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ARTICLE INFO ABSTRACT

Article history: Background: Employee’s absence has remained elusive in the maatganization
Received 3 March 2016 nowadays. It implicates the stability and developmef the organization which
Accepted 2 May 2016 resulted in loss of productivityDbjective: The objectives of this research paper are to
published 26 May 2016 identify the relationship between employee’s abseanith work satisfaction, job stress

and well-being level of employeeResults: The sampling method used is cross-
sectional correlation design. A total of 150 selfranistered questionnaires were

Keywords: distributed randomly to employees in Kuala Lumpdalaysia. The hypotheses were
employee’s absence, work satisfaction, supported by the research findings. Results ineitahat there is a positive and
job stress, well-being level significant relationship between job stress and leyge absence. The findings also

highlighted that well-being level of the employe® sSignificantly and negatively
correlated with employee’s absen€@anclusion: The impact of employee’s absence to
organizations is obviously heedful and hence reguitgilant employer surveillance.

INTRODUCTION

Employee’s absence has been a major phenomenanthan causes are poorly understood by the
organization. Therefore, the management in the mzgton has difficulty in solving this issue. Tligsue
implicates organization development and human pesdoce. Employee’s absence should be resolved #ince
is detrimental to organization (Duff, Podolsky, @ir& Chan, 2014). To eradicate this issue, it ifngfortance
for organization to understand the factors thatehbead to absence. Many organizations do not lsewve
appropriate and comprehensive absence policy tdobewed. Management team of an organization is
nevertheless aware of the impact and effect of rates¢éowards efficiency, revenue, philosophy as wasl|
morale implications. Obasan (2011) defined emplsy@bdsence as irregularity of employee in workplace
unmotivated to attend work and work dissatisfactidBmployee’s absence could be conceptualized as no
attendance that cannot be avoided, habitual antepaped in nature. It is also a comnamd normal behavior
by an employee as he or she acts base on seléshteehavior especially due to frustration (Rogetdertin,
1993). This challenging issue has been well reaeghby organization. However, the real cost obateeism
remain unanswered as the hidden costs are sfitulifto compute (Duff, Podolsky, Biron & Chan, 24)

Obasan (2011) mentioned that employee’s absemcbecaery expensive. Due to the decline in nunatber
employee in an organization on that particular dlai, requires other employees to work overtiméaeplace
the workload of other workers. This causes losgroductivity. Overall, the cost associated withptoyee'’s
absence issue has a direct implication to organizgperformance (Muhammad, 2013), and meeting the
organization target (Silpa and Masthanamma (20¥3)sent employees has been frequently identifisd ak
poor job performers and are inclined to leave tiyanization (Griffeth, Hom, & Gaertner, 2000)
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Nevertheless, employee’s absence has appearee &m lunavoidable problem and challenging issue in
today’s workplace across all industries. Absenoenfduty can be ignited by various reasons. Regssdiéthe
reasons, this issue has been highly concerned mpames throughout the world as it impacts the gnow
especially on the production costs of an orgaroratvhich contributes to loss of total work hoursl autput. It
is not surprising that Canada Newswire claimed émaployees’ absence contributes to $16 billionogsés in
terms of salary expenses (Mehmet, Ann, Krystal &rddaet 2009). Employee’s absence slows down the
development of an organization which eventuallydeao additional expenditures in temporary staff
employment and low self-esteem among the emplof@ieisam & Vijay 2013). The most critical occurrey b
an organization due to employee absence is finhlosises. A major airline revealed that they hast Bimost
$1 million per day due to merely unplanned emploglesences (Mehmet, 2009).

According to Stewart (2013), the absence costrirduaccumulated to an average of 2.4 per cent of a
payroll. This may seems to be an insignificant ffigin the first glance; however, it caused extemsiamage to
the Canadian economy, amounting up to $16.6 billidren the total wages for Canadians employees were
$691.7 billion in year 2012. Employers are alsmware of the indirect costs incurred due to engsty
absence. Indirect costs require organizationam tnew staff and to find substitute for staffstthee on sick
leave (Pecllo, 2013). In today’'s modern and chaileg business world, organizations started to exsizle on
issues which affect organization’s productivity gretformance in order to continuously sustain mitidustry.

It is estimated that over 12 million working daye éost every year, which is equivalent to appratiety 350
million euro per annum in deficit due to employealsence issue alone (Farrell, 2005). It is alséonger a
surprise when the annual cost of absenteeism leas dstimated at $46 billion in the United Statdd) Billion

in Canada, and 11.5 billion pound in the United ddom (Parboteeach, Addae, & Cullen 2005). Hence,
employee’s absence has indirect influence on tlieess of an organization regardless of its geograph
location and industry background. This study ggdicant to individuals and organization due ® éixpensive
consequences for both employers and employeess also expected to help the managers in orgaoimto
play a more effective role to curb employee’s absenMethods and solutions to eradicate employaesence
are proposed in this study. Therefore, employeb&ace employing in a non-western context is witwthe
investigated.

The objective of this study is to develop a madepredicting the factors that contribute to emple's
absence in the Malaysian organization. This sfodys on the following variables i.e., work satidfan, well-
being level and job stress of an employee.

Objectives:

To determine the relationship between work sattefa@nd employee’s absence

To determine the relationship between employeelslvgng and employee’s absence
To determine the relationship between job stredseanmployee’s absence

Literature Review:
Concept of Absence:

The definition of employee’s absence itself canbetignored as it has been a destructive issuédn t
modern organization. One of the challenges withplegee absenteeism research is the definition of
absenteeism. Gajda (2015) conceptualized emplsydsence as a situation when an employee doshowt
up for work or leaves his existing workplace. Eoygle’s absence could also be defined as a faihpttéo
present at work. It could also be absence at wattkowt good justification. Tiwari (2014) defined semteeism
when employees are away at work without prior pssion from their superiors. There are various neaso
which caused employee’s absence. Blau, Tatum, auk 2001) included examples of absences as due to
personal reasons, sickness, or accidents. Theghbaence itself could also generally be definetth@sailure
to attend to work.

According to Shivam and Vijay (2013), employeeatt® means the incapability of an employee to ptese
him or herself which constitutes a single day o$sed work. Absence means that the particular erapkyo
not show up physically at a stated place and timthare is an expectation for him or her to beelsacially.
Absence can be considered as non-attendance ofdudi during work scheduled (John 1978). Basedhen
previous research of Vijay and Shivam (2013), eygs absence were due to several causes includilhg w
being issues or sickness, family emergencies, oadrbf work, job stress and dissatisfaction with given
work task. Australasian Faculty of Occupational Mew (1999) quoted that absence can be defined as
unplanned absence that includes nonexistence &t wbere work attendance is scheduled. Besides, the
institute also mentioned that sickness absencédeatefined as non-presence due to illness for winictcess
to medical certification.

Pierre (2006) identified that there are many dfesgions, that can be used to differentiate erypto
absence, such as periods (short term versus long,tabsence behavior (scheduled versus unschegdumed
legitimate condition (legitimate versus non-legiit®). Absence in workplace can also be sorted tinto
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categories: approved and unapproved. Approved |leasans that the employee’s absence is allowed and
covered under organization policy where unapprdeege is the time that is not covered by the firhthe
employee (Mona, Christa & Robert, 1996). Rajshmeet ldarish (2013) defines employee absence as jebsst
that leads to work exhaustion, the subunit absénmoee regular work task when he or she should benady
scheduled to work. In other words, absence is thard habit of being an absentee (Rajshree & Ha2i813).
Absence can also be defined as habitual failuepfeear for regular duty or work task.

Dabboussy, Maria and Sharanjit (2012) in theivayrfound that there are rising trends in emplogee’
absence. The absences are due to personal reasochsas illness, disability, personal and family
responsibilities. The total work time missed insesdh 0.3% of scheduled week from year 2001 to yoad 2
From the investigation throughout the years, treeabe days also rose from 8.5 days per worker(d 20 9.3
days in 2011. In the fourteenth edition of AbsemMdanagement Survey that were conducted by Charted
Institutes of Personal and Development (CIPD) amdpy Well-being (2013), the overall average absenc
level per employee increased from 7.7 days in 20126 days in 2013, and it is due to the absencarcence
in both the private service sector and public geictdhe United Kingdom (UK). Absence Managemeutv@y
(2013) by Charted Institutes of Personal and Demaknt (CIPD) mentioned that the average annual ast
absence each employee each year is between £58240¢D00. Barkha (2013) advocated that employer als
faces implication due to shortage of employees vtliey have to recruit temporary workers at thé faisute
or pay extra to their current employee for overtime

Relationship between Employee’s Absence and WorlisEaction:

There is limited research on the impact of workiséaction on employee’s absence (Obasan, 2011).
Organizational psychologists, human resource psajaals, and sociologists have paid consideralétan
on the issue of work satisfaction for the pasyfiftars (Vangel, 2011).

A study by Swarnalata and Sureshkrisna (2013)mvg employees in India industry indicated thagrén
is a relationship between employee’s absence amkl satisfaction. In November 2012, Forbes had meploon
a Mercer survey. The survey involved 30,000 worleemind the globe. The survey revealed that bet@8ét
- 56% of employees in 17 places around the glotended to leave their position due to work dis&attion. In
addition, 32% of the respondents mentioned that tiaere the intention to find a new job. Hence, thssie has
captured the interest of practitioners and reseaschich is vital for organization to continuougdgntify the
main reasons of employee’s turnover, increase gtdntion as well as to know absence as the consegsi®f
job dissatisfaction (Bakan & Buyukbese, 2013). Rede has also shown that employees who were satisfi
with their job were 83 times less likely to missfwa@ompared to those who were dissatisfied withr tjud
(Dionne & Dostie, 2007).

Based on the above discussion, this study proposes:
Hal: Work satisfaction has significant influenceamployee’s absence in Malaysian organization.

Relationship between Employee’s Absence and Weildpe

One of the determinants of employee’s absencauéstd employee’s well-being status (Obasan, 2011,
Farrell, 2005). Employee’s well-being has beemiified as an important factor that influenced avigational
performance and development. Sorup and JacobséB)(@efined employee’s absence as due to sickmess s
as physically incapable of attending to work. Gamned al. (2010) defined sickness absence as paieldif
from workplace, which is due to well-being reastimess is one of the involuntary reasons for empéis
absence from the workplace, whereby involuntaryeabs is the situation where the employees are artabl
attend to work (Sorup & Jacobsen, 2013). Well-basgye has always been associated with absence from
sickness (Lund et al., 2006). Hence, this stuaytified that an employee’s well-being is an impattfactor
towards employee’s absence.
Ha2: Well-being has significant influence on emplgg absence in the Malaysian organization.

Relationship between Employee’s Absence and Jole<sstr

The problem of job stress is inevitable in todagtsnpetitive business world. Occupational stressois
something new in the workplace; however, the cana@érthe issue is on the widespread growing ratallin
organizations (Beheshtifar & Modaber, 2013). Itd@mesness is growing exponentially since a decaype A
survey done in Dublin indicated that there is aatieg association between job stress and abseteavith a
statistical fact showing 300% increased on strekged absence since year 2005. Glynn (2013) fibzhtihat
job stress cause stress-related illness, whichrdadly affect work performance, absence as weltuasover
rate. Job stress has appeared to be one of thecaases of employee’s absence issue. Accordiagstovey
done by a renowned recruitment firm, Reed, inditdteat more than 75% of human resource profesisiona
from the firm have noticed an increase in the nundfeemployees taking work leave due to stressedla
illnesses for the past 5 years record (Glynn, 20I8yvers Watson, a research based company didvaysur
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2014 also found similar results and revealed thgileyees who suffered from high stress levels aseertikely
to have lower employee engagement and high absemtéevels. Based on the above discussions sthidy
hypothesizes:

Ha3: Job stress has significant influence on emgdy absence in the Malaysian organization.

Research Methodology:
Instruments:

The questionnaire comprised of three (3) parttuding nine (9) main questionnaire and thirty-oB8&)(
sub-questions in multiple choice question form hikert scale form. Likert scale was used in the sueament
of the independent variables and dependent variabdeording to Pierre (2006), Likert scale form of
guestionnaire design is used for this researchrieroto assess the respondents’ level of agreeinaaht
disagreement. It can assist the respondents toearswd only focus in one adjective (descriptiomn) éach
qguestion. The survey questions were divided imto parts. The first part consists questions reldtethe
demograhic details of the respondents. The separtdfocuses on items relating to employee’s alessemork
satisfaction, well being, and job stress. Employessence instrument was adopted from Hrvoje €Cdl2)
which was known as Rijeka Absence Scale. Worlsfsatiion was measured using the items from Hincapie
al.,, (2012). The instrument for employee well-lgeimas adopted from the Short Form-36 Health Suifey
SF.36 and to measure job stress, this study usedtablished instrument from Cohen (1994).

Sample and Data Collection:

The purpose of this study is to determine theofacthat influence employee’s absence in Malaysian
organization. Respondents are employees workirfuada Lumpur mainly in the private organizationBhis
study involved permanent and full time employeeosnfvarious private organization situated in Kualenpur,
Malaysia. The sample size required is at least(b&88ed on G*power analysis); hence, a total of @furvey
forms were sent to various types of industry. Creamstional survey method was employed in this stutlyis
survey was chosen as it is more practical to bdeimented to a large number of populations at anmmahicost
and time. Probability sampling was used in thiglgtwhich anyone who is currently working in anyvpte
organization could be chosen for this study. Targspondents are required to complete the self+zsidrared
guestionnaires which consist of instruments of ddpat variable and independent variables. Uma aogkR
(2012) highlighted that self-administrated questaire requires much less time and less cost inatdbaction.
Prior to the data collection, the manager of eadbafe organization were contacted. The objectivkbthe
research were explained to them in a cover leftangto them two week before the date of the datkection.
The cover letter also highlighted the anonymity aodfidentiality of this research. A total of 160mpleted
guestionnaires were collected by the researchéhénva week.

Results:

Pearson Correlation and Multiple Regression Analygere used to analyze the result of this studihe
socio-demographic profile of this study involvedsdeptive statistics and frequency. The socio dgnaphic
result of the study indicated that there were 7€&emaspondents (52.7%) and 71 female respondeiit3%s).
The age of the respondents ranged from below 2 ydd to above 50 years old. Most of the respoteierre
between 21-30 years old (51.3%), with the secorgekt age group consisted of respondents betwee® 31
years old (18.0%).

Majority of the respondents in this study were &alans (94.7%), and only 5.3% of the respondeste w
non-Malaysian. Most of the respondents’ are sir{§&3%) while the other 45.3% were married. Ashaf t
respondents’ educational background, their edutatilevel varied from less than high school lewetibctoral
degree. Most of the respondents (61.3%) hold &geldegree level, followed by 22% of the resporiwiith
high school level. Another 9.3% of the respondéiaisl a master degree level, and 5.3% of the regruadad
less than high school level. About 2% of the resigmts have a doctoral degree.

The internal consistency for the dependent andpgaddent variables was assessed using the Crosbach’
alpha. All of the variables used in this study @peve .7 which indicates the reliability of theiaales. Table 1
shows the descriptive statistics for employee atxsen

Table 1: Descriptive statistics for employee’s absence.

N Mean Std. Deviation
| take leave only if really unable to work. 150 3.9 1.071
| take leave to get a little rest. 150 2.6 1.119
| take leave only if it is related to work injunough it is not necessary. 150 2.51] 1.116
| was justifiably on leave due to health problenfyon 150 3.79 1.025
If | am entitled to a leave, | will cancel my leasarly if I'm fit for work. 150 3.51 1.110
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Table 1 indicated that the first item “I take leaenly if really unable to work” has the greateatue of
mean, which is 3.99. This verifies that employemsabsent from work due to valid reasons such disbeing
problem. Employees are not absent from work withewalid reason. The last item “| take leave offilit is
related to work injury, though it is not necessang’ the lowest mean, which is 2.51. This reselniified that
employee’s absence from work happened only ifiiteisessary.

Table 2: Correlations, Means and Standard Deviations afysWariables.

Variable Mean SD Absence Work Satisfaction Welhpei
Absence 9.19 3.166
Work Satisfaction 42.14 7.851 -0.132
Well being 24.25 5.386 -0.458** 0.168*
Job Stress 28.45 5.269 0.345* -0.092 -0.362**
** Correlation is significant at the 0.01 level @iled)
* Correlation is significant at the 0.05 level (2ited)

Table 2 shows the correlation analysis, mean a@addard deviations that were used to determine the
associations between absence and the three indagewariables used in this study (i.e., Work satigbn,
Well-being and Job stress). The result revealetl Wwak satisfaction does not have a significant atieg
relationship with employee’s absence. Well-beirgsviound to have a moderate negative relationghip-(
0.458) which indicates that the lower the well-lopeaf the employee, the lower the employee’s tengdéade
absent. The result also indicated that there iskwassitive relationship (r=0.345) between job sresd
absence. In other words, the higher the level bfgwess among the employee, the more likely teadbrhshe
will be absent from work.

Table 3: Multiple stepwise linear regression on Employeetsénce.

Unstandardized Coefficients Standardized Coeffisien t Si
B Std. Error B 9-
(Constant) 2.949 0.521 5.657 0.000
Work 0.041 0.06 -0.050 -0.681 0.497
Satisfaction
Well being 0.351 0.073 -0.376 -4.837 0.00d
Job 0.279 0.105 0.205 2.659 0.009
Stress

Multiple regression analysis was used in the hypsis testing to determine the relationship betwiden
independent variable (i.e., work satisfaction, vireing and job stress) on employee’s absence.

Employee’s absence played a role as the deperddable in this study, whereas work satisfactiog|l-
being and job stress are the independent variabldge regression analysis. Based on the multipigession
analysis results shown in Table 3, well-being aoidl §tress are the factors predictors of employak&ence.
Work satisfaction is the only independent variathlat was found to have no significant relationshiph
employee’s absence. This signifies that work satigdn level is unable to predict and explain emetis
absence. Well-being is considered as the bestqioedif absence among all the stated independeizbies,
because well-being had contributed to the highasation in absenced (= -0.376, t = -4.837, P < 0.01). Besides
that, well-being has higp-coefficient § = -0.376) which indicates that the variable (Waing) has moderate
predictive value for absence. Furthermore, thergigsificant contribution from job stress to therigtion in
absencef{ = 0.205, t = 2.659, P < 0.01). In addition, joiess has the second highpstoefficient § = 0.205)
among the independent variables. It indicates jifatstress has a certain impact in predicting at¥sefihis
study concludes that the higher the level of emgdowell-being, the less likely that the employek lvé absent
from work. Additionally, job stresses also infloueis employee’s absence.

The multiple regression analysis result indicatieat 25% of the variation in employee’s absenceewer
explained by the independent variables at (R2 5@.2n conclusion, well-being and job stress hsigaificant
contribution to the absence.

Discussion:

This study was conducted to determine whether wsatisfaction, well-being and job stress predict
employee’s absence. Absence of employees may lbemted by various factors, such as personal avidhehl
factors, and environmental factors. In this stud®|l-being and job stress were the factors studliegredict
employee’s absence. The results revealed that geys® absence could be predicted by the factork asc
employee’s well-being and job stress. Work sattsfacwvas determined to have insignificant contridtto the
employee absence.

In this study, employee’s well-being issue hasléingest contribution in predicting absence, ardrésults
showed that it is consistent with those researcfi€orup and Jacobsen (2013), MacLean (2008) anch&o
et al. (2010). One of the involuntary reasons fopyee to be absent from work is illness, and kbégls to
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their involuntary absent from work. Well-being isshas always been associated with absence fromesisk
and global well-being measures have been usecttiighisickness absence (Lund et al., 2006).

Job stress has negative relationship with absdnteat is not a significant factor in predictingployee’s
absence (Awan & Bangwar, 2013). The results gafreed this study showed a totally opposite resuthpared
to the research conducted by Awan and Bangwar (2@i3s, this study proved that job stress hassitige
relationship with absence, and it is a signifidaetor in predicting absence in workplace. In castythe results
of this study are consistent with the empiricaldgts that were conducted by Brun and Lamarche (2866
Evans (2011). Job stress is a significant cawsentl positively correlate with absence in wor&pé.

From the results, it showed that work satisfacti@s no significant contribution in predicting ahce,
although empirical studies conducted by Swarnalahd Sureshkrishna (2013), Drakopoulos and Grimani
(2011) and Thirulogasundaram and Sahu (2014) stggpthat work satisfaction is able to predict algsein
workplace; For example, the study of Thirulogasarach and Sahu (2014) revealed that work satisfads
regarded as one of the instrumental factors thHhteince worker’s behavior as well as the intentiorpresent
for work. In contrast, a study done by Goldberd &aldman (2000) showed that work satisfactionat a
predictor of absence. They explained that employeay not be absent from work even though they are
dissatisfied with the job. This is because the eyg®s need the job in order to survive. Employeks are
absent frequently put themselves at the risk of lfggds. The research results suggested that employee
concerned more on the wages received in compartiteiiosatisfaction level towards the job. Hentés thay
explain the inconsistency of our findings on woskisfaction with the hypothesis.

Research Implications:

Efforts and mechanism has to be provided to easéeliemployee’s absence. High degree of absenteeism
contributes to significant problems for organizatibsuccess and competency. This study indicdtadjob
stress and employee’s wellbeing predicted emplayabsence. Therefore, reasonable measures hadwe to
taken by the management or human resource mara@mwrér the level of employee’s absence in orgaitina
by improving the employee’s wellbeing and work stre Management of the organization could provide
corporate wellness program to employees. In additite management could also provide counsellingnam
to assist employees to improve their psycholodiealth. Organization could also look into redesigrobs to
enhance employee’s autonomy and provide feedbaaddtace their work stress. The managers shoulsiden
increasing their subordinate’s involvement in diecismaking. Evidence has clearly identified that b
empowering employee specifically in their job rolewill reduce employee’s absence and psycholdgitain.
Organization should also play a significant roleetadicate employee’s absence. The managementdshou
communicate to the employee clear rules and praesdu For example, strong messages can be sent to
employees who are absent from work, and discipfirzation can be taken accordingly. Updated promsiu
related to employee’s absence should also be ingitad to curb employee’s absence.

Limitations:

The restriction of this study is that the findinggnnot be generalized to the whole populatiorhaditne,
scope and sample size is small in number. The saaiple size of this study that had been obtaiaadamly
cannot be considered genuine and accurate. Thelesamp might not represent the whole populatiortten
work force. In other words, the findings of the gdentaken cannot be generalized to the whole wor&ef
Besides, this study solely relied upon the respotsd@erception and estimation on scale, the r#iiglzould
be improved by obtaining the official number of @bse report from the human resource departmenia As
result, the authenticity of the result varied aontely depended on the respondents’ integrity anthfulness
when filling up the questionnaires.

Other than that, the respondents might not wameweal the true answer when answering the surgey a
they were concerned about the confidentiality efshrvey. Despite the cross-sectional design hesed in this
study and being considered appropriate, a longialdstudy would be better to understand and enhtree
accuracy of the nature and relationships betweserate and work satisfaction, well-being and jobsstievel
as it uses the same sample over a period of tirracé] a further and deeper investigation is neéuelis
matter.

Conclusion:

This study is conducted to investigate the facteexding to employee’s absence. This was done by
examining the relationship between absence andn#euof variables such as work satisfaction, welkp
status and job stress of employees. Results showegdtive relationship between well-being status and
employee’s absence. Job stress is found to befisaymly related with employee’s absence. Findisgggested
that the higher the job stress level of an emplptfee more likely that he or she will be absentrfravork. In
conclusion, the impact of employee’s absence tamegtions is well recognized, and so does the itapoe of
this study. This study is meaningful to all orgatians dealing with the absence issue as the fysdsuggested
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that well-being status and job stress can influamoployees’ absence level. Future studies are nexmded to
investigate other variables that may cause emplsy#sence. More factors needed to be exploreddardo
explain employee’s absence in a variety of persgextand to enhance the completeness of studydiegar
employee absence. Other factors including tranaport, financial conditions and work related atl#s (e.g
organization commitment and sense of responsipiliy employees are worth investigating becauseethes
variables are potential predictors of employee'sealoe. It is also recommended that different agbhresare to
be used in the future researches. For instanceadbption of qualitative study may lead to the disry of
more causes that could have contributed to the@mapls absence.
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