.

1

Yours etc.
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Websitesi -

Absenteeism Control o
http://fwww.'io.commentary/~nbn/pta/ :

Attendance Management

http /Iwww toolkit. cch/commentary/gu1debook/text/pO5 5305.htm/

.Attendance Management Program o |
- ‘hitp://benefits.org/interface/cost/absent1.htm

Guidelines. for Absenteeism Control

E - http: //beneﬁts org/1nterface/cost/absent2 htm

. Introductlon to Attendance Management
http //beneﬁts org/1nterface/cost/absent htm

SHRM White Paper Society, for Human Resource Management

- . http://www .shrm. org/do;cs/wh1tepap,ers/absenteelsm html
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