
Pus~1f Khidmat Maklurnat Akat;Wmik 
' INIVERSITI MALAYSIA SARAWAK 

ABSENTEEISM: AGE, SE~ AND JOB SATISFACTION 
(A CASE STUDY IN KIM HIN INDUSTRY BERHAD) 

LO KIM SENG 


This graduation exercise is submitted in partial fulfilment of the 
requirements for the degree ofBachelor in Social Sciences (Hons.) 

Industrial Relations and Labor Studies 

F ACUL TY OF SOCIAL SCIENCES 
UNIVERSITI MALAYSIA SARA W AK 

1997 



'", 

ACKNOWLEDGEMENTS 


Needless to say, this graduation exercise was made possible only with the assistance 
and support of many individuals. So, it is my pleasure to extend my sincere thanks to 
those who provided research material and invaluable comments. In a special way, I 
would like to take this opportunity to thank my major supervisor and also, Head of 
program of Industrial Relations and Labor Studies, Associate Prof. Dr. Jose C. 
Gatchalian, who has put so much effort in guiding and helping me throughout this 
project. In addition, I would like to express my appreciation to my minor supervisor, 
Dr. Gabriel Tonga Noweg, for his suggestions for the betterment of this report. I am 
also gratefully acknowledge to Mr. John Phoa, for his comments. I am particularly 
fortunate to have a cooperative Kim Hin's management group that allowed my 
research activity. I received excellent help in data collection from Mdm. Tan Teck 
Jong, as Human Resource Manager and Mdm. Lo Yen Nyuk, as Senior Human 
Resource Manager. 

Lo Kim Seng 
March,1997 

iii 



I 

ABSTRACT 


The present study has three objectives: a) to examine the relationship between age and 
avoidable absenteeism frequency; b) to determine sex differences in avoidable 
absenteeism frequency; and c) to identify the relationship of job satisfaction and 
employees' avoidable absenteeism frequency. Three hypotheses are drawn for this 
study to meet these objectives. The data, collected from a ceramics manufacturing 
company were analyzed using Statistical Package for Social Sciences (SPSS). The 
results indicated that there was no relationship between age and absence frequency; so 
with job satisfaction of workers; but male workers were identified to be more 
frequently absent than female workers. 
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ABSTRAK 


Kajian ini mempunyai tiga objektif; a) untuk mengkaji hubungan di antara umur dan 
kekerapan ketidakhadiran yang boleh dielakkan; b) untuk menentukan perbezaan 
jantina dalam kekerapan ketidakhadiran yang boleh dielakkan; dan c) untuk 
mengenalpasti hubungan di antara kepuasan kerja dan kekerapan ketidakhadiran yang 
boleh dielakkan. Tiga hipotesis telah dibentuk di dalam kajian ini untuk mencapai 
objektif ini. Data-data yang dikumpul dari sebuah perkilangan seramik, dianalisis 
dengan menggunakan Statistical Package for Social Sciences (SPSS). Keputusan telah 
menunjukkan tidak ada hubungan di antara umur dan kekerapan ketidakhadiran yang 
boleh dielakkan; begitu juga dengan hubungan di antara kepuasan kerja para pekerja 
dan kekerapan ketidakhadiran yang boleh dielakkan; tetapi kajian ini mendapati 
pekerja-pekerja lelaki mempunyai kekerapan ketidakhadiran yang boleh dielakkan 
yang lebih tinggi berbanding dengan pekerja-pekerja perempuan. 
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CHAPTER I 


INTRODUCTION 


1.1 General Background 

Absenteeism is a wide-spread problem that almost every company suffers from. In 

fact, absenteeism sometimes becomes a major issue when it cannot be controlled by 

competent management and adversely affects company profit and progress. It leads to 

losses for both employers and employees. Evidence from several countries showed 

that absence was a pervasive and costly problem to the running of any organisation. 

The costs to a company resulting from absenteeism include: 1) loss of output and 

services; 2) higher cost to maintain output and services; 3) disruption of other 

employees' work; 4) negative effect on the job employees' morale; and 5) sick 

leave and workers' compensation payment to absent employees (Kelly, 1992). 

In Canada, it has been estimated that the total man-days lost through 

absenteeism is about eleven times more than the working days lost due to strike 

activity (Mikalachi & Gandz, 1979). Moreover, the recent evidence indicated that in 

1987 the total hours lost through absenteeism in Canada was as high as 53.4 million. 

That means 2.9 million employees were off work in an average work week or a 

reduction of the Canadian labour force potential by 11.71 per cent. The problem 

became more serious in Australia as it has been estimated that absenteeism cost 

employers as high as $7 billion from the total number of 30 million working days lost 

annually (Erwin & Iverson, 1994). It would be unfortunate to have the problem 

happen in Malaysia which aims to be a developed country by the year 2020. 

1 
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Over the last few decades, work absenteeism and attendance have been studied 

extensively especially by organisational psychologists. As we know, the employee is 

one of the important assets in an organisation and herlhis attendance at work is 

considered crucial because it will have some impact on the organisation's success and 

national economic growth. 

Besides decreasing efficiency and increasing payroll cost, absenteeism may 

affect job performance of workers. According to Peter (1992) and Tharenou (1993), 

absenteeism leads to dissatisfaction and lower performance to employees. It will cause 

some pressure on their fellow-workers for as the workload increases, individual 

productivity will be affected. In addition, it may also affect negatively the quality of 

company products (Erwin & Iverson, 1994). As a result, the company will lose out its 

competitive advantages in the marketplace. The findings of the study of West and 

Fasechko (1993), for instance, concluded that as a direct result of employees absence, 

Canadian employers were at a competitive disadvantage to their American and 

Japanese counterparts. 

Generally, employers may have stereotypes for certain groups of workers to be 

more absent from work such as age, sex and job satisfaction. For instance, age 

stereotype could be an impediment to the continued growth and development of 

persons over productive age. Thus, older workers are often thought to be more absent 

from work than younger workers given the reason of age-related infirmities and 

above-average rates of illness (Cascio, 1986; Hackett, 1990). 

Another stereotype is that of sex. A common view of female workers is that 

they have relatively weak job attachment and that they are especially prone to 
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vohmtary absenteeism. For example, married women apparently assume more 

responsibility for children and report more absences as the number of children in the 

household increases. This view is supported by Leigh (1983) in his article titled 'Sex 

Differences in Absence' . He added that women, especially in blue-collar occupations, 

are more likely to miss work if they are employed in large organisations than are men. 

In the job satisfaction stereotype, management would expect that the 

dissatisfied workers may not have a strong desire to come to work. As stated in the 

model of Steers and Rhodes (1978), dissatisfaction with the job situation, influences 

attendance motivation. The view assumes that these workers wish to avoid the work 

environment and choose instead to periodically go absent because it is unpleasant. 

However, the stereotype indicated above may be arguable. Recent meta-analysis of 

the age-performance relationship has challenged this widespread belief (cited in 

Hackett, 1990). Some studies also showed that the effect of job satisfaction on 

absenteeism was typically weak. (cited in Zaccaro et aI, 1991). 

1.2 Definition of Terms 

1.2.1 Age 

In this study, sample is divided into two age groups, namely younger 

employees and older employees. The age range of the younger employees is 

18 to 25 years old while older employees is between of 26 to 43 years old. 

1.2.2 Sex 

Sex refers to one's physical characteristics and one's feeling of being male or 

female. 
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1.2.3 Job Satisfaction 

Locke (1983) defined job satisfaction as "a pleasurable or positive emotional 

state resulting from the appraisal of one's job or job experiences". (Cranny, et 

aI., 1992) 

1.2.4 Absenteeism 

Lawson defines absenteeism as: 

"The failure of workers to report on the job when they are 


scheduled to work. It is a term which is applied to time lost 


because of sickness or accident which prevents a worker from 


attending to work as well as time spent away from the job for 


unauthorised reasons". 


(cited in Williams & Slater, 1996) 

There has been a tradition in absence research of distinguishing 

voluntary absence (unwilling to attend work) from involuntary absence 

(inability to attend). The dominant model of employees' absenteeism by Steers 

and Rhodes (1978) in the academic literature has defined these two important 

variables; 1) voluntary absence is an employee's motivation to come to work, 

determined by an employee's effective responses to the job situation and 

various internal and external pressure to attend; 2) Involuntary absence is 

caused by situational constraints (e.g. poor health, family responsibilities, 

transport problem, etc.). These may inhibit a person to come to work even if 

he has a high attendance motivation. 
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Unlike other studies on absenteeism, the concern of this study is with 

absence due only to the individual's own willingness. The focus is on 

voluntary absence that is non-approved and without satisfactory explanation. It 

excludes various types of approved absences, for example medical leave, 

training leave, compassionate leave, annual leave, emergencies leave, etc. In 

other words, the researcher studied the relationship between age and job 

satisfaction with absenteeism, and examined sex differences in absenteeism. 

1.3 Background of the Organisation 

Kim Hin Industry Berhad is based in Kuching and is one of Malaysia's largest 

integrated ceramic tile manufacturer. This public listed company is guided by its 

entrepreneur founder, Mr Chua Chui Tham, as the chairman of the company and his 

scions (Appendix F). Kim Hin has begun modestly as a mosaic tile manufacturer. In 

just a short span of 22 years, it diversified its activity base to include the manufacture 

of ceramic tiles, chinaware, stoneware, porcelain products, corrugated cartons, 

property landbank and marketing. 

Kim Hin was listed on the main board of Kuala Lumpur Stock Exchange in 

June 1992. In December 1993, Kim Hin has received the prestigious International 

Organisation for Standardisation (ISO) 9002 Award, the widely acclaimed 

international stamp of recognition of quality. Besides, Kim Hin's floor tile has earned 

the company the prestigious Prime Minister's 1993 Product Excellence A ward for 

international level companies. 
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The company's motto, "Total commitment towards quality products" is the 

backbone to the company's efforts, quality of products, its design, and its methods of 

production. To maintain its leading position as ceramic tile manufacturer in the 

competitive industry, Kim Hin is consistently updating its product designs in the face 

of undulating customer preferences. Various strategies have been planned including 

engaging expert technicians from Italy to train its staff in Kuching. 

Two Kim Hin plants located at Kuching, Sarawak and Seremban in the state of 

Negeri Sembilan, have their market in more than twenty five countries around the 

world including Singapore, Australia, Hong Kong, Korea, Japan, Brunei, Myanmar 

and Vietnam. Besides, Kim Hin has embarked on strengthening their export market 

share by acquiring two Australian-based companies in 1993. The two companies, 

Kimgres Australia Pty. Limited will be responsible for the wholesale and retail of 

ceramic tiles while Kimgres Holdings Pty Limited will focus on property rental. Kim 

Hin also has set up plants recently in Shanghai to enter the dynamic Chinese market. 

The company is committed to produce and maintain products of high quality 

to meet the satisfaction and expectations of its customers. It has the following broad 

objectives: 

• 	 to monitor the manufacturing process throughout the stages of 

production within the organisation 

• 	 to ensure that the product quality confonns to relevant product 

specification 

• 	 to ensure that product development IS continuously carried out 10 

respond to market need 
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• to provide all personnel the necessary training to carry out their tasks 

• to maintain a quality management system to MS ISO 9002 

At the operation level, Kim Hin has four main factories namely Monoporosa 

(MO), Homogenous Tile (HT), Floor Tile (FT) and Miscellaneous (MIS). These 

factories employ workers consisting of 458 at MO, 114 at HT, 169 and 81 at FT and 

MIS respectively. All sections except for body preparation, quality control, finished 

goods store, general maintenance and technical, operated on three shifts; 1 st shift 

(8.00am - 4.00pm), 2nd shift (4.00pm - 12.00am) and 3rd shift (12.00am - 8.00am). 

The figure below illustrates the process in producing tiles in Kim Hin:
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Glazing I 

IBody Preparation I 

I Spraydrying I 

I Colour & Glaze Preparation 

Ii Printing I 

I LTing I 

T 
Packing I 

Figure 1.1 Kim Hin's Tile Production Process 

1.4 Justification and Significance of the Study 

This is the first study of its kind to be conducted in the Kim Hin company. This 

results of this study may make easier for management in controlling workers' 

absenteeism by introducing more effective programs. Some programs of preventing 

workers' from being absent at work such as absence prevention program, absence 
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control policies and no-fault programs l may not be established successfully if age, sex 

and job satisfaction are not taken into consideration. The researcher suggests, 

therefore, any evaluation of the absenteeism problems depends on access to accurate 

information which can be available to management for analysis of the problem's 

trends and patterns so that appropriate solutions can be implemented. Perhaps, as a 

result of this study, the management will put more attention on these three variables of 

age, sex and job satisfaction, before the programs are introduced and hopefully 

adapted into their organisation set-up. 

1.5 Statement of the Problem 

Employee absenteeism is an acknowledged problem in many organisations. It is said 

that a high level of absence will have a big impact on Malaysian companies in the 

long run. Surprisingly, the findings of the study of Dalton and Mesch (1991) revealed 

that approximately 60 percent of the total absences in the studied organisations 

appeared to be avoidable. Huczyuski and Fitzpatrick (1989) indicated the absenteeism 

that happens in all types of organisation is a problem arising from a minority group, 

its effect would spread throughout the majority group in the organisation. 

In the case of Kim Hin Industry Berhad, its average absence rates for monthly-

rated and daily-rated production workers are 5.93 percent, and 16.63 percent 

respectively in 1995. Both figures are considered high in the context of Malaysia. 

With Kim Hin company becoming much leaner and fitter today, the failure of 

I It views absences as contributing to a performance problem rather than reflecting the morale nature of 
the employee. This policy argued that employees must be present at work before productivity can be 
possible. It attempts to use positive problem-solving steps that generally involving the employee, 
supervisor, human rsource manager, union and employee assistance program professionals (Moore, 
Nichol & McHugh, 1992). 
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employees to show up for work may cause huge management problems especially 

since the company has been established as a labour-intensive industry. 

As a developing country, this problem should be taken seriously because it can 

become costly especially when the company is trying to sustain a momentum of 

economic progress. From the survey by the publisher of Commerce Clearing House of 

companies' absenteeism, it was found that absence has a significant adverse impact on 

productivity (Williams, 1993). It is easier to talk about productivity but it is far more 

difficult to introduce even simple programs to controlling absenteeism of employees. 

The economy in Malaysia, albeit growing at a rapid pace, needs a productive work 

force to chart its long term direction and objective. 

In this study, the researcher intends to find out if there is relationship between 

age and job satisfaction with absenteeism frequency and whether there are differences 

in absenteeism frequency between sexes. 

1.6 A Conceptual Framework of the Study 

The present study proposed a conceptual framework that attempts to examine in a 

systematic way three factors related to employees attendance behaviour. It is 

suggested that an employee's attendance is ordinarily influenced by these 3 variables: 

1) Age; 2) Sex; and 3) Job satisfaction. Figure 1.2 presents schematic diagram of this 

study. 
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Figure 1.2 A Conceptual Framework of the Study 

1.7 Objectives 

It is the intent of the present study to determine whether there is a significant 

relationship between age and job satisfaction respectively, with absenteeism and 

whether sex differences are a factor in absenteeism. Specifically, there are three 

objectives in this study. They are: 
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1. 	 To examine if there is a relationship between age and absenteeism frequency. 

2. 	 To detennine if differences in sexes relate to frequency of absenteeism. 

3. 	 To find out if there is a relationship between job satisfaction and absenteeism 

frequency. 

1.8 The Scope of the Study 

A survey method will be conducted in all sections of the production line workers of 

the four main factories in Kim Hin Industry Berhad, Kuching, Sarawak. Data will be 

collected through questionnaires, interviews and 6-month absenteeism records of 636 

workers. The respondents of the study will be randomly selected from the total 

population which includes two types of workers; namely 422 monthly-rated and 214 

daily-rated. 

1.9 Limitation of the Study 

Some limitations are found in the present study. Theyare:

1.9.1 Difficulties of Obtaining Employee's Absence Data 

Our findings are based on limited record of absence that might not show the 

actual voluntary absenteeism by the employees. For instance, some of them 

are more likely absent from job without infonning the management although 

they were sick or unable to attend. Then the management will categorise that 

kind of absence as avoidable absence 
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Besides, during the process of collecting absence data, the researcher 

found difficulties in looking for some employees' absence records because 

they had been transferred to other sections. In one other case, the researcher 

found that the absence data was not kept well by the company after the 

resignation of the section head. The problem is that the researcher was unable 

to find out some of the respondents' record data from the new section head. 

The absence records of employees are kept by each section head. To go 

beyond this study, future researchers in this area will also require access to 

self-reported absenteeism data. 

1.9.2 Limited Time for Collecting Data 

Some of the results in this study were not significant and might be due to the 

small sample size. However, it was impossible for the researcher to cover a 

bigger size of sample than the present one of 15.72 per cent due to time 

constraint. In addition, the better keeping for the absence records of employees 

of the company may be easier for the researcher to cover more respondents in 

this study. 

1.10 Hypotheses 


In relation to the objectives of the study, three major hypotheses were examined: 


1. 	There is a significant negative relationship between age and avoidable absence 

frequency of employees. 
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Studies in the US in 1972 showed that the full-week absence rate for 

young employee was more frequent for short periods. The study also showed 

that the part-week unscheduled absence rate for teenage employees was the 

highest of all age groups (Heoe, 1990). Hence, we would expect avoidable 

absenteeism to be higher among younger than older employees. 

2. 	There is a difference in the avoidable absence frequency of male and female 

employees. 

Many evidences suggest a higher frequency of absenteeism for females 

as compared with males. Such statistics established females as a group tend to 

have higher absence frequency because they have been allocated to low-paid, 

less desirable jobs (Heoe, 1990). Besides, it would be expected that married 

women tend to be more frequently absent. 

3 There is a significant negative relationship between avoidable absence 

frequency and job satisfaction. 

Some studies found that there is an adverse relationship between an 

employee's satisfaction with the job situation and attendance motivation. The 

job situation as conceived in the present study, consist of those variables that 

concerned the nature of the job and the surrounding work environment such 

as: 1) Job; 2) Supervisory; 3) Co-worker relations; 4) Promotion; 5) 

Fringe benefit; 6) Pay; 7) Comfort. Given that the employees enjoy the job 

tasks and work environment, we would expect that they have a strong desire to 

come to work and vice versa. (Nicholson & Johns, 1985) 
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CHAPTER 2 


LITERATURE REVIEW 


2.1 Introduction 

In this chapter, the researcher will review a model of absence and some of the 

literature relevant to the present study and particularly on the concept and variables of 

the present study. 

2.2 Model of Absence 

The present study is based on Steers and Rhodes's (1978) model of Employee 

Attendance. The proposed model is suggested to examine the various influences on 

employee attendance behaviour. According to the model, an employee's attendance is 

largely a function of two important variables: (1) an employee's motivation to attend; 

and (2) an employee's ability to attend (Steers & Rhodes, 1978). The model is 

illustrated in Figure 2.1 


