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Abstract

The traditional viewpoint always looks to employees as a source of the problem. Examining the relation-
ship between an effective absenteeism policy and employees’ attendance behavior as well as their wellbeing
ar work will change this viewpoint. 219 employees from the petrochemical sector in the Eastern Area targeted
for this study. A sample of 139 employees selected randomly for the purpose of this study. 22 questions are
formulated to study the main indicators of the relationships between the variables of this study. A self- admin-
istered questionnaire used a five-point Likert structured sent through emails to 139 respondents who repre-
sent the selected sample of employees from the eastern area industrial sector. Data collected was analyzed to
provide some descriptive and correlations results. Study findings have shown a positive correlation between
the variables of this study. The findings show that an effective absenteeism policy might help to decrease the
work-related accidents, decrease the work-related illness, improving the overall artendance satistaction and

employees’wellbeing.
Keywords: An Effective Absenteeism Policy, Employees Attendance Behaviour, Working life.

Introduction

The issue of absenteeism and its effect on business performance generally and employee life specifi-
cally studied and discussed by different authors many years ago. The earlier studies in this area focused on
the factors that lead to high rate of absenteeism like the effects of personnel characteristics on absence rate
and how these characteristics related to job satisfaction (Furnham & Bramwell, 2006). The majority of these
researches focused on the impact of absenteeism on productivity, employees’ attitudes and tried to measure
absenteeism costs (Steers & Rhodes, 1978), some of these studies focus on environmental factors that affect
absenteeism and the role played by organizations to overcome these factors (Athanasou & Murphy, 1981).
Recent studies also try to explore the main reasons that lead to increase the rate of absenteeism in organi-
zations and how this rate affect the organizational performance (Duncombe, 2019). Some of these studies
differentiate between absenteeism levels in different types of employee’s according to theirs contract. Their
findings show that permanent contract employees are expected to be absent more than the temporary em-
ployees (Garcia Mainar, Green & Navarro Paniagua, 2018).
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The role of human resource management interventions is vital in managing and controlling of absen-
teeism rate as well as increasing the employees’ satisfaction by formulating and implementing an effective
absenteeism policy that helps employees to benefit from being absent and minimize the side effects of ab-
senteeism on the organization performance at the same time (Strémberg, Aboagye, Hagberg, Bergstrom &
Lohela-Karlsson, 2017). The creation of this balance might lead to satisfy all parties, employees as well as or-
ganizations. Some recent studies try to find strategies and solutions to reduce the absenteeism rate in organi-
zations (D’Agostino et al., 2018). A survey conducted by the Society of Human Resource Management (SHRM)
revealed that employee absences affect organization’s productivity as well as revenue. This study reflected the
negative consequences of absenteeism. The majority of studies in this area focused their results on the negative
consequences and implications of absenteeism. Very few studies have shown the positive consequences of
absenteeism on employee health & safety, wellbeing, professional life, and work-life balance.

Chartered Institute of Personnel Development (CIPD) mentioned that by creating and sustaining a con-
ducive working environment and by promoting wellbeing, organizations could create a positive working en-
vironment where individuals and organizations can both benefits. An effective and useful attendance man-
agement help employee to be more productive (CIPD, 2019). The working environment is changing rapidly
providing new constraints for managing people at work. In addition, the economic environmental factors in
which firms operate can affect the working environment as well as having effect on employees’ behavior and
their absenteeism records (Mowday, Porter & Steers, 2013). Studies show that employees support facilities at
work might help to reduce their absenteeism as well as their family’s conflicts (Goff, Mount & Jamison, 1990).
Today, managers are not concerning by what make employee absent, but they also try to find the factors that
delight them and make them happy and productive. Human resource management in most of international
organizations realize the importance of an effective absenteeism policy in the workplace. Three -fifth to two-
thirds of organizations have formal written attendance policy (SHRM,2014).

In this study, we try to explore how effective human resource management using an effective absentee-
ism policy can minimize the level of absenteeism as well as improving employees’ satisfaction, their wellbeing,
work-life balance, work-related stress, work-related illness, work-related accidents and their professional de-
velopment. As stated by CIPD report, an effective management policy might help to promote engagement and
attendance as well as keep sickness absence at the lower level.

Litrature Review

Organizations today try to do their best and continually innovate methods and policies that help their
people satisfy and productive. The job of policy formulation always assigned to Human Resource Manage-
ment (HRM) as well as the strategists in these organizations. Policies formulated to meet the needs of stra-
tegic issues and aligned with the organization's strategy. An effective absenteeism policy is a written policy
that states clearly the attendance expectations in a specific organization. It should clearly guide, direct and
motivate employees to perform their jobs and enjoy their working conditions. The accountability of imple-
mentation for this policy is the job of the front-line managers as well as HRM.

Organizations should proactively manage their absenteeism as well as presenteeism to improve their
overall performance and attain their strategic goals. By high commitment to absenteeism issue, we can expect
that organizations approved an accepted amount of budget for managing and running their employees' at-
tendance records through an effective absenteeism policy. (Baker-McClearn, Greasley, Dale & Griffith, 2010)
found a positive correlation between the way through which organizations manage their absenteeism and
their employees' well-being and performance. These results show that an effective management of atten-
dance might help employees to have a high level of job satisfaction that leads to high organizational perfor-
mance. It also helps organizations to realize the negative side of presenteeism and providing their employees
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a chance to have some time a way of their jobs without any operational deficiencies. (Hemp, 2004). Some or-
ganizations which have no effective absenteeism policy face what defined as presenteeism where employees
come to their jobs even if they are facing illness or injured and add some risks to the work environment which
supposed to be healthy and safe (Dew, Keefe & Small, 2005). The issue of managerial problems related to
absenteeism studied widely by many researchers. (Edwards & Scullion, 1984) have tried to find some practical
methods to solve the managerial consequences related to this phenomenon, but they ignore the benefits side
of the absenteeism to employers and employees if managed effectively.

Absenteeism might also lead to decrease the costs related to work injuries. Study done by (Lu, Nakata,
Park & Swanson, 2014) suggest that organizations to study and comprehend the factors that link between
the organization's work factors and injury absence one to make an operational plan that help to reduce
these costs. The study tries to connect between the injury absence rate in organizations and the policy of
work as well as absence management. If organizations use an effective absenteeism policy this might help
employees to ignore presenteeism and take a short leave when they feel ill, therefore, they might protect
themselves and others from injury absences in the future. An ineffective absenteeism policy might increase
the level of work-related stress that lead to high costs.

Study by (Fang, Lee, Timming & Fan, 2019) found positive relationships between the well-being pro-
grams and the management outcomes like reducing costs, improving the absenteeism rate, increasing em-
ployee morale and satisfaction as well as higher retention rate. The study also mentioned the impact of flexi-
ble working schedules that help organizations to improve the outcomes. If organizations pay more attention
on their well-being programs, these might lead to increase their workers job satisfaction and improve their
attendance behavior by reducing the absenteeism rate. Other study by (Matilla-Santander et al., 2019) found
an association between work-life balance and organization's working hours. This study also reveals the
strong relationship between the management policy generally and absenteeism policy in specifically which
allow employees to have time absence and increase the satisfaction level as well as reducing the absenteeism
rate. Many employees have been absent of their jobs because of family excuses and the lack of an effective
absenteeism policy. The absenteeism policy which permits employees to quit for their personnel reasons
or sick leave reasons might improve the employee satisfaction as well as commitment toward organization.
(Kim & Ryu, 2017) found a positive relationship between the compensatory time-off and paid-sick and em-
ployee commitment. From their finding we can link between the effective management policies generally
and the absenteeism policy in specifically and the employee's commitment as well as productivity.

Another important factor that should be discussed here the work-related illness. There are many
factors affect the level of work-related illness. Majority of these factors are management practices and
polices related factors. Organizations should pay more attention on the factors that prevent employ-
ees from work-related illness. The well-formulated absenteeism policy might lead to decrease the rate
of work-illness rate in organizations. There are
some recommended interventions by manage-
ment which help to reduce the work-related
illness and work-related accidents like reduce Work-life Balance.(+)
hazards, modifying of the routine tasks and im-
proving the working control. Job-related illness (-)

Work-related stress (-)

An effective

absenteeism

From the given literature, following re-

. . . Professional Development(+)
search model showing the positive and negative P

relationships between independent variable and Work-related accidents ().

dependent variables designed. In addition, the
main hypotheses of the study have formulated.

Dependent Variables Independent Variable

Figure 1: Study Model Framework
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Hypothesis of the Study

The main hypotheses of this study are:
- H1:An effective absenteeism policy help employees to be satisfy on their attendance behavior.
- H2:An effective absenteeism policy reduces the work-related stress for employees.
- H3:An effective absenteeism policy improves the work-life balance for employees.
- H4: An effective absenteeism policy reduces possibility of job-related illness for employees.
- H5: An effective absenteeism policy helps employee to develop professionally.

- H6: An effective absenteeism policy decreases the rate of work-related accidents.

Methodology

Methods:

The total population of about 219 Saudi's employees from eastern area industrial sector, including
male and female who enrolled in MBA program in school of business, King Faisal University in the years
2015/2019. A sample of 139 employees selected randomly for the purpose of this study. The researchers
apply Stephen K. Thompson, 2012, Third edition, p: 59-60 to calculate the sample of this study.

Measures:

About 22 questions constructed and used as the main indicators of the variables of this study. Some
items tested by CIPD (2018) in their absence annual survey used to measure employee satisfaction toward
absenteeism policy as well as their attitude toward dependent variables items. Using employees' emails,
a self- administered questionnaire with a five-point Likert structured has sent to all selected sample. Five
of the main questions designed to aske respondents to rate on a five-scale rating about the main reasons
for absenteeism. The remaining questions construct to measure respondents attitudes about the positive
effects of an effective absenteeism policy.

Analysis:

Data collected and analyzed using a descriptive statistic that aligned with the type of this study. Pear-
son’s Correlation coefficient also used to test the significance as well as the correlation between variables
used in this paper. Analysis of the data done by SPSS.

Flndlngs & Discussion Table (1): Descriptive Statistics: Mean and Std. for the Reasons of
Table (1) shows the means Absenteeism
and standard deviations for the .
. N  Minimum Maximum Mean S.td.
factors thatlead to absenteeism ac- Deviation
. T . Family reasons 139 1.00 500 2.7266 1.50750
cording to employees' viewpoints
8 ploy P . Routine job activities and exhausted 139 1.00 500 2.7914 1.58102
It shows that employees might Unwillingness in my currentjob 139 1.00 500  3.9424 135545
be absent of their jObS because of Lor‘1g distance between work lo- 139 1.00 5.00 39281 149220
their unwillingness to their current ~ cation and my home
jobs as main factor, |0ng distance For‘medlc'al rciasons 139  1.00 5.00 2.0000 .97058
Valid N (listwise) 139

between work location and their
homes, routine job activities, family reasons and medical reasons respectively.

Results in table (2) show the descriptive statistics in terms of arithmetic mean and standard deviation
regarding employees’ attitudes for the positive side of an effective absenteeism policy. The table shows that
an effective absenteeism policy might help employees who replace the absent employee and playing their
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roles to increase their learning ex-  Table (2): Descriptive Statistics: Positive Effects of an Effective
perience. In addition, it might help  Absenteeism Policy

them to find a better job in the Std.

o N  Mean o
future. Some organizations today Deviation
start to adop[ a ﬂexible Working Creation of work -life balance 139 1.9424 98371
arrangement that permit a high Decreasing of work-related stress 139 21942 1.16020
level of flexibility in their atten- Ability to accomplish some personal activities and needs 139 1.9353 1.00151
d dy llowi Decreasing of work-related illness 139 2.4748 1.27023
ance system and allowing a room Decreasing of work-related accidents 139 2.7842 1.41300
for employees to have enough A chance for entertainment and relaxation 139 2.3381 1.43231

time outside the work. Employ- A chance for academic and professional development 139 2.4892 1.42120
ees might take this opportunity  Increasing the level of attention during working days 139 2.5252 1.37962

to improve their monthly income Help to energizing 139 21727 95499
as well as professional life if they A chance to find a new better job 139 3.0144 1.25678

.. A chance to increase the personnel income by doing
join any study program. There are

; another job
also some Important benefits Pro- Enable my colleagues who do my job to enrich their

vided by an effective absenteeism  experiences

139 26187 91995

139 3.0072 1.58570

police include the decreasing of Creation of work -life balance 139 2.8561 1.31083
Work_rela[ed acciden[s’ decreasing Decreasing; ofwork—related stress 139 2.1583 .90297
the work-related illness as well as Ability to accomplish some personal activities and needs 139 2.0072 1.03907

Valid N (listwise) 139

decreasing the work-related stress.
An effective absenteeism policy might help organization to prevent from presenteeism behavior if the em-
ployees are feeling ill and decide to come to work because of ineffective absenteeism policy. This behavior
might increase the probability of disease spread and work-related accidents. It might also affect the quality
of work by allowing employees to increase their professional as well as academic life. Some organizations
have formulated special leave for professional certificate examination and higher studies. This policy im-
proves employees” competency and their commitment to their organizations, the quality of the work done
by allowing employees to have a time for relax and rest might also improve. The table also shows that an
effective absenteeism policy might provide a room to improve work-life balance feeling, help employees to
energize and decrease the rate of mistakes and rejections tasks while doing their job.

Pearson Correlation Coefficient Analysis (N=60)

Table (3): The Relationship between Absenteeism Policy and Attendance Behavior Satisfaction

Control Variables Q7 Q10 Q11 Q13 Q15 Q19
Our absenteeism policy helps me to Correlation 1.000 .650 .731 .750 .696 .615
balance my lfe and mywork,  —Smicance (-aled) 000000 000 000 000
Few davs absent decrease the work-relat- Correlation .650 1000 .796 .774 .663 .546
o4 ed illness Significance (2-tailed) .000 . .000 .000 .000 .000
) df 136 0 136 136 136 136
o Correlation 731 .796 1000 .796 .870 .556
IFeel  Fewdaysabsent decrease the probability —c e "0 i) 000 000 . 000 000 000
Satisfy of work-related accidence. df 136 136 0 136 136 136
N“’;‘nﬂﬁ Few dave absent helo me to imorove Correlation 750 774 796 1.000 .850 719
Atton dan{ . o fi’ssional o Eca et “';e Signiﬁcanzlef (2-tailed) .000 .000 .000 . .000 .000
) 136 136 136 0 136 136
Few davs absent decrease the work-relat- Correlation 696 .663 .870 .850 1.000 .622
o4 ed stress Significance (2-tailed) .000 .000 .000 .000 . .000
’ df 136 136 136 136 0 136
The organiza[ion where | work has a Correlation 615 546 556 .719 .622 1.000
clear, understood and effective absentee-  Significance (2-tailed) .000 .000 .000 .000 .000 .
ism policy. df 136 136 136 136 136 0
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As shown in table 3, the correlation matrix indicates that the independent variables positively correlat-
ed with the dependentvariable. According to the results, the satisfaction level of monthly attendance recork
might related to the attendance policy is positively related to different factors like the availability of life-bal-
ance arrangement, and the flexibility that provided by the existing attendance policy. Thus, hypotheses H1,
H2, H3, H4, H5 and H6 supported according to the table 3.

Conclusion & Recommendations

The majority of the researches on absence focused on the negative effects of absenteeism behavior
from the employers' point of view. Very few studies try to explore the positive effects of absenteeism behav-
ior on employees' life, safety, development and wellbeing. This study tries to explore the benefits and pos-
itive outcomes of being a way from work for some times. This study found a positive relationship between
an effective absenteeism policy that used by organization to manage theirs people attendance behavior and
the satisfaction of employees on their absence behavior. This study also found that an effective absenteeism
policy might decrease the work-related stress. This finding is support CIPD (2019), SHRM (2018) findings
on theirannual surveys and (Abdullah & Lee, 2012). This finding shows the proactive role that played by HR
department specifically on their responsibilities toward the wellbeing programs that might help employee
improve their absenteeism record. We can say that if employees have some days-off, this might help them to
decrease the work-related stress. Some organizations today start to provide flexible working arrangements
to solve this problem. This study also finds a positive relationship between an effective absenteeism policy
and the work-life balance. If organizations track their employees’ attendance well and create conducive
working environment as well as using an effective absenteeism policy, this might improve the work-life
balance and the overall attendance satisfaction for employees and the employers. This study also finds a
positive correlation between an effective absenteeism policy and the work-related accidents. If the HRM
policies allow having a chance of excuse or an off-days or any special leaves, these might decrease the
probability of having an accidents while doing their jobs. The well-job design, autonomy, some freedom for
making decisions might also improve the accidents records inside organization. This finding is also support-
ed by the study of (Lu etal., 2014).Organizations might face a high level of level of work-related accidents if
their absenteeism policy is not formulated effectively to meet the needs of stakeholders.

This study also finds a correlation between an effective absenteeism policy and the academic as well
as professional development of employees. The HRM absenteeism policy must well formulated to give
employees a chance to join a professional training program or to continue their higher studies. Today, some
organizations provide their employees with special paid leave to sit to a professional exams or academic ex-
ams. These types of organizations believe that the cost of this leave is less than the benefits in the long-term.

The study also finds that if employers provide their employees days off through an effective absentee-
ism policy, this might decrease the probability of have a work-related illness. Some organizations nowadays
start to provide their infectious employees additional leave days until them treated completely. This practice
might safe others of not having the same illness like bird flu, general flu diseases etc.

Human resources management departments should pay attention for theirs current absenteeism
policy and try to review it continually. We recommend for HRM to adopt evidence-based methods when
deciding to make any change on their absenteeism policy and calculate the benefits and costs of each deci-
sions. In addition, they should consider the benefits of employees as well as employers when modification
decision made.

Another recommendation is for the future researches. We recommend focusing research papers on
the factors that affect employees’ behaviors and controlled by the employers. We can say that people are the
mostvaluable assetin all organizations, they are not a cost center, and we should treat them always like this.
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Contribution of this Study

This study tries to focus on the positive side of absenteeism for both employees and employers. Past
studies on absenteeism focused on its negative side and it always study the phenomena from the view-
points of employers. Many studies try to explore the impact of absenteeism on the profits sharing, overall
cost and other financial indicators as stated by (Peel & Wilson, 1990). Today organizations live in a dynamic
environment where legal, technological, and the other environmental factors are not stable and organiza-
tions should adapt to this change in order to survive. It recommended for all organizations to formulate an
effective absenteeism policy that satisfy all stakeholders and evaluate regularly this policy. As mentioned
by (Guest, 2011) senior HR managers are responsible of following up the implementation of policies and
practice and should report if these policies and practices are effective or not. If people have been given a
chance to be absent voluntary or involuntary through an effective absenteeism policy designed by spe-
cialized HRM managers, this might improve their job satisfaction and lead to decrease the total costs by
improving the quality of work, increasing productivity as well as commitment towards their organization.
We can also say that organizations today are intensively competing to improve their performance and sat-
isfy all stakeholders. If these organizations have an effective absenteeism policy that permits employees to
join a professional training programs or an advanced study, this also might help organizations to be more
competitive because of its most valuable assets.

This study also a contribution when stated that an organizational well-being programs, health and
safety programs as well as an effective absenteeism policy might lead to reduce the probability of sick leaves
and its direct costs. In addition, these factors might improve the attendance behavior. And we can also
agree with (MacGregor & Cunningham, 2018) when mentioned that if organizations able to decrease the
presenteeism as an unwilling behavior, it might decrease the employee’s sick leaves and improving their
well-being and health at work.
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