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CHAPTER I 

IN RODUCTION 

Employee absenteeism has be n a constant, nagging problem for business and 

industrial organizations. Price and M eller (1986) defined absenteeism as the 

nonattendance for scheduled work. e idea of "scheduled work" means an employee 

does not report for work when he/she s supposed to be there. During any given week, 

more than 4 million full-time employ es failed to report to work, according the U.S. 

Bureau of Labor Statistics (Lucas, 19 1). Recently, U.S. workers called in sick 2.7 hours 

for every 100 hours worked in 1993, d the latest figure counts about one in 37 

workday~ ("Workers of the world", 1 

Generally, the rate of absente · sm can be determined by the following formula: 

Num er of workdays lost per pay period 
Absenteeism rate (%) = ----------- ---------------------:------------------------------­

verage number fo employees x 
number of days worked x100 

(Byers, Shanklin, and Hoover, 1994). High absenteeism rate happens nationally. 

Government workers had the highest bsenteeism rate, with 2.98 sick hours per I 00 paid 

hours; utilities worker were at 2.98 h urs; and retail and wholesale companies have the 

lowest absence rate with 1.30 sick ho rs per 100 paid hours ("Workers of the world", 

1994). 

1 
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Costs of employee absenteeis to organizations are estimated to be over $20 

billion annually (Hsieh, Holdt, Zahler, and Gates, 1994). According to the Commerce 

Clearing House (CCH) Absence Surve of 889 human resource managers, the average 

amount of sick leave dollars paid per e ployee per year ranged from $200 to $620, 

depending on the size of the company Lucas, 1991). The 1993 CCH survey reported 

that a company with 1,000 employees an spend more than $500,000 for unscheduled 

absences per year (Markowich, 1994). The state of Connecticut spent over $100 million 

in 1993 for unscheduled absences; the employee average was 9.77 sick days. 

Pennsylvania school districts spent $5 million during the school year 1990-1991 on 

substitute teachers for unscheduled ab ences. Overall absences cost school districts more 

than $260 million (Markowich, 1994). 

Personal illness accounts fort e majority of paid leave taken in most 

organizations. Other costs of absente ism include loss of productivity or service, 

disruption of other employees' work, igher payments for overtime, or temporary help for 

absent employees (Kelly, 1992; Marti , 1992; Rogers and Herting, 1993; Sandwith, 

1987). Furthermore, poor customer s rvice, loss of competition, falling morale, and 

unmet deadlines are top concerns oft e management caused by unscheduled absences 

(The Health Care Supervisor, 1994; arkowich, 1994). 



STATEME T OF THE PROBLEM 

Absenteeism rate in the foodse ice departments is usually at a high level. Thus, 

the department director must consider he impact of absenteeism on quality dietetic 

services, which is viewed as effective ess, since absenteeism has a negative impact on 

organizational effectiveness. Sound t hnical performance, familiarity with standard 

procedures of food preparation, coope ative work relationships, and maintenance of food 

safety conditions are all essentials of ality dietetic service. As the department director 

notices excessive absenteeism, he/she hould first look within the environment for clues 

and then take steps to improve the si tion through conscientious attention and control 

Mai-Dalton and his associates 1978) strongly suggested, "Only by committing 

funds [ and efforts] to research dealing specifically with the foodservice workers will the 

industry be all to dispatch the costly p rsonnel problems" (p. 45). While absenteeism 

research is quite extensive in many ar as of the workforce, foodservice employees are 

underrepresented in the current resear h literature available. No studies have been 

conducted to examine how foodservi e directors in health care systems, or management 

dietitians, perceive the possible cause of their employee absenteeism and the incentive 

factors to enhance employees' attenda ce. 



THEORY ASE OF THE STUDY 

The basic assumption of reduc· g employees' absenteeism (used interchangeably 

with the term enhance employees ' atte dance) with incentives is that the organizational 

behavior, report for work, can be con olled by the consequences, such as altering 

reinforcement and punishment that fol ow it. The systematic reinforcement of desirable 

organizational behavior and the punis ent of unwanted organizational behavior is 

designated as organizational behavior odification (OBM). From a managerial 

perspective, OBM assumes that beha · or is more important than its "psychological 

causes", such as the needs, motives, d values held by individuals. An effective 

manager should ask "What specific b haviors led to the high absenteeism?" (Table I). 

He/she should not only pinpoint and easure critical behaviors causing excessive 

absence, but also performing.the AB Analysis so that reinforcement and punishment 

can be forined and improvement bee aluated (Luthans, 1985; Miller, 1978). 

4 

ABC Analysis, is also called nctionally analyzing the behavior. In Table IL the 

A stands for analyzing the antecedent (i.e. family problems) of the actual behavior, B; 

the B designates the pinpointed critic 1 behaviors (i.e. staying at home); and the C 

indicates the contingent consequence (i.e. private reprimand, or counseling). The ABC 

analysis allows managers to consider erformance analysis questions important in 

formulating any specific solution or rogram. Connellan ( 1978) developed a set of 

performance analysis questions (Tabl 1). and Luthans (1976) (Table 2) systematically 



TABLE I 

PERFORMAN E ANALYSIS QUESTIONS 

Antecedent 
Does the empl yee know what is expected? 

Are t e standards clear? 

Behavior 
ehavior be performed? 

Could the employee d it if his or her life depended on it? 
Does someth ng prevent its occurrence? 

onsequence 
Are the consequence weighted in favor of performance? 

Are impro ements being reinforced? 
Do we note improve ent even though the improvement 
may still leave the e ployee below company standards? 

Is rei forcement specific? 

Source: Connellan, T.K. (1978). o to Im rove Human Performance: Behaviorism in 
Business and Industry. New York Harper & Row, p. 51. 
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TABLE II 

USING THE ABC ANAL Y IS ON AN ABSENTEEISM PROBLEM 

A 
Antecedent 

Family problems: spouse, children 
Personal health 
Illness 
Jury duty 
No transportation 
Company policies 
Group norm 
Friends visiting 
Injured on way to work 
Hangover 
No child care facilities 
Lack of proper tools or clothing 

ehavior(s) 

taying home 
I emergency room or 

at hospital 
erving on jury 
versleeping 
etting up late 
ttending sporting event 
isiting 
t doctor's office 
hopping 

C 
Consequence(s) 

Public reprimand 
Private reprimand 
Written record and 

reprimand 
Reduction in pay 
Suspension 
Firing 
Social isolation from 
· group 

Source: Luthans, F., and Martinko, . (1976). "An Organizational Behavior 
Modification Analysis of Absentee sm". Human Resource Management, Fall, 1976. 
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viewed the problem of absenteeism in terms of antecedents, behaviors, and consequences 

(Gibson, lnvancevich, and Donnelly, 994). 

Attendance management repo s emphasize that the control of absenteeism is a 

two-way responsibility and preventio is the best cure (Kelly, 1992; Levine, 1994). The 

employee's responsibility is to take su h action or make such arrangements as may be 

necessary to meet reasonable attendan e requirements. Meanwhile, the management's 

responsibility is to address the underl ing causes to prevent absenteeism and to create 

conditions conducive to good attend ce. Too often, the latter responsibility is ignored 

and the problem viewed as simply on of malingering, lazy or illness-prone employees. 

Management not only fail to minimiz absenteeism but also face resentment from 

employees because policies based on he assumption that it is all the employee's fault is 

not congruent with the research evide ce regarding causes of absenteeism (Kelly, 1992). 
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PURPOS AND OBJECTIVES 

The purpose of this study was assess the prevailing reasons (antecedents) for 

absenteeism given by foodservice em oyees and the incentive factors perceived by 

management dietitians as helpful to m nimize the absenteeism rate in health care systems. 

Specific objectives were to determine: 

1. if selected demographic variables o foodservice employees were associated with the 

absenteeism rate; 

2. if selected institutional variables of oodservice employees were associated with the 

absenteeism rate; 

3. if selected demographic variables o foodservice employees were associated with the 

turnover rate; 

4. if selected institutional variables of foodservice employees were associated with the 

turnover rate; 

5. if selected demographic variables o foodservice employees were associated with the 

perceived reasons of absence; 

6. if selected institutional variables o foodservice employees were associated with the 

perceived reasons of absence; 

7. if selected demographic variables f management dietitians in health care systems were 

associated with the perceived reasons of absence; 

8. if selected institutional variables o management dietitians in health care systems were 

associated with the perceived reasons of absence; 



9. if selected demographic variables o foodservice employees were associated with the 

perceived incentives; 

10. if selected institutional variables o foodservice employees were associated with the 

perceived incentives; 

11. if selected demographic variables f management dietitians in health care systems 

were associated with the perceived inc ntives; 

12. if selected institutional variables o management dietitians in health care systems 

were associated with the perceived in entives; 

13. if the turnover rate was associate with the absenteeism rate of the foodservice 

employees in health care systems; 

14. if the absenteeism rate was associ ted with the perceived reasons of absence; 

15. if the turnover rate is associated w th the perceived reasons of absence; 

16. if the absenteeism rate was associ tedwith the perceived incentives; and 

17. if the turnover rate was associated with the perceived incentives. 

YPOTHESES 

The following hypotheses we examined: 

9 

H 1 - There will be no signific nt association between the absenteeism rate and the 

selected demographic variables of fo dservice employees in the health care systems: 

a. gender 

b. marital status 
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c. presence of prescho 1 children at home 

d. presence of elderly ilies at home 

e. ethnic background 

f. age 

H2 - There will be no signific t association between the absenteeism rate and the 

selected institutional variables of food ervice employees in the health care systems: 

a. working part-time 

b. working full-time 

c. average distance tra eled to the facility 

H3 - There will be no signific t association between the 1994 turnover rate and 

the selected demographic variables o foodservice employees in the health care systems. 

H4 - There will be no signific t association between the turnover rate and the 

selected institutional variables of foo service employees in the health care systems: 

H5 - There will be no signific t association between the selected demographic 

variables of foodservice employees a d the perceived reasons of absence: 

a. personal illness 

b. family/friends illne s 

c. job stress 

d. funeral 

e. physical fatigue 

f. emotional problem 

g. frustrated with wo 



h. too little time off 

i. jury duty 

j. doctor's/dental appoi tment 

k. mental health day 

1. bad weather 

m. unhappy with supe 1sor 

n. overworked 

o. parent/teacher confe ence 

p. misread time sheet 

q. hangover 

r. unhappy with cowo ers 

s. transportation probl m 

u. repair work at horn 

v. just doesn't want to work 

H6 - There will be no signific t association between the selected institutional 

variables of foodservice employees d the perceived reasons of absence. 
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H7 - There will be no signific t association between the perceived reasons for 

absence and the selected demographi variables of management dietitians in health care 

systems: 

a. gender 

b. age 



d. route to ADA memb rship/registration 

H8 - There will be no signific t association between the perceived reasons for 

absence and the selected institutional ariables of management dietitians in health care 

systems: 

a. number of years em loyed in the dietetic profession 

b. number of years in urrent position 

c. size of facility 

d. location of facility 

H9 - There will be no signific t association between the selected demographic 

variables of foodservice employees the perceived incentives: 

a. 

b. free meals 

c. child day care cente 

d. elderly day care ce ter 

e. non-monetary com ensation for no absence 

f. salary raise 

g. monetary compens tion for no absence 

h. job sharing 

1. on-the-job training 

J. tuition break 

k. availability of publ c transportation 

12 



1. self-management tr 

m. ombudsman I pers nal counselor 

n. preventive health pr grams 

0. 

p. eliminate work h ds 

q. continuing educatio 

r. job redesign 

s. fair treatment 

t. cultural socializatio 

u. group betting pool 

v. workgroup 

H10 - There will be no signific t association between the selected institutional 

variables of foodservice employees d the perceived incentives. 
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H11 - There will be no signifi ant association between the selected demographic 

variables of management dietitians d the perceived incentives. 

H 12 - There will be no signifi ant association between the selected institutional 

variables of management dietitians d the perceived incentives. 

H13 - There will be no signifi ant association between the absenteeism rate and 

the turnover rate of foodservice empl yees in health care systems. 

H 14 - There will be no signifi ant association between the monthly absenteeism 

rate and the perceived reasons for ab ence. 
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H15 - There will be no signific t association between the 1994 turnover rate and 

the perceived reasons for absence. 

H16 - There will be no signific t association between the monthly absenteeism 

rate and the perceived reasons for abs ce. 

H 17 - There will be no signific t association between the 1994 turnover rate and 

the perceived incentives. 



A SUMPTIONS 

1. Respondents were, indeed, ietitians in the practice group: Management in 

Health Care Systems of the American ietetic Association (ADA). 

2. Management dietitians wer be concerned about the problem of employee 

absenteeism, because they are respons ble for supervising personnel utilization, 

maintaining budgetary control, and tr king essential records in the foodservice 

department in health care systems. 

3. The dietitians surveyed hav easy access to the personnel files to answer the 

questionnaire and know all the foodse ice employees well enough to be able to 

objectively assess employees' reasons for absence and discern which incentives 

minimized the absenteeism rate . 

4. The respondents complete the questionnaires truly on "what is" rather than 

"what it should be". 

IMITATIONS 

15 

1. Since this study was limite to the ADA members with management 

responsibilities in health care system , results cannot be considered representative of all 

dietitians. Results from the study c therefore only be generalized to this group of 

dietetic practitioners. 



2. The data collected in this s dy were based on the management perceptions 

only. The study results did not reflect the opinions and attitudes from the employee's 

perspectives. 

3. This study is limited to ex ining incentives to minimize absenteeism of 

foodservice employees. Turnover pro lems were not evaluated. 
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HAPTERII 

LITE TURE REVIEW 

Absenteeism pervades not onl organizations whether they are public or private. 

large or small, urban or rural. Absent eism is also an important topic for individuals on 

the basis of sex, creed, race, religion, r national origin, although variations can be found 

across groups for a variety ofreasons. It is, however, not appropriate to bring quick and 

definitive responses on this topic fro administrators or employees. No discussion of 

solutions on employee absenteeism is complete without a comprehensive look at the 

factors that influence the way this be avioral problem being generated among 

organizations, because a gap exists b ween behavioral scientists' accounts of absences as 

a "social problem" and its experienti reality to the employee. Johns and Nicholson 

( 1982) suggested that the gap should e closed by the adoption of combining frames of 

reference for research and theory buil mg. 

This chapter investigated the heoretical aspects and measurements of absenteeism 

to gain a better understanding of the roblem and to provide a stronger research design. 

The following sections examined the relationship between absenteeism and turnover. the 

various causes of absenteeism. and i centives that have been developed and applied in 

business and industries, and their im acts on reducing absenteeism. 

17 
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A Theoretical Approach t Understanding Employee Absenteeism 

Hill and Trist' s Model 

Hill and Trist (1955) develope the 'Theory of Withdraw', defined as withdrawal 

from working situations, especially s essful work. It says that absence is internally 

permitted by employees if they are ex eriencing stress at work. This withdrawal is a 

developmental progression as the em loyee learns the corporate culture and the demands 

and allowances within the culture. In he early phase of "induction crisis', turnover is 

often the preferred mode of withdraw 1. During this phase, newcomers typically lack 

knowledge about absence norms. Th n, during the middle period of "differential transit", 

unsanctioned absence is the characte · stic mode. After this, in the "settled connection" 

phase, the individual substitutes sanct oned absences for unsanctioned absences. and 

levels of absence are reduced. In te s of organizational socialization, employees 

internalized these norms such that a c ange in withdrawal behavior consistent with the 

norms occurs, while in becoming aw e of the absence culture of the organization. If the 

sanctioned outlets for withdrawal are nsufficient, accidents and turnover become other 

means of withdrawal. · 

The strength of Hill and Trist' theory is that they contribute by introducing the 

concept of social norms of absence. he weaknesses are, first, their theory can only be 

considered to be highly speculative, i providing evidence based on collective trends of 

accidents and absence to explain indi idual reactions (Rhodes and Steers, 1990). 

Secondly, their model lacked of supp rtive evidence and no testable hypotheses had been 

developed from this theory (Chadwic -Jones. Nicholson, and Brown, 1982). 
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Gibson's Model 

Gibson (1966) explained reaso s of absence by using an informal contract which 

exists between the organization and th individual (thus leaving out social context of 

work). That is, individuals and org · zations enter into an exchange relationship in 

which the individual agrees to contrib te his/her competencies in exchange for certain 

rewards, and the organizatipn agrees t provide rewards for a certain level of effort on the 

part of the individual. Apparently, th attitude of commitment to both the contract's 

intent and its authenticity becomes a s tisfactory implementation of the contract. The 

more the individual's needs are satisfi d with the tasks and rewards of the organization, 

the stronger will be the individual's i entification with and commitment to the 

organization. 

Gibson used the model to exp ain conflicting research in the absence literature, 

and indicated that increasing work id ntification helped to reduce absence. Other 

important influences on absence beha ior were the ease of legitimating absences and 

perceived authenticity of managemen . 

Chadwick-Jones et al. (1982) ointed out that there was a considerable gap in the 

level of abstraction of the conceptual odel and the methods and data used to support it. 
,, 

Moreover, Gibson provided propositi ns that were suitable for testing, but there have 

been no following comprehensive tes s of his model by absenteeism researchers. Thus, 

his research findings, although consis ent with the theory, can not be represented as a test 

of his model (Rhodes and Steers, 199 ). 



Nicholson's Model 

Nicholson's (1977) attendanc motivation model principally assumes that 

attendance behavior is habitual and nJrmal. He encouraged people to look for factors 
I 

upsetting the regularity of attendance . hen searching for causes of absence. Beginning 

from the lower level of his model (Fi ure 1), absence behavior occurs in a continuum 
I 

from unavoidable (A) to avoidable (B . The A-B continuum defines the constraining 

forces imposed on behavioral choice, , nd the forces vary between individuals and 

between settings. Absence behavior i
1 

triggered by a stimulus or event that affects an 

individual's needs. The actual level f attendance behavior is determined in motivation 

which is influenced by personality tra ts, work orientation, job involvement, and 

employment relationship. Attachme 1

, the intervening variable influencing absence, is 

defined as "the degree to which the e ployee is dependent upon the regularities of 
I 

organizational life". Attachment is a easurable component of attendance motivation. 

There are four major sets of influences proposed as constituting attachment, and 
! 

underlying each, is a different class o contextual variables. The four are: personality 

20 

traits underlined by personal characte, istics, work orientation by biographical and extra­

mural factors, job involvement by joJ characteristics, and employment relationship by 

organizational controls. 

Nicholson bridged the idea of attachment and absence behavior using the notion 

strong attachment to his/her work wi ,1 be relatively insusceptible to influence by absence­

inducing events and, consequently w 11 be absent only when events are more on the A 
I 

side of the continuum. Conversely, t e low-attached employee, with weak resistance 

toward absence inducements, will be susceptible to absence by events on all along the A­

B 
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Contextual 
factors 

I 

Personal 8iogra1 iihlcal and Job Organizational 
characteristics extra-~ural characteristics control::. 

factors 

Attachment 
and 
attendance 
motivation , ., j .. • r • II' 

Personality Work 1 Job Employment 
traits orient I tlon involvement relationship 

~ ./:_ --
-

Atte hdance 
mot,vation 

.... --~ Transient, unpredicted, 
and random influences 

The A-8 
continuum 

A ..: Evenrs capable of inducing absence ... 8 . 
Attendance i and absence 
behavior , ,. ~, 

Frequency Frequency of 
of absence attendance 

Source: Nicholson, N. (1977). Absence behavior and attendance motivation: A 
conceptual synthesis. lJoumal of Mana ement Studies, 14(13 ), p. 251. 

Figure 1: Nicholso 's Model of Attendance Motivation 
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continuum. Because ofthis predictab' ity of absence behavior, Rhodes and Steers (1990) 

stated: 

"Nicholson's model m es a valuable contribution to our understanding of 
absence behavior by providin an integrative framework for examining individual 
motivation to attend. Moreov r, it recognizes the importance of choice in absence 
behavior and contributes to an understanding of why, when two people are 
confronted with a similar eve (for example, having a cold), one will attend work 
and the other will not. It has b en suggested that this model has a shortcoming in 
that it principally focuses on t e work domain (although the concepts could easily 
be applied to incorporate the n n-work domain) and that the model is difficult to 
test (as evidenced by the lack f research attention given to it). Even so, this 
model must be clearly ackno edged as a major influence on contemporary 
thinking about absence behavi r" (pp. 43, 45). 

Steers and Rhodes' Model 

In the late 1970's, Steers and odes (1978) developed a comprehensive model of 

absenteeism based on an extensive re iew of the literature (Figure 2). This model has 

been hailed for providing a solid fr ework from which to build (Mowday, Porter, and 

Steers, 1982; Goodman, and Atkin, 1 84). The model suggested that employee 

attendance is largely a function of an mployee's motivation and ability to attend. These 

variables are influenced by the job sit ation, employee values and job expectations, 

personal characteristics of the emplo ee; satisfaction with the job, and pressures to attend 

(Steers, and Rhodes, 1978). 

While the Steers and Rhodes odel provided a solid framework, it has been 

criticized as difficult to test empirical y (Chadwick-Jones, Nicholson, and Brown, 1982; 

Brooke, 1986). This concern was ac nowledged by Steers and Rhodes (1984 ). Brooke 

( 1986) identified five aspects of the odel that were sources of difficulty in its use: 1) 
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construct validity problems of key co ponents; 2) imprecise specification of several 

variables; 3) inclusion of correlates as part of the theoretical model; 4) omission of 

discussion of potentially important v iables not included in the model; and 5) 

assumptions that certain variables rep esent involuntary absenteeism when the 

categorization is not clear. 

Dilts. Deitsch, and Paul's Review 

Dilts, Deitsch, and Paul (1985 reviewed and detailed the various theories of 

absenteeism. They categorized these heories into 1) psychological, 2) economic, 3) 

sociological, 4) jurisprudential, and 5 disability theories. 

1) Psycholo~ical Theories 
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Psychological theories view a senteeism as a problem that is related to the 

individual's motivation to attend wor regularly. An individual's motivation focuses on 

withdrawal as a behavioral response t alienation (job dissatisfaction) and need 

deficiencies. 

Dilts et al. further.subclassified as "p ssive withdrawal theories" (simple avoidance of the 

unpleasant situations) and "strategic ithdrawal theories" ( a means of punishing the 

organization for the dissatisfaction it 

A. Passive Withdrawal Theo ies 

Inequity theory (Dilt et al., 1985) states that 

absenteeism occurs due to an attitud towards work where employees believe an inequity 

has or is occurring between what the feel they put into the organization and what they 
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get back. The probability of absence · creases with the magnitude of the worker's 

perceived inequity if other ways of re ucing the felt inequity are not available. For 

example, if an employee believes he/s e is not being recognized properly for his/her 

efforts, he/she will take off from wor to compensate or resolve the inequity. 

Dilt et al's idea relates to A a's (1963) equity theory of motivation. The 

essence of Adam's equity theory is th t employees compare their efforts and rewards with 

those of others in similar work situati ns. The basic assumption of equity theory is that 

individuals, who work in exchange fo rewards from the organization, are motivated by a 

desire to be equitably treated at work. Figure 3 illustrates the equity theory of motivation 

in general. 

A person (P) with 
certain inputs (I) 
and receiving 
certain outcomes 
(0) 

compares his or 
her input-outcome 
ratio to 

IP = Inputs of the person. 
OP = Outcomes of the person. 
IRP = Inputs of reference person. 

ORP = Outcomes of reference person. 

a reference 
person's (RP) 
inputs (I) and 
outcomes (0) 

and 
perceives 

OP ORP . IP = !RP (equity), 

or 

OP ORP (. . l IP < !RP inequity . 

or 

OP ORP (" . ) IP > !RP 1nequ1ty . 

Source: Gibson, J.L., Ivanceyich, .M., and Donnelly, Jr. J.H. (1994). Organizations: 
Behavior structure roce s. Boston, Mass.: Irwin. p. 15 3 

Fig e 3: Equity Theory 



Equity theory suggests alterna ive ways to restore a feeling or sense of equity 

(Gibson, Ivancevich, and Donnelly, 1 
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1. Changing inputs. The employee o perceives inequity (P) may decide to put less 

time or effort into the job. Other inp s that could be changed are reliability, cooperation 

with others, initiative, and acceptance of responsibility. 

2. Changing outcomes. P may confr nt his/her supervisor and ask for a raise, more time 

off, or better assignments. 

3. Changing attitudes. Instead of ch ging inputs or outcomes, or actually putting in 

more time at work, P may start thinki g that "I have put enough time on it" to make a 

good contribution. 

4. Changing the reference person. T e reference person (RP) can be changed by making 

comparisons with the input/outcome atios of some other person. This change can restore 

equity. 

5. Changing the inputs or outcomes fthe reference person. If the RP is a co-worker, it 

might be possible to attempt to chang his/her inputs or outcomes. Examples of such an 

attempt could be giving the RP a clos r deadline, or more responsibility on tasks. 

6. Changing the situation. The feeli gs of inequity may lead the P to quit the job. 

He/she may also seek a or transfer to void an inequitable situation. 

Gibson et al (1994) also foun that most of the research on equity theory has 

focused on pay as the basic outcome. Greenberg's study ( 1988) supported equity 

theory's prediction and indicated tha employees assigned to higher-status offices 

increased their performance (a respo se to payment inequity) while those reassigned to 

lower-status offices lowered their pe ormance (a response to underpayment inequity). 

This example showed that, not only ay inequity, but also the workplace environment 

(i.e. hierarchy) could be the forced p int on employee's reaction to an inequity. 

Gibson et al ( 1994) suggeste that equity research need to be conducted in a 

longitudinal manner, and to provide ·nsights into the dynamics between inequity 



changes/remains and individual respo ses. Moreover, equity theory should not ignore 

reactions to inequities in terms of deci ion making, because individuals may have 

different beliefs on inequity causes. 

27 

Valence Theory Valence is efined as the preference for outcomes, as seen by 

the individual. Valence ( or so-called xpectancy) explanations of absenteeism refer to the 

individual's positive and negative attr ctions toward differing objects and events in the 

work environment. An outcome is po itively valent when it is preferred; it's negatively 

valent when it is not preferred or is av ided. For example, an employee may prefer extra · 

time off because of his/her excellent a endance in the past three months. 

Valence theory is often com bi ed with the Met Expectations Theory (Hackman, 

1975) to explain absentee behavior. he met expectations theory is a form of cognitive 

dissonance theory and can be account or some absenteeism. Those subscribing to this 

theory contend that the discrepancy b tween what a person encounters on the job by way 

of positive and negative factors and w at he/she expected to encounter may cause that 

person to be absent from work. In ot er words, a person who expects a meaningful work 

situation, but, instead, finds a boring ne may become an absentee problem. 

Need for Control Theory A cording to Hackman and Oldham (1976), this 

theory is simply based on the concept that one feels the need to control his/her 

environment and choosing not to got work gives back some control that one may 

sometimes feel is lost to the company When an employee cannot exercise some degree 

of control over the job or work enviro ent, he/she may attempt to satisfy this need 

through activities other than work. U able to satisfy the basic need to control one's 

environment through regular attend ce on the job, these employees starting seeking 

elsewhere, which will allow such con rol. For example, they may be absent to free their 

time for moonlighting, or recreationa activities. 
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"I Am Not Needed Theory" ilts and his associates (1985) reviewed this 

particular theory, and found that an ber of factors can contribute to a feeling on the 

part of an employee that he/she is not mportant, not needed, or not essential to the 

organization. Factors contributing to his feeling include the large size of an organization 

or work group; the lack of observable nterest in individuals on the part of management; 

statements by supervisors such as ''yo can be replaced"; working on a routine job that 

can be learned quickly by almost any ne; and the observation by an employee that when 

someone is absent the work gets done anyway. When any of these factors and others 

make employees feel that they are not really needed by the organization, the decision to 

be absent is an easy one to make. Th se employees believe they will not be missed and, 

even if they are, management is able t find a temporary replacement. 

The feeling of not being need d may not be the primary reason behind the 

employee's decision to be absent fro work. Rather, it is most often a contributing and 

reinforcing cause of absenteeism, wh n the employee has some other reason for not going 

to work on a particular day. In some ases, however, the feeling of not being needed may 

be sufficient to prompt the employee o pursue other activities in which the employee 

believes he/she is needed-- even duri g scheduled work time. Hence, an employee's 

feeling of not being needed may func ion as a direct cause of absenteeism. This feeling 

also contributes to and reinforces the ecision to be absent where the primary motivation 

for the absence is something else. 

This theory incorporates som elements of Maslow' s ( 1954) needs hierarchy. The 

feeling of being needed positively re ects the individual's needs not only for 

belongingness, affiliation, and intera ion, but also for self-esteem and esteem from 

others. Moreover, the feeling of bein needed orrecognized is one of the intrinsic 

conditions in Herzberg's (1959) moti ators of job satisfaction. The absence of the 



condition does not prove highly dissat sfying, but it builds strong levels of motivation 

that result in good job performance (i .. attendance) when present in the job. 

B. Strategic Withdrawal Theor·es 

Workload Tolerance Theory is theory states that every individual has a 

specific amount of total work that can be tolerated. The workload varies substantially 

among individual workers and is com I osed of the total time involved in getting the job 

done -- regular work hours, overtime ours, and travel hours to and from work. Time 
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spent in one thing reduces time availa le for another thing. Thus, the more hours per day 

or week that an employee spends co uting to and from work, the fewer hours available 

for hin:i/her on straight time or overti I e work. Whenever the employee reaches the 

maximum tolerance work level, abseJteeism occurs; he/she cannot tolerate any additional 

work. This theory borrows from seve al theories and is essentially a fatigue theory. 

Specifically, its idea is obtained from oth the Maslow (1954) (rest in physiological need) 

and Herzberg (1959) theories (hours 1f work as a hygiene factor) (Dilts et al, 1985). 

Coping Behavior Theory B havioral scientists regard absenteeism as '·coping'' 

behavior in the sense that the employ e may deal with a given situation by being absent 

from work. If the individual perceive the quality of work life as low and poor, one way 

of coping with this situation is to wol hard, get ahead, and get promoted to a better job. 

Another way of coping is to escape frfm the work. 

This theory contains features bf Alderfer' s (1972) "existence. relatedness, growth" 

(ERG) theory. Alderfer's ERG theo suggests that a frustration-regression process is at 

work when a person is not adequate! satisfied with the higher-level need. That is, if a 

person is continually frustrated in attempts to satisfy relatedness needs (i.e. meaningful 

social and interpersonal relationshipst then existence needs (i.e. salary, benefits, or time 



oft) reemerge as a major motivating £ rce, causing the individual to redirect efforts 

toward satisfying a lower-order need ate gory. 
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2). Economic Theory The ' conomic Theory' is probably the most common 

explanation of employee absenteeism. The assumption is that people do not really want 

to work but do so in order to maintain a certain standard of living, dependent on a specific 

income level. As certain conditions c ange and the number of work hours necessary to 

sustain a certain standard of living de reases (i.e. salary increases, improved benefit plans 

to cover expenses, dual or more inco es within the family), the individual will choose to 

work less because he/she really don't ant to work in the first place. 

3). Sociological Theories ese theories of absenteeism focus on the impact of 

interdependent variables within socie that affect an employee's behavior and decision­

making processes regarding work. S me of these interdependent variables are society's 

institutions, groups, organizations, no s and rules. 

Conforming BehaviorTheory (Berkowitz, 1954) assumes that employees have a 

need to be accepted as part of the gro p and therefore conform to what they believe is the 

unwritten rule of thumb. In other wo ds, if the manager or other employees believe 

absenteeism is acceptable, at least no a problem, some employees, especially newer ones, 

begin to believe the same way and ac accordingly. 

Competition for Time Theory This type of sociological theory is based on the 

idea that business hours compete wit an employee's personal time where activities, such 

as doctor's appointment, going to the ank, taking the car for repairs, are conducted. 

Some of these activities can only be one during normal business hours and put pressure 

on an employee to be absent if the co pany does not allow time for these activities. 
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According to Dilts and his associates 1985), this theory is heavily supported by research 

that has been conducted on the study f flexible working hours. Studies of shiftwork and 

attendance found that flexible workin hours permit the employee to dovetail work with 

alternative used of time in such a fash on that he/she can simultaneously engage in a 

number of activities without loss of w rk time, thus avoiding absenteeism. 

4). Jurisprudential Theory · urisprudential theory focuses on the organizational 

policies and regularities affecting em loyee attendance. Organizational management 

groups often create their own proble s through the structure and administration of their 

attendance policy. The employee jud es and evaluates the policy of management 

towards absenteeism. Usually the em loyee accepts the attitude which is held by the 

management, but the problem occurs hen the employee misinterprets the viewpoint of 

management, or when the manageme t acts in a contradictory manner to the accepted set 

policy. 

5). Disability Theory This eory deals with employees who are absent due to 

sickness or injuries that incapacitate orkers physically or mentally. Alcoholism, drug 

addiction, and self-inflicted disabiliti s fall within this category. Management, on one 

hand, has shown a greater willingnes to accept job-related, externally imposed disability 

(i.e. a dishboy's leg fractured on the et floor in the kitchen) than non-job-related, self­

inflicted disability (i.e. hangover at o f-duty time). On the other hand, management has 

sponsored a number of various pro gr 

related absences. Specific examples 

s to reduce the causes ofillness- and injury-

e physical fitness programs, blood-pressure checks 

or flu shots within the health preventi e services, chemical-dependence rehabilitation 

programs, employee counseling prog ams, safety training programs, health and related 

insurance plans, and so on. 



Disability theory focuses on explanati ns of why employees attribute so much of their 

absenteeism to disability, however, ve few theories involved with the notion that 

disability causes absenteeism. Dilts d his associates (1985) bring up one possible 

explanation in the existence of a "wel e mentality", which says that "health, accident. 

and disability insurance plans provide a vehicle for some employees, primarily the 

chronic absentee, to 'purchase' time o at little out-of-pocket expenditure and little 

sacrifice of income." (p. 37). In other ords, it might be because insurance plans provide 

a way in which employees can get tim off for certain injuries. Another explanation is 

hypothesized that "the emergence and rapid proliferation of so-called medical excuse 

mills in response to personnel policie that require a doctors' statement to 'excuse' 

absences attributed to sickness or disa ility" (p. 3 7). It questions that whether physicians 

can easily exercise their power, for a 1 ttle fee, to approve an employee time off by 

writing a note. Today's management ecomes to worry about that "the mere existence of 

medical records, excuses, and insuran e will be misconstrued by employees as 

managerial acceptance and condonati n of employee absences, thereby promoting a 

higher rate of absenteeism than woul otherwise be the case" (pp. 3 7, 3 8). 

Based on what is known abou the above influences on employee attendance 

behavior, Dilts, et al. further presente a complex model of employee absenteeism as a 

system (Figure 4). The model has se arate classifications of variables joined by arrows 

to indicate relationships. The circles ontain the three necessary and sufficient conditions 

for employee attendance, with the var ous influences on these conditions contained in the 

surrounding rectangles. The flows in Figure 4 illustrated that ability, opportunity, and 

willingness to attend are not indepen ent of one another and each condition is influenced 

by numerous factors. For example,£ mily responsibilities are influenced by personal 

variables that provide both obstacles and incentives for work attendance. Leadership 

style may be a significant factor in e ployee willingness to attend. In tum. employee 
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Figure 4: Dilts, Deitsch, and Paul's Model of Employee Absenteeism 
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attendance records may elicit given le dership styles. Thus, the dynamic model explains 

that employee absence or attendance 1 ads to changes in the job situation that in turn 

influence subsequent attendance beha ior. 

Brooke's Model 

Brooke (1986) and Brooke an Price (1989) proposed a model (Figure 5), based 

on the work of Steers and Rhodes, w "ch Brooke was able to operationalize. Briefly, this 

model identifies routinization, central zation, pay, distributive justice, work involvement. 

role ambiguity, role conflict, role ove load, kinship responsibility, and organizational 

permissiveness as exogenous variable . These variables determine five endogenous 

variables: job satisfaction, job involv ment, organizational commitment, health status, 

and alcohol involvement, which medi te the effects of the exogenous variables on the 

endogenous variables and on absente ism. 

Cyphert (1990) conducted the study to test the modified version of Brooke model 

in two different settings using differe t measures and different analytic techniques. One 

of the study results supported the Bro ke model. Individuals were less absence when 

they were paid higher, had more free om to perform their jobs (autonomy), faced more 

restrictions about unscheduled days o fin the work environment ( organizational 

permissiveness), and had fewer famil obligations (kinship responsibility). Moreover. 

individuals with supervisors who wer helpful and willing to listen to problems were 

absent less. Thus, "supervisory supp rt" was added to the modification of the Brooke 

model. Another finding indicated th the attitudinal variables, such as job satisfaction or 

motivation, did not have a significant effect on absenteeism. This finding was consistent 

with the Brooke model. 
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While largely successful, a fe conclusions of Cyphert' s study were contrary to 

what Brooke found. First, Brooke's h pothesized effects of stress, neither direct nor 

indirect, on absenteeism was supporter- Secondly, the determinants of employee 

absenteeism, such as health status, strlss, and job satisfaction, were not replicated in the 

modification, although they have been/ found significant in Brooke's research ( 1986). 

Cyphert (1990) indicated that these diJ,ferences were because potential common method 

variance biases and measurement pro lems with the variables were encountered in the 

Brooke model. 

Social Learning Theory states hat, by arranging environmental.contingencies, 

establishing specific goals, and produaing consequences for the actions, people can be 

taught to exercise control over their bJhaviors. "Perceived Self-efficacy" and "Outcome 

Expectanci' are two social learning t,eory constructs, and Frayne and. Latham (1989) ,. 

studied the impact of the constructs o employee absenteeism. ·'Perceived Self-efficacy · 

refers to the strength of one's belief th t he or she can successfully execute the behaviors 

required. Such self-beliefs influence hat people choose to do, how much effort they 

mobilize, and how long they will pers vere in the face of real or perceived obstacles. The 

study found that self-efficacy theory e plains why people do or do not come to work. 

People who do not come to work may be unable to cope with their personal obstacles (i.e. 

family obligations, transportation issu s). They will attend work regularly when the 

manage enhances their efficacy by pr viding them the skill to exercise control over these 

variables. 

"Outcome Expectancy" refers to beliefs concerning the extent to which one's 

behavior will produce favorable or un avorable outcomes. It is usually measured in terms 

of perceived external rewards and pu ishers. The study also found that high outcome 



expectancies alone will not result in e ployee coming to work if they judge themselves 

as inefficacious in overcoming person 1 and social obstacles to work attendance. 

Definition and easurement of Absenteeism 
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In any human resource applica ion, it is important first to define exactly what is 

being measured. From a business st dpoint, absenteeism is any failure of an employee 

to report for or to remain at work as s heduled, regardless of reason (Cascio, 1992). 

Cascio indicated that the significance fthe term "as scheduled" automatically excludes 

vacations, holidays, jury duty, and the like. It also eliminates the problem of determining 

whether an absence is "excusable" or ot. Zaharia and Baumeister (1978) also suggested 

that absenteeism be defined as "unsch duled" absences, excluding annual leave, 

educational leave, etc., and including 11 use of sick leave and unauthorized absences. 

A few decades ago, however, bsenteeism remained an ambiguous concept. 

Lyons (1972) described absenteeism s "a hodgepodge of conceptually and ioerationally 

differing definitions". Gaudet (1963) stated that there were at least 41 different 

definitions given to absenteeism thro ghout literature. Often, the best way to define 

absenteeism is to look at the method i which it is measured. Chadwick-Jones, Brown, 

Nicholson, and Sheppard (1971) defi ed two types of absenteeism, voluntary and 

involuntary. They said that the most ommon measure of voluntary absenteeism was a 

number of absences over a given peri d of time, excluding holidays and vacations. They 

referred to this measurement as the F equency Index which was introduced by Fox and 

Scott in 1943. Involuntary absenteei m was the total number of days absent, excluding 

holidays and vacations, called the Ti e Lost Index. Fox and Scott ( 194 3) introduced the 

Frequency Index by reasoning that v luntary absences were likely to be of short duration 

and would best be reflected as the nu ber of times one is absent. The Time Lost Index 

reasons that long term illness has an i pact on the total number of days absent. 
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According to Hammer, Landau, and tern (1981 ), voluntary absences are those taken for 

personal reasons whereby an excuse as not given, while involuntary absences are 

considered legitimate policy for the c mpany (such as sickness, and funeral leaves). 

They recorded the total hours absent, e total days absent, and the total frequency of 

absences. In a 1980 study, Farr and heloha used the Time Lost and Frequency Index 

measurements of absenteeism. Time ost was measured as the total number of days an 

employee was absent for more than o e hour. Frequency Index was measured as the total 

number of periods absent where a per od of consecutive absences are attributed to a 

single cause. 

Another measure of voluntary absenteeism is called the Attitudinal Index 

(Chadwick-Jones et al., 1971), where the number of day occurrences are studied over a 

stated time period. Two other indexe cited in Chadwick-Jones et al. are the Blue 

Monday Index and the Worst Day In ex. The Blue Monday Index studies the differences 

of absences between Monday and Fri ay. The Worst Day Index examines the number of 

absences on the worst day verses the est day of the week. Both indexes are used as a 

measurement for defining voluntary bsenteeism. Chadwick-Jones et al's study ( 1971) 

presented doubts as to the validity of he Blue Monday and the Worst Day Indexes. 

They, however, supported the use of he Frequency Index as the recommended indicator 

of voluntary absence. 

Other measurements of absen eeism include using a formula developed by Reed 

(1981). The formula is as follows: 3 imes the number of periods+ total absence divided 

by months (at least 3); a period is an continuous absence of four hours or more. Total 

absence in days must be equal to or l ss than three times the number of periods of 

absence. When using formula, a sco e of 4.3 or higher is considered unacceptable by the 

company. 

Gardner (1975) was conceme to report absenteeism in percentage. This 

percentage can be done on a monthl basis. but is generally done annually. The 



management can obtain the percentag of absenteeism in the following procedures: a) 

counting the number of days that a s ple group of employees lost, b) dividing that 

number by the number of employees · the sample group, c) multiplying the number of 

work days in a year, and d) multiplyi g by 100. 
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The Bureau of Labor Statistic (Hartman and Gibson, 1971) suggested the 

following formula for any measurem t of absenteeism: Absenteeism is equal to work 

days lost, divided by the days worked plus work days lost, then multiplied by 100. This 

formula also allows the representatio of absenteeism as a percentage. 

With so many measurements f absenteeism, it may seem rather confusing as to 

which measure a study should use. I reality, the definition and measurements used in 

this study were the definition and me sures already defined and used within the 

institutions. These measures provide aseline data and supply information and data 

which supervisors and managers wer already using. 

Abse teeism and Turnover 

In a wide review of literature, researchers proposed three relationships between 

absenteeism and turnover. One posit on contends that there is no relationship between 

the two. Another position states that bsenteeism and turnover are alternatives to each 

other. The other position asserts that there is a continuum of withdrawal behaviors 

progressing from absenteeism to turn ver. 

The arguments of Mobley ( 1 82) and Porter and Steers ( 1973) support the 

assumption that there is no relations ·p between absenteeism and turnover. Mobley 

claimed that the term "withdrawal" h s an implicit connotation of escape or avoidance 

but that both turnover and absenteeis can be motivated by attractions of alternatives 

rather than avoidance. Thus, the ter is clearly not descriptive of all turnover and 

absenteeism behaviors. Similarly, P rter and Steers's (1973) review indicated that only 6 
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out of 22 cases were found significant relationships existing in the same direction for 

both absenteeism and turnover. As th withdrawal behaviors are barely manifested, the 

use of the withdrawal construct is lim · ed. The antecedent processes of absenteeism and 

turnover are more emphasized than th se of structural relationships between the two 

behaviors (Mobley, 1982). 

A few contemporary studies a reed with the underlying commonalties between 

absenteeism and turnover. Rosse and ulin (1985) noted that there is sufficient evidence 

to conclude that job attitudes underlie a spectrum of withdrawal or adaptive behaviors. 

Likewise, Rosse and Miller ( 1984) re soned that both of these behaviors help reduce 

dissatisfaction with the work role. G pta and Jenkins (1991) contended that, if 

individually examining absenteeism d turnover, one will suffer from contamination and 

deficiency of the criterion in that both absenteeism and turnover encompass voluntary and 

involuntary behaviors, and in that the o behaviors might serve as alternatives, 

depending on organizational and othe constraints. Furthermore, Mitra, Jenkins, and 

Gupta (1992) cited that harmful org izational stimuli may acturally have a greater 

impact on an employee's decision to ithdraw than do attractions oµtside the 

organization. In short, this position a vocates the study of multiple behaviors in 

conjunction rather than each behavior in isolation. 

Proponents of the withdrawal onstruct present several arguments to support the 

positive relationship between absente ism and turnover. Rosse's longitudinal study 

( 1988) demonstrated evidence of a pr gression from tardiness to absence, from multiple 

(but not single) absences to turnover, nd tentative evidence of a tardiness-to-turnover 

progression. He also found that initi I tardiness might result in increased subsequent 

tardiness, and likewise for absence. sing traditional voting method, Gupta and Jenkins 

(1980), Lyons (1972), and Muchinsk (1977) all concluded that absenteeism and turnover 

are positively related in empirical stu ies, particularly at the individual level of analysis. 

Lately, Mitra, Jenkins, and Gupta ( 19 2) applied a better approach, meta-analysis 



technique, to reexamined this relation hip. They found a positive correlation between 

absenteeism and turnover, and indust type and study duration acting as moderators. 

Their conclusion said, "at a practical evel, this means at the very least that turnover 

prevention efforts can be initiated mu h earlier ...... at the onset of higher absenteeism 

levels among employees" (p. 885). 

Causes o Employee Absenteeism 
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Absenteeism is determined Hy a variety of social, organizational, economic, and 

individual factors. As Johns (1978) f serves, "absence research has typically considered 

a limited range of predictors and relii upon zero-order analysis" (p. 4 3 2 ). Moreover. the 

model of Steers and Rhodes (1984) rggests two primary forces for or against 

attendance: attendance motivation d perceived ability to attend. Attendance 

motivation includes job satisfaction, conomic and market conditions, organizational 

incentive systems, group norms, pers nal attitudes, and organizational commitment. 

Perceived ability to attend encompasjes illness and accidents, family responsibilities. and 

transportation problems. Kelly (1990) simply segments the causes of absenteeism into 

employee-related, work-related, and the interactions of the two, and emphasizes that 

there is a difference between reasons for absence and causes of absence. Currently, Sadri 

and Lewis ( 1995) summarize three i tervening variables that directly impact the 

motivation to attend work: job invol ement, organizational commitment, and health 

status. 
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No matter how the causes vary all take into account levels of individual, job-

related, organizational, and social fact rs predicting absenteeism. Individual level 

includes the person's attitudes, goals, , r abilities. Job-related level implies job 

satisfaction, the nature of the job, wor contents, and tenure and employment. 

Organizational level encompasses atte dance policies, procedures, reward systems, or 

absence control mechanisms. Social 1 vel incorporates gender, age, work group cohesion 

and perceived leadership styles (Fitzgibbons and Moch, 1980; and Kelly, 1990). 

Individual Level 

Physical Condition It is bot! conventional and reasonable to attribute a portion. 

of absenteeism to sickness, injury, or : eneral ill health. In fact, many employees quite 

literally equate absenteeism with sicJess when the term is mentioned in casual 

conversation. Illness and accidents arl the most common causes of inability to attend 

work and are the focal points of Dilts nd his associates' ( 1985) discussion. 

Due to seasonal pattern, illnes is one reason for absence (Meisenheimer, 1990). 

Johns (1987a), however, argues that i ill health is the predominant contributor to 

absenteeism, it is possible to expect a reduction in absences over the years as health care 

techniques have improved. On the co trary, in a careful study of British postal workers 

that spanned the years from 1891 to 1 80, there was an increase in absence rates (Taylor 

and Burridge, 1982). In addition, eve for the relatively stable absence period of 1960 to 

1980, they observed changes in diagn stic patterns for sickness. This suggests that many 



employees interpret their own absenc behavior in medical terms that are currently in 

vogue (i.e. lower back pain). 
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Going a step further, being lab led sick can lead to an increase in absence even 

when there is no objective reason for is increase (Johns, 1987a). A household survey 

that asked respondents to describe the reasons for past work absenteeism, and concluded 

that even under these low-threat cond" ions, minor physical ailments were used as the 

most frequent cause of absence. This esult supports the medical .model that people are 

especially likely to invoke to explain eir own absence behavior, even when they are 

freed from making excuses to their su ervisor or employer. 

A study of Canadian steel wor ers found that those with diagnosed high blood 

pressure were absent more than those ith undiagnosed high blood pressure. When the 

latter were informed of their medical ondition, their absence level increased to that of 

those that knew they had high pressur (Taylor, Haynes, Sackett, and Gibson, 1981 ). 

This occurred even though high bloo pressure has no self-detectable physical symptoms 

in its early stages (Johns, 1987a). 

Family Responsibilities amily responsibility is found to be one of the 

major causes of absenteeism, followi g work-related stress and poor motivation 

(Industrial Relations Review and Rep rt, 1993 ). In the review of Porter and Steers 

( 1978) study, discussions on the imp ct of family considerations on withdrawal have 

centered around two related variables family responsibility and family size. Studies 

conducted among female samples fo nd that increases in family size were related to 
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increased tendency to withdraw (Nay or and Vincent, 1959; and Porter and Steers, 1973). 

Porter and Steers (1973) found increa ed family size to be inversely related to turnover 

among male factory workers. This di ference may be due to the discrepancy in the social 

roles females and males play. Since males are expected to be more responsive to 

family needs while males are expecte to concentrate on work, it is reasonable for women 

to be more frequently absent from wo k in order to take care of family matters. On the 

\ 

other hand, Fitzgibbons and Moch ( 1 80) explained, differences in absence behavior by 

gender may be due to differential soc alization. Female workers may develop a distinct 

"absence culture" which encourages r condones absence behavior. 

The number of dependent is s ggested to be more useful than the family size on 

examining absence behavior. Fitzgib ons and Moch (1985) explained that it is because 

the number of dependent can more a curately reflect the presence of pressures that could 

induce absences. Sherwood (1985) fi und a positive relationship between number of 

children and days absent among elec onic employees. This characteristic was regarded 

as a better indicator of past absenteei m than either job satisfaction or job involvement. 

This result supports Watson's (1981) tudy that the number of children is directly related 

to absence, especially for women. T the extent that the pressures of more mouth to feed 

result in absenteeism, however, abse ces should be excusable, and employees with many 

dependents should be absent more o en than others for excused reasons (Fitzgibbons and 

Moch, 1980). 



Job Satisfaction Job sati faction is an attitude that individuals have about 

their jobs. It results from their percep ion of their jobs, based on factors of the work 

environment, such as the managemen style, policies and procedures, work group 

relationships, working conditions, an wage benefits. A major reason for studying job 

satisfaction is to provide management with ideas about how to improve employee 

attitudes to attend every scheduled w rk (Gibson, lvancevich, and Donnelly, 1994). 
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Employee absenteeism is a m thod of temporary withdrawal from dissatisfying 

aspects of the job (Smith, 1977). Jo s' ( 1987) Withdrawal Model. explains that if 

workers have preferred physical cond tions to extenuate their own absences, and 

managers have favored deviant aspec s of the worker's personality, the situation is partial 

toward job dissatisfaction. By extens on, the worker may withdraw completely and 

exhibit turnover if alternative job exi s. After all, it only seems sensible to escape or at 

least avoid an unpleasant work envir ent. 

A number of the studies in th last 40 years have concluded that absenteeism is 

negatively related to overall job satis action (Brayfield and Crockett, 1955; Herzberg, 

Mausner, Peterson, and Campbell, 19 7; Muchinsky, 1977; Porter and Steers, 1973; and 

Vroom, 1962). In Steers and Rhodes (1978) model, attendance motivation and the ability 

to attend work are two primary factor that directly influence employee attendance. 

Attendance motivation is associated ithjob satisfaction and various internal and 

external pressures to attend. Maw hi ey ( 1989), however. notices that this relationship 

can be obscured when lack of job alt rnatives and heavy financial reliance upon an 



employer prevent members from expr ssing low satisfaction by moving among 

organizations. 
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Birchall and Wild (1976) colle ted data from 256 female blue-collar workers in an 

electronics plant. The study was to in estigate the relationship between the workers' 

perceptions of the extent to which the· low-skill jobs possessed such "behaviorally 

desirable" job attributes and their wor -related behavior. The results suggest that, first. 

the employees who perceive their job low in responsibility, and less use of their skills 

and initiative are more likely to be ab ent without permission and for a longer period. 

Secondly, the workers expressing lo r levels of overall job satisfaction are more likely 

to spend more time off in requested a sences, have more certified sicknesses, and are 

more frequently absent and for longer periods without permission. Likewise, the more 

favorable the worker's expressed attit de towards the quality of work life, the less likely 

would he or she be absent through ce ified illness or without permission. Lateness is 

greater amongst those expressing poo er opinions of the organization and management. 

Muchinsky (1977) states that ttitudinal variables are the most consistent 

predictors of absenteeism. Using the cience Research Associates Employee Inventory, 

he found a significant inverse relatio ship between job satisfaction and absenteeism 

among office workers. Walters and oach (1971), using the Job Descriptive Index, 

found significant inverse relationship between job satisfaction and both absence and 

turnover. Johns (1987) reviewed sev ral empirical studies and found that satisfaction 

with job content itself is a better pred ctor of absence that satisfaction with pay, 



supervision, and so on. In addition, jo satisfaction is more strongly associated with 

frequency of absence than with time 1 se. 

47 

Dittrich and Carrell (1979) ex ined equity perceptions, job satisfaction and 

absence, and turnover rates among 15 clerical employees. They administered the 

Organizational Fairness Questionnair s which is designed to assess employee perceptions 

of equity or inequity and the Minneso a Satisfaction Questionnaire which measured 

employee satisfaction. They found e ployee perceptions of equity to be stronger 

predictors of absence and turnover th were job satisfaction variables. 

Bruce and Blackburn (1992) d seem that some research findings have 

contradicted the "satisfaction equals p rformance" conclusions. Chadwick-Jones, et al. 

(1982) listed 28 studies in which corr lations between absenteeism and satisfaction were 

either zero or negative. One reason ay be that not only variations in satisfaction cannot 

lead to variations in performance/ pro uctivity. The other reason may be that job 

satisfaction and performance/producti ity may have largely separate causal paths (Bruce 

and Blackburn, 1992; Hackett and G ion, 1985; and Hammer and Landau, 1981 ). Si.nee 

the growth of the workforce will slo and employers will have to compete for workers in 

a less skilled and more diversified lab r market, more and more managers will have to 

deal with employees who are skeptic 1 about their concern for them as human beings. 

Bruce and Blackbum (1992) emphasi e that it is more imperative for employers and 

managers to learn to balance satisfac ion with performance expectations. Hackett and 

Guion (1985) suggest that further stu ies aim toward a reconceptualization of 

absenteeism as a construct to conside the perceptions and the values of the employees in 



the work and non-work environment. More comprehensive, theory-guided, and 

multivariate research are needed. 
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Smoking refers to the inhalation of burning 

tobacco fumes, while alcohol beliefs e the extent to which individuals use alcohol as a 

coping mechanism (Cyphert, 1990). oth are a measure of substance abuse. The 

National Institute on Drug Abuse and the National Institute on Alcohol Abuse and 

Alcoholism have estimated that at lea t 10% of the workforce is afflicted with alcoholism 

or drug addiction (Silfies and DeMic o, 1993). In fact, substance, in the form of alcohol 

or prescription, over-the-counter, or il icit drugs, is a common occurrence at all levels in 

all industries. The estimate cost of al ohol and drug abuse are more than $100 billion 

annually for American industry, and ach abuser costs an organization about $7,000. 

Besides, substance abusers have 3 to times as many accidents on the job and 4 to 6 

times more accidents off the job whic in turn contributes to absenteeism (Silfies and 

DeMicco, 1993). 

People who smoke tend to be bsent more often than people who do not. U.S. 

Pubic Health Service (1979) estimate the magnitude of this difference at 81 million 

workdays lost per annum. Parkes (1 83, 1987) found a strong impact of smoking on 

absenteeism in the study, so did Haw er and Holtby (1988) find absenteeism increased 

with the number of cigarettes smoke 'daily. Further, exsmokers reported higher 

depression, anxiety, and negative affi ct; lower quality of life and job satisfaction; more 

job-related tension; and increased sh rt-term absence (Manning. Osland. and Osland, 
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1989). These findings suggest that w rk perceptions may be subject to influences, both 

on and off the job, that can alter the ective state of an individual. In addition, smoking 

cessation resulted in poorer habits, w ight gain, and unhealthy conditions absence 

(Manning, Osland, and Osland, 1989). 

Survey results show that four f the top reasons given by management for 

substance testing were safety, securit , productivity, and costs (Preemployment Drug 

Screening, 1986). Cyphert (1990) re iewed the literature and concluded that problem 

drinkers tend to have more absences, ost more in sickness payments, and have more 

accidents than non-problem drinkers. Excessive absenteeism is found to be significantly 

associated with alcoholism, and they o at a very fast pace (Bureau of Business Practice, 

1979; Trice and Roman, 1978; and B ooke and Price, 1989). 

Job-Related Level 

Tenure and Employment Sayles and Strauss (1981) report that there have 

been efforts to analyze whether abse teeism is related to characteristics of employees or 

to the economy. It has been assume that workers are more likely to be absent during 

times of high employment Gobs are ot difficult to find) and that younger workers are 

more likely to be absent. Data collec ed and reported by these authors, however, do not 

support the assumptions. Rather, ab enteeism was found to be predictably higher in 

industries where the workweek was 1 ng and work groups were large. 
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One research assessing the m ltivariate model of absence behavior found 

employee tenure, and the perceived p obability of layoff had a negative relationship with 

absence behavior (Fitzgibbons and M ch, 1980). Employees who work longer in the 

plant have fewer excused absences. I onsistent with the finding of Martocchio's (1994) 

study, they also are less absent due to sickness or unexcused reasons. There is no 

support that long-tenured employees e more likely to be absent than others, and no 

tendency that these employees are m re absent because their seniority provides job 

security. Therefore, Fitzgibbons and Moch (1980) concluded that long-tenured 

employees " either ( 1) have adjusted o pressures leading to absence behavior so as to 

allow for regular attendance or (2) fa e fewer such pressures " (p. 361 ), while Martocchio 

(1994) suggested that newer employ es may be less sensitive to the possible costs and 

outcomes of being absent. As to tho e who felt they may be laid off, they were less likely 

to be absent for excused reasons, and more willing to work rather than perform other 

legitimate duties in order to increase reir credit to maintain their jobs. The statistical 

results, however, suggest it needs m re research to better understand the relationship 

between the perceiv~d probability oflayoff and absence behavior. 

Work Monotonv Many ,esearchers view work monotony as two different 

work conditions: work underload, re, etitive or varied work (Cox, 1985; Johanson, 1989; 

and Melamed, Ben-A vi, Luz, and Gr en, 1995). According to Melamed, et al (1995), 

most researchers prefer to use the co cept of repetitive work defined by Cox ( 1985) as 

"work in which discrete sets of work activities are repeated in the same order. ... The cycle 
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time for the set of activities may be m asured and used as an index of the repetitiveness 

of the work" (p. 86). Jobs with short ycle time represent high workload. As to work 

underload, such as vigilance, inspecti n, and guarding, it is illustrated as jobs beneath the 

capabilities of employees who perfo them. More conceptually, work underload means 

the tasks with too narrow and one-sid d job content, lacking stimulus variation, and with 

no demands on creativity, problem so ing, or social interaction (Gardell,. 1982). 

There are very few studies inv stigating the relationship between work monotony 

and employee absenteeism. Melamed et al. (1995) examine the relationship of objective 

work conditions and subjective mono ny to job satisfaction, psychological distress, and 

sickness absence among 1,278 male d female employees. Hierarchical regression 

analyses indicate that blue-collar wor ers rate high monotony in both repetitive work and 

work underload. The shorter the cycl ofrepetitive work is, the higher the psychological 

distress and sickness absence occur. dditionally, work underload causes low job 

satisfaction and increases sickness ab ence. The researchers suggest that what 

contributes to the negative impact on uality of work life and employee behaviors are the 

psychosocial stressors common to bot types of work, rather than the physiological 

aspect of short-cycle repetitive work. 

Job Stress De ression and A For both individuals and organizations, 

increasing stress, depression, and anxi ty affect personal health, morale, productivity, 

organizational efficiency, absenteeis , medical costs, and profitability ("Job stress". 

1991; and Waxler. and Higginson, 19 3). One estimate places the cost of stress to the 
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workplace at $150 billion a year (Wa ler, and Higginson, 1993). Another report 

indicates that job depression takes the toll for absenteeism at $11. 7 billion due to the loss 

of 290 million work days ("Depressio takes", 1994). 

Manifest anxiety was signific tly related to not only absenteeism among 

industrial workers (Sinha, 1963), but also turnover among workers on hazardous jobs 

(Hakkinen and Toivainen, 1960 ). BeLdin ( 1977) used the Sixteen Personality Factor 

Questionnaire to investigate the relatilnship of personality characteristics to · 

organizational withdrawal. He hypof esized that subjects on the polar ends of these 

characteristics would be more likely l withdraw. The results indicated that withdrawal 

behavior is predictable from personal ty characteristics. Employees with high levels of 

anxiety or low levels of conscientiou ness are more likely to terminate employment than 

others. 

Stress and anxiety are the feel ngs when the individual begins to sense unable to 

control or cope with the many deman s placed upon him/her (Waxler and Higginson, 

1993). Karasek (1979) developed an empirically tested a model of "job decision 

latitude", which he defined as" thew rking individual's potential control over his tasks 

and his conduct during the working d y" (pp. 289-290). He hypothesized that job 

demands ( e.g. high workload) were n t harmful in themselves; however, when combined 

with low employee control, these de ands could lead to the development of 

cardiovascular disease. When job de ands and control are both high, the demands act as 

sources of challenge rather than the s urces of physical or mental stress and the job is 

perceived " active". A number of Ka asek's tests of the model support the hypotheses 
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(Dwyer and Ganster, 1990). Karasek therefore, recommended strategy for intervening in 

the workplace to find ways to grow j autonomy or control of the workers while leaving 

productivity demands unalters. Actu lly, workers may be even successful under 

conditions ofreaching higher product vity goals, if they have the requisite level of control 

Based on Karasek's theory, D er and Ganster (1990) examined the impact of 

stressful job demands on employee a itudes and attendance. In general, the model's 

predictors are consistent with the atte dance data. Higher tardiness and more sick days 

occur, only when employees confront with high psychological demand (e.g. vigilance) 

and also hold little control over thejo and work environment. The sick-days finding 

suggests that there are indeed health-r lated outcomes to working in a high-demanded 

job. It is important to operationalize e stressful job demands with a more objective 

manner than only self-reported data. n the contrary, evidence does not show effect of 

physical demands ( e.g. bending, liftin ) on employee attendance. As Karasek ( 1979) 

proposed, high-workload and high-co trol jobs are positively associated with attendance, 

because they can regenerate employe s' well-being by providing challenge and 

opportunities for growth. · Interesting! , the study does not find significant association 

between poor employee attitudes and se of more sick days. In fact. both overall job 

satisfaction and satisfaction with the spects of the work itself correlate positively with 

sick days. 

Job Hazards Job hazards are physical dangers or unhealthy conditions 

associated with a job (Viscusi, 1978). Bernardin ( 1977) found significaqt relationships 
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between anxiety and absenteeism for i dustrial employees and in hazardous jobs. Allen 

(1981) and Leigh (1986) found higher absenteeism for jobs with a high perceived rate of 

injury. Moreover, absenteeism most likely occurs due to employee's evaluation of 

dangerous conditions, his/her experie,ces with job related injuries or illnesses, and the 

higher probability of dying on the job (Leigh, 1991 ). 

Eck (1986) pointed out that sajisfaction with job safety was negatively related 

with single-day absences. Robinson C 987) explained that when employees learn their 

jobs are more hazardous than original l thought, absenteeism is one of the forms of 

pressure used to seek improvement in the working conditions. Not only the normal 

hazards, special attention must be als paid to the presence of communicable diseases in 

hospitals, the increasing use of potent ally hazardous equipment, and chemical 

compounds into the hospital setting ( yphert, 1990). 

Organizational Level 

organizational commitment have Ion : been regarded as two affective work outcomes 

used to predict work-related behavior! (Blau and Boal, 1989 and 1987; .Johnston, 

Griffeth, Burton, and Carson, 1993; rd Somers, 199 5). These researchers be lievcd that 

the more involved an individual is i.n re job and more committed he/she is to the 

orgamzat10n, the less likely he/she 1s o be absent or qmt. Steers and Rhodes ( 1978) 

stated this concept under the heading of "pressure to attend". Blau and Boal ( 1987) 



proposed the conceptual model descri ing how an interaction of job involvement and 

organizational commitment can be us ful for predicting employee turnover and 

absenteeism. In the model, job involv ment is defined as the extent to which an 

individual identifies psychologically 1th his/her job. Organizational commitment is 

defined as the extent to which an emp oyee identifies with the nature and goals of a 
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particular organization and wishes to aintain membership in the organization (Blau and 

Boal, 1989). Employee withdrawal b. havior is expected to be more frequent for those 

who are low-involved and low-commled ("apathetic employees"), and are high-involved 

and low-committed ("lone wolves"). Ii is because lone wolves identify their jobs as 

important but not recognize with the rganization or its goals; thus, they would leave the 

organization more readily if better tas -related opportunities arise elsewhere. Blau and 

Baol (1989) suggested that job involv ment and organizational commitment should only 

be expected to interact in predicting xternal voluntary turnover in this mode. 

In testing the 19 & 7 model, B lr and Boal ( 1 9&9) found that job invo I vement and 

organizational commitment signific tly interacted, although not equally important. This 

interaction could further predict turno er beyond employee gender, marital status, tenure. 

and job withdrawal cognitions, and t1e job involvement and organizational commitment 

main effects. Employees with lower evels of job involvement and organizational 

commitment are in the "highest risk" ategory for subsequent turnover. Employees 

having high job involvement and low organizational commitment are the next in terms of 

turnover risk. In this regard, the man ger should examine how his/her employees are 
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involved in the jobs and commit to th organization in order to minimize the withdrawal 

risk. 

Blau and Boal (1989) also fo d that higher organizational commitment can 

balance the employee's intention to le ve if he/she is low involved. Therefore, 

organizational commitment is a more owerful and more consistent predictor of turnover 

thanjob involvement. This is suppo ed by Somers's (1995) study which examines the 

relationships between affective, conti uance, and normative commitment, and employee 

turnover and absenteeism. Affective ommitment is defined as an emotional attachment 

to an organization characterized by a ceptance of organizational values and by 

willingness to remain with the organi ation. Continuance is the result from the 

perception of increasing sunk cost in organization, while normative commitment is 

referred to the perceived duty to supp rt the organization and its activities. The study 

results observe significant interaction effects of these facets of commitment, and only 

affective commitment is inversely rel ted to absenteeism. When the affection is 

somewhat based on rationalization, h gh levels of continuance commitment can soften the 

level of one's emotional a:ttachment t the organization, and influence his/her decision to 

be absent or attend. 

Finally, Somers (1995) remin s that "commitment has a limited rather than a 

pervasive effect on employee retenti n and absenteeism, and ... a general research 

strategy for future studies might be t identify those conditions under which commitment 

is (and is not) predictive of work out omes" (p. 56). This regard is consistent with the 

findings of Johnston and his colleag es' (1993) study that, over time, positive 
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organizational commitment deteriorat s and propensity to leave increase for employees. 

The declined commitment may relate o the role of unmet expectations in the 

organization. Thus, Johnston, et al. (1 93) suggest that management should consequently 

illustrate organizational goals, policie and procedures as skills, knowledge, and abilities 

of the workforce increase. 

Work Shift The effects of ork shift on employee absenteeism are likely to be 

significant, however, they have been verlooked in absence research (Fitzgibbons and 

Moch, 1980). Shift was associated wi ha variety of physical and psychological problems 

that employees often experienced and sually lead to differential sickness absences 

(Dunham, 1977). Family matters and other activities may cause absenteeism for second­

shift (e.g. 7-11 pm) workers, while th se problems may not exist for the night-shift (e.g. 

11 pm-7 am) people. Hence, the man ger might expect less excused absences for third­

shift employees and more excused ab ences for second-shift personnel. The research 

evidence proved that the second-shift ersonnel were absent more than others for excused 

reasons. No evidence showed that sh· work led to physiological or psychological 

problems causing absence behavior ( itzgibbons and Moch, 1980). 

Work Group Relationships n employee's immediate work unit consists of the 

people with whom he/she has the mo t contact. Steers and Rhodes (1978) used the term 

"co-worker relations", while Sorense (1985) took "integration". In Brooke's (1986) 

model, "work group cohesion" refers o the extent to which employees have close friends 
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in their immediate work units. Cyphe (1990) found in the literature that early studies 

have failed to determine a relationshi between co-worker relations and absenteeism. 

Nicholson, Wall, and Lischeron (197 and Keller (1983) found a negative association 

between absenteeism and satisfaction ·th co-workers, while Goodman and his 

colleagues (1984) demonstrated a ple sant work group relationship is associated to 

reduced absenteeism. Besides, Soren en (1985) and Khaleque and Rahman (1987) found 

the effect of work group cohesion to ea significant factor for job satisfaction. After all. 

work group relationship has a strong i pact on job satisfaction which is also considerable 

to employee attendance. The concept is predicted to have an indirect influence on 

absenteeism throughjob satisfaction ( yphert, 1990). 

The relationship between managers and 

employees affects employee attitudes to work through the leaqership style and 

supervisory training (Kelly, 1990). B ooke ( 1986) used "supervisory support", which 

refers to the extent that an employee as an immediate supervisor who meets the 

employee's important human needs ( yphert, 1990). Gerstenfeld's ( 1969) study 

confirmed the important role of the i mediate supervisor: those workers who perceive 

their supervisors as frequently unfair re generally the same people with poor attendance. 

When an employee perceives inequit ble treatment. he/she may feel frustrated and will 

not contribute his/her best efforts to rd the primary goals of the organization. When 

this perceived inequity becomes exce sive. the individual will actually separate 

him/herself from the work environm t (Telly, French, and Scott, 1971). 



When an employee perceives inequit ble treatment, he/she may feel frustrated and will 

not contribute his/her best efforts to ard the primary goals of the organization. When 

this perceived inequity becomes excessive, the individual will actually separate 

him/herself from the work environm Int (Telly, French, and Scott, 1971). 

The importance ofleadership style on employee behavior was first brought into 

focus by the Michigan and Ohio Stat leadership studies (Katz, Maccoby, Gurin, and 

Floor, 1951; Katz, Maccoby, and Mo se, 1950; Stogdill and Coons, 1957; and Stogdill, 
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1963). Accordingly, Fleishman (195 ) developed the Supervisory Behavior Description 

Questionnaire. Later, Stogdill (1963 revised and used to ask managers to express their 

ideas of an appropriate management/leadership style. Management style is described on 

thf basis of the degree of (I) initiatiot of structure, (2) consideration for employees, (3) 

employee participation in decision mr.i i1ng, and (4)hierarchy of authority. Using the 

instrument, Fleishman, Harris, and Br (195 5) found leaders high on consideration have 

subordinates who tend to be absent less. Similarly, Skinner (1969) also found higher 

supervisory consideration associated with lower turnover, at some point of a curvilinear 

relationship. 

Stogdill (1974), Williams an Hazer (1986), and Mottaz (1988) demonstrate the 

positive impact of supervisory suppo on job satisfaction. Goodman et al. (1984) and 

Firth and Britton (1989) suggest that supervisory support is helpful to reduced 

absenteeism. Then, Fleishman and , arris (1962) revealed that turnover and grievances 

are highest for those work groups w I. ch receive supervision low in consideration. In 

addition, Derakhshan and Harris ( 19, 2) remind the existence of perceptual differences 
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among opposite genders of ideal and ctual leadership styles. The results show that 

managers believe in initiating more s cture but less consideration when supervising 

female workers. They suggest this a itude may derive from the assumption that men are 

independent and rely on self control, while women want or need more exact structure. 

Moreover, the finding may root in th role stereotype of the male employees as the major 

caregiver of the family, so that mana ers tend to treat male employees with more 

consideration. It is important for the manager to be aware of these discriminatory 

tendencies and to be willing to reex ine his/her attitudes to perform appropriate 

leadership style for employee needs. 

Social Level 

Gender The two most consistent findings from absenteeism research show 

that absences tend to be greater amo g females and negatively related to age (Hackett and 

Guion, 1985; and Porwoll, 1980). B th findings are consistent with ~e notion that 1) a 

young mother's primary values lie i the home and family; and 2) working outside the 

home assumes a secondary role for males more than males. Moreover, higher absences 

among younger married men might e attributable to a desire of young fathers to spend 

more time with their families (Dek , 1969). 

At least two studies focused rimarily on the relationships between gender and 

absenteeism rates. Schenet (1945) ti und that absenteeism was significantly higher 

among females than males working n a war plant. Markham (1982) studied the absence 
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rates between male and female absenc rates. He hypothesized that the cyclical trends in 

absenteeism which have been previo ly documented apply only to the male population 

and that the pattern over time for fem le absences was very different. He further 

hypothesized that any absenteeism po · cy which was directed at reducing the cyclical 

variation in absenteeism. rates would i effective to a male population, but would have 

little or no effect on a female populatir. The conclusion of the study, however, 

indicated that the cyclical trends for ales and females are not significantly different. 

As a part of the work monoton study, Melamed, et al. ( 1995) examined possible 

gender differences in the way in whic objective and subjective monotony affect stress 

outcomes. The findings indicate that ender interacts with subjective monotony in terms 

of job satisfaction and psychological istress. Women tend to be more absent when they 

are confronted in monotonous work e cept for long-cycle repetitive work. Perhaps, on 

one hand, female workers are more di tressed by unfavorable work conditions than male 

workers, and are absent more conseq ently. On the other hand, women and men may be 

equally negatively affected, but as wo en usually tend to be absent more for ill health, 

sickness absence may be a common ay for them to cope with job stress. 

Age According to Hackett 1990), the U.S. Census Bureau predicts that the 

number of new workers aged 18-24 ill drop by 16% over the next 20 years; meanwhile, 

the over-65 segment of the populatio will grow by 28% between the years 1983 to 2000. 

Older workers re-entering the workfo ce and those changing jobs are coming to play an 
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increasingly important role in the lab force, especially the rapid growing of part-time 

work (Eichar, Norland, Brady, and Fo insky, 1991). 

In the absenteeism model of S eers and Rhodes (1978), age is regarded as one of a 

number of personal characteristics tha influence employee values, expectations and 

ability to attend. Age-related factors ssociated with ability to attend include illness, 

accidents, and family responsibilities. As Rhodes (1983) noted, "the relationship between 

age and voluntary absenteeism is indi ect, with several intermediate steps, including 

employee values and expectations, sa isfaction with the job situation, and attendance 

motivation. On the other hand, age is more directly related to involuntary absenteeism 

through its effect on ability to attend" (p. 360). 

Eichar, Norland, Brady, and F rtinsky ( 1991) studied the association between 

work orientation and job satisfaction ong 198 older workers who had begun new, 

mostly part-time jobs. The results sh wed that the intrinsic indicators of skill and 

autonomy had a significant impact o job satisfaction. None of the extrinsic indicators, 

such as job wages, fringe benefits, m dical insurance and flexible schedules reached a 

level of significance. This means th t the older workers derive the greatest satisfaction 

· from meaningful jobs. Moreover, th study also finds that the lack of previous autonomy 

seems to reinforce the negative conse uences of work that allows for little decision 

latitude. The researchers notice that 'to the extent that the growing number of part-time 

jobs are relatively low-skilled, and to the extend that older workers in new jobs are 

influenced most by intrinsically rew ding work, there appears to be a growing mismatch 

between an occupational niche and t ose who are being sought to fill it" (p. 609). 
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Hackett (1990) argues that littl attention has been given to either the overall size 

of the relationship between age/tenure and absenteeism, or the impact of statistical 

artifacts. He conducts a meta-analysi of the literature and reveals that age (but not 

tenure) is inversely associated with av idable absences for males (but not for females). 

This finding is consistent with those o Nicholson, Brown, and Chadwick-Jones (1977) 

who offered an explanation in terms.o a growth in "attachment to work" with age. Older 

people may have an increasing need ti r stability and regularity while younger people 

may not have become "socialized" int particular work behavior (Clegg, 1983). 

Absenteeism may ·arise here, because he younger employees are not pulled in to work, 

either by their own needs or as a resul of a social learning process. The findings partially 

support the aspect of the Steers and odes' ( 1978, 1984) model that described age and 

tenure as indirectly related to volun absenteeism and directly related to involuntary 

absenteeism. 

The most definitive finding o Hackett's (1990) study was the lack of relationship 

between tenure and avoidable absenc . He suggested that the age-absence relationship is 

not due to collected organizational re ards or an implicit job satisfaction mechanism. 

This finding also supports Nicholson, Brown, and Chadwick-Jones (1977) conclusion. 

"the available evidence suggests that the tenure-absence link is too tenuous to lay claim 

to further social scientific attention ti its own sake" (p. 327). 

Integrating with other researc , Hackett (1990) challenges the widespread belief 

that performance declines with age. ersonnel policies that discriminate against older 

workers should be carefully examine , not simply for legal and ethical reasons, but 



because of an organization's need toe ectively use their manpower. He stresses that 

older people may make for productive and reliable workers. 

Johns (1987b) noticed the growing 

64 

awareness that much absenteeism ma be the product of a complex web of social 

influence. This social influence invol es what co-workers and supervisors do and say 

about absence, and this is partly a fun tion of occupational factors, technology, and plant 

or office layout. The Brooke's model 1986) applies "organizational permissiveness" as 

the extent absence which are accepted without negative consequence. · Johns and 

Nicholson (1982) use the term " abse ce culture" to describe "the set of shared 

understandings about absence legitim cy ... and the established 'custom and practice' of 

employee absence behavior and its co trol" (p. 136). 

Early research have pointed to the importance of work-group norms as an 

influence on absenteeism (Gibson, 19 6; and Steers and Rhodes, 1978). Steers and 

Rhodes (1984) argued that there were many work settings in which there was little 

variation in absenteeism among the e ployees. In fact, Chadwick-Jones, et al.. ( 1982) 

found few consistent relationships be ween attitudes and absence, and suggested that the 

sample of sixteen plants differed int eir "causal climates". In other words, the differences 

between plants were more enlighteni g than the differences within them. This finding is 

supportive to the case of one Canadia manufacturing organization (Johns, 1987a). The 

time lost due to absence varies from % to 12% across plants. Within various plants. 

departmental absence rates range fro 1 % to 20%. It seems that none of the medical, 
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deviance, withdrawal, and economic odels proposed by Johns (1987a) proposed can 

fully explain these differences, and th t the cultural model would prove useful. 

On one hand, strong absence cultures may involve the development of specific 

norms concerning attendance. For ex ple, group norms may encourage women's 

absences. This concept is based on t beliefs that family responsibilities are permanent 

and important to women after all, and the stereotype on women causes inequitable 

treatment in the workplace (Johns an Nicholson, 1982). Hence, this norm may support 

high absence offemale employees dj to inequity, feelings of being not needed, and 

excuses offamily matters, On the oJe,, some absence cultures may be fairly weak when 

attendance is more critical to the indi I idual's needs, such as financial pressures. 

Chadwick-Jones, et al. ( 1982) conclude that it should be considered a group 

phenomenon as opposed to an indivi ual response. They show how absence rates differ 

radically among different work cultur s such as those of hospitals, banks, a clothing 

factory, a foundry, and a public trans, ort company, supporting their group hypothesis. 

Martocchio (1994) examined he effects of absence culture on individual 

absenteeism among 264 employees ithin five clerical units. One of the study results 

was that an individual's absence deci ion is a trivial antecedent of absence -- only 5% of 

the variance in absence was accounte for by individual decision. When considering the 

financial cost of over-months absenc , however, such small effects should not be 

regarded as unimportant unless the final effects are found insignificant. The other result 

indicated that the structure of the abs nee policy explained the absence positively related 

with encouraging outcomes of social factor. For example. a worker may use one day of 
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paid leave for absence which is actuall caused by poor supervision. Moreover, the 

effects of encouraging and deterrent o J tcomes factors on absenteeism are more prevalent 

at the unit level. In terms of social influence, it is because "either co-workers' absence 

activity or the organization's absence olicy sets a standard for acceptable absence, the 

level of agreement among co-workers ather than an individual's beliefs about the 

potential outcomes of absence will pr bably influence the level of acceptable absence in 

the organization" (Martocchio, 1994, . 258). 

The concept of congruent fit between 

individuals and their work and home nvironments has been expressed in various areas of 

psychology, particularly occupational and vocational psychology. The theory of person-

environment (P-E) fit studies an indiv dual's vocational choice based upon the need of 

congruence between his/her interests, references, and abilities, and the factors inherent 

in the environment (Furnham and Wa sh, 1991; and Holland, 1973 ). Congruent 

environments provide job satisfaction because people are among others with similar 

tastes and values where they can perfi rm tasks that they are able to do and enjoy (Mount 

and Munchinsky, 1978). 

Furnham and Walsh (1991) e amine the relationship between consistency, 

congruence, and differentiation and atsenteeism and frustration for a sample of 

psychiatric nurses. Contrary to prediations, two measures of absenteeism ( days off, and 

number of occasions) were positively correlated with congruence, while congruence was 

negatively correlated with frustration as expected. There was no relationship between 



frustration and absenteeism. Nurses "th higher grades suffered more frustration and 

showed less congruence. This finding is consistent with Chadwick-Jones and his 

colleagues' (1982) study that absences are tied up with the nature of the work. For 

example, nurses are the work group a sociated with high bum-out and high levels of 

dissatisfaction. 
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Researchers also consider P-E 1t correlated with mental health. Erikson, 

Edwards, and Gunderson (1973) ex ·ned the relationship between mental ill-health and 

the status of incongruency. They fo d that sailors had more psychiatric illness when 

they perceived their responsibilities d promotional levels as inconcordant with their age 

and experience. These individuals we e doing various specialist jobs, which did not use 

their abilities fully, and was not co ensurable with their self-esteem. Furnham and 

Schaeffer (1984) found a clear and pr dictable relationship between P-E fit, job 

satisfaction, and mental health among 82 full-time adults. Most people were in 

occupational environments congruent ith their personality, but those in incongruent 

environments had symptoms indicatin poor mental health and low job satisfaction. This 

prediction may change, however, in a ituation of widespread unemployment. 

Unemployment makes job market offi r no chance of a congruent job to subjects. This 

situation leads to stress, either becaus of P-E misfit or the effects of unemployment, and 

this stress may in turn lead to long-te mental health problems (Holland; 1973 ). 

Furnham and Schaeffer (1984) sugge ted more investigations on the consequences of P-E 

incongruence, such as high labor tum ver, voluntary absenteeism, poor production and 

decline in the physical and mental he Ith of the workforce. 
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Incentives Used t Reduce Employee Absenteeism 

Absenteeism is not only goin to become a more important issue in the future, but 

a more difficult problem to deal with. Changing human rights legislation, changing 

worker's compensation, changing arb· ationjurisprudence and a changing work force, 

are all combining to complicate the t k of reducing absenteeism (Kelly, 1990). 

Quality of Work Life Improvements 

A Quality of Work Life (Q ) Prngram makes work more meaningful and 

satisfying, and provides motivation, ignity and greater personal participation in the 

decision-making. Employees receive dequate job security, compensation and fair 

treatment, work in a safe and healthy environment, have opportunities to develop human 

capacities, social integration, constit ionalism, and are free from invasion on personal 

life as well. These efforts regard Q as humanization of the work (Kahn, 1972). An 

increasing attention has been paid to his subject in the foodservice industry (Liu, 1992; 

Segress, 1993; and Woods, 1992). 

Health care executives have u gently demanded to increase operating efficiency 

and raise employee morale in their o anizations. A number of quality of work life 

(QWL) projects have been widely co ducted in the health care industry since 1970s. The 

first QWL project at Parkside Hospit 1 failed because oflack of union and management 
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ownership, physician support, and po r feedback process (Hanlon and Gladstein, 1984 ). 

A later QWL process conducted at N rthville Regional Psychiatric Hospital was 

successful and continued, however (L e, 1989). This process formed the quality circle 

(QC) by gathering dietitians and phys cians, social workers and housekeepers, 

psychiatrists and secretaries as equal o communicate, brainstorm, and problem-solve 

about the workplace irritations on ad ily basis. The QC teams identified and solved an 

outstanding 85% of the problems. T results increased self-esteem and staff morale, and 

developed a team spirit and a sense o trust among employees. The improvement of 

organizational commitment and job i volvement was obvious because more and more 

employees requested to receive the Q training. 

Workplace Flexibility Wor place flexibility is a concept which pays attention 

to the "whole" of the employee's life including work and life issues and issues of 

diversity), and investigates creative ays of enhancing the fit between people and their 

work roles (Hall and Parker, 1993). I is a key to corporate competitiveness and survival 

as the future workforce will include ore diversity than the current norm. The 

companies which can attract, retain, otivate, and engage the most talented within the 

diverse groups are most likely to sue eed. 

Foodservice managers have t face a challenge from the increasing number of 

their foreign-born employees. These employees have distinct training needs for skills and 

language proficiency. Management roups must encounter multicultural issues in 

another dimension, different from th one presented by the diversity of homegrown 



Americans. The management of i · grants have to make much more efforts to deal 

with the complexity between the con ems of language, hiring, training, managing and 

cross-cultural awareness(Solomon, 1 93). 
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Creating workplace flexibility enables employers to assist these employees to 

express, rather than suppress, the ide tities (i.e. women, Asian-Americans) and the non­

work roles (i.e. caregiver of young ch ldren, economical provider of a family, or college 

student). Hall and Parker (1993) em . asized that flexibility could help recognizing the 

transitions and conflicts between the mployees' work, personal lives, and the adaptation. 

This recognition could actually incre ses the employee's psychological availability for 

work. Introducing.more flexibility in o the workplace is to result in higher morale, less 

absenteeism, improved productivity, d reduced turnover (Cox, Lobel, and McLeod, 

1991). 

Rewarding Factors Efforts described in the literature to address absenteeism 

have focused on developing ways to eward reliable attendance (Durand, 1983; 

Kopelman and Schneller, 1981; and tephens and Burroughs, 1978). Reward procedures 

have included both monetary and no -monetary, such as offering cash lotteries and 

additional or preferred time off for g od attendance. Durand ( 1983) gave mental 

retardation technicians eight hours a ditional time off for one month of perfect attendance 

and found improved attendance for 1 of 17 employees. 

Stephens and Burroughs (1978) offered hospital nurses and nurses' assistants 

opportunity to win $20 in a lottery fo good attendance over a 3-week period. Nurses' 



absenteeism rate dropped by 31 % w · e the contingency was in place. It, however, 

increased by about 3 8% over the prei tervention rate once the lottery was removed. 

Similarly, Kopelman and Schneller ( 1981) designed a cash-back, leave benefit package 

with face value offering a potentially tronger reinforcer. They found that unscheduled 

absences were lower by 90%. Other conomical bonuses, compensation, and employee 

stock ownership have been distribute for hospital employee motivation in Hawaii, 

Dallas, Irving (Texas), and Tennesse . The trend of using these benefits to boost 

productivity and to improve job satis ction is increasing (Lutz, 1990). 

Morale Factors The edi ors of Supervision Magazine (1992) conducted a 
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survey asking the managers of 24 lar e companies to rank 10 morale factors in the order 

they perceived their employees woul rank them. At the meanwhile, the employees in 

the same companies also ranked top O morale factors for themselves. The results 

clearly indicate that the most desired orale factors of today's employees are underrated. 

The employees expected more belon ingness, management's appreciation to them, and 

higher need for mentors or assistance 

The president of a hospital in klahoma City uses recognition as a motivation 

tool (Lutz, 1990). The hospital man gement gives testimonials in each ceremony about 

honored employees and about what t ey have done to deserve recognition. Specific 

elements to be recognized include: (t e foodservice taff s) appearance, attitude, interest in 

customer, cooperation, work attend ce, creativity, attitude about professional growth 

and training, and willingness to "got e extra mile" when necessary ("Giving credit", 
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1992). The recognition of the value d contributions of each individual is especially 

important to entry-level service empl yees (Marchant, 1988). Recognizing them through 

effective communication is of the utmost importance in keeping them satisfied and 

encouraging full attendance; and thelby, providing excellent customer service. 

Stress Management Interventi n From an organizational perspective, the 

interests in stress management is strathtforward. Employers paid 80% of all private 

health insurance premiwns (Clement La Gibbs, 1983). Worker compensation laws 

increasingly included provisions for ]warding benefits for injuries stemming from stress 

incurred at the workplace (Ivancevic , Matteson, and Richards, 1985). The importance 

of a healthy workforce demands that rganizational psychologists develop a thorough 

understanding of the effectiveness of the various intervention strategies that are available. 

Worksite stress management ntervention is defined as "any activity, program, or 

opportunity initiated by an organizati n, which focuses on reducing the presence of work-

related stressors or on assisting indiv·duals to minimize the negative outcomes of 

exposure to these stressors" (Ivancev·ch, Matteson, Freedman, and Phillips, 1990, p. 

252). The intervention is to change t e degree of potential stress in a situation, help 

employees to modify their appraisal , fa stressful situation, or help employees to cope 

more effectively with the consequenG:es of stress. The type of training that psychologists 

receive in problem diagnosis and trJtment is vital to the success of interventions that 

improve employee's coping behaviJ 
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The value of stress manageme t interventions ranges from the safety and welfare 

of employees to far more general soci tal benefits, such as reduced health care costs, 

legal costs, and lower costs for goo_ds and services (Hollander and Lengermann, 1988; 

and Walsh, 1988). Ivancevich and hi associates (1990) recognized a growing list of 

companies which have committed to d benefited from ongoing stress management 

programs. For example, Equitable Lie Assurance established its Emotional Health 

Program, and found significant reduc ions in stress-related outcomes including anxiety, 

headaches, and health center visits. he STAYWELL program designed by Control Data 

and the Johnson & Johnson Live for ife encompassed multiple component corporate 

health promotions, including stress agement. Both of the programs were evaluated, 

and the results showed positive physi al ( e.g. lower blood pressure), psychological ( e.g. 

job satisfaction), and behavioral outc mes ( e.g. decreased alcohol use) for the stress 

management components. 

Worksite Health Promotions American companies have increased their 

awareness of the importance of physi al fitness and wellness in the workplace since 20 

years ago. The dramatic growth of orksite health promotion programs partially results 

from the belief that an organization s ould take some responsibility for the welfare of its 

valuable human resource (Gebhardt, d Crump, 1990). Since 1950's, the management 

has been providing health screening, mployee assistance, and health education 

programs. These services promote p sitive management and labor relations, and decrease 

the danger of infectious disease, and ssist employees with personal problems ( e.g. 
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alcoholism) (Fuchs and Richards, 198 ). These programs furnished educational materials 

to employees. They, however, usuall neither provided appropriate time, space, and 

change of worksite routine, nor did th y reflect a genuine commitment from top 

management (Ardell, 1985). 

Positive effects of fitness and ellness programs on disease risk factors and 

injuries include reducing health care c sts, improving worker morale, decreasing 

absenteeism, and improving behavior that are associated with increased worker 

productivity (Regin, 1987; and Shark y, 1986). Studies showed that absenteeism 

dropped anywhere from 20% to 55% or programs ranging in length from one to five 

years (Bowne, Russell, Morgan, Opte berg, and Clarke, 1984; Shephard, Corey, 

Renzland, and Cox, 1982). Another s dy found that female exercisers had significantly 

fewer sick hours than non-exercising emales. The two male groups, exercises and non­

exercises, were not significantly diffe ent. The male and female exercisers' sick hours 

tended to be inversely related to incre se in age, whereas the non-exercisers' sick hours 

increased with age (Baun, Bernacki, d Tsai, 1986). Gebhardt and Crump ( 1990) 

concluded that top management must make a concerted effort to promote participation in 

fitness and wellness programs among non-participants, "at risk" individuals, and blue 

collar workers. 



75 

Attendance Polic and Absen e Control Pro ram According to Bula (1984), it 

is management's responsibility to dev lop an organizational philosophy and policy 

regarding employee attendance. This policy should include a ·written statement of 

management commitment and expect tions of perfect attendance and be given to every 

employee. This policy should be aim d at reducing and controlling absenteeism and 

include procedures for handling abse teeism. Cole and Kleiner (1992) offered the five 

basic elements of an effective absente ism control program: maintain detailed attendance 

records, determine the reason for the · bsence, summarize and analyze attendance data, 

take decisive action, and provide qual · ty leadership. 

There are two traditional apprrches to controlling absenteeism: punishment of 

poor attendance, or rewarding good a endance. Some OBM programs have used a 

mixed-consequence system including both punishers and reinforcers (Briggs, 1990; 

Kempen and Hall, 1977). In Brigg's tudy, the sick time policy adopted in a large, urban, 

state residential facility included a m ans of addressing good attendance records as well 

as questionable absenteeism. Staff w ose absenteeism was continuously 2 or less days 

per quarter were acknowledged in a s quence of oral recognition, in a written letter of 

commendation with a copy placed in heir official records, and a priority consideration of 

promotion. Those with questionable bsenteeism experienced a series of progressive 

disciplinary actions, such as a wamin letter, requirement of medical proof for sick leave, 

unpaid sick time, severe records in th personal file, and termination for attendance 

abuse. Briggs's reinforcement appro ch reduced 17% in overtime and 27% absenteeism 
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of 130 direct-care staff over a 12-mo ,th period. The punishment increased by 11 % 

turnover which suggested a function f termination. 

Kempen and Hall (1977) mad non-monetary privileges (e.g. freedom from 

punching a clock) contingent on atte dance, while applying progressive disciplinary 

warnings for excessive or worsening ttendance for 7,500 production workers. There 

were significant decreases in absenteiism for one of the two experimental plants. In 

contrast, only one of the 11 control p ants and neither of the salaried employee groups 

showed slight improvement in atten+ce during the experimental year. 

To encourage attendance, rarer than discourage absenteeism, some practitioners 

operated the Attendance Incentive Pr gram, for example, that emphasized positive 

rewards for good attendance (Long d Ormsby, 1987). Also, some researchers were 

more interested in positive attendanc improvement programs for three reasons 

(Markham and Scott, 1981; Scott an, Markham, 1982; and Scott, Markham and Robers, 

1985). First, these programs do not Tvolve sanctions or disciplines that are dif .. ficult to 

administer. Second, these programs recify desired employee behavior. Third. these 

programs do not create other negative outcomes associated with punishment. The results 

of all the three studies consistently sf ported that companies which recognized good 

attendance had lower absenteeism than those which did not. 
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Flexible Work Arrangements There are several ways to staff up or down to 

meet business demands without havi g to routinely hire and fire. Flexible work schedule, 

including flextime, part-time positio s, job sharing, a compressed workweek, and 

telecommuting, may be the key to co peting for top-notch talent when high salaries and 

elaborate benefits programs are out o reach. 

Flextime Under flexible work hours, or flextime, employees may choose 

their arrival and departure times at d from work within limits set by management. 

Many employers have found that fle ibility generally does not disrupt operations, but 

rather improves employee morale an commitment, as well as retention and recruiting 

efforts. It also increases productivity and decreases turnover, tardiness, and absenteeism 

(Geber, 1993; Lussier, 1990; Somme & Malins, 1991). 

Part-time work Part-ti e work refers to all work schedules less than full-

time. The U.S. Department of Labor defines part-time workers as employees who work 

less than 35 hours during a "referenc "week (i.e. the week that includes the 12th of the 

month). Employing part;.time worke s can overcome temporary labor shortages, when 

more labor is needed. These tempor ry part-time workers received lower hourly pay and 

benefits than full-time employees (K e, 1985). Employees and employers increasingly 

see part-time work as an opportunity to combine family responsibilities with work, even a 

career. Nollen (1982) reported that e ployers list the following main benefits from a 

part-time work schedule: 



1. reduced labor cost from ~) less overtime, due to a better match between the 

size of the workload and the s·ze of the labor input made possible by part-time 

staffing, and from b) reduced urnover costs, due to the retention of valuable, 

trained employees who canno continue to work full-time; 

2. better balance for workers etween work life and home life or other interests. 

due simply to more time spen outside the workplace, and its implications for 

conflict and stress level; 

3. higher productivity due to ess absence and idle time, greater efficiency at 

either mentally stressful jobs r devious routines, and higher morale; and 
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4. job opportunities for peop e who are not able to work full-time but who require 

some labor earnings, such as tudents, older workers, and parents with young 

children. 

Job sharing Job sharing is version of part-time employment that combines 

some of the advantages of part-time d full-time employment. That means the iob is 

full-time but the ·ob holders are art- ime. Part-time work structured in this way is not 

inherently supplemental, since it has ot been established to overcome a temporary labor 

shortage. The jobs under this syste are those need full-time attention. Job sharing 

provides employees who are interest d in reduced hours with the opportunity to pursue a 

career on a part-time basis. The job harers take the responsibility for the job as well as 

salary and benefits. Kahne (1985) fo d that, when blue-collar workers were permitted 

to find a partner and convert to a job shared position, the absenteeism rate decreased from 

7.6 percent to 0.4 percent. It is impo ant that job sharing allows the work of a part-time 

job which still remains the work flo and require as much commitment and skill as full-
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time jobs. Today, many women are ore educated, carrying family responsibility, and 

also interested in a career rather than ust supplementing the spouse's income. This type 

of part-time schedule not only is very appealing to these individuals, but also will be an 

important personnel management too under the predicted diversity of the labor market. 

Child Day Care By the ear 2005, women are expected to constitute 57% of 

all new entrants and almost 50% of e workforce. Keeping pace with this trend is the 

urgent demand for comprehensive an dependable child care assistance (Whigham-Desir, 

1993). Out of a total of 6 million U .. employers, only 1% offer child-care assistance to 

their employees (Maynard, 1994). e hospital industry has taken the lead in providing 

child care benefits. Surveys show th t 2 out of 5 hospitals offer some type of child care 

service for their personnel, while an ditional 38% plan to do so in the 1990s (Mosher, 

1992). 

Goff, Mount, and Jamison (1 90) examined the relations among employer­

supported child care, work-family co flict, and absenteeism. They concluded that 

supportive supervision and satisfacti n with child care arrangements were related to less 

work-family conflict. Specifically, s ccessful on-site employer-supported child care 

service decreased the rate of employe turnover, absenteeism, and tardiness; heightened 

morale and motivation; and increase the ability to attract employees (Magid, 1983; 

Maynard, 1994; Mosher, 1992; US D partment ofLabor, Women's Bureau, 1989). 

Elderly Care About one ou of every four employees has eldercare 

responsibilities. These people who h ve to take care for their parents, spouse, 

grandparents, or other dependent per on over age 65 typically spend an average of 6 to 13 

hours per week on providing this car . Eldercare responsibilities range from preparing a 
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meal or visiting an ill or disabled par nt in the hospital to more complex tasks such as 

managing another's finances or select ng medical practitioners. This dual role may last 4 

to 5 years for caregivers (Sullivan an Gilmore, 1991 ). 

Many experts believe that eld rcare may be the human resources problem in the 

future for three major reason. First, b the year 2010, the ratio of elderly to workers will 

be 22 elderly per 100 workers; and b 2050, the ratio may jump to 38 per 100. Second, 

the workforce in the 1990s there will e 44% fewer people in the age of 18 to 25 than in 

1980s. Female employees who will ompose 75% of the caregivers will make up almost 

half of the workforce by 2000. Third the dual role of a working person and a caregiver is 

often conflicting, stressful, and lower in productivity. Caregivers tend to be absent more 

frequently than others, make excessi e use of the telephone during working hours, and 

are unavailable for overtime hours ( ·ty, 1991; Perterson, 1992; and Sullivan and 

Gilmore, 1991). Management shoul response to the changing social environment 

affecting employees and provide the with the flexibility they need to pursue and 

advance their careers while minimizi g the impact on their personal lives (Ritter, 1990). 

Organizational executives ha e regarded eldercare as a business issue. When 

IBM started offering employees the e dercare assistance in 1988 and continues to 

improve the existing programs, an ber of Fortune 500 companies have also 

established good examples (Halcrow, 1988; Perterson, 1992; and Ritter, 1990). Most of 

the programs and services were eval ted both formally and informally. The results 

indicate that eldercare programs are rovided through various channels: dependent care 

spending account, part-time and flext me work options, resources and referral services 



(in-house or contract with agencies), xtended leave, counseling, financial 

reimbursement, and so on (Perterson, 1992; and Sullivan and Gilmore, 1991). 
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The eldercare program results in impressive paybacks from improved productivity 

and morale, and from reduced absent eism, tardiness, and turnover (Friedman, 1987; 

Ritter, 1990). The eldercare service i an effective way to attract and keep skilled 

employees. It can promote the positi e media attention that enhance the company's 

public image and strengthen the rec iting initiatives (Marler and Enz, 1993; and Ritter, 

1990). Moreover, based on studies t at show 20% of the workforce carry eldercare 

responsibilities, an organization with 1,000 employees can save $400,000 each year with 

an eldercare program (Durity, 1991; d Perterson, 1992). 

Work-Related Incentives 

........... =----==-=-==,..,..~=-==........,....=.,,.C . Buch (1992) proposed the 

theoretical approach to QC and his st dy found that QC interventions have a positive 

effect on reducing employee absente ism and turnover. The, effect of QC on employee 

withdrawal behaviors is based on the application of Alderfer's (1972) theories of 

boundaries and relationships to QC i terventions. Improved attendance and retention are 

predictable as a result of=th=e.....,b=o=u=n=d~--=-;,,===--=== 

since absenteeism and turnover tend o be higher in systems having loose or ill-defined 

boundaries. QC interventions tighte boundaries around work units by increasing the 

clarity of goals, role definitions and elationships for group members. QC process of 
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participative problem-solving and up ard communication opens the boundaries between 

management and employee groups, ereby, increases the mutuality of management­

worker relationships. 

A boundary-tightened system acilitates the emergence of positive feelings 

between group members, and they le to cooperate to control the chaos that have or will 

threaten to overwhelm their system. oreover, QC program imparts a shared theory or 

philosophy based on improvements ough widespread employee involvement and better 

use of human resource. Finally, by ti htening the boundaries around a group operating 

with a flight/fight mentality, a QC c change withdrawal to inclusion; thereby, affecting 

the behaviors of absenteeism and 

Training and Education 

Self-Management Training Self-management training teaches people to assess 

problems, set specific hard goals in r lation to those problems, monitor ways in which the 

environment facilitates or hinders go 1 attainment, and identify and/or administer 

reinforcers for working toward goal ainment (Kanfer, 1980; Karoly and Kanfer, 1982). 

This special training was given to a g oup of unionized employees working for a state 

government to increase their attend ce at the work site (Frayne and Latham, 1987). The 

results indicated that, first, employee become able to develop a contract with themselves 

in the training, in addition to self-ad inistering reinforcers and punishers to facilitate 

goal commitment. Secondly, when e ployees are exposed to organizational rewards and 



penalties regarding attendance and ab enteeism, they have a desire to increase their 

attendance at work. The amount of a senteeism is relatively reduced when self­

management teams are implemented Beekun, 1989; Cohen, and Ledford, Jr., 1994 ). 

Continuin Education and Tu ion break Continuing education appears 
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important for both white- and blue-c llar foodservice employees. Dietetic personnel with 

managerial responsibilities have tradi ional education which provides them with only the 

skills and knowledge to allow them t just begin a career. Continuing education 

strengthens them with professional st dards and keeps them abreast of an ever-changing 

field (Laramee, 1989; and Loushine d Vaden, 1985). The trainees at lower-level 

positions are often those who are ne immigrants, assembly-line workers laid off after 

decades in a truck plant, recently div reed mothers and fathers with young children, or 

untrained foodservice employees refi ed by their supervisors (Kidd, 1991 ). Needs and 

preferences of continuing education r both parties could be determined by the 

individual's work setting, current dut es, future plans, and, perhaps most strongly, years 

of experience (Klevans and Parrett, 1 90). 

Continuing education has its on-economic and economic benefits, according to 

the findings of Partlow, Spears, and akliefs (1989) study. Among the 13 non­

economic or personal benefits, the bi gest was perceived as "becoming informed about 

some subject", followed by" improv ng interests and skills in learning" and "gaining 

from self-improvement". The most e onomic benefit rated was "learning recent job 

knowledge", followed by "gaining n w qualification". The experience of continuing 



education, and the ability and experti e of the instructor were regarded as the most 

important strength of job satisfaction 

Loushine and Vaden (1985) c mpared the salaries and benefits of entry-level 

health care professionals among 168 ospitals. They found that more than 80% of the 

hospitals provided reimbursement fo continuing education, well above the 60% of 

employers in the private sector in 19 0. The capital varied from $50 to $2,000 in the 

hospitals, and the most common limi s were $500, $1,000, or $1,500. Several hospitals 

allowed assistance for 3 to 18 univer ity credits per year. 

84 



TERIII 

There is a number of studies in literature on employee absenteeism. The 

intent of this study was to assess manage ent dietitians' perceptions toward 1) the 

reasons for absence given by foodservic employees in the health care systems, and 2) the 

incentive factors that would be helpful to enhance employees' attendance. This chapter 

has four sections: the research design; po ulation and sample; data collection which 

includes planning and development, ins entation, and procedures; and data analysis. 

Descriptive research was the rese ch design used to meet the objectives of the 

study. According to Best (1981), descri tive research is concerned with conditions or 

relationships that exist; practices that pre ail; beliefs, points of view, or attitudes that are 

held; processes that are going on; affects that are being felt; or trends that are developing. 

At times, descriptive research seeks how what is or what exists is related to some 

preceding event that has influenced or af ected a present condition or event. Descriptive 

research at its best represents considerab y more than asking questions and reporting 
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answers; it involves careful design and e ecution of each of the components of the 

research process, including the formulati n of hypotheses, and may describe variables 

and relationships between variables (Ga , 1992). 

This study applied survey researc , one of the two classifications of descriptive 

research (Best, 1981 ). A survey is an att mpt to collect data from members of a 

population in order to determine the curr nt status of that population with respect to the 

opinions, attitudes, preferences, and perc ptions of interest to the research (Gay, 1992). 

Survey research typically employs questionnaires and/or interviews. The questionnaire is 

to collect basic descriptive information ,om a broad sample, and the interviews could be 

used to follow up the questionnaire responses in depth for a smaller sample (Borg, 1987). 

POPULATION AND SAMPLE 

All the dietitian members in the 1ractice group of Management in Health Care 

Systems (N=l 776) of American DieteticlAssociation comprised the population in this 

study. The initial research sample were r,000 members randomly selected from the 

population. After excluding those who ltired, associates members, and employed in 

academic and unionized environments, 987 management dietitians were mailed the 

research questionnaire. 



87 

DATA OLLECTION 

Planning and Development 

Planning and development of the research began during the spring of 1995 and 

continued through the fall semester of th same year. Data collection procedures were 

determined and data analysis techniques ppropriate to test the research hypotheses were 

selected at the same time. 

Instrumentation 

The researcher designed the rese ch questionnaire mainly based on relevant 

literature regarding absenteeism, tumov r, and quality of work life. During Spring, 1995, 

the Oklahoma State University dietetic i terns working in selected medical centers in 

Oklahoma State were involved in the pil t study to test validity, reliability, and 

readability of the instrument. The final , raft was developed and field tested with more 

than 100 foodservice employees represe ting medical centers in OK. The foodservice 

employees suggested more reasons for t eir absence such as attending funerals, 

parent/teacher conference, doctor's appo·ntment, and repair work at home. These 

comments and those suggested by the gr duate committee of the researcher were then 

incorporated into a three-page questionn ire (Appendix B). 
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The research instrument first ask d the respondent to check whether he/she 

supervised employees in the foodservice nit of the institution. The instrument was 

consisted four parts. Part One requested ieneral information about the management 

dietitian and his/her institution. Part Twl anticipated the dietitian to provide, in 

percentages, background information of he foodservice personnel under his/her 

supervision. In Part Three, the dietitian las asked to rate each of the listed reasons used 

by the employees for not coming to worJ, according to the 4-point scale: 

1 
Never 
used 

2 
Seide 

used 

3 
Sometimes 

used 

4 
Often 
used 

Part Four provided relevant incentive fac ors and asked the dietitians to indicate yes (Y) if 

they were using the incentive, no (N) if t ey were not, or not applicable (NA) under the 3 

columns: currently using, found helpful · n the past, and would like to implement. 

Scoring 

The dietitian's perceptions towar each of the reasons for absence used by his/her 

employees were scored as follows: 

Often Use 
Seldom/so etimes used 
Never Use 

4 points 
2 points 
1 point 



The scores for each of the incentive facto s that the dietitian perceived under the 3 

columns were presented as follows: 

Procedure 

Yes 
No 
Not applic ble 

3 points 
1 point 
0 point 
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On May 24, 1995, the researcher ailed the selected sample a package including a 

cover letter (Appendix A), the research q estfonnaire and a self-addressed stamped 

envelope for returning the completed ins ent. The envelope was coded to track non-

respondents. The participants were aske to return them by June 15, 1995. A follow-up 

letter (Appendix A) and the same questi aire with the self-addressed stamped envelope 

were mailed to 200 members randomly c osen from the non-respondents on August 15, 

1996. They were inquired to reply by A gust 30, 1995. 

DAT ANALYSIS 

The returned questionnaires were coded and data collected were transcribed into 

the computer using the software progra PC-File III. The data analysis process applied 

Statistical Analysis Systems (SAS) com uter program (Helwing and Council. 1979). 

Standard statistical procedures, includin frequency tables, t-test, and Chi-square were 

used to analyze the data (Steele and Torre, 1980). 
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For more accurate statistical anal sis and for more effective comparison of the 

personal and institutional characteristics, part of the categories were further condensed to 

the following groupings: 

Highest educational level: 1) B.S and 2) advanced degrees (M.S., and Ph.D.) 

Route to ADA full membership: ) Internship/ AP4, and 2) others 

Years employed in the dietetic pr fession: 1) 15 or less, 2) 16-25, and 3) 26-35 

years, and 4) 36 and mor 

Years in current position: 1) 10 o less, 2) 11-20, and 3) 21 years or more 

Size of facility (beds, clients, stu ents, or participants): 1) small-- 299 and less, 

2) medium-- 300-799, an 3) large-- 800 and more 

Number of employees the dietiti supervises: 1) 3.0 or less, 2) 31-60, and 

3) 61-90, 4) 91-120, and ) 121 and more 

Marital status (of foodservice pe sonnel): 1) single, and 2) other (married, 

divorced, separated, and idowed) 

The distance employees travel to facility: 1) 10 miles and less, 2) 11-20 miles. and 

3) 21 miles and more 



CHAPTER IV 

RESUL S AND DISCUSSION 

The purpose of this study w to assess the prevailing reasons conveyed to the 

employers by foodservice employees for being absent and the incentive factors perceived 

by management dietitians as helpful minimize the absenteeism rate in health care 

systems. Data were obtained using e research instrument described in Chapter III, 

"Methodology". The questionnaires ere mailed to 987 randomly selected management 

dietitians from the ADA Practice Gr p: Management in Health Care. The response rate 

was 32% (N=317), however; due to n-supervisory status, retirement, and 

unemployment of some of the respon ents at the time the survey was conducted, only 

23% (N=228) of the questionnaires ere used for analysis of data. 

Characteri ics of Survey Participants 

Demographic Information 

Table III lists the frequencies, and percentages of the respondents' gender, age, 

highest degrees obtained, categories f degree majors, and route to ADA full 

membership. Specific degree majors may be found in Appendix C. 
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TABLE III 

FREQUENCIES AND PERCENTAGES OF THE 
RESPONDE TS' CHARACTERISTICS 

Characteristics Frequency 

A. Demographic Variables 

Gender 
Female 220 
Male 5 
Not Answered 3 

Age 
21-40 18 
41-60 194 
61 and older 15 
Not Answered 1 

Highest Degree 
Bachelor 118 
Master 106 
Doctoral 3 
Not Answered 1 

Major of Highest Degree 
Dietetics/Food & Nutrition 113 
Management/MBA 21 
Administration/FNIA 45 
Nutrition Education 12 
Public Health 13 
Others 14 
Not Answered 10 

Route to ADA 
lnternship/AP4 161 
CUP 12 
Traineeship 29 
Others 24 
Not Answered 2 
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Percentages 

96.5 
2.2 
1.3 

7.9 
85.1 

6.6 
0.4 

51.8 
46.5 

1.3 
0.4 

49.6 
9.2 

19.7 
5.3 
5.7 
6.1 
4.4 

70.6 
5.3 

12.7 
10.5 

0.9 
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T LE III ( continued) 

Characteristics Frequency Percentages 

B. Institutional Variables 

Job Title Categories 
Director of Dietary Department or 

Food & Nutrition Services 87 38.2 
Administrative/Supervising R.D. 56 24.6 
Manager/Director of Clinical Nutritio 39 17.1 
Asst/Assoc. Dir. of the Department 17 7.5 
Management at Operational Level 14 6.1 
Multiunit Manager 7 3.0 
Educational Area 5 2.2 
Consultant Area 3 1.3 

Number of Years in the Dietetic Professi n 
:S. 15 18 7.9 
16-25 118 51.7 
26-35 70 30.7 
36 and more 18 7.9 
Not Answered 4 1.8 

Number of Years on the Current Job 
:S. 10 140 61.4 
11 -20 64 28.1 
21 and more 21 9.2 
Not Answered 5 2.2 

126 55.2 
69 30.3 

800 and more 28 12.3 
Not Answered 5 2.2 

Location of Facility 
Rural 82 36.0 
Urban 136 60.0 
Not Answered 10 4.0 



Characteristics 

121 and more 
Not Answered 

TA LE III ( continued) 

Frequency 

92 
67 
31 
19 
12 
5 

Percentages 

40.3 
29.4 
13.6 
8.3 
5.2 
2.2 
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Of the 228 respondents, 98% (N=220) were female, and only 2% were male. Due 

to this skewed distribution, the gend r of the respondents was disregarded as a valid 

variable in the statistical analysis. e majority of the respondentswere between 41 and 

60 years of age (86%, N=194). Fifty two percent (N=l 18) completed their Bachelor 

degrees in the field of food and nutri ion or dietetics (52%, N=l 13), while 47% (N=106) 

completed the M.S. degree. Most of the management dietitians' (N=161, 71 %) route to 

ADA full membership was through I ternship/AP4. 

Institutional Information 

Table III lists the frequencies and percentages of the respondents' job title 

categories, number of years in the di tetic profession, number of years in the current job, 
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facility sizes, location of the facility, and the number of employees the management 

dietitian was supervising. Details o their job titles are in Appendix D. 

Job Title Categories More an one third of the dietitians (N=87, 38%) were 

working as the "Director of Dietary epartment or Food and Nutrition Services", while 

almost one fourth (N=55, 24%) wer as "Administrative Dietitian or Supervising R.D.". 

Seventeen percent of the respondent (N=39) were titled as "Chief or Director of Clinical 

Nutrition"; and the rest of the respo ents were Managers in Operational Level. 

Consultants and Educators. 

More than 

half of the respondents (N=l 18, 52o/c)have been in the dietetic profession for 16 to 25 

years. One third ofthe respondents =70, 31%) have from 26 to 35 years of 

professional experiences. Very few ave less than 15 years or more than 36 years of 

experiences in this profession. 

About two-thirds of the man gement dietitians (N=l40, 62%) have been on their 

current positions 10 years or less. A most one third of the respondents (N=64, 28%) have 

been on their current jobs for 11 to 2 years, while only 10% (N= 24) have had 21 or 

more years in their workplaces. 

Size and Location of Facility More than half of the respondents (N=l26, 

55%) worked in smaller-sized facilif es (less than 300 beds, participants, or clients). The 



dietitians working in a medium-size facility (300 to 799) numbered 69 (30%). Only 

12% of the respondents (N=28) wor ed in large institutions with more than 800 beds, 

participants or clients. Most of the ietitians' facilities were located in urban settings 

(N=l36, 60%). In contrast, 82 facili ies (36%) were in rural areas. 

The number of employees 
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supervised by the respondents range from 4 to, at least, 250. One dietitian reported 

supervising 1,000 employees. Pres ably, this person is a multiunit manager. Forty 

percent of the dietitians (N=92) supe ised a. small group of employees(~ 30). Almost 

one third of the dietitians (N=67, 29° o) supervised 31 to 60 employees, while 14% 

(N=31) had 61-90 employees. Anot er 14% of the respondents (N=31) had more than 90 

employees under his/her supervision 
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Characteristics of the Em loyees Under the Dietitian's Supervision 

Table IV listed the frequencie and percentages of the demographic and 

institutional characteristics of the emf loyees who were supervised by the respondents. 

The respondents were asked to provide the employees' information as percentages to 

f: ·1· · · · h· I h d. · · ac1 1tate an est1mat10n m t e event at t e management 1et1t1ans cannot access exact or 

changing information from the perso el department. 

Demographic Information 

Gender and Marital Status Of the 228 respondents, 73% (N=167) supervised 

predominantly female employees, w ile only 13% of the dietitians (N=29) supervised 

more male employees. Ten percent fthe respondents (N=23) supervised only female 

employees. 

Less than half of the employees that 70% of the respondents (N=l 59) managed 

were married, divorced, separated, o widowed. Eleven percent of the dietitians (N=26) 

had more single employees (51-100° of the total), while eight dietitians' (3.5%) 

employees were all married. 

With Preschool Children or ,lderly At Home More than half of the 

dietitians (61 %, N=138) had one-thi d or less employees raising preschool children at 

home, while 25 dietitians (11 % ) rep rted that they had 30-85% employees having young 



TABLE IV 

FREQUENCIES AND PER ENTAGES OF THE CHARACTERISTICS 
OF THE RES ONDENTS' EMPLOYEES 

Employees' Characteristics Frequency Percentages 

A. Demographic Variables 

Gender 
100% Female 24 10.1 
1-50% Male 167 73.2 
51-100% Male 29 12.7 
Not Answered 7 3.1 

Marital Status 
100% Married 8 3.5 
1-50% Single 159 69.7 
51-100% Single 26 11.4 
Not Answered 35 15.4 

With Preschool Children at Home 
0% 20 9.0 
1-30% 138 60.5 
31%+ 25 11.0 
Not Answered 45 19.7 

With Elderl~ Relatives at Home 
0% 58 25.4 
1-10% 71 31.1 
11%+ 19 8.3 
Not Answered 80 35.1 

Ethnicity 
Black: 0% 57 25.0 

1-25% 76 33.3 
26-50% 32 14.0 
51%+ 50 21.9 
Not Answered 13 5.7 

Asian: 0% 127 55.7 
1-25% 75 32.9 
26%+ 11 4.8 
Not Answered 15 6.6 
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TA LE IV ( continued) 

Employees' Characteristics Frequency Percentages 

A. Demographic Variables 
Hispanic: 0% 123 54.0 

1-25% 67 29.4 
26% 22 9.6 
Not Answered 16 7.0 

Ethnicit¥ 
White: 0-25% 58 25.4 

26-75% 65 28.5 
76-98% 53 23.2 
99% 35 15.4 
Not Answered 17 7.5 

Native American: 0% 167 73.3 
1-93% 29 12.7 
Not Answered 32 14.0 

Age Range 
Under 20: 0% 90 39.5 

1-10% 70 30.7 
11-25% 21 9.2 
26%+ 24 10.5 
Not Answered 23 10.1 

21-40: 0-25% 41 18.0 
26-50% 85 37.3 
51-75% 57 25.0 
76%+ 23 10.1 
Not Answered 22 9.6 

41-60: 0-25% 59 26.0 
26~50% 107 46.9 
51%+ 40 17.5 
Not Answered 22 9.6 

61 and older: 0% 71 31.1 
1-10% 90 39.5 
11%+ 32 14.0 
Not Answered 35 15.4 
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TA LE IV ( continued) 

Employees' Characteristics Frequency Percentages 

B. Institutional Variables 
Emi;2lotment 

Full time: 0-50% 48 21.1 
51-90% 125 54.8 
91-99% 12 5.0 
100% 32 14.0 
Not Answered 11 4.8 

Monthlt Absence Rate 
0-5% 105 46.1 
6-10% 38 16.7 
11%+ 47 20.6 
Not Answered 38 16.7 

1994 Turnover Rate 
0% 17 7.5 
1-10% 80 35.0 
11-20 48 21.1 
20%+ 56 24.6 
Not Answered 27 11.8 

Distance Traveled to Work 
1-10 miles 133 58.3 
11-20 miles 68 29.8 
More than 21 miles 7 3.0 
Not Answered 20 8.8 
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children with them. Twenty dietiti s' (9%) employees did not have preschool children 

at home. 

One-third of the respondents =71) had a few (1-10%) employees with elderly 

=58) said that their employees did not have any 

elderly living with them. Nineteen d etitians (8%) noticed that they had more than I 0% 

employees with elderly at home. A umber of the dietitians, however, were not able to 

answer whether their employees had dependents living with them or not (Table IV). 

Ethnicity The ethnic ba kgrounds investigated in this study included 

percentages of Black, Asian, Hispan·c, White and Native American employees under the 

dietitians' supervision. 

One-third of the respondents (N=76) reported that they had a few (1-25%) Black 

employees, while one-fourth (N=57) did not supervise any Black employees. One-fifth 

of the dietitians (N=50}hired emplo ees who were predominately Black (53-100%), 

while a few dietitians (N=32, 14%) ad Black employees at the 26-50% range. 

More than half of the respon ents (N=l27, 56%) did not manage any Asian 
. . . 

employees. Over one third (N=75) aid they had a few employees (1-25%) who were 

Asian, while l l dietitians (5%) supe ised more than one fourth of the employees who 

were Asian. Similarly, a majority o the dietitians (N=167, 73%) did not have any Native 

American employees, while a small umber (N=29, 13%) reported otherwise. 
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· Again, more than half of the ietitians (N=l23, 54%) did not have any Hispanic 

employees. One-third (N=67) report d that their Hispanic employees were less than one­

fourth, while one-tenth of the dietiti s hired more Hispanic employees (27-91 %). 

Almost one third of the respo dents (N=65, 28.5%) employed one- to three­

fourths of the workers who were Wh te, while 1/4 (N=58) of the respondents have less 

than a fourth. Almost 40% of the di titians (N=88) managed many White employees, 

while 35 dietitians' employees were 11 White. 

Age Range Ninety respon ents' (40%) employees were all above 20 years old. 

Another 40% (N=91) said thatone-fi urth of their employees were under 20 years, while 

10% (N=24) had more teenaged em loyees. Over one-third of the dietitians (N=85, 37%) 

reported that they had between one- urth to one-half of their employees between 21 to 

40 years old, while one-fourth had b tween one-half to three-fourths; almost one-fifth 

(N=41, 18%) hired less employees a this age range. 

Almost half of the dietitians = 107, 4 7%) indicated that one-fourth to a half of 

their employees were between 41 to O years of age. In contrast, over one.-fourth of the 

respondents (N=59, 26%) reported t ey had a few employees (.:::;25%) at the age of 41-60, 

while 40 dietitians (17%) stated that more than half of their employees were at this age 

range. 

Forty percent of the dietitian (N=90) had about one-tenth of their workers older 

than 60. Over 30% (N=71) did not ave any older employees, while 14% hired more 

than 10% older workers in the foods rvice department. 



Employment Status Moret an half of the dietitians (N=125, 55%) employed 

between 51-90% full-time employee , and 21 % (N=48) indicated that less than half of 

their workers were working full time. Almost 20% of the respondents (N=44) had 

predominately full-time workers, wh· e 14% offered no part-time jobs. 

Absence and Turnover Rates Almost one half of the dietitians (N= 105, 
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46%) reported that their absence rate as below 5% per month, while 2% reported no 

absence rate at Jtll. One-fifth of the d etitians (N=4 7, 21 % ) reported monthly absence rate 

from 12% to 80%, while 38 dietitian (17%) reported having a 6-10% monthly absence 

rate. 

Eighty respondents (35%) in icated turnover rates in the foodservice department 

at 1-10% in 1994. One-fourth of the espondents (N=56) had turnover rates higher than 

20%, up to 100% in the past year. 0 er 1/5 of the dietitians (N=48, 21 % ) noticed a 

medium turnover rate, 12-20%, amo g their employees, while only 8% (N=l 7) reported 

zero turnover in 1994. One dietitian oted that all turnover of his/her department 

occurred in the sanitation area. This bservation is a good reminder that the manager 

should pay attention on effective trai ing for the replacement and other employees to 

ensure quality dietary service. 

More than 10% of the dietiti s did not provide information on absence and 

turnover rates. Perhaps they had no ccess to all employee records. or, as a few of them 

indicated, they did not understand ho to calculate the rates. It is suggested that a 
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formula should be provided in the fu ure research, so that the respondents can figure out 

the absence I turnover rates more eas ly and accurately . 

. The study also asked the dietitians 

about the average distance that their mployees travel to work. A majority of them 

(N=133, 58%) indicated that the dist ce traveled was between 1 to 10 miles, while one­

third (N=68) estimated 11 to 20 mile . Only 3% (N=7) indicated that their employees 

had to travel 25 to 50 miles to thew rkplace. 

Reasons for Absence sed by the Respondents' Employees 

Usage Frequency and Ranking 

The dietitians were asked to ate the reasons reported by their employees for not 

coming to work using a four-point s ale from 1 (never used) to 4 ( often used). The 

percentages and average scores ofth reasons are presented in Table V. According to 

96% of the dietitians, personal illnes was the reason most commonly used by their 

employees, followed by family/frien illness (75%) and doctor's/dental appointments 

(63%). Almost half of the responde ts said that their employees were absent due to 

transportation problem (46%) and a ending funerals (45%), while 20% to 30% of the 

foodservice directors indicated that r asons given were misread time sheet (29%), family 

activity/reunion (29% ), jury duty (2 % ), and bad weather (23% ). In other situations, the 
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TABLEV 

THE PERCENTAGES AN SCORES OF REASONS FOR ABSENCE 
USED BY THE SPONDENTS' EMPLOYEES 

Absence Reasons Percentage Score 

Personal illness (major, min r) 95.6 3.80 

Family/friends illness 75.1 3.00 

Doctor's/dental appointment 62.7 2.76 

Transportation problem 46.4 2.40 

Funeral 45.5 2.46 

Misread time sheet 29.1 2.10 

Family activity/reunion 28.7 1.96 

Jury duty 24.1 2.15 

Bad weather 22.5 1.94 

Repair work at home 17.6 1.81 

Parent/teacher conference 15.5 1.77 

Emotional problems 13.3 1.66 

Physical fatigue 8.7 1.51 

Too little time off 6.9 2.50 

Job stress 6.4 1.42 

Overworked 6.4 1.40 

Frustrated with work 5.1 1.34 

Hangover 5.0 1.38 

Just doesn't want to work 4.7 1.29 

Unhappy with coworkers 3.2 1.39 

Mental health day 2.8 1.23 

Unhappy with supervisor 2.3 1.31 

*1 = never used, 2 = seldom use , 3 = sometimes used, and 4 = often used 
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employees were not able to work be use ofrepair work at home (18%), attending 

parent/teacher conference (16%), an emotional problems (13%). Less than 10% of the 

dietitians said that absenteeism was aused by workers' physical fatigue, too little time 

off, job stress, overworked, work fru tration, hangover, just doesn't want to work, 

unhappiness with supervisor or co-w rkers, and mental health day. 

The study results found poor ealth to be a primary cause of absenteeism in the 

foodservice department. Data on ab ences due to personal or family illness are unreliable 

because much illness are self-reporte and self-diagnosed. Dilts, et al. (1985) and Johns 

(1987a, 1987b) explained that peopl tend to justify behavior that may be viewed 

negatively by others, such as absente ism, in terms of factors beyond their control. And 

since sickness is a culturally accepte reason for staying home, one that is largely beyond 

a person's control, it is reasonable fo people to explain their absence in medical terms. 

Thus, it is even possible that, using ealth-related reasons, foodservice employees could 

escape from the unpleasant job-relat d environment, such as too little time off, 

overworked, or unhappiness with su · ervisor or co-workers. 

Perhaps, the finding of anoth r study could offer more insight to explain why the 

job-related reasons have been underr ported by foodservice employees. Digh and Dowdy 

(1994) listed 54 management tasks o four management groups and investigated clinical 

dietitians' involvement in completin these tasks. The group of personnel management 

included 11 tasks. Most dietitians o the positions of management and clinical completed 

employee evaluation, trainings, appl · cation screening, and employment interviews. A 

very limited number of dietitians de lt with collective bargaining, employee exit 



interview, and employee grievance. his circumstance which leads to the employee's 

frustration in maintaining a respectab e and happy relationship with the supervisor, in 

Alderfer' s ERG theory, may cause hi er to redirect efforts toward escaping from the 
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situation using other excuses due to e fear oflosing the job or making bad image in the 

supervisor's impression. 

Incentives Perceived by the R spondents to Reduce Employee Absenteeism 

Currently U sin~ 

The incentives that managem nt dietitians were currently using were rank-ordered 

in Table VI. The top 10 most used i centives were: fair treatment, on-the-job training, 

preventive health programs, continui g education, eliminate work hazards, job rotation, 

job redesign, tuition break, flexible ork schedule; and workgroups. Management 

dietitians have found these incentive to effectively control absenteeism in the past, hence 

they are still providing them to foods rvice employees. 

To boost employee motivatio , a number offoodservice directors provided 

personal counselor, public transporta ion, salary raise, free meals, non-monetary 

compensation for no absence, job sh ring, self-management training, and cultural 

socialization. The respondents also s ecified other incentives and non-monetary 

compensations implemented in their acilities (Appendix F and G). 



Currently Using 

Fair treatment 
On-the-job training 
Preventive health program 

Continuing education 
Eliminate work hazards 
Job rotation 

Job redesign 
Tuition break 
Flexible work schedule 
Workgroups 

TABLE VI 

A COMPARISON (IN%) OF INCENTIVES THAT MANAGEMENT DIETITIANS 
WERE CURRENTLY USING, FOUND HELPFUL IN THE PAST, AND WOULD 

LIKE TO IMPLEMENT TO REDUCE EMPLOYEE ABSENTEEISM 

Dietitians' Perceptions (N=238) Towards Incentives 

% Found Helpful in the Past % Would like to Implement 

99.0 Fair treatment 89.8 Child care center 
93.7 On-the-job training 82.4 Workgroups 
91.0 Preventive health programs 76.6 Monetary compensation 

for no absence 
89.0 Continuing education 74.4 Bonus or gamsharmg 
85.1 Eliminate work hazards 74.4 Self-management training 
78.9 Job rotation 69.1 Non-monetary compensation 

for no absence 
73.9 Job redesign 66.4 Job redesign 
66.7 Flexible work schedule 53.1 Job sharing 
65.3 Tuition break 50.8 Ombudsman/Personal counselor 
59.7 Ombudsman/Personal counselor 50.8 Eliminate work hazards 

Ombudsman/Personal counselor 53.8 Workgroups 50.4 Elderly care center 
Public transportation 49.7 Public transportation 48.1 Salary raise 
Salary raise 44.6 Salary raise 40.4 Job rotation 
Free meals 42.4 Non-monetary compensation Continuing education 

for no absence 38.2 
Non-monetary compensation Job sharing 36.6 Preventive health programs 

for no absence 40.9 

* Percentages were based on the number of dietitians answering "YES" under each of the three columns. 

% 

52.1 
49.6 

49.3 
49.0 
48.2 

45.3 
41.0 
40.3 
33.9 
33.0 
31.5 
28.6 
26.3 
25.7 

25.2 

_. 
0 
00 



Currently Using 

Job sharing 
Self-management training 
Cultural socialization 
Monetary compensation 

for no absence 

% 

40.0 
30.5 
28.6 

28.3 

TABLE VI (Continued) 

Dietitians' Perceptions 

Found Helpful in the Past 

Free meals 
Cultural socialization 
Monetary compensation for no absence 
Self-management training 

% 

35.2 
31.7 
28.4 
26.2 

Would like to Implement 

Flexible work schedule 
Cultural socialization 
Fair treatment 
Tuition break 

% 

24.6 
23.8 
22.6 
20.7 

Bonus/Gainsharing 24. 7 Bonus or gainsharing 24.4 Free meals 19 .4 
Child care center 2 I.7 Child care center 20.4 Public transportation 16.5 
Group betting pool 19 .0 Group betting pool 20.2 On-the-job training 16.3 
Elderly care center 4.0 Elderly care center 5.0 Group betting pool 11.2 

* Percentages were based on the number of dietitians answering "YES" under each of the three columns. 

...... 
0 

'° 
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Very few management dietiti s were using monetary compensation, bonus or 

gainsharing, child care service, grou1 betting pool, or elderly care center when the study 

was conducted. Some dietitians did aomment that a few of the listed incentives were 

impossible in the military structure o the unionized medical center. The incentives of 

monetary compensation or gainshari , g was also controlled by the hospital policies. 

Group betting pool was prohibited b the state law or hospital rules, however, Vassar, 

and Gines's (1985) study found that gaming program offering contingent reward might 

be implemented on a continuing basil in order to reduce absenteeism. 

Job sharing was hardly used hich supported Hoffman's (1993) study. Perhaps, 

on one hand, employees in hospital£ odservice are more interested solely in full-time 

employment or work better alone tha in concert with someone else and would not be 

interested in a job-share situation. 0 the other hand, the initial costs to the director to 

establish a jobshare is higher than th costs for a single employee. Finally, several 

dietitians indicated that child care or elderly care service was provided in the facility to 

everyone; hence, it might be difficul for them to assess its helpfulness or impact in 

preventing employee absenteeism in the foodservice area. 

Found Helpful in the Past 

More than half of the respon i ents identified that 11 of the incentives had an 

impact on controlling absenteeism: fl ir treatment, on-the-job training, preventive health 

programs, continuing education, eli inate work hazards, job rotation, job redesign, 



flexible work schedule, tuition break ombudsman, and workgroups (Table VI). These 

findings are consistent with a numbe of industrial studies discussed in the literature 

review. The first 7 incentives were r ed in the same order as listed in the "currently 

using" column. 
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Fair treatment is regarded as part of supervisory style that is responsive to 

worker needs (Munchinsky, 1977), d it is the number-one helpful incentive in reducing 

absenteeism in the present study. T is finding is also supported by a number of earlier 

studies. Kunze and Branner (1944) d Noland (1945) stated that the foreman was 

instrumental in reducing absenteeis by exercising fair treatment in dealing with all 

employees. In other words, absente ism increases when employees perceive their 

supervisors as frequently inequitable and domineering, overbearing, and abusive with the 

managerial power (Gerstenfeld, 196 ; and May, 1984). Receiving sufficient and 

equitable treatment to meet expectat ons represents a significant factor in the employee's 

decision to contribute his/her best to ard the primary goals of the organization (Telly, 

French, and Scott, 1971). 

Preventive health programs as also an effective method to improve health­

related behaviors of foodservice per onnel (Table VI). This result is consistent with the 

findings of Berry, Danish, Rinke, an Smicklas-Wright (1989). The institution 

sponsoring the wellness program ga·ns workers who are more positive in their attempts at 

self-renewal, which can spill over in o positive attitudes about the work-site. In addition, 

the result also supports Haschke' s ( 1983) prediction that employers expect their 

investments in health promotion pro rams to reduce absenteeism and turnover, to 



improve morale and productivity, an to bring savings in insurance costs. Hospital 

employee who joined the on-site wel ness program reported an increase in motivation, 

job involvement, and positive attitud towards the workplace (Miller, and Edelstein, 

1990). 
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Seven of the top 10 helpful i centives were job-related improvement: on-the-job 

training, continuing education, elimi ate work hazards, job rotation, job redesign, flexible 

work schedule, and workgroup build ng. Gordon (1992) pointed out that education and 

training have a vital impact on thee ployee performance and productivity, and the future 

success of the foodservice industry. oneff, McGeachy, Davison, McCargar, and Therien 

(1994) further suggested that, for as gnificant result, a training workshop should be 

accompanied with a manual and foll w-up, and offered when there is a change of 

manager or staff and at regular sche led intervals. 

The study result that the imp ovements of job safety and job content contributed 

to absenteeism control is supported y other studies in Munchinsky's (1977) review. In 

the review, absenteeism was found p sitively related with the degree of task 

repetitiveness, and negatively associ ted with the amount of autonomy, responsibility, 

task identity, and one's own pace of ork. Taylor (1981) found that the job design of 

non-supervisory positions in the foo service department would lead to job dissatisfaction 

and organizational withdrawal. Sne d and Herman (1990) suggested that in designing 

and redesigning jobs, the foodservic director should consider job variety and feedback 

which are the two job characteristics most related to job satisfaction and organizational 

commitment. 



Management dietitians in this tudy stated that flexible work schedule and 

workgroups were helpful on reducing employee absenteeism. As previously noted, 

theorists are consistent that flexible s heduling may affect the motivation to attend, 

possibly through increases in autono y, responsibility,job satisfaction, and 

organizational commitment (Blau, 19 6; Dalton, and Mesch, 1990; and Hackett and 

Guion, 1985). Welch and Gordon ( 1 80) specifically suggested that the decline in 

absenteeism was due to the eliminati n of the reason for much of the absenteeism-­

employees were now more able to att nd to their personal business. 
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Workgroups have different n es, such as task force (Moore, and Kovach, 1989), 

self-management teams (Baer, 1986; d Cohen, and Ledford, 1994), Quality Circles 

(QC) (Elizur, 1990), and workplace t ams (Textile/Clothing Technology Corp. [TC]2 

Manufacturing Team, 1995). These s dies suggested that workgroup building might 

have an indirect impact on absenteeis control. Building a workgroup involves the 

processes of participative manageme t, group decision;making, and better solutions on 

improving quality, productivity, and uality of work life. Moore and Kovach (1989) 

indicated that a task force is highly s ctured through strong group cohesiveness, thereby 

enhancing efficiency and minimizing the frustrations of each participant. Effective tean1 

development can result in employees aking control of their jobs and sharing 

responsibilities for a successful outco e without constant direction (Baer, 1986; Elizur, 

1990; and [TC]2 Manufacturing Tea , 1995), and enhance job satisfaction through job 

enrichment, job growth. Some studie reported, however, the implementation of self-
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management teams does not signific tly decrease absence behavior (Cordery, Mueller, 

and Smith, 1991; and Cohen and Le ford, 1994 ). 

Would Like to Implement 

The incentives which have n t been widely used in the foodservice facilities but 

which management dietitians would like to implement on reducing employee 

absenteeism were child care center, orkgroups, monetary and non-monetary 

compensations, bonus or gainsharin , and self-management training (Table VI). It is 

possible that, on one hand, the mana ement dietitian has noticed the increasing demand 

of caring for dependents in the dem lgraphic change of their workforce. On the other 

hand, the hospital administration ma be gradually expanding the job autonomy and 

flexibility of the management dietiti to utilize the financial source in his/her own 

department. In addition, the foodse ice director pays more attention on team-building 

with self-management training. Sel -management permits employee self-regul~tion or 

self-control over changing condition facing the group (Cohen, and Ledford, 1994). It is 

conceivable that the director should oach the team with a continuing self appraisal on the 

part of each member, as the health care can no longer remain autocratic and solve the 

problems ofa system that is becomi r g increasing! y competitive (Bennett, 1983; and 

Moore, 1985). 
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S atistical Analysis 

Testing ofH1_;_ 

H 1 - There will be no signific t association between the absenteeism rate and the . 

selected demographic variables of fo dservice employees in the health care systems: 

gender, marital status, with preschoo children at home, with elderly families at home, 

ethnic background, and age range. 

Absenteeism Rate b Employees Demographic Variables 

Chi-square analyses indicate that the employee absenteeism rate was 

significantly (p.::;0.05, Table VII) ass ciated with the percentages of males, and Blacks, 

and Whites employed in the· foodse ice department. Absenteeism rate was associated 

with an increasing percentage of mal workers. When there were less than 50% male 

employees in the department, the abs nteeism rate was as low as 5% or less. As the 

number of male employees increased to 50% and more, the absenteeism rate rose to 

6-10% and over. This finding is not ongruent with many reports in the literature 

focusing on the relationship of gende to absenteeism (e.g. Hackett and Guion, 1985; 

Porwoll, 1980; Schenet, 1945), but as supported by Hedge's (1973), McClellan (1990), 

and Wharton and Baron's (1987) stu ies. 

The rate of absenteeism for men was usually higher than for men due to the 

differences in social roles females an males play. Hedges (1973) postulated that this 

aggregate rate difference could be ex lained in part by job factors which are frequently 
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associated with gender. For example the lower paying and less skilled jobs in which 

women are more likely to be employ d are associated with higher rates of absenteeism. 

Hedges contended that as employme t conditions and cultural roles of men and women 

became more similar, their patterns o absenteeism will be similar as well. Hedges 

(1973) found that whenjob level was held constant, the gender differences in absenteeism 

rates narrowed. 

TABLE VII 

CHI-SQUARE DETERM ATIONS INDICATING ASSOCIATIONS 
BETWEEN MONT' LY ABSENTEEISM RATE AND 

EMPLOYEES' ENDER* AND ETHNICITY* 

· Emplo;,\-ees' Gender 
Monthly Absenteeism Rate ale 

df 
x­
p 

*Only listed the variables at p.::;0.05 

4 
11.93 
0.018 

Employees' Ethnicity 
Black White 

6 
15.24 
0.018 

6 
12.80 
0.046 

McClellan (1990) examined , e differences believed to be related to absenteeism 

behavior in a research setting where en and women held jobs at the same pay levels. 

The study confirmed that women tak a significantly higher number of days off than men 

but that the actual number of occurre ces of women's absenteeism is not significantly 

greater. When asked to give the reas n for their most recent absences, women were more 

likely to report a major illness, and a ick child than men. Men, however, are more likely 
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to be absent because of childcare pro lems, and for sporting or other leisure activities. 

As a matter of fact, role conflict, n ber of dependents and job involvement are 

important factors in explaining level1of absenteeism for both men and women. 

Wharton and Baron's (1987) tudy investigated the effect of occupational gender 

desegregation and found an impact o increasing diversity on the majority. Men in mixed 

work settings reported significantly 1 wer job-related satisfaction and self-esteem and 

more job-related depression than me in either male- or female-dominated work settings. 

This evidence can explain the higher absenteeism among male employees, as an 

increasing number of diverse labor £ rce is hired in the foodservice department. 

The present study also found hat the increasing number of Black employees 

working in the foodservice departme twas related to a growing absenteeism rate (Table 

VII). As the percentage of Black wo kers increased, there was a significant (p=0.018) 

increase in the absenteeism rate. Th reverse is true when there were more Whites in the 

work place, the absenteeism rate dee eased (Table VII). These results are contrary to the 

research conducted by Zwerling and ilver (1992), who examined the racial differential 

in job dismissals in a federal gove ent workplace. Black postal employees were less 

likely to be irt high absenteeism cate ories than White employees, however, absenteeism 

did not appear to account for Black's greater likelihood of being fired. 

Based on the above analysis, he researcher rejected null hypothesis H 1 in part. 

When considering the impact of othe demographic variables, such as, dependents at 

home, age range and other races of e, ployees, the researcher failed to reject null 

hypothesis H1. 
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Testing ofH2• 

H2 - There will be no signific t association between the absenteeism rate and the 

selected institutional variables of foo service employees in the health care systems: 

employment status, and average dist ce traveled to facility. 

Absenteeism Rate b I Employees' Institutional Variables 

No significantassociations w ,re found between monthly absenteeism rate and the 

part-time or full-time status of the fo dserivce employees, and the distance they travel 

from home to the work place. The re earcher, therefore, failed to reject the null 

hypothesis H2. 

Testing H1;. 

H3 - There will be no signific t association between the 1994 turnover rate and 

the selected demographic variables o foodservice employees in the health care systems. 

1994 Turnover Rate b Employees Demographic Variables 

The 1994 turnover rate of the ospital foodserivce departments was found 

significantly associated with employ es' marital status, having preschool children at 

home, and age range (Table VIII). T e results showed that, as the percentage of 

foodservice workers who were single having youngsters at home, and at the age under 20 

or above 60 increased, the turnover r te also increased. The researcher, therefore, 
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rejected the null hypothesis H3 in p . There were no significant associations between 

other variables of employees demogr phic background with turnover rate, such as gender, 

with elderly at home, and ethnicity, s the researcher failed to reject the null hypothesis 

H3 in part. 

Obviously, people who are no married and able to support his/her own life style 

have higher mobility (and less stabili ). When the job cannot fulfill his/her needs or 

career plans, the individual will easil leave the workplace and find a better one in 

another place if there was no other f: ily responsibility other than self. Perhaps, on one 

hand, these employees are very youn who have not had children yet, or older, whose 

children have grown up and left horn , and they may also be satisfied on their current 

jobs. On the other hand, individuals ho are single are also mobile and can raise the 

turnover rates. 

TABLE VIII 

CHI-SQUARE DETERMINATIO S INDICATING ASSOCIATIONS BETWEEN 
1994 TURNOVER RATE D EMPLOYEES' MARITAL STATUS*, 

HAVING DEPENDE TAT HOME*, AND AGE RANGE* 

1994 Turnover 

df 
x­
p 

Marital Status 
Single 

6 
16.91 
0.010 

*Only listed the variables at pS0.05 

De endent At Home 
Preschool Children 

6 
19.21 
0.004 

9 6 
22.47 15.81 
0.007 0.015 
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· Employees under 20 may als lack career vision and stability. They only need to 

work for a period of time to earn for heir tuition, or to obtain some work experiences. It 

is easy for them to leave a job when ey think they have learned enough or the job is too 

hard or not challenging enough. The also choose to leave the job when they are 

confronted with problems of interper onal relationships, or varying schedules. 

Older workers are the popula ion who will soon retire, and may decide to quit 

earlier and enjoy his/her life. They ay also tend to have more disability on the job, or 

become severely ill and unable to wo k. These are all possible reasons to explain that the 

presence of older workers is related t a higher turnover rate among employees. 

Testing ofH~: 

H4 - There will be no significi t association between the turnover rate and the 

selected institutional variables of foo, service employees in the health care systems, 

1994 Turnover Rate y Employees' Institutional Variables 

One of the employee's instit ional variables, the travel distance to facility, was 

found to be significantly related (p.::; .05) to the turnover rate in the foodservice 

department in the past year (Table I ). Therefore, the researcher rejected the null 

hypothesis H. in part. When conside~ng the other employee's institutional variable of 

employment status, however, the res, archer failed to reject H4• 



TABLE IX 

CHI-SQUARE DETERM TIONS INDICATING ASSOCIATIONS 
BETWEEN THE 19 4 TURNOVER RA TE AND THE 

DISTANCE T VELED TO THE FACILITY 

1994 Turnover Rate 

df 
x­
p 

Travel Distance to Facility 

6 
12.90 

0.045 

Based on the result reported i the Chi-square cross-table (Appendix H), long 

distance traveled (2:20 miles) was fo d associated with zero turnover rate. The rate, 

however, increased as employees tra eled less than 20 miles to work. One explanation 

may be that employees driving more han 20 miles to work are those living in the rural 

areas or in the suburbs. It is more di 1cult for them to find and change to another job 
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opportunity because of where they li 
1

e, or because of availability of public transportation, 

hence, they may stay on the currentj bs. Another explanation was offered by Taylor and 

Pocock (1972) that employees who c mmute a long distance are paid more and are more 

committed to their jobs. They conchided a positive association between commuting and 

absenteeism for number of absence sJells, but not length of absences. 



Testing of H5~ 

H5 - There will be no significcj.Ilt association between the selected demographic 

variables offoodservice employees 1d the perceived reasons ofabsence: personal 

illness, family/friends illness, job str
11

ss, funeral, physical fatigue, emotional problems. 

frustrated with work, too little time off, jury duty, doctor' sf dental appointment, mental 

health day, bad weather, unhappy wii supervisor, overworked, parent/teacher 

conference, misread time sheet, hangLer, unhappy with co-workers, transportation 

problem, family activity/reunion, repLr work at home, and just doesn't want to work 

I 
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Employees Demograpf ic Variables by Reasons for Absence 

Table X showed the associati ; ns between employees' demographic and 

institutional variables and the reasons for not coming to work. The study results 

indicated that there were significant tsociations (p,s0.05) between all reasons for absence 

and employees' demographic variablr except gender: marital status, having dependents 

at home, ethnicity, and age range. Tl us, the researcher rejected the null hypothesis H5 



TABLEX 

1,,, ... 
_.:, 

THE ASSOCIATIONS* BETWEE 'THE DEMOGRAPHIC AND INSTITUTIONAL 
VARIABLES OF FOO SERIVCE EMPLOYEES AND THEIR 

REAS NS FOR ABSENCE 

Employees' Variables 
Demographic Variables 

Marital Status: 
Single Employees 

Dependents At Home: 

Employees with preschool 
children at home 

Employees with elderly 
at home 

Ethnicity**: 

Black Employees 

_____ White Employees _____ _ 

Hispanic Employees 

* Only listed those at p,:S0.05 

Absence Reasons p 

Personal illness 0.020 

Jury duty 0.001 
Parent/Teacher conference 0.003 
Transportation problem 0.000 

____ Family activity/reunion --------~~~--
Funeral 0.015 
Emotional problems 
Frustrated with work 
Too little time off 
Doctor's/Dental appts. 
Unhappy with supervisor 
Overworked 

0.003 
0.001 
0.018 
0.010 
0.000 
0.001 

Parent/Teacher conference 0.011 
Hangover 0.007 
Unhappy with co-workers 0.001 
Repair work at home 0.016 

Overworked 
Transportation problem 
Family activity/reunion 

0.020 
0.012 
0.001 ---------------------------------Transportation problem*** 0.019 ------------------------------·--

Personal illness 0.045 
Emotional problem 0.029 
Frustrated with work 0.012 
Bad weather 0.000 
Unhappy with supervisor 0.002 

** There was no significant association be een "Asian" and all the absence reasons. 
*** The cross-table of Chi-square analysis s owed a negative association between these two variables. 
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T LE X ( continued) 

Employees' Variables 
Ethnicity**: 

Native American Employees 

Demographic Variables 
Age Range: 

Absence Reasons 

Bad weather 
Hangover 

p 

0.014 
0.008 

Hangover 0.001 
Younger than 20 years old Job stress 0.026 

Emotional problem 0.005 
----------------------- ---------------------------------
-----~~~~':!~:.e_E._2J.:_~_Y!~~~~ ____ Emotional problems __________ (2:2(!_5 __ 

Older than 60 years old 

-------------- r-------Institutional Variable 
Distance to Workplace 

* Only listed those at p::;0.05 

Funeral 
Emotional problems 

. Family activity/reunion 
Repair work at home 

Transportation problem 
Bad weather 
Family activity/reunion 

** There was no significant association be een "Asian" and all the absence reasons. 

0.013 
0.015 
0.034 
0.010 

0.004 
0.008 
0.022 

*** The cross-table of Chi-square analysis howed a negative association between these two variables. 
# There was no significant association be een "employment status" and all the absence reasons. 



The marital status (being sin e) and Hispanic backgrounds of the employees 

were found to be significantly associtted with personal illness. The cross-table 

(Appendix H) showed that when the µumber of single Hispanic employees increased, 
I 

personal illness as a reason for abseni e was used more frequently. 
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serving in the jury. These employee)· sometimes had to, without a doubt, be excused for 

attending parent/ teacher conference . or arranging family activity/reunion. Moreover, 

transportation was another problem lusing their absences once in a while. As McClellan 

(1990) mentioned, when the car bro e down and the children did not have a ride to the 

day care center, the parent-employeeimight need to call in absent and stay at home with 

their young children. Providing pub ic transportation and an on-site child care center 

could eliminate this problem. 

Having elderly relatives at h me was a variable associated with most of the 

reasons for absence. The absence of!this group of employees include: funeral, emotional 

problems, doctor's or dental appoint I ents, hangover, and repair work at home. Job­

related factors, however, such as wot frustration. , too little time off, overworked, 

unhappy relationships with supervisr or co-workers, and some emotional problems on 

the job, also made these employees t, take more time off. 
i 
I 

Ethnicity was another variabl1e found significantly associated (p.:S0.05) with many 

reasons for absence. It is noticeable , hat, as the percentage of Whites increased in the 

work place, the absenteeism caused 'y transportation problem significantly decreased. 

This situation was reverse where the e were more Blacks employed in the dietary 



department. Black employees also f: iled to show up because off eeling overworked or 

attending a family activity. 
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Hispanic and Native Americ employees used different reasons for being absent. 

Personal illness and emotional probl ms at the personal level caused Hispanic employees 

to be absent from work once in a whi e. In addition, when Hispanics felt frustrated with 

work or have conflicts with the supe isor, they tended to take a break from the scheduled 

work to relieve their anxieties and strations. Moreover, both of these minority groups 

tended to be absent during bad wea r conditions. This may, however, be related to 

transportation availability and where ey actually live. 

Finally, the foodservice direc ,or perceived that Native American workers had 

more absenteeism due to hangover. hese findings were consistent with Baker and 

Pocock's (1982) conclusion that Cau asians report the fewest number of absences, while 

Asians and West Indians report the g eatest. Baker and Pocock, however, did not identify 

the causes for absences among these iversed workforce. 

When employees were confr nted with emotional problems, they tended not to 

come to work. It is significant that t is situation happened in the facility which had 

workers at different age level, except those who were between 41 to 60 years. Young 

employees (under 20 years old) also xperienced job stress and alcohol abuse which 

caused them not to work on time. T e absenteeism caused by hangover became more 

severe when more young workers w re hired in the department. 

The mechanism by which or anizational and job characteristics may affect 

alcohol misuse and attitudes toward lcohol by employees is through their contribution to 
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feelings of self-estrangement and po erlessness (Levy, Reichman, and Herrington, 1979; 

Markowitz, 1987). The younger em loyee, in the present study, is more likely still a 

student and working part-time as ad etary aid. Presumably, he/she works with a lack of 

sense of personal fulfillment, or bore om on the job which does not hold intrinsic value 

for him/her. Or, he/she perceives a eficiency in the amount of control over the job. 

These organizational and job aspects facilitate the onset or continuance of an alcohol 

problem for younger employees. 

Testin~ ofH~ 

H6 - There will be no signific t association between the selected institutional 

variables of foodservice employees d the perceived reasons of absence. 

Employees' lnstitutio al Variables By Reasons for Absence 

Distance to the workplace w significantly associated (p.::::;0.05) with three of the 

reasons for absence: transportation p oblem, bad weather, and family activity/reunion 

(Table X). Thus, the researcher reje ted the null hypothesis H6 in part. There was no 

significant evidence to support that e status of employment was related to any of the 

reasons for absence, therefore, the re earch failed to reject H6 in part. 

Employees who traveled less than 20 miles to work used these three 

aforementioned reasons for being ab ent much more than those who traveled 25 or 30 

miles. The data analysis indicated t at bad weather, such as heavy snow or flooding, 

usually caused those who lived near he facility to be unable to take local roads to work. 
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Transportation problem, on one hand could also be the car's breaking down because of 

severe weather conditions. On the o er hand, it is possible that the employee who has to 

travel a long way missed the bus and lost work for a few hours or half a day. Fewer 

employees who traveled 10 or less m les were absent from work because of family 

activities. Probably, they could easil leave and get back to work after the activity 

because they lived close to the hospi s. 

This finding is supported by sambert-Jamati's (1962) research which indicated 

that there might be an interaction be een distance to work and gender. Isambert-Jamati 

(1962) found a positive relationship . etween distance to work and absenteeism rates for 

women but not for men. It was theo ized that women who drive long distances to work 

were more likely to be absent becaus of fatigue associated with a full work day, child 

care and home responsibilities and t long commute. Furthermore, when car problems 

do occur, women may be more likel to sacrifice work attendance than their husbands. 

Finally, women who are single head of household are likely to have less disposable 

income than men and may not be abl to afford the same quality of transportation as men 

could. 
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H7 - There will be no signific t association between the perceived reasons for 

absence and the selected demograp · c variables of management dietitians in health care 

systems: age, highest degree attaine , major, and route to ADA full membership/ 

registration. 

Dietitians Demographic V · ables by Employees Reasons for Absence 

Young and middle-age dietiti s had more employees call in sick than did those 

above 60 years old, while older dieti ian's employees were absent for funerals more often. 

Young dietitians also experienced ti e lost for production because of employee absence 

due to bad weather. 

Dietitians with management r administration background identified job stress as 

a reason for absence while those wi other backgrounds did not (Table XI). Therefore, 

the researcher rejected the null hypo esis H7• No significant associations were found 

among the dietitian's highest educati nal degree and route to ADA full membership, and 

the employee's reasons for absence, ence, the researcher failed to reject H7 in part. 

The researcher was not expe ting this result. Studies conducted by Yates, 

Shaklin, and Gorman (1987) showe that health care administrators rated most of the 

personnel management competencie as very important to foodservice directors. The 

researcher expected that dietitians w th management or administration background should 

explore a significant amount of job-r lated absence reasons more than those without 

management background. The reaso could be that a half of the study s_ample have been 



TABLE XI 

THE ASSOCIATIONS* BET 
AND INSTITUTION 

REAS 

EN THE DIETITIANS' DEMOGRAPHIC 
VARIABLES AND EMPLOYEES' 

Dietitians' Variables 

Demographic Variables** 
Age 

Major 

. . *** Institutional Variables 
Job title 

Number of years in 
current position 

Size of facility 

Number of employees 
under supervision 

*Only listed those at p<0.05 

NS FOR ABSENCE 

Emplo ees Absenteeism Reasons 

Person 1 illness (major, minor) 
Funera 
Bad w ather 

Job str ss 

Funera 

Jury d ty 
Repair work at home 

Emoti nal problem 
Misrea time sheet 

Job stress 
Emotional problem 
Frustrated with work 
Jury duty 
Mental health day 
Unhappy with co-workers 
Hangover 
Misread time sheet 
Parental/teacher conference 
Overworked 
Unhappy with supervisor 
Family activity/reunion 
Repair work at home 

p 

0.003 
0.002 
0.035 

0.004 

0.000 

0.011 
0.025 

0.020 
0.000 

0.006 
0.000 
0.000 
0.025 
0.008 
0.004 
0.003 
0.002 
0.000 
0.001 
0.001 
0.013 
0.003 

**There was no significant association be een dietitians' gender, highest degree attained, and route to 
ADA membership and employees' absenteei m reasons. 
***There was no significant association be een dietitians' number of years employed in the dietetic 
profession and location of facility, and empl yees' absenteeism reasons. 
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trained primarily in undergraduate ge eralist programs which emphasized more on the 

foundations and applications of nutrit on, and gave much less concentration on the 

various facets of management (Fruin, 1983). 

Testin~ ofH8: 
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H8 - There will be no signific t association between the perceived reasons for 

absence and the selected institutional ariables of management dietitians in health care 

systems: job title, number of years e ployed in the dietetic profession, number of years 

in current position, size of facility, lo ation of facility, and number of employees under 

supervision. 

Dietitians Institutional Var ables by Employees Reasons for Absence 

The researcher rejected null h pothesis H8 because the results indicated that 

dietitians' institutional factors were si nificantly associated (p.S0.05) with perceived 

employees' reasons for absence. The respondents whose positions were in upper-level 

and lower-level management, and cli ical area reported that their employees tended to 

take the day off for funerals. Those ith more than 11 years in their current jobs had 

employees who, occasionally, would erve the jury or stay at home for repair work. The 

respondents also reported that, worki g in a mid-sized facility, they usually have 

employees who are absent because o emotional problems or misreading the time sheet. 

The results also showed that whether he respondents supervised a large or small group of 
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employees had a significant impact o most of the reasons which employees used for 

absence (Table XI). 

Interestingly, all the cross-tab es (Appendix H) which showed a statistical 

significance (p.::;0.05) revealed that, a the size of the work group increased, the dietitians 

perceived a more varied reason for a sence. Personnel employed in large institutions 

tended to be absent due to most ofth job"'.related and organizational reasons, rather than 

personal ones. Porter and Steers (19 3) offered the following explanation: "For example, 

increase in size could result in lower , roup cohesiveness, higher task specialization, and 

poorer communications. Such result could make it more difficult to fulfill one's 

expectations, resulting in increased d ssatisfaction that would lead to increased tendencies 

to withdraw. We would expect such explanation to be more applicable to blue-collar 
' •. 

than to white-collar employees since, on . the whole, white-collar employees have more 

autonomy in their jobs and are usuall in a better position to discover alternative avenues 

to intrinsic rewards" (p. 159). 

Testing of H2: 

H9 - There will be no signific t association between the selected demographic 

variables of foodservice employees d the incentives: flexible work schedule, free 

meals, child care center, elderly care enter, non-monetary compensation for no absence, 

salary raise, monetary compensation or no absence, job sharing, on-the-job training, 

tuition break, availability of public tr nsportation, self-management training, job rotation, 



ombudsman/personal counselor, prev ntive health programs, bonus/gainsharing, 

eliminate work hazards, continuing e ucation, job redesign, fair treatment, cultural 

socialization, group betting pool, and workgroups which the respondents were either: 

a) currently using, b) found helpful i the past, or c) would like to implement. 

Employees' Demogra · c Variables by Perceived Incentives 
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The Chi-square analysis indic ted a significant association (p.:;S0.05) between most 

of the 23 incentives that were current y being used to motivate employees to work with 

different demographic variables of e ployees in the foodservice department. A few of 

the incentives listed in the study wer found helpful in minimizing employee 

absenteeism, hence, the respondents xpressed that they would like to implement others 

which have not been widely used in t eir workplaces (Table XII). Thus, the researcher 

rejected the null hypothesis H9. 

Management dietitians indica ed that for single employees, incentives which were 

more effective included flextime, mo etary rewards, preventive health programs and 

continuing education, and rotating th ir jobs. They would like to implement public 

transportation if available. The surv y results also proved that personal counselor and 

tuition break were helpful in increasi g single employees' attendance. Perhaps, this 

group of individuals need more time, financial source, and advice to plan and fulfill their 

lives and careers. 



TABLE XII 

THE ASSOCIATIONS* ETWEEN THE DEMOGRAPHIC AND 
INSTITUTIONAL VARIABLES OF FOODSERVICE 

EMPLOYEES D PERCEIVED INCENTIVES 

Employees' 
Variables 

Demographic Variables 
Gender: 

Percei~ed 
Incenti es 

p** 

cu*** FHP0
• 

Male Available pub !ic transportation O. 006 0.014 

Marital Status: 
Single Flexible work schedule 

Monetary co ensation 
Job rotation 
Preventive he 1th programs 
Continuing ed cation 
Tuition break 
Ombudsman/ ersonal 
counselor 
Available pub ic transportation 

0.001 
0.034 
0.004 
0.001 
0.035 
0.044 

Dependents At Home: 
With preschool Bonus/gainsh. mg 0.007 
children at home Fair treatment 

Tuition break 

With elderly 
at home 

Child daycare enter 0.035 
Non-monetary compensation 0.026 
Available pubic transportation 0.011 
Cultural socia ization 0.020 
Preventive he Ith programs 
Continuing ed cation 

0.008 

0.039 

0.003 

0.013 
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0.009 

0.038 

0.004 
0.047 



TA LE XII ( continued) 

Employees' 
Variables 

Ethnicity: 

Perceived 
Incentives cu*** 

Black 
employees 

Non-monet compensation 0.027 
Job sharing 0.043 
Available pubic transportation 0.000 

Hispanic 
employees 

Available pub ic transportation 
Bonus/gainsh ·ng 
Continuing ed cation 
Fair treatment 

White Non-monetary compe sation 
employees On-the-job training 

Available public tran ortation 
Self-management trai mg 
Bonus/ gainsharing 

Asian On-the-job training 
employees Available public tran ortation 

Preventive health pro rams 
Fair treatment 
Tuition break 
Continuing education 
Eliminate work hazar s 

Native American Monetary co 
employees Free meals 

Age Range: 
Younger than 20 
years old 

Free meals 
Preventive he 1th programs 
Bonus/gainsh ring 

0.018 
0.024 
0.000 
0.018 
0.031 

0.020 
0.001 
0.000 
0.013 

0.048 

p** 

FHP*** 

0.005 

0.044 

0.001 

0.013 

0.002 

0.032 

0.009 
0.028 
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WLi*** 

0.003 

0.017 
0.023 
0.031 

0.020 

0.023 

0.008 
0.001 
0.020 

0.024 

0.022 



T LE XII ( continued) 

Employees' 
Variables 

Between 21-40 
years old 

Perceived 
Incentives 

Monetary com ensation 
Bonus/gainsh ·ng 
Non-monetary compensation 
Cultural social· zation 

cu*** 

0.026 
0.036 

Between 41-60 
years old 

Available pub ·c transportation 0.025 
Eliminate wor hazards 0.027 

Older than 60 
years old 

Group betting ool 
Workgroups 
Tuition break 

Preventive he th programs 
Flexible work chedule 
Salary raise 

Institutional Variables · 
Employment Status: 
Full-time Preventive he 1th programs 
employees tuition break 

Distance to workplace: 
Non-monetary compensation 
On-the-job tra'ning 
Self-managem nt training 
Continuing edration 

*Only listed those at p < 0.05 
**Those without p values were not significa tly associated. 

0.019 

0.014 

0.041 
0.032 
0.012 

p** 

FHP*** 

0.033 

0.009 
0.021 

0.035 

0.047 

***CU=Currently Using; FHP=Found Help I in the Past; WLI=Would Like to Implement. 
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0.024 
0.031 

0.019 

0.034 

0.000 
0.007 

0.006 
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The management dietitian ad inistered monetary or non-monetary bonus, 

childcare services, public transportaf on, and cultural socialization as incentives for 

employees with dependents at home. A number of research have shown the effectiveness 

and importance of public transportati n and employer-sponsored childcare services in 

decreasing the absences among pare t-employees (e.g. Leigh, 1991; Pines, Skulkao, 

Pollak, Peritz, and Steif, 1985; Taylo and Pocock, 1972; Travnichek, 1990). Fair 

treatment, public transportation, and reventive health programs were found beneficial to 

these employees' regular attendance i the present study. It may be also useful to 

implement tuition break and continui g education for these employees, not only because 

they can receive promotion with adv ced education, for there is also the need for 

retention of skilled staff in hospitals Adolf, 1988; Auerbach, 1988). 

As the workforce diversity inrased, the present study found that foodservice 

managers applied not only bonus/gai · sharing, public transportation, non-monetary 

compensation, and preventive health rograms, but also more techniques to improve job 

characteristics and employees ability such as job sharing, on-the-job training, and self-

management training. Moreover, pu lie transportation, bonus, and monetary rewards 

were found very important to enhanc the job satisfaction for these workers who left their 

previous residence and start making living in a different culture. Finally, besides public 

transportation and bonus/gainsharing the management dietitians also believed that free 

meals and fair treatment, and the eli ination of work hazards for the diverse employees 

were effective incentives to use. Th management dietitian were also more likely to 
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provide flexible time and financial ai to the workers who wish to obtain further 

education for better performance on 

Management dietitians emph sized rewarding incentives ( e.g. free meals, bonus, 

and monetary compensation) for the orkers under 40 years. The dietitians found that 

preventive health programs and bon /gainsharing were also helpful to encourage 

younger people's attendance. Other ietitians would like to provide cultural socialization 

and non-monetary compensation for o absence for personnel between ages 21-40. 

Public transportation and pre entive health programs, as well as eliminating work 

hazards, were chosen by the respond nts as incentives for foodservice workers 40 years 

and older. Different from the young r group, middle-aged and older workers maintained 

regular attendance when the manage ent provided group betting pool or established 

workgroups such as self-directed te s. Moreover, the results indicated that dietitians 

would most likely use other betting es, tuition break, flexible schedules, or salary 

raise to improve the job satisfaction r these employees. 

Testing ofH10: 

H10 - There will be no signifi ant association between the selected institutional 

variables of foodservice employees d the perceived incentives which the respondents 

were either: a) currently using, b) fo nd helpful in the past, or c) would like to 

implement. 



Employees' lnstitutiJal Variables by Perceived Incentives 

The survey results showed th t two of the employees' institutional variables: 

of the incentives which would be useld to reduce absenteeism (Table XII). Again, the 

researcher rejected the null hypothes s H 10. 
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Management dietitians used ti e preventive health program and found it helpful to 

improve the attendance when there ere more full-time employees in the foodservice 

department. The dietitians said they would plan to provide their part-time employees 

with tuition break to encourage stabl attendance. This finding matched the profile 

characteristics of foodservice emplores indicated by R.i Ce-Ratcliff (1990). Part-time 

workers tended to be younger, and h ve less work experience and less tenure on the job, 

I 

and they may be students in school. :Once hired, tuition break becomes the very effective 
I 

incentive to support the academic st dy of young part-timers and enhance their morale 

and productivity. 

The distance that foodservice employees have to travel to work was divided into 

three categories: short (under 10 mil s), middle (11 to 20 miles), and long (more than 20 

miles) distances. The research findi gs showed that dietitians provided on-the-job 

training to those traveling for a short1 distance; self-management training to those 
I 

traveling long distances; and non-m netary compensation for no absence to both groups. 

Continuing education was another e fective incentive for the employees who traveled the 

least number of miles to work. 
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Comparing with the profile c aracteristics of foodservice employees as reported 

by Rice-Ratcliff (1990), employees i the present study who live close to the hospital (8 

miles) are more likely to be part time while those living about 25 miles from the facility 

are full time. Part-time employees s ould have adequate training and more education to 

develop the skills needed in the posit on so that they will grow within the company 

through participation, counseling, an rewards. Full-time employees tend to be older 

(2'.:20 years), have been out of school or a long time with at least a high school education. 

and have more job experiences. The· absenteeism usually is caused by reasons rather 

than illness or hospitalization. Self- anagement training can teach them to improve 

perceived self-efficacy and outcome xpectancies, because they may judge themselves to 

be unable to cope with relevant envir nmental demands. 

Testing of Hu: 

H 11 - There will be no signifi ant association between the selected demographic 

variables of the management dietiti s and the incentives which the respondents were 

either: a) currently using, b) found h lpful in the past, or c) would like to implement in 

the future. 
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Dietitians' Demograp ic Variables by Perceived Incentives 

Except for gender, the results ound that the respondents' demographic variables 

were significantly associated (p:,c;0.05j with some of the perceived incentives (Table 

XIII),therefore, the researcher rejectJ the null hypothesis H 11 . The management 

dietitians, under 60 years of age provted preventive health programs in their facilities. 

This finding is consistent with the opton of the former ADA president, Marilyn 

Haschke (1983). Regardless of their ~ge, employers who pay a major amount of the total 

cost of health care will increase their hemands and use their power to help control health 

care costs. Support of employers for mployee health promotions will continue through 

the increasing numbers of wellness p :ograms inthe workplace. 
! 

The dietitians with bachelor's degrees said that they used free meals to improve 

their employees' job satisfaction andJiwould like to implement non-monetary 

compensation for no absence in the fi: ture. Those with advanced degrees indicated that 

. ~ l d k b "ld" ffi . non-monetary compensation 1or no ao/sence an wor group m mg were e ective 

incentives. 

The management dietitians with the background of the institutional administration 

or business management noticed that bonus and gainsharing were helpful to employee 

attendance. Some of those who majored in food, nutrition, and/or dietetics said that they 

believe that the availability of public [ransportation would reduce employee absenteeism. 

Moreover, the dietitians who joined Je ADA as full members through AP4 or Internship 



TABLE XIII 

THE ASSOCIATIONS* ETWEEN THE DEMOGRAPHIC AND 
INSTITUTIONAL V ~RIABLES OF THE MANAGEMENT 

DIETITIANS AN1 THE PERCEIVED INCENTIVES 

Dietitians' Perceived 
Variables Incentives 

Demographic Variables I 

Age range Preventive he 1th programs 

Highest degree 
attained 

Major 

Route to ADA 
membership or 
registration 

Free meals 
Non-moneta compensation 
Workgroups , 

Bonus/gainsh · ing 
Public transpo ation 

Salary raise 

Institutional Variables 

cu*** 

0.007 

0.044 
0.022 
0.005 

Job title Ombudsman/Rersonal counselor 0.049 
Preventive hellth programs 0.000 

Number of years 
employed in the 
dietetic profession 

Continuing edbcation 0.011 
Job redesign . 0.038 
Group betting ;pool 0.024 
Childcare cen 1er 

Group betting :pool 
Job rotation 
Eliminate wor hazards 

0.020 

p** 

0.022 

0.023 

0.050 
0.024 
0.008 
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WLI°** 

0.048 

0.033 

0.006 

0.012 

0.006 
0.003 



TAB E XIII ( continued) 

Dietitians' 
Variables 

Number of years in 
current position 

Size of facility 

Location of facility 

Perceived 
Incentives 

Job redesign 
Self-managem 
Bonus/gainsh 

Flexible work 
Free meals 
Job sharing 
Continuing ed 
Fair treatment 
Cultural social 

Public transpo 
Job rotation 

Number of employees 
the dietitian supervised 

Flexible work 
Free meals 
Childcare cent 
Preventive hea 
Fair treatment 

*Only listed those at p < 0.05 

nt team 
mg 

chedule 

cation 

zation 

ation 

chedule 

,r 

th programs 

**Those without p values were not significa tly associated. 

cu*** 

0.049 

0.002 
0.000 
0.025 
0.042 

0.000 
0.015 

0.020 
0.015 
0.023 

p** 

FHP••• 

0.016 
0.031 

0.001 

***CU=Currently Using; FHP=Found Help J in the Past; WLI=Would Like to Implement. 
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0.033 

0.028 
0.046 

0.009 

0.012 
0.040 



perceived salary raise as helpful to e courage attendance, while those through other 

routes ( e.g. CUP, or Traineeship) wo ld like to implement this incentive in their 

workplaces in the future. 

Testing ofH12: 

144 

H 12 - There will be no signifi ant association between the selected institutional 

variables of the management dietiti sand the perceived incentives which the 

respondents were either: a) currently sing, b) found helpful in the past, or c) would like 

to implement in the future. 

Dietitians' Institution 1 Variables by Perceived Incentives 

The researcher rejected the null hypothesis H12 because all the dietitian's 

institutional variables were found to e significantly associated (p.::::;0.05) with a number 

of the incentives (Table XIII). Dietit ,ans' job titles could be identified in four groups: 

upper-level management (e.g. chief, irector, or manager of the department or of the 

multiunit); lower-level management e.g. assistant or associate director, operational 

manager, or administrative dietitian); in clinical area; and others (e.g. in consultation, 

public health or education). Foodse ice directors in the upper level and in the clinical 

area emphasized personal counselor nd health programs for employees' quality of work 

life. They also provided opportunitie for continuing education and job redesign to their 

employees. They were interested in oing childcare center in their facilities, while the 

managers of clinical nutrition service were not. As to the managers in the lower levels, 



group betting pool was the incentive hat they would like to use to make the job more 

attractive for employees. 
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Dietitians who entered this pr· fession more than 25 years ago would improve 

employee attendance with lottery or etting on ball games. They, along with dietitians 

whose experiences were less than 15 ears, not only perceived job rotation, fewer work 

hazards, and fair treatment as import t to employees job satisfaction, but also hoped to 

provide childcare service in the near ture. Those with professional experience from 26 

to 30 years indicated a likelihood to ive monetary compensation for no absence. 

Foodservice directors workii1 more than 11 years in their current positions 

redesigned employees' jobs to impro e job satisfaction. Building self-management teams 

among employees or sharing bonus ith them were helpful to minimize absenteeism 

when the dietitian newly started a m agerial position. 

The results showed that small sized health care institutions (<300 beds) were 

more efficient for foodservice direct rs to accommodate employees with flexible 

schedule, job sharing, and continuin education to minimize absenteeism, while flexible 

schedule could be effective in mid-si ed facilities (between 300 to 800): In contrast, 

employees in the organizations of eit er small or large sizes received free meals as an 

incentive. For the dietitians working in medium to large sized facilities, continuing 

education and fair treatment were the two likely incentives they would like to implement 

in the future. 

Management dietitians whos workplaces were in rural areas said that they 

constantly rotated the employees' job to make their work life more challenging and 



meaningful. For the foodservice em oyees working in urban areas, the availability of 

public transportation did help emplo ees maintain good attendance. 
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The respondents who supervi ed less than 60 employees practiced flextime and 

free meals, while those with more tha 90 employees provided childcare service to cope 

with the absenteeism problem. Agai , flexible schedule was found helpful among the 

workgroups up to 90 employees, and he directors of these groups further indicated that 

they plan to implement preventive he 1th programs and fair treatment to encourage higher 

attendance. 

Testing of H13~ 

H13 - There will be no signifi ant association between the monthly absenteeism 

rate and 1994 turnover rate of foodse ice employees in health care systems. 

Turn ver by Absenteeism 

The Chi-square analysis indic ted that there was no significant association 

(p=0.22) between the absenteeism rat and turnover rate of the foodservice personnel in 

health care systems. Thus, the resear her failed to reject the null hypothesis H13. This 

result was consistent with Porter and teers's review (1973) that, of the 22 studies testing 

the relationships between turnover absenteeism, only 6 were found to be significant. 

More specifically, absenteeism differ from turnover in three ways: 1) the negative 

consequences associated with absent eism for the employee are usually less than those 

associated with turnover; 2) absentee sm is more likely to be a spontaneous and relatively 

easy decision, whereas turnover is ty ically more carefully considered over time; and 3) 



absenteeism can be a substitute for over, especially if the labor market situation is 

unfavorable for the individual (Porte and Steer, 1973). It is important to compare the 

two types of withdrawal as they sim .Itaneously relate to specific factors in the work 

environment. 

Testing ofH1~ 

H14 - There will be no signifi ant association between the monthly absenteeism 

rate and the reasons for absence. 

Monthly Absente · sm Rate By Reasons for Absence 
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The study results found that onthly absence rate of foodservice personnel was 

significantly associated (p~0.05) wi attending funerals (Table XIV); thus, the researcher 

rejected the null hypothesis H14 base on this one reason. The researcher, however, failed 

to reject H14 for the rest of the 21 no -associations. When the monthly absenteeism rate 

went higher than 11 %, the dietitians oticed that employees were more often excused 

from work for attending funerals. T ose with the absenteeism rate under 10% reported 

that their employees only asked to a end funerals occasionally. 



TABLE XIV 

THE ASSOCIATIONS* BE WEEN THE MONTHLY ABSENTEEISM 
AND THE 1994TU OVERRATE OF FOODSERVICE 
EMPLOYEES AND THEIR REASONS FOR ABSENCE 

Monthly Absenteeism Rate 

1994 Turnover Rate 

Reasons for Absence 

Funeral 

Jury duty 
Misread time sheet 
Transportation problem 
Repair work at home 
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p 

0.005 

0.000 
0.010 
0.001 
0.017 

H15 - There will be no signifi ant association between the 1994 turnover rate and 

the reasons for absence. 

1994 Tumove Rate By Reasons for Absence 

The chi-square analysis reve led that the 1994 turnover rate of foodservice 

personnel was significantly associat d (p,:50.05) with four of the absence reasons: jury 

duty, misread time sheet, transpirati n problem, and repair work at home (Table XIV). 

Based only on these four association , the researcher rejected the null hypothesis H 15 

partially. When 18 other associatio s are considered, however, the researcher failed to 

reject the null thesis H 15 . 
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The chi-square cross table (A pendix H) showed that these four reasons were 

rarely used by employees for being at.sent as the turnover rate increased. In other words. 

these four reasons did not have a sigq.ificantly impact on the turnover rate. 

Testing of H 1.§: 

H16 - There will be no signifi: ant association between the absenteeism rate and 

! 

the incentives which the respondents were either: a) currently using, b) found helpful in 

the past, or c) would like to impleme tin the future. 

Absenteeism Rate By Perceived Incentives 

Six incentives that were curr ntly being used by the respondents, namely flexible 

schedule, free meal, non-monetary c I mpensation, monetary compensation, availability of 

public transportation, and ombudsmt personal counselor, were significantly associated 

(p.:s;0.05) with the absenteeism rate (Table XV). Only the incentive of non-monetary 

compensation which was found help · 1 in the past and the elderly care center which 

dietitians would like to implement w
1 

re significantly related (p.:S0.05) with the 

absenteeism rate. Therefore, the nul hypothesis H 16 was rejected partially. When 

considering the other non-associatiot were considered, the researcher failed to reject the 

null hypothesis H 16. 
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TABLE XV 

* THE ASSOCIATIONS BETWEE 'THE MONTHLY ABSENTEEISM RATE AND 
1994 TURNOVER RATE O FOODSERIVCE EMPLOYEES AND THE 

INCENTIVES PERCEI ED BY MANAGEMENT DIETITIANS 

Monthly Absenteeism 
Rate 

cu*** 

0.029 
0.023 

netary compensation 0.000 
Monet compensation 0.005 
A vaila ility of public 

trans ortation 0.009 
Ombu sman/personal 

couns lor 0.040 
Elderl 

-----------------------1994 Turnover Rate Free al 
Salary aise 
Job rot tion 

. Preven ive health progn::uns 

*Only listed those at p < 0.05 
**Those without p values were not signific tly associated. 

FHP*** 

0.049 

***CU=Currently Using; FHP=Found Help I in the Past; WLI=Would Like to Implement. 

p** 

WLI *** 

0.016 

0.002 
0.039 
0.005 
0.021 
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The respondents who current y provided flextime and non-monetary 

compensation in their facilities repo ed a low absenteeism rate (.:S5%). They also found 

that non-monetary compensation did help to control absence in the part. For the 

foodservice personnel, flexible work schedule is of benefit not only to those who have 

dependents at home, but also for thor who are part-time workers or holding two jobs. 

Most of the non-monetary compensaions specified by the respondents (Appendix H) are 

bonus time off or extended vacation .. These incentives are usually employed, along with 

monetary rewarding, in the organiza jonal attendance policies or the absentee-control 

program. The effectiveness of these incentives on controlling absenteeism has been 

reported by Green (1989) and Markowich (1989). In addition, personal recognition has a 

powerful force for healing stressed a titudes and developing new management-employee 

relationships. A well-planned recogi/iition program is communication-based, 

performance-focused, and empower d with symbolism. Motivation is more likely to 

occur when a reward is personalized !and announced to the public. Today's workers will 

invest in their jobs at about the same rate they are recognized and appreciated by their 

employers (Stephenson, 1995; Wixoii;n, 1995). 

While implementing free me ls, monetary compensation, public transportation, 

and personal consultation in the foo service institutions, the management dietitian still 

experienced an absenteeism rate of JI, and more per month. Regardless of the 

absenteeism level occurring in their Ltitutions, all the respondents expressed an interest 

i 

in implementing elderly care service'to ease the work-family pressure for their 



employees. This result reflects the fa t that the management dietitian wants to institute 

eldercare as a proactive response to e undeniable demographic trends. 

Testing of H 17.;. 
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H17 - There will be no signific t association between the 1994 turnover rate and 

the incentives which the respondents ere either: a) currently using, b) found helpful in 

the past, or c) would like to impleme t in the future. 

Turnover R te By Perceived Incentives 

The researcher failed to reject H17 because no significant evidence (p,::S0.05) 

showed that the incentives being use currently or effective in the past had an impact on 

the turnover rate. Some of the incent ves, however, may indeed affect employee 

performance according to the respon ents. Dietitians managing turnover rates over 20% 

would like to increase employee sal to boost their employee morale. Those who 

reported a relatively low turnover rat (.::Sl0%) wanted to offer free meal, rotate jobs, and 

initiate preventive health activities to improve their employees' job satisfaction. 



CHAPTERV 

SUMMARY, RECOM ENDATIONS, AND IMPLICATIONS 

Summary 

The purpose of this study w to assess the prevailing reasons for absenteeism 

given by foodservice employees, and the incentive factors perceived by management 

dietitians to minimize the absente.eis rate in the.health care systems. The following 

objectives were established to dete ine: the associations between the characteristics of 

foodservice employees and perceive reasons for absence, perceived incentives, 

absenteeism rate, and turnover rate; t e associations between the characteristics of 

management dietitians and perceived reasons for employees' absence, perceived 

incentives, absenteeism rate, and tu over rate; and the relationship between absenteeism 

and turnover of the foodservice pers nnel. As a result of these objectives, 17 hypotheses 

were postulated. Survey questionnai es were sent to 987 randomly selected dietitian 

members in the practice group of Ma agement in Health Care Systems of the American 

Dietetic Association (ADA). 

The questionnaire had 4 secti ns: general information of the dietitian; background 

information of the foodservice perso el under the dietitian's supervision; reasons for 

153 
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absence used by the employees; and e relevant incentives that the dietitians were using, 

found helpful in the past, and would 1 ke to implement in the future. Data obtained from 

228 questionnaires (23%) were analy ed using frequency, percentage, and Chi-square. 

Characteristics of Respondents 

The majority of the responde s were female, between the ages of 41 and 60, 

completed at least a B.S. in the field f food, nutrition, or dietetics, and obtained ADA 

full membership and registration sta s through Intemship/AP4. Most of the dietitians' 

job titles was that of "Director" of th department or the unit. More than 1 /2 of the 

respondents have been in the dietetic rofession for 16:.25 years, and on their current 

positions no more than 10 years. 

in an urban area. 

supervised 30 employees or less in small facilities 

Characteristics of Foodservice Em 1 ees 

The employees under the diet tians' supervision were mostly married, female, 

without dependents at home. Almost all the dietitians reported that their employees were 

ethnically diversed between the ages f 41 and 60, and employed full time. According to 

over 1 /3 of the dietitians, the monthl absenteeism rate in the foodserv:ice department was 

below 5%, and the 1994 turnover rat was between 1-10%. More than half of the 
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respondents stated that the average di tance that their employees traveled to the 

workplace was under 10 miles. 

Health-related problems were ound to be the major reasons for being absent 

according to foodservice workers in alth care facilities. A number of dietitians reported 

that illness and family-related busine s were the most likely reasons that caused their 

employees not to attend work. Job-re ated reasons were used less often than illness or 

personal reasons. 

Management dietitians are c ently using most of the incentives in their 

f 

workplaces which they found helpful in the past in minimizing absenteeism. For 

example, fair treatment, training and ducation with tuition break, health promotions, 

flextime, job content improvements, d team building were motivational tools which 

have been used effectively in the past were also the ones currently minimizing absence in 

their workplaces. Furthermore, the r spondents indicated an interest in implementing 

other incentives which they believe ight be beneficial in their work environments. 

These incentives were child or elder! care services, monetary and non-monetary 
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compensations, job sharing, as well a. workgroup building, job redesign, and having an 

ombudsman in the workplace for per onal consultation. 

Absenteeism in hospital food ervices was found to be positively associated with 

number of Black, male employees. over was significantly associated with the 

employees who were either younger 20) or older (>60), single, with children at home, 

and traveling less than 10 miles to th workplace. 

Hypotheses Testing 

The associations between the haracteristics of the dietitian's employees and 

employee absenteeism and turnover ere shown in Tables VII, VIII, and IX. The level of 

significance was p~0.05. The resear her fully rejected H8, H9, H10, H 11 , H12, and H14; 

partially rejected or failed to reject H , H3, H4, H 5, H6, H7, H15, H16, and H17; and fully 

failed to reject H2, and H13 (CHAPT RIV). 

ecommendations 

The following recommendati ns are offered for future studies: 

1. To specify exactly which easure(s) and type(s) of absenteeism are being 

studied to properly interpret the resul s. The measures of absenteeism include the 

frequency or the number of incidents of absence, and the duration or length of absence. 

Providing a formula in the research i strument would be helpful to the respondents. Or, 
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the question can be simply modified ~s " On the average, how many days ( or hours, 

times) did the employees miss durin the past 12 months?" 

2. To investigate absenteeism;and impact of incentives on absenteeism by directly 

surveying foodservice employees. S , ecial attention should be given to the "meaning" 

and "role" of absenteeism from the a, sentee's perspective (Hackett, 1989; Johns and 

Nicholson, 1982). It will be interesti · g to compare the dietitians' perspectives regarding 

reasons for absence and incentives to,minimize absenteeism with the perspectives of 

foodservice employees. Similarities d/or differences may enrich the understanding of 

why people fail to work as scheduled. 

3. To provide incentives tom imize the response rate, as well as sending a 

follow-up letter or telephone call to f n-respondents. 

4. Some of the respondents r ;commended that future research should examine the 

potential moderating effects of union and/or government presence on employee 

absenteeism and use of incentives. 

, Implications 

The literature abounds with r~sults of studies stating that organizations have a 

problem with excessive absenteeism which costs them a tremendous amount of money. 

Absenteeism represents a very difficri It disruptive behavior to control, and is often 

considered a critical problem that ne ds addressing by management. 
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The present study investigate perceived reasons for employee absenteeism and 

incentives from the management's vJw point in the foodservice area. The following 

implications are based on this study'lfindings, and directed toward the foodservice 

director and the human resource man ger in the health care system. 

1. Medical-related problems pear to be the major reason that foodservice 

employees fail to attend work. A n ber of absenteeism studies have indicated that 

"illness" could be a "vogue" used by mployees to report or interpret their absence. The 

management dietitian should recogni e the difference between "reasons for absence" and 

"causes of absence" (Kelly, 1990).. e/she should strengthen the incentives or any 

absenteeism control program implem nted in the facility to effectively locate the causes 

of worker discontent and minify the or eliminate them entirely. In other words, when 

the management dietitian deals with e real reasons why workers stay home, it becomes 

unnecessary for them to look for or d, seem which illness or why illness was used 

(Levine, 1994). 

2. Job-related reasons were r ely used by foodservice employees, however, job 

stress was found to be the top reason sed to explain absence behaviors in this category. 

The management dietitian needs to , ow that the nationwide organizations and their 

internal environments are growing in reasingly complex, such as mergers, reengineering, 

and transformation. The fear and un ertainty that this level of activity generated among 

blue-collar employees, as well as the resulting job loss, may trigger the need for 

specialized stress management interv ntion. 



3. Foodservice directors sho ild not ignore the fact that "unhappy with 

supervisor" was rarely used as a reas In for absence. Workers may be fearful of losing 

their jobs and are, therefore, less likely to use this as a reason. On the contrary, special 

attention must be given to this reason based on Levine's study (1994). To find out the 
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real causes for worker discontent, Gene Levine Associates distributed questionnaires to 

3,000 workers in l 8 factories and askld five questions relative to their employment. The 

five questions asked the employee's ttitude toward "pay", "overworked", "image of the 

company", "physical working condif ons", and "the supervisor". The answers to the five 

questions were then analyzed based n /or compared with absentee records. The finding 

clearly stated that 55% of the surveyr employees rated their supervisors as poor, 

followed by 30% poor working cond~tions, 9% overworked, 6% pay, .and 5% company 

image. The employees who rated th lir supervisors as very poor stayed home every 

chance they could. 

The best way for the manage I ent dietitian to identify whether poor supervision 

causes the absence is to talk over the easons for absence with the absentee as soon as 

i 

he/she returns (Levine, 1994). Delay: in discussing reasons for the absence may give the 

impression that the dietitian not only accepts the absenteeism, but only condones it. The 

dietitian may emphasize with the em!i loyee relative to his/her difficulty which prevented 

him/her to work, yet impress upon th worker, the problems the absence caused, and 

maintain the communication with pu~ing their needs and sense of responsibility on the 
i 

line. 
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4. Availability of public tran ortation was one of the most popular incentives 

used by the employers in institutions at employed more male, diversed, middle to older 

employees with elderly at home. Thi incentive was found helpful in the past to motivate 

the employees' attendance, and many respondents would like to implement this incentive 

for single, Black workers who have y ung children at home. Additionally, preventive 

health programs were perceived as a revalent and helpful incentive for single, Asian, 

older, and full-time workers. 

5. The management dietitian, as well as the health care administrator, should 

address the importance of child care d elderly care services for the increasing number 

of employees who are women, worki g parents, and single-parent families. Many 

research have shown that employer-s. onsored work-family balances can release a great 

amount of pressure, stress, competiti n for time for this type of employees, and increase 

organizational effectiveness. Them agement of health care systems has to consider the 

possibilities of such a positive plan d not automatically reject this type of control 

measure because of the initial dollar utput for the awards or other seemingly easier 

methods of controlling this type of a senteeism. 

6. The management dietitian and human resource managers of health care 

systems should pay a great attention o the population change and labor force dynamics. 

As moving to the year 2020, the aver ge American will be 41 years old. The American 

corporation, the American governme t, most of the dominant institutions are framed 

around the world of the 1950' s and 1 60' s, instead of a geriatric, aging of middle-aged 

society (Coates, 1987). This group o workers will increase the need for innovative 
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compensation practices, new methodsiof career development and better ways to maintain 
I 

employee motivation. Other import t changes in the labor force will include dealing 

with cultural differences, increased e · ployment of older workers, the growing influence 

*9/-ofhandicapped employees and th continued challenge of highly educated 

individuals who are over-qualified fol the available job openings ( Gutteridge, 1 98 8). 

7. The management dietitians d human resource managers of health care 

systems should also recognize the ch ge of employees' work ethic. Since late 1980's, 

many experts have characterized the ork force as being rather self-oriented, concerned 

less with job security and monetary b nefits. They are motivated more by psychic 

rewards such as challenging work, pe ,sonal growth, autonomy, respect, recognition and 

opportunities for self-management. dditionally, the organizational management would 

have to deal with individuals who are · ob less or underemployed, while the supposed 

disinterest in economic benefits and j b security is clearly overstated. The fact remains 

that there is an emerging American work ethic which holds that employment should be 

fulfilling and enjoyable, an integrated part of a whole life plan (Gutteridge, 1988). 
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Department oi Nutritional Sciences 

Stillwater, Oklahoma i4078-0337 
425 Human E~vironmental Sciences 
405-744-5040 

May 25, 1995 

As a management dietitian, you are ell aware that employee attendance is closely associated 
with organizational effectiveness, su h as proficiency in food preparation and services, 
maintenance of food safety conditio+5, cooperative work relationships, and other quality 
dietetic services. In addition, the co~trol of employee absenteeism is a two-way responsibility 
and prevention is the best cure. Wrule employees are required to take actions as necessary to 
meet reasonable attendance, managerent's responsibility is to address the underlying causes to 
prevent absenteeism and to create conditions conducive to desired attendance. Thus, the 
enclosed survey is to assess the rele~ant reasons that foodservice employees would use for not 
coming to work and the incentive faotors that you perceive as helpful to minimize the 
absenteeism rate. Your assistance in\• completing the survey is highly appreciated. 

We want to assure you that the resul swill remain strictly confidential. We do not request 
your name or any other identifying in[ormation on the survey and the only interest we have in 
the data is in aggregate form. The silivey will take you approximately 20-30 minutes to 

complete. J' 
Please finish the survey by June 1;. 1995, and use the enclosed self-addressed stamped 
envelop to return. The survey resultj will be reported m MARKET-LINK and a manuscnpt 
will be sent to the Journal of American Dietetic Association. Hopefully, the results will 
identify areas in which decision-makers in health care systems can positively change, and your 
participation will be the key to improye employee attendance. In our effort to create an 
environment that is conducive to pro~de quality nutrition care, this study is critical. 

Thank you for your time and interest in the absenteeism survey. If you have any questi~n, 
please call us at l-(405)-744-8294. 

~-~~ 
Yuan-an Liu, M.S. 
Graduate Research Associate 

dAL LlL 
Lea L. Ebro, PhD, RD/LD 
Professor and Dietetic Internship 
Director 
(Member, Management in Health 

Care Systems) 



Oklahoma State Un ·versity 
COLLEGE OF HUMAN ENVIRONMENTAL SCIENCES 

Dear Colleague: 
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Department of Nutritional Sciences 

Stillwater. Oklahoma 74078-0337 
425 Human Environmental Sciences 
405-744-5040 

August 15, 1995 

In June, 1995 we mailed out an Abse teeism Questionnaire to 1,000 members ofPG-41, and 
we received a response rate of22%. fyou have already completed and returned yours, please 
accept out thanks and appreciation. I you have not completed one, please fill out the survey 
as soon as possible, and use the enclo ed self-addressed and postage-paid envelop to return 
before August 30, 1995. It take about 20 minutes to complete. If your position is other 
than that of Director of the foodservi e unit of your institution, please give this questionnaire 
to the person in your institution in tha position. We will report the survey results, which will 
not identify any person or institution i any way, in MARKET-LINK. 

Your participation will be the key to i prove employee attendance. In our effort to create an 
environment that is conducive to pro · de quality nutrition care, this study is critical. 

Your time and interest in the absentee sm survey is highly appreciated. If you have any 
question, please call us at 1-(405)-74 -8294. 

Yuan-an Liu, M.S. 
Graduate Research Associate 

c( ;U_- t_ f t-o 
Lea L. Ebro, PhD, RD/LD 
Professor and Dietetic Internship 
Director 
(Member, Management in Health 

Care Systems) 
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Incentives Perceived by dministrative Dietitians to Reduce 
Absenteeism Rate of ospital Foodservice Personnel 

~ Questionnaire 

*Do you supernse employees in the foo~rvice unit of your institution? 
Yes. (Please proceed to completf the questionnaire) 

___ No. (Please give this survey to tfe RD who supervises foodservice employees, or 
return using the enclosed ~elf-addressed envelope) 

I. General Background of Yjrself and Your Workplace 
Directions: Please check or fill in l' 

1. Gender: _Male _Femal ·. 

2. Age Range: _21-40 _41-60 _61 and older 

3. Highest degree attained _Bachelori 

_Other: -----------1 
I 

_Master _Doctorate 

4. Route to ADA membership: _lnterShip/AP4 _CUP Program _Traineeship 

_Three-year's planned work experi nee _Master's with 6-month work experience 

_Other, specify: ___________ _ 

5. Your job title: ________ ___.. ____ _ 

6. Number of years employed in the diett', tic profession: _years 

7. Number of years in current position: ! years 

8. Size of facility (beds, participants, cliehts): _Less than 100 _100-299 _300-499 

500-799 800-999 I 1000 and more 
9. Location of your facility: _Rural -i- __ Urban 

II. Demographic Information af The Foodservice Personnel Under 
Your Supervision Ii 

Directions: For the following items, fir·. II in the percentage of your employees who fit 
each 

I 

category. Please be as accurate as possible. 

1. Number of employees you supervise: __ 

2. Gender: Male % Female % 

3. Marital Status: Single __ % MJried __ o/o Divorced __ % 

Separated __ % I Widowed __ % 

4. Employees with preschool children at 'ome __ % 

Employees with elderly families at ho~l e __ % 

5. Ethnic Background: Black __ % Asian __ % Hispanic __ % 

White __ %Na ive American __ % 

Other (specify:) I __ % 

6. Age Range: Under 20 __ % 21-~o_·· _% 41-60 __ % 61 & older __ % 
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7. Part-time employees __ %; Full time employees __ % 

8. Average monthly absence rate of your mployees: __ % 

9. Turnover rate of your employees durinQ the year of 1994: __ % 

10. The distance employees travel to facility: average miles. 

m. Reasons Used By Your~ For Not Coming To Work. 
Direction: Please rate each reason us,ng the scale from 1 (never used) to 4 (often used) 
to describe the particular situation in yo r department. 

1 ........................... 2 .....................•..... 3 ............................. 4 
Never Seldom 
used used 

1. personal illness (major, minor) 

2. family/friends illness 

3. job stress 

4. funeral 

5. physical fatigue 

6. emotional problems 

7. frustrated with work 

8. too little time off 

9. jury duty 

10. doctor's/dental appoinment 

' Sometimes 
used 

11 . bad weather · 

Often 
used 

12. unhappy with supervisor 

13. overworked 

14. parent/teacher conference 

15. misread time sheet 

16. hangover 

17. unhappy with coworkers 

_ 18. transportation problem 

_ 19. family activity/reunion 

_ 20. repair work at home 

Please specify any other reason for being absent not listed above: 

N. 

21. ~~~~~~~~~~~-,-~~~~~~~~~~~~~~~~ 

22. ~~~~~~~~~~~--~~~~~~~~~~~~~~~~ 

23. I 
Incentives To Minimize E~k>yees Absenteeism 
Direction: For each incentive, please ~II in the appropriate response 1=Yes, 2=No, or 

3=Not Applicable under each of the 3 cqlumn (Currently using, Found helpful in the past, 
and Would like to implement). I 
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Currently 
using 

Found helpful 
in the past 

Would like to 
implement 

1. flexible work schedule 

2. free meals 

3. child day care center 

4. elderly day care center 



5. non-monetary compensation for no abs nee, 

specify:------------1--

6. salary raise 

7. monetary compensation for no absence 

8. job sharing 

9. on-the-job training 

10. tuition break 

11 . availability of public transportantion 

12. self-management training 

13. job rotation 

14. ombudsman I personal counselor 

15. preventive health programs (e.g. flu sh ts, 

medical check-ups, wellness plan .... ) 

16. bonus, or gainsharing 

17. eliminate work hazards (e.g. air quality, lighting, 

work station redesign, safety training) 

18. continuing education 

19. job redesign 

20. fair treatment 

21. cultural socialization (e.g. Mexican Nig t) 

Currently 
using 

23. workgroups (e.g. Quality Circle, self-ma agement team) 

22. group betting pool (e.g. lottery, ball gaJs) 

Please specify any other incentive not liste above: 
24 ______________ --. ___ 

25 ________________ --;----

26. __________________ -;.-~ 

Please return before June 15. 1195. 
Thank you very much for your tiirn~ and assistance! 

Found helpful 
in the past 
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-Would like to 
implement 
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The purpose of this appendix as to describe the majors of the highest level 

degrees that the respondents specifie they obtained. Explanations follow in the order of 

food and nutrition/dietetics; manage ent/business/administration; food, nutrition, and 

institutional management or hotel a inistration; nutrition and/or education; public 

health I health administration; and "o her" majors. 

Foods & Nutrition I Dietetics 

Dietetics 
Foods and Nutrition 
Food Science and Nutrition 
Dietetics -- Foods and Nutrition 
Nutrition 
Nutrition Research 
Food and Nutrition -- Dietetics 
Human Nutrition 
Hospital Dietetics 
Nutrition I Biochemistry 
Clinical Nutrition 
Dietetics and Experimental Foods 

Mana ement Busines and/or Administ tion 

Management 
Business 
Public Administration 
MBA in Healthcare Management 
Business Administration 
Management/ Administration (Doctor te) 
MBA -- Business 
Administration and Leadership 



Food, Nutrition, and Institutional A inistration 
Institutional Management 
Institutional Administration 
Food Systems Administration 
Food Service Administration I Food c1ences 
Nutrition -- Institutional Managemen 
Hotel Restaurant Institutional Manag ment and Dietetics 
Dietetics -- Institutional Managemen 
Hospital Dietetics and Institutional anagement 
Dietetics and Institutional Administr tion 
Foods and Nutrition I Business Admi istration 
Institutional Management in Hotel Restaurant 
Foodservice Management (Home Ee nomics) 
Food Sciences and Institutional Man gement 
Human Nutrition and Food Manage ent 
Institutional Management and Manag ment of Organization 
Foodservice and Housing Administra ion 
Dietetics and Food Administration 
Food Service Administration and Nu ition 
Institutional Administration and Gero tology 
Restaurant Management 
MBA plus Dietetics 

Nutrition and/or Education 

Education 
Nutrition Education 
Adult Education 
Allied Health I Education 
Health Education 
Education I Gerontology 
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Public Health I Health Care Administrati n 

Health Service Administration 
Public Health 
Health Care Administration 
Health Care Management 
Public Administration -- Health Care 
Nutrition in Public Health 

Home Economics 
Applied Science 
Human Relations 
Health Science Education I Business 
Foods I Journalism plus Education I 
Communications 
ADA Dietetic Internship, Graduate C urse 
Graduate Work in Public Administraf on 
Graduate Work (15 Hrs.) 
A.S. Foodservice Administration (P .. - 2-year-degree associate) 
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This appendix describes the j b titles that the respondents worked as while this 

study was being conducted. Explana ions follow in the order of departmental director of 

food/nutrition services; director of cl· · cal services; assistant/associated director; 

administrative dietitian; manager at o erational level; director of multi unit services; 

positions at consulting area; and posi ions at educational area. 

D/NUTRITIO SERVICE 

Dietary Director 
Chief, Nutrition and Food Service 
Director of Patient Foodservice 
Chief, Administrative Section 
Administrative Director 
Chief, Production and Service Branc 
Director, Dietary and Dietetic Interns p. 
Director of Dietary Services 
Director of Dietetics (Services) 
Director, Food and Nutrition Service 
Director, Dietetics and Nutrition 
Director, Nutritional· Services 
Manager of Nutrition Services 
Director of Nutrition Services/Dietiti 
Director, Food and Nutrition 
Director of Diet and Nutrition 
Coordinator of Dietary Services 
Manager of Nutritional Services 
Chief, Nutrition Care Division 

DIRECTOR OF CLINICAL NUTRITION 

Clinical Nutrition Manager 
Chief, Clinical Dietitian 
Director of Clinical Operations 
Clinical Dietitian 
Regional Clinical Manager 
Chief, Nutrition Care Director 
Director of Nutritional Medicine Ser ice 
Chief, Nutritional Medicine Flight 
Chief Dietitian 
Nutrition Care Coordinator 



ASSI TANT/ASSOCIATE DIRECTOR F 
FOOD/ CLINICAL NUTRITION SERVIC S 

Associate Director - Nutrition & Foo service 
Assistant Director, Nutrition Service 
Assistant Director of Foodservice 
Assistant Chief, Nutrition Departme t 
Assistant Chief, Nutrition and Foods rvice 
Assistant Director, Housing and Dini g Services 
Assistant Administrator 
Assistant Director, Production 
Associate Director, Dining Services 

ADMINISTRATIVE IS PERVISORY DI TITIAN 

Administrative RD 
Senior Administrative Dietitian 
Dietitian Supervisor 
Dietitian Manager 
Foodservice Director 
Manager of Foodservice and Dietiti 
Supervisor, Resid~nce and Dining S ices 
Foodservice Administrator 
Director of Foods 
Food Administrator 
Dietitian, Food Manager 
Supervisory Dietitian 

DIRECTOR OF MUL TIUNIT SERVICES 

Director of Support Services 
Director, Food/Nutrition, Environme tal Services, Security/Parking 
Corporate Director, Nutrition Servic s 
Regional Director of Operations 
Director, Nutrition and Linen Servic s 

194 



MANAGER AT OPERATIONAL LEVEL 

Manager 
Operations Manager 
Lead Supervisor (for patient trayline) 
Assistant Coordinator 
Patient Meal Service Manager 
Production Director 
Dietary Purchasing Manager 
Patient Service Manager 
Site Manager 
Project Manager 
Food Supervisor 
Systems Manager 

CONSUL TING AREA 

Nutrition Services Consultant 
Foodservice Consultant 
Consultant Dietitian for Health Care acilities and Clinical (Dietitian at A VH) 

EDUCATIONAL AREA 

Executive Director, NFSMI 
Director of Hospitality 
Department Head 
Chairman HRI 
Nutrition Specialist 
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Other Absence R asons Of Foodservice Personnel 
Specifi d By The Respondents 

Reasons 

Unfinished projects for school 
Employee kidnapped 
Overslept entire shift 
Babysitter sick 
Failure to return from out of town trip 
School fund raising activity 
Little league field day 
Out of town guests 
Planned vacation 
Stranded out of town 
Jail 
Personal business-- buy a house, see a lawye 
Need to study for critical test 
Pets going to vet 
Getting married I special day for tour visitin friends 
Going home to outside US territory 
Poor operation of machinery use 
Once in a blue moon mater 
Moving 
Family I friends hospitalized 
Study for exams I tests (college students em loyees) 
Civil or weather disturbance 
Job action (union activity) 
Chemical abuse (most seniors attendance pr blems) 
Spousal abuse 
Drug usage 
Go for a welfare appointment 
Court appearance 
Military leave (monthly) 
School conflict (part-time employees) 
No babysitter 
School activity 
Otherjob conflict 
Problems with children 
Injury-- mostly at home, some at work 
Stayed at other job 
Earthquake 
Home robbery or car theft 
Drive - by shooting 
Good weather/condition for skiing or surfin 
Quit (inadequate notice) 
Take care of business 

Scores· 

2 

2 
3 
3 

4 
2 

2&3 
3 
3 
2 

2 

2 
2 

3&4 
3 
3 

3 
3 
4 
4 
4 
3 

3&4 
3 
3 

2&4 
2 
2 
2 
2 
2 
4 
2 

Personal business (lawyer appts, driver licen e renewal, bank/financial appts) 
Friend having baby 2 

* 1 =never used; 2=seldom used; 3=sometime used; 4=often used 
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Other Incentives Specified By The Respondents 

Incentives 

Employee of month 
Plus person of quarter 
Employee month birthday celebration 
Praise coupons redeemed for items--

(T-shirt, watches, ... ) 
Attendance paint system 
Extra paid annual leave for perfect attendance 
Department play day 
Family Christmas open house 
Birthday as free day off 
Praise and thanks 
Education by dietitian 
Meetings for employee input 
Quarterly & annual-- awards/gifts 
Monthly reception 
Personal annual leave program 
3 personal leaves days/year-- allows 
24 hr. notice for use with appointments, etc 

Rap sessions 
Stress groups 
Less number of patients I paperwork 
Bonus pay for call-in 
Employee day -- work prayer & fun 
Birthdays-- off 
Paid vacations 
No money to take bus 
Employee of the month in department 
Recognition Day-- paid day off for 
every 4 months perfect attendance 

Certificates/awards 
Letter to employee file 
Regular department "fun" gathering (4x/yr.) ! 

Sickleave & vacation in same accrual pool 
1 

Managers who respect, care, and listen 
Appreciation picnic (July); appreciation 

party (Oct.); Award of excellent (Jan.) 
Noted on yearly evaluation and it does 

play a part in yearly raises 
Praise in the public I congratulation 

Currently 
using 

yes 
yes 
yes 

yes 
yes 
no 
yes 
yes 

yes 
yes 
yes 

yes 

no 
no 
no 

yes 
yes 
yes 
yes 

no 

yes 
yes 
yes 
yes 
yes 
yes 

yes 

yes 
yes 

Found 
Helpful 

yes 
yes 
yes 

yes 
yes 

yes 

no 
no 
yes 

yes 

yes 
yes 
yes 
yes 
yes 
yes 

yes 
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Like to 
Implement 

NA 
NA 
NA 

yes 

yes 
yes 
yes 

NA 

yes 
yes 
yes 

yes 

NA 
NA 
NA 



Other Incentive Specified By The Respondents 
( continued) 

Incentives 

Point system-- I point for unscheduled 
absence regardless ofreason; 7+ points 
disciplinary action 

Able to accumulate sick time 
Paid time off for sick days (no vacation, 

no holiday, is individual choice) 
Hospital policy--. counseling ( 6 absences) 

and self-termination (8 absences) 
Peer pressure 
Craft groups 
Birthday recognition 
(Monetary) Sell unused sick time 

up to 40 hours 
Pool Of Days 
Days not used count towards retirement 
Quarterly award for outstanding employees 
Commendation letters 
Personal coaching by supervisor 
PIE (productivity - all disciplines meet 

goals up to 4% yearly salary) 
Self-responsibility 
Volunteer Assistance Development 
Promotions on shift changes 

Currently 
using 

yes 
no 

yes 

yes 
yes 

yes 
yes 
yes 
yes 
yes 

yes 

yes 

Found 
Helpful 

yes 
yes 

yes 

yes 
yes 

yes 

yes 

yes 
yes 
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Like to 
Implement· 

yes 

yes 
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Non-Monetary tmpensations for No Absence 
Specifiid by The Respondents 

Non-monetary Compensations I; Currently 
using 

Recognition awards 
Combined time-off (vacation, holiday, ... I 
Acknowledgment -- name posted ' 
Drawings, trips days off 
Full time 6 months no absence-- 4 hr. 

leisure or 4 hr. regular salary paid; 
and Full time 12 months no absence--
8 hr. leisure or 8 hr. regular salary paid 

Bonus day off if no illness or absence I 

in any 6 months peri.od (excluding funl1rals) 
Extended breaks , 
Another day off • 
Recognition certificate 
Bonus time to be used at employee description 
Annual award certificate 
Monthly drawing 
Extra :'personal" days 
Bonus holidays 
FTE using less than 4 hr. sick leave/ 

quarter earns 4 hours authorized absen<l:e 
I 

Extra days off 1 

Recognition pins/badges/certificate 
Monthly perfect attendance posted 
Entry in drawing for prizes 
Outstanding attendance luncheon 
Absence without pay 
Authorized absence day 
Lunch tickets 
Earned personal day next year 
Time accumulated 
Don't use sick day will lose it 
Day off 
Scheduled/planned days off with no pay: yes 

yes 
yes 
yes 

yes 

yes 
yes 

yes 

no 
yes 
yes 
yes 

yes 
yes 
yes 
yes 

yes 
yes 
no 
yes 
yes 
yes 
yes 
yes 

Found 
Helpful 

yes 

yes 
yes 

yes 
yes 

yes 

yes 
yes 

NA 
yes 
yes 

yes 

no 

yes 

yes 
yes 
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Like to 
Implement 

yes 

yes 
NA 

NA 
yes 
yes 

NA 
NA 

NA 
yes 
NA 

yes 



Non-Monetary ompensations for No Absence 
Specifi d by The Respondents 

Non-monetary Compensations 

Education days 
Flexible time off 
Weekend off extra 
Recognition certificate 
Gift certificate 
Prizes 
Published in hospital newsletter 
Yearly recognition 
Certificates and meal tickets 
2 perfect attendance days off 
Annual recognition with gift 

at awards banquet 
Breakfast 
Bike drawing for employees with 3-mo. 

perfect attendance 
Yearly parties 
Movie passes 

( continued) 

Currently 
using 

yes 

no 
yes 
NA 
yes 
. yes 
yes 
yes 

yes 
yes 

yes 
yes 
yes 

Found 
Helpful 

yes 

yes 
yes 

yes 
yes 

yes 
no 

yes 
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Like to 
Implement 

yes 
yes 

yes 
NA 
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ey to Tables 

In the following tables, the abbreviati, ns used refer to questions on the questionnaire. 

I. VARIABLES OF THE RESPO DENTS 

AGE 
1 = 21-40 
2 = 41-60 
3 =61+ 

MAJOR: the major of the highest de ree 
1 = Food & Nutrition I Dietetics 
2 = Food, Nutrition, & Institutional 

Administration (FNIA); and 
Business & Management 

4 = Nutrition Education; Public Healt ; 
Consultant; and Others 

JOB TITLE 
dietetic 
1 = Upper-level management 
2 = Management in clinical area 
3 = Lower-level management 
7 = Others 

GP-YR-CJ: the number of years in e 
current job 
1 = 0-10 
2 = 11-20 
3 = 21 and more 

LOCATION: the location of the faci ity 
under the 
1 = Rural 
2 = Urban 

HD: the highest degree 
1 = Bachelor 
2 = Master 
3 = Doctoral 
4 = Other 

ROUTE: the route to ADA membership 
1 = Internship I AP4 
2 = Others 

GP-YR-PR: the number of years in the 

profession 
1 = 0- 15 
2 = 16-25 
3 = 26-35 
4 = 36 and more 

SIZE: the size of the facility 
1 = less than 300 
2 = 300-799 
3 = 800+ 

GP-NO-SU: the number of employees 

respondent's supervision 
1 = 1-30 
2 = 31-60 
3 = 61=90 
4 = 91-120 
5 = 120+ 
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II. VARIABLES OF THE RESPO DENT'S EMPLOYEES 

MALE-PC: the percentage of the tot employees is male 
1 = 0% 2 = 1-50% 3 = 51-100% 

SINGLE-PC: the percentage of the t tal employees is single 
1 = 0-25% 2 = 26-50% 3 = 51-100% 

206 

PRESC-PC: the percentage of the to al employees is having preschool children at home 
1 = 0% 2 = 1-30% 3 = 31 +% 

ELDER-PC: the percentage of the to al employees is having elderly relative(s) at home 
1 = 0% 2 = 1-10% 3 = 11 +% 

BLACK-PC: the percentage of the t tal employees is Black 
0 = 0% 1 = 1-25% 2 = 26-50% 3 = 51-100% 

ASIAN-PC: the percentage of the to al employees is Asian 
0 = 0% 1 = 1-25% 2 = 26+% 

HISP-PC: the percentage of the total employees is Hispanic 
0=0% 1=1-25% 2=26+% 

WHITE-PC: the percentage of the to al employees is White 
1 = 0-25% 2 = 26-50% 3 = 51-75% 4 = 76-100% 

NAM-PC: the percentage of the tota, employees is Native American 
0=0% 1=1+% 

LT20-PC: the percentage of the tota employees is less than 20 years old 
0 = 0% 1 = 1-10% 2 = 11-25% 3 = 26+% 

R21-40PC: the percentage of the tot l employees is between 21 and 40 years old 
1 = 0-25% 2 = 26-50% 3 = 51-75% 4 = 76+% 

R41-60PC: the percentage of the tot 1 employees is between 41 and 60 years old 
1 = 0-25% 2 = 26-50% 3 = 51+% 

GT61-PC: the percentage of the tota employees is at the age of 61 years and older 

FT-PC: the percentage of the total e ployees is full-time 
1 = 0-50% 2 = 51-90% 3 = 91+% 
DIST: the distance the employee tra els to the workplace 
1 = 1-10 miles 2 = 11 20 miles 3 = 21 + miles 
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ABS-PC: the monthly absenteeism r te 
1 = 0-5% 2 = 6-10% 3 = 11+% 

TURN-PC: the 1994 turnover rate 
1 = 0% 2 = 1-10% 3 = 11-20% 4 = 21+% 

Ill. THE RESONS FOR EMPLOY E ABSENCE 
1 = Never used 2 = Se dom/Sometiems used 4 = Often used 

III-1 : Personal illness 
III-2: Family/Friend illness 
III -3 : Job stress 
III-4: Funeral 
III-5: Physical fatigue 
III-6: Emotional problems 
III-7:· Work frustration 
III-8: Too little time off 
III-9: Jury duty 
III-10: Doctor's/Dental appointment 
Ill:.11: Mental health day 

III-12: Bad weather 
III-13: Unhappy with supervisor 
III-14: Overworked 
III-15: Parent/Teach conf ere nee 

III-16: Misread time sheet 
III-17: Hangover 
III-18: Unhappy with co-worker(s) 
III-19: Transportation problem 
III-20: Family activity/reunion 
III-21: Repair work at home 
III-22: Just don't want to work 

IV. INCENTIVES TO MINIMIZE ·MPLOYEE ABSENTEEISM 
0 = Not applicable = No 3 = Yes 

CU = Currently using HP = Found helpful in the past 
WLI = Would like to impleme t 

CU/FHP/WLI 1: Flexible work sche ule 
CU/FHP/WLI 2: Free meals 
CU/FHP/WLI 3: Child day care cent r 
CU/FHP/WLI 4: Elderly day care ce ter 
CU/FHP/WLI 5: Non-monetary com ensation 

for no absence 
CU/FHP/WLI 6: Salary raise 
CU/FHP/WLI 7: Monetary compens tion 

for no absence 
CU/FHP/WLI 8: Job sharing 
CU/FHP/WLI 9: On-the-job training 
CU/FHP/WLI 10: Tuition break 
CU/FHP/WLI 11: Availability of pu: lie 

transportation 
CU/FHP/WLI 13: Job rotation 

CU/FHP/WLI 14: Ombudsman I 
personal counselor 

CU/FHP/WLI 15: Preventive health 
programs 

CU/FHP/WLI 16: Bonus/gainsharing 
CU/FHP/WLI 17: Eliminate work 

hazards 
CU/FHP/WLI 18: Continuing education 

CU/FHP/WLI 19: Job redesign 
CU/FHP/WLI 20: Fair treatment 
CU/FHP/WLI 21: Cultural socialization 

CU/FHP/WLI 12: Self-management 
training 

CU/FHP/WLI 22: Group betting pool 

CU/FHP/WLI 23: Workgroups 



ABS_PC · 

TABLE OF ABS_PC BY MALE_PC 

MALE_PC 

Frequency I Expected 
Cell Chi-Square 
Percent 11 21 31 

l ·1 14.2~: ·1 103~:: ·1 19.2~~ ·1 
l. 5772 0 • 021 2. 0114 

8.60 47.51 5.88 

2 ·1· l.352; ·19.82i~ ·11.823~ ·1 
0.0921 0.1409 0.3719 

0.45 , 4.98 0.45 

3 ·17. 389i ·1 53. 6;~ ·19.95;~ ·1 
2. 6071 0 .131 4. 9774 

1.36 23.08 7.69 

---------------+--------+--------+--------+ 
Total 23 167 31 

10.41 75.57 14.03 

Frequency Missing • 7 

Tot 1 

l 7 

61. 

5. 

32. 

2 l 
100. 0 

STATISTICS FOR TABLE OF ABS_PC BY MALE_PC 

Statistic OF Value rob 

------------------------------------------------------
Chi-Square 4 ll. 930 0.018 

ABS_PC 

Cell Chi-Square 

TABLE OF ABS_PC BY BLACK_PC 

BLACK_PC 

OI 

Frequency I 
Expected 

Percent 
---------------+--------+--------+--------+--------+ 

l I 35.5~: I 47_3:~ I 19.9!: I 31.l~~ I 
2.0215 0.0084 0.0447 2.1382 

20.47 22.33 8.84 10.70 
- - - - - - - - - - - - - - -+- - - - - - - -+- - - - - - - -+- - - - - - - -+- - - - - - - - + 

. 
2 

13. 446: 14. 595i 11- 934~ 13. 023~ I 
0.0889 0.0356 l.9349 0.3156 

1.86 2.33 0.00 l.86 
- -- ------ - -- -- -+--- ---- -+---- --- -+---- - - - -+-- --- -- -+ 

3
1 18 .02: 124.oi~ 110.1~i 115.8i~ I 
. 4.5209 0.0448 0.819 3.2654 

4.19 10.70 6.05 10.70 
---- ----- ---- - -+-- - - - ---+-- ---- --+--- -- ---+--- --- --+ 
Total 57 76 32 50 

26.51 35.35 14.88 23.26 

Frequency Missing = 13 

STATISTICS FOR TABLE OF ABS_PC BY BLACK_PC 

Statistic OF Value 
--- ------ -- ---- ---------- --- ------- - - -- ---- ----- -
Chi-Square 15. 238 

Total 

134 

62 .33 

13 

·6. 05 

68 

31.63 

215 
100. 00 

Prob 

. 018 

ABS_PC 

Frequency I Expected 
cell Chi-Square 
Percent 

TABLE OF ABS_PC BY WHITE_PC 

WHITE_PC 

- - - -- - - - - - - - - - -+- - -- - - - - +-- - - - - - -+- - - - - - - -+- - - - - - - -· 

l I 371 451 33 I 28 I 47.039 40.768 33.241 21.952 I 
2.1427 0.4394 0.0018 1.6664 

16.23 19.74 14.47 12.28 

---------------+--------+--------+--------+--------+ 
2 

I 4.276i I 3.7o6i I 3.021! I l.995~ I 
0.1225 0.7854 0.3166 9641!-8 

2.19 . 0.88 1.75 0.88 

3 •

1 

33 •

1 

_ 18 +I 16 •

1 

5 -·

1 23.684 20.526 16.737 11.053 
3.6642 0.3109 0.0324 3.3145 
14.47 7.89 7.02 2.19 

---------------+--------+--------+--------+--------+ 
Total 75 65 53 35 

32.8.9 28.51 23.25 15.35 

STATISTICS FOR TABLE OF ABS_PC BY WHITE_PC 

Statistic OF Value 

208 

Total 

143 

62. 72 

13 

5. 70 

72 

31. 58 

228 
100.00 

Prob 
--------- --------- ---- -.- ---- -· ------------------- ---. -
Chi-Square 12. 797 

TABLE OF TURN_PC BY SINGL_PC 

TURN_PC SINGL_PC 

Frequency I 
Expected 
Cell Chi-Square 
Percent 11 21 31 

1·1 3·1 11+1 3·1 0.5763 14.311 2.113 
10.194 0.7659. 0.3724 

1.69 6.21 1.69 

2 ·1 2 ·1 60 ·1 5 ·1 2.2712 56.401 8.3277 
0.0324 0.2296 l.3297 

1.13 33.90 2.82 

3 •
1 

0.881~ •
1

21.8;~ •
1

3.231~ +I 
o.8814 0.204 ·o.4694 

0.00 13.56 l.13 

---- 4 •1 2.271~ •1 56.4~~ •1 B.32~; •1 
0.7115 0.1022 1.6194 

0.56 30.51 6.78 
- - - - -- - -- - - - - - -+- - - - - - - -+- - - - - - - -+- - - - - - - -+ 
Total 6 149 22 

3.39 84.lB 12.43 

Frequency MiSsing • 51 

0. 046 

Total 

17 

9.60 

67 

37.85 

26 

14 .69 

67 

37. 85 

177 
100. 00 

STATISTICS FOR TABLE OF TURN_PC BY SINGL_PC 

Statistic DF Value Prob 
-------- - -- ----- - --- ------ -------- --- ----------- - -----
::hi-Square 16. 912 0. 010 

I.. 



TtlRN_PC 

Expected 

TABLE OF TtlRN_PC BY PRESC_PC 

PRESC_PC 

Frequency I 

Cell Chi -Square 
Percent 31 Total 

---------------+--------+--------+--------+ 
l I l.482: I 10.54: I l.976~ I 

8.3474 0.6126 0.4824 
2.94 4.71 0.59 

2 +I 6 +I 54 +I 4 +I 6. 7765 48 .188 9. 0353 
0. 089 0. 7009 2. 8061 
3.53 31.76 2.35 

3 +\ 2.964~ +\ 21.0;~ +I 3.952: +I 
2.9647 0.0399 l.0601 

0.00 12.94 3.53 
- - - - - - - - - - - - - - - +- - - - - - - -+- - - - - - - -+- - - - - - - - + 

4 
I 6.776~ I 48.l:: I 9.03~~ I 

0. 0074 0. 364 l. 7397 
4.12 25.88 7.65 

---------------+--------+--------+--------+ 
Total . 18 128 24 

10.59 75.29 14.12 

Frequency Missing • 58 

14 

8.24 

64 

37 .65 

28 

16.4 

6 

37 .6 

17 
100·.o 

STATISTICS FOR TABLE OF TtlRN_PC BY PRESC_PC 

statistic DF value P ob 

---------------------------------------------------0. 04 
Chi-Square 6 19 .214 

TtJRN_PC 

TABLE OF TtJRN_PC BY GT6l_PC 

GT6l_PC 

Frequency I 
Expected 
Cell Chi-Square 
Percent o I 21 

l +I 12 +I 3 +I l +I 5.9556 7.6444 2.4 
6.1347 2.8218 0.8167 

6.67 l.67 0.56 

2 
+\ 2.;:~i +\ 1.:~:~·+1 o.i~~i +I 

10.00 23.33 6.67 

---------------+--------+--------+--------+ 
3 I 10. o: I 1/! I 4. o: I 0.1097 0.0938 0.0006 

5.00 7.78 2.22 
--- - -- - - - --- - - -+- - - - - -- -+-- - -- - - -+- -- - - - - -+ 

4 I 24.l;: 131.0;~ I 9.;~ I 
0. 5986 0. 5296 0. 0064 

15.56 15.00 5.56 
- - - - - - - - - - - - - - -+- - - - - - - -+- - - - - - - -+- - - - - - - - + 
Total 67 86 27 

37.22 47.78 15.00 

Frequency Missing• 48 

Total 

16 

8.89 

72 

40.00 

27 

15.00 

65 

36.ll 

180 
100. 00 

STATISTICS FOR TABLE OF TtJRN_PC BY GT6l_PC 

Statistic DF Value Prob 

------------------------------------------------------
Chi-Square 15 .814 0 .015 

TORN_PC 

Expected 

TABLE OF TURN_PC BY LT20_PC 

LT20_PC 

209 

Frequency I 
Cell Chi-Square 
Percent 01 21 31 Total 

---------------+--------+--------+--------+--------+ 
l I 15 I 2 I O I O I 7. 6053 5. 9053 l. 7 l. 7895 

7.19 2.5826 1.7 l.7895 
7.89 l.05 0.00 0.00 

2 +I 35 •

1 

29 +I 5 +I 6 +I 33.553 26.053 7.5 7.8947 
0.0624 0.3334 0.8333 0.4547 
18.42 15.26 2.63 3.16 

3 •
1

12.9;! +I 10.0;! +I 2-~ +I 3.052= •
1 0.3003 0.0852 l.5207 0.363 

5.79 5.79 2.63 1.05 
------- --- --- - -+- ----- --+-- - -----+-- ------+- - - - - - - -+ 

4
1 30. 8:: 123. 9:: I 6.: 17. 26i~ I 

l.5283 4l6E-7 0.6391 3.0892 
12.63 12.63 4.74 6.32 

---------------+--------+--------+--------+--------+ 
Toeal 85 66 19 20 

44. 74 34. 74 10. 00 10. 53 

Frequency Missing • 38 

STATISTICS FOR TABLE OF TtlRN_PC BY LT20_PC 

Statistic DF Value 

17 

8. 95 

75 

39 .47 

29 

15. 26 

69 

36. 32 

190 
100. 00 

Prob 
----- ---- -----·-- ------------ -- --- ..... ------------ -- -----
Chi-Square 22 .472 

TABLE OF Tl!RN_PC BY DIST 

DIST 

Frequency I 
Expected 
Cell Chi-Square 
Percent l I 21 3 I 

-- l ·110.9~ +14.144~ ·1 l.945~ ·1 
0.7764 0.3159 8.4517 

3.98 1.49 2.99 

2 +I 51.3:: +I 19.5~= ··1 9.154: ·1 
0.2604 0.629 0.0026 
27.36 7.96 4.48 

3 +119. 8;~ +17. 557~ ·13. 547~ ·1 
0. 0005 0. 0259 0. 0844 

9.95 3.98 l.49 

4 +I 46.8:: •
1 

17.7;: +I 8.353: •
1 0.0154 0.9931 l.3461 

22.89 10.95 2.49 
-- - - -- - - - - - --- -+- - - - - - - -+-- -- -- - -+- - - - - - - -+ 
Total 129 49 23 

64.18 24.38 ll.44 

Frequency Missing• 27 

STATISTICS FOR TABLE OF TIJRN_PC BY DIST 

0.007 

Total 

17 

8 .46 

80 

39. 80 

31 

15 .42 

73 

36.32 

201 
100. 00 

Statistic OF Value Prob 

Chi-Square 12.902 --~:~~~ 



SiliGL_PC 

TABLE OF SINGL_PC BY III_l 

III_l 

Frequency I Expected 
Cell Chi-Square 
Percent 11 21 41 

---------------+--------+--------+--------+ 
l I 0.125~ I l.047f 

1
6.827~ I 

0.1257 8.3271 1.1708 
0.00 2.09 2.09 

2 .. I 2 .481; .. I 2o.6!~ .. I 13/:: .. I 
0.0935 0.6551 0.1285 

1.05 8.90 72.77 

· 3 .. I O. 392; .. I 3. 272~ .. I 21.3;~ .. I 
0.9393 0.1619 0.0835 

0.52 2.09 10.47 

---------------+--------+--------+--------+ 

otal 

4.19 

158 

2.72 

25 

3.09 

Total 3 25 163 
1.57 13.09 85.34 

191 
l O .00 

Frequency Missing • 3 7 

STATISTICS FOR TABLE OF SINGL_PC BY III l 

Statistic OF Value 

---------------------------------------------
Chi-Square 11.685 

TABLE OF PRESC_PC BY III_lS 

PRESC_PC III_lS 

Frequency I 
Expected 
Cell Chi-Square 
Percent ll 21 41 

- 1 .. I 7.1si~ .. I ll.84~ .. I g .. I 
6.5578 3.9583 . 

7.87 2.81 0.00 

- 2 +\ so. sf; .. 1 84 . 1!; +I g +I 
0. 4562 0. 2753 • 
25.84 so.co 0.00 

3 .. I 9.033~ .. I 14.9~~ .. I g .. I 
0.4578 0 .2764 . 

3.93 9.55 0.00 

---------------+-------·+--------+--------+ 
Total 67 111 o 

37.64 62.36 o.oo 

Frequency Missing ~ so 

Prob 

0.020 

Total 

.10.67 

135 

75.84 

24 

13 .48 

178 
00. 00 

STATISTICS FOR TABLE OF PRESC PC BY II I S 
(ROWS AND COLUMNS WITH ZERO TOTALS EXCLUD 0) 

Statistic OF Value 

Chi-Square 11. 982 

PRESC_PC 

TABLE OF PRESC_PC BY III_~U 

III_20 

Frequency I 
Expected 
Cell Chi-Square 
Percent 11 21 41 

---------------+--------+--------+--------+ 
1.0519 Q.3865 0.427 

Prob 

o. 003 

To al 

19 

l I 6.404: I 12.1!~ I 0.42~ I 
5.06 5.62. o.oo 10.67 

35 

7 .84 

24 

l .48 

178 
10 .00 

---------------+--------+-----· --+--- .----+ 
2 

I 45.S~~ I 86.4:i I 3.033; I 
0.2701 0.3549 1.3633 

23.60 51.69 0.56 

---------------+--------+--------+--------+ 
3 I 8.089: I 15.3;i I 0.539i I 

0.1024 0.7392 11.227 
5.06 6.74 1.69 

---------------+--------+--------+--------+ 
Total 60 114 4 

33.71 64.04 2.25 

Frequency Missing • 50 

STATISTICS FOR TABLE OF PRESC_PC BY III_20 

Statistic OF Value Prob 

------ -- --- --- ------ -- -------- - ------- ------- ---
Chi-Square 15.922 0.003 

PRESC_PC 

Expected 

TABLE OF PRESC_PC BY III_9 

III_9 

Frequency I 

Cell Chi-Square 
Percent 11 21 4 I Total 

-- -------- -- ---+-- --- ---+--- - - - - -+- - ---- - -+ 

l I a I 12 I O I 2.3464 17.43 0.2235 
13.623 1.6917 0.2235 

4.47 6.70 0.00 
--- --- --.. --- -- -+----- ---+-- - - - - - -+- - -- --- - ... 

2 
I is.a~: I 111~:: \ 1.soa: \ 

2.1519 0.2429 0.1602 
5.59 68.72 1.12 

---------------+--------+--------+--------+ 
3 I 2.815: I 20.9i~ I 0.268: I 

0.0121 0.0003 0.2682 
1.68 11.73 o.oo 

---------------+--------+--------+--------+ 
Total 21 156 2 

11. 73 87 .15 1.12 

Frequency Missing• 49 

20 

ll.17 

135 

75.42 

24 

13.41 

179 
100. 00 

STATISTICS FOR TABLE OF PRESC_PC BY II1_9 

210 

OF Value Prob 
Statistic 
-------------------.--------------- -- - -18 .373 0.001 
Chi-Square 

PRESC_PC 

TABLE OF PRESC_PC BY III_l9 

III_l9 

Frequency I 
Expected 
Cell Chi-Square 
Percent 11 21 41 

l .. I 2.561~ .. I 15.0;1 •
1 

l.387~ •
1 2.3206 0.0733 1.3876 

2.81 7.87 o.oo 
- - - -- - - - - - - - - - -+- - - - - - - -+- - - - - - - - +- - - - - - - -• 

2 I 18.2~~ I 106~~= I 9.859: I 
0.0022 0.2396 2.3952 
10.11 62.92 2.81 

---------------+--------+--------+--------+ 
3 

I 3.23~ I 19.oi~ 
1

1. 752: I 
1.545 0.8463 22.266 

0.56 8.43 4.49 

---------------+--------+--------+--------+ 
Total 24 141 13 

13.48 79.21 7.30 

Frequency Missing• so 

Total 

19 

10 .67 

135 

75. 84 

24 

13.48 

178 
100.00 

S,ATISTICS FOR TABLE OF PRESC_PC BY III_l9 

Statistic DP Value Prob 

Chi-Square 31.076 0.000 

ELDER_PC 

TABLE OF ELDER_PC BY III_4 

III_4 

Frequency I 
Expected 
Cell Chi-Square 
Percent l I 2 I 4 I 

-- 1 ·, 2.342~ +I s1.1~: ·13 .s13~ ·1 
3.015 0.0143 3.5137 

3.42 35.62 0.00 

-------------;-+1-;~;;;i-+l-i;~;ii-+1·;~iii!-+I 

0.68 48.63 6.16 

3 .. I 0.328= .. I ,.11a: •
1 

0.493: •
1 0.3288 0.0941 0.4932 

0.00 5.48 0.00 
- -- - - - - - -- - - -- -+- - - -- - - -+- - - - - - - -+- - - - - - - - + 
Total 6 131 9 

4.11 89.73 6.16 

Fr~quency Missing • 82 

Total 

57 

39. 04 

Bl 

55.48 

5.48 

146 
100. 00 

STATISTICS FOR TABLE OF ELOER_PC BY III_4 

Statistic OF Value Prob 

Chi-Sauare 12. 342 0.015 



ELDER_PC 

Expected 

TABLE OF ELDER_PC BY III_6 

III_6 

Frequency I 
Cell Chi-Square 
Percent 11 21 41 Tot 

24.718 28.521 D.7606 
4.2767 3.8811 0.0754 

l +I 35 •

1 

18 +I l +I 

24.65 12.68 0.70 JS. 

36.62 42.254 l.1268 
_ 3.687 3.2655 0.0143 

2 •

1 

25 +I 54 +I l +I 

17.61 38.03 0.70 56. 

0.4889 0.3554 0.1127 

3 +I J.66~ +
1

4.225! +I o.112~ +I 

3 . 52 2. ll O. 00 5. 

---------------+--------+--------+--------+ 
Total 65 75 2 l 

45.77 52.82 l.41 100. 

Frequency Missing • 86 

STATISTICS FOR TABLE OF ELDER_PC BY III_6 

Stat.istic 

ELDER_PC 

DF Value 

16 .157 

TABLE OF ELDER_PC BY III_S 

III_S 

Frequency I Expected 
Cell Chi-Square 
Percent 
---------------+--------+--------+--------+ 

l I 39.6~; I 1: I 0.384~ I 
0.7319 2.4 0.9846 
Jl.47 6.29 0.70 

---------------+--------+--------+--------+ 
2 I 57. 6~~ \ 21. 8i~ I O. 559~ I 

l. 0083 3 ;0682 0. 5594 
34.97 20.98 0.00 

---------------+--------+--------+--------+ 
3 I 5.762~ 1 2.181~ I a.ass~ I 

0.869 2.1818 0.0559 
5.59 0.00 o.oo 

---------------+--------+--------+--------+ 
Total 103 39 l 

72.03 27.27 0.70 

Frequency Missing • 85 

TO 

38 

55 

100 

STATISTICS FOR TABLE OF ELDER_PC BY III_8 

Stat.istic DF Value 

-----------------------------------------.-----
Chi-Square 

ELDER_PC 

ll. 859 

TABLE OF ELDER_PC BY III_l3 

III_l3 

=~~~~ I Cell Chi-Square 
Percent ll 21 41 

1 +139.1:: ·114.45~ +I o.JBoi ·1 
2.4675 7.5579 l.0099 
34.Sl 2.82 0.70 

- 2 +I 58.0~~ +I 21.4~: •
1 

0.563~ •
1 2.0959 6.2762 0.5634 

33.10 23.24 0.00 

3 ·15.802~ ·12.140~ ·1 0.056~ ·1 
0.247 0.608 0.0563 

4. 93 0. 70 O. 00 

---------------+--------+--------+--------+ 
Total 103 38 l 

72.54 26.76 0.70 

Frequency Missing • 86 

l 

4 

3 

2 
0 

0.003 

al 

55 

46 

80 

94 

59 

43 
.DO 

0.018 

Total 

54 

38. 03 

80 

56.34 

5.63 

142 
100 .00 

STATISTICS FOR TABLE OF ELDER_PC BY III 13 

Statistic DF Value Prob 

Chi-Square 20.882 0.000 

ELDBR_PC 

TABLE OF ELDER_PC BY II!_7 

III_? 

Frequency I 
Expected 
Cell Chi-Square 
Percent l I 2 I 4 I 

1 ·1 31.2!~ ·1 16.35; +II o.38oi ·1 
2.5416 5_5537 1.0099 
33.10 4.23 0_70 

2 
·155.21~ ·124.2;: ·1 o.563~ ·1 

2.276li 5_723 0.5634 
30.99 25.35 o.oo I 

3 +I 5.521: +I 2.422~ +I 0-0S!i~ •1 
0.39lil 0.8353 0.0563 

4.93 0.70 0.00 
- - -- - --- - - - - -- •+- - - - -- --+- -------+- - - - - - - -+ 
Total 98 43 1 

69.0l 30.28 0.70 

Frequency Missing• 86 

Total 

54 

38. 03 

80 

56.34 

S.63 

142 
100. 00 

STATISTICS FOR TABLE OF ELDER_PC BY III_7 

211 

Statistic DF Value Prob 

Chi-Square 

ELDER_PC 

19- 95li 

TABLE OF ELDER_PC BY III_lO 

III_lO 

Cell Chi· Square 

0 .001 

=~~~ I 
Percent l I 2 I 4 I Total 

l +
1

3.475: •
1

42.8:~ •
1

9.655; +I 
5. 8886 0. 0004 2. 2445 

5.52 29.66 3.45 

5li 

38. 62 

Bl 

3 .2265 767E·9 l.1655 
••• 2 ·15. 021! ·162. o~; ·11u!: ·1 

0.69 42.76 12.41 55. 86 

0.496li 0.0025 0.2793 

· 3 +I 0.496~ •

1 

•. 124: •
1 

1.37::··

1 
0.00 4.14 1.38 5. 52 

- - - -- - - -- - ---- -+- -- -- ---+-- ----- -+-- - - - - - -+ 
Total 9 111 25 

6 .21 7li. 55 l 7 .24 
145 

100. 00 

Frequency Missing • 83 

STATISTICS FOR TABLE OF ELDER_PC BY III_lO 

Statistic DF Value 

Chi-Square 13.304 

TABLE OF ELDER_PC BY III_l4 

ELDER_PC 

Expected 
Frequency I 
Cell Chi-Square 
Percent 

III_l4 

11 21 

l I 
46

1 
6

1 
36.127 17.873 
2.6983 5.454 

32.39 5.63 

---------------+------- .. +--------+ 
21 441 361 53. 521 26. 479 

l.6938 3.4236 
J0.99 25-35 

- - - - - - - - - - -- - - -+- -- - - -- -+- - - - - - - -+ 

3 I 5. J52i I 2 .• .,! I 
0.0232 0.0468 

3.52 2.11 
- -- -- - - - - - -- - - -+- - ---- - -+- - -- - - - - + 
Total 95 

66.90 

Frequency Missing• 86 

47 
33.10 

Total 

54 

38.03 

80 

56 .34 

5. 63 

142 
100. 00 

STATISTICS FOR TABLE OF ELDER_PC BY III_l4 

Statistic CF Value 

0.010 

Prob -- .. -- ------ -- ------- -----------.. ---- --- ------ -------- -
Chi-Square 13- 340 Q.001 



ELDER_PC 

TABLE OF ELDER_PC BY III_l5 

III_l5 

Frequency I 
Expected 
cell Chi -square 
Percent 1 I 2 I 

l.9705 1.1823 

0 
0 

-------------i-+

1

-::.6~~ +I 34.3;: +I 

18.75 19.44 0.00 

-------- 2 •

1

30.3;: +I 50.6~= +I : 

2.3092 1.3855 
15.28 40.97 o.oo 

4 

-------------;-+1-:~::31 +I 0.1 +I -~-

3.47 2.08 0.00 
---------------+--------+--------+--------
Total 54 90 o 

37.50 62.50 0.00 

Frequency Missing = 84 

Total 

55 

38 .19. 

81 

56.25 

5.56 

144 
100.00 

STATISTICS FOR TABLE OF ELDER PC BY III 15 
(ROIIS AND COLUMNS WITH ZERO TOTALS EXCL ED) 

Statistic OF Value Prob 
Chi-Square 2 ----;~;;i---

0.011 

TABLE OF ELDER_PC BY III_l8 

ELDER_PC III_l8 

~::? I Cell Chi-square 
Percent l I 21 

. 1 · +1-35. 1!: +/ 18.25! +/ 
2.9411 5.7597 
32.39 5.63 

. 
2 

+/ 52.9:! +/ 21.0!{·1 
l. 8724 3. 6667 . 
30.28 26.06 

;-+1-:~~:i+1-:~~:x·1 

0.0165 0.0324 
3.52 2.11 

Tot l 

4 

38. 3 

56.3 

5.6 
Total---------+-----;;-+-----;;-+ 

14 
66.20 33.80 100.0, 

Frequency Missing • 86 
STATISTICS FOR TABLE OF ELDER_PC BY III 18 

Statistic OF Value Prob 
Chi-Square ------

14. 289 

TABLE OF BLACIC_PC BY III_l4 

BLACK_PC 

Frequency I Expected 
Cell Chi-Square 
Percent 

III_l4 

11 21 

0 •135.4~: +1. 18.5~~ +I 
2.0469 3.9208 

21.26 4.83 

---------------+--------+--------+ 
l I 48.6f: I 25.3;~ I 

0.0079 0.0151 
23.19 12.56 

2 +I 19 +I 13 +I 21.024 10.976 
0.1949 0.3733 

9.18 6.28 

3 +I 30. 8;~ +I 16. l~~ +I 
1.1194 2.1441 

12.08 10.63 

---------------+--------+--------+ 
Total 136 71 

65.70 34.30 

Frequency Missing • 21 

Total 

54 

26.09 

74 

35.75 

32 

15.46 

47 

22.71 

20 
100. 00 

STATISTICS FOR TABLE OF BLACK_PC BY III 14 

0.001 

Statistic OF Value 1 Prob -- ------ - ---- ------ ----- ---- ---- ---- - - - -- ---- - - - -- -- -
Chi-Square 3 9.822 0.020 

TABLE OF ELDER_PC BY III_l 7 

ELDER_PC 

Frequency I 
Expected 
Cell Chi-Square 
Percent 

III_l7 

11 

---------------+--------+--------+ 
l I 36. 8:~ I 11.1i~ I 

l. 3715 2. 9563 
30.99 7.04 

---------------+--------+--------+ 
2154.6:: 125.3~~ I 

1.3685 2.9499 
32.39 23.94 

---------------+--------+--------+ 
3

1
5.464; 

1
2.535~ I 

0.4313 0.9297 
4.93 0.70 

---------------+--------+--------+ 
Total 97 

68.31 

Frequency Missing • 86 

45 
31.69 

Total 

54 

38.03 

80 

56.34 

5. 63 

142 
100. 00 

212 

STATISTICS FOR TABLE OF ELDER_PC BY III 17 

Statistic 

Chi-Square 

ELDBR_PC 

OF Value 

10. 007 

TABLE OF ELDER_PC BY III_21 

III_21 

Frequency I 
Expected 
Cell· Chi-Square 
Percent ll 21 41 

l +I 19.6~; •
1 

35.9f~ +I 0.386~ +I 
2.7081 1.3322 0.3862 
18.62 20.00 0.00 

- 2 +I /a(1-;;:;!r,-;:;;;(1 
13.10 42.07 0.69 

- 3 +I 2.813: +I 5.13i +I 0.055~-+I 
1.6986 0.8851 0.0552 

3.45 2.07 0.00 
- - -- -- -- - - - - - --+- - - - - -- -+--- - - - - -+- - - - - - - -+ 
Total 51 93 1 

35.17 64.14 0.69 

Frequency Missing • 83 

Prob 

0.007 

Total 

56 

38.62 

81 

55.86 

5.52 

145 
100. 00 

STATISTICS FOR TABLE OF ELDER_PC BY III_21 

Statistic OF Value 

Chi-Square 12.151 

BLACIC_PC: 

TABLE OF BLACK_PC BY III_l9 

III_l9 

Frequency I Expected 
Cell Chi-Square 
Percent 
- --- -- - --- -- -- -+- - -- - - - -+- -------+- ------- + 

0 I 13 I 41 I O I 7.2344 43.148 3.6172 
4.5949 0.107 3.6172 

6.22 19.62 0.00 

l •
1 

10.04: +I 59.9:: +I 5.023= +I 
0.1093 0.0001 0.1896 

4.31 28.71 2.87 
- - - - - ---- - - - - - -+- - - - - - - -+- - - - -- - -+- - - - - - - - + 

2 
I 4.287~ I 25.5~: I 2.143~ I 

1.2201 0.4603 0.6101 
0.96 13.88 0.48 

- - - - - - - - -- - - - - -+- - - - - -- -+-- - - - - - -+- - - - - - - - + 

3 
I 6.430: I 38.3~~ I 3.215; I 

0.9187 0.0478 4.4549 
1.91 17.70 3.35 

- - - - - - - - - -- - - --+- - -- - - - -+- - - - - - - -+- - - - - - - - + 
· Total 28 167 14 

13.40 79.90 6.70 

Frequency Missing • 19 

Prob 

0.016 

Total 

54 

25 .84 

75 

35.89 

32 

15.31 

48 

22.97 

209 
100. 00 

STATISTICS FOR TABLE OF BLACK_PC BY III_l9 

Statistic DF Value Prob 

Chi-Square 16.330 0.012 



BLACK_PC 

TABLE OF BLACK_PC BY III_20 

III_20 

Frequency I 
Expected 
Cell Chi-Square 
Percent 1 I 2 I 4 I 
---------------+--------+--------+--------+ 

0 I 18.3!! I 33.a!~ 
1 

l.808~ I 
1.1815 0.2395 1.8086 
11.00 14.83 0.00 

1 ·12s.4~~ ·,. 47.~i ·1 2.s1i ·1 
0. 0909 195E-8 0. 9101 
12.92 22.49 0.48 

2 •

1 

s •

1 

27 +I o •

1 
10. 871 20. 057 1. 0718 
3.1705 2.4031 1.0718 

2.39 12.92 o.oo 

3 ·1 16.3~= ·1 30.0~= ·1 l..607~ ·1 
0.0058 0.555 12.001 

7.66 12.44 2.87 

---------------+--------+--------+--------+ 

otal 

54 

5.84 

75 

5.89 

32 

5.31 

48 

2.97 

Total 71 131 7 
33.97 62.68 3.35 

209 
1 0.00 

Frequency Missing= 19 
STATISTICS FOR TABLE OF BLACK_PC BY III 2 

Statistic 

Chi-Square 

HISP_PC 

DF Value 

6 23 .437 

TABLE OF HISP_PC BY III_l 

III_l. 

Frequency I 
Expected 
Cell Chi-Square 
Percent ll 21 41 

0 
·, 1. 736! +I is. o;~ ·1104 :~~ ·1 

0.3126 1.6261 0.1701 
0.48 9.57 47.85 

1 
·, o.947! ·1 s.210; ·1. 56.a!~-·1 · 

0.0029 4.6977 0.6671 
0.48 0.96 30.14 

2 ·1 0. 315! ·12. 736: ·118. 9g ·1 
1. 4825 0. 583 0. 2001 • 

0.48 1.91 8.13 
-------- ---- ---+-- --- ---+- -------+--- -----+ 
Total 3 26 180 

1.44 12.44 86.12 

Frequency Missing = 19 
STATISTICS FOR TABLE OF HISP _PC BY III_l 

Statistic DF Value 

Chi-Square 9.742 

TABLE OF HISP _PC BY III_ 7. 

HISP_PC III_7 

Frequency - I 
Expected 
Cell Chi-Square 
Percent 1 I 2 I 4 I 

0 ·1 as.a:~ ·1 33.S~; ·1 o.5ss~ ·1 
0.7673 1.6908 .0.5882 
46.08 12.75 o.oo 

1 
+I 45_0!~ ·111.6~~ ·1 o.3oa!-•1 

2.2572 5.0165 1.5469 
17.16 13.24 0.49 

2 +\ 1s.oi~ ·1 s.s61! ·10.102~-·1 
0.2584 0.5945 0.1029 

8.33 1.96 0.00 
- - - - - - - - - - - - - - -+- - - - - - - -+- - - - - - - - +- - - - - - - - + 
Total 146 57 1 

71.57 27.94 0.49 

Frequency Missing =- 24 
STATISTICS FOR TABLE OF HISP_PC BY III 

Statiseic DF Value 
--------- -------- ---- ---- - ------- --------- -- -
Chi-Square 12. 823 

Prob 

0.001 

otal 

121 

7 .89 

66 

1.58 

22 

0 .53 

209 
o.oo 

Prob 

0.045 

Total 

120 

58.82 

63 

30.88 

21 

10 .29 

204 
100. 00 

Prob 

0.012 

ii!IITE_PC 

TABLE OF ii!IITE_h. BY III_l9 

III_19 

Expected 
Frequency I 
Cell chi-Square 
Percent 11 21 41 

1 ·1 9.359i ·1 s6.4~~ ·1 s.163: ·1 
0. 5946 0. 0386 2. 8503 

3.18 25.00 4.09 

-- 2 
+I S.568~ •1 Sl.7~; +\ 4.727~ •1 

2.4356 0.3569 0.0157 
1.82 25.45 2.27 

3 ·1 6. 590! ·139. 7~~ ·13. 636~ ·1 
0.8806 0.015 0.7364 

4.09 17.73 0.91 

4 ·1 9 ·1 25 ·1 0 ·1 4.4818 27.045 2.4727 
4.5548 0.1547 2.4727 

4.09 11,36 0.00 

---------------+--------+--------+--------+ 
Total· 29 175 16 

13.18 79.55 7.27 

Total 

7l 

29.55 

so 

22.73 

34 

15.45 

220 
100.00 

Frequency Missing• 8 
STATISTICS FOR TABLE OF WHITE_PC BY III_l9 

213 

Statistic DF Value Prob 

--------------------------------------------- -- 0.019 
Chi-Square 

HISP_PC 

6 15,106 

TABLE OF HISP_PC BY III_6 

III_6 

Frequency I 
Expected 
Cell Chi-Square 
Percent l I 2 I 4 I 

0 ·1 s7.6!~ ·160. s:! ·11. 764 ~ ·1 
1.2103 0.9504 0.3314 

32.35 25.98 0.49 

1 ·1· 30.2:: ·131.a:~ ·1 o.926: ·1 
3.4814 2.655B 1.2439 

9.80 20.10 0.98 

2 ·110.0!! ·110.60~ ·1 0.308~ ·1 
0.3623 0.2423 0.3088 

S.B8 4.41 0.00 
- - - - - - - -- - - -- - -+- - - - - -- -+- - - - - - - - +- - - - - - - -+ 
Total 98 

48 .04 

Fr~quency Missing • 24 

103 
50.49 

3 
1.47 

STATISTICS FOR TABLE OF HISP_PC BY III_6 

DF Value 

Total 

120 

58.82 

63 

JO.BB 

21 

10.29 

204 
100.00 

Prob 
Statistic 
------- ---- -- ---------- -------------- --- ---- --- - - -----

0.029 
Chi.-Smiare 4 10. 787 

TABLE OF HISP_PC BY III,.12 

HISP_PC III_l2 

Frequency I 
Expecc.ed 

11 21 
Cell Chi-Square 
Percent 

0 ·1 33 ·1 88 ·1 33.809 87.191 
0.0193 0.0075 

16 .18 43 .14 

-------------~-·1-----~~-·1-----;i-·1 17.324 44.676 
2.3082 0.895 

5.39 25.00 

2 ·1 13 ·1 8 ·1 5.8676 15.132 
8. 6697 3. 3617 

6.37 3.92 
- - -- - - - - - - - - - - -+- - -- - - - -+- - - - - - - -+ 
Total 57 147 

27.94 72.06 

Total 

121 

59.31 

62 

30.39 

21 

10 .29 

204 
100. 00 

Frequency Missing• 24 
STATISTICS FOR TABLE OF HISP_PC BY III_12 

DF Value Prob 
Statistic 

2 15.261 a:ooo 
Chi-Sau.are 



HISP_PC 

TABLE OF HISP_PC BY III_l3 

III_l3 

=~~r I Cell Chi-Square 
Percent ll 21 41 

0 ·1 95_2:: ·134_1f: ·1 o.588~ ·1 
0.8886 l.9314 0.5882 

46. 08 12. 75 0 • 00 

l ·1 44.7~~ ·1 17.9~~ ·10.308~ ·1 
3, 0986 6. 8641 l. 5469 
16.18 14.22 0.49 

2 ·114.9~: ·15. 970: ·1 0 .102~ ·1 
0.6329 l.478 0.1029 

8.82 l.47 0.00 

---------------+--------+--------+--------+ 
Total 145 58 l 

71.08 28.43 0.49 

Frequency Missing= 24 

T 

l 

10 

STATISTICS FOR TABLE OF HISP_PC BY III_l3 

Statistic 

Chi-Square 

NAM_PC 

DF Value 

l 7 .132 

TABLE OF NAM_PC BY III_l 7 

III_l7 

Expected 
Frequency I 
Cell Chi-Square 
Percent 2 I Total 

0 
·1 0.3m ·1 0.66H ·1 

60.32 25.40 

---------------+--------+--------+ 

l I 6. :i I 7.:! I 
---------------+--------+--------+ 
Total 126 63 

66.67 33.33 

Freauencv Missinq = 3 9 

162 

85.71 

27 

14.29 

189 
100. 00 

STATISTICS FOR TABLE OF NAM_PC BY III_l7 

Statistic DF Value 

Chi-Square 7 .000 

NAM_PC III_l2 

Frequency I 
Expected 
Cell Chi -Square 
Percent 2 I Tota 

---------------+--------+--------+ 
0 I 43.7:; I 119:~: I 

0. 62.93 0. 2309 
25.79 60.00 

---------------+--------+--------+ 
l I 7.247~ I 19.7;~ I 

3.7993 l.394 
l.05 13.16 

---------------+--------+--------+ 
Total Sl 

26 .84 
139 

73.16 

16 

es. 7 

14 .2 

19 
100.0 

Frequency Missing ... 38 
STATISTICS FOR TABLE OF NAM_PC BY III_l2 

Statistic DF Value 
------ ---- ---- -- --- --------- -- - ---- ------ - -----
Chi-Square 6 .054 

tal 

120 

.82 

63 

.88 

21 

.29 

204 
.oo 

Prob 

0.002 

Prob 

0.008 

Prob 

0 .014 

LT20_PC 

TABLE OF LT20_PC BY III_3 

III_3 

Frequency I 
Expected 
Cell Chi-Square 
Percent 
---------------+--------+--------+ 

0 I 57.,~i I 29.5;: I 
0. 5441 l. 0556 

31.98 12.18 

---------------+--------+--------+ 
l I 44. 2i~ I 22. 1:; I 

0.8731 l.6941 
19.29 14.72 

2 ·1 ~:;;H ·1 /s~H ·1 
5.08 5.08 

---------------+--------+--------+ 
3 I 1s.1;: 

1
7.822j I 

-0.9626 l.8678 
9.64 2.03 

---- ----- ------+-- ---- --+- - - - -- - -+ 
Total 130 67 

65.99 34.0l 

Frequency Missing• 31 

Total 

87 

44.16 

67 

34.0l 

20 

10 .15 

23 

ll.68 

197 
100. 00 

STATISTICS FOR TABLE OF LT20_PC BY III_3 

Statistic 

Chi-~quare 

LT20_PC 

DF Value 

9.276 

TABLE OF LT20_PC BY III_6 

III_6 

=~~r I Cell Chi-Square 
Percent ll 21 41 

-------------~-·,-42.e~! ·142.e~! ·11.324! ·1 

3.4532 3.2711 0.0797 
27. 92 15. 74 O. 51 

- 1 
·1 s:fi!: ·, 4:;;i! ·, ~:~;;~-·, 

10.15 22.84 1.02 

2 
·19.847; ·, 9.84;; ·, 0.304~ ·1 

0.073 0.1348 0.3046 
4.57 5.58 0.00 

3 
·1 ll.3;~ ·, ll.3;~ ·, 0.350~ ·, 

0.2478 0.155 0.3503 
6.60 5.08 0.00 

- - - - - -- - - - - - - - -+- - - ""' - - --+- -------+- - - - - - - -+ 

Prob 

0. 026 

Total 

87 

44 .16 

67 

34.0l 

20 

10.15 

23 

ll .68 

Total 97 97 3 
49.24 49.24 l.52 

197 
100. 00 

Frequency Missing~ 31 

STATISTICS FOR TABLE OF LT20_PC BY III_6 

Statistic DF Value Prob 

Chi-Square 18 .497 0. 005 

214 



TABI.E OP LT20_PC BY III_l 7 

LT20_PC III_l 7 

Frequency I 
Expected 
Cell Chi-Square 
Percent. 
--- -- --- - -- -- --+-- --- .. -....... - .. - .... - -+ 

0 I 70 I 17 I 57.411 29.SB9 
2.7604 5.356 
35.53 B.63 

l •1 39 •1 2B I 44.213 22.787 
0.6147 l.1927 
19.80 14.21 

2 ·1 10 ·1 10 ·1 13.19B 6.B02 
0.7749 1.5035 

s.as s.os 

3 ·1 ll ·1 12 ·1 15,178 7.8223 
1.1499 2. 2312 

s.se 6.09 
------ .. -- ------+- --- --- ......... ------+ 
Total 130 67 

65.99 34.01 

Frequency Missing • 31 

Total 

87 
44 .16 

67 
34 .01 

20 

10.15 

23 

11.68 

197 
100, 00 

STATISTICS FOR TABI.E OF LT20_PC BY III_l 7 

Statistic OF Vale 
---.. --- -- -- ---- -------------- ----------- -- -----------
Ch~-Square: 

GT&l_PC 

15,S 3 

TABLE OP GT&l_PC BY III_4 

III_4 

=~:r I Cell Chi•Square 
Percent . 11 4 I 

O •12-947: •163. 7~; •13.JlS •1 
3.1617 0.0011 3.3158 3.16 33.68 o. 0 

1 ·13. 705~ ·1 ·o .1~! ·1 • .16 r ·1 
3.7053 0.0095 1.92 5 

o.oo ,2.sJ J. e 

2 •1 l.347! •129.l;~ •11.51 ! •1 
0.3161 0.0444 0.15 7 

1.05 14. 74 1. S 
-- -- .. - .. -- -- --- -+- .. -- --- -+- - .. - - .. -- ·-- ---
Tot.al • 4 .21 

Frequency Missing • 39 

17:i 
91.05 .. 

0.001 

Toe.al 

70 
36 .•• 

•• 
46 .32 

32 

16,84. 

190 
100. 00 

STATISTICS FOR TABI.E OF GT6l_PC BY III_4 

Statistic OF Valu 
-.. -.... ------ ----.. -- --------. -- ------------
Chi-SqUare 

GT6l_PC 

l2.63 

TABI.E OP GT6l_ PC BY III_ 20 

III_20 

=::~ I Cell Chi-Square 
Percent ll 21 41 

0 ·1 24 _~; ·1 41 .!! ·12.S69 I 
2,876 1.8679 0.072 
17.SS 17.55 1.6 

l ·131.3~~ ·1 S3. 3~~ ·13. 276 I 
2.7945 1.3984 0.159 
11.70 32.98 2.1 

--- -- -.. -- -- -- --+-- -- ---..... -.. -----....... ------..... 
2 I 12 I 19 I o I 11. 048 18. 798 1.154 

0. 0821 0. 0022 1.1543 
6.38 10.11 a. o --------- ----- ....... ---.. -- -•----.. --....... ----

Total 67 
35.64. 

Frequency Missing • 40 

114 
60 .64 3. 

Prob 

0.013 

Total 

69 
36. 70 

B8 
46 .81 

31 
16 .49 

lBB 
100. 00 

STATISTICS FOR TABLE OF GT6l_PC BY II_20 

St,1,tistic OF Va.lu Prob 

-- ... ---.. ---... ------- .. ---------.. --.. --------- ------------
Chi-Square 10.40 0.034 

I R21_40PC 
TABLE OF R2l_40PC BY III_6 

III_6 

=~c:y I 
Cell Chi-Square 
Pucenc ll 21 •I 

l ·1 ~~d~ ·1 0-~~:i ·1 g:;;;ri 
l2.B4 14.22 0.00 I 

2 ·1 ~\:H ·1 3.0H ·1 ~:~g~~ ·1 
12.84 23.39 0.46 

3 •
1

27.7~: •
1 

28~; •
1 

0.784! +I. 

1. 0076 1. 4825 1. 8838 
15.14 10.09 I 0.92 

• ·
1

10.,i~ +I l~ •
1 

0.302~ •
1 3.7135 3.2727 0.3028 

7.80 2.29 0.00 

Tot.al + 106 + 109 • J + 

48.62 so.oo 1.38 

Frequency Missing • 10 

Total 

59 
27 .06 

BO 

36, 70 

57 
26 .15 

22 

10.09 

218 
100. 00 

STATISTICS FOR TABLE OP' R21_40PC BY III_6 

OF Value 

GTll_PC III_6 

Expect.ad Prequency I 
Cell Chi-Square 
Percenc. 11 21 • I 
.......... ---- -- ----•- -- -- ---•- -- --- .. -+- .... - .. - - ... 

0 I •· 1 251 0 I 34. .129 33. 758 1.1129 
2.854.9 2.2722 1.1129 
23.66 13.44 o.oo 

--- -- - - -- -- -- --+- .. --- -- -•- - - -- - - -·-- - -- ... - -+ 

l I 33 I 50 I 3 I 42.538 42,075 l.3871 
2.1385 1.4926 1.8755 
17.74 26.88 1.61 

- -- - - -- --- - - - ........ - - - .. - --•--- -- .. - -+- - .. - - - - -+ 

21 151 161 15.333 15.167 
0.0072 0.0458 

8.06 , 8.60 

92 
49.46 

Prequ.enc:y Misaing • 42 

91 
48, 92 

0 I o.s 
0 .s 

o .oo 

3 
l.61 

Toe.al 

69 
37 .10 

B6 

46 .24 

31 
16 .67 

186 
100 .00 

STATISTICS FOR TABLE OF GT6l_PC BY III_6 

Scaci•cic: OF Value Prob -....... ----·- .. --- ------· .. ---.. ----- .... --- .. -.. ---.. -- ---------1.2.300 
TABLB OP GT&l_PC BY II I_2l 

III_ll 

Frequency I B:xpect.ed 
Cell Chi.-Squar• 
Percent -------- ----- --+- -- -....... -+- --.. ---.. +• - - - - - - - + 

0 1.26.2:: 142.,~: I g I 3.5901 2.2093 
19.os 17.46 o.oO 

.. --- --- - - - - -- --+- -- - - -- -+- - - ·- - - - +- ..... - - .. - -+ 

l 133.S~~ I 54.4;! I ~ I 
1.2695 0.7813 

14.29 12.2s o.oO 
- --- - - - - - - - - - - -+- --- -- - ....... - - .. - - .. - ·- - -- .. - - -+ 

2 I ;~~~i I <i~g I 0.0: I 
------ ---- -- ---•--------•---- ----·- ---- -- ..... 

0.015 

Total 

36 .51 .. 
46 .56 

32 

16"". 93 

Tot.al 72 
38.lO 

117 
61.90 

o u, 
o.oo 100.00 

Frequency Missing • 39 

STATISTICS FOR TABLE OF GT61 PC BY III 21 
CROWS AND COLCMNS WITH ZERO TOTALS EXCLUDED) 

Statistic DP Value 

Chi-Square 9 .199 
Prob 

a .n, n 

215 



DIST 

TABLE OF DIST BY III_l9 

III_l9 

Expected 

1\ 2 \ 4\ 

Frequency I 
Cell Chi-Square 
Percent 

. l +\ 19 +\ 123 +\ 4 +\ 19. 245 l.16 .14 10. 618 
0.0031 0.4056 4.125 

8.64 55.91 l..82 

---------------+--------+--------+--------+ 
6.5909 39.773 3.6364 

To al 

46 

66 36 

50 

2 I 5 I 37 I 8 I 
0.384 0.1933 5.2364 
2.27 16.82 3.64 22. 73 

---------------+--------+--------+---~----+ 
3 I 3 .163~ I 19. o;i I l. 745: I 

l. 0659 0. 8766 2. 9121 
2.27 6.82 l.82 

---------------+--------+--------+--------+ 
Total · 29 175 16 

13.18 79.55 7.27 

24 

1 .91 

220 
10 .oo 

Frequency Missing= e 

STATISTICS FOR TABLE OF DIST BY III_19 

Statistic DF Value 
---- --- --------- ----- ------ - -- - -- -- ----- ------- -
Chi-Square 4 15.202 

Prob 

0.004 

TABLE OF AGE BY III_l. 

AGE III_l 

Frequency I 
Expected 
Cell Chi-Square 
Percent: l\ 

1+\ -· o+\ 1+\ ,7·+1 
0 .1622 2. 3514 15. 486 
0.1622 0.7766 0.1479 

0.00 0.45 7.66 

2 +\ 1 +\ 23 +\ 167 +\ 1.7207 24.95 164.33 
0.3019 0.1525 0.0434 

0.45 10.36 75.23 

4\ TO al 

18 

ll 

91 

86 04 

13 
3 +\ o.111i +\ 1.698-~ +\ ll.18; +\ 

6. 6556 6. 4197 l. 5657 
o.45 2.25 3;15 5.86 

- - - - - --- - - - - -- -+- - - -- - - -+--- - - - - -+-- ---- --+ 
Total 2 29 191 

0.90 13.06 86.04 100 

Frequency Missing = 6 

STATISTICS FOR TABLE OF AGE BY III_l 

DF Value 
St.atistic ----------- ------- ----- ------------- -- ----------

16. 225 
Chi-Square 

AGE 

TABLE OF. AGE BY III_l2 

II1_12 

Cell Chi-Square 
1 \ 2 \ 

Ficequency I 
Expected 

Percent 

1 +\ 5.142~ +\ 12.8;; +\ 
3.3373 1.3349 

0.46 7.83 
- - - - - - - - - -- - - --+- - - - - - - -+- - - - - - - -+ 

2 I 53.1=~ I 132~:! \ 
0.0649 0.026 

25.35 60.37 
- ---- - - - - -- - -- -+- - - - - - - -+- - - - - - - -+ 

3 I 3.714~ I 9.285; \ 
1.4066 0.5626 

2.76 3.23 
- - - - - - - - - - - - - - -+- - - - - - - -+- - - - - - - -+ 
Total 62 155 

28.57 71.43 

Frequency Missing• 11 

Total 

18 

8.29 

186 

85. 71 

13 

5.99 

217 
100.0 

STATISTICS FOR TABLE OF AGE BY III_12 

22 
. 00 

Prob 

0 .003 

DIST 

TABLE OF DIST BY III_20 

III_20 

Frequency I 
Expected 
Cell Chi-Square 
Percent 4\ 2 \ 

---------------+--------+--------+--------+ 
1 I 52.4~~ I 88.9~~ I 4.645: I 

1.0522 0.9256 0.5828 
20.45 44.55 1.36 

---------------+--------+--------+--------+ 
2 I 17.9== \ 30.4== I 1.590: I 

0.233 0.1978 0.1052 
9.09 12.73 0.91 

- - - - - - - - - - - - - - -+- - - - - - - -+- - - - - - - -+- - - - - - - -+ 

3 I 8.61~~ I 14. 61: \ 0. 763~ \ 
3.3608 2.9963 2.0017 

6.36 3.64 0.91 

---------------+--------+--------+--------+ 
Total 79 134 7 

35.91 60.91 3.18 

Frequency Missing z e 

Total 

146 

66.36 

50 

22. 73 

10. 91 

220 
100. 00 

STATISTICS FOR TABLE OF DIST BY III_20 

DF value Prob 
Statistic ----- --- ----- -- -- -- --------------- --- -- ----- -- -- -- --- -

11.456 0 .022 
Chi-Square 4 

TABLE OF AGE BY III_4 

AGE Ill_4 

Frequency I 
Expected· 
Cell Chi-Square 

1 \ 2 \ 4\ Total 
Percent 

lB 
0.733 16.371 0.8959 . l+\ l+\ H+\ 1+\ 

0.0972 0.0084 0.0121 
0.45 7.24 0.45 8 .14 

190 
2 +\ 7.737~ +\ 172~~~ +\ 9.45~ +\ 

0.9686 0.1018 0.2245 
2.26 80.09 3.62 85.97 

- - - - - - - -·- -- - ---+- - - - - - - -+- - - - - - - -+- - - - - - - -+ 

3 I 0.529: I 11.02: I 0.647~ \ 
11. 529 1. 2365 2. 8289 

1.36 3.62 0.90 5. 88 

-- -------------+- -------+- -------+- -------+ 
Total 9 201 11 

4. 07 90. 95 4. 98 

221 
100. 00 

Frequency Mis~ing • 7 

STATISTICS FOR TABLE OF AGE BY III_4 

DF Value Prot, 
Statistic ---------------------------------------------------17 .007 o.o,i 
Chi-Square 

TABLE OF MAJOR -BY I II_3 

MAJOR III_3 

Frequency I 
Expected 
Cell Chi-Square 
Percent 1\ 2\ 

---------- ---~ -+\-~~: ~~r1-~~ :~~ti 
1.1603 2 .1616 

38.28 13.88 

- - 2 ·1 40. 3!~ ·1 21.6!~ ·1 
2. 6524 4. 9414 
14.35 15.31 

- 4 +\ 24. 7~; +\ 13. 2;~ ·1 
0.0655 0.122 

12.44 5.74 

---------------+--------+--------· 
Total 136 73 

65.07 34,93 

Frequency Missing .. 19 

Total 

109 

52.15 

62 

29 .67 

38 

18 .18 

209 
100. 00 

STATISTICS FOR TABLE OF MAJOR BY III_3 

Value Prob 

DF Value Prob Statistic 
DF 

--- ------------- ---- ---- --------- -- ----- -- ------ -- ----Statistic -- --- - - ----- - ---- -- - ----- -- - --- - ------- - -- - - --
Chi-Square 

6. 732 o. 035 Chi -square 
11.103 0 .004 

216 



GP_YR_CJ 

TABLE OF GP_YR_CJ BY II_9 

III_9 

Frequency I 
Expected 
Cell Chi-Square 
Percent l \ ------ --- ------+--------•----- -- - --- ---- -• 

1 I 23 I 112 I 3 I 15.682 119.81 2.5091 
3.4152 0.509 0.096 
10.45 50.91 1.36 

2 •

1 
2 •

1 
60 I O •

1 7 .0455 53 .827 1.1273 
J. 6132 a. 1019 1.1213 

0.91 27.27 0.00 
- - -- - - - - - - - -- - - +- - - - - - - -+- ... - - - - - - - - - - - • - -+ 

3 I O I 19 I 1 I 2.2727 17.364 0.3636 
2. 2121 a .1s42 1.1136 

o.oo 8.64 0.45 
-- - -- - - - - - - - - - -+- - - - - - --+- - - - -- - +- - - - --- -+ 

Total 

138 

62. 73 

62 

28 ,18 

20 

9 .09 

Total 25 191 4 220 
11.36 86.82 l.82 100.00 

Frequency Missing • 8 

OP_YR_CJ 

TABLE OF. GP_YR_CJ BY III_21 

II1_21 

=~:r I cell Chi-Square 
Percent 1\ 2\ •I 
------ -- -- -- -- -+- - - -- - - -•- - - - - -- -•- - ---- --+ 

l I so.e;~ I 84.9~: I l.239~ I 
0.0268 0.0001 1.2398 

23.53 JB.46 0.00 

- 2 ·12J.J;: ·139.o!! ·1 o.s,oi ·1 
1.2362 0.6263 0.3241 

8.14 l!L91 0.45 

--- 3 ·1 12 ·1 . ·1 1 ·1 7.7919 13.018 0.19 
2.2727 1.9343 ].452 

S.43 3.62 0.45 

--------- - - ----+- -- - -- --+- ---- - --+-- -- -- -•+ 

Total 82 
37 .10 

Frequency Hi11aing • 7 

137 
61.99 

2 
0. 90 

217 

Total 

137 

61. 99 

63 

28 .Sl 

21 

9 .so 

221 
100.00 

STATISTICS FOR TABLE OF GP_ _CJ BY III_9 STATISTICS FOR TABLE OF GP_YR_CJ BY III_21 

OF Value Prob 
Statistic OF Value Prot: stati•tic ------------------- --------------- -- -- ------ ---- -- --- ------ -- ---- ----- -- --- -- -- -- ------ -- -- ---- ---- -- ---- --0.025 11.112 
Chi-Square 13. 009 

SIZE 

TABLE OF SIZE BY I 1_6 

III_6 

Expected 
Frequency I 
Cell Chi-Square 
Percent 1\ 
- - - - - - - -- - -- - --+- - - -- - - -+- -- -- - -

1 I 67 I S2 S9.S81 60.716 
0.9237 l.2513 

31.16 24 .19 
- - -- - - - - - - - - - - -+- - - -- .. - -+- - -- - - -

2 I 22 I 43 31. 744 32.349 
2.9911 3,501 
'10.23 20.00 

• I 

·1·~:~::r1 
0. 9892 

1.40 
+--------+ 

I o. ,o~ I o. 907 
o.oo 

3 ·1 13. 6~: ·113. 9~ ·1 0. 390~ -+I 
0.3955 0.268 0.3907 

7.44 s.s o.oo 
.. - - -- - - - - - - - -- -+- -- - - -- -+- - - - - - -+- - -- - .. - -+ 
Total los 10 3 

48.84 49.7 1.40 

Frequency Missing • 13 

0.011 ~-~r~ 

Total 

122 

56. 74 

65 

30 .23 

28 

13 .02 

215 
100.00 

91U 

TABLE OF~SIZE BY III_U 

III.:_16 

=~=r I ;:;~e~~i-Square l \ 2 \ 4 I 

l •125.B~~ •194.4:~ •1 l.686~-•1 
0.0287 0.0688 1.6866 

11.52 44 .10 o.oo 

-- 2 +I 14.20~ •1 51.B;~ •1 0.926~ •1 
3.6528 O.S072 4.6421 

3.23 26.27 1.38 

3 •1 S.93~: •1·21.6;~ •10.387~ •1 
10.9S7 2.7191 0.3871 

6.45 6.45 0.00 
·---· ----- ·-- --+----- ... -•- -------+--- ----·+ 
Total 46 168 l 

21.20 77.4l 1.38 

P'requency Missing • 11 

Total 

122 

S6 .22 

67 

30.BB 

28 

12. 90 

217 
100 .00 

STATISTICS FOR TABLE OF S ZE BY III_6 
STATISTICS FOR TABLE OF SIZE BY III_l6 

Statistic: OF Value Prob Stati•tic DP Value Prob 

-- ---- ---- -----·--· -- -- ---- ------ -------------------- Chi-Square 2<l.&50 -~.o~~ 
11.624 ·0.020 

Chi-Sauare 

TABLE OP' JOBTITLE BY III_4 

"JOBTI LE III_4 

Fre ency I 
Bxpe ted . 

;:;~ ~~i-Squa:e ·1 ,1:1 842 .II 6•:I 
3.7297 83,712 4.5586 
0.8022 0.001 0.4558 

0.90 37.84 2.70 

2 ·1 :~::~~-·1·::~:~~-·1·:~~::!··1 
0.2136 0.0646 0.4499 

0.4.S 16.67 0.45 

3 ·1 :~:::i·+1-~~~:~~-·1·:~~~~~-·1 
O. 0577 0. OOS6 0,. 0106 

1.35 35.14 1.80 
- ------ - - - -+---- -- --+-- -- -- --+- -- - -- - - + 

7 I 0.243~ I S.459: \ 0.297~ I 
31.243 1.108 0.2973 

1.35 1.lS 0.00 
-- -- -- -- - - -+- --- - - --+---- ----+- -- -----· 

Tot 9 202 11 
4..05 90.99 4.95 

Pre ency Mia a ing • 6 

Total 

92 

41.44 

39 

17 .57 

BS 

38 .29 

2. 70 

222 
100 .OD 

STATISTICS FOR TABLE OF JOBTITLE BY 111_4 

Stat tic OF value Prob 

------------------ ---------- ------ -- Q.000 
Chi- are 

34. 709 



TABLE OF GP_No_su BY III_3 

GP_Nb_SU III_3 

Frequency I 
Expected 
~:;~e~i-Square l \ 21 

l +\ 60.7;~ +\ 33.2~~ +\ 

Tot.al 

94 

0.445l O.Bl5 
30.28 l2.84 43 .l2 

64 

o.3l4 o.575l 
20 .64 B. 72 

2 +\ 4l.3t: +\ 22.6~: +\ 

- 3 +\ l9. 4~: +\ lO. 5~: +\ 
0.597l l.0933 

7.34 6.42 

4 +\ i 2 . 2 ~; +\ 6 . ni +\ 

29. 36 

30 

l3.76 

l9 

Q.0068 o.Ol24 
5.50 3.2l B.72 

11 

3.6769 6.733 
0.92 4.l3 

5 +\ 1.i14~ +\ J.B85: +\ 

----------- ----+-- ------+- ---- -- -+ 
Total l4l 77 

5 .OS 

2lB 
lOO .00 64.68 35.32 

Frequency Missing .., 10 
STATISTICS FOR TABLE OF GP_NO_SU BY III_3 

GP_NO_SU 

TABLE OF GP_No_su BY III.:_7 

III_7 

Frequency I 
Expected 
Cell Chi-Square 
Percent l\ 2 \ 

- - ---- ----- - - --+-- - - - - --+-- ---- --+- -- - --- -+ 

l I Bl I l4 I a I 67.546 27.0lB 0.4358 
2.6799 6.2727 0.4358 
37.l6 6.42 '• 0.00 

2 +\ 41 +\ 11 +\ a ·1 45.505 18.202 0.2936 
a. 0491 a. 0794 a. 2936 

21.56 7.80 o.oo 

3 +\ 21.;~ +\ B.53~~ +\ 0.137~ +\ 
. 3.2533 6.5364 5.4043 

5.96 7.34 0.46 

4 +\ 12.7~= +\ S.119~ +\ 0.082~ +\ 
0.0498 0.1515 0.0826 

s. so 2. 75 a. oo 

4.3325 11.02 0.0505 
0.92 4.13 0.00 

5 +\ 1.021i +\ 3.120! ·1 o.oso~ +\ 

- --- -- - - - - - - - - - +- - - - - ---+- - - - - - - -+- - -- - - - -+ 
62 

28.44 
1 

a. 46 Total 155 
71.10 

Prob 

otal 

95 

43 .SB 

64 

29. 36 

30 

13. 76 

lB 

B .26 

ll 

S. OS 

218 
100 .00 

GP_NO_SU 

TABLE OF GP_No_su BY III_6 

III_6 

Expected 
Frequency I 
Cell Chi-Square 
Percent l \ 2 I 4 I 

- l +I ~~:;ii-·1-:~;i:~-·1-;~;;;i-·1
1 

31.19 12.39 0.00 

. -------------;-·1-::~:~~-·1 ____ ~; ·1 0.880~ ·1 
2.1184 1.5313 1.4224 
10.55 17.B9 0.92 

- 3 +I 142:~~ ·1 l.66i~ ·1 g::;~~ i 
4.13 9.11 o.46 I 

- 4 ·1 ~: ;~~i ·12. 77:i ·1 g: ;! ~r1 
1.83 6.42 0.00 

5 •1 5.348~ •1 S.~ +I O.lSl~ •1 
2.0965 2.2273 0.1514 

0.92 4.13 0.00 

---------------+--------+--------+--------+ 
Total 106 109 3 

48.62 50.00 1.38 

Frequency Missing • 10 

Total 

95 

43.58 

64 

29.36 

30 

13. 76 

lB 

B .26 

11 

5. as 

218 
100. 00 

STATISTICS FOR TABLE OF GP_NO_SU BY III_6 

218 

Stat.istic OF Value Prob 
Chi-Sauare- - - - - --- - -- - - - - - - - - -- - - - - - ~;: ;~;- - - - - - -; : ;;; 

GP_No_su 

Expeceed 

TABLE OF GP_No_su BY III_9 

III_9 

4\ Total 

Frequency I 
Cell Chi-Square 
Percent 21 
-- -- - - - - -- - - - - -+- - - - - - - -+- - - - - - - -+- - - - - - - -+ 

l I 19 I 76 I 1 I 10.909 B3.345 1.7455 
6.0008 0.6474 0.3l84 

B.64 34.55 0.45 
- - - --- - - - - - - - - -+- - - - - - - -+- - - -- - - -+- - -- - - - -+ 

2 I 7.1S9i I 54.6~= I l.145~ I 1.394 O.l997 O.OlBS 
l.B2 26.36 0.45 

-- - --- -- - - -- - --+- - - -- -- -+- - -- - - - -+- - - - - - - -+ 

3 I 3.409i I 26.a!: I 0.545~ I 
0.5824 0.1467 0.5455 

0.91 12.73 o.oo 
- - - - - - - - -- - - - - -+- - - -- - - -+- - - - - - - -+- - - - - - - -+ 

4 I 2.1~9~ I 16.4~= I 0.345~ I 
2.159l O.l372 l.2402 

0.00 B.18 0.45 

-- --·· --- -------+-- ----- -+-- -- --- -+- - - ---- -+ 

S I l.363~ \ 10.4i~ I 0.2lB; I 
1. 3636 a. 0325 2. BOlS \ 

o.oo 5.00 0.45 
-- - - - --- - ------+----- ---+-- -- - ---+--------+ 
Total 25 191 4 

ll.36 B6.82 l.82 

Frequency Missing z B 

96 

43.64 

63 

28 .64 

30 

13 .64 

l9 

B .64 

l2 

S. 45 

220 
100. 00 

Frequency Missing• 10 
STATISTICS FOR TABLE OF GP_NO_SU BY III_7 Prob 

STATISTICS FOR TABLE OF GP_NO_SU BY III_9 

Prob Statistic 
OF value 

a. ooo Chi-Square 
17. 587 Statistic 

OF value --- -------------------- -------- --- --------- ------ --- - ---- --- ----- ----- ------ ---- ---------- -- --- ---- - ---- -- -a. 02s 

40. 691 
Chi-Square 



TABLE OF GP_NO_SU BY III_ll 

GP_No_su III_ll 

Frequency I 
Expected 
Cell Chi-Square 
Percent 
- - - - -- -- - - -- -- -+- -- - -- - -+- - --- - - -+ 

1 I 84 I ll I 75.558 19.442 
0.9432 3.6655 

39.07 5.12 
- - - - - - --- ------+- - - - ----+-- - --- - -+ 

2 
I 49.3~; I 12.6!: I 

0.1084 0.4211 
21.86 6.98 

---------------+--------+--------+ 
3 

I 23.0~; I 5.934~ I 
0. 0492 0 .1912 

10.23 3.26 
- ---- - ------ -- -+-- ----- -+- - --- - - -+ 

4 I 1ui~ I 3 .683; I 
0.121 0.4703 

6.05 2.33 
- - - - --- - - - ---- -+- - - - - -- -+- - - - - - - -+ 

5 I 8. 748= 
1
. 2. 251~ I 

1. 6064 6. 2429 
2.33 2.79 

-- --- - --- - - - - --+------ - -+- --- - - - -+ 
Total 171 44 

79.53 20.47 

1.'requency Missing = 13 

Total 

95 

44.19 

62 

28.84 

29 

13 .49 

18 

8.37 

5.12 

215 
100. 00 

STATISTICS FOR TABLE OF GP_NO_SU BY III_ll 

DF Value P ob 
Statistic ---- ----- ---- ---------- ---- ------ -- ------- ------- --

13.819 o. 08 
Chi-Square 

TABLE OF GP_NO_SU BY III_l4 

GP_No_su III_l4 

Frequency I 
Expected 
Cell Chi-Square 
Percent l \ 2 \ 

1 +I 62.7~~ ·132.2!! +I 
2. 016 3. 9231 
33.94 9.63 

2 ·142.2~~ ·121.7;~ ·1 
0.0124 0.0242 
19.72 9.63 

3 +I 19. 0i~ +I 10 .1~; -+I 
3.9225 7.633 

5.05 8.72 

4 +I /;J: ·1 ~:~d ·1 
4.59 3.67 

5 +\ 7.266~ +\ 3.733~ ·1 
0.2206 o.4293 

2.75 2.29 

- - - -- - - -- - - - - - -+- -- - - - - -+- - - - - - - -+ 
Total · 144 74 

66.06 33.94 

Total 

95 

43. 58 

64 

29.36 

30 

13. 76 

18 

8.26 

11 

5. 05 

218 
100. 00 

Frequency Missing = 10 

STATISTICS FOR TABLE OF GP_NO_SU BY III_14 

Statistic 
DF value 

-------- -- --- - -------
- -------- -- --- --- ------ --- - -- 19. 066 
Chi-Square 

001 

GP_NO_SU 

TABLE OF GP_NO_SU BY III_l3 

III_l3 

Frequency I 
Expected 
Cell Chi-Square 
Percent 1\ 2\ 4\ 

1 +\ 67.9:~ +\ 26.5~; +\ 0.435~ +\, 
2.1247 5.0468 0.4358 
36.70 6.88 0.00 

- - 2 +I 4s.1:: +\ 11.9~: +I o.293~ +\ 
0.0009 0.0005 0.2936 

21.10 0.26 o.oo I 

3 +I 21.4~~ +I 8.39~~ ·1 0.137~ +\ 
3.3401 6.8907 5.4043 

5.96 7.34 1 o.46 

4 +\ 12.8~~ +\ 5.036; +I 0.082~ +I 
0.0602 0.1842 0.0826 

5.50 2.75 0.00 I 

------ - - - - -- - - -+- - - - - - --+- - - - - - - -+- - - - - - - -+ 

5 I 7.871~ I 3.0.7: I 0.050~ I 
1.0476 2.774 0.0505 

2.29 2.75 0.00 

---------------+--------+--------+--------+ 
Total 156 61 1 

71.56 27.98 0.46 

Frequency Missing • 10 
STATISTICS FOR TABLE OF GP_NO_SU BY III_l3 

Total 

95 

43.58 

64 

29. 36 

30 

13. 76 

18 

8. 26 

ll 

5. 05 

218 
100. 00 

Statistic OF Value Prob 

Chi-Square 27. 736 o. ~~~ 

GP_NO_SU 

TABLE OF GP_No_su BY III_l5 

III_l5 

Freq1,1ency I 
Expected 
Ce 11 Chi -square 
Percent 2\ 
- -- - - - - - - - - - - - -+- - - - - - - -+- - - - - - - - +- - - - - - - -+ 

1 I 52 I 43 I O I 36. 705 57. 864· 0. 4318 
6.3739 3.8181 0.4318 

23.64 19.55 0.00 

. 2 +I 19 ·1 45 +\ 0 +I 24.727 38.982 0.2909 
1.3265 0.9291 0.2909 

8.64 20.45 0.00 

3 ·1 5 ·1 25 ·1 0 +I 11.591 18.273 0.1364 
3.7478 2.4767 0.1364 

2.27 il.36 0.00 

4 +I 7 +I 11 +I 1 +\ 7.3409 ll.573 0.0864 
0.0158 0.0283 9.6653 

3.18 5.00 0.45 

5 +I 2 ·1 10 +\ 0 +\ 4.6364 7.3091 0.0545 
1.4991 0. 9907 0. 0545 

0. 91 4. 55 0. 00 

---------------+--------+--------+--------+ 
Total 85 134 1 

38.64 60.91 0.45 

Frequency Missing • e 

Total 

95 

43.18 

64 

29.09 

30 

13.64 

19 

8.64 

12 

5.45 

220 
100.00 

STATISTICS FOR TABLE OF GP _NO_SU BY III_lS 

Value Prob 

Chi-Square 

219 



GP_No_su 

TABLE OF GP_NO_SU BY III_l6 

III_l6 

Frequency I 
Expected 
Cell Chi-Square 
Percent 1 / 2 / 4 I 

1 +
1

- 20. 2~~ +I 72. 9;~ +I 1. 727i +I 
5.646 1.3641 0.3062 
14.09 28.64 0.45 

-------------;-+l-:3.6~i +149.1:! +1· l.163~ ·1 

0.5225 0.2994 1.1636 
5.00 24.09 0.00 

3 
+
1
-6.409i +I 23.o!~ +I 0.545~ +I 
3.0332 0.6786 0.3788 

0.91 12.27 0.45 

4 +I 4~:::f-+1-::~:ii-+1-:~:::~-·1 

2.3055 0.1352 7.9244 
0.45 7.27 0.91 

5 ·1-:~:~:~-·1-:~::i~-·1-:~::~~-·1 

0.1239 0.0663 0.2182 
0.91 4.55 0.00 

- - -- -- - - - - - - - -+- - - - - - --+-- - -- -- - -+--- -- - - -+ 
Total 47 169 4 

21.36 76.82 1.82 

Frequency Missing = s 

STATISTICS FOR TABLE OF GP_No_su BY III_l 

Statistic OF Value 

Chi-Square 24 .166 

TABLE OF GP_No_su BY III_l8 

GP_No_su III_i8 

Frequency I 
Expected 
Cell Chi-Square 
Percent 1 / 2 / 

-------- 1 ·161.0~~ ·, 33. 9!f ·1 

2.3567 4.23 
33.49 10.09 

2 
·141.1~~ +/ 22.a~! ·1 

0.0295 0.0529 
18.35 11.01 

3 
·119. 2~~ ·11o.7i; ·, 

2.038 3.6579 
5.96 7.80 

-
4 ·,-~;;~;i-·,-;~;;;i-+/ 

4.13 4.13 

5 
·1 7.064~ ·, 3.935: ·1 

0. 6032 1. 0826 
2.29 2.75 

- - - -- - ---- - - - - -+- - - - - - - -+- - - -- - - -+ 
Total 140 78 

64.22 35.78 

Frequency Missing .. 10 

Tot.a 

43.5 

29.3 

3• 

13. 7 

8 .2 

l' 

5 .o 

218 
100.00 

STATISTICS FOR TABLE OF GP_No_su BY III_l 

Statistic OF Value 

Chi-sauare 15. 635 

Toe.al 

95 

43 .18 

64 

9.09 

30 

3. 64 

19 

8. 64 

12 

5.45 

220 
0.00 

Prob 

0.002 

Prob 

0. 004 

TABLE OF GP_No_su BY III_l 7 

GP_NO_su III_l7 

Frequency I 
Expected 
Cell Chi-Square 
Percent 1/ 2 / 
---- - - - -- .. - - - .. -+- -- - - - - ....... - - - - - - -+ 

1 I 77 I , 8 i 63.624 31.376 I 
2. 8122 5. 7025 
35.32 8.26 

2
142. 8~; I 21.1i~ I 

0 i:~;~ ! l i;~~: 
- - - - - - - - - - -- - - -+- --- --- -+- - - - - - - -+ 

3 
/ 20.0;; 

1
9.90~~ I 

0.4758 0.9647 
7.80 5.96 

- -- - - - - - --- - - - -+- - - - - .... -+- - - - - - --+ 

4 
/ 12. o!~ I 5. 94: I 

0. 3503 0. 7104 
4.59 3.67 

- - - - - - - - -- - -- - -+- - - - - - --+- - - - - - - - + 

5
· I 7.36~ I 3.63; I 

o. 7605 I 1. 5421 
2. 29 2. 75 

- - - - - - - - - - - - - - -+- - - - - - - -+- - - -- - - --t-

Total 146 72 
66.97 33.03 

Frequency Missing~ 10 

Total 

95 

43.58 

64 

29.36 

30 

13.76 

19 

9.26 

11 

5.05 

219 
100.00 

STATISTICS FOR TABLE OF GP_No_su BY III_l 7 

Statistic 

Chi-Square 

GP_NO_SU· 

OF Value 

15.746 

TABLE OF GP_NO_su BY !II_20 

. III_20 

Frequency I 
Expected 
Cell Ch.i-Square 
Percent , 1 / 21 
- - -- --- - -- -----•- - -- - - - -·- - - - - - - -+- - - - - - - -· 

1 I 34.11; I 57.8:: 
1

3.022; I 
4.8678 2.4324 0.346 

21.36 20.91 I 0.91 
- - - - - - - - - - - - - - -+- - - - - - - - +- - - - - - - -+- - - - - - - - + 

2 
/ 22. 9!~ I 38. 9:~ I :i. 036~ I 

1. 0799 0. 646 0. 0006 
8.18 20.00 0.91 

- - - - - - - - - - - - - - -+-- - - - -- -•- - - - - - - -+- - - - - - - - + 

3 I 4 I 25 I 1 I 10.773 16.273 0.9545 
4. 258 2. 4 767 0. 0022 
1.82 11.36 0.45 

4 I 8 I 10 I l I 6.8227 11.573 0.6045 
0.2031 0.2137 0.2587 

3.64 4.55 0.45 

5 
, 4.309~ , 7.3o9i I o.391! I 

1.2374 0.3912 l.0009 
0.91 4.09 0.45 

- - - - - - - - - - - - - - -+- - - - - - - -+- - - - - - - - +- - - - - - - - + 
Total 79 134 7 

35.91 60.91 3.18 

F'requency Missing • 8 

Prob 

0.003 

Total 

95 

43.18 

64 

29.09 

30 

13. 64 

19 

9.64 

12 

5. 45 

220 
100.00 

o·IATISTICS FOR TABLE OF GP_NO_SU BY III_20 

Statisc.ic OF Value Prob 

Chi-Square 19. 415 0. 013 

220 



GP_No_su 

TABLE OF GP_NO_SU SY Ir:_21 

III_2l 

Frequency \ 
E:xpecc.ed I 
Cell Chi-Square I l I 21 41 

Percent------~- ,

1 

_:: :::(·i-:::::(
11 

_ 

0 
::::;-\ 

4.6127 2.9219 o.0229 I 
21.12 20.a1 I 0.-15 

2 i 21 ·1 4-1 T O I 
I 24.118 40.294 i 0.5382 

0.403 0.3408 I 0.5882 ! 
1 9.50 I 19.91 i 0.00 i 

-------------;-·1--- 1 ., 23 I o I 
11.131. ~S.5971 0.2715 I 
1 5333 1.0423 1 0.211s I 

I 3.17 ! 10.-11 , o.oo 

4 I ... 

1 

15 7
1 

Q , 
7.0498 11.778 0.1719 I 
1.3194. 0.3812 0.171,9 

1.91 6.79 o.oo l 

- s I- 21 9 ! l I 4.-1525 7.4389 1· 0.1086 
l.3509 0.3276 7.3109 

i 0.90 4.07 , Q.45 I 

+ ---;;·+----~;;-·------;-+ 
37.10 61.99 0.90 

To cal 

:'otal 

95 

-12.99 

29.4: 

30 

13.57 

19 

8.60 

12 

5.43 

221 
100.00 

Freauency Missing~ 7 
-~'l"AT!ST!CS :'OR TABLE OF GP_No_su BY II! 2!. 

Statistic DF Value 

C!ri.-Square 23. 005 

TABLE OF MALE_PC BY CUll 

MALE_PC CUll 

Frequency I 
Expected 
Cell Chi-Square 
Percent o I JI 
-- - - - - - - - - - - - - - +- -- - - - - -+- - - -- - - -+- - - - - ---+ 

11 71 lll 21 
3. 3 708 6. 741.6 9. 8876 
3.9075 2.6899 6.2922 

3 .. 93 6 .18 1. 12 
-- -- - ---- - --- - -+- -------+- ---- . __ .., __ -- ----+ 

2 I 19 I 40 I - 71 I 21.91 43.82 64.27 
0.3865 0.333 0.7048 
10.67 22.47 39.89 

- ----- -- - - - --- -+- --- - - --+--- -----+- -------+ 
3 

1
1 

4. 719~ ·19. ue~ 
1113. a!; I 

0.1096 0.0203 0.0968 
2.25 5.06 8.43 

-- -- - - -- - - - - - - -+- ----- - -+-- -- ----+---- - - --+ 
Total 30 60 88 

16.85 33.71 49.44 

Frequency Missing = SO 
STATISTICS FOR TABLE OF HALE_PC BY CUll 

Statistic 

chi-Square 

MALE_PC 

OF Value 

14 .541 

TABLE OF MALE_PC BY FHPll 

FHP1l 

Frequency I 
Bxpected 
Cell Chi-Square , 
Percent o I lj 31 

1 ·1 2.952; ·1 3.238~ ·, 5.809; ·1 
5.5492 0.1793 3.9817 

5. 56 3 .17 0. 79 

--------- --- -;-·1-:: ::~f ·1-::~:ff ·1-::: :i~ -·1 
l.3368 0.0004 0.6565 
14.29 20.63 41.27 

3 
·, 4.428: ·1 4.857~ ·, 8.714~ ·, 

0.5576 0.1513 0.0585 
4.76 3.17 6.35 

---------------+--------+--------+--------+ 
Total 31 34 61 

24.60 26.98 48.41 

Frequency Missing • 102 

i'rob 

0. 00:l 

otal 

20 

1.24 

130 

3.03 

28 

5.73 

178 
0. 00 

Prob 

0 .006 

otal 

12 

9.52 

96 

6.19 

18 

4.29 

126 
1 o. 00 

STATISTICS FOR TABLE OF MALE_PC BY FHPll 

Statistic OF Value Prob 

Chi-Square 12 .471 0 .014 

221 

TABLE OF SINGL_PC BY CUl 

SINGL_PC CUl 

Frequency j 
Expected 
Cell Chi-Square I 
Percent 01 11 JI Total 

l I O I O I 8 \ 0.4162 2.1272 5.4566 I 
0.4162 2.1272 l.1855 

0.00 0.00 4.62 

---------------+--------·--------+--------· 
2 I 4 I 43 I 94 I 7.3353 I 37.491 96.173 I 

1.5165 0.8094 0.0491 
2.31 24.86 54.34 

---------------+--------+--------+--------~ 
31 51 3 I 16 I 1.2486 6.3815 16.37 

11.272 l.7918 0.0084 
2.89 1.73 9.25 

---------------+--------+--------+--------+ 

4. 62 · 

141 

81. so 

24 

13. 87 

Total 9 
5.20 

46 
26.59 

118 
68. 21 

173 
100. 00 

Frequency Missing • 55 

STATISTICS FOR TABLE OF SINGL_PC BY CUl 

Statistic OF Value Prob 

------ -- ----- -- ----- ---------- --- ---- --- ------ -----
Chi-Square 

SINGL_PC 

Expected 

19.176 

T1.BLE OF SINGL_PC BY CU7 

CU7 

0.001 

·. ·Frequency I 
Cell Chi-Square 
Percent o I 11 3 I Total 
- - -- -- - - - - - - - - - + - - - - - - - -+ - - - - - - - - +- - - - - - - - + 

l I 0.469~ .
1 

J.053~ I l.476~ I 
4.9841 0.0009 1.4765 

l.34 2.01 0.00 3.36 
' -------- ------+-- - -- ---+- --- --- -+- ---- ---+ 

124 
11.651 75.732 36.617 
l.1441 0. 0212 0. 155 

21 81 771 391 

5.37 51.68 26.17 83.22 

20 
l.8792 12.215 5.906 
2.3935 0.1208 0.139 

3 ·1 .4 ·1 11 ·1 5 ·1 

2.68 7.38 3.36 13.42 

Total 14 
9.40 

91 
61.07 

44 
29. 53 

149 
100. 00 

Frequency Missing • 79 

STATISTICS FOR TABLE OF SINGL_PC BY CU7 

Statistic 

Chi-Square 

SINGL_PC 

Expected 

DF Value 

10.435. 

TABLE OF SINGL_PC BY CU15 

CU15 

Prob 

0. 014 

Frequency I 
. Cell Chi-Square 
Percent 01 JI Total 
---------------+--------+--------+--------+ 

1 I 0.002! I 0.662; 
1

6.254: I 
10.154 2.6984 0.8126 

0.59 1.18 2.37 4. 14 
---------------+--------+--------+--------+ 

2 I O I 11 I 129 I 1.6568 13.254 125.09 
l.6568 0.3835 0.1223 

0.00 6.51 76.33 

140 

82. 84 
---------------+--------+--------+--------+ 

3 I 1 I 3 I 18 I 0.2604 2.0828 19.657 
2.1013 0.4039 0.1396 

0.59 1.78 10.65 

22 

13. 02 
---------------+--------+--------+--------+ 
Total 2 16 151 169 

1.18 9.47 89.35 100.00 

Frequency Mi se ing • s 9 

STATISTICS FOR TABLE OF SINGL_PC BY CU15 

Statistic OF Value Pro) 
--------------------------------------------------Chi-Square 18.473 o. oof 



SINGL_PC 

TABLE OF SINGL_PC BY CU13 

CU13 

Frequency I 
Expected 
Cell Chi-Square 
Percent O I 1 I J I 

-------------;:-·,------;-·,----- 2 ·, 2 ·1 0. 2791 1. 0814 4. 6395 
10.612 0.7803 1.5017 

1.16 1.16 1.16 

- 2 ·1- 4 ·, 26 ·, 113 ·1 6. 6512 25. 773 110. 58 
1. 0568 0. 002 0. 0532 

2.33 15.12 65.70 

- 3 ·, ;-·,------i-·,-----;:;-·1 1. 0698 4 .1453 17. 785 
0. 8089 0. 3165 0. 0026 

1.16 1.74 10.47 
---------------+--------+--------+--------+ 
Total 8 31 133 

4.65 18.02 77.33 

Frequency Missing = 56 

To al 

3.49 

43 

83 .14 

23 

13 .37 

72 
100. 00 

STATISTICS FOR TABLE OF SINGL_PC BY CU13 

SINGL_PC 

TABLE OF SUIGL_PC BY IILill 

IILill 

Frequency I 
Expecte\i 

;:!~~i-Square OI ll JI 

---- - -- ... - - - - -- -+- - - - - -- -+- -- - - - - -+- - - - - - - - + 

l I 1.207~ I 0.432! I 0.360! I 
1.2072 0.7449 1.1354 

0.00 0.90 0.90 

2 ·1 ss.si; ·119.8;~ ·116.S;; ·1 
O. 0388 0. 4856 1. 2635 
51.35 20.72 10.81 

3 ·110.2!~ ·1 J.675~ ·13.063I ·1 
0.0067 3.6757 5.0601 

9.01 o.oo 6.31 
- - .. -- ------ - -- -+- - - - --- -+- - - - - - - -+- - --- -- -+ 
Total 67 24 20 

60.36 21.62 18.02 

Frequency Missing • 117 

Total 

1.80 

92 

82.88 

17 

15.32 

111 
100.00 

STATISTICS FOR TABLE OF SINGL_PC BY IILill 

Statistic DF Value Prob Statistic DF Value Prob 

Chi-Square 4 15 .134 .004 chi-Square 4 13.618 0.009 

SINGL_PC 

TABLE OF SINGL_PC BY FHPlO 

FHPlO 

Frequency I 
Expected 
Cell Chi-Square 
Percent ol ll JI 
------,--------+--------+--------+--------+ 

l I 0.392~ I o.s11! I 1.035~ I 
0.3929 3.5714 1.0357 

0.00 l.79 o.oo 

- 2 ·118.4~: ·126.8~; ·148.6;; ·1 
0.0155 0.171 0.1474 
16.96 25.89 41.07 

- 3 ·13.142: ·14.571! ·18.28;; ·1 
0.0065 2.7902 1.665 

2.68 0.89 10.71 
---- --- --------+----- ---+- - - - -- - -+- - -- - - - -+ 
Total 22 32 58 

19.64 28.57 51.79 

Frequency Missing • 116 

T 

.STATISTICS POR TABLE OF SINGL_PC BY FHPlO 

tatistic 

hi-Square 

SINGL_PC 

DF Value 

4 9.796 

TABLE OF SINGL_PC BY FHP14 

FHP14 

Frequency I 
Expected 
Cell Chi-Square 
Percent O I 1' 3 I 
- -- - - - - - - - - - - - -+- - -- - -- -+-- - - - - - -+- - - - - - - -+ 

l I 0.574~ I 0.444: I 0.981~ I 
0.5741 5.4444 0.9815 

o.oo 1.85 . 0.00 

2 ·126.4~; ·120.4!: ·145.~!! ·1 
0.7987 0.2923 0.1022 

28.70 16.67 39.81 

3 ·14. 018~ ·13 .1111 ·16. 8~~~ ·1 
4.0185 0.254 1.4256 

o.oo 3.70 9.26 
- - - - - - - - - - - - -- -+-- --- - - -+- --- - -- -+- - - - -- - -+ 
Total 31 24 SJ 

28.70 22.22 49.07 

Frequency Missing• 120 

tal 

1. 79 

94 

3. 93 

16 

4.29 

112 
o.oo 

Prob 

0.044 

Total 

1.85 

92 

85.19 

14 

12.96 

108 
100. 00 

STATISTICS FOR TABLE OF SINGL_PC BY FH 14 

Statistic DF Value Prob 

Chi-Square 13.An 0.008 

PRESC_PC 

TABLE OF PRESC _PC BY COl 6 

CU16 

Frequency I 
Expected 

;:;~e~~i -square O I l I 3 ! 

l ·1 1.671! +\ 7.892~ ·1 3.435; ii 
1.056 3.0331 3.6977 

2 .14 2 .14 5. 00 

-------------;-·1-~:~:~i-·1-:~~6~; ii 29.8~~ ·1 

0.0192 0. 7966 1.5778 
10.00 54.29 l6.43 

-------------;-·\-~~:;si i\. 0.7~5i I 2.9!j; \ 

o.n 4.29 I s.oo 
______ ,.. .. 18 .,. 85 + 37 

12.86 60.71 26.43 Total 

Frequency Missing• 88 
STATISTICS FOR TABLE OF PRESC_PC 3Y COl6 

DF Value 

Total 

13 

9.25 

113 

80. 11 

14 

10.00 

140 
100.00 

Prob 
Statistic ---------------- --------------

14. 21.5 
~hi-Square 

TABLE OF SINGL_PC BY CU18 

SINGL_PC CUlB 

Frequency I 
Expected 

;:;~e~~i-Square O I l I 3 I 

l ·1 0.09~ ·10.790~ ·17.116~-·1 
8.843 0.7907 0.0019 

0.58 o.oo 4.07 

2 •1 l. 627t •1 13. B~~ •1 124 ~!~ -+\ 
0.2422 0.0977 0.0023 

o.s8 a.12 12.09 

-------------;-·1-: ~ :~:r1-: ~ :~:~ -·1-:~ ~:ff·\ 
0.2791 0.0584 0.0199 

0.00 1.16 12.79 
- - - - - - - - - - --- - ......... - - - - - -+- -- -- - - - +- - - - - - - - + 
Total 2 17 153 

1.16 9.88 88.95 

Frequency Missing • 56 

0.007 

Total 

4.65 

140 

81.40 

24 

13.95 

172 
100.00 

STATISTICS FOR TABLE OF SINGL_PC BY CU18 

statistic DF Value Prob 
................................ --- ---- ------------ -- --- ----- --
Chi-Square 10. 335 0.035 

222 



PRESC_PC 

TABLE OF PRESC_PC BY WLilO 

WLilO 

Frequency I 
Expected 
Cell Chi-Square 
Percent 01 3 I 
- - - - - - - - - - - - -- - +- - - - - - - -+- - - - - - - -+- - - - - - - -+ 

1 
13.623! I 1.188~ I l.1B8i I 0.1074 1.1881 2.7631 

2.97 o.oo 2.97 

2 +I 47 +I 20 +I 16 +I 50.129 16.436 16.436 
0.1953 0.773 0.0115 
46.53 19.80 15.84 

3+1 11+1 o+I l+I 7.2475 2.3762 . 2.3762 
1.9429 2.3762 0.7971 
10.89 0.00 0.99 

---------------+--------+--------+--------+ 

otal 

5. 94 

83 

2.18 

12 

1.88 

Total 61 20 20 
60.40 19.80 19.80 

101 
1 0.00 

Frequency Missing • 127 

STATISTICS FOR TABLE OP PRESC_PC BY WLilO 

statistic 

Chi-Square 

ELDER_PC 

DF Value 

10.155 

TABLE O.F ELDER_PC BY CU3 

CU3 

Expected 
Frequency I 

cell Chi-Square 
Percent ol ll 3J 

--- • 1 +I 8 +I 29 +I 5-+

1 
7.6696 25.2 9.1304 
0 ·. 0142 0. 573 1. 8685 

6.96 25.22 4.35 

2 +I 10 •

1 

39 +I 19-+I 
12.417 40.8 14.783 
0.4706 0.0794 1.2032 

8.70 33;91 16.52 

~ +I 3 +I 1 +I 1-+\ O 913' 3 1.087 
4.7702 1.3333 0.007 

2.61 0.87 0.87 
-- - -- --- - - --- - -+- - - -- - - -+- - - - - - - -+- - - --- --+ 
Total 21 69 25 

18.26 60.00 21.74 

Frequency Missing• 113 

STATISTICS FOR TABLE OF ELDER_PC BY CU3 

Statistic DF Value 

Chi-Square 10.319 

TABLE OF ELDER_PC BY CUS 

ELDER_ PC CU5 

Frequency I 
Expected 
Cell Chi-Square 
Percent o I 

1 ·1 2 ·1 28 ·1 14 ·1 3.4737 22.772 17.754 
0. 6252 l. 2003 0. 793 9 

l.75 24.56 12.28 

-------------;-·1------;;-·1-----;;;-·1-----;;;-·1 
5.1316 33.54 26.228 
0.0034 0.3939 0.5425 

4.39 26.32 26.32 
- - - - - - - - - - - - - - -+- - - - - -- -+- - - - - - - -+- - - - - - - .... 

3 
I 0.394; 

1
2.587; 

1
2.017~ I 

6.5281 0.9742 0.0002 
1. 75 a. se l. 75 

- - - -- - - - - - -- - - -+- - - - - - - -+- - -- - - - -•- - - - - - --+ 
Total 9 59 46 

7.89 51.75 40.35 

Frequency Missing• 114 

STATISTICS FOR TABLE OF ELDER_PC BY CU5 

Scatistic CF Value 

Chi-Square 11. 062 

Prob 

0.038 

otal 

42 

6.52 

68 

59.13 

5 

4.35 

115 
00.00 

Prob 

0.035 

Total 

44 

38.60 

65 

57.02 

4.39 

114 
00. 00 

Prob 

0. 026 

0 RESC_PC 

TABLE OF PRESC_PC BY FHP20 

FHP20 

0 requency I 
.::xpected 
:ell Chi-Square 
?ercent: 0 i J! 
- - - -- - - - - - - - - --+- - - - - - --+- - - --- - -·- -- -- -- -• 

1 I 1 I O I 3 f o.1869 0.1495 3.6636 I 
3.5369 0.1495 0.1202 I 

o. 93 o. oo 2. so I 
- - - -- - - - -- - - ---+-- --- - - -+- -- - -- - -·- - - - - -- -· 

2

14.205~ 13.354~ I e2.!i ·
1
, 

0.3456 0.5534 0.0801 
2.ao :.s, 79.44 : 

---------- --- --+---- ----+- - - --- - -+- - - - - - - - + 

3 I O. 607; I O. 48~ I ll. 9~~ I 
0.2536 4 .. 7168 I 0.3053 I 

0.93 l.S7 1 9.35 1 

. ----- -- ---- --- ... --- -----+- -------+- - - - - - - .... 
:'ct.al 5 

4.67 3. 74 
98 

91.59 

~requency Missing• 121 

STATISTICS FOR TABLE OF PRESC_PC BY FHP20 

:ist:ic 

-Square 

ELDBR_PC 

CF Value 

10. 061 

TABLE OF ELDER_PC BY CUll 

CUll 

Frequency I 
Expected 
ce1.1 Chi-Square 
Percent oJ ll 31 

· 1 +I 7.79!: +I 14.8~= •
1 

23.~= •
1 0.6227 3.4863 3.7695 

8.47 18.64 ll.86 

2 +I 11.3s: ·121.s~~ +134 .o!(+I 
0.4888 2.0044 2.3419 

7.63 12.71 36.44 
- - - - - --- - - - --- -+- - - - - - - -+- - - - -- - - +- - - - - - - -+ 

3
· I 0.847~ I 1.610~ 

1
2.542! I 

0.0275 0.2312 0.0824 
o.es a.es 2.54 

--- - - -- -- - - - - - -+- - -- - - --+- - - - --- -+- - - - - - - -+ 
Total 20 38 60 

16.95 32.20 so.es 

Frequency Missing• 110 

':'ot:al 

3.,. 

90 

94. !: 

12 .15 

107 
: ~o. oo 

Prob 

0.039 

Total 

38. 98 

67 

56.78 

4 .24 

118 
100.00 

STATISTICS FOR TABLE OF·ELDER_PC BY FHPll 

Statistic 

Chi-Square 

ELDER_PC 

Expected 

DF Value 

16.355 

TABLE OF ELCER_PC BY CU2l 

CU21 

Prob 

0.003 

Frequency I 
Cell Chi-Square 
Percent o I JI Total 

i' ·, 7 ·, 23 ·1 9 ·1 6.2679 20.545 12.188 
0.0855 0.2934 0.8337 

6.25 20.54 8.04 

2 •

1 

10 +I 36 +I 20 •

1 
10.607 31.768 20.62i 
0.0349 0.0437 0.0189 

8.93 32.14 17.86 

3 +I l +I O +I 6 ·1 1.125 3.6875 2.1875 
0.0139 3.6875 6.6446 

0.89 0.00 5.36 
- - - - - - - - - - - - - - -+- - - - - - - -+- - - - - - - - +- - - - - - - - + 
Total 18 59 35 

16.07 52.68 31.25 

Frequency Missing • 116 

39 

34. 82 

66 

58. 93 

6.25 

112 
100. 00 

STATISTICS FOR TABLE OF ELDER_PC BY CU21 

Statistic DF Value Prob 

Chi-Square 11. 656 0.02C 



TABLE OF ELDER_PC BY FHPll 

ELDER_PC F"1'1Pll. 

Frequency I 
Expected I 
Cell Chi-Square 1 

Percent. ! o I 11 3 I 
---- ---------- ---- ---- --+--- --- ---- ---- -- -'P 

: I 11 I 10 I 5 I j 6.3415 6.3415 13.317 
i 3. 4222 2 .1101 5 .1944 I 
i 13.41 12.20 6.10 

- - - - --- -- - - -- - -·- ------ -+- - - -- - - ---- - --- - -+ 

2 1 91 91 35 I I 12.927 12.927 27.146 I 
1.1929 1.1929 2.2721 

i 10.98 10.98 42.68 ! 
-- - - - - - -- - - - - - -~-- - - - -- _.., __ ---- - -+- - - --- --+ 

3 I 0.731~ I 0.731; I l.536~ I 
I 0.7317 0.0984 O.i398 

o.oo I 1.22 2.44 
- - --- - - - - - - -- - .... - -- --- -+-- - - - ---+-- ------+ 
Tot.al 20 

24 .39 

Frequency Missing = 146 

20 
24. 39 

42 
51.22 

Tota 

2 

31. 7 

64.6 

3.6 

8 
100.0 

STATISTICS FOR TABLE OF ELDER_PC BY CUll 

Statistic DF Value 
- -- --- -- - - -- --- -------- --- --- - -- -. ----- -- --- ------
Chi-Sauare 13. 055 

ELDER_PC 

TABLE OF ELDER_PC BY FHP15 

FHP15 

Frequency I 
Expect.ed 
Cell Chi-Square 
Percent 01 31 Tou 
-- -- - - -- -- - -- --+- --- - - - -+---- - - - - . --- --- - -+ 

l 
1

2.100! 
1

2.409~ \ 20.4~~ I 
0.5827 0.0696 0.1125 

1.20. 2.41 26.51 30. 
- - - - - - - - - - - - - - -+- - - - - - - -+- - - - - - - -+ - - - -- - - - + 

0.3996 0.3194 0.0001 

rok 

Oll 

2
1.4.638: I 5.301~ I 45.~: I 

7.23 4.82 54.22 66. 7 
---- -- --- -- --- -+------ --+----- -- -+- --- - - --+ 

0. 25~ I O. 289~ I 2. 457~ I 
0.253 10.122 0.8647 

0, 00 I 2. 41 I l. 20 
- - - - - - - - - - - - - - - +- - - - - - - -+- - -- - - -·- ... -- - - - - - - + 
Total 7 

8 .43 
8 

9. 64 
68 

81.93 

3. l 

100. 

Frequency Missing • 145 
STATISTICS FOR TABLE OF ELDER_PC BY FHPlS 

OF Value Prob 
Statistic: ------------------------------------------------------

. 01.3 
Chi-Square 12. 724 

TABLE OF ELDER_PC BY WLIB 

ELDBR_PC WLIB 

Frequency I Expected 
Cell Chi-Square 
Percent OI 11 31 1 Tota 

l +
1

9.529: •
1

8.470: +I ~~ +I 
0.0294 1.f22 l.3333 
10.59 5.88 18.82 35.2 

2 +I ~:2:~! ·1 ~~o~~= +I l;i ·1 
21.18 21.18 16.47 

5 

58 .8 

3 +11. 588~ +11. 411! +I ~ +I 
· 1.5882 0.1201 2 

o.oo 1.18 4.71 s. 
---- --- - - - - - - - -+- - - - - - - -+-- ---- --+- - - - - - - -+ 
Total 27 24 34 5 

31.76 28.24 40.00 100. 0 

Frequency Missing • 143 

STATISTICS FOR TABLE OF BLDER_PC BY WLIB 

Statistic OF Value rob 

Chi-Square 9.643 
-------- ----- ------ - - --- ---- -- -- -- - --- - --- --- ---- - - -- -

.047 

ELDER_PC 

TABLE OF ELDER_PC BY WLilS 

WLilS 

Frequency I 
Expected 
Cell Chi-Square 
Percent o J l I 3 I 
··········---~-+, 12 +I l +I . 11 +I 

16.563 2.0282 5.4085 
l. 2573 0. 5212 5. 7808 
16.90 1.41 15.49 

2 +I ··-;;·+,-~--- s +I 3 .• 

1 29.676 3.6338 9.6901 
0.9551 0.5136 4.6189 
49.30 7.04 4.23 

- - - - -+- - - - - - - -+- -- - - - - -+- - - - - - - -+ 

3 
I 2.760~ I 0.33~ I 0.901! I 

0.2095 0.338 1.3389 
2.82 o.oo 2.82 

- - - - -+- - - - - -- -+--- - - - - -+-- -- - - - -+ 
Total 49 6 16 

69.01 8.45 22.54 

Frequency Missing • 157 

Total 

24 

33.80 

43 

60.56 

5 .63 

71 
100.00 

STATISTICS FOR TABLE OF ELDER_PC BY WLilS 

Statistic DF Value Prob 

--------- ------ ------- ----- - ------- -------- --- - -- - --- -
0.004 

Chi-Square 

BLAClt_PC 

4 15.534 

TABLE OF BLACK_PC BY COS 

cus 

Frequency I 
Expected 
cell Chi-square 
Percent 01 11 

0 +I 4.433~ +I 22.7~i +I 18.8~~ +I 
2.6593 0.0034 0.5288 

0.60 13.86 13.25 
----- - - - - - - -- - -+- --- - ---+-- - -- - - . +- - - - -- - -+ 

1 
I 5.590: I 28.6:~ I 23.7~: I 

0.0623 1.4071 1.396 
3.01 21.08 10.84 

2 •

1 
. 2 +I 12 +\ 12 +\ 
2.506 12.843 10.651 

0.1022 0.0554 0.171 
1.20 7.23 7.23 

· 3 +\ 3.469: +I 17.7!~ •
1 

14.7!; +\ 
5.9143 1.8807 0.1065 

4.82 7.23 9.64 
- ---- - - - - - - - -- -+-- - -- - - -+- - -- - - - -+- - - - - - - -+ 
Total 16 82 68 

9.64 49.40 40.96 

Frequency Missing• 62 

Total 

46 

27.71 

58 

34. 94 

26 

15.66 

36 

21. 69 

166 
100. 00 

STATISTICS FOR TAliLB OF BLACK_PC BY COS 

StatiBtic DF Value Prob 
- -- ----- - ---- -- ----- - - - --- -- - ------- -------- ---- - -----
Chi-Square 14.287 

TABLE OF BLACK_ PC BY CUB 

BLACK_ PC CUB 

Frequency I 
Expected 
Cell Chi-Square 
Percent o I 11 
-- - - --- - -- - - - - -+- - - - - - --+- -- - - - - - ... - --- --- -+ 

0 I 4 I 23 I 23 I 6.1765 23.824 20 
0.7669 0.0285 0.45 

2. 35 13. 53 13. 53 

1 ·1 5 ·1 36 ·1 18 ·1 7.2882 28.112 23.6 
0.7184 2.2135 1.3288 

2.94 21.18 10.59 

2 ·1 5 ·1 12 ·1 8 ·1 3. 0882 11. 912 10 
l.1835 0.0007 0.4 

2.94 7.06 4.71 
-- - -- - - --- --- --+- - -- - ---+- - - - - - - - ... - - - --- - -+ 

3 I 7 I 10 I 19 I 4.4471 17.153 14.4 
l.4656 2.9828 l.4694 

· 4.12 5.88 11.18 
-- - - - - -- ----- --+- -- - - -- _..,._ - - - - - - -+- - - - -- --· 

Total 21 
12. 35 

Frequency Missing • 58 

81 
47.65 

68 
40.00 

STATISTICS FOR TABLE OF BLACK_PC BY CUB 

DF Value 

0.027 

Total 

so 

29. 41 

59 

34.71 

25 

14. 71 

36 

21.18 

170 
100. 00 

Prob 
----------------- - ----- --------- -- --- ------ --

0.043 

3tat.istic 

13. 008 
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BLACK_PC 

Expected 

TABLE OF BLACK_PC BY CUll 

CUll 

Frequency I 
Cell Chi-Square 
Percent o I 11 JI Total 

o-·1-----~;-·,-----;;-·1 ______ I 
7.7241 16.552 23.72 
3.6036 6.5955 10.42 

7.47 15.52 4.6 

l r---- S i 22 i J i 
______________ -·-

2:fi!_.J;m_._:;mj .. 
21 4.02; I ··620~ 112.,~ I 

0.2601 3.6647 3.572 
l. 72 1. 72 10. 9 

--- - J ii ~:~;;i ·, i\~~! ·1 i~i~! ·, 
4.02 4.60 13.7 

----------- - ---+---- - -- -+------ - -+---- -- -... 
Total 28 60 B 

16.09 34.48 49.4 

Frequency Missing • 54 

48 

27. 59 

62 
35. 63 

25 

14 .37 

39 

22 .41 

l 74 
100. 00 

STATISTICS FOR TABLE OF BLACK_PC B CUll 

Statistic 

Chi-Square 

BLACK._PC 

OF Valu 

34. 687 

TABLE OF BLA.CK_PC BY FHPll 

~HPll 

:::~~r I 
Cell Chi-Square O I l I J j 

Percent o ·1 ll I lS ·1 S ·1 
1.s61 8.s211 14.6 a 

l.~~:: ! 4i~~~~ 6.!~ ~ 

I----- 1 +1 l:~:~~-+,-::~:!~-+1-:~~: ~-+, 
0.3186 0.0638 0.36 6 

8.13 10.57 21. 4 

2·1 ,·1 21 ,·, 4 3902 5.122 8.48 8 
· o:4402 1.9029 2.39 7· 

2.44 1.63 10. 7 

3 ·16.::~r1-~::::~-·1 ·:::~ ~-·1 
0.0016 0.6281 0.4.l 8 

4.88 4.07 11. 8 
-- -- -- -- -- --- --+- -- - -- - -+- - ------+- -- -- - -+ 
Total 30 35 

'24.39 28.46 4?-. 

Frequency Missing ,. 105 

Prob 

0.000 

Total 

3l 

25 .20 

49 

39.84 

18 

14 .63 

25 

20 .33 

123 
100. 00 

STATISTICS FOR TABLE OF BLACK_PC B FHPll 

WHITE_PC 

EJcpected 

TABLE OF WHITE_PC BY CUS 

cus 

Frequency I 
Ce 11 Chi -Square 
Percent 11 3 I Total 
------- ------- -•--------+-- --- ---+-- ----- •+ 

l I 12 I 21 ' 191 I 5.3182 25.409121.273 
8.3951 0.7651 0.2428 

6.82 J 11.93 10.90 

21 31 26 I 25 I s.s227 26.Ja6 I 22.091 
1.1524 0.0057 I o.38Jl 

l.70 14.7'7 14.20 ---------------+------ --+---- --- -•- ----- -.... , I l I 241 14 I 3.9886 19.057 15.955 
2.2393 1.2822 0.2J94 

0.57 13.64 i.95 I 
- --- -- - - - - - - -- - +-- - - - - - -•- -- ---- - •-- - -- - - -+ 

· 1 21 lS I !4 I 3.1705 15.148 12.682 I 

o.1:i! o.~~~~ o/;~ [ 
- - - --- - - - - - - - - -+- - - - -- --+- - --- -- -+- - - - - - --+ 
Total 18 86 72 

10. 23 48. 86 40. 91 

Frequency Missing • 52 

52 

29. 55 

54 

30. 68 

)9 

22. 16 

31 

17. 61 

l 76 
100. 00 

STATISTICS FOR TABLE OF WHITE_PC BY CU5 

Statistic OF Value Prob -------- -------------- --------- -------- -- --- -- ----- -- -
Chi-Square 

WHITE_PC 

15 .276 

TABLE OF WHIT£_PC BY CU9 

CU9 

Frequency I 
Expected 
Cell Chi-Square 
Percent 11 JI 
--- --- -- • - ---- -+- - - - - - --+- - ---- - -+- - - - - ---+ 

l I l.307~ ·12. 942~ I 
5.543 0.3018 
1.92 0.96 

621 63. 75 
a .048 
29 .131 

2 I O I 2 I 57 I 1.1346 2.5S29 55.313 
1.1346 0 .1197 0. 0515 

0.00 0.96 27.40 
- - --- - ---- - --- -+- - - -- ---+- - - ---- -+- -- - - -- -+ 

, I 
O 

I l I 
48

1 
0.9423 2.1202 45.938 

, 0.9423 0.5918 0.0926 
0.00 0.48 23.08 

- ----- --- ----- -+-- - -- ---+- - - -- - --+- - -- - - - .... 

· 1 0 I 4 I 281 0.6154 1.3846 30 
o.61s4 4.9402 I a.1333 

0.00 l.92 13.46 
- - ------ --- - -- -+- --- -- - _.,_ - - - - - - -+- - - - - - - -+ 
Total 4 

1. 92 

Frequency Missing • 20 

4. 33 
195 

93. 75 

0.018 

Total 

68 

32. 69 

s, 

28. J7 

49 

23 .56 

32 

15. )8 

208 
100 .oo 

STATISTICS FOR TABLE OF WlfITE_PC BY CU9 

Stai:iscic OF Val e ?"rOt.' ;eati•tic OF Value Prob 
Ch1-Square 18, 7 2 ------------------------------------ ------ -- ---

o. 005 ~hi-Square 14. 514 0. 024 

BLACK_PC 

TABLE OF BLACK_?C B"! \tlLill 

WLill 

Frequency I 
Expected 

, ;:;~e~~i-Square o I l I 3 I 

--- 0 ·, ~\~H ·1 /,:H ·11:; :~ I 
11.48 10.66 1.64 

- l •
1

27.6:: ... I 9.95: I 7. 7;-
1 0.0645 0.0923 o.o 93 

23.77 7.38 5.74 

--- 2 
+1 1 1.0!: 13,993: +12.9 o! I 

0.7782 0.2429 1.2 97 
11.48 2.46 0 82 

-------------;- ... ,-;;:;ic,-;:;;;c,-: ;~ ~P
1 

• 14. 75 l. 64 8 20 
----- - . -- - -- - - -+--- -- - --+- --- -- --+- - --

Total 

29 

23. 77 

45 

36. 89 

18 

14. 75 

30 
24. 59 

Total 75 
.61. 48 

27 
22 .13 

20 122 
16 39 100.00 

F"requency Missing • 106 

STATISTICS FOR TABLE OF BLACK_PC BY WLill 

Stati111tic OF Valu Prob 

Chi-Square 20 .15 0 .003 

TABLE OF WHITE_PC BY CUll 

WHITE_PC CUll 

Frequency I 
Expected 
Cell Chi-Square 
Pll!!rcent o I 11 
---- - ----- - - -· -•-- ---- --+- ----- - -+-- -- -- --+ 

l I · 1 12 I JS I 9. 0164 18. 634 27. JS 
0.1146 J.3617 2.1399 

4.37 6.56 19.lJ 
- - - - --- - - - - - - - - •- - - - - - - - +-- -- - - - -+- - - - - - - -+ 

2

1 'I 
13

1 
34

1 
8.8525 18.295 26.B52 
0. )676 1. 5325 l. 9025 

3.83 7.10 18.58 
- -- ---- - --·- ·- - •- _______ .., ___ - -- - -•-- - ---- -+ 

, I 61 1· 1 181 7.0492 14.568 2l.J83 
0.1562 1.)481 0.5351 

).28 10.38 9.84 
- -- - -- -- - -- --- -..------- - -+------ --+--- - ----• 

· 1 
9 

I 
18

1 . I 
5.082 10.503 15.415 

3.0207 5.3518 8.4532 
4.92 9.84 2.19 

------ -- - ------+----- ---+----- ---•- -- - ----+ 

Total 

55 

JO. OS 

54 

29. 51 

43 
2J. so 

3l 

16. 94 

Total 30 62 
)3. 88 

91 183 
16. 39 49.73 100.00 

Frequency Missing .. 45 

STATISTICS FOR TABLE OF WHITE_PC BY CUll 

Statistic 
Value --------------------------- ---------------------------

0. 000 

OF 

Chi-Square 27.)04 

Prob 
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WHITE_PC 

TABLE OF WHITE_PC BY CU12 

CU12 

Frequency I 
Expected 

cell Chi-Square I I 3 I Percent o 1 

-------------i-·,-----i;-·, 22 ·1 21 ·1 
8.3898 29.831 16.78 
1. 5535 2. 0555 1. 0615 

6.78 12.43 11.86 

------l------;-·,------;-·,-----32 ·, 11 ·, 
7.7797 27.661 15.559 
O. 0062 0. 6806 1. 336 

4.52 18.08 6.21 

-------------;-·,------i-·,-----24 ·, 17 ·, 
6.4068 22.78 12.814 
4.5629 0.0654 1.3678 

0.56 13.56 9.60 

-------------;-·,------;-·,-----18 ·, 5 ·, 
4.4237 15.729 8.8475 
0.5617 0.328 1.6731 

3.39 10.17 2.82 

---------------+--------+--------+--------+ 
Total 27 96 54 

Tot 

31. 7 

1 

28. 1 

23. 3 

16. 8 

1 7 
15.25 54.24 30.51 100. 0 

Frequency Missing = 51 
.. ll'l'ATISTICS FOR TABLE OF WHITE_PC BY CU12 

'tatistic DF Value rob 

hi-Square 15.252 o 018 

TABLE OF WHITE_PC BY CU16 

WHITE_PC CU16 

Frequency I 
Expected 

~:!!e~~i-Square o I l I 3 I 
To al 

-
1 

·1 8 .22!~ ·, 31.6~! ·, 13.o:~ ·1 
0.3835 2.3774 3.6374 

5.75 13.22 11.49 

53 

30 46 

---
2 

·, o~i~~i ·, 0~!9!! ·, ~:6~~! ·1 
4.02 20.11 5.75 

52 

29 89 

3 
., 6.362i +I 24.5~: +I 10.1i~-+, 

1.7767 0.4982 0.0017 
1.72 16.09 ·- 5.75 

41 

23 56 

-------------;-·,-:~:::~-·, l6.1i: ·, 6.919~ ·, 

1.6226 0.0955 2.2202 
4.02 10.34· 1.72 

28 

16 09 
- - - ------- - - - - -+- - - -- - - -+- -- - - - - -+- ---- -- -+ 
Total 27 104 43 74 

15.52 59.77 24.71 100 00 

Frequency Missing • 54 
·sTATISTICS FOR TABLE OF WHITE_PC BY CU16 

Statistic 

Chi-Square 

WIIITE_PC 

DF Value 

6 13. 881 

TABLE OF Wl!ITE_PC BY FHPll 

FHPll 

Frequency I 
Expected 
Cell Chi-Square 
Percent o I 
- - - - - --- - - -- - - -+- - - - - - - -+- - -- -- - -+- - -- - - - -+ 

1 I 6 I 7 I . 23 I 8.9302 9.7674 17.302 
0.9615 0.7841 1.8763 

4.65 5.43 17.83 

2 ·1 7 ·1 7 ·, 26 ·1 9.9225 10.853 19.225 
0.8608 1.3677 2.3877 

5.43 5.43 20.16 

3 ·1 10 ·1 13 ·1 10 ·, 8 .186 8. 9535 15. 86 
0.402 1.8288 2.1655 
7.75 10.08 7.75 

---- -- --- - - - - - -+- - - - - - - -+- - - - - - - -+- - - - - - - -+ 

4 I 4. 961~ I 5. 426: I 9. 612! I 
3.2878 1.2206 4.5487 

6.98 6.20 2.33 
-------- -- -- ---+- ---- ---+- - ---- - - +- - - - - -- -+ 
Total 32 35 62 

24.81 27.13 48.06 

_Frequency Miaeing a 99 

Prob 

0.031 

T tal 

36 

2 . 91 

40 

.01 

33 

25.58 

20 

15.50 

29 
100 00 

STATISTICS FOR TABLE OF WHITE_PC BY FHPll 

Statistic DF Value 
------ -------- ------ ----- - --- --- ---- ------ ---- - --
rhi-Square 21. 691 

Prob 

.001 

WHITE_PC 

TABLE OF WHITE_PC BY FHP16 

FHP16 

Frequency 

1

, 
Expected 
Cell Chi-Square 
Percent O I 11 3 I 

1 
·1 11.24: ·1 l4.4g ·1 B.29;~ I 

0.936 0.8265 5.4102 
6.30 B.66 11.81 I 

- - - -- - - - - - - - - - -+- - - - - - - -+- - - - - - - - +-- - - - - - - -· 

21 121 171 91 
12. 567 116. 157 9. 2756 ' 

o-~:;; o1~~~: ! o.~~~; ! 

------
3 'i ~\;H ./ ~\~H ·1 ~:;~d I 

7. 87 l<. 96 3. 94 : 

------ . ·1 i:!~!i ·1 t!~~i ·11\~~i i 
9.45 5.51 1.57 j 

- - - - - - - - - - - - - --+- - - - --- -+- - - - - - - -+- - - - - - - -+ 
Tot.al 42 54 31 

33.07 42.52 24.4:. 

Frequency Missing • 101 

Total 

34 

26. 77 

38 

29. 92 

34 

26. 77 

21 

16. 54 

127 100. 00 

STATISTICS FOR TABLE OF WHITE_PC BY FHP16 

Statistic 

Chi-Square 

IIHITE_PC 

DF Value 

16.130 

TABLE OF WHITE_PC BY WLI16 

WLI16 

Frequency I 
Expected 
cell Chi-Square I ll 
Percent O 
---------------+--------+--------+------;-+ 

1 
, 9.95g I 9.951~ 119.0;7 I 

0.9337 0.091 0.2302 
. 8.97 6.21 11.72 

-------------;-·1----- 9 ·1 ----~;-·1-----;;-·1 

11. 228 11. 228 21. 54 5 
0.442 0.0531 0.0983 
6.21 8.28 15.86 

- ------ - - - - - -;- ·,--:-::~ -+1--:~ :~~ -+1-: ~ ~ :~ - ·1 

1.7303 4.1241 0.2667 
3.45 10.34 10.34 

-------------4-+,-----10 ·, -----i-·1-----i;-·1 

6.8897 6.8897 13.221 
1.4042. 5.0348 0.5843 

6.90 0.69 11.-03 
- -- - -- - - - - - - -- -+- - - - -;;-+-----;;-+-.- ---;~ -+ 

Total 25.52 25.52 48.97 

Freauencv Missinq • 83 

Prob 

0. 013 

Total 

39 

26.90 

44 

30 .34 

35 

24 .14 

27 

1'8.62 

145 
100. 00 

STATISTICS FOR TABLE OF WHITE_PC BY WLI16 

statiatic DF Value Prob 

Chi-Square 6 14. 993 O. 02~ 

ASIAN_PC 

Expected 

TABLE OF ASIAN_PC BY CU9 

CU9 

Frequency I 
Cell Chi-Square 
Percent o I 11 31 Total ----- ---- ------ ... --------·--- -----·- --- ----· 

/ 
l.7231 4.5949 105.66 
0.3034 0.0357 0.001 

0.51 2.56 54.36 

0 I l I 51 1061 
- - - - - - - - - - - - - -- ... -- - - - - --+- - - - - - - - +- - - - - - - - • 

1 I 1 I 1 I' 70 I l.1077 2.9538 67.938 

0.51 0.51 35.~0 
0.010s l.2924 0.0626 I 

- - - - - - -- -- - - - - -·- - - - - -- -·- - - - - - - -+- -- - - ---+ 
2 I 0.169; I o.<51i / 10.31: / 

0.51 1.03 4.~o 
4.0783 5.3149 I o.5455 

-------- - - - ----+-- - - -- -- ... - -- - -- - -·----- ---· 
Toe.al 3 

1. 54 

Frequency Missing • 33 

8 
4.10 

194 
94. 36 

STATISTICS FOR TABLE OF ASIAN_PC BY CU9 

Statistic DF Value 

112 

57. 44 

72 

36. 92 

11 

5. 64 

195 
100. 00 

Pro.t ---- -------- --- -- ----------------- ----- ---------------
Chi-Sauare 11. 644 0. 020 
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ASIAN_PC 

Expected 

TASLE OF AS IAN_ PC BY CUll · 

CUll ASIAN_PC 

Expected 

TABLE OF ASIAN_PC BY FHPll 

Fl!Pll 

Total 

Frequency I 

Cell Chi-Square 
Percent o I 11 3 I T tal 

Frequency I 
Cell Chi-Square 
Percent 01 3 j 

------ --- --- -~-+,-----;;-·,- ----;~-·1- -- --;;-·1 
-------- 0 +I 21 +I 45 +I 36 +I 

16.414 35.759 49.828 
1.2814 2.3883 3.8373 
12.07 25.86 20.69 

1 +I 7 +I 13 +I 41 +I 9.8161 21.385 29.799 
0. 8079 3. 2878 4. 2104 

4.02 7.47 23~56 
- .. - - - - - - - - - - - - -+- - - - - - - - +- - - - - - - -+- - - - - - - -+ 

2 I l.770~ I 3.856~ I 5.373: I 1.7701 0.1902 1.2837 
0.00 1.72 4.60 

---------------+--------+--------+--------+ 
Total 28 61 BS 

16.09 35.06 48.85 

Frequency Mieeing a 54 

5 

10 

STATISTICS FOR TABLE OF ASIAN_PC BY CU11 

Statiatic DF Value 
--------------- -- - - ----- --- - --- ------ -- - ---- ---
Chi-Square 

ASIAN_PC 

Excecc.ed 

19.057 

TABLE OF l\SIAN_PC BY CUlS 

CUlS 

Frequency I 
Ceil Chi -Square 
Percenc O I l I 3 j 

------ 0 +I 0 .. 590~ +
1

9.446; +I 100:~: +I 
0.5904 0.6337 0.0914 

0.00 3.72 55.32 

l +I 0.351~ +I 5.61; •
1

60.0;~ •
1 0. 3511 0. 0251 l 7E-6 

0.00 3.19 31.91 

--- 2 •
1 

0.058; +I 0.936~ •
1

10.00~ +I_ 
15.149 4.5498 0.9027 

0.53 i.60 3.72 
---------------+--- -- ---+- - - - - - - -+- - - - - - - -+ 
To cal 1 16 171 

0.53 8.51 90.96 

Frequency Missing • 40 

STATISTICS FOR TABLE OF l\SIAN_PC BY CU1 

Stac.istic OF Value 

Chi-Square 22. 295 

TABLE OF ASIAN_PC BY CU20 

ASIAN_PC CU20 

Frequency I 
Expected 
~=~~e~i-Square l I 31 

0 ·1 l.163~ ·1 11/!!-+I 
0.0229 0.0002 

o.51 57.65 

l ·10.734~ ·111.2~~-·1 
0.7347 0.0076 

o.oo 36.73 

- 2 ·1 ~:;~~ ·1 o~a:ii ·1 
o.s1 4.59 

- - - - - - - --- - -- --+- - - - - - --+- - - - -- - -+ 
Total 2 194 

1.02 98.98 

Frequency Missing• 32 

Total 

114 

58 .16 

36. 7 

5.1 

19 
100.0 

STATISTICS FOR TABLE OF ASIAN_PC BY CU20 

statistic DF Value 
- ----- -- -- ----- ----- --- --- - - -- --- - - ---- ----- --
Chi-Square 2 8.749 

102 

.62 

61 

.06 

11 

.32 

174 
.00 

17.213 20.082 32.705 
1.3312 1.744 3.5039 

18.03 21.31 18.03 

--------- ----;:-+,- -- ---;- ·,---- --;-·,-----;;-·1 
11.066 12.91 21.025 
0. 84 93 1. 8673 3. 0254 

6.56 6.56 23.77 
- - - - - - - - - - - - - - -+- - - - - - - -+- -- -- - - -+- - - - - - - -+ 

2 
I 1.,21: I 2.008~ I 3.270= I 

1.7213 0.5062 2.278 
o.oo 0.82 4.92 

- - - - - ----- - --- -+- -- - - - --+-- - - - - - -+- - --- - - -+ 
Total 30 35 57 

24.59 28.69 46.72 

Frequency Missing • 106 

70 

57. 38 

45 

36.89 

7 

5. 74 

122 
100. 00 

STATISTICS FOR TABLE OF ASIAN_ PC BY FIIP1l 

Prob Statistic DF Value Prob 

0.001 Chi-Square 16. 827 0 .002 

Toe.al 

111 

59.04 

66 

35.11 

ll 

5.85 

188 
00.00 

ASIAN_PC 

TABLE OF ASIAN_PC BY WLilO 

WLI10 

Frequency I 
Expected 
Cell Chi-Square 
Percent ol 11 31 

0 
·1 ~\~ii ·1 0. 07n ·1 t~ i:ii ·1 

36.52 10.43 9.57 

- l ·, ~:a~!~·, o.2~:~ ·1 ~:~~~! ·1 
23.48 8.70 5.22 

2 ·+, 4. 260! ·, l. ! +I l. 339(·, 
2.4956 0.1143 l0.008 

0.87 0.87 4.35 
- - - - - - ---- - - - - -+- - - - - - - -+- - - - - - - - +- - - - - - - -+ 
Total 70 23 22 

60.87 20.00 19.13 

Frequency Mieeipg • 113 

Total 

65 

56.52 

43 

37 .39 

6.09 

115 
100.00 

STATISTICS FOR TABLE OF l\SIAN_PC BY WLI10 
Prob; 

--~~~~~: Statistic DF Value Prob 

~h1:;~;;e-- 13.867 0.00; 

Prob 

0.013 

ASIAII_PC 

TABLE oF· ASIAN_PO BY WLI17 

WLI17 

Frequency I 
Expected 
cell Chi-Square I l I 3 I 
Percent--------+-------0+--------+--------+ 

------- 0 I 35_3!~ I 5.100: I 19.9;~ I 
0.0034 l.9091 0.4371 

32.71 8.41 15.89 
- -+- - - - - - - -+- - - - - - - -+- - - - - - - - + 

------------- 1 I 23 .1;: I 3. 738i \ 13 .o~! \ 
o.3437 2.0058 0.0005 

24.30 0.93 12.15 
- -+- - - - - - - - +- - - -- - - -+- - - - - - - -+ 

Total 

61 

57.0l 

40 

37.38 

6 

------------- 2 I 3.476~ I 0.560~ \ 1.962: I 
l. 7643 0. 5607 4. 7007 , 

0.93 o.oo 4.67 5.61 

T~~;i- ---------•- ----;;-•-----;:~ -•- ----;;-• 
57.94 9.35 32.71 

107 
100.00 

Frequency MiBBing • 121 
. STATISTICS FOR TABLE OF ASIAN_PC BY WLil 7 

Statistic 
DF value Prob 

11. 725 
Chi-Square 
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TABLE OF NAM_PC BY P7 

FHP7 

cted 
Frequency I 
~ Chi-Square 
Percent o I 3 I Total 

0 I "-1~; I 43. !~ II 29.6:1 I 0.0005 0.4121 0.6347 
22.88 33.05 28.81 

- --- - ---- - -- - - - +- - - - - - --+- -- -- - -

l I S I 12 4. 8814 7. 7797 

I 0.0029 2.289S 
4.24 10.17 

+--------+ 

I l I 5.339 
3. 5263 

o.85 
----- --- ---- ---+-- --- ---+- - - - - - - +- -- -- ---+ 

100 

84. 75 

18 

15 .25 

Total 32 51 JS 118 
27.12 43.22 29.66 100.00 

Frequency Hiaaing • 110 
·-- STATISTICS FOR TABLB OP N _PC' BY P'HP7 

;tatietic OF Value Prob 

. ----- --- ----- ------------- ------
:hi-Square 2 6.a,, 0.032 

TABLE OF NAM_PC BY WLI2 

NAM_PC' WLI2 

:;::::~ I 
Cell Chi-Square 
Percent O I 11 3 I Total 
-- --- ---- --- ---+-- - --- --+- - - - - - -+--------• 

0 137.9:~ 144.,: 
0;6602 0.503 
35.25 32.7 

I 20.2~~ I 
103 

0. 0034 
16.39 94 .4,J 

---------------+--------+--· -- . -+--------+ 
l I 2 I 1 7.0082 8,254 

3.579 2.728 
1,64 10.6 

1
3.737~ I 

19 

0. 0184 
3 .28 15.57 

-+--------+ 
Total 24 122 45 

36.89 
s 

43 ,4 19.67 100. 00 

h'~ency Missing • ··106 

STATISTICS FOR TABLB OF _PC BY 11Ll2 

Statistic DF Value Prob 

Chi-Square 

LT20_PC 

7 .493 

TABLE OF LT20_PC Y CU2 

CO2 

Bxpected · 

0.024 

Frequency I 
CIUl Chi-Square 
Percent o I 31 Total 

43 .89 

0 •1 7.: •138.1 •132.9~~ +I 
1.9253 0.12 1.1243 

2 .22 20. 21.67 

' i ':::i i 'l)ji i ~;:fl i " :: 
----·-- ----: _!_:}:! J·IJ! J·:ti! _i "· ii 

I o.o~4i I a~~; : 11.~D~~ I 
,:,,.- 1.11 J. 9 6.67 

..... .i.. ----- - --- -+- - -- --- -+- - - - - - -•-- - - - - - -• 
Tota1 18 15 

10,00 4B. 41.67 

~~ncy Hieeing • 48 

STATISTICS FOR TABLE OF T20_PC BY CU2 

Stlltiotic OF Value 

Chi •Square 12. 726 

11.67 

110 
100.00 

0.048 

LT20_PC 

TABLE OF LT20_PC BY FHPlS 

FHPlS 

~ESqUarel 

~~rcent o ·1 ····-t1··---~t1·····;;~~\ 
4.125 S.625 35.25 

0.0038 7.225 l.1082 
3.33 10.00 24.17 

-------------~ ··1 ·;; ;;;r-1 ·:; ~;;r ·1 ·;;:ii(\ 
3.33 2.SO JS.DO 

-------- 2 ·1 3 ·1 0 ·1 ~;-1 l 375 1.875 ll. 75 
i. 920s 1. 875 o. oosJ 

2.50 0.00 10.00 

------------ 3 ·1 i:~g:i ·1 t:~~i ·1 ~::;ff.\ 
0.00 0.00 9.17 

Total + 11 + 15 • ;;-• 
9.17 12.so 1e.:n 

Frequency Hissing • 108 
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Total 

45 

37. so 

49 

40. 83 

15 

12 .so 

11 

9.17 

120 
100, 00 

STATISTICS FOR TABLE OF LT20_PC BY FHPlS 

St~ti•tic ------------ ---------~~-----~~~~~- _ ------~~ 
6 17.169 0.00! 

TABLB OF LT20_PC BY FHPU 

LT20_t:!= 

~1 Coll Chi-SqUare I I 

~rcent o ·1 2,.~I 201.1 -;~•1 
14.547 20.051 11.402 . 
2.86:ZS 0.0001 J.5944 

17.95 17.09 4.27 

......... ---------1 ·1 ~\::! ·1 ~~d~ ·1 2:!s~r1 
6.84 lB.80 14.53 

-------·----- 2 -•1·: .. 121: ·1 6 • 1 02! ·1 J.4~:t··1 
0.5586 0.7244 0.0809 

5.13 J.42 3.42 

......... ------- l ·+1 ~:!~~r-1·:;~;;r-1·;:;ii(\ 
1.71 4.27 2.56 

...... --- --- -----• ---- ----+- ----.. --•- ----- --.+ 

TOtlli 31.~~ 43.:; 24.~= 

PreqUency Hi•aing • 111 

Tota:. 

•• 
39.32 

47 

40,17 

14 

11.97 

10 

8.55 

117 
100 .00 

STATISTICS FOR TABLE OF LT20_PC' BY FHP16 

staU•t:ic -------- -------- -----~:-----~~~~~---- _ ---~ 
& 14.190 0.021 

LT20_PC 

Expected 

TABLB OP LT30 _PC BY WLilS 

IILI15 

Frequency I 
Cell Chi-Square 
Percent o I 11 JI Total 

0 ·, 22 ·, 7 ·, 17 ·, 29.9 4.6 ll.5 
2. 0873 l. 2522 2. 6304 

22.00 7.00 17.00 

46 

46 .Ot. 
- - - -- - - - - -- - - - - •- --- - - - - •- - - .. - - - -+- - - - - - - -+ 

1 1 "I 2 1 SI 
: 21.45 J.l 8.25 

0.9652 0.5121 1.2803 
26.00 2.00 5.00 

3: 

JJ .oo 

2·1 u·, o·1 o·, 7.15 1.1 2.75 
2,0731 1.1 2.75 
ll.00 0.00 o.oo 

11 

11.00 

J·, 6·, 1·, 3·, 6.5 1 2.5 
0.0385 O 0.1 

6.00 1.00 J.00 

10 

10.00 

Total 65 
65.00 

10 
10.00 

25 100 
25.00 100.00 

Frequency Hiaaing • 128 

STATISTICS FOR TABLE OP' LT20_PC BY WLilS 

Statietic DP Value Prob 

Chi-Square 14,789 



ASIAN_PC 

TABLE OF ASIAN_PC BY WLI18 

WLI18 

Cell Chi-Square 
ol 11 31 

Frequency I 
Expected 

Percent 

0 ·1 39 ·1 11 ·1 10 ·1 38.077 6.9231 15 
0.0224 2.4009 1.6667 

37.50 10.58 9.62 

1 ·124.lr: ·14.384~ ·1 9:; ·1 
0.1473 2.6127 0.2368 

25.00 0.96 10.58 
- - - - - - - - - - - - - - -+- - - - - - - -+- - - - - - - -+- - - - - - - -+ 

2 
I 3.807; I 0.692~ I l.~ I 2.0703 0.6923 8.1667 

0.96 o.oo 4.81 
- - - - - - - - - - - - - - -+- - - - - - - - +- - - - - - - -+- - - - - - - -+ 
Total 66 12 26 

63.46 11.54 25.00 

Frequency Missing = 124 

T 

l 

STATISTICS FOR TABLE OF ASIAN_PC BY WLilB 

Statistic DF Value 

Chi-Square 4 18. 016 

ASIAN_PC 

TABLE OF ASIAN_PC BY WLI9 

WLI9 

Frequency I 
Expected 

~=;~e~i-Square . Oi 11 Ji 

--- 0 ·141.1fi ·15.555: ·18.3::~-·1 
0. 0192 1. 0756 1. 3333 
42.42 8.08 5.05 

1 +I 28.4~~ +I J.838! +I 5.757! +I 
0.0897 2.0989 0.2681 

, 30.30 1.01 7.07 

---~-----------+--------+--------+--------+ 
· 

2 I 4.484; I 0.606~ I 0.909~ I 
1.3767 0.2561 4.8091 

2.02 1.01 3.03 
- -- • -- - -- - - - - - -+- - - - - - - -+- - - - - - - -+- - - - - - - -+ 
Total 74 10 1s 

74.75 10.10 15.15 

Fre4benay Missing • 129 

T 

1 

STATISTICS FOR TABLE OF ASIAN_PC BY WLI 

statiitie DF Valua 
-----·---- ----- ---- ------ --- --- - ---- - -- --- -- --
:hi-SqUare 

HISP_PC 

4 11.327 

TABLE OF HISP_PC BY FHPll 

FHPll 

Frequency I 
Expected 
Ce 11 Chi -Square · 
Percent O I 11 3 J 

0 •116.0;~ •110.;! ·131.1g ·1 
1.493 0.5519 2.1196 
17.07 17.89 18.70 

- l +I 10.73~·+1 12.5~ +I .20.~~~ +I 
0.6953 0.9898 1.8839 

6.50 7.32 21.95 
- - - - - -- - - - - - - - -+- - - - - - - -+-- - - - - -- +- - - - - - - -+ 

2 
I 3 .170; I 3. 699~ I 6 .130~ I 

1.4861 0.0245 0.5704 
0.81 3.25 6.50 

--- - - - - - -- -- -- -+--- - - - - -+- -- - - - - -+- - - - - - --+ 
Total 30 35 SB 

24.39 28.46 47.15 

tal 

60 

.69 

38 

.54 

. 77 

104 
o.oo 

Prob 

0.001 

tal 

55 

5.56 

38 

8.38 

6 

6.06 

99 
o.oo 

Prob 

0.023 

Total 

66 

53 .66 

44 

35.77 

13 

10 .57 

123 
100. 00 

HISP_PC 

TABLE OF HISP _PC BY WLI16 

WLI16 

=~:~y I 
;:~~e~~i-Square o I l I 3 I Tot.al 

81 

------- 0 ·1 20.3;: ·1 20.9~! ·1 39.6~~ \ 
1.s• 3.0343 0.1•22 

18.71 9.35 30.22 

------- 1 ·1 11:ss~ ·1 1ui! ·1 22.s;! ·1 

58 .27 

46 

2. 6908 4. 215 0 .1005 
4.32 1 lJ.67 \ lS.ll 33 .09 

12 

----- - 2 ·1 ~:~;~i ·1 ~:~~~i ·1 ~:~~~i ·1 
2.16 2.88 J.60 

;otal + JS + 36 + 6; + 

25.18 25.90 48.92 

8 .63 

139 
100. QC 

Freauency Missing • 89 
• STATISTICS FOR TABLE OF HISP_PC BY WLI16 

DF Value Prob 

0 .017 

Stac.istic -... -------------------- ---------- ------ ------ ------- - - -
Chi-Square 

HISP_PC 

12 .108 

TABLE OF HISP_PC BY IILilB 

IILI18 

Bxpeeted 
Frequency I 
Cell Chi-Square 
Percent O I l I 3 I 

0 ·1 J6.a:: •16.692: ·1 1•:~ ·1 
0.1306 0.2555 0.8448 

37.50 7.69 10.58 

1 ·122.2~~ ·14.038~ ·1 8.;~ ·1 
1.2228 0.267 4.4643 

16.JS 2:ee 14.42 

2 ·16. 98~~ ·11. 269~ ·1 2. 7~ ·1 
1.3058 0.0571 2.75 

9. 62 0 . 96 0 . 00 

---------------+--------+--------+--------+ 
Total 66 12 26 

63.46 11,54 25.00 

Frequency Missing• 124 

Total 

58 

55.77 

35 

33.65 

11 

10.58 

104 
100 .00 

STATISTICS FOR TABLE OF HISP_PC BY IILilB 

Statietic DF value Prob 

Chi-Square 4 11.298 o.~;; 

IIISP_PC 

Frequency I 
Expected 
Cell Chi-Square 
Percent 

WLI20 

o I 11 JI 
------------ -~-·1- --- -~;-·1---- --~ -·1-- ---;:~-·1 

40.634 J.3861 12.98 
0.1378 0.1113 0.6842 

42.57 3.96 9.90 

--- --- --- -- --;:-·1--- --;:; ··1- -----; ··1- -- --;:;-·1 
23. 525 1. 9604 7. 5149 
1.2975 0.0008 4.0037 . 
17.82 1.98 12.87 

-------- -----;-·1- ----;:;:-·,-- ----~-·1- -- ---~-·1 
7.8416 0.6535 2.505 
1.2721 0.6535 2.505 

10.89 o.oo o.oo 
---------------+--------+--------+--------+ 
Total 72 6 23 

7l. 29 5. 94 22. 77 

Total 

57 

56. 44 

33 

32.67 

11 

10.89 

101 
100. 00 

Prequency Missing = 105 
STATISTICS FOR TABLE OF HISP_PC BY FH 11 Frequency Missing • 127 

~=~=:~::: _ ------. -------------~:-----~~~~=--------Prob Statist::ATISTICS FOR TABLE O\:ISP _P:a::e IILI20 Prot 

Chi-Square 9. 815 0 · o4 4 ~hi=s~;;;- ----- ---- ------ --- -------~ci: ;~;- -- ----~ ~ ~;~ 

228 



TABLE OF R21_40PC BY CU7 

R21_40PC CU7 

Expected 
Frequency I 

Cell Chi-Square 
Percent oj 11 Ji 

1 +I 5.89: +I 30.6;; +I ~4.4:; +I 
0.7509 3.043 3.9513 

4.62 12.14 12.72 

2 +
1

7.398= +I 38.4~: +I 18.1~~ +I 
0.0488 1.4722 3.6437 

4.62 26.59' 5.78 

3 +I 4.624i +
1
.24.o:: +I 11.3~; +I 

0.5705 0.1587 0.0096 
1.73 15.03 6.36 

4 +I 2.080; +I 10.8~! +I 15.098~-+1 
0.5615 0.003 0.1595 

0.58 6.36 3.47 
---------------+----,---+--------+--------+ 
Total 20 104 49 

11.56 60.12 28.32 

Frequency Missing • 55 

STATISTICS FOR TABLE OF R21_40PC BY CU7 

Statistic 

~hi-Square 

R21_40PC 

Expected 

DF Value 

6 14 .373 

TABLE OF R21_40PC BY CU16 

CU16 

T· 

2 

2 

l 

10 

Frequency I 
Cell Chi-Square 
Percent 01 3 I 

- 1 ·1 11 ·1 28 ·1 8 ·1 7.2931 28.092 11.615 
1. 8841 0. 0003 1.1251 

6.32 16.09 4.60 

- 2 ·1 8 +I , 42 +I 15 ·1 10.086. 38.851 16.063 
0.4315 0.2553 0.0704 

4.60. 24.14 8.62 

3 +I 4 •

1 
. 28 •

1 
10 •

1 6.5172 2j.103 · 10.379 
0.9723 0.3342 0.0139 

2.30 16.09 5.75 

4 ·1 4 ·1 6 ·1, ;:;;-·1 3.1034 11.954 4.9425 
0.259 2.9656 5.1751 
2.30 3.45 5.75 

- - - - - --- - -- - - - -+- -- - - - --+-- -- --- -+-- - - - - --+ 
Total 27 104 43 

15.52 59.77 24.71 

Frequency Missing = 54 

STATISTICS FOR TABLE OF R21_40PC BY CU 

Statistic DF Value 

Chi-Square 13.487 

tal 

51 

.48 

64 

.99 

40 

.12 

18 

.40 

173 
.oo 

Prob 

0.026 

Total 

47 

27.01 

65 

37.36 

42 

24.14 

20 

11.49 

174 
100.00 

TABLE OF R21_40PC BY WLI5 

R21_40PC IILI5 

Frequency I 
Expected 
Cell Chi-Square 

11 3 I Percent 01 

l ·1 10 ·1 4 ·1 21 ·1 11.583 7.554 15.863 
0. 2163 1. 6721 1. 6633 

7.19 2.88 15.11 

2 +I 16 +I 9 ·1 -2;-·1 17.54 11.439 24.022 
0.1351 0.52 0.6589 
11.51 6.47 20.14 

3 +I 12 +\ 12 ·1 12 ·1 11.914 7.7698 16.317 
0.0006 2.3031 1.1419 

8.63 . 8.63 8.63 

. 4 +I 4.96: +\ ~.237~ +I 6.798~ ·1 
1.8568 0.9596 3.3869 

5.76 3.60 1.44 

---------------+--------+--------+--------+ 
Total 46 30 63 

33.09 21.58 45.32 

Frequency Missing• 89 

Total 

35 

25 .18 

53 

38 .13 

36 

25.90 

15 

10.79 

139 
100.00 

STATISTICS FOR TABLE OF R21_40PC BY WLI5 

Statistic DF Value Prob 

------------------------------------------------------0.024 
Chi-SqUare 

R21_40PC 

14.515 

TABLE OF R21_40PC BY WLI21 

WLI21 

Frequency I 
Expected 
Ce 11 Chi -square 
Percent 01 

1 ·1 13 ·1 11 ·1 6 ·1 9.7619 13.095 7.1429 
1.0741 0.3352 0.1829 

10.32 8.73 4.76 

. 2 ·115. 2;! +120. 5~: ·1 · 11.1: ·1 
0.344 2.7302 2.4075 
10. 32 22. 22 4. 76 

- - - - - - - - -- - - - - - +- - - - - - - -+- - - - - - - -+- - - - -- - -+ 

3 
I 11.0~~ I 14.84~ I 8.09~~ I 

0.0004 2.299 4.307 
8.73 7.14 11.11 

4 ·1 4. 001 ·1 6.541~ ·13. 511! ·1 
0.159 0.0313 0.0514 

3.17 5.56 3.17 
----------- - ---+--- - -- - -+- --- - ---+- - - - --- -+ 
Total 41 55 30 

32.54 43.65 23.81 

Frequency Missing .. 102 

Total 

30 

23.81 

47 

37 .30 

34 

26.98 

15 

11.90 

126 
100. 00 

STATISTICS FOR TABLE OF R21_40PC BY IILI21 

Prob Statistic DF Value 
--------------- ----- ------- ----- ----- ---------- ----- -. 

Prok-

0.036 Chi-Square 6 13. 922 0.031 
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R41_60PC C!J1l 

Frequency I Expected 
Ceil Chi-Square 
Percent 01 11 

---------------+--------+--------+--------+ 
l I 13 I ll I 38 I 10.164 21.005 30.831 

0.7914 4.7659 l.6672 
7.10 6.01 20.77 

---------------+--------+--------+--------+ 
2 

I 14.2~~ I 29.4~~ I 43_2:~ I 
0. lll 7 1. 9209 0. 9065 

7.10 20.22 20.22 

---------------+--------+--------+--------+ 
3 

I 5.573: I 11.si! I 16.9~; I 
0.4444 0.5343 0.0487 

2.19 7.65 8.74 

---------------+--------+--------+--------+ 

T 

4 

l 

Total 30 62 91 
16.39 33.88 49.73 10 

Frequency Missing = 4 5 

STATISTICS FOR TABLE OF R41_60PC BY C!Jll 

Statistic DF Value 

------------------------------------------------
Chi-Square 

R4l_60PC 

4 ll.191 

TABLE OF R4l_60PC BY ctn 7 

C!Jl 7 

Frequency I 
Expected 
Cell Chi-Square 
Percent o I JI 
--- -- ---- ----- -+---- ----+-- - - - - - -+-- -- ----+ 

l I 3.402~ I 6.463: I 56.l~: I 
l.9839 0.0333 0.0811 

3.09 3.09 27.84 
--- ----- -- -----+----- ---+--- ---- -+---- ----+ 

2

1
4.690~ 

1
8.912; I 77.3:~ I 

0.6094 l.7175 0.4056 
1.55 2.58 42.78 

3 +I l.907; +I 3.623~ +I 31.4~: +I 
0 .4315 5. 2852 0. 3824 

0.52 4.12 14.43 
-- .. --------- ---+-- --- ---+-- - - - - - -+- - - - ----+ 
Total 10 19 165 

s.1s 9.79 as.as 

Frequency Missing = 34 

T 

l 

STATISTICS FOR TABLE OF R41_60PC BY C!Jl 7 

Statistic OF Value 

4 ,o.f!,o 

R41_60PC FHPll 

=~~~ I Cell. Chi-Square 
Percent OJ ll JI 

-- - l +I 11.4i~ +I 12.48~ +I 22.l~; I 
l. 8456 0. 9707 0. 0556 

12.40 6.98 16.28 

----- 2 +I 14.63~ +I 16.0~~ ~
1

28.3;~ I 
3. 9836 0. 9956 0. 4681 

5.43 15.50 24.81 

tal 

62 

. 88 

87 

.54 

34 

.SB 

183 
.00 

0.025 

tal 

66 

.02 

91 

6 .91 

37 

9.07 

194 
0.00 

Total 

46 

35. 66 

59 

45.74 

- -- -- --------;-+1-:~:::~-+1-:~:::f +1-::~ ::~ -] 

1. ss9 a. 0402 a. ss11 II 
6.98 4.65 6.98 

24 

18.60 
------ --- -- -----+--- .... ---+--- -----+- -------
Total 32 35 62 

24.Bl 27.13 48.06 

Frequency Missing • 9 9 

129 
100 .oo 

STATISTICS FOR TABLE OF R41_60PC BY FH ll 

R4l_60PC 

TABLE OF R41_60PC BY FHP22 

FHP22 

Frequency I 
Expected 
Cell Chi-Square 
Percent 01 11 3 I 

-------------~ ·+1-: :Jr·1 ·;;jc1-:; :;if+\ 
14.52 16.94 4.03 

2 •
1

14.2: +\ 31.2;: +
1

11.4~~ +I 
4.7763 0.7194 1.0709 

4.84 29.03 12.10 

3 +\ 5.7: +I 12.6i~ +I 4.637~-+I 
0.2717 0.2063 0.0284 

5.65 8.87 4.03 
- - --- -- - - - - - -- -+- -- - -- - -+- - - - - - - -+- - - --- --+ 
Total 31 68 25 

25.00 54.B4 20.16 

Frequency Missing• 104 

Total 

44 

35. 48 

57 

45.97 

23 

18.55 

124 
100.00 

STATISTICS FOR TABLE OF R41_60PC BY FHP22 

Statistic OF Value Prob 
--- --------- ----- ---- - --- -- ---- - -- - - ----- - - --- - - ---- --
Chi-Square 

R4l_60PC 

Bxpected 

13. 622 

TABLE OF R4l_60PC BY FHP23 

FHP23 

0.009 

Frequency I 
Cell Chi-Square 
Perce·nt 01 JI Total 
- ... -- - --- - - -· - - -+- - - - - - - -+- - - - - - - -+- - - - - - - -+ 

l I 17 I 14 I 20 I 10.2 15.lli 25.689 
4.5333 0.0817 l.2599 
12.59 10.37 14.81 

2 •
1 

11.: +I l7.4;i +\ 29.7i! +I 
2.8508 0.7082 0.1751 

4.44 15.56 23.70 
---- ---- - --- - - -+- - - - - - - -+- - - - - - - -+- - - - - - - -+ 

3 
I ~ \·7.407: I 12.5~~ I 

2~9: 0 -~~;~ ~i~;; 
------- -- - - - - --+- - - - - - --+- -------+- - - - - - - -+ 
Total 27 40 68 

20.00 29.63 50.37 

Frequency Missing• 93 

51 

37.78 

59 

43.70 

25 

18 .52 

135 
100.00 

STATISTICS FOR TABLE OF R41_60PC BY FHP23 

Statistic OF Value Prob 

-----·------------------- -- ---- ---------- ------ ----- --
0.021 

Chi-Square 

R41_60PC 

11. 513 

TABLE OF R41_60PC ·9y WLilC 

WLilO 

Frequency I 
EXoect.ed 
Ceil Chi-Square 
Percent I OI ll 31 

-- l •
1 

28. 9;: •
1 

9 .12: I 9. 91 ;! I 
59E-6 l. 0696 O. 9582 
23. 97 4. 96 10. 74 

- 2 -
1 

31.3~; -
1 

9.88!~ I 10. 74~ I 
0.0126 2.6477 3.0707 

26.45 12.40 4.13 

3 I 12 I 2 -
1 

;i 12.669 3.9917 4.3388 I 
0.0354 0.9938 1.6322 

9.92 1.65 5.79 
------- --- -----•- ---- ---.... -------..... -------... 
Tot.al 73 23 25 

60.33 19.01 20.66 

Frequency ·Missing • 107 

Tot.al 

48 

39.67 

52 

42.98 

17 .36 

121 
100. 00 

STATISTICS FOR TABLE OF R41_60PC BY WLilO 

Statistic OF Value Prob Statistic OF Value Prob 

Chi-Square 4 10.476 0.033 o,~:square 10.420 0.034 
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R41_60PC 

TABLE OF R41_60PC BY WLI22 

WLI22 

Cell Chi-Square 
01 

Frequency I 
Expected 

Percent 

1 +I 18 +I 22 +I 7 ·1 12.032 29.704 5.264 
2.9602 1.9981 o.5725 

14.40 17.60 5.60 

2 ·114.5!~ +I 36.o~! +\ 6. 38~ +I 
0.8842 0.2459 0.0594 

0·.00 31.20 5.60 

3 +\ 5.37~ +I 13.2~~ +I 2.35~ +I 
1. 0501 1. 6843 2. 352 

2.40 14.40 o.oo 
---------------+--------+--------+--------+ 
Total 32 79 14 

25.60 63.20 11.20 

Frequency Missing s 103 

T 

3 

4 

1 

STATISTICS FOR TABLE OF R41_60PC BY WLI22 

DF Value Statistic ------ -------- -- ------- --- ·- - ___ ... --- -- ---. . -- . - -
11.807 Chi-Square 

GT61_PC 

TABLE OF GT61_PC: l!Y tlllS 

CU15 

Frequency I 
Expected 
Cell Chi-Square 
Percent O I l I 3 I 

- 0-+I o.366! +15.869: +155.7!~ +I 
1.0927 0.773 0.1369 

0.59 4.73 31.36 

1 +I 0.467~ +I 7.479~ +I 71.0~~ +I 
0.4675 4.0141 0.4977 

0.00 1.18 45.56 

2 +1-0.165~ +12.650: +125.1;(+1 
0.1657 4.2312 0.4024 

0.00 3.55 13.02 
- - - - - - - - - - - - -- -+--- -- -- -+- - ------+- ----- --+ 
Total 1 16 152 

0.59 9.47 89.94 

Frequency Missing - 59 

STATISTICS FOR TABLE OF GT61_PC BY CUl 

Statistic DF Value 

~hi-Square 4 11.781 

GT6l_PC 

TABLE OF GT61_PC BY WLil 

WLil 

Expected 
Frequency 1· 

Cell Chi -square 
Percent 01 

tal 

47 

.60 

57 

.60 

21 

6.80 

125 
0.00 

Prob 

0.019 

Total 

62 

36 .69 

79 

46.75 

28 

16.57 

169 
100.00 

Prob 

0. 019 

Total 

o+I 2s+\ 5+\ 91 19.152 10.795 9.0536 
1. 7858 3 .1106 0. 0003 

22.32 4.46 8.04 
+ 

34.82 

39 

I 
+ 

I 

1 +I 19 +I 24 ·1 8 25.045 14.116 11.839 
1.4589 6.9206 1.245 

16.96 21.43 7.14 

2 +I 11 +I 2 +I 9 10.804 6.0893 5.1071 
0.0036 2.7462 2.9673 

9. 82 1. 79 8. 04 
---- ----- --- - - -+- - - -- - - -+- -- -- - - -+- - -- - - - + 
Total 55 31 26 

49.11 27.68 23.21 

Frequency Missing• 116 

STATISTICS FOR TABLE OF GT61_PC BY I1 

Statistic DF Value 
-------.. --- ------ - --- ---- -- ------ - --- --- - -
Chi-Square 20. 238 

51 

45.54 

22 

19.64 

112 
100. 00 

Prob 

0.000 

GT61_PC 

TABLE OF GT6l_PC BY WLI6 

WLI6 

Frequency I 
Expected 
Cell Chi-Square 
Percent O I l I 3 \ 

0 •
1 

12.7~: •
1 

14.!~ +I 10.76~ +I 
0.0038 0.4461 0.7084 
11.50 15.04 7.08 

- 1 +I 18.4!: ·1 20.9:: ·1 15.5i: ·1 
2.2B12 0.2049 1.257 

10.62 20.35 17.70 

2 +I 6.72g +17.610: •15.66:t1 
5.B533 2.7932 0.4887 
11.50 2.65 . 3.54 

---- ---- - - - - - - - +- - - - - - - -+- - - - - - - -+- - - - - - - -+ 
Total 38 43 32 

33.63 38.05 28.32 

Frequency Missing • 115 

STATISTICS FOR TABLE OF GT6l_PC BY WLI6 

Statistic DF Value 

Total 

38 

33 .63 

55 

48.67 

20 

17.70 

113 
100.00 

232 

Prob 

Chi-square 14. 037 o. 001 

FT_PC 

TABLE OF FT_PC BY CU15 

CU15 

Frequency l 
Expected 
Cell Chi-Square 
Percent OI ll 3\ 

1 ·14.~s~[ +I 3.~6~! +\ o~:;!~-·1 
1.00 4.00 20.50 

-----------·-;-+\---;;;i-+\-~~~;~~-+l-;;;:~i-·1 

o.oo 2.50 55.00 

-------------;-·1---;;;i-·1-:~i~ii-·1-:;;~ii-+I 

0.00 1.50 15.50 
- - - - - - .. - - - - - - - -+- - - - - - - -+- - - - - - - -+- - - - - - - -+ 
Total 2 16 182 

1.00 8.00 91.00 

Frequency Missing= 28· 

STATISTICS FOR TABLE OF FT_PC SY CU15 

Total 

51 

25.50 

115 

57.50 

34 

17.00 

200 
100.00 

Stati•tic DF Value Prob 

;hi-~~arE! 12.460 0.01; 

TABLE OF FT_PC BY FHPlS 

FT_PC F'"r!:?15 

Frequency I 
Expect.ed 
Cell C!':.i -Square 
Perceno o \ l \ 3 \ 

1 ·13.453~ ·1,.515: ·126.0~1 ·1 
5.9B7l 1.4014 0.1585 

·6.25 1.56 lB.75 
- -- -- - - - - --- - - -+- - -- - - - -·- - -- - - - -•- - - - - - --+ 

2 I 7.109! I 9.29~; I 53.5~~ I 
1.3599 0.312 0.0369 

3.l2 8.59 42.97 

3 I 2.437~ ·, 3.187; II l8.3;(+\ 
0.8478 0.2071 0.0213 

o. 1a I 3 .12 14. 0• 

Total + 13 ... 17 ... 98-+ 
lO. l6 13. 28 76. 56 

Frequency Missing • 100 

STAT!STICS FOR TABLE OF FT_PC BY FHP15 

Stacistic OF Value 

Toe al 

34 

26 .56 

70 

54 .69 

24 

18. 75 

128 
lOO. 00 

Prob 

:hi-Square 10.332 o.oi~ 



FT_PC 

Expected 

TABLE OF FT_PC BY WLilO 

WLilO 

Frequency I 
Cell Chi-Square 
Percent o I l I 3 I T tal 

34 

2.0676 0.0331 6.926 
1 ·120.5~: ·16.462: ·11.02!: ·1 

11.57 4.96 11.57 28.10 

2 ·137.4~; ·111.1!: ·1 12.8~ ·1 
0.5645 0.4163 3.6202 

34.71 11.57 4.96 

- 3 •115_0!~ •14.752i •15.165~ •1 
0.2437 0.646 0.0053 

14.05 2.48 4.13 
---------------+--------+--------+--------+ 
Total 73 23 25 

60.33 19.01 20.66 

Frequency Missing •. 107 

STATISTICS FOR TABLE OF FT_PC BY WLilO 

statistic DF Value 

-----------------------------------------------
Chi-Square 

DIST 

4 14. 523 

TABLE OF DIST BY CU5 

CU5 

Frequency I 
Expected 
Cell Chi-Square 
Percent o I 11 
--- - - - -- - - - - - - -+- - - - - -- -+-- - -- - - -+. - -- -- - -+ 

JI 

0.132 0.1185 0.3113 
6.25 31.82 30.11 

1 I 12.2~~ I 58.6~: I 49.o~i I 
-- - - - - - - - - - - - - -+-- - -- - - -+- - - -- - --+- - - - - - - -+ 

2 I 4. 090~ I 19. 5~: I 16. 36: I 
0.202 2.1315 3.3136 

2.84 14.77 5.11 

0. 0808 1. 864 7 1. 8232 
1.14 2.27 5.68 

3 ·1 l.636!.·17.818: ·16.54~~ ·1 

- - - - - - - -- - - - - - -+- - --- - - -+- - - - --- -+- - - - - - - -+ 
Total 18 86 72 

10.23 48.86 40.91 

Frequency Missing ... 52 

STATISTICS FOR TABLE OF DIST BY CU5 

Statistic DF Value 
---- -- - --- ---- ---- --- -- -- --- ---- --- - --- -- -- ---
Chi-Square 4 9.978 

.,.TABLE OF DIST. BY CU9 

DIST CU9 

Cell Chi-Square 
o I 11 

Frequency I 
Expected 

Percent 
-- - - - - - - - - - - - - -+- - - - - - - -+--- - - - - -+- - - - - -- -+ 

1 I 1 I 4 I 136 I 2.7115 6.101 132.19 
l.OB03 0.7235 0.11 

0.48 1.92 65.38 

2 •1 0. BB4~ •1 1. 990! •1 43. 1:~ •1 
0.0151 2.029 0.1047 

0.48 1.92 19.71 
- - - - - - - - - - - - -- -+-- - --- --+- -- -- - - -+- - -- - - --

3 I o.103= I 0.908~ I 19.6!~ I 
6. 3086 0. 0092 0 .1446 

0.96 0.48 B.65 
---------------+----- ---+- -------+- -------
Total 4 9 195 

1. 92 4. 33 93. 75 

Frequency Missing = 20 

STATISTICS FOR TABLE OF DIST BY CU9 

Statistic DF Value 
- --- ---------- - - - - -- --- --- --- -- -- - - - --- --- --

10.525 

62 

1.24 

25 

0 .66 

121 
0.00 

Prob 

0.006 

otal 

120 

40 

2.73 

16 

9.09 

176 
00.00 

Prot 

0.04'1. 

Total 

141 

67. 79 

46 

22.12 

21 

10.10 

208 
100. 00 

Prob 

0.032 

DIST 

TABLE OF DIST BY CU12 

CU12 

Frequency I 
Expected 
~;~e~~i-Square DI 1\ 3\ Total 

123 --- ----------~ -·1- ~~: ~~~ -·1- ~:: ~~~ -·1- ~~: ~~cl 
0.031 0.1621 0.17 
10.17 39.55 19.77 69 .49 

40 

-------------;-·1-::~~~~-·1-:~::i~-·1-~:::~~-·1 
1.3767 0.0043 0.8409 

5.08 12.43 S.OB 22.60 

- 3 ·1 2.135~ ·1 7.593~ ·1 4.21i~-·1 
2.1356 1.7004 7.6839 

o.oo 2.26 5.65 

14 

7 .91 

-- -- --- - --- -- - -+- --- - ---+- - - - - - - -+- --- - - - - + 
Total 27 96 54 

15.25 54.24 30.51 

177 
100.00 

Frequency Missing • Sl 

STATISTICS FOR TABLE OF DIST BY CU12 

statistic DF value -----~:~~ ------------------------------- - -----

DIST 

1' .105 

TABLE OF DIST BY FHP18 

FHPlB 

Frequency I 
Expected 
Cell Chi-Square 
Percent O I 1 I 3 I 

- - 1 ·1 7. 90~ ·1 13. 8~~ ·1 63. 2i: ·1 
0.104 1.0641 o.3558 
s.43 7.~s 52.11 

2 ·1 5 ·1 6 ·1 21 ·1 2. 9767 5. 2093 23. B14 
1.3752 0.12 0.3325 

3.88 4.65 16.28 

3 ·1 . 0 ·1 5 ·1 7 ·1 l.1163 1.9535 8.9302 
1.1163 4.7511 0.4172 

0.00 3.88 5.43 
- - - - - - - - - - - - - - -+- - - - - - - -+- - - - - - - - +- - - - - - - -+ 
Total 12 21 96 

9.30 16.28 74.42 

Frequency Missing • 99 

STATISTICS FOR TABLE OF DIST BY FHP18 

DF Value 

0.001 

Total 

85 

65.89 

32 

24.81 

12 

9.30 

129 
100.00 

Prob 
Statistic 

9.636 
------------ --- -------- ----- - ----- -- ------ ----- ---- ---0.047 
Chi-Square 

TABLE OF AGE BY CUl 5 

AGE CUlS 

Frequency I 
Expected 
Cell Chi-Square 
Percent OI 1\ JI 

1 ·1 ::ii ·1 o.~b~! ·1 o~~~i~ ·1 
0.00 o.so 6.00 

-------------;-·1-~~;~ii-·1-~;;~~i-·1-;;;~ii-·1 
0.50 6.00 Bl.SO 

-------------:;-·1-~--;~;r1-~·~;~;r1-~;;~;r1 
O. so 1. so 3. so 

---------------+--------+--~-----+--------+ 
Total 2 16 182 

1.00 B.00 91.00 

Frequency Missing "' 28 

STATISTICS FOR TABLE OF AGE BY CUlS 

DF Value 

Total 

13 

6 .so 

176 

BB.00 

11 

5 .so 

200 
100. 00 

Prol 

-----------------------------------------------------0 .oo, 
Statistic 

14.033 
f"hi-Square 



TABLE OF HD BY CO2 

HD CO2 

Frequency I 
Expected 
Cell Chi-Square 
Percent ol 11 31 

1 ·1 10.50~ ·149.3~~ ·1 ~4.1~~ ·1 
1.1695 0.3874 1.4069 

3. 54 22. 73 26. 26 

1.2939 0.4287 1.5566 
6.57 24.75 16.16 

2 ·1 9.49!! ·1 ~4.6:: ·1 39.:~; ·1 

- - - - - - - - - - - - -- -+- - - - - - - -+- - - - - - --+- - - --- --+ 
Total 20 94 84 

10.10 47.47 42.42 

Frequency Missing = 30 

STATISTICS FOR TABLE OF HD BY CO2 

Statistic DF Value 
--- -------- -- - -- - --- - - - - -- - -- - - -- ---- --- - - ---
Chi-Square 2 6 .243 

TABLE OF HD BY C05 

HD C05 

Frequency I 
Expected 
Cell Chi-Square 
Percent OJ lJ 3 I 

- 1 •1 B.693~ •1 4i.5:~ •1 34. ~~r1 
1.569 1.7256 0.6551 

2.84 28.41 17.05 

1.4655 1.6118 0.6119 
7.39 20.45 23.86 

2 ~I 9.30~= ·144.4:: ·137.2:~ ·1 

-- - - - -- - - - - - - - -+- - - - - - - -+- - -- -- - -+-. - - - - --+ 
Total 18 86 72 

10.23 48.86 40.91 

Frequency Missing= 52 

STATISTICS FOR TABLE OF HD BY C05 

statistic OF Value 
-- -- - - - - - - -- - -- ---- - - -- ------ - - ------ -------

7.639 Chi-Square 2 

TABLE OF HD BY C023 

HD C023 

Frequency I 
Expected 
Cell Chi-Square 
Percent OJ 11 JJ 

. 1 •14.624: •1 JI.a:: •1 55.4~:-
o. 0305 3 .112 1. 9836 

2. 76 23. 76 24. 86 

2 ·14.375~ ·1 J1.1f~ ·152.5:: 
0.0323 3.2888 2.0964 

2.21 11.60 34.81 
-- - - - - - - -- -- - - -+-- - - -- - -+- - - - - - - ' +- - - - - - - -
Total 9 64 108 

4.97 35.36 59.67 

Frequency Missing= 47 

STATISTICS FOR TABLE OF HD BY C023 

Statistic DF Value 

Total 

104 

52 .53 

94 

47. 47 

198 
100. 00 

Prob 

0.044 

Total 

85 

48 .30 

91 

51. 70 

176 
100. 00 

Prob 

0. 022 

Total 

93 

51. 38 

88 

48 .62 

181 
100 .00 

Prob 
---- --- - --- --- -------- - - -- -- - -- - -- -- - -- ---- - - --- - -----0 .005 Chi-Square 10. 544 

TABLE OF HD BY WLIS 

HD WLI5 

Frequency I 
Expected 
Cell Chi-Square 
Percent o I J 1 

1 ·1 25.1~~ ·1 16.4~: ·1 34.4:~ ·1 
1.5043 0.0099 1.247 

13.67 11.51 29.50 

2 ·120.a:; ·1 13.5~~ ·1 20_5:=-·1 
1.8148 0.0119 1.5043 

19.42 10.07 15.83 
-- - --- - - - - .,. -- - -+- - - - - - - -+- - - - - - - - +- - - - - - - - + 
Total 46 30 63 

33.09 21.58 45.32 

Frequency Missing• 89 

STATISTICS FOR TABLE OF HD BY WLI5 

Statistic DF Value 

Chi-Square 6.092 

MAJOR 

TABLE OF MAJOR BY FHP16 

FHP16 

Frequency I 
Expected 
Cell Chi -Square 
Percent o I JI 

- 1 ·1 18 ·1 30 ·1 16 ·1 20.813 27.057 16.13 
0.3802 0.3201 0.001 
14.63 24.39 13.01 

------- -- ----;-·1-----~;-·1------;-·1----- ~;-·1 
12.033 15.642 9.3252 
0.3217 2.8206 2.3435 
11.38 7.32 11.38 

-- 4 ·17.154: ·1 9.30~: ·15.544~ ·1 
0.0999 1.4713 3.7251 

6.50 10.57 0.81 
---------------+--------+--------+--------+ 
Total 40 52 31 

32.52 42.28 25.20 

Frequency Missing• 105 

Total 

76 

54. 68 

63 

45.32 

139 
100. 00 

Prof' 

0 .048 

Total 

64 

52.03 

37 

30. 08 

22 

17. 89 

123 
100. 00 

234 

STATISTICS FOR TABLE OF MAJOR BY FHF16 

Statistic DF Value 

Chi-Square 11. 483 

TABLE OF MAJOR BY WLill 

MAJOR 

Frequency I 
Expected 
Cell Chi-Square 
Percent 

WLill 

01 11 J 1 
-- - ----- --- -.- - -+- - - - -- --+- -- -- - - -+- - - - - - --+ 

l I 33 I 16 I 17 I 40.78 13.951 11,268 
1.4844 0.3009 2.9155 

26.83 13.01 13.82 

-------------;-·1-----;~-·1------;-·1------;-·1 
21.626 7.3984 5.9756 
0.8847 0.0215 2.645 

21.14 5.69 1.63 

4 ·113,5~~ ·14.650: ·13.756~ ·1 
0.8537 0.5857 0.821 

13.82 2.44 1.63 
---------------+--------+--------+--------+ 
Total 76 26 21 

61.79 21.14 17.07 

Frequency Missing .. 105 

STATISTICS FOR TABLE OF MAJOR BY WLill 

Statistic OF Value 

Prob 

0.022 

Total 

66 

53 .66 

35 

28.46 

22 

17. 89 

123 
100.00 

Prol 

·---------------------------------------------------o.o:i., ... hi-Square 10. 512 



TABLE OF ROtrl'E BY FHP6 

ROUTE FHP6 

Frequenc::y \ 
Expected 
Cell Chi-Square I I JI 

Percent - --- - - 1 -+1 · ~:: ~~r1 ·::: ~~~ :.1-::~:i~ +I 
0.1221 1.2517 0.6116 

18.57 21.43 33.57 

2 ·1 8.72:i-·1-::~:~i-+1-::~:~~ ·1 
0. 3398 3 .4846 1. 7025 

5.00 14.29 7.14 

--------- - - -- - -•-- - - -- - -•-- - - -- - -+- -- -- - - + 

Total 23 _;~ 35 .~~ 40.~r 

Frequency Missing ~ 88 

STATISTICS FOR TABLE OF ROUTE BY FH 6 

Statistic DF Value 
-------------------------------------------

Chi-Square 7 .512 

TABLE OF ROUTE BY WLI6 

ROU'I'E WLI6 

Expected 

Tot.al 

103 

73 .57 

37 

26 .43 

140 
100. 00 

Prob 

0.023 

Frequency I 
Cell Chi-Square 
Percent 11 JI Total 
---------------+------- -+--------+------

1 I 34. l:~ I 34. l~~ I 27 .• ~ I 
1. 7882 0.5116 0.478 

31.82 22.73 18.l 
------ -- ---- ---+- - --- -- -+- -- -----+---- --

2 I 12. a1: I 12.8~~ I 10.3~ I 
4.7685 1.3643 1.275 

3.79 12.88 10.6 

Total 47 
35. 61 

Frequency Missing ,,. 96 

47 
35 .61 

3 
28. 7 

STATISTICS FOR TABLE OF ROUTE BY W I6 

Statistic DF Valu.,; 

Chi-Square 10 .187 

Tl\BLE OF JOBTITLE BY CU14 

JOBTITLE CU14 

Frequency I 
Expected 
Ce}l Chi-Square 
Pfrcent O I l I 

- 1 ·1 . • ·1 23 ·1· 6.8187 26.874 39.) 
0.6978 0.5584 0.07 

4.95 12.54 22. 

J ! 

96 

72. 73 

36 

27 .27 

132 
100. 00 

Prob 

a .006 

Total 

73 

40 .11 

, ·
1 

).362: •
1 

~3.2~i l\9.3 s:1 I 
0.1208 0.3829 0.13 

2.20 6.04 11. 19. 78 

36 

-
3 

·, 6.3s1! ·12s.o~i ·136.6: ·, 
2.9814 1.939 0.18 8 

1.10 17.58 18. 8 

7 ·1 0.46~ ·11.840; ·12.69 ; ·1 
5.0317 0.)839 0.1 8 

1.10 0.55 1.10 
--- --- --- -- - -- -+- - - - --- -+- -- - -- - -+-- --- ---+ 
Total 17 67 98 

9.34 36.81 53.85 

Frequency Missing • 46 

69 

37 .36 

2. 75 

182 
100 .oo 

STATISTICS FOR TABLE OF JOBTITLE Y CU14 

Statistic OF Val e Prob 

Chi•Square 12 .6 8 0 .049 

TABLE OF JOBTITLE BY CUlS 

JOBTITLE 

Frequency I 
Expected 
Cell Chi-Square 
Percent 

CU15 

JI 

l ·1 1 ·1 5 ·1 80 ·1 0.86 6.B8 78.26 
0.0228 0.5137 0.0387 

0.50 2.50 40.00 

Tot.al 

2 •1 O.J~ •1 3.0~ •1 34.~: ., 
0.38 3.04 0.3382 
0.00 0.00 19.00 

3 

I 
O 

I 
11 

I 
5

• 1 
0.7 • S.6 63.7 
0.7 S.2071 0.3468 

0.00 s.so 29.50 

7

1 

1 

I 

O 

I 
5

1 

0.06 0.48 5.46 
14.727 0.48 0.0388 

a.so o.oo 2.so 

2 
1. 00 

16 
8 .00 

182 
91.00 

Frequency Missing • 28 

Total 

86 

43 .00 

38 

19. 00 

70 

35. 00 

J.00 

200 
100. 00 

STJ\TISTICS FOR TABLE OF JOBTITLE BY CUlS 

Stati111tic DF Value 

Chi-Square 25. 833 

TAST.,E OF JOB1.Tl"l.,t:: tn t.:uu1 

JOBTITLB CU18 

Frequency I 
Expected 
Cell Chi-Square 
Percent 01 
- - - - - - - • - - - - - - - +- - - - - - - - +- - - - - - - - +- - • - - - - - + 

l I l.27~ I 8.07; I\ 75.~: I 
2.3338 3.1896 0.1483 

1.50 . 1.50 39.50 
- - - - - - - - - -- - - - -+- - -- - - - -+- - - - - - - - +- - - - - - - - + 

2 1 o.s~ I 3.4~ I '32.~: I 0.54 0.5896 0.1199 
0.00 1.00 17.00 

- - - - - - - - - - - - - - - +- - - - - -- -· - - - - - - - •• - - - - - - - -+ 

31 0 I . 141 5· 1 1.095 6.935 64.97 
1. 095 7. 1974 0. 5486 

0.00 7.00 29.50 
-- - - -- -- - - -- - - -+- ---- -- -+- -- -- -- -+-- - - -- --+ 

71 ·- 0~ I 0.09 
o. 00 

0 

I · 1 

0.57 5.34 
0.57 0.0816 
0. 00 3. 00 

--- --- --- - -- -- -+-- -- ----·- ·- - ----+- - --- --- + 

Prob 

0. 000 

Total 

85 

42 .so 

lB. 00 

73 

36. so 

3.00 

Total 3 19 178 200 
1.50 9.50 89.00 100.00 

Frequency Missing • 28 

STATISTICS FOR TABLE OF JOBTITLE BY CUlB 

Stati111tic DF Value· Prob 

Chi-Square 16. 504 0 .011 

235 



TABLE OF JOBTITLE BY CU19 

JOBTITLE CU19 

Frequency I 
Expected 
Cell Chi-Square 

o I 11 31 Tot 1 
Percent 
- - - - - - - - --- -- - -+- -- - - - - -+- - - -- - - -+- - - - - - - -+ 74 

4.5222 14.B 54.676 1 I 7 I 9 I SB \ 
1.3576 2.273 0.2019 

3.B9 5.00 32.22 41 11 

33 
2 +\ 2.016; +\ 6.: +I 24.3;~ +I 

,Q. 0001 0. 0545 0. 0156 
1.11 3.33 13.B9 18 33 

- - - - ------ - - - --+- - - - - -- -+- - - - - - - -+-- - - - - --+ 67 

3 
\ 4.094! I 13~! I 49.5:: \ 

2.3367 4.3104 0.4101 
Q.56 11.67 25.00 37.22 

-- - - - - - - -- --- - - +- - --- -- -+- - -- - - - -+- --- ----+ 
7 

I 0.366; I l.~ I 4.433~ I 
1.0939 1.2 0.0724 

0.56 0.00 2.78 .33 

- - - - - - - ---- - - - -+- --- - -- -+----- ---+--- - - - - -+ 
Total 11 · 36 133 

6.11 20.00 73.89 

1B0 
10 .00 

Frequency Missing =- 48 

STATISTICS FOR TABLE OF JOBTITLE BY CU19 

DF value 
Statistic 
- --- - - -- - - - -- - - - ------- - ----------- -- --- -- -- ----

13. 328 
Chi-Square 

TABLE OF JOBTITLE BY CU22 

JOBTITLE CU22 

Cell Chi-Square 11 JI 

Frequency I 
Expected 

Percent 01 
-------------1-+I- 18 +\ 41 +\ 12 ·1 

13.089 44.425 13.486 
1.8423 0.264 o.1637 

10.06 22.91 6.70 

- - 2 +I 5 +\ ·. 25 +I 4 +I 6. 2682 21. 274 6. 4581 
0.2566 0.6527 0.9356 

. 2.79 13.97 2.23 

- 3 ·112.ni +I 43.l~; +1·13.1~(+\ 
2.5727 0.0158 1.8274 

3.91 24.58 10.06 
-- - - - - - -- - - - - - -+- -- - - - - -+- - - -- - - -+- - - - - - - -+ 

7 
·I 0.921: I 3.128= I 0.949~ I 

4.6854 0.4071 0.9497 
1.68 1.12 0.00 

- - - - -- - - - - - - - - -+- - - - - - - -+- - -- - - - -+- - - - - - - -
Total 33 112 34 

lB.44 62.57 lB.99 

Frequency Missing= 49 

STATISTICS FOR TABLE OF JOBTITLE BY 

Prob 

0.038 

Total 

71 

39 .66 

34 

lB.99 

69 

JB.55 

5 

2.79 

179 
100.00 

22 

TABLE OF JOBTITLE BY WLI3 

JOBTITLE WLI3 

Frequency \ 
Expected 
Cell Chi-Square 
Percent JI 

- - - - - - --- - - - - ~ -+I- - - - - ~~ - +I- - - - - ~;-·1-----;~ -+\ 
1B.B62 14.671 36.467 

0.001 0.4662 0.1759 
11.38 7.19 23.35 

2 +I . 14 •

1 

3 +

1
. 12 +I 

7.6144 6.0776 lS.lOB 
4.6964 1.5566 0.6393 

B. 38 1. 80 7 .19 

3 +I 12 +\ • 20 +I 32 +\ 17.246 13.413 33.341 
1. 5955 3. 2346 0. 054 

7.19 11.96 19.16 

7 +I l.077~ +I O.B3B~ ·1 '2.003! +I 
1.0776 O.B3B3 1.762 

o.oo 0.00 2.40 
-- - - - - - - - - - - - - -+- -- -- - --+- - - - - - - -+- - - - - - - -+ 
Total 45 35 B7 

26.95 20.96 52.10 

o I 11 

Frequency Missing= 61 

Total 

70 

41. 92 

29 

17.37 

64 

JB.32 

2 .40 

167 
100.0(' 

STATISTICS FOR TABLE OF JOBTITLE BY WLI3 

~=~=~~=~'=---------------------~~ -----~~:~~ --------:l'lb o.OIZ 
Chi-Square 16. 320 

GP_YR_PR 

TABLE OF GP_YR_PR BY CU22 

CU22 

Frequency \ 
Expected 
Cell Chi-Squa.re 
Percent · 11 3 I 

- 1 +\ 4 ·1 12 ·1 2 - ·1 3.3164 11.263 3.419 
0.14 0.0463 0.5689 
2.23. 6.70 1.12 

- ' 2 +\ 19 ·1 69 ·1 11 -+\ lB. 251 61. 944 lB. 804 
0.0307 0.6037 3.2391 

10.61 36.55 6.15 

- 3 +\ 7 •1 26 +\ lB +\ 9. 4022 31. 911 9. 6672 
0.6138 1.0948 7.1335 

3.91 14.53 10.06 

- 4 +I 2.021! ·16.BB2~ +\. 2.069! +I 
0.4659 0.515 · 0.3969 

1.68 2.79 1.68 

---------------+--------+--------+--------+ 

o I 

Total 33 112 34 
18.44 62.57 lB.99 

Frequency Hissing= 49 

Total 

18 

10 .06 

99 

55.31 

51 

28.49 

11 

6.15 

179 
100.00 

STATISTICS FOR TABLE OF GP _YR_PR BY CU22 

OF _Value Prob Statistic OF Value Prob 

Statistic ---- ------- -- ----- - --- - -- ---- --- ---- ----- ---
Chi-Square 

6 14. 573 Q.OH 

236 



TABLE OF GP _YR_PR BY FHP13 

GP_YR_PR FIIP13 

Expected 
Frequency I 
Cell Chi-Square 
Percent O I l I 3 I Total 

14 
-- 1 ·11.as2t ·12.470: ·19.67!~ ·1 

0.3926 0.0896 0.181 
0.74 1.47 8.09 10. 29 

78 

- 2 ·1 1o. 3~: ·1 13. 7:~ ·1 s3.9ttl 
0. 0101 3. 8032 0. 8861 

7.35 15.44 34.56 57.35 

37 
-- - 3 ·14.897~ ·16.s29! ·12s.s;:-·1 

0.2484 4.6826 0.7'662 
4.41 0.74 22.06 27 .21 

- -- - - - - - - - -- ---+- ---- - - -+- - - . - - - -+--- - - - - -+ 

4 I 0.926~ I l.235~ I 4.838; I 
0.0058 1.2353 0.279 

0.7~ . o.oo 4.41 5.15 

- - - - - - - - - - - - - - -+--- -- - _. +- - - - - - --+- - - - - - - -+ 
Total 1a· 24 94 

13.24 17.65 69.12 
136 

100. 00 

Frequency Missing G 92 

STATISTICS FOR TABLE OF GP_YR_PR BY FHP 

Statistic DF Value 

---------------------------------------------12. 580 Chi-Square 

GP_YR_PR 

6 

TABLE OF GP_YR_PR BY FHP17 

FIIPl 7 

Expected 
Frequency I 
Cell Chi-Square 
Percent ol 11 
- - - - - - - - - - - - - - -+- - - - - -- -+- - - - - - - -+- - - - - - - -

1 I 1.578! I ~ I 10.4~i I 1. 2789 2 0. 0322 
2.26 0.00 8.27 

2 ·1 8.79~ ·1 i1.1!; ·1 SB.~~ I 
1.6389 2.1172 0.0194 

3.76 12.03 42.86 
-- - - - - - - - - - - - - -+- - - - ----+-- - - - - - -+- - -- - - - + 

3 I 4.172: I 5.285; I 27.5=~ I 
0 .1639 0. 9884 0. 0773 

3.76 2.26 21.80 
- -- - - - -- - -- -- - -+- - - - - - - -+- - - -- - --+- - - - - - - + 

4 I 0.451~ I 0.571: I 2.977: I 
5.3178 0.5714 0.3209 

1.50 o.oo 1.50 
--------- .-----+--------+--------+------- + 
Total 15 19 99 

11.28 14.29 74.44 

Frequency Missing• 95 

Prell 

0.0:0 

Total 

14 

10 .53 

78 

58 .65 

37 

27 .82 

3.01 

133 
100.00 

STATISTICS FOR TABLE OF GP_YR_PR BY F Pl? 

Statistic DF value Prob 

---- ----------- ----- --- ---- ------ ---- - - - - - -
Chi-Sauare 

, 4. E;?~ n n-a.t 

GP_YR_PR 

TABLE OF GP_YR_PR BY FHP20 

FHP20 

Frequency I 
Expected 
Ce 11 Chi - Square 
Percent O I 1 I 3 I 

-------- --- --~-·1-:: :::~-·,-:: :::~-·,-:::~ff ·, 
0.5625 0.6562 0.1378 

0.00 0.00 9.38 

2 ·, 3.515~-·1-:::::(,-:~::ff·1 
0. 0756 0. 8787 0. 0284 

2.34 4.69 51.56 
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Total 

12 

9. 36 

75 

58.59 

3 ·11. 687~ ·11. 968! ·132. 3!! ·1 · 
0.2801 0.4767 0.0848 

0. 78 0. 78 26. 56 

36 

28.12 
- -- - - - -- - - - -- - -+- - - - - - - - +- - - - - - - -+- - - - - - - -+ 

4 I O. 234: I O. 2 73~ I 4 . 4 92 ~ I 
13.301 0.2734 0.4957 

1. 56 0. 00 2. 34 
-- ------- ------+----- -- -+----- - --+------ - -+ 
Total 6 7 115 

4.69 5.47 89.84 

Frequency Missing= 100 

3.91 

128 
100. 00 

STATISTICS FOR TABLE OF GP_YR_PR BY FIIP20 

Statistic DF Value Prol 
---------- - - - - - --- ----- --- - ------- -- ---- -- ---- - - - - - --
Chi-Square 17.251 

GP_YR_PR 

TABLE OF GP_YR_PR BY WLl3 

IILl3 

Frequency I 
Expected 

~:;~e~~i-Square ~L- _____ ~L- _____ ~l 
-------- 1 ·14.850; I 3.772; \ 9.37~; \ 

0.0046 2.0375 0.7336 
2.99 o.60 7.19 

----------;-·1-~~:~!~-·1-~~:~~~-·1-~~:~!i-·1· 
2.4757 0.522 2.5276 

19.16 13.17 21.56 
--+--------+ 

-------------;-+\ 13.20: •1 ~~j; .\ 25.S;; \ 
S.097 0.2916 1.6414 

2.99 7.19 19.16 
+--------+ 

------- 4 ·1 :::~:i ·1-;~;;;i-\ ::=~=i I 
1.80 0.00 4.19 

--------+--------+--------+--------+ 
45 35 87 

26. 95 20. 96 52 .10 Total 

Frequency Missing c 61 

O.OOF 

Total 

18 

10.78 

90 

53 .89 

49 

29. 34 

10 

s. 99 

167 
100.00 

STATISTICS FOR TABLE OF GP_YR_PR BY WLl3 

Statistic 
OF Value Prob 

18. 077 
--- -- ----- -------------------------------------------- 0.006 

Chi-Square 



Expected 

TABLE OF GP_YR_PR BY WLI7 

WLI7 

Frequency I 
Cell Chi-Square 
Percent O I l I 3 I T tal 
- - - - -- - - - - - - - - -.i.-- - - - - -- -+--- - - - - -+- - - - - - - -+ 

15 

l I 3.: I 3.; I 7.: I 4.3103 0.7811 0.7784 

-------------;-+1--::~n-+1-::~~u-+1-::~~n-+1 
1

1 ·:: 

0.8502 3.6395 0.4619 
12.00 20.00 25.33 5 .33 

3 +I 10.~: +I 10.ll~ +I 20.2:~ ·1 
41

· 
0.0409 5.0032 2.9874 

6.67 2.00 18.67 2 .33 

4 ·1 2.0~ ·11.973; +13.946~ ·1 
0.4069 0.0004 0.2271 

2.00 1.33 2.00 5.33 
- ----- --- - - -- --+---- - ---+- - - - -- - -+- - - - - - - -+ 
Total 39 37 74 150 

26.00 24.67 49.33 o.oo 

Frequency Missing = 78 

STATISTICS FOR TABLE OF GP_YR_PR BY WLI7 

Statistic DF Value 
- -- -- - - - - - -- ---- - -- - --- --- -- --- - -- - - - -- -- -- ----
Chi-Square 

GP_YR_CJ 

19.487 

TABLE OF GP_YR_CJ BY CU19 

CU19 

Frequency I 
Expected 
Cell Chi-Square 
Percent O I 11 3 I 

1 +1· 6.905~ ·1 22:: ·1 83.4~: ·1 
0.0013 2.423 0.6727 

3.89 16.67 42.22 

2 ·12. 994! ·1 9.: +136. 2~~ ·1 

0. i:~i 2/~~ 0 :i~~~~ 

3 +I o.7~J ·1 ~.ed •1 o.~i~! ·1 
1.11 0.56 8.33 

-- - - - - - - - - - - - - -+- - - -- - - -+- - - -- - - -+- - - - - - - - + 
Total 11 36 133 

6.11 20.00 73.89 

Frequency Missing= 48 

STATISTICS FOR TABLE OF GP_YR_CJ BY 

Statistic DF Value 

Prcl, 

o.or5 

Total 

113 

62.78 

49 

27.22 

18 

,.o.oo 

180 
100.00 

Prob 

---- - ------- - - - --- - - ---- - - --- - --- - - - --- ---- - - -- -- -----
Chi-Square 

GP_YR_CJ 

Expected 

9 .537 

TABLE OF GP_YR.:_CJ BY FHP12 

FHP12 

0.049 

Frequency I 

Cell Chi-Square 
Percent 01 JI Total 

- - - - - - - - - - - - - - -+- - - -- - - -+- - - - - - - - +- - - - - - - - + 

1 I 0.53ii I 0.031! I 0.40~! I 
20.63 26.19 19.84 

- - - - - - - -- - - - - - -+- - - -- - - -+- - - - - - - -+- - - - - - - -+ 

2 I 10.35; 
1

11.0!: 
1

7.595; I 
0.1778 0.789 0.3351 

7.14 11.11 4.76 
---------------+- -------+- -------+- ------ -+ 

3 I 4.64~= I 4.952! I 3.404= I 
6.1813 3.1543 0.5796 

. 7.94 0.79 1.59 
---- --- --- -----+- -------+- -------+- - - - - - - -+ 
Total 45 48 33 

35.71 38.10 26.19 

Frequency Missing a 102 

STATISTICS FOR TABLE OF GP_YR_CJ BY FHP 

Statistic DF Value 
- -- - -- - - ---- - -- -- - - - - - - - - - --- - ------- - - - - ----
Chi-Square 12 .191 

84 

66 .67 

29 

23 .02 

13 

10.32 

126 
100 .. 00 

Prob 

0. 016 

GP_YR_CJ 

TABLE OF GP_YR_CJ BY FHPH 

FHP16 

Frequency I 
Expected 
Cell Chi-Square 
Percent o I 

-------------~-·1-:;;~ii-·1-;;~ii~-·1-;~~;~1-·1 

21.26 25.20 19.69 

---------------+--------+--------+--------+ 
2 

I 9. 59~~ I 12. 3~~ I 7. 078~ I 
0.0175 2.6066 5.22 

7.87 14.17 0.79 
--- - - - - - - - - - - - -+- - - - - - - -+- - - - - - - -+- - - - - - - - + 

3 
I 4.629~ I 5.952: 1·3.417~ I 

0.0296 0.6406 0.733 
3.94 3.15 3.94 

- - - - - -- - - --- - - -+- - - - - - - -+- -------+- - - - - - - - + 
Total. 42 54 31 

33.07 42.52 24.41 

Frequency Missing~ 101 

Total 

84 

66.14 

29 

22. 83 

14 

11.02 

127 
100. 00 
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STATISTICS FO~ TABLE OF GP_YR_CJ BY FHP16 

Statistic DF value Prob 

------ -- - ------ - ---- -- ------ - -- - - --- ----- --- - ------ - - -
0.031 

Chi-Square 10.642 

SIZE 

TABLE OF SIZE BY CUl 

CUl 

Frequency I 
Expected 
Cell Chi-Square 
Percent o I 11 31 

---------------+--------+--------+--------+ 
1 I 41 22 I BB I 6.8744 32.653 74.472 

1.2019 3.4757 2.4572 
2.01 11.06 44.22 

. 2 ·1 J.610: ·1 11.4;; ·1 39.a!: ·1 
1.4653 4.162 2.9538 

3.02 13.07 14.57 
--- --- -- ---- - --+- - ------+- - -- -- - -+- --- --- -+ 

3
1 L447; I 6.874; I 15.6~! I 

0.2111 0.6573 0.4576 
1.01 4.52 6.53 

--- - - --- - ------+--- -- ---+- ---- -- -+-- -- - - - - + 
Total 12 57 130 

6.03 28.64 65.33 

Frequency Missing= 29 

STATISTICS FOR TABLE OF SIZE BY CUl 

Statistic DF Value 

Tota) 

11, 

57 .29 

61 

30.65' 

21-

12.00 

19. 
100. 00 

---------------------------------------------------0,012 Chi-Square 17. 042 

TABLE OF SIZE BY CU2 

SIZE CU2 

Frequency I 
Expected 
Cell Chi -square 
Percent 01 JI Total 

-------------~-·1-::~::~-·1-~:::i~-·1-:~~~i~-·1 

0.5385 0.549 1.326 
4.62 24.62 28.21 

---------------+--------+--------+--------+ 
2 I 6 .25~! 129.0!~ \ 25.6;f \ 

3. 5966 2. 7274 7. 265 
5.64 19.49 6.15 

---------------+--------+--------+--------+ 
3 I 2.256: I 10.49~ I 9.25~~ I 

2.2564 1.1624 3.5722 
0. 00 3. 59 7. 69 

---------------+--------+--------+--------+ 
Total 20 93 82 

10.26 47.69 42.05 

Frequency Missing• 33 

STATISTICS FOR TABLE OF SIZE BY CU2 

Statistic DF Value 

112 

57 .44 

61 

31.28 

22 

11'28 

195 
100.00 

Prob 
------------------------------------------------------

0.000 
Chi-Square 22. 994 



TABLE OF SIZE BY CUB 

SIZE CUB 

Frequency I 
Expected 
Cell Chi-Square 
Percent O I 11 3 I 

- 1 +\ 13.4i~ +\ 49.0~; +I 41.4=~-+
1 0.8797 0.339 1.3621 

5.62 25.28 27.53 

- 2 +\ 1.2i~ +126. 4;~ +\ 22. Ji~ +\ 
3.1366 0.0069 0.8421 

6.74 14.61 10.11 

3 +I 2.325~ +I ~.49:: +I 7.179: +I 
0.7558 2.3899 1.4083 

0.56 7.30 2.25 
- - - - - - - - - - - -- - -+- - - - - - - -+---- - - - -+- - - --- - -+ 
Total 23 84 71 

12.92 47.19 39.89 

Frequency Missing• 50 

STATISTICS FOR TABLE OF SIZE BY CUB 

Statistic DF Value 
- - - - - - --- ---- --- - - - - - - - - ------ -- --- - - -- --- ----
Chi-Sauare 11.120 

TABLE OF SIZE BY CU18 

SIZE CU18 

Frequency I 
Expected 
Cell Chi-Square 
Percent o I 
- - - - -- - ---- - - --+- -- - - - - -+---- -- - -+- - - -- - --+ 

1 I 2 I 6 I 109 I 1. 7908 11. 342 103. 87 
0. 0244 2. 5159 0. 2536 

1.02 3.06 55.61 

2 +I O. 918: +\ 5. 816~ +\ 53.2~~ +\ 
0. 0073 0. 8198 0. 0963 

0.51 4.08 26.02 
--- - - - - - - -- - - - -+-- - - - -- -+- -- - - - - -+- - - - ----+ 

3 I 0.290~ I l.841~ I 16.e!~ I 
0.2908 5.4152 0.4874 

0. 00 2. 55 7 .14 

JI 

- - - - - - - - - - -- - - -+- - - - - - - -+- - - - - - - -+- - - - - -- -
Total 3 19 174 

1.53 9.69 88.78 

Frequency Missing = 32 

STATISTICS FOR TABLE OF SIZE BY CUl 

Statistic DF Value 
- - --- - - -- -- --- --- --- --- - --- ---- -- --- --- -- -- -
Chi-Square 9.911 

TABLE OF SIZE BY WLil 

SIZE WLil 

Expected 

otal 

104 

8. 43 

56 

1.46 

18 

0.11 

178 
00.00 

Prob 

0 .025 

Total 

117 

59.69 

60 

30.61 

19 

9.69 

196 
100. 00 

Pro} 

0.041 

Frequency I 
Cell Chi-Square 
Percent o I JI Total 

1 +\ 33.4!; +\ 19.3:i +\ 16.2~! I 
2.1828 2.0789 0.2999 

31.82 9.85 10.61 

2 +\ 21.0i! +\ 12.6i: +\ 10.5!! +\ 

52.27 

69 

2. 8015 2. 3001 0. 5596 
10.61 13.64 9.85 

J +\ 8. 727~ +\ 5. 045~ +\ 4. 22~~ +\ 
0. 0606 0 .1806 0. 0122 

6.06 4.55 3.03 
------- ---- - ---+- -------+------ --+-- - - - - - + 
Total 64 37 31 

48.48 28.03 23.48 

Frequency Missing• 96 

STATISTICS FOR TABLE OF SIZE BY 

45 

34.09 

18 

13.64 

132 
100.00 
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TABLE OF SIZE BY WLilB 

SIZE WLI18 

Expected 
Frequency . I 
Cell Chi-Square 

01 11 3 I Total 
Percent -- - , i" ·;;T --·;r -·;; i 61 

lB.972 6.7778 15.25 
0.9323 0.4663 1.1844 

41.67 4.63 10.19 56.48 

----- 'i '' i 'i 'i 35 

22 361 J.BBB9 e.15 
o.i493 1.146 0.0011 

18.52 5.56 8.33 32.41 

----- 'i . i 'i 'i 12 

7.6667 1.3333 3 
1.7536 0.0833 5.3333 

J.70 0.93 6.48 11.11 

- - -- - - -- - - - -- - -+- - - - - - - -+- - - - - - - -+- - - - - - - - + 

Total 69 12 27 108 

63.89 11.11 25 .00 100. 00 

Frequency Missing= 120 

STATISTICS FOR TABLE OF SIZE BY WLI18 

4 11.156 
~=~=~~=~'=---------------------~~ -----~~~~:--------~~~~ 0 .025 
Chi-Square 

SIZE 

TABLE OF SIZE BY WL120 

WLI20 

Frequency I 
Expected 
Ce 11 Chi -Square 
Percent oj 11 31 

1 +I 41.2:~ +I 3.257~ •
1 

12.48~ +I 
1.102 0.4852 2.4102 
45.71 1.90 6.67 

. -;-+1-::::~i-+1-::::~i-+1-~:::~~-+1 

1.408 1.8349 2.1466 
19.05 3.81 11.43 

- -.- - - - - - - - - - -·;-+I-:::::~ -+I-:: ::i+I-:: :::ti 
0.0541 0.6857 0.7155 

7.62 0.00 3.81 
-------------+--------+--------+--------+ 

Total 76 6 23 
72.38 5.71 21.90 

Frequency Missing= 123 

STATISTICS FOR TABLE OF SIZE BY WLI20 

Statistic DF Value 

Chi-Square 10. 842 

TABLE OF SIZE BY WLI21 

dlZE WLI21 

Total 

57 

54 .29 

36 

34 .29 

12 

11.43 

105 
100. 00 

Prob 

0.028 

Frequency I 
Expected 
Ce 11 Chi-square 
Percent o I 3 I Total 

---------------+--------+--------+--------+ 
1 I 26 I 23 I 21 I 23.145 30.484 16.371 

0.3521 1.8373 1.3089 
. 20.97 18.55 16.94 

2 +\ 13.2~= +\ 17.4~= +\ 9.354: +\ 
0.7868 3.299 2.0273 

8.06 20.16 4.03 

---------------+--------+--------+--------+ 
3 I 4. 62= I 6. 096: I 3. 274~ I 

0.0297 0.0015 0.023 
4.03 4.84 2.42 

---------------+--------+--------+--------+ 
TOtal 41 54 29 

33.06 43.55 23.39 

Frequency Missing a 104 

STATISTICS FOR TABLE OF SIZE BY WLI21 

70 

56 .45 

40 

32 .26 

14 

11.29 

124 
100.00 

Statistic DF Value Prob Statistic DF Value Prob 

------------------------------------------------------
Chi-Square 10.476 
-- - --- - -- -- - -- -- - - - - - - -- - - - - --- -- - - - -- - --- ---- ---- - - --

O. 033 <:hi-Square 9.666 0.046 



TllBLE OF LOCATION BY CUll 

LOCATION cu11 

Expected 
Frequency I 
Cell Chi-Square 

~::::~=--------+-------~l-------~l-------=l Tjotal 

1 \ 17 \ . 32 \ 13 I 62 9.5657 21.611 30.823 
S.7778 4.9938 10.306 

9.71 18.29 7.43 5.43 

2 +\ 10 +\ 29 +\ . 74 +\ 17.434 39.389 56.177 
3.1701 2.7399 5.6545 

5. 71 16. 57 42. 29 
--- -- --- - - - - - - -+- - --- - - -+-- - -- -- -+-- - -- ---+ 
Total 27 61 87 

15.43 34.86 49.71 

Frequency Missing • 53 

STATISTICS FOR TllBLE OF LOCATION BY CUll 

Statistic DF Value 

113 

4.57 

175 
0.00 

Prob 

Chi-Square 2 32.642 0.000 

TllBLE OF LOCATION BY CU13 

LOCATION CU13 

Frequency I 
E,cpected 
Cell Chi-Square 
Percent · ol ll JI 

1 +I ·J.39; +I 12.00~ +I s0.:: +I 
3.8184 1.3789 0.0039 

3.57 4.08 30.10 

1.02 12.24 48.98 

2 
+\ 2~j~~~ +\ i~a;~i +\ o~~o~:-+\ 

- -- - - - - - --- - - - -+- - - -- - - -+- - -- - _ _.' +- - - - - - - -+ 
Total 9 32 155 

4.59 16.33 79.0B 

Frequency Missing~ 32 
STATISTICS FOR TllBLE OF LOCATION BY CUl 

Statistic DF Value 

Chi-Square B.356 

LOCATION 

TllBLE OF LOCATION BY FHPtl 

FHPll 

Frequency I 
Expected 
cell Chi-Square 
Percent ol ll 3 I 

- 1 +\ 16 +\ , 18 +\ 13 +\ 10. 787 13 .484 22. 73 
2.5194 1.5128 4.1648 
13.11 14.75 10.66 

----- 2 +\ 12 +\ 17 +\ , 46 +\ 
17.213 21.516 36.27 
1. 5788 0. 948 2, 6099 

9.84 13.93 37.70 

- - - -- - - - -- - -- --+- - - - - - - -+- - -- - -- -+- - - - - - - -+ 
Total 28 35 59 

22.95 28.69 48.36 

Frequency Missing "" 106 

STATISTICS FOR TllBLE OF LOCATION BY FHPl 

Statistic DF value 
- - --- --- -- - - - -- - - - - - - - - - ----- -- -- ----- - - -----
Chi-Sauare 

13. 334 

Total 

74 

37. 76 

122 

62.24 

196 
00.00 

Prob 

0.015 

Total 

47 

JB.52 

75 

61.48 

122 
100.00 

Prob 

0.001 

GP_NO_SU 

Expected 

TllBLE OF GP_NO_SU BY CUl 

CUl 

240 

Frequency I 
Cell Chi-Square 
Percent O I 1 I 3 I Total 

87 

3.3618 0.3555 0.8989 
- 1 

+\ s .16e~ +I 24. ;~ ·, 56. a~1-+\ 
0.50 10.89 31.68 43.07 

60 ;-·1-;: ;;;r,-; ~~;~c1-;; ~;~c, 
2.48 5.94 21.29 29,70 

27 

1.2151 0.6516 0.7524 

---- --- --- ---;-·1--:~::i-·1- ~ ~::ff ·1-::~:!t1 
1.49 4.95 6.93 13.37 

- 4 
+I 1. 069~ +I 5 .168; +I 11. 76; •

1 0.81 2.8407 1.9282 
0.99 4.46 3.47 

18 

8.91 

- 5 +I 0.594i .+

1

2.871; +I 6-534~-·
1 0.2774 1.5782 0.9831 

0.50 2.48 1.98 

10 

4.95 
- - - - - -- - - - -- - --+- - - - - - - -+- -- - - - - -+- - - - - - - - + 
Total 12 SB 132 202 

5.94 28.71 65.35 100.00 

STATISTICS FOR TllBLE OF GP_No_su BY CUl 

Statistic DF Value Prot 

Chi-Square -- ------ 18.184 o.~20 

GP_No_su 

TllBLE OF GP_NO_SU BY CU2 

CU2 

Chi-Squ;;;- --- ------- -- --
B 18. 965 

Total 

87 

43. 94 

57 

28.79 

26 

13 .13 

17 

8.59 

11 

5. 56 

198 
100.00 

CU2 

Prob 

0.015 



TABLE OF GP _NO_ SU BY CU3 

GP_NO_SU CU3 

Frequency I 
Expected 
Cell Chi-Square 
Percent O I l I 3 I 

l +I 11.B~; +I 47.7~i +I 16.4~~ +I 
0.1173 0.5B63 2.5395 

7.22 29.44 5.56 

2 +I 7 . 933; +132. oi; +I :1. i+I 
0.109B 0.27B 0.3B03 

3.B9 19.44 5.00 

3 +I 3.88B~ +115.69: +I' 5.41~~ +I 
0.3175 3.7723 B.0013 

2.7B 4.44 6.67 

4 +12. 644! +110. 6~~ +I ; . 6B3~ +I 
0.157 0.0101 0.0272 
1. ll 6 . ll 2. 22 

5 +I 1 ·1 6' ·1 . 4 ·1 1.7111 6.9056 2.3B33 
0.2955 0.11B7 1.0966 

0.56 3.33 2.22 

Total 

76 

42.22 

51 

2B.33 

25 

13.B9 

17 

9 .44 

ll 

6.ll 

-- - - - - - - - - - - - - -+- -- -- -- -+- - - - - - - -+- -- - - -- -+ 
Total 2B 113 39 180 

15. 56 62. 7B 21. 67 100. 00· 

STATISTICS FOR TABLE OF GP_NO_SU BY CU3 

Statistic DF Value Prob 

-- -- -- -- - -- ----- - - - - -- ------ - - - - ---- --- ----- --- --- --- -
0.023 

Chi-Square 

GP_NO_SU 

17.BOB 

TABLE OF GP_NO_SU BY ,WL11 

WL11 

cell Chi-Square 
o I 11 Ji Total 

Frequency I 
Expected 

Percent 

- - 1 +124. B;: •1 14. 3~! •1 12. B~~ •1 
52 

0.0546 0.7B54 0.3759 
19.40 B.21 11.19 38. 81 

2 ·119. 5=~ ·1 11. J2i ·1 10. 09~ ·1 
1.499 1.6492 0.1192 
18.66 5.22 6.72 30.6 

- - - - --- - - - - - - - -+- - - - - - - -+- - -- - - - -+- - - - - - - -+ 

3

1
8.119! l 4.69~ 

1
4.186~ I 

3. 2279 1.1328 1. 8907 
2.24 5.22 5 .• 22 12.6 

4 ·17.H4; ·14-141: ·1 3.69~ ,·1 
11 

Q,. 1892 5. 6.985 3. 694 

- - - --- --- -- - - ~-·1-:~:j-·1-:~:j-·1-:~:J-·1 ll. lt 
0.0207 0.1067 0.0211 

2.99 2.24 1.49 6.7 
- - --------- ----+--- - - -- -+--------+---- --- -+ I 
Total 64 37 33 13h 

47.76 27.61 24.63 100.0r 
STATISTICS FOR TABLE OF GP_No_su BY WLI1 

Statistic DF Value P·ob 

41 

- -- --- - --- ---- - --- - ------- -- - - ------- ------- - -- --- -
Chi-Square 20.465 0. 09 

TABLE OF GP _NO_ SU BY WLil 5 

GP_NO_SU WLI15 

Expected 
Frequency I 
Cell Chi-Square 
Percent o I 11 Ji Total 

---------- - 1-·1 27 ·1 4 ·1 13 ·1 
28.785 4.1121 11.103 
0.1107 0.0031 0.3242 

25.23 3.74 12.15 

2 ·121.5:! ·1 J.084~ ·18.327~ ·1 
0.0922 0.3811 0.012B 

21.50 1.01 7.4B 
- - - - - - - - - - - - - - -+- - - - - - - -+- - - - - - - - +- - - - - - - -+ 

3 
\ 9.15B: I 1.308! I 3.532~ I 

0.002B 0.0727 0.0618 
B.41 0.93 3.74 

4 ·17.19~~ +\ 1.02~ ·12.775~ ·1 
1.0924 1.02B 1.136 

9.35 0.00 0.93 
- - - - - - - - - - - - - - -+- - - - - - - -+- - - - - - - -+- - - - - - - -+ 

5 
I 3.27~ \·o.467~ I l.261~ I 

1.5767 13.727 0.0543 
0. 93 2. 80 0. 93 

--- ------------+-- ------+---- --- -+- - - - - - --+ 
Total 70 10 27 

65.42 9.35 25.23 

44 

41. 12 

33 

30. 84 

14 

13.0B 

11 

10 .2B 

5 

4.67 

107 
100.00 

STATISTICS FOR TABLE OF GP_NO_SU BY WLI15 

DF Value Prob 
Statistic ---- - -- -- - - ------ - --- ----- - ------ ------- ------ ---

19.676 0.012 
Chi-Square 

GP_No_su 

8 

TABLE OF GP_No_su BY WLI20 

WLI20 

Frequency I 
Expected 
Cell Chi-Square 
Percent · ol 11 Ji 

1 ·1 Jo.ii~+,-:::~~!-·,-::::::-·, 
0.2767 0.1631 1.2951 
31.13 . 2.B3 5.66 

------------;-·,-~:::it,-: ~:::t,-~: :::~ -·, 
0.0001 0.3634 0.07B6 

21.70 0.94 7.55 
-- ----------+--------+--------+--------+ 

3 I 10.75~ I 0.849~ I ~-396~ I 
1.3109 0.0268 3.B24 

6.60 0.94 6.60 

----------·--;-·1;~:::~~-+1-:::::~ ·12.490~ ·1 
. 1.2289 0.6226 2.4906 

10.38 0.00 0.00 

- -i-+1-:::::~-+,-:~:::~-+,-~::::i-·1 
1.2317 1.2B41 1.9835 

1.89 0.94 2.83 
---------------+--------+--------+--------+ 

Total 

42 

39. 62 

32 

30.19 

15 

14.15 

11 

10.38 

5.66 

Total 76 6 24 106 
71.70 5.66 22.64 100.00 

STATISTICS FOR TABLE OF GP_No_su BY WLI20 

Statistic DF Value Prob 

Chi-Square 16.lBO 0.040 
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ABS_PC 

TABLE OF ABS_PC BY III_ 4 

III_4 

Frequency I 
Expected 
Cell Chi-Square 
Percent l I 2 I 4 I 

--- l •1 5.635~ •1 126~!: •1 6.8:~~-•1 
0.07l6 0.24ll 3.4682 

2.25 59.46 0.90 

-------------;-·1--:~::~-·1-::~:ii-·1-:~:::~-·, 
0.527 O.ll6 0.6441 
0.00 5.86 0.00 

3 
·, 2.837! ·, 63.6~I ·, 3.468~-·, 

0.4759 0.7035 B.8217 
l.80 25.68 4.05 

- - - - - - - - - - - - -- - +- - - - - - - -+- - - - - - - -+- - - - - - - -+ 
Total 9 202 ll 

4.05 90.99 4.95 

STATISTICS FOR TABLE OF ABS_PC BY III_4 

Statistic 

Chi-Square 

TURN_PC 

OF Value 

4 l5. 069 

TABLE OF TURN_PC BY III_9 

III_9 

Frequency I 
Expected 

;:;~e~~i -Square l I 2 I 4 I 

l ·12.157~ ·1 ·14.49~ ·1 0.345~ ·1 
l0.87 2.0846 l.2422 

3.55 4.57 0.5l 

2 ·19.898~ ·166.5~= ·1 l.583: ·1 
4.8077 0.4518 l.2664 

l.52 36.55 l.52 

3 ·13. 680~ ·12.•4. 7~~ ·1 0. 588~ ·1 
l.9519 0.4321 0.5888 

0.5l l4.2l 0.00 

-------------;-·1-:~~;~~-·1-;;~;~t-·1-;~;;;~-·1 

7.ll 29.95 0.00 
- - - - - - - - - - - - - - -+- - - - - - - -+- - -- - - - -+- - - -----+ 
Total 25 168 4 

12.69 85.28 2.03 

Tot 

13 

62.6 

1 

5.8 

7 

31.5 

22 
lOO.O 

p b 

0 .0 

Tota 

8.6 

7 

39. 

14. 

STATISTICS FOR TABLE OF TURN_PC BY III_9 

Statistic 

Chi-Square 

TURN_PC 

OF Value 

27.770 

TABLE OF TURN_PC BY III_l6 

III_16 

Frequency I 
Expected 
Cell Chi-Square 
Percent l I 2 I • I 

l ·13.428: ·112.24~ ·1 0.326~-·1 
9. 0536 2. 2466 0. 3265 

4.59 3.57 0.00 

------------ 2 ·1 - 17 ·1 60 ·1 1 ·1 
l6. 714 59. 694 l. 5918 
0.0049 0.0016 0.22 

8.67 30.61 0.5l 

3 ·1 3 ·1 26 ·1 0 ·1 6. 2143 22 .194 0. 5918 
l. 6626 0. 6527 0. 5918 

l.53 13.27 0.00 

4 ·1 13 ·1 57 ·1 3 ·1 15.643 55.867 l.4898 
0.4465 0.023 l.5309 

6.63 29.08 l.53 
-- - - - - - - - - -- -- -+- - - - - - - -+-- - - - - --+- - -- - - - -+ 
Total 42 150 4 

2l.43 76.53 2.04 

rc,I, 

0.000 

To al 

l6 

8 .16 

78 

.80 

29 

1 .80 

73 

31.24 

196 
10 .00 

STATISTICS FOR TABLE OF TURN_PC BY III_l6 

Statistic OF Value Prob 

Chi-Square 16. 761 0.010 

TABLE OF TURN_PC BY 111_19 

TURN_PC III_l9 

Expected 
Frequency I 
;:;~e~~i-Square lj 21 41 Total 

. 1 ·12.:::t1-::::x·1-:::::~-·1 
ll.209 l.6623 0.0717 

3.57 4.08 0.5l 

16 

8.16 

78 

1.0826 0.7356 1.7808 
- 2 ·1 :::::~-·1-:::::i-·1-::::~~-·1 

3c57 34.69 1.53 39.80 

29 

0.8867 0.4534 0.7898 
- 3 ·13::::t1-:::~~f·1-::::i·1 

l.02 13.27 0.51 14.80 

73 

0.0103 0.5004 4.264 
- 4 ·19. 68~~ ·157. 3~; ·15. 95~~ ·1 

5.lO 26.53 5.61 37.24 
-- - - - - - - - - - - - - -+- - - - - - - -+- - -- - - - -+- - - - - - - -+ 
Total 26 154 16 196 

13.27 78.57 8.16 100.00 

STATISTICS FOR TABLE OF TURN_PC BY III_l9 

Statistic OF Value Prob 

-- - -- ---- -- - -- - --- -- -- - --- ---------- -- -------- --------
Chi-Square 

TURN_PC 

23 .447 

TABLE OF TURN_PC BY 111_21 

III_21 

Frequency I 
Expected 
Cell Chi-Square 
Percent 11 41 
- - - - - - - - - - - - - - -+- - - - - - - -+- - - - - - - -+- - - - - - - -+ 

1 I 10 I 6 I O I 6.0914 9.8274 0.0812 
2.508 l.~906 0.0812 

5.08 3.05 0.00 
---------------+--------+--------+--------+ 

2 I 29.6;: I 47.9~: I 0.395~ I 
0.0163 0.0249 0.3959 

14.72 24.87 o.oo 
- - -- - - - -- - - - - - - +- - - - - - - - +- - -- - - - -+- - - - - - - -+ 

3 I ll.42i I 18.4;: I 0.152~ I 
3.6102 1.6859 4.719 

2.54 12.18 0.5l 
- - - - - - - - - -- - - - -+- - -- - - - -+- - -- - - - -+- - - - - - - -+ 

4 I 27.7:~ I 44.8:: I 0.370: I 
0.3703 0.1796 0.3706 
15.74 21.32 0.00 

- - - - - - - -- - - - - - - +- - - - - - - - +- - - - - - - -+- - - - - - - - + 

0. OOl 

Total 

16 

8.12 

78 

39. 59 

30 

15. 23 

73 

37.06 

Total 75 121 l 197 
38.07 61.42 0.51 100.00 

STATISTICS FOR TABLE OF TURN_PC BY III_21 

Statiatic DF Vallie Prob 

Chi-Square 15.452 0.017 
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!IBS_PC 

Expected 

TABLE OF ABS_ PC BY CUl 

CUl 

Frequency I 
Cell Chi-Square 
Percent ol 11 3 I Total 
- - - - - ---- - - - - --+- ---- - - -+- - - - - - - -+- - - - -- --+ 

l I 7. 960! I 38. 4 ~~ I ~7. 5:! I 
3.091 0.0059 0.3374 
1.49 18.81 46.04 66 .34 

134 

- - - - - - -- - - -- - --+---- -- - -+-- -- - - - -+- - - - - -- -+ 

2 1 o. 653; 13 .158! 17 .188~ I 
2.7747 0.0079 0.1964 

0.99 1.49 2.97 5.4 

ll 

3 +I 7 +I v 17 +I 33 ·1 3. 3861 16. 366 37. 248 
3.8569 0.0245 0.4844 

3.47 8.42 16.34 28.2 

5 

---------------+--------+--------+--------+ 
Total 12 SB 132 

5.94 28.71 65.35 
20 

100:01 
STATISTICS FOR TABLE OP ABS_PC BY·CUl 

Statistic OF Value P1ob 

~hi=;~;;;---------------------;----io:;;;-------o:o;; 

ABS_PC 

TABLE OF ABS_PC BY CU2 

CU2 

Expected 
Frequency I 
Cell Chi-Square 
Percent .ol ll 31 

1 ·, 13 .1~~ ·, .61. 1i~ +155. l~~ ·1 
0.7467 1.1116 0.4812 

5.05 35.35 25.25 

2 +I 1.111i·+15.222~ ·, ~.666; +I 
3.2111 3.4137 1.1667 

1.52 0.51 3.54 

3 +I s.1s1~ +I 21.o!i +1'24.1!~ +I 
0.2681 0.6093 0.3284 

3.54 11.62 13.64 
- .......................... - - --+- - - -----+- - - - - - - -+- - - - - - - -+ 

Total 

130 

65.66 

11 

5.56 

28. 7 

Total 20 94 84 19 
10.10 47.47 42.42 100.0i 

STATISTICS FOR TABLE OF ABS_PC BY CO2 

Statistic OF Value P b 
- ---- -------------- --------- -- --- - - ----- --- - - -- --- - --
Chi-Square 11. '17 Q. :U 

!IBS_PC 

TABLE OF ABS_PC BY CU5 

CU5 

Expected 
Frequency I 
Cell Chi-Square 
Percent O I 1 I 3 j 

1 +I 11. 76~ +I 56 .1:~ +I 47 .o:~ +I 
2.8222 0.1402 0.1856 

3.41 33.52 28.41 

- 2 +1 ·~.ns! +13.420; +12.863~ +I 
15.065 0.0517 2.8636 

2.27 1.70 0.00 

3 +I v5 . s22~ +126.3!! +122. o!i +I 
l.1112 0.2158 0.0004 

4.55 13.64 12.so 
-- - - - - - --- - - - - -+- --- - -- -+- --- - - - -+- ---- ---+ 
Total 18 86 72 

10.23 48.86 40.91 

STATISTICS FOR TABLE OF ABS_PC BY CU5 

Statistic OF Value 

Total 

115 

65.34 

7 

3 .98 

54 

30.68 

176 
100.00 

Pr b 
------ - - - - ---- - - -- ---- -- - --- -- - - -- - - -- - - -- - ---- -- ---
Chi-Sauare 0. G o 

TABLE OF ABS_PC BY CU7 

!IBS_PC CU7 

Expected 
Frequency I 
Cell Chi-Square 
Percent 01 11 Jj Total 

l +I 10 +I. 78 +I 32 +I 13.873 72.139 33.988 
l.0812 0.4762 0.1163 

5.78 45.09 18.50 

120 

69. 36 

2+

1

• 4+I 3+I l+I 0.9249 4,8092 2.2659 
10.225 0.6806 0.7072 

2.31 l.73 0.58 4 .62 

3 +I 6 +I 23 •
1
• 16 +I 

5.2023 27.052 12.746 
0.1223 0.6069 0.8309 

3.47 13.29 9.25 

45 

26 .01 
--- ----- - - - - ---+--- - - - - -+- -- - - - - -+- - - -- -- -+ 
rotal 20 104 49 173 

11.56 60.12 28.32 100.00 

STATISTICS FOR TABLE OF ABS_PC BY CU7 

Statistic OF Value Prol: 

---------- ---- ---------- ---- -- --- ------- ---- - -- ---- ---
Chi-~ffllilT"'"" \~.-.1 

TABLE OF ABS_PC BY C!Jll 

ABS_PC CUll 

Frequency I 
Expected 
Cell Chi-Square 
Percent OI ll Jj 

1 +I 20:1:: •
1 

~1.6~: +I 61.l~= +I 
0.0013 0.2658 0.1637 
.. 10.93 24.59 31.69 

---------------+--------+--------+--------+ 
2 I 1.475: I 3.049; I 4.475! I 

B.4199 0.361 l.3692 
2.13 1.09 1.09 

3 +I e.J6o~ +I 11.2;; +I '2s.3!~-+1 
· . ··l.3509 0.3005 1.254 

2.73 8.20 16.94 
- - -- - ---- -- - -- -+- - - - - - - -+- - - - - -- -+- - - - - - - -+ 
Total 30 · 62 91 

16.39 33.88 49.73 

f. OCl,5 

Total 

123 

67.21 

4. 92 

51 

27.B7 

183 
100 .OD 

STATISTICS FOR TABLE OF ABS_PC BY CUll 

Statistic 

Chi .-square 

ABS_PC 

OF 

TABLE OF ABS_PC BY CU14 

CU14 

Value 

13. 486 

Frequency I 
Expected 

~=~~e~~i-Square O I l I 

-------------1 -+1-::~3~! +I ~4.91~ ·1, 65.6:~ ·1 

0.0321 0.0971 0.1103 
6.59 25.82 34.62 

-+- - - - - - - -+- - - - - -- -+- - - - - - - - + 

-------------; I 'o.747~ I 2.945i I 4.307~ I 
6.7914 0.3033 0.397 

1.65 1.10 1.65 

-------------3-•1-;~;:~~ +I ~~o!!l +lvo.571: +I 

1.10 9.89 17.58 
.. -- - -- - -- - - - - - -+- - -- - - - -+- - - - - - - -+- - - - - - - -+ 

17 67 98 
Total 9.34 36.81 53.B5 

STATISTICS FOR TABLE OF ABS_PC BY CU14 

Prob 

0.009 

Total 

122 

67.03 

4.40 

52 

28 .57 

1B2 
100.00 

Statbtic 
OF Value Prob 

Chi-Square 
4 10.051 0 .040 
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lll!S_PC 

TllBLE OF lll!S_PC BY FHP5 

FHP5 

Frequency I 
Expected 
~=;~e:i -square o I l I 3 I 

--------- 1 ·1 22.6;~ ·132.9;; ·1 34.3~i ·1 
0.9627 0.1185 1.2869 

13. 74 23 .66 31.30 

------- - 2 ·1·1.259: ·1 l.832~ ·11.908: ·1 
2.405 0.0154 1.9084 

2. 29 1. 53 a. oo 

------ 3 ·1 ~:di ·1 v~\!H .\ 1~!j~~ .\ 
9.16 11.45 6.87 

- -------- - --- - -+- -- - - -- -+- - ------+- ---- - - -+ 
Total 33 48 so 

25.19 36.64 38.17 
STATISTICS FOR TllBLE OF llBS_PC BY FHPS 

DF Value. 

To al 

90 

68 70 

3.82 

36 

2 .48 

131 
10 .oo 

Statistic -- --- -- ---- ----- --- - - - ------- -------- ---------- -
9.528 

Prol, 

O.D4t 
ci:i~-~~uare 

l\BS_PC 

4 

TllBLE OF lll!S_PC BY IILl4 

WLl4 

Frequency I 
Expected 
~=;~e~~i-Square a I l I 3 I 

- 1 ·127.7~~ ·142.1~~ ·132.l~i ·1 
0.0179 1.4477 1.5748 

16.67 30.86 15.43 

- - 2 ·12.444! ·1 3.722~ ·1· 2.833{+\ 
a .1263 3. 1222 3 .. 5392 

1.85 0.00 3.70 

-------------;-+\-;;~;ii-+\-;;~;:~ ·1 ~~g~i~ ·, 
8.64 10.49 12.35 

- - - - - - - - - - - - - - -+- - - - - - - -+- - - - - - - - +- - - - - - - -+ 
Total 44 67 51 

27.16 41.36 31.48 

STATISTICS FOR TllBLE OF i\BS_PC BY IILl4 

DF Value 
Statistic ---- - ------ - - - -- - - -- - ---- --- - --- -- - ----- - -

4 12 .193 
Chi-Square 

TURN_PC 

Expected 

TllBLE.OF TURN_PC BY WLl2 

WLl2 

To al 

02 

62 96 

9 

5.56 

51 

3 .48 

1162 
100.00 

Prob 

0.016 

Frequency I 
Cell Chi-Square 
Percent al 11 31 To al 

-- - 1 ·1 3.472! ·1 3.755: ·1 l.771~ ·1 
a. 0643 3 .. 7559 10. 092 

2.36 o.oo 4.72 7 09 

-- 2 ·111.1!! ·1· 19 .1;; ·19. 055i ·1 
0.7915 0.7535 0.0003 

11.02 18.11 7.09 36 22 

46 

-- -- 3 +I 8.488~ +1"9.18ii +I 4.330~ +I 
0.2609 1.5885 1.2543 

5.51 10.24 1.57 17 32 

22 

-- - 4 ·119.2;i ·1· 20.8!~ +19.842: ·1 
1.6893 0.7163 0.3449 

19.69 13.39 6.30 39 37 

50 

---- - - -- - - - - -- -+- - - - - - - -+- - - - - - - -+- - - -- - - -+ 
Total 49 53 25 27 

38.58 41.73 19.69 100.00 

STATISTICS FOR TllBLE OF TURN_PC BY IILl2 

Statistic DF Value Prca, 
-- -- --- - - ---- -- - --- - - --- - -- -- ----- - --- ----- --- ---
Chi-Square 21. 311 .OOl. 

TORN_PC 

TllBLE OF TURN _PC BY IILl6 

IILI6 

Frequency I 
Expected 
Cell Chi-Square 
Percent OI ll 31 

- 1 ·1 ~.090~-·,-:~:::~-·,-:~:::~-·, 
0.8909 0.1419 0.439 

4.96 2.48 1.65 

2 ·118. 2~i ·1,16. 6~; ·114 .1 ~! ·, 
2.1252 3.2952 0.0972 

9.92 19.83 10.74 

3-·1:::::~~-·1-:::::~-·,-::::::-·1 
1.303 0.1749 0.7084 

9.09 4.96 3.31 

- 4 •114. e~: ·113. 55! ·1· 1 jt1 
D. 0849 2. 2757 1. 696 
13.22 6.61 13.22 

.. - .. - ----- - -- - - -+- -- -- -- -+- -- - - ---+-- -- - - - -+ 
Total 45 41 35 

37.19 33.88 28.93 

STATISTICS FOR TllBLE OF TURN_PC BY IILl6 

Total 

11 

9.09 

49 

40.50 

21 

17 .36 

40 

33.06 

121 
100. OD 

Statistic DF Value -Prob 

Chi-Square 6 13.232 o.039 

TURN_PC 

TABLE OF TURN_PC BY IILl13 

IILI13 

Frequency I 
Expected 
Cell Chi-Square 
Percent a I . l I 3 I Total 

--;:-·,-: :::::-·,-:: :::i-·
1
--:: :::r

1 0.0492 1.0784 1.1529 
5.88 0.00 3.92 

10 

9.80 

----- 2 ·, 23.6g ·, 3.882: ·1 · 8.47~:-·1 
1. 8685 1.1551 2. 422 

16.67 5.88 12.75 35.29 

36 

----;-·1-::::~:-·1-::941~ ·, 4.:3:~-·, 

0.4006 2.1836 4.2353 
13.73 3.92 0.00 17.65 

18 

4 ·,-;;~~ir,-:;:;;r·,-;~;;;r
1 

29.41 0.98 6 .. 86 37.25 

38 

+- - - - - - - -+- - - - - - - -+- - - - - - --+ 
·rotal 67 11 24 102 

65.69 10.78 23.53 100.00 

STATISTICS FOR TABLE OF TURN_PC BY IILl13 

~=~=~~=~=----------------- DF Value Prob -----6 18.326 D~~~; Chi-Square 

TURN_PC 

Bxpected 

TABLE OF TURN_PC BY WLI15 

llLllS 

Frequency I 
Cell Chi-Square 
Percent a I 31 Total 

1·1 4+1 2·1· 3+1 5.8454 0.9278 2.2268 
0.5826 1.2389 0.2685 

4.12 2.06 3.09 

- 2 ·1 17 ·1 3 ·1. 14 ·1 22. 082 3. 5052 8. 4124 
1.1698 D. 0728 3. 7114 

17.53 3.09 14.43 

- 3·1 11·1 1·1 0-·1 11.691 1.8557 4.4536 
2.4112 0.3946 4.4536 

17.53 1.03 o.oo 

4 ·1 25 ·1· 4 ·1 7 ·1 23.381 3.7113 8.9072 
0.112 0.0225 0.4084 
25.77 4.12 7.22 

-- - - - -- - - - - - - - -+- - - - - - - -+- - - - - - - -+- - - --- - - + 
Total 63 10 24 

64.95 10.31 24.74 

9 .28 

34 

35.05 

18 

18.56 

36 

37.11 

97 
100.00 

STATISTICS FOR TllBLE OF TURN_PC BY WLllS 

244 

Statistic DF Value Prob 
-- ....... -- - --------- ---- - ---- - --- - ----- - ------.;. -- --- --- - -
Chi-Square 14. 846 0.021 
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