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FACTORS CAUSING WORKPLACE ABSENTEEISM IN A SELECTED POWER
STATION OF ESKOM

STRACT

2 purpose of this study was to identify and describe the factors that cause workplace
senteeism in a selected power station in ESKOM. Workplace absenteeism has been a
nmon problem encountered by many organisations and in a selected power station in
<om, absenteeism in the operating, maintenance and safety departments is causing
«duction problems. The key theory that underpinned this study was the process theory
absenteeism, based on Steers and Rhodes’ model of employee’s attendance behaviour

in organisation.

mixed-method research approach employing the sequential explanatory design was
xd. In this design, information obtained from the quantitative data was built on by the
ilitative data. This allowed for triangulation and comparing of respondents’ and
ticipants’ responses in order to make sense of the study. The sample for the
antitative part of the study was based on census, including the total population of 150
ployees in three departments (operating, maintenance and SHEQ departments), which
: the operational hub in the power station. The participants who were purposively
ected for the qualitative part of the study was a sample of six managers, two in each of
- selected departments.

ta collection was done by a self-administered hard-copy structured questionnaire for the
antitative part, and semi-structured face-to face interviews for the qualitative part.
antitative data were analysed using SPSS 24, while the qualitative data was analysed

ng content analysis.

2 main findings of this study revealed that a vast number of factors cause workplace
senteeism, including: stress, medical illness, pregnancy, pressure from work, work
srload and workplace pollution. e study recommends that more studies should be
1ducted in rele' 1t industries other than ESKOM in order to investigate other factors
t are causing workplace absenteeism, and a managerial strategy in relation to Steers

iv
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' rate of absenteeism in workplaces is increasing. This could be the resuit of numerous
ors such as environmental issues, development opportunities within the organisation,
insecurity, absence culture, management style, poor quality supervision, lack of
iipline, paid sick leave, nature of the work, overtime, Human Resource policies and

kplace relations (Chandrasekhar, 2011).

ienteeism causes a loss of productivity due to employees not being available at work to
‘orm their duties as expected. According to Dean (2007), absenteeism has both
jible and intangible effects on production. The tangible effect is associated with the
»unt of money it costs the organisation when one is absent. The intangible effect is
:n people’s lives are affected due to them being absent. There are various types of
enteeism and it is defined from different angles. Absenteeism in the workplace is
ned as the intentional or habitual absence from work (Gosseliin 2013), or non-
ndance when an employee is scheduled to work (Laksonen 2010). Chandrasekhar
11:45) argues that absenteeism can be classified as innocent absenteeism and

nquent absenteeism.

)cent absenteeism means an employee cannot be blamed for being absent. In a labour
text, this means that an employer cannot use disciplinary measures to deal with this
2 of absenteeism. On the other hand, delinquent absenteeism refers to employees who
absent for reasons that are within their control e.g. an employee who is on sick leave
n though he is not sick and there is proof that the employee is not sick. In the labour
text, this means that the employee is blameworthy and that disciplinary action can be
2n against such an employee (Chandrasekhar 2011).

ikert (2015) stresses the importance of not only identifying absenteeism as one of the
or contributing factors to loss of productivity but that organisations must come up with
's to quantify these losses. The o “1nisation must be in a position to measure

enteeism and should then be able to send awareness messages where absenteeism is
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n line with the specific research questions. For this study, a
be used to obtain a picture of officials’ opinion regarding
statistics will t  obtained from the quantitative data to enable the
1e quantitative data collected from empirical evidence (Burns &
will be analysed using the latest Statistical Package for Social

data analysed will be presented in tables and graphical formats.

nalysis, the interviewees’ responses will be audio recorded by the
ver will then use content analysis as a basis for analysing the
the frequencies and sequencing of particular words, phrases,
tify keywords or themes will be used“ (Welman et al., 2007:221).
nt analysis, the responses of the participants will be presented in
"he themes will be aligned with the research questions posed for
ories resent the responses made by participants in respect of
her will clearly define the phenomenon to be analysed and will

rms of phrases and concepts containing similar meaning.

is study because the participants r :d to be protected from harm.
011) define ethics as the norms and standards of behaviour that
raviour and relationships in a community. In this study, ethics
rightness or the wrongness of certain actions taken by the
loyees at the particular ESKOM power station. Cooper and
athics into normative ethics, descriptive ethics and meta-ethics.
escriptive ethics, which will focus on the rights of the participants,

ant and right of privacy.

articular ESKOM power station will participate voluntarily in the
e ter receiving all the information pertainingtott 1 <s or harm
their participation. The information gathered from the particular
ill be kept confidential. An ethical approval of the study from the

search ethics committee will also guide this research.
9






























2010), and Nielsen and Einarsen (2012), cited in Magee et al.,
; associated with absenteeism. Einasen et al., (2009) in Magee
rinion that workplace bullying is one of the major challenges
report that from 2008, an estimated 14.6% employee’s
ace bullying, either ones directed towards employees’ work
p directed toward destroying their images. Other scholars,
t al., (2009) statedthat workplace bullying could be either direct
mean intimidation, humiliation, and criticism, while indirect
itude and gossiping. Magee et al (2017), and Nielsen and
to say that workplace bullying seriously affects an employee’s
1im/her feel insecure, and produces a lack of job satisfaction
of Rhodes & Steers , 1990) and affects the totality of life,

person and eye witnesses.

stimes known as the ‘silent epidemic’ and many workplaces
1 place to deal with it. This is partly because it is not always
prove that it is actually taking place. Interestingly, whilst there
ent in the workplace (i.e. unwanted conduct related to a
uch as weight, disability, age, etc.), there is no law against
elated to protected characteristics. Workplace bullying might
g or demeaning behaviour, or an abuse of power. Employers
iting bullying and harassment and they are liable for any
ir employees. Organisations need to have their own policies in

he workplace (Fit for work, 2015).

mingham (2013), it was found that stress is an issue that many
h on a daily basis. However, despite more and more people
he increased awareness of the issue, organisations are still
t. According to CIPD (2012), one of the most common reasons

's is stress and it is seen more often in non-manual workers.
(R






3) pointed out sickness as one of the factors causing workplace
tt ¢ ““tributed to experiencing unfairr at work, low decision-
ried, experiencing psychosomatic complaints, having low job control
as the cause of the sickness. In addition to these factors, they went

personality characteristics as a contributing factor to workplace

as related to factors causing work place absenteeism other factors

literature as causes of work place absenteeism;

ducted by Halpern et al (2001) and reviewed in 2017, he stated that

ing is one of the major contributors to workplace absenteeism as the

battling with the adverse heath effecst of smoking;

awam (2016) in his work stated that the existing relationship between

and the employee, income from another work, working environment,

d salary all contribute to workplace absenteeism.

ucted by Siukola et al (2011) reported that aging and physically

)s are among the causes of absenteeism. They explained that aging

;s predisposes the individual to periodic sickness which keeps the

y from work.

Jghes (2001) found that family responsibilities, personal problems,

:ment, workplace stress, poor working environment, substance abuse

ire the most common cause of workplace absenteeism.

ind Grimani (2013) summed these up by indicating that there are
that can cause workplace absenteeism such as lack of job

cor working conditions, poor salary and distance of work place from

ii (2014) employees’ absenteeism is a serious challenge in any
s caused as a result of employee’s lack of commitment to the job.

; that workplace absenteeism is a serious challenge facing many

21












Department of Public Service and Administration (2006), in itS vivuiiuis Ul siun Isave,
ipacity leave and ill health, spells out the responsibility of the employee and employer
»e __vely. The period of time not present at a workstation will be recorded by the
dloyer and when a full day is completed this will be deducted from sick leave
/isions. As such, absenteeism for one or more days has to be recorded by managers
sick leave, which is deducted from the employee’s sick leave balance. This is a
ightforward process. The issue of how to handle absenteeism if an employee reports
Juty and works for a short period during a shift before going off sick should be clearly
It out in a policy. Each employee should be treated the same, because co-workers may

eve that some are favoured, thus their sick leave records are not factual (Munro, 2007).

ording to Gangai (2014), managers should be sensitiv to thos things that lead to

kplace absenteeism and careful address them; he says that managers should carry out

ishments where necessary in order to discourage absenteeism. Rousseau & Aube

13) say that managers should carefully identify the causes of their workers’

enteeism and they go further to deduce that employees’ absenteeism can be managed

ugh well-structured and a collective autonomy. Munro (2007) emphasizes that

loyees should be disciplined for poor timekeeping as this constitutes being absent

1 duty/allocated work stations which impacts on an organisation’s running costs and

k ethics. Poor timekeeping to him includes:

> Arriving late for duty on a regular basis,

» Leaving work early,

» Taking extended tea, lunch breaks, or toilet breaks while leaving the customers
unattended,

» Attending to private business during working hours; this could include sending
and/or reading personal emails, surfing the internet for non-work related matters, or

any other activity that is of a private business nature.
thermore, Bosch and Brake (2005) investigated involuntary absenteeism from an

loyers’ perspective and identified four steps within the decision process of a firm

sther or not to take measures for reducing involuntary absence:

25






or '’d ° ", (2000) in tt r mana¢ ial actions to add ;s workpl: :al :ntc " n,
tt  manacg ould dev op an Employe / anc  Programs (EAP) which is a
amme where the employees with various personal problems, like alcoholism that
s those absences, may receive the necessary counselling. The counselling is
ally to enhance the personal life of the employee and in turn benefit the organization.
in (2009) reviewed data from three different large manufacturing plants on the basis
»act of incentives and found out that workplace incentives enhance productivity and
y of production and reduce absenteeism. Bankert et al (2015) suggests that
gers should put in place accurate measures to quantify and reduce workplace
iteeism in order to increase productivity. Therefore it is affirmed from the literature
nanagers of organisations can deploy a variety of ways to deal with workplace

teeism.

y, in order to deal with employee’s sickness which in most cases results in
intary absenteeism, Schultz et al., (2009) suggest an integrated approach that would
ed by managers. This approach includes;
A health risk appraisal offered on a regular basis to measure employee health;
Analysis of the impact of health on work performance and all other pertinent
outcome measures such as absenteeism, injuries and healthcare costs;
Revision of policies and benefits in order to support work/life balance should be
made;
Development of employee loyalty, which often leads to improved productivity;
Targeted lifestyle and disease management programmes to mitigate risk factors
and health conditions;
Evaluation of the work environment and ergonomics;
Ensuring that employee assistance programme providers are equipped to recognize
and treat problems that impact on-the-job productivity;
Enlisting the help of a pharmacy benefit plan to help manage and improve access to
appropriate medication;
Evaluating coverage for mental health benefits to ensure that employees have
adequate resources to deal with these types of problems;

Developing a work environment that discourages working while ill;

27






1is chapter, the researcher explains the research design and methods used in this

ly on workplace absenteeism.

sole objective of this research is to investigate and determine the factors causing
kplace absenteeism and how it possibly affects productivity of a particular ESKOM
rer station. The focus of this chapter was to provide answers to the research questions

meet the objectives stated in Chapter 1.

ording to Crittenden, (2006:1-13); Richard and Morse, (2007), there are three
imonly used research approaches which are; qualitative approach, quantitative
roach and mixed method approach (which is a combination of both). Crittenden (2006)
s on to state that the quantitative research approach has its philosophical assumption
ed in positivist theory which is mainly focused on “scientific research reality” and so it
ies use of statistical data, whereas the qualitative research approach has its
>sophical assumption rooted in interpretive paradigms; it is a non-experimental

arch and uses non-numeric data.
s researcher adopted a mixed-method research approach and a sequential explanatory

:arch design, build from quantitative research followed by qualitative research, as
cated in Table 3.1., which was deemed fit for achieving the research objectives.
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sults revealed that 108 respondents were absent from work due to minor illness.
sveld ° al., (2013) ‘so point out sickness ; one of tt factors ¢ 1sii  workpla
,enteeism which they tributed exper 1cing unfe 38 work, low

king, being unmarried, experiencing psychosomatic complaints, having low job control
| family problem as the cause of the sickness. According to South African statute law,
nely the Basic Conditions of Employment Act [5], an employer is required to pay an
ployee if he/she is too ill to work provided a medical practitioner's certificate of not
ng fit to work is produced. However an employer is entitled to check on the validity of all
dical certificates; for example, the doctor who signed the certificate could be contacted
rerify authenticity of the certificate. However this does not mean that the employer has a
it to be informed of the nature of the employee’s illness without the consent of the
ployee (Israelstam, 2004).

iddition to minor illness £  ng a cause of employees’ absenteeism, the seventh stage of
.ers and Rhodes' model explaining employee attendance behaviour (Rhodes & Steers,
)0; Smulders, 2008) also indicates that individual may not always have the ability to
:nd due to some certain unavoidable limitations on attendance: (1) illness and
iidents; (2) family responsibility; and (3) transportation problems. Prater and Smith
11) reported that employee’s sickness has led to great loss in a company’s production
:n though it is one of the involuntary absenteeism factors, which employers do not need
»e worried about, yet it poses the company a great loss in production if many hands are
provided.

arnationally, most illness is not caused by work, but in 2007/08, an estimated 2.1 million
ple in the United Kingdom (UK) were suffering from an iliness caused, or made worse,
their work (fit for work, 2015). In the study conducted by Hansen and Andersen (2008)
ividual health status was assessed by asking ;pondents whether they had suffered
n one or more listed (or other) diseases during the year prior to baseline. This
yrmation was recoded into a variable indicating some disease vs. no disease. It was
nd that a high number of respondents are absent from work due to sickness, some of

ich are serious while others were not serious illnesses.

a7






























> views of the managers are in line with definitions of ott - authors in the literature
dy, which defines absenteeism as the habitual failure for one to appear in most cases
regular duties bestowed to them or the rate of occurrence of frequent absence from
'k (Vlasveld et al., 2013; Rhodes & Steers, 1990; Smulders, 2008).

addition, all the participants interviewed indicated that the level of absenteeism in the
kplace is high, most especially on Mondays. This was evident in the MM statement
D said:

| think some of the employees tend to overdo things during the weekend and as a
result fail to wake up on time on Mondays to go to work. The employees who drank

too much alcohol on weekends often do not go to work on Mondays.

O also affirms that employees are mostly absent on Mondays and Fridays. Sometimes
employee takes sick leave to extend a public holiday. The effect of absenteeism
1ses fatigue in most employees due, maybe, to covering for other people that are not at
'k due to annual leave or the position being vacant therefore one person will be
dened with too much work. Again most employees prefer sick leave as opposed to
wal leave mainly because they don’t have to give an explanation and get approval. He
> indicated that “most of the pregnant women are not regularly absent. They only

serve their leave given to them”.

charach et al., (2010) affirm that the link between alcohol consumption and
senteeism has been kept boiling and they are strongly of the opinion that heavy alcohol
isumption contributes to workers’ absenteeism at their work place stating that alcohol
isumption predisposes to numerous illnesses which keeps them away from work.
srefore from the response of the participants, there is an indication that the three
»artments most probably experience high level of absenteeism on Mondays and Fridays
3 to alcoholism. This higher absenteeism in the departments is also evident in the

intitative results.
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In the next Chapter, the conclusions and recommendations on the factors causing

workplace absenteeism will be made.
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Yes [

No O
If yes how, how many days have you been absent?
1-3
4-7 [J
8+ ]

MNON B: WORKPLACE ABSENTEEISM, CAUSES AND EFFECT

The following are some of the most common reasons for abseentism as found in
the literatures. Please indicate which of these has caused you to be absent from
work in the past 12 months.

Minor illness ]

Stress ]

Mental health [

Drug related illness []

Pregnancy ]

Other specify | __'I

Have you ever been forced to come to work even when you were sick?
Yes [
No [

If yes, why?

Do you feel that absenteeism is an issue in your department?

Yes [J
No —
Average ]
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INTERVIEW GUIDE - MANAGERS/ LINE MANAGERS

Greet and explain process
Obtain consent

1. Please define absenteeism in the workplace as you view it

2. Are your employees absent from work on a regular basis? If yes, explain the causes
of their absenteeism.

3. In what way(s) does employee absenteeism affect the department?

4. Are there any policies in the department that regulate employee’s absenteeism? If
yes, explain an example of such policies.

5. Explain the level of workload placed on an employee in a day.

6. Do you think employees are satisfied with the nature of their work? Explain with any
examples.

7. In what way do you appraise your employees and when does such appraisal arise?

8. What are the managerial actions that are currently used to reduce workplace
absenteeism in your department?

9. In your opinion, how can workplace absenteeism be reduced?

)ank the participant
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The IRERC would like to remain at your sen as scientist and researche
not hesitate to contact the IRERC or HRREC for any further enqui . orre

Yours sincerely

ly si db
Prof LA it

3

Chair NWU Instii 1 Ethics Regulatory Comm ' (IR )
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wishes you well with your project. . .:ase d
 for assistance.



CONSENT LETTER

APPENDIX D
1719 Ramosadi Village
Mafikeng
2745
07 September 2017
on Manager
CONDUCT A SURVEY

seek permission to submit questionnaires to all employees in operations,
1d SHREQ departments for the purpose of data and information gathering. |
ict interviews with the managers and selected line managers in these
:...a._Jistered student and currently busy with research for an MBA at the
liversity. The title of the research is “Factors causing workplace
a selected power station of ESKOM™. The study is undertaken towards the
requirements for the MBA.

e find a copy of the questionnaire and Interview guide for your perusal.
tion will be appreciated. All information will be treated as confidential and

Il be made to a specific service or authority.
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