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CHAPTER I
INTRODUCTION

Employee absenteeism has been a constant, nagging problem for business and
industrial organizations. Price and Myeller (1986) defined absenteeism as the
nonattendance for scheduled work. The idea of "scheduled work" means an employee
does not report for work when he/she is supposed to be there. During any given weék.
more than 4 million full-time employees failed to report to work, accofding the U.S.
Bureau of Labor Statistics (Lucas, 1991). Recently, U.S. workers called in sick 2.7 hours
for every 100 hours worked in 1993, gnd the latest figure counts about one in 37
workdays (“Workers of the world”, 1994).

Generally, the rate of absenteeism can be determined by the following formula:

Number of workdays lost per pay period

Absenteeism rate (%) =
Average number fo employees x
number of days worked x100

(Byers, Shanklin, and Hoover, 1994).| High absenteeism rate happens nationally.
Government workers had the highest absenteeism rate, with 2.98 sick hours per 100 paid
hours; utilities worker were at 2.98 hours; and retail and wholesale companies have the
lowest absence rate with 1.30 sick hours per 100 paid hours (“Workers of the world™.

1994).
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Costs of employee absenteeism to organizations are estimated to be over $20

billion annually (Hsieh, Holdt, Zahler,

and Gates, 1994). According to the Commerce

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

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

depending on the size of the company
that a company with 1,000 employees
absences per year (Markowich, 1994).

in 1993 for unscheduled absences; the

Lucas, 1991). The 1993 CCH survey reported
can spend more than $500,000 for unscheduled
The state of Connecticut spent over $100 million

employee average was 9.77 sick days.

Pennsylvania school districts spent $53 million during the school year 1990-1991 on

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

than $260 million (Markowich, 1994).

Personal illness accounts for the majority of paid leave taken in most

organizations. Other costs of absente

cism include loss of productivity or service,

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

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

1987). Furthermore, poor customer s¢

unmet deadlines are top concerns of tk

rvice, loss of competition, falling morale, and

e management caused by unscheduled absences

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




STATEME]

Absenteeism rate in the foodser

the department director must consider

services, which is viewed as effectiven
organizational effectiveness. Sound te
procedures of food preparation, coopet

safety conditions are all essentials of q

notices excessive absenteeism, he/she

and then take steps to improve the situ

(Byers, et al., 1994; The Health Care §

(V)

NT OF THE PROBLEM

vice departments is usually at a high level. Thus,
the impact of absenteeism on quality dietetic

ess, since absenteeism has a negative impact on
chnical performance, familiarity with standard
ative work relationships, and maintenance of food
uality dietetic service. As the department director
should first look within the environment for clues
ation through conscientious attention and control

yupervisor, 1994).

Mai-Dalton and his associates
funds [and efforts] to research dealing

industry be all to dispatch the costly p

research is quite extensive in many arg

underrepresented in the current resear

conducted to examine how foodservic)

dietitians, perceive the possible cause

factors to enhance employees' attenda

1978) strongly suggested, “Only by committing
specifically with the foodservice workers will the
ersonnel problems” (p. 45). While absenteeism
2as of the workforce, foodservice employees are
°h literature available. No studies have been

e directors in health care systems, or managément
s of their employee absenteeism and the incentive

nce.




THEORY BASE OF THE STUDY

The basic assumption of reducing employees’ absenteeism (used interchangeably
with the term enhance employees’ attendance) with incentives is that the organizational
behavior, report for work, can be controlled by the consequences, such as altering
reinforcement and punishment that follow it. The systematic reinforcement of desirable
organizational behavior and the punishment of unwanted organizational behavior is
designated as Qrganizational behavior modification (OBM). From a managerial
perspective, OBM assumes that behavjor is more important than its “psychological
causes”, such as the needs, motives, and values held by individuals. An effective
manager should ask “What specific behaviors led to the high absenteeism?” (Table I).
He/she should not only pinpoint and measure éritical beha\}iors causing excessive
absence, but also performing the ABC Analysis so that reinforcement and punishment
‘can be formed and improvement be evaluated (Luthans, 1985; Miller, 1978).

ABC Analysis, is also called functionally analyzing the behavior. In Table I1. the
A stands for analyzing the antecedents (i.e. family problems) of the actual behavior. B:
the B de‘signates the pinpointed critical behaviors (i.e. staying at home); and the C
indicates the contingent consequence {(i.e. private reprimand, or counseling). The ABC
analysis allows managérs to consider Perfonnance analysis questions important in
formulating any specific solution or program. Connellan (1978) developed a set of

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




(4]

TABLEI

PERFORMANCE ANALYSIS QUESTIONS

Antecedent
Does the employee know what is expected?
Are the standards clear?
Have they been communicated?
Ate they realistic?

Behavior
Can the behavior be performed?
Could the employee dp it if his or her life depended on it?
Does something prevent its occurrence?

Consequence ‘
Are the consequences weighted in favor of performance?
Are improviements being reinforced?
Do we note improvement even though the improvement
may still leave the employee below company standards?
Is reinforcement specific?

Source: Connellan, T.K. (1978). How to Improve Human Performance: Behaviorism in
Business and Industry. New York} Harper & Row, p. 51.




TABLEII

USING THE ABC ANALYSIS ON AN ABSENTEEISM PROBLEM

A B C

Antecedent Behavior(s) Consequence(s)
Family problems: spouse, children Staying home Public reprimand
Personal health In emergency room or Private reprimand
Illness at hospital Written record and
Jury duty Serving on jury reprimand

No transportation (Oversleeping Reduction in pay
Company policies (petting up late Suspension

Group norm Attending sporting event Firing

Friends visiting Visiting Social isolation from
Injured on way to work At doctor’s office “group

Hangover Shopping

No child care facilities
Lack of proper tools or clothing

Source: Luthans, F., and Martinko, M. (1976). “An Organizational Behavior
Modification Analysis of Absenteeism”. Human Resource Management, Fall, 1976.




viewed the problem of absenteeism in
(Gibson, Invancevich, and Donnelly, 1

Attendance management repor]
two-way responsibility and prevention

employee's responsibility is to take su

terms of antecedents, behaviors, and consequences
994).

s emphasize that the control of absenteeism is a

is the best cure (Kelly, 1992; Levine, 1994). The

*h action or make such arrangements as may be

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

responsibility is to address the underly

ing causes to prevent absenteeism and to create

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

and the problem viewed as simply one

of malingering, lazy or illness-prone employees.

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

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

not congruent with the research evidence regarding causes of absenteeism (Kelly, 1992).




PURPOSE AND OBJECTIVES

The purpose of this study was to assess the prevailing reasons (antecedents) for
absenteeism given by foodservice employees and the incentive factors perceived by
management dietitians as helpful to minimize the absenteeism rate in health care systems.
Specific objectives were to determine:
1. if selected demographic variables of foodservice employees were associated with the
absenteeism rate;
2. if selected institutional variables of foodservice employees were associated with the
absenteeism rate;
3. if selected demographic variables of foodservice erﬁployees 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 of foodservicé employees were associated with the
perceived reasons of absence;
6. if selected institutional variables of|foodservice employees weré associated with the
perceived reasons of absence; |
7. if selected demographic variables of management dietitians in health care systems were
associated with the perceived reasons|of absence;

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

associated with the perceived reasons|of absence;




9. if selected demographic variables ofl foodservice employees were associated with the
perceived incentives;
10. if selected institutional variables of foodservice employees were associated with the
perceived incentives;
11. if selected demographic variables of management dietitians in health care systems
were associated with the perceived incentives;

12. if selected institutional variables of management dietitians in health caré systems
were associated with the perceived incentives;

13. if the turnover rate was associated with the absenteeism rate of the foodservice
employees in health care systems;
14. if the absenteeism rate was associdted with the perceived reasons of absence;
15. if the turnover rate is associated with the perceived reasons of absence;

16. if the absenteeism rate was associdted with the perceived incentives; and

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

HYPOTHESES

The following hypotheses were examined:
H, - There will be no significant association between the absenteeism rate and the
selected demographic variables of foqdservice employees in the health care systems:
a. gender

b. marital status
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c. presence of preschogl children at home
d. presence of elderly families at home
e. ethnic background
f. age
H, - There will be no significant association between the absenteeism rate and the
selected institutional variables of foodservice employees in the health care systems:
a. working part-time
b. working full-time
c. average distance trayeled to the facility
H, - There will be no significant association between the 1994 turnover rate and
the selected demographic variables of|foodservice employees in the health care systems.
H, - There will be no significant association between the turnover rate and the
selected institutional variables of foodservice emplby‘e‘es in the health care systems:
H; - There will be no significant association between the selected demographic
variables of foodservice employ.ees and the perceived reasons of absence:
a. personal illness
b. family/friends illness
c. job stress
d. funeral
e. physical fatigue
f. emotional problems

g. frustrated with work
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h. too little time off
1. jury duty

j. doctor’s/dental appointment
k. mental health day
1. bad weather

m. unhappy with superyisor
n. overworked
0. parent/teacher conference
p. misread time sheet
g- hangover

r. unhappy with coworkers

s. transportation problem

:—P

family activity/reunion
u. repair work at home
v. just doesn’t want to| work

H, - There will be no significant association between the selected institutional
variables of foodservice employees and the perceived reasons of absence.

H, - There will be no significant association between the perceived reasons for
absence and the selected demographiq variables of management dietitians in health care
systems:

a. gender

b. age




c. highest degree attained

d. route to ADA membership/registration

H, - There will be no significant association between the perceived reasons for

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

systems:

o

o

d.

. size of facility

number of years employed in the dietetic profession

number of years in gurrent position

location of facility

H, - There will be no significant association between the selected demographic

variables of foodservice employees and the perceived incentives:

j-

k.

. job sharing

. on-the-job training

flexible work schedule

free meals

child day care cente

salary raise

tuition break

availability of publ

. elderly day care center

. non-monetary compensation for no absence

. monetary compensation for no absence

¢ transportation

12



1. self-management trajning

m. ombudsman / personal counselor
n. preventive health prpgrams

0. bonus, or gainsharing

p. eliminate work hazards

=]

. continuing educatio

£

r. job redesign
s. fair treatment
t. cultural socialization
u. group betting pool
v. workgroup
H,, - There will be no signiﬁc ant association between the selected institutional
variables of foodservice employees and the perceived incentives.
H,, - There will be no significant association between the selected demographic
variables of management dietitians and the perceived incentives.
H,, - There will be no signifigant association between the selected institutional
variables of management dietitians and the perceived incentives.
H,; - There will be no signifi¢ant association between the absenteeism rate and
the turnover rate of foodservice emplpyees in health care systems.
H,, - There will be no signifi¢gant association between the monthly absenteeism

rate and the perceived reasons for absence.




14

H,s - There will be no significant association between the 1994 turnover rate and

the perceived reasons for absence.

H,s - There will be no significant association between the monthly absenteeism

rate and the perceived reasons for absence.

H,, - There will be no significant association between the 1994 turnover rate and

the perceived incentives.
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1. Respondents were, indeed, d

Health Care Systems of the American

2. Management dietitians werg
absenteeism, because they are respons

maintaining budgetary control, and tra

department in health care systems.

3. The dietitians surveyed hav

questionnaire and know all the foodse

objectively assess employees’ reasons

minimized the absenteeism rate .

4. The respondents completed

“what it should be”.

1. Since this study was limite
responsibilities in health care systems
dietitians. Results from the study can|

dietetic practitioners.

wh

4

o

SSUMPTIONS

jetitians in the practice group: Management in
Dietetic Association (ADA).

. be concerned about the problem of employee
ble for supervising personnel utilization,

cking essential records in the foodservice
e easy access to the personnel files to answer the
rvice employees well enough to be able to

for absence and discern which incentives

the questionnaires truly on “what is” rather than

LIMITATIONS

d to the ADA members with management
| results cannot be considered representative of all

therefore only be generalized to this group of




2. The data collected in this st
only. The study results did not reflect

perspectives.
3. This study is limited to exai

foodservice employees. Turnover proj

ndy were based on the management perceptions

the opinions and attitudes from the employee’s

mining incentives to minimize absenteeism of

blems were not evaluated.




CHAPTER II

LITERATURE REVIEW

Absenteeism pervades not only organizations whether they are public or private.
large or small, urban or rural. Absenteeism is also an important topic for individuals on
the basis of sex, creed, race, religion, or national origin, although variations can be found
across groups for a variety of reasons.| It is, however, not appropriate to bring quick and
definitive responses on this topic from administrators or employees. No discussion of
solutions on employee absenteeism is|complete without a comprehensive look at the
factors that influence the way this behavioral problem being generated among
organizations, because a gap exists between behavioral scientists” accounts of absences as
a “social problem” and its experientia] reality to the employee. Johns and Nicholson
(1982) suggested that the gap should pe closed by the adoption of combining frames of
reference for research and theory building.

This chapter investigated the theoretical aspects and measurements of absenteeism
to gain a better understanding of the problem and to provide a stronger research design.
The following sections examined the relationship between absenteeism and turnover. the
various causes of absenteeism. and incentives that have been developed and applied in

business and industries, and their impacts on reducing absenteeism.




A Theoretical Approach to

Hill and Trist’s Model

Hill and Trist (1955) develope
from working situations, especially sty
permitted by employees if they are exj
developmental progression as the emp
and allowances within the culture. In
often the preferred mode of withdrawz
knowledge about absence norms. Thg
unsanctioned absence is the character]
phase, the individual substitutes sanct
levels of absence are reduced. In tern

internalized these norms such that a c}

18

Understanding Employee Absenteeism

1 the 'Theory of Withdraw', defined as withdrawal
essful work. It says that absence is internally
seriencing stress at work. This withdrawal is a
loyee learns the corporate culture and the demands
the early phase of “induction crisis’, turnover is

1. During this phase, newcomers typically lack

n, during the middle period of “differential transit”,
stic mode. After this, in the “settled connection”
oned absences for unsanctioned absences. and

s of organizational socialization, employees

hange in withdrawal behavior consistent with the

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

sanctioned outlets for withdrawal are
means of withdrawal.

The strength of Hill and Trist’
concept of social norms of absence. 1
considered to be highly speculative, 11
accidents and absence to explain indi
Secondly, their model lacked of supp

developed from this theory (Chadwic

$

insufficient, accidents and turnover become other

s theory is that they contribute by introducing the

he weaknesses are, first, their theory can only be
providing evidence based on collective trends of

idual reactions (Rhodes and Steers, 1990).

brtive evidence and no testable hypotheses had been

k-Jones. Nicholson, and Brown, 1982).




Gibson’s Model

Gibson (1966} explained reaso
exists between the organization and th
work). That is, individuals and organi
which the individual agrees to contribt
rewards, and the organization agrees t
part of the individual. Apparently, the
intent and its authenticity becomes a s
more the individual’s needs are satisfi
the stronger will be the individual’s id
organization.

Gibson used the model to expl
and indicated that increasing work ide

important influences on absence beha

perceived authenticity of management.

Chadwick-Jones et al. (1982)
level of abstraction of the conceptual
Moreover, Gibson pfovided propositi
been no following comprehensive tes

his research findings, although consis

of his model (Rhodes and Steers, 199

19

hs of absence by using an informal contract which
e individual (thus leaving out social context of
zations enter into an exchange relationship in

ite his/her competencies in exchange for certain

h provide rewards for a certain level of effort on the
attitude of commitment to both the contract’s
atisfactory implementation of the contract. The

od with the tasks and rewards of the organization,

entification with and commitment to the

ain conflicting research in the absence literature,
ntification helped to reduce absence. Other

vior were the ease of legitimating absences and

bointed out that there was a considerable gap in the
model and the methods and data used to support it.

ons that were suitable for testing, but there have

s of his model by absenteeism researchers. Thus,

tent with the theory, can not be represented as a test

0).




Nicholson’s Model

Nicholson’s (1977) attendance motivation model principally assumes that

attendance behavior is habitual and no

rmal. He encouraged people to look for factors

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

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

from unavoidable (A) to avoidable (B
forces imposed on behavioral choice,
between settings. Absence behavior 1
individual’s needs. The actual level o

which is influenced by personality tra

. The A-B continuum defines the constraining
and the forces vary between individuals and

5 triggered by a stimulus or event that affects an

f attendance behavior is determined in motivation

its, work orientation, job involvement, and

employment relationship. Attachmerﬂt, the intervening variable influencing absence, is

defined as “the degree to which the en
organizational life”. Attachment is a
There are four major sets of influence
underlying each, is a different class of
traits underlined by personal characte
mural factors, job involvement by job
organizational controls.

Nicholson bridged the idea of]

of susceptibility to potentially absenc

=y
\

nployee is dependent upon the regularities of
measurable component of attendance motivation.
s proposed as constituting attachment, and

' contextual variables. The four are: personality
ristics, work orientation by biographical and extra-

characteristics, and employment relationship by

attachment and absence behavior using the notion

-inducing events. For example, an individual with

strong attachment to his/her work willl be relatively insusceptible to influence by absence-

inducing events and, consequently wi
side of the continuum. Conversely, t
toward absence inducements, will be

B

11 be absent only when events are more on the A

he low-attached employee, with weak resistance

susceptible to absence by events on all along the A-




Contextual

{actors
Personal Biographical and Job Organizatlohal
characteristics extra-mural characteristics controls
tactors
Attachment
and
attendance
motivation 4
Personality Work Job Employment
traits orientation involvement relationship
Attendance
motjvation
¢ — — — Transient, unpredicted,
and random infiuences
The A-B
continuum

A 4———————— Events capabie of inducing absence ~——————p B

Attendance

and absence

behavior
Frequency Frequency of
of absence attendance

Source: Nicholson, N. (1977)] Absence behavior and attendance motivation: A
conceptual synthesis. fournal of Management Studies, 14(13), p. 251.

Figure 1: Nicholson’s Model of Attendance Motivation




continuum. Because of this predictability of absence behavior, Rhodes and Steers (1990)

stated:

“Nicholson’s model mz
absence behavior by providing
motivation to attend. Moreove

behavior and contributes to an

kes a valuable contribution to our understanding of
an integrative framework for examining individual
1, it recognizes the importance of choice in absence
understanding of why, when two people are

confronted with a similar event (for example, having a cold), one will attend work

and the other will not. It has b

that it principally focuses on tk

be applied to incorporate the n

test (as evidenced by the lack «
model must be clearly acknow

thinking about absence behavi

Steers and Rhodes’ Model

een suggested that this model has a shortcoming in
\e work domain (although the concepts could easily
on-work domain) and that the model is difficult to
f research attention given to it). Even so, this
ledged as a major influence on contemporary

or” (pp. 43, 45).

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

absenteeism based on an extensive rey
been hailed for providing a solid fram
Steers, 1982; Goodman, and Atkin, 19
attendance is largely a function of an
variables are influenced by the job sit
personal characteristics of the employ
(Steers, and Rhodes, 1978).

While the Steers and Rhodes 1
criticized as difficult to test empirical
Brooke, 1986). This concern was ack

(1986) identified five aspects of the n

riew of the literature (Figure 2). This model has
ework from which to build (Mowday, Porter, and
984). The model suggested that employee
employee’s motivation and ability to attend. These
uation, employee values and job expectations,

ee, satisfaction with the job, and pressures to attend

model provided a solid framework, it has been
ly (Chadwick-Jones, Nicholson, and Brown, 1982,
nowledged by Steers and Rhodes (1984). Brooke

10del that were sources of difficulty in its use: 1)




Attendance barriers
itiness and accidents
Family responsibilities
Transportation problems

P Organizational , > Perceived ability
practices to attend
= Absence .! '
csulture > A':ﬁgﬂfgﬁgn Attendance

> Employee attitudes,
values, and goals

Source: Rhodes, R.M., and Steers, S.R. (1990). Managing employee absenteeism.
Addison-Wesley Publishing Co. p. 55.

Figure 2: Steers and Rhode’s Diagnostic Model of Employee Attendance



construct validity problems of key con
variables; 3) inclusion of correlates as
discussion of potentially important vas
assumptions that certain variables reps

categorization is not clear.

Dilts, Deitsch, and Paul’s Review

Dilts, Deitsch, and Paul (1985
absenteeism. They categorized these

sociological, 4) jurisprudential, and 5

1 Psvchological Theories

Psychological theories view al
individual's motivation to attend work
withdrawal as a behavioral response t
deficiencies.
Dilts et al. further subclassified as “pz
unpleasant situations) and “strategic

organization for the dissatisfaction it

A. Passive Withdrawal Theos

Zponents; 2) imprecise specification of several
part of the theoretical model; 4) omission of
iables not included in the model; and 5)

esent involuntary absenteeism when the

reviewed and detailed the various theories of

theories into 1) psychological, 2) economic, 3)

disability theories.

hsenteeism as a problem that is related to the

regularly. An individual’s motivation focuses on

o alienation (job dissatisfaction) and need
1ssive withdrawal theories” (simple avoidance of the
vithdrawal theories” (a means of punishing the

Causes).

ies

Inequity Theory and Equity T

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

absenteeism occurs due to an attitude]

has or is occurring between what they

towards work where employees believe an inequity

feel they put into the organization and what they




get back. The probability of absence increases with the magnitude of the worker’s
perceived inequity if other ways of red
example, if an employee believes he/s
efforts, he/she will take off from workl

Dilt et al’s idea relates to Adm
essence of Adam’s equity theory is the
those of others in similar work situati
individuals, who work in exchange fo

desire to be equitably treated at work.

in general.

to compensate or resolve the inequity.

a’s (1963) equity theory of motivation. The

lucing the felt inequity are not available. For

he is not being recognized properly for his’her

ns. The basic assumption of equity theory is that
r rewards from the organization, are motivated by a

Figure 3 illustrates the equity theory of motivation

it employees compare their efforts and rewards with

A person {P) with
certain inputs (1)
and receiving
certain outcomes
{0)

¥

compares his or

her input-outcome |

ratio to

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

v

outcomes (O}

v

and
perceives

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

Source: Gibson, J.L., Ivancevich, ]
Behavior, structure, proce

Figure 3: Equity Theory

k 4

QORP

> TRP

{equity!,

{inequity},

{(inequity}.

M., and Donnelly, Jr. J.H. (1994). Organizations:
ss. Boston, Mass.: Irwin. p. 153




Equity theory suggests alternat

jve ways to restore a feeling or sense of equity

(Gibson, Ivancevich, and Donnelly, 1994):

1. Changing inputs. The employee w

ho perceives inequity (P) may decide to put less

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

with others, initiative, and acceptance

2. Changing outcomes. P may confrq

off, or better assignments.

of responsibility.

nt his/her supervisor and ask for a raise, more time

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

more time at work, P may start thinkis

good contribution.

1g that “T have put enough time on it” to make a

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

comparisons with the input/outcome 1
equity.
5. Changing the inputs or outcomes ¢
might be possible to attempt to chang;
attempt could be giving the RP a clos
6. Changing the situation. The feelin
He/she may also seek a or transfer to

Gibson et al (1994) also found
focused on pay as the basic outcome.
theory’s prediction and indicated that
increased their performance (a respon
lower-status offices lowered their pen
This example showed that, not only
(i.e. hierarchy) could be the forced pg

Gibson et al (1994) suggested

longitudinal manner, and to provide i

atios of some other person. This change can restore

f the reference person. If the RP is a co-worker, it
e his/her inputs or outcomes. Examples of such an
er deadline, or more responsibility on tasks.

gs of inequity may lead the P to quit the job.
avoid an inequitable situation.

| that most of the research on equity theory has
Greenberg’s study (1988) supported equity
employees assigned to higher-status offices

se to payment inequity) while those reassigned to
formance (a response to underpayment inequity).
ay inequity, but also the workplace environment
int on employee’s reaction to an inequity.

that equity research need to be conducted in a

nsights into the dynamics between inequity




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

reactions to inequities in terms of decis

different beliefs on inequity causes.

sion making, because individuals may have

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

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

individual’s positive and negative attra
work environment. An outcome is po
valent when it is not preferred or is av
time off because of his/her excellent af

Valence theory is often combir
1975) to explain absentee behavior. T
dissonance theory and can be account
theory contend that the discrepancy bs
of positive and negative factors and w
person to be absent from work. In oth

situation, but, instead, finds a boring ¢

Need for Control Theory  Ag

theory is simply based on the concept
environment and choosing not to go t
sometimes feel is lost to the company
of control over the job or work enviro
through activities other than work. U
environment through regular attendan
elsewhere, which will allow such con

time for moonlighting, or recreational

ictions toward differing objects and events in the
sitively valent when it is preferred; it’s negatively
bided. For example, an employee may prefer extra
tendance in the past three months.

1ed with the Met Expectations Theory (Hackman,
he met expectations theory is a form of cognitive
for some absenteeism. Those subscribing to this

tween what a person encounters on the job by way

hat he/she expected to encounter may cause that

er words, a person who expects a meaningful work

ne may become an absentee problem.

cording to Hackman and Oldham (1976), this
that one feels the need to control his/her
work gives back some control that one may

When an employee cannot exercise some degree

nment, he/she may attempt to satisfy this need
nable to satisty the basic need to control one’s

ce on the job, these employees starting seeking

rol. For example, they may be absent to free their

activities.




“T Am Not Needed Theory” Dilts and his associates (1985) reviewed this

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

part of an employee that he/she is not
organization. Factors contributing to t

or work group; the lack of observable

mportant, not needed, or not essential to the

his feeling include the large size of an organization

interest in individuals on the part of management;

statements by supervisors such as “you can be replaced”; working on a routine job that

can be learned quickly by almost anyo
someone is absent the work gets done
make employees feel that they are not
be absent is an easy one to make. The
even if they are, management is able t

The feeling of not being neede

ne; and the observation by an employee that when
anyway. When any of these factors and others
really needed by the organization, the decision to

se employees believe they will not be missed and,

o find a temporary replacement.

d may not be the prifnary reason behind the

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

reinforcing cause of absenteeism, whe

to work on a particular day. In some ¢

be sufficient to prompt the employee t
believes he/she is needed-- even durin
feeling of not being needed may funct
also contributes to and reinforces the
for the absence is something else.
This theory incorporates some
feeling of being needed positively ref]
belongingness, affiliation, and interag
others. Moreover, the feeling of bein

conditions in Herzberg’s (1959) moti

n the employee has some other reason for not going
ases, however, the feeling of not being needed may
o pursue other activities in which the employee
g scheduled work time. Hence, an employee’s

ion as a direct cause of absenteeism. This feeling

decision to be absent where the primary motivation

elements of Maslow’s (1954) needs hierarchy. The

ects the individual’s needs not only for

tion, but also for self-esteem and esteem from
o needed or recognized is one of the intrinsic

vators of job satisfaction. The absence of the



condition does not prove highly dissat

that result in good job performance (i.

B. Strategic Withdrawal Theor
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sfying, but it builds strong levels of motivation

¢. attendance) when present in the job.

1

D
N

Workload Tolerance Theory This theory states that every individual has a

specific amount of total work that can

among individual workers and is comj

be tolerated. The workload varies substantially

vosed of the total time involved in getting the job

done -- regular work hours, overtime hours, and travel hours to and from work. Time

spent in one thing reduces time availal

or week that an employee spends com

ble for another thing. Thus, the more hours per day

muting to and from work, the fewer hours available

for him/her on straight time or overtime work. Whenever the employee reaches the

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

work. This theory borrows from seve

Specifically, its idea is obtained from

and Herzberg (1959) theories (hours o

Coping Behavior Theory

behavior in the sense that the employg

from work. If the individual perceive
of coping with this situation is to wor
Another way of coping is to escape fr|
This theory contains features
(ERG) theory. Alderfer’s ERG theor)
work when a person is not adequately
person 1s continually frustrated in atte

social and interpersonal relationships

Be

ral theories and is essentially a fatigue theory.
both the Maslow (1954) (rest in physiological need)

f work as a hygiene factor) (Dilts et al, 1985).

*havioral scientists regard absenteeism as “coping”
>¢ may deal with a given situation by being absent

s the quality of work life as low and poor, one way
k hard, get ahead, and get promoted to a better job.
om the work.

bf Alderfer’s (1972) “existence, relatedness, growth”
y suggests that a frustration-regression process is at
satisfied with the higher-level neced. That is, if a
mpts to satisfy relatedness needs (i.e. meaningful

, then existence needs (i.e. salary, benefits, or time
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off) reemerge as a major motivating force, causing the individual to redirect efforts

toward satisfying a lower-order need category.

2). Economic Theo

explanation of employee absenteeism.

to work but do so in order to maintain

The '"Economic Theory' is probably the most common

The assumption is that people do not really want

a certain standard of living, dependent on a specific

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

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

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

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

3). Sociological Theories

interdependent variables within societ
making processes regarding work. So

institutions, groups, organizations, no

Conforming Behavior Theory

These theories of absenteeism focus on the impact of

y that affect an employee's behavior and decision-

me of these interdependent variables are society's

rms and rules.

(Berkowitz, 1954) assumes that employees have a

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

unwritten rule of thumb. In other woi
absenteeism is acceptable, at least not

begin to believe the same way and act

Competition for Time Theory

idea that business hours compete wit
as doctor's appointment, going to the
Some of these activities can only be d

on an employee to be absent if the co

ds, if the manager or other employees believe
a problem, some employees. especially newer ones,

accordingly.

This type of sociological theory is based on the

1 an employee's personal time where activities, such

bank, taking the car for repairs, are conducted.

one during normal business hours and put pressure

mpany does not allow time for these activities.




According to Dilts and his associates
that has been conducted on the study @
attendance found that flexible working
alternative used of time in such a fashi
number of activities without loss of w

4), Jurisprudential Theory !
policies and regularities affecting emp
groups often create their own problem
attendance policy. The employee judg
towards absenteeism. Usually the em
management, but the problem occurs 3
management, or when the managemer,
policy.

5). Disability Theory Thist
sickness or injuries that incapacitate v
addiction, and self-inflicted disabilitig
hand, has shown a greater willingness
(i.e. a dishboy’s leg fractured on the v
inflicted disability (i.e. hangover at of
sponsored a number of various progrg
related absences. Specific examples ¢
or flu shots within the health preventi
programs, employee counseling progt

insurance plans, and so on.

1985), this theory is heavily supported by research
f flexible working hours. Studies of shiftwork and
' hours permit the employee to dovetail work with
on that he/she can simultaneously engage in a

ork time, thus avoiding absenteeism.

urisprudential theory focuses on the organizational
loyee attendance. Organizational management

s through the structure and administration of their
ses and evaluates the policy of management

ployee accepts the attitude which is held by the
when the employee misinterprets the viewpoint of

it acts in a contradictory manner to the accepted set

heory deals with employees who are absent due to

vorkers physically or mentally. Alcoholism, drug

s fall within this category. Management, on one

to accept job-related, externally imposed disability

vet floor in the kitchen) than non-job-related, self-

f-duty time). On the other hand, management has

ms to reduce the causes of illness- and injury-

ire physical fitness programs, blood-pressure checks

ve services, chemical-dependence rehabilitation

ams, safety training programs, health and related
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Disability theory focuses on explanations of why employees attribute so much of their

absenteeism to disability, however, ve

ry few theories involved with the notion that

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

explanation in the existence of a “welfare mentality”, which says that “health, accident.

and disability insurance plans provide

a vehicle for some employees, primarily the

chronic absentee, to ‘purchase’ time off at little out-of-pocket expenditure and little

sacrifice of income.” (p. 37). In other
a way in which employees can get tim

hypothesized that “the emergence and

mills in response to personnel policies

absences attributed to sickness or disa
can easily exercise their power, for al
writing a note. Today’s management
medical records, excuses, and insﬁram
managerial acceptance and condonatig
higher rate of absenteeism than would

Based on what is known about
behavior, Dilts, et al. further presented
system (Figure 4). The model has sep
to indicate relationships. The circles ¢
for employee attendance, with the var
surrounding rectangles. The flows in
willingness to attend are not independ
by numerous factors. For example, fa
variables that provide both obstacles t

style may be a significant factor in em

words, it might be because insurance plans provide
e off for certain injuries. Another explanation is
rapid proliferation of so-called medical excuse

that require a doctors’ statement to ‘excuse’

bility” (p. 37). It questions that whether physicians
ittle fee, to approve an employee time off by
becomes to worry about that “the mere existence of
ce will be misconstrued by employees as

n of employee abseﬁces, thereby promoting a
otherwise be the case” (pp. 37, 38).

the above influences on employee attendance

| a complex model of employee absenteeism as a
arate classifications of variables joined by arrows
ontain the three necessary and sufficient conditions
ious influences on these conditions contained in the
Figure 4 illustrated that ability, opportunity, and
ent of one another and each condition is influenced

mily responsibilities are influenced by personal

o and incentives for work attendance. Leadership

iployee willingness to attend. In turn. employee




Job situation o
Job scope Employee values and Personal .charactensncs.
Job level job expectations - education  sex
Role stress tenure family size
»! Work group size — age

Leader style )
Co-worker relations . . . ili
Advancement t Satisfaction with Ability to attend

opportunities job situation liness

PP Accidents
Pressures to attend ' £ '
= mployee
A Ecggscm:c; market attendance Opportunity

Incentiv (/) " d Willingness to attend

systeri;ewar to attend '\ Family
Work group norms (attendance "\ responsibilities
Personal work ethic motivation) Transportation
Organizational problems

commitment

A

Source: Dilts, D. A., Deitsch, C. R., and Paul, R. J. (1985). Getting absent workers back on the job.
Westport, Conn.: Greenwood Press. p. 43.

Figure 4: Dilts, Deitsch, and Paul’s Model of Employee Absenteeism
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attendance records may elicit given lez

that employee absence or attendance I

influence subsequent attendance behay

Brooke’s Model

Brooke (1986) and Brooke anc

adership styles. Thus, the dynamic model explains
cads to changes in the job situation that in turn

/10T

I Price (1989) proposed a model (Figure 5), based

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

model identifies routinization, centrali
role ambiguity, role conﬂict,'role over
permissiveness as exogenous variable
variables: job satisfaction, job involve
and alcohol involvement, which medi
endogenous variables and on absentee

Cyphert (1990) conducted the
in two different settings using differer
of the study results supported the Bro
they were paid higher, had more freed
restrictions about unscheduled days o
permissiveness), and had fewer famils
individuals with supervisors who wer

absent less. Thus, “supervisory suppe

ization, pay, distributive justice, work involvement.
load, kinship responsibility, and organizational

5. These variables determine five endogenous
ment, organizational commitment, health status,
ate the effects of the exogenous variables on the
ism.

study to test the modified version of Brooke model
1t measures and different analytic techniques. One
bke model. Individuals were less absence when
om to perform their jobs (autonomy), faced more
it in the work environment (organizational

v obligations (kinship responsibility). Moreover,

e helpful and willing to listen to problems were

rt” was added to the modification of the Brooke

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

motivation, did not have a significant

with the Brooke model.

effect on absenteeism. This finding was consistent




Routinization _

Centralization el
Satisfaction
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- \ 4

Pay_ + - Job
involvement
\ A + 1+
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Health Trrr
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Source: Broak, P.P. (1986). Beyond the Steers and Rhodes model of employee
attendance. Academyi of Management Review, 11, p. 350.

Figure 5: Brooke and Price’s Model of Absenteeism.
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While largely successful, a few conclusions of Cyphert’s study were contrary to
what Brooke found. First, Brooke’s hypothesized effects of stress. neither direct nor
indirect, on absenteeism was supported. Secondly, the determinants of employee
absenteeism, such as health status, stress, 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 differences were because potential common method
variance biases and measurement problems with the variables were encountered in the

Brooke model.

Fraynes and Latham’s Social Learning Theory

Social Learning Theory states that, by arranging environmental contingencies,
establishing specific goals, and producing consequences for the actions, people can be
taught to exercise control over their behaviors. "Perceived Self-efficacy" and "Outcome
Expectancy" are two sbcial learning theory constructs, and Frayne and Latham (1989)
studied the impact of the constructs OA employee absenteeism. “Perceived Self-efficacy™
refers to the strength of one's belief that he or she can successfully execute the behaviors
required. Such self-beliefs influence what people choose to do, how much effort they
mobilize, and how long they will persevere in the face of real or perceived obstacles. The
study found that self-efficacy theory explains why people do or do not cbme to work.
People who do not come to work may| be unable to cope with their personal obstacles (i.e.
family obligations, transportation issues). They will attend work regularly when the
manage enhances their efficacy by providing 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 unfavorable outcomes. It is usually measured in terms

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




expectancies alone will not result in er

as inefficacious in overcoming persons
Definition and }

In any human resource applica
being measured. From a business stan
to report for or to remain at work as sc
Cascio indicated that the Signiﬁcance
vacations, holidays, jury duty, and the:
whether an absence is “excusable” or
that absenteeism be defined as “unsch
educational leave, etc., and including

A few decades ago, however, :
Lyons (1972) described absenteeism 3
differing definitions”. Gaudet (1963)
definitions given to absenteeism throu
absenteeism is to look at the method i
Nicholson, and Sheppard (1971) defin
involuntary. They said that the most ¢
number of absences over a given peri
referred to this measurement as the Fi
Scott in 1943. Involuntary absenteeis
holidays and vacations, called the Tin

Frequency Index by reasoning that vo

nployee coming to work if they judge themselves

al and social obstacles to work attendance.

Vieasurement of Absenteeism

tion, it is important first to define exactly what is

dpoint, absenteeism is any failure of an employee

heduled, regardless of reason (Cascio, 1992).

of the term “as scheduled” automatically excludes

like. It also eliminates the problem of determining

not. Zaharia and Baumeister (1978) also suggested
eduled” absences, excluding annual leave,
fll use of sick leave and unauthorized absences.

absenteeism remained an ambiguous concept.

s “a hodgepodge of conceptually and ioerationally
stated that there were at least 41 different

ghout literature. Often, the best way to define

n which it is measured. Chadwick-Jones, Brown,

ed two types of absenteeism, voluntary and

common measure of voluntary absenteeism was a
vd of time, excluding holidays and vacations. They
equency Index which was introduced by Fox and
m was the total number of days absent, excluding
1e Lost Index. Fox and Scott (1943) introduced the

luntary absences were likely to be of short duration

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

reasons that long term illness has an impact on the total number of days absent.




According to Hammer, Landau, and S
personal reasons whereby an excuse %
considered legitimate policy for the ¢
They recorded the total hours absent,
absences. In a 1980 study, Farr and C
measurements of absenteeism. Time
employee was absent for more than oz
number of periods absent where a per
single cause.

Another measure of voluntary
(Chadwick-Jones et al., 1971), where

stated time period. Two other indexe

tern (1981), voluntary absences are those taken for
vas not given, while involuntary absences are
ympany (such as sickness, and funeral leaves).

the total days absent, and the total frequency of
heloha used the Time Lost and Frequency Index
Lost was measured as the total number of days an

e hour. Frequency Index was measured as the total

10d of consecutive absences are attributed to a

absenteeism is called the Attitudinal Index

the number of day occurrences are studied over a

5 cited in Chadwick-Jones et al. are the Blue

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

of absences between Monday and Fri
absences on the worst day verses the
measurement for defining voluntary a
presented doubts as to the validity of
They, however, supported the use of 1
of voluntary absence.

Other measurements of absen
(1981). The formula is as follows: 3

by months (at least 3); a period is any,

day. The Worst Day Index examines the number of

best day of the week. Both indexes are used as a

bsenteeism. Chadwick-Jones et al's study (1971)

the Blue Monday and the Worst Day Indexes.

he Frequency Index as the recommended indicator

teeism include using a formula developed by Reed

times the number of periods + total absence divided

continuous absence of four hours or more. Total

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

absence. When using formula, a scoi
company.
Gardner (1975) was concerne

percentage can be done on a monthly

e of 4.3 or higher is considered unacceptable by the

d to report absenteeism in percentage. This

basis. but is generally done annually. The




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

counting the number of days that a sample group of employees lost. b) dividing that

number by the number of employees in the sample group, ¢) multiplying the number of

work days in a year, and d) multiplying by 100.

The Bureau of Labor Statistics (Hartman and Gibson, 1971) suggested the

following formula for any measurement of absenteeism: Absenteeism 1is equal to work

days lost, divided by the days worked
formula also allows the representation

With so many measurements ¢
which measure a study should use. In
this study were the definition and mez
institutions. These measures provide

which supervisors and managers were

Absen

In a wide review of literature,
absenteeism and turnover. One positi
the two. Another position states that

other. The other position asserts that

plus work days lost, then multiplied by 100. This
of absenteeism as a percentage.

f absenteeism, it may seem rather confusing as to
reality, the definition and measurements used in

isures already defined and used within the

baseline data and supply information and data

already using.

teeism and Turnover

researchers proposed three relationships between

on contends that there is no relationship between

absenteeism and turnover are alternatives to each

there is a continuum of withdrawal behaviors

progressing from absenteeism to turnover.

The arguments of Mobley (19
assumption that there is no relationsh
claimed that the term “withdrawal” h
but that both turnover and absenteeis:
rather than avoidance. Thus, the tern

absenteeism behaviors. Similarly, P¢

82) and Porter and Steers (1973) support the

1p between absenteeism and turnover. Mobley
as an implicit connotation of escape or avoidance
m can be motivated by attractions of alternatives

1 1s clearly not descriptive of all turnover and

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 the withdrawal behaviors are barely manifested. the
use of the withdrawal construct is limi’ted. The antecedent processes of absenteeism and
turnover are more emphasized than those of structural vrelationships between the two
behaviors (Mobley, 1982).

A few contemporary studies agreed with the underlying commonalties between
absenteeism and turnover. Rosse and Hulin (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) reasoned that both of these behaviors help reduce
dissatisfaction with the work role. Gupta and Jenkins (1991) contended that, if
individually examining absenteeism and 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 fwo behaviors might serve as alternatives,
depending on organizational and other constraints. Furthermore, Mitra, Jenkins, and
Gupta (1992) cited that harmful organizational stimuli may acturally have a greater
impact on an employee’s decision to withdraw than do attractions outside the
organization. In short, this position advocates the study of multiple behaviors in
conjunction rather than each behaviorin isolation.

Proponents of the withdrawal construct present several arguments to support the
positive relationship between absenteeism and turnover. Rosse’s longitudinal study
(1988) demonstrated evidence of a progression from tardiness to absence, from multiple
(but not single) absences to turnover, and tentative evidence of a tardiness-to-turnover
progression. He also found that initial tardiness might result in increased subsequent
tardiness, and likewise for absence. Using traditional voting method, Gupta and Jenkins
(1980), Lyons (1972), and Muchinsky (1977) all concluded that absenteeism and turnover
are positively related in empirical studies, particularly at the individual level of analysis.

Lately, Mitra, Jenkins, and Gupta (1992) applied a better approach, meta-analysis
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technique, to reexamined this relationship. They found a positive correlation between
absenteeism and turnover, and industry type and study duration acting as moderators.
Their conclusion said, “at a practical level, this means at the very least that turnover
prevention efforts can be initiated much earlier ...... at the onset of higher absenteeism

levels among employees” (p. 885).

Causes of Employee Absenteeism

Absenteeism is determined by a variety of social, organizational, economic, and
individual factors. As Johns (1978) observes, "absence research has typically considered
a limited range of predictors and relied upon zero-order analysis" (p. 432). Moreover. the
model of Steers and Rhodes (1984) suggests two primary forces for or against
attendance: attendance motivation and perceived ability to attend. Attendance
motivation includes job satisfaction, economic and market conditions, organizational
incentive systems, group norms, personal attitudes, and organizational commitment.
Perceived ability to attend encompasses 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 intervening variables that directly impact the
motivation to attend work: job involvement, organizational commitment, and health

status.




No matter how the causes vary

related, organizational, and social fact

includes the person's attitudes, goals,

, all take into account levels of individual, job-
ors predicting absenteeism. Individual level

or abilities. Job-related level implies job

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

Organizational level encompasses atte

absence control mechanisms. Social |

and perceived leadership styles (Fitzg

Individual ILevel

Phyvsical Condition It is bot

of absenteeism to sickness, injury, or

ndance policies, procedures, reward systems, or
cvel incorporates gender, age, work group cohesion

ibbons and Moch, 1980; and Kelly, 1990).

h conventional and reasonable to attribute a portion.

general ill health. In fact, many employees quite

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

conversation. lllness and accidents ar

work and are the focal points of Dilts

Due to seasonal pattern, illnes

e the most common causes of inability to attend
and his associates’ (1985) discussion.

p:

5 1s one reason for absence (Meisenheimer, 1990).

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

absenteeism, it is possible to expect a
techniques have improved. On the co
that spanned the years from 1891 to 1
and Burridge, 1982). In addition, eve

1980, they observed changes in diagn

reduction in absences over the years as health care
ntrary, in a careful study of British postal workers

080, there was an increase in absence rates (Taylor
n for the relatively stable absence period of 1960 to

pstic patterns for sickness. This suggests that many




employees interpret their own absence
vogue (i.e. lower back pain).

Going a step further, being lab
when there is no objective reason for t
that asked respondents to describe the

that even under these low-threat cond

=

most frequent cause of absence. This
especially likely to invoke to explain 1
freed from making excuses to their su

A study of Canadian steel wor

pressure were absent more than those

behavior in medical terms that are currently in

eled sick can lead to an increase in absence even
his increase (Johns, 1987a). A household survey

reasons for past work absenteeism, and concluded

ions, minor physical ailments were used as the

result supports the medical model that people are
heir own absence behavior, even when they are
pervisor or employer.

kers found that those with diagnosed high blood

with undiagnosed high blood pressure. When the

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

those that knew they had high pressur
This occurred even though high blood

in its early stages (Johns, 1987a).

Family Responsibilities
major causes of absenteeism, followir
(Industrial Relations Review and Rep
(1978) study, discussions on the impa
centered around two related variables

conducted among female samples fou

e (Taylor, Haynes, Sackett, and Gibson, 1981).

pressure has no self-detectable physical symptoms

Family responsibility is found to be one of the
1g work-related stress and poor motivation
ort, 1993). In the review of Porter and Steers

ct of family considerations on withdrawal have

family responstbility and family size. Studies

nd that increases in family size were related to
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increased tendency to withdraw (Naylor and Vincent, 1959; and Porter and Steers. 1973).

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

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

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

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

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

other hand, Fitzgibbons and Moch (1980) explained, differences in absence behavior by

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

"absence culture” which encourages 0

r condones absence behavior.

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

examining absence behavior. - Fitzgibbons and Moch (1985) explained that it is because

the number of dependent can more accurately reflect the presence of pressures that could

induce absences. Sherwood (1985) f

und a positive relationship between number of

children and days absent among electronic employees. This characteristic was regarded

as a better indicator of past absenteeis

m than either job satisfaction or job involvement.

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

to absence, especially for women. T¢
result in absenteeism, however, absen
dependents should be absent more oft

Moch, 1980).

the extent that the pressures of more mouth to feed
ces should be excusable, and employees with many

en than others for excused reasons (Fitzgibbons and



Job Satisfaction Job satisfaction is an attitude that individuals have about
their jobs. It results from their perception of their jobs, based on factors of the work
environment, such as the management style, policies and procedures, work group
relationships, working conditions, and 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 wark (Gibson, Ivancevich, and Donnelly, 1994).

Employee absenteeism is a method of temporary withdrawal from dissatisfying
aspects of the job (Smith, 1977). Johns' (1987) Withdrawal Model explains that if
workers have preferred physical conditions to extenuate their own absences, and
managers have favored deviant aspects of the worker's personality, the situation is partial
toward job dissatisfaction. By extensjon, the worker may withdraw completely and -
exhibit turnover if alternative job exists. After all, it only seems sensible to escape or at
least avoid an unpleasant work renvironment.

A number of the studies in the last 40 years have concluded that absenteeism is
negatively related to overall job satisfaction (Brayfield and Crockett, 1955; Herzberg,
Mausner, Peterson, and Campbell, 1957; 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 factors that directly influence employee attendance.
Attendance motivation is associated with job satisfaction and various internal and
external pressures to attend. Mawhinney (1989), however. notices that this relationship

can be obscured when lack of job altgrnatives and heavy financial reliance upon an
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employer prevent members from expressing low satisfaction by moving among

organizations.
Birchall and Wild (1976) colle
electronics plant. The study was to in

perceptions of the extent to which thei

cted data from 256 female blue-collar workers in an
vestigate the relationship between the workers'

r low-skill jobs possessed such "behaviorally

desirable"” job attributes and their woq(—related behavior. The results suggest that. first.

the employees who perceive their jobs
and initiative are more likely to be abs
Secondly, the workers expressing low)
to spend more time off in requested at
more frequently absent and for longer
favorable the worker's expressed attit
would he or she be absent through cer

greater amongst those expressing poo

low in responsibility, and less use of their skills
ent without permission and for a longer period.

er levels of overall job satisfaction are more likely
ysences, have more certified sicknesses, and are
periods without permission. Likewise, the more

ude towards the quality of work life, the less likely

tified illness or without permission. Lateness is

rer opinions of the organization and management.

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

predictors of absenteeism. Using the
he found a significant inverse relation
among office workers. Walters and I
found significant inverse relationship
turnover. Johns (1987) reviewed sev!

with job content itself is a better pred

Science Research Associates Employee Inventory,

ship between job satisfaction and absenteeism

Roach (1971), using the Job Descriptive Index.

between job satisfaction and both absence and

eral empirical studies and found that satisfaction

ctor of absence that satisfaction with pay,




supervision, and so on. In addition, jo

frequency of absence than with time g
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b satisfaction is more strongly associated with

)SEC.

Dittrich and Carrell (1979) examined equity perceptions, job satisfaction and

absence, and turnover rates among 15¢
Organizational Fairness Questionnaire
of equity or inequity and the Minnesot
§ employee satisfaction. They found e
predictors of absence and turnover th

Bruce and Blackburn (1992) d

contradicted the "satisfaction equals p

(1982) listed 28 studies in which corrs

either zero or negative. One reason m

lead to variations in performance/ pro

satisfaction and performance/producti

8 clerical employees. They administered the

s which is designed to assess employee perceptions

a Satisfaction Questionnaire which measured

j:\ployee perceptions of equity to be stronger

were job satisfaction variables.

iscern that some research findings have
erformance"” conclusions. Chadwick-Jones, et al.
zlations between absenteeism and satisfaction were
ay be that not only variations in satisfaction cannot
ductivity. The other feason may be that job

vity may have largely separate causal paths (Bruce

and Blackburn, 1992; Hackett and Guion, 1985; and Hammer and Landau, 1981). Since

the growth of the workforce will slow;
a less skilled and more diversified lab
deal with employees who are skeptica
Bruce and Blackburn (1992) emphasi
managers to learn to balance satisfact
Guion (1985) suggest that further stug

absenteeism as a construct to conside

and employers will have to compete for workers in
or market, more and more managers will have to

1 about their céncem for them as human beings.

ze that it is more imperative for employers and

ion with performance expectations. Hackett and

lies aim toward a reconceptualization of

the perceptions and the values of the employees in
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the work and non-work environment. |More comprehensive, theory-guided, and

multivariate research are needed.

Alcohol and Smoking Abuses | Smoking refers to the inhalation of burning
tobacco fumes, while alcohol beliefs dre the extent to which individuals use alcohol as a
coping mechanism (Cyphert, 1990). Both 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 least 10% of the workforce is afflicted with alcoholism
or drug addiction (Silfies and DeMicco, 1 993). In fact, substance, in the form of alcohol
or prescription, ovér-the-counter, or il}licit 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 gach abuser costs an organization about $7.000.
Besides, substance abusers have 3 to 4 times as many accide.nts on the job and 4 to 6
times more accidents off the job which in turn contributes to absenteeism (Silfies and
DeMicco, 1993).

People who smoke tend to be absent more often than people who do not. U.S.
Pubic Health Service (1979) estimated the magnitude of this difference at 81 million
workdays lost per annum. Parkes (1983, 1987) found a strong impact of smoking on
absenteeism in the study, so did Hawker and Holtby (1988) ﬁﬁd absenteeism increased
with the number of cigarettes smoked daily. Further, exsmokers reported higher
depression, anxiety, and negative affect; lower quality of life and job satisfaction; more

job-related tension; and increased shart-term absence (Manning. Osland. and Osland,




1989). These findings suggest that w

49

vrk perceptions may be subject to influences, both

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

cessation resulted in poorer habits, weight gain, and unhealthy conditions absence

(Manning, Osland, and Osland, 1989).

Survey results show that four
substance tesﬁng were safety, security

Screening, 1986). Cyphert (1990) rey

of the top reasons given by management for
7/, productivity, and costs (Preemployment Drug

riewed the literature and concluded that problem

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

accidents than non-problem drinkers.

Excessive absenteeism is found to be significantly

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

1979; Trice and Roman, 1978; and Brooke and Price, 1989).

Job-Related Level

Tenure and Employment

been efforts to analyze whether absen
to the economy. It has been assumed

times of high employment (jobs are n

Sayles and Strauss (1981) report that there have
teeism is related to characteristics of employees or
that workers are more likely to be absent during

ot difficult to find) and that younger workers are

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

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

industries where the workweek was lpng and work groups were large.




One research assessing the multivariate model of absence behavior found

employee tenure, and the perceived p1
absence behavior (Fitzgibbons and M
plant have fewer excused absences. (
study, they also are less absent due to
support that long-tenured employees
tendency that these employees afe ma
security. Therefore, Fitzgibbons and

employees " either (1) have adjusted

allow for regular attendance or (2) fac

(1994) suggested that newer employe
outcomes of being absent. As to thos
to be absent for excused reasons, and
legitimate duties in order to increase
results, however, suggest it needs mo

between the perceived probability of

Work Monotonv

Many 7

-obability of layoff had a negative relationship with
och, 1980). Employees who work longer in the

Consistent with the finding of Martocchio's (1994)

sickness or unexcused reasons. There is no

are more likely to be absent than others, and no

re absent because their seniority provides job

Moch (1980) concluded that long-tenured

to pressures leading to absence behavior so as to

e fewer such pressures " (p. 361), while Martocchio

es may be less sensitive to the possible costs and

e who felt they may be laid off, they were less likely

more willing to work rather than perform other

their credit to maintain their jobs. The statistical
re research to better understand the relationship

layoff and absence behavior.

esearchers view work monotony as two different

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

and Melamed, Ben-Avi, Luz, and Gr
most researchers prefer to use the cos

"work 1in which discrete sets of work

een, 1995). According to Melamed, et al (1995),

cept of repetitive work defined by Cox (1983) as

activities are repeated in the same order.... The cycle




time for the set of activities may be m

of the work" (p. 86). Jobs with short ¢
underload, such as vigilance, inspectig

capabilities of employees who perforn

the tasks with too narrow and one-side
no demands on creativity, problem sol

There are very few studies invs
and employee absenteeism. Melamed
work conditions and subjective monot;

sickness absence among 1,278 male a:

casured and used as an index of the repetitiveness
ycle time represent high workload. As to work

n, and guarding, it is illustrated as jobs beneath the
1 them. More conceptually, work underload means
d job content, lacking stimulus variation. and with
ving, or social interaction (Gardell, 1982).
estigating the relationship between work monotony
L et al. (1995) examine the relationship of objective
ony to job satisfaction, psychological distress, and

2d female employees. Hierarchical regression

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

work underload. The shorter the cycle
distress and sickness absence occur. A

satisfaction and increases sickness abs

> of repetitive work is, the higher the psychological
\dditionally, work underload causes low job

ence. The researchers suggest that what

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

psychosocial stressors common to bot

aspect of short-cycle repetitive work.

Job Stress, Depression, and Ar

h types of work, rather than the physiological

ixiety For both individuals and organizations,

increasing stress, depression, and anxi
organizational efficiency, absenteeism

1991; and Waxler. and Higginson, 194

ety affect personal health, morale, productivity,
, medical costs. and profitability (“Job stress™,

»3). One estimate places the cost of stress to the




workplace at $150 billion a year (Waxler, and Higginson, 1993). Another report

indicates that job depression takes the

of 290 million work days (“Depressio

toll for absenteeism at $11.7 biliion due to the loss

n takes”, 1994).

Manifest anxiety was significantly related to not only absenteeism among

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

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

Questionnaire to investigate the relati

onship of personality characteristics to

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

characteristics would be more likely t

behavior is predictable from personali

o withdraw. The results indicated that withdrawal

ty characteristics. Employees with high levels of

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

others.

Stress and anxiety are the feel;
control or cope with the rﬁany deman
1993). Karasek (1979) developed ang
latitude", which he defined as " the w|
and his conduct during the working d

demands (e.g. high workload) were n

ings when the individual begins to sense unable to
ds placed upon him/her (Waxler and Higginson,

1 empirically tested a model of "job decision
orking individual's potential control over his tasks
ay" (pp. 289-290). He hypothesized that job

ot harmful in themselves; however, when combined

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

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

sources of challenge rather than the s

perceived " active”. A number of Ka

vurces of physical or mental stress and the job is

rasek's tests of the model suppbrt the hypotheses




(Dwyer and Ganster, 1990). Karasek,

the workplace to find ways to grow job

productivity demands unalters. Actua

conditions of reaching higher product

Based on Karasek's theory, Dwy

stressful job demands on employee att
predictors are consistent with the atter
occur, only when employees confront
and also hold little control over the jo
suggests that there are indeed health-r
job. It is important to operationalize t
manner than only self-reported data. ¢
physical demands (e.g‘. bending, liftin
proposed, high-workload and high-co
because they can regenerate employee
opportunities for growth. Interestingl
between poor employee attitudes and
satisfaction and satisfaction with the a
sick days.

Job Hazards Job hazards are

associated with a job (Viscusi. 1978).

)}
w)

therefore, recommended strategy for intervening in
autonomy or control of the workers while leaving
lly, workers may be even successful under

vity goals, if they have the requisite level of control
er and Ganster (1990) examined the impact of
itudes and attendance. In general, the model's
idance data. Higher tardiness and more sick days
with high psychological demand (e.g. vigilance)

b and work environment. The sick-days finding
elated outcomes to working in a high-demanded
he stressful job demands with a more objective

On the contrary, evidence does not show effect of
o) on employee attendance. As Karasek (1979)
ntrol jobs are positively associated with attendance,
s' well-beiﬁg by providing challenge and

v, the study does not find significant association

use of more sick days. In fact. both overall job

spects of the work itself correlate positively with

physical dangers or unhealthy conditions

Bernardin (1977) found significant relationships
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between anxiety and absenteeism for industrial 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 experiences with job related injuries or illnesses, and the

higher probability of dying on the job

Eck (1986) pointed out that sat
with single-day absences. Robinson (
jobs are more hazardous than originall
pressure used to seek improvement in
hazards, special attention must be also
hospitals, the increasing use of potenti

compounds into the hospital setting (C

Organizational Level

Job Involvement and Organizs

organizational commitment have long
used to predict work-related behavior
Griffeth, Burton, and Carson, 1993; a
the more involved an individual is in
organization, the less likely he/she is

stated this concept under the heading

itional Commitment

Leigh, 1991).

isfaction with job safety was negatively related
1987) explained that when employees learn their
y thought, absenteeism is one of the forms of

the working conditions. Not only the normal
paid to the presence of communicable diseases in

ally hazardous equipment, and chemical

"yphert, 1990).

Job involvement and

been regarded as two affective work outcomes

5 (Blau and Boal, 1989 and 1987 Johnston,

nd Somers, 1995). These researchers believed that
the job and more committed he/she is to the

to be absent or quit. Steers and Rhodes (1978)

of "pressure to attend". Blau and Boal (1987)
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h

proposed the conceptual model describing how an interaction of job involvement and

organizational commitment can be useful for predicting employee turnover and

absenteeism. In the model, job involv:
individual identifies psychologically

defined as the extent to which an emp
particular organization and wishes to 1
Boal, 1989). Employee withdrawal be
who are low-involved and low-commj
and low-committed ("lone wolves"). |
important but not recognize with the o
organization more readily if better tasl
Baol (1989) suggested that job involv

be expected to interact in predicting

ement is defined as the extent to which an

ith his/her job. Organizational commitment is
oyee identifies with the nature and goals of a
naintain membership in the organization (Blau and
shavior is expected to be more frequent for those
tted ("apathetic employees"), and are high-involved
[t is because lone wolves identify their jobs as
rganization or its goals; thus, they would leave the
k-related opportunities arise elsewhere. Blau and
ement and organizational commitment should only

external voluntary turnover in this mode.

In testing the 1987 model, Bl?u and Boal (1989) found that job involvement and

organizational commitment significan
interaction could further predict turno,
and job withdrawal cognitions, and th
main effects. Employees with lower |
commitment are in the "highest risk"

having high job involvement and low

turnover risk. In this regard, the man

tly interacted, although not equally important. This

ver beyond employee gender, marital status, tenure.

e job involvement and organizational commitment

evels of job involvement and organizational

category for subsequent turnover. Employees

organizational commitment are the next in terms of

ager should examine how his/her employees are



involved in the jobs and commit to the
risk.

Blau and Boal (1989) also fout
balance the employee's intention to lez

organizational commitment is a more

56
organization in order to minimize the withdrawal

hd that higher organizational commitment can

1ve if he/she is low involved. Therefore,

powerful and more consistent predictor of turnover

than job involvement. This is suppo
relationships between affective, conti
turnover and absenteeism. Affective

to an organization characterized by ac

ed by Somers's (1995) study which examines the

uance, and normative commitment, and emplovee

commitment is defined as an emotional attachment

ceptance of organizational values and by

willingness to remain with the organization. Continuance is the result from the

perception of increasing sunk cost in an organization, while normative commitment is

referred to the perceived duty to supp
results observe significant iﬁteraction
affective commitment is inversely rel
somewhat based on rationalization, h
level of one’s emotional attachment t
be absent or attend.

Finally, Somers (1995) remin

ort the organization and its activities. The study

effects of these facets of commitment, and only

ated to absenteeism. When the affection is

gh levels of continuance commitment can soften the

0 the organization, and influence his/her decision to

ds that "commitment has a limited rather than a

pervasive effect on employee retentign and absenteeism, and ... a general research

strategy for future studies might be tq
is (and is not) predictive of work outg

findings of Johnston and his colleagu

identify those conditions under which commitment

omes" (p. 56). This regard is consistent with the

es' (1993) study that, over time, positive
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organizational commitment deteriorates and propensity to leave increase for employees.

The declined commitment may relate to the role of unmet expectations in the

organization. Thus, Johnston, et al. (1
illustrate organizational goals, policies

of the workforce increase.

Work Shift Th¢ effects of »
significant, however, they have been o
Moch, 1980). Shift was associated wi
that employees often experienced and
(Dunham, 1977). Family matters and
shift (e.g. 7-11 pm) workers, while the
11 pm-7 am) people. Hence, the manz
shift employees and more excused abs
evidence proved that the second-shift
reasons. No evidence showed that shi

problems causing absence behavior (E

Work Group Relationships

people with whom he/she has the mos
"co-worker relations", while Sorenser

model, "work group cohesion" refers

[

093) suggest that management should consequently

and procedures as skills, knowledge. and abilities

rork shift on employee absenteeism are likely to be

verlooked in absence research (Fitzgibbons and

th a variety of physical and psychological problems
usually lead to differential sickness absences

other activities may cause absenteeism for second-

se problems may not exist for the night-shift (e.g.

iger might expect less excused absences for third-

ences for second-shift personnel. The research

personnel were absent more than others for excused

ft work led to physiological or psychological

itzgibbons and Moch, 1980).

An employee's immediate work unit consists of the

t contact. Steers and Rhodes (1978) used the term
(1985) took "integration". In Brooke's (1986)

o the extent to which employees have close friends




in their immediate work units. Cyphe
have failed to determine a relationship
Nicholson, Wall, and Lischeron (1977
between absenteeism and satisfaction
colleagues (1984) demonstrated a pled
 reduced absenteeism. Besides, Sorens
the effect of work group cohesion to b
work group relationship has a strong 1
to employee attendance. The concept

absenteeism through job satisfaction (

Management-Employee Relati

employees affects employee attitudes

supervisory training (Kelly, 1990). B

onships

rt (1990) found in the literature that early studies
between co-worker relations and absenteeism.

) and Keller (1983) found a negative association
with co-workers, while Goodman and his

sant work group relationship is associated to

en (1985) and Khaleque and Rahman (1987) found
e a significant factor for job satisfaction. After all.
mpact on job satisfaction which is also considerable
is predicted to have an indirect influence on

Cyphert, 1990).

The relatidnship between managers and

to work through the leadership style and

rooke (1986) used "supervisory support", which

refers to the extent that an employee has an immediate supervisor who meets the

employee's important human needs (C
confirmed the important role of the iny
their supervisors as frequently unfair

When an employee perceives inequitz
not contribute his/her best efforts tow;
this perceived inequity becomes exce

him/herself from the work environme

™

yphert, 1990). Gerstenfeld's (1969) study

imediate supervisor: those workers who perceive

are generally the same people with poor attendance.

ble treatment, he/she may feel frustrated and will

ard the primary goals of the organization. When
ssive. the individual will actually separate

nt (Telly, French, and Scott, 1971).
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When an employee perceives inequitable treatment, he/she may feel frustrated and will

not contribute his/her best efforts toward the primary goals of the organization. When

this perceived inequity becomes exce
him/herself from the work environme

The importance of leadership
focus by the Michigan and Ohio Stats
Floor, 1951; Katz, Maccoby, and Mo
1963). Accordingly, Fleishman (195
Questionnaire. Later, Stogdill (1963
ideas of an appropriate management/
the basis of the degree of (1) initiatio
employee participation in decision m,
instrument, Fleishman, Harris, and B
subordinates who tend to be absent le
supervisory consideration associated
relétionship.

Stogdill (1974), Williams and

ssive, the individual will actually separate

nt (Telly, French, and Scott, 1971).

style on employee behavior was first brought into

> leadership studies (Katz, Maccoby, Gurin, and
rse, 1950; Stogdill and Coons, 1957; and Stogdill,
7) developed the Supervisory Behavior Description
revised and used to ask managers to express their
eadership style. Management style is described on
n of structure, (2) consideration for employees, (3)
Lking, and (4) hierarchy of authority. Using the
urtt (1955) found leaders high on consideration have
ss. Similarly, Skinner (1969) also found higher

with lower turnover, at some point of a curvilinear

| Hazer (1986), and Mottaz (1988) demonstrate the

positive impact of supervisory support on job satisfaction. Goodman et al. (1984) and

Firth and Britton (1989) suggest that
absenteeism. Then, Fleishman and E

are highest for those work groups wh

addition, Derakhshan and Harris (195

supervisory support is helpful to reduced
larris (1962) revealed that turnover and grievances
ich receive supervision low in consideration. In

32) remind the existence of perceptual differences




among opposite genders of ideal and

managers believe in initiating more s
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actual leadership styles. The results show that

tructure but less consideration when supervising

female workers. They suggest this attitude may derive from the assumption that men are

independent and rely on self control,
Moreover, the finding may root in th
caregiver of the family, so that mana.
consideration. It is important for the
tendencies and to be willing to reexat

leadership style for employee needs.

SQcial Level

Gender The two most

while women want or need more exact structure.

> role stereotype of the male employees as the major
oers tend to treat male emplbyees with more
ménager to be aware of these discriminatory

mine his/her attitudes to perform appropriate

consistent findings from absenteeism research show

that absences tend to be greater among females and negatively related to age (Hackett and

Guion, 1985; and Porwoll, 1980). B
young mother's primary values lie in

home assumes a secondary role for f}

oth findings are consistent with the notion that 1) a

the home and family; and 2) working outside the

emales more than males. Moreover, higher absences

among younger married men might be attributable to a desire of young fathers to spend

more time with their families (Dekat

At least two studies focused j

b

1969).

primarily on the relationships between gender and

absenteeism rates. Schenet (1945) found that absenteeism was significantly higher

among females than males working

n a war plant. Markham (1982) studied the absence




rates between male and female absenc
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> rates. He hypothesized that the cyclical trends in

absenteeism which have been previously documented apply only to the male population

and that the pattern over time for fema

hypothesized that any absenteeism pol

variation in absenteeism rates would b

le absences was very different. He further
icy which was directed at reducing the cyclical

e effective to a male population, but would have

little or no effect on a female population. The conclusion of the study, however,

indicated that the cyclical trends for m

As a part of the work monoton
gender differences in the way in whick
outcomes. The findings indicate that §
of job satisfaction and psychological d
are confronted in monotonous work e
one hand, female workers are more di
workers, and are absent more consequ
equally negatively affected, but as wo

sickness absence may be a common W

Age According to Hackett (|
number of new workers aged 18-24 w

the over-65 segment of the population

Older workers re-entering the workfo

ales and females are not significantly different.

y study, Melamed, et al. (1995) examined possible
1 objective and subjective monotony affect stress
render interacts with subjective monotony in terms
listress. Women tend to be more absent when they
xcept for long-cycle repetitive work. Perhaps. on
stressed by unfavorable work conditions than male
ently. On the other hand, women and men may be
men usually tend to be absent more for ill health,

ay for them to cope with job stress.

1990), the U.S. Census Bureau predicts that the
ill drop by 16% over the next 20 years; meanwhile,
will grow by 28% between the years 1983 to 2000.

rce and those changing jobs are coming to play an
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increasihgly important role in the 1ab0&r force, especially the rapid growing of part-time

work (Eichar, Norland, Brady, and Fo

In the absenteeism model of St

rtinsky, 1991).

eers and Rhodes (1978), age is regarded as one of a

number of personal characteristics thalt influence employee values, expectations and

ability to attend. Age-related factors associated with ability to attend include illness,

accidents, and family responsibilities.
age and voluntary absenteeism is indit
employee values and expectations, sat
motivation. On the other hand, age is
through its effect on ability to attend"”
Eichar, Norland, Brady, and F

work orientation and job satisfaction ¢
mostly part-time jobs. The results shﬁ
autonomy had a significant impact on

such as job wages, fringe benefits, meg

level of significance. This means tha

-from meaningful jobs. Moreover, the
seems to reinforce the negative conse

latitude. The researchers notice that '

jobs are relatively low-skilled, and to
influenced most by intrinsically rewa

between an occupational niche and th

As Rhodes (1983) noted, "the relationship between
rect, with several intermediate steps, including
isfaction with the job situation, and attendance
more directly related to involuntary absenteeism
(p. 360).

ortinsky (1991) studied the association between
among 198 older workers who had begun new,
ywed that the intrinsic indicators of skill and

Job satisfaction. None of the extrinsic indicators,
dical insurance and flexible schedules reached a

t the older workers-derive the greatest satisfaction

study also finds that the lack of previous autonomy

quences of work that allows for little decision

to the extent that the growing number of part-time

the extend that older workers in new jobs are

rding work, there appears to be a growing mismatch

ose who are being sought to fill it" (p. 609).




Hackett (1990) argues that iittle 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-analysig of the literature and reveals that age (but not
tenure) is inversely associated with avpidable absences for males (but not for females).
This finding is consistent with those of Nicholson, Brown, and Chadwick-Jones (1977)
who offered an explanation in terms of a growth in "attachment to work" with age. Older
people may have an increasing need for stability and regularity while younger people
may not have become "socialized" into particular work behavior (Clegg, 1983).
Absenteeism may arise here, because fhe yéunger employees are not pulled in to work,
either by their own needs or as a result of a social learning process. The findings partially
support the aspect of the Steers and Rhodes' (1978, 1984) model that described age and
tenure as indirectly related to voluntary absenteeism and directly related to involuntary
absenteeism.

The most definitive finding of{Hackett's (1990) study was the lack of relationship
between tenure and avoidable absence. He suggestéd that the age-absence relationship is
not due to collected organizational rewards 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 for its own sake" (p. 327).

Integrating with other research, Hackett (1990) challenges the widespread belief
that performance declines with age. Personnel policies that discriminate against older

workers should be carefully examined, not simply for legal and ethical reasons, but




because of an organization's need to ef

older people may make for productive

Absence Culture and Work Gr
awareness that much absenteeism may
influence. This social influence involy
about absence, and this is partly a fung
or office layout. The Brooke's model
the extent babsence which are accepted
Nicholson (1982) use the term " absen
understandings about absence legitims
employee absence behavior and its co

Early research have pointed to|
influence on absenteeism (Gibson, 19
Rhodes (1984) argued that there were

variation in absenteeism among the er

h
L

64

fectively use their manpower. He stresses that

and reliable workers.

oup Norms  Johns (1987b) noticed the growing
be the product of a complex web of social

ves what co-workers and supervisors do and say
tion of occupational factors, technology, and plant
1986) applies "organizational permissiveness" as

without negative consequenée. Johns and

ce culture” to describe "the set of shared

acy... and the established 'custom and practice’ of

htrol" (p. 136).

the importance of work-group norms as an

66; and Steers and Rhodes, 1978). Steers and

many work settings in which there was little

nployees. In fact, Chadwick-Jones, et al. (1982)

found few consistent relationships between attitudes and absence, and suggested that the

sample of sixteen plants differed in their "causal climates”. In other words, the differences
between plants were more enlightening than the bdifferences within them. This finding is
supportive to the case of one Canadiah manufacturing organization (Johns, 1987a). The
time lost due to absence varies from 3% to 12% across plants. Within various plants,

departmental absence rates range from 1% to 20%. It seems that none of the medical,




deviance, withdrawal, and economic models proposed by Johns (1987a) proposed can
fully explain these differences, and that the cultural model would prove useful.

On one hand, strong absence cultures may involve the development of specific
norms concerning attendance. For example, group norms may encourage women's
absences. This concept is based on the beliefs that family responsibilities are permanent
and important to women after all, and|the stereotype on women causes inequitable
treatment in the workplace (Johns and Nicholson, 1982). Hence, this norm may support
high absence of female employees due to inequity, feelings of being not needed. and
excuses of family matters. On the other, some absence cultures Iﬁay_ be fairly weak when
attendance is more critical to the individual's needs, such as financial pressures.

Chadwick-Jones, et al. (1982)|conclude that it should be considered a group
phenomenon as opposed to an indiviJual response. They show how absence rates differ
radically among different work cultures such as those of hospitals, banks, a clothing
factory, a foundry, and a public transport company, supporting their group hypothesis.

Martocchio (1994) examined the effects of absence culture on individual
absenteeism among 264 employees within five clerical units. One of the study results
was that an individual's absence decision is a trivial antecedent of absence -- only 5% of
the variance in absence was accounted for by individual decision. When considering the
financial cost of over-months absence, 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 absence policy explained the absence positively related

with encouraging outcomes of social [factor. For example. a worker may use one day of




paid leave for absence which is actuall
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y caused by poor supervision. Moreover, the

effects of encouraging and deterrent outcomes factors on absenteeism are more prevalent

at the unit level. In terms of social inf]
activity or the organization's absence p
level of agreement among co-workers
potential outcomes of absence will pro

the organization" (Martocchio, 1994, g

Person-Environment Congruence

individuals and their work and home ¢
psychology, particularly occupational
environment (P-E) fit studies an indiv
congruence between his/her interests,
in the environment (Furnham and Wa
environments provide job satisfaction
tastes and values where they can perfc
and Munchinsky, 1978).

Furnham and Walsh (1991) ex
congruence, and differentiation and ab
psychiatric nurses. Contrary to predic

number of occasions) were positively

negatively correlated with frustration

uence, it is because "either co-workers' absence
olicy sets a standard for acceptable absence. the
rather than an individual's beliefs about the

bably influence the level of acceptable absence in

). 258).

The concept of congruent fit between

nvironments has been expressed in various areas of

and vocational psychology. The theory of person-

dual's vocational choice based upon the need of

preferences, and abilities, and the factors inherent

sh, 1991; and Holland, 1973). Congruent

because people are among others with similar

rm tasks that they are able to do and enjoy (Mount

amine the relationship between consistency,

senteeism and frustration for a sample of
tions, two measures of absenteeism (days off, and

correlated with congruence, while congruence was

as expected. There was no relationship between
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frustration and absenteeism. Nurses with higher grades suffered more frustration and

showed less congruence. This finding

colleagues' (1982) study that absences

is consistent with Chadwick-Jones and his

are tied up with the nature of the work. For

example, nurses are the work group associated with high burn-out and high levels of

dissatisfaction.

Researchers also consider P-E

fit correlated with mental health. Erikson.

Edwards, and Gunderson (1973) examined the relationship between mental ill-health and

the status of incongruency. They foun
they perceived their responsibilities an
and experience. These individuals we
their abilities fully, and was not comm
Schaeffer (1984) found a clear and pre
satisfaction, and mental health among
occupational environments congruent
environments had symptoms indicatin
- prediction may change, however, in a
Unemployment makes job market offe
situation leads to stress, either because
this stress may in turn lead to long-ter
Furnham and Schaeffer (1984) sugges
incongruence, such as high labor turn

decline in the physical and mental hed

A

h

d that sailors had more psychiatric illness when

d promotional levels as inconcordant with their age
re doing various specialist jobs, which did not use
ensurable with their self-esteem. Furnham and
dictable relationship between P-E fit, job

82 full-time adults. Most people were in

with their personality, but those in incongruent
o poor mental health and low job satisfaction. This

situation of widespread unemployment.

r no chance of a congruent job to subjects. This

of P-E misfit or the effects of unemployment. and

m mental health problems (Holland, 1973).
ted more investigations on the consequences of P-E

bver. voluntary absenteeism, poor production and

lth of the workforce.




Incentives Used to

Absenteeism is not only going

a more difficult problem to deal with.

68

Reduce Employee Absenteeism

to become a more important issue in the future, but

Changing human rights legislation, changing

worker's compensation, changing arbitration jurisprudence and a changing work force,

are all combining to complicate the taj

Quality of Work Life Improvements

A Quality of Work Life (QWI
satisfying, and provides motivation, d
decision-making. Employees receive

treatment, work in a safe and healthy

L

sk of reducing absenteeism (Kelly, 1990).

) Program makes work more meaningful and

ignity and greater personal participation in the

adequate job security, compensation and fair

environment, have opportunities to develop human

capacities, social integration, constitutionalism, and are free from invasion on personal

life as well. These efforts regard QW
increasing attention has been paid to 1[
Segress, 1993; and Woods, 1992).
Health care executives have u
and raise employee morale in their or

(QWL) projects have been widely co

first QWL project at Parkside Hospit:

L as humanization of the work (Kahn, 1972). An

his subject in the foodservice industry (Liu, 1992;

rgently demanded to increase operating efficiency
ganizations. A number of quality of work life
nducted in the health care industry since 1970s. The

] failed because of lack of union and management
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ownership, physician support, and poor feedback process (Hanlon and Gladstein, 1984).
A later QWL process conducted at Northville Regional Psychiatric Hospital was
successful and continued, however (Luke, 1989). This process formed the quality circle
(QC) by gathering dietitians and physicians, social workers and housekeepers,
psychiatrists and secretaries as equal to communicate, brainstorm, and problem-solve
about the workplace irritations on a daily basis. The QC teams identified and solved an
outstanding 85% of the problems. Thi results increased self-esteem and staff morale, and
developed a team spirit and a sense of trust among employees. The improvement of
organizational commitment and job involvement was obvious because more and more

employees requested to receive the QGF training.

Worlgp‘ lace Flexibility ~Workplace 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 ways of enhancing the fit between people and their
work roles (Hall and Parker, 1993). It is a key to corporate competitiveness and survival
as the future workforce will include more diversity than the current norm. The
companies which can attract, retain, motivate, and engage the most talented within the
diverse groups are most likely to succeed.

Foodservice managers have to face a challenge from the increasing number of
their foreign-born employees. Thesejemployees have distinct training needs for skills and
language proficiency. Management groups must encounter multicultural issues in

another dimension, different from the one presented by the diversity of homegrown
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Americans. The management of immLigrants have to make much more efforts to deal

with the complexity between the conc
cross-cultural awareness(Solomon, 19

Creating workplace flexibility
express, rather than suppress, the iden
work roles (i.e. caregiver of young ch
student). Hall and Parker (1993) emp
transitions and conflicts between the ¢
This recognition could actually increa
work. Introducing more flexibility in
absenteeism, improved productivity, :
1991).

Rewarding Factors  Efforts
have focused on developing ways to 1
Kopelman and Schneller, 1981; and §
have included both monetary and non
additional or preferred time off for ga
retardation technicians eight hours ad
and found improved attendance for 1

Stephens and Burroughs (197

opportunity to win $20 in a lottery fo

erns of language, hiring, training, managing and
93).

enables employers to assist these employees to
tities (i.e. women, Asian-Americans) and the non-
ildren, economical provider of a family, or college
hasized that flexibility could help recognizing the
rmployees’ work, personal lives, and the adaptation.
ses the employee’s psychological availability for

to the workplace is to result in ﬁigher morale, less

and reduced turnover (Cox, Lobel, and McLeod,

described in the literature to address absenteeism
reward reliable attendance (Durand, 1983;
stephens and Burroughs, 1978). Reward procedures

-monetary, such as offering cash lotteries and

od attendance. Durand (1983) gave mental

ditional time off for one month of perfect attendance
3 of 17 employees.
8) offered hospital nurses and nurses’ assistants

r good attendance over a 3-week period. Nurses'
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absentéeism rate dropped by 31% wh.i\le the contingency was in place. It, however,
increased by about 38% over the preintervention rate once the lottery was removed.
Similarly, Kopelman and Schneller (1981) designed a cash-back, leave benefit package
with face value offering a potentially stronger reinforcer. They found that unscheduled
absences were lower by 90%. Other gconomical bonuses, compensation, and employee
stock ownership have been distributed for hospital employee motivation in Hawaii,
Dallas, Irving (Texas), and Tennessee. The trend of using these benefits to boost

productivity and to improve job satisfaction is increasing (Lutz, 1990).

Morale Factors The editors of Supervision Magazine (1992) conducted a
survey asking the managers of 24 large companies to rank 10 morale factors in the order
they perceived their employeés would rank them. At thé meanwhile, the employees in
the same companies also fanked top 10 morale factors for themselves. The results
clearly indicate that the most desired morale factors of today's employees are underrated.
The employees expected more belongingness, management's appreciation to them, and
higher need for mentors or assistance

The president of a hospital in Oklahoma City uses recognition as a motivation
tool (Lutz, 1990). The hospital rﬁanagement gives testimonials in each ceremony about
honored employees and about what they have done to deserve recognition. Specific
elements to be recognized include: (the foodservice taff’s) appearance, attitude, interest in
customer, cooperation, work attendance, creativity, attitude about professional growth

and training, and willingness to “go the extra mile” when necessary (“Giving credit”,




1992). The recognition of the value ale contributions of each individual is especially

important to entry-level service emplg

yees (Marchant, 1988). Recognizing them through

effective communication is of the utmost importance in keeping them satisfied and

encouraging full attendance; and ther

Stress Management Interventi

interests in stress management is strai
health insurance premiums (Clement
increasingly included provisions for 3
incurred at the workplace (Ivancevich
of a healthy workforce demands that
understanding of the effectiveness of

Worksite stress management |

o1

eby, providing excellent customer service.

From an organizational perspective, the

ghtforward. Employers paid 80% of all private

and Gibbs, 1983). Worker compensation laws .

warding benefits for injuries stemming from stress

, Matteson, and Richards, 1985). The importance

organizational psychologists develop a thorough
the various intervention strategies that are available.

ntervention is defined as “any activity, program, or

opportunity initiated by an organization, which focuses on reducing the presence of work-

related stressors or on assisting indiv

exposure to these stressors” (Ivancev

duals to minimize the negative outcomes of

ich, Matteson, Freedman, and Phillips, 1990, p.

252). The intervention is to change t}’re degree of potential stress in a situation, help

employees to modify their appraisal

more effectively with the consequenc

of a stressful situation, or help employees to cope

es of stress. The type of training that psychologists

receive in problem diagnosis and tredtment is vital to the success of interventions that

improve employee’s coping behavior.




The value of stress manageme
of employees to far more general soci

legal costs, and lower costs for goods

and Walsh, 1988). Ivancevich and his

companies which have committed to ¢
programs. For example, Equitable Li
Program, and found significant reduct
headaches, and health center visits. T

and the Johnson & Johnson Live for
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nt interventions ranges from the safety and welfare
etal benefits, such as reduced health care costs,

and services (Hollander and Lengermann, 1988

; associates (1990) recognized a growing list of

and benefited from ongoing stress management

fe Assurance established its Emotional Health

ions in stress-related outcomes including anxiety,
he STAYWELL program designed by Control Data

Life encompassed multiple component corporate

health promotions, including stress mtanagement. Both of the programs were evaluated,

and the results showed positive physi
job satisfaction), and behavioral outc

management components.

Worksite Health Promotions
awareness of the importance of physi
years ago. The dramatic growth of w
from the belief that an organization sl
valuable human resource (Gebhardt,
has been providing health screening,
programs. These services promote p

the danger of infectious disease, and

cal (e.g. lower blood pressure), psychological (e.g.

vmes (e.g. decreased alcohol use) for the stress

American companies have increased their

cal fitness and wellness in the workplace since 20
orksite health promotion programs partially results
hould take some responsibility for the welfare of its
and Crump, 1990). Since 1950’s, the management
employee assistance, and health education

psitive management and labor relations, and decrease

assist employees with personal problems (e.g.




alcoholism) (Fuchs and Richards, 198
to employees. They, however, usually
change of worksite routine, nor did the
management (Ardell, 1985).

Positive effects of fitness and ¥
injuries include reducing health care ¢

absenteeism, and improving behaviors

productivity (Regin, 1987; and Sharke

dropped anywhere from 20% to 55% 1
years (Bowne, Russell, Morgan, Opte
Renzland, and Cox, 1982). Another s
fewer sick hours than non-exercising 1
exercises, were not significantly diffe:
tended to be inversely related to incre
increased with age (Baun, Bernacki, a
concluded that top management must
fitness and wellness programs among

collar workers.

£,
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5). These programs furnished educational materials
neither provided appropriate time, space, and

'y reflect a genuine commitment from top

wellness programs on disease risk factors and

osts, improving worker morale, decreasing

that are associated with increased worker
y, 1986). Studies showed that absenteeism

or programs ranging in length from one to five

nberg, and Clarke, 1984; Shephard, Corey,

tudy found that female exercisers had significantly

emales. The two male groups, exercises and non-

rent. The male and female exercisers’ sick hours
ase in age, whereas the non-exercisers’ sick hours

nd Tsai, 1986). Gebhardt and Crump (1990)

make a concerted effort to promote participation in

non-participants, “at risk” individuals, and blue




Attendance Policy and Absenc
is management’s responsibility to dev

regarding employee attendance. This
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e Control Program  According to Bula (1984), it
elop an organizational philosophy and policy

policy should include a written statement of

management commitment and expectations of perfect attendance and be given to every

employee. This policy should be aim
include procedures for handling absen
basic elements of an effective absente
records, determine the reason for the g
take decisive action, and provide qual
There are two traditional appr
poor attendance, or rewarding good at
mixed-conseqﬁence system including
Kempen and Hall, 1977). In Brigg’s
state residential facility included a me
as questionable absenteeism. Staff w
per quarter weré acknowledged in a s
commendation with a copy placed in
promotion. Those with questionable
disciplinary actions, such as a warnin
unpaid sick time, severe records in th

abuse. Briggs’s reinforcement appro:

°d at reducing and controlling absenteeism and
teeism. Cole and Kleiner (1992) offered the five
eism control program: méintain detailed attendance
ibsence, summarize and analyze attendance data,

ity leadership.

oaches to controlling absenteeism: punishment of

tendance. Some OBM programs have used a

both punishers and reinforcers (Briggs, 1990;
study, the sick time policy adopted in a large, urban,
ans of addressing good attendance records as well
hose absenteeism was continuously 2 or lf;ss days
equence of oral recognition, in a written letter of
their official records, and a priority consideration of
absenteeism experienced a series of progressive

g letter, requirement of medical proof for sick leave,
e personal file, and termination for attendance

ich reduced 17% in overtime and 27% absenteeism
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of 130 direct-care staff over a 12-month period. The punishment increased by 11%

turnover which suggested a function ¢of termination.

Kempen and Hall (1977) mad
punching a clock) contingent on atten

warnings for excessive or worsening

e non-monetary privileges (e.g. freedom from

dance, while applying progressive disciplinary

attendance for 7,500 production workers. There

were significant decreases in absenteeism for one of the two experimental plants. In

contrast, only one of the 11 control pl
showed slight improvement in attend
To encourage attendance, rath

operated the Attendance Incentive Pr

ants and neither of the salaried employee groups

ance during the experimental year.

er than discourage absenteeism, some practitioners

ogram, for example, that emphasized positive

rewards for good attendance (Long and Ormsby, 1987). Also, some researchers were

more interested in positive attendance
(Markham and Scott, 1981; Scott and
1985). First, these programs do not i

administer. Second, these programs

> improvement programs for three reasons

Markham, 1982; and Scott, Markham and Robers,

nvolve sanctions or disciplines that are difficult to

specify desired employee behavior. Third, these

programs do not create other negative outcomes associated with punishment. The results

of all the three studies consistently sy

pported that companies which recognized good

attendance had lower absenteeism than those which did not.
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Emplover-Sponsored Work and Family Initiatives

Flexible Work Arrangements

meet business demands without havir
including flextime, part-time position
telecommuting, may be the key to cor
elaborate benefits programs are out o

Flextime Under flexible
their arrival and departure times at an
Many employers have found that flex
rather improves employee morale and
efforts. It also increases productivity
(Geber, 1993; Lussier, 1990; Somme

Part-time work Part-tin
time. The U.S. Department of Labor

less than 35 hours during a "reference

month). Employing part-time worker

more labor is-needed. These temporg
benefits than full-time employees (K
see part-time work as an opportunity
career. Nollen (1982) reported that ¢

part-time work schedule:

There are several ways to staff up or down to
1g to routinely hire and fire. Flexible work schedule,
s, job sharing, a compressed workweek, and
mpeting for top-notch talent when high salaries and

f reach.

work hours, or flextime, employees may choose

d from work within limits set by management.
ibility generally does not disrupt operations, but

i commitment, as well as retention and recruiting
and decreases turnover, tardiness, and absenteeism

r & Malins, 1991).

ne work refers to all work schedules less than full-
defines part-time workers as employees who work
" week (i.e. the week that includes the 12th of the
s can overcome temporary labor shortages, when

ry part-time workers received lower hourly pay and

ahne, 1985). Employees and employers increasingly

to combine family responsibilities with work, even a

mployers list the following main benefits from a
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1. reduéed labor cost from a) less overtime, due to a better match between the
size of the workload and the size of the labor input made possible by part-time
staffing, and from b) reduced turnover costs, due to the retention of valuable,
trained employees who cannot continue to work full-time;

2. better balance for workers between work life and home life or other interests.
due simply to more time spent outside the workplace, and its implications for
conilict and stress level;
3. higher productivity due to less absence and idle time, greater efficiency at
either mentally stressful jobs or devious routines, and higher morale; and

4. job opportunities for people who are not able to work full-time but who require
some labor earnings, such as students, older workers, and parents with young

children.

Job sharing  Job sharing is a version of part-time employment that combines
some of the advantages of part-time and full-time employment. That means the job is
full-time but the job holders are part-time. Part-time work structured in this way is not
inherently supplemental, since it has not been established to overcome a temporary labor
shortage. The jobs under this system) are those need full-time attention. Job sharing
provides employees who are interested in reduced hours with the opportunity to pursue a
career on a part-time basis. The job sharers take the responsibility for the job as well as
salary and benefits. Kahne (1985) found that, when blue-collar workers were permitted
to find a partner and convert to a job4shared position, the absenteeism rate decreased from
7.6 percent to 0.4 percent. It is important that job sharing allows the work of a part-time

job which still remains the work flow and require as much commitment and skill as full-
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time jobs. Today, many women are more educated, carrying family responsibility, and

also interested in a career rather than just 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 tool under the predicted diversity of the labor market.

Child Day Care By the 3
all new entrants and almost 50% of th
urgent demand for comprehensive ang
1993). Out of a total of 6 million U.S
their employees (Maynard, 1994). Th
child care benefits. Surveys show tha
service for their personnel, while an a
1992).

Goff, Mount, and Jamison (19

supported child care, work-family cor

supportive supervision and satisfactio

year 2005, women are expected to constitute 57% of
e workforce. Keeping pace with this trend is the

1 dependable child care assistance (Whigham-Desir,
. employers, only 1% offer child-care assistance to
le hospital industry has taken the lead in providing

t 2 out of 5 hospitals offer some type of child care

dditional 38% plan to do so in the 1990s (Mosher,

90) examined the relations among employer-
iflict, and absenteeism. They concluded that

n with child care arrangements were related to less

work-family conflict. Specifically, successful on-site employer-supported child care

service decreased the rate of employe
morale and motivation; and increased

Maynard, 1994; Mosher, 1992; US D

Elderly Care =~ About one ou
responsibilities. These people who h:

grandparents, or other dependent pers

hours per week on providing this carg

e turnover, absenteeism, and tardiness: heightened
the ability to attract employees (Magid, 1983;

epartment of Labor, Women's Bureau, 1989).

t of every four employees has eldercare
ave to take care for their parents, spouse,
on over age 65 typically spend an average of 6 to 13

. Eldercare responsibilities range from preparing a




meal or visiting an ill or disabled pare
managing another's finances or selecti
to 5 years for caregivers (Sullivan and

Many experts believe that elds
future for three major reason. First, b
be 22 elderly per 100 workers; and by
the workforce in the 1990s there will
1980s. Female emplbyees who will ¢
half of the workforce by 2000. Third
often conflicting, stressful, and lower
frequently than others, make excessiv
are unavailable for overtime hours (D
Gilmore, 1991). Management should
affecting employees and provide then
advance their careers while minimizir

Organizational executives hay
IBM started offering employees the e
improve the existing programs, a nu
established good examples (Halcrow,
the programs and services were evalu
indicate that eldercare programs are p

spending account, part-time and flext
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nt in the hospital to more complex tasks such as
ng medical practitioners. This dual role may last 4
| Gilmore, 1991).
rcare may be the human resources problem in the
y the year 2010, the ratio of elderly to workers.will
2050, the ratio may jump to 38 per 100. Second,
be 44% fewer people in the age of 18 to 25 than in
ompose 75% of the caregivers will make up almost
the dual role of a working person and a caregiver is
in productivity. Caregivers tend to be absent more
e use of the telephone during working hours, and
urity, 1991; Perterson, 1992; and Sullivan and
response to the changing social environment
1 with the flexibility they need to pursue and
g the impact on their personal lives (Ritter, 1990).
e regarded eldercare as a business issue. When
Idercare assistance in 1988 and continues to
mber of Fortune 500 companies have also
1988; Perterson, 1992; and Ritter, 1990). Most of
ated both formally and informally. The results
rovided through various channels: dependent care

ime work options, resources and referral services




(in-house or contract with agencies),
reimbursement, and so on (Perterson,

The eldercare program results;

and morale, and from reduced absenteeism, tardiness, and turnover (Friedman, 1987;

Ritter, 1990). The eldercare service i

employees. It can promote the positive media attention that enhance the company's
public image and strengthen the recruiting initiatives (Marler and Enz, 1993; and Ritter,

1990). Moreover, based on studies that show 20% of the workforce carry eldercare

responsibilities, an organization with

extended leave, counseling, financial

s an effective way to attract and keep skilled

an eldercare program (Durity, 1991; and Perterson, 1992).

Work-Related Incentives

Work Team Building: Quality Circle (QC)
theoretical approach to QC and his study found that QC interventions have a positive

effect on reducing employee absentegism and turnover. The effect of QC on employee

withdrawal behaviors is based on the

1992; and Sullivan and Gilmore, 1991).

Buch (1992) proposed the

application of Alderfer's (1972) theories of
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in impressive paybacks from improved productivity

1,000 employees can save $400,000 each year with

boundaries and relationships to QC i1J1terventions. Improved attendance and retention are

predictable as a result of the boundary-tightening effect of QC on employee work units,
since absenteeism and turnover tend to be higher in systems having loose or ill-defined
boundaries. QC interventions tightent boundaries around work units by increasing the

clarity of goals, role definitions and relationships for group members. QC process of
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participative problem-solving and upward communication opens the boundaries between
management and employee groups, thereby, increases the mutuality of management-
worker relationships.
A boundary-tightened system ffacilitates the emergence of positive feelings
between group membérs, and they learn to cooperate to control the chaos that have or will
threaten to overwhelm their system. Moreover, QC program imparts a shared theory or
philosophy based on improvements through widespread employee involvement and better
use of human resource. Finally, by ti‘ghtening the boundaries around a group operating
with a flight/fight mentality, a QC can change withdrawal to inclusion; thereby, affecting

the behaviors of absenteeism and turnover.

Training and Education

Self-Management Training Self-management training teaches people to assess
problems, set specific hard goals in relation to those problems, monitor ways in which the
environment facilitates or hinders goal attainment, and identify and/or administer
reinforcers for wbrking toward goal attainment (Kanfer, 1980; Karoly and Kanfer, 1982).
This special training was given to a group of unionized employees working for a state
government to increase iheir attendance at the work site (Frayne and Latham, 1987). The
results indicated that, first, employees become able to develop a contract with themselves
in the training, in addition to self-administering reinforcers and punishers to facilitate

goal commitment. Secondly, when employees are exposed to organizational rewards and




penalties regarding attendance and absenteeism, they have a desire to increase their

attendance at work. The amount of absenteeism is relatively reduced when self-

management teams are implemented (Beekun, 1989; Cohen, and Ledford, Jr., 1994).

Continuing Education and Tuition break

Continuing education appears

important for both white- and blue-collar foodservice employees. Dietetic personnel with

managerial responsibilities have tradi

tional education which provides them with only the

skills and knowledge to allow them to just begin a career. Continuing education

strengthens them with professional st

andards and keeps them abreast of an ever-changing

field (Laramee, 1989; and Loushine and Vaden, 1985). The trainees at lower-level

positions are often those who are new immigrants, assembly-line workers laid off after

decades in a truck plant, recently divg
untrained foodservice employees refe
preferences of continuing education f|
individual’s work setting, current dut

of experience (Klevans and Parrett, 1

H90).

rced mothers and fathers with young children, or
rred by their supervisors (Kidd, 1991). Needs and
or both parties could be determined by the

es, future plans, and, perhaps most strongly, years

Continuing education has its non-economic and economic benefits, according to

the findings of Partlow, Spears, and Qaklief’s (1989) study. Among the 13 non-

economic or personal benefits, the biggest was perceived as “becoming informed about

some subject”, followed by “ improvi

ng interests and skills in learning” and “gaining

from self-improvement”. The most economic benefit rated was “learning recent job

knowledge”, followed by “gaining ne

w qualification”. The experience of continuing



education, and the ability and expertise of the instructor were regarded as the most

important strength of job satisfaction

Loushine and Vaden (1985) compared the salaries and benefits of entry-level

health care professionals among 168

hospitals. They found that more than 80% of the

hospitals provided reimbursement for continuing education, well above the 60% of

employers in the private sector in 1980. The capital varied from $50 to $2,000 in the

hospitals, and the most common limi

ts were $500, $1,000, or $1,500. Several hospitals

allowed assistance for 3 to 18 university credits per year.
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There is a number of studies in th!
intent of this study was fo assess manage
reasons for absence given by foodservice
incentive factors that would be helpful to
has four sections: the research design; po

includes planning and development, instr
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Descriptive research was the rese
study. According to Best (1981), descrip
relationships that exist; practices that pre]
held; processes that are going on; affects
At times, descriptive research seeks how
preceding event that has influenced or af;

research at its best represents considerab
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ment dietitians’ perceptions toward 1) the
employees in the health care systems, and 2) the
enhance employees’ attendance. This chapter
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umentation, and procedures; and data analysis.
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arch design used to meet the objectives of the
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answers; it involves careful design and eXecution of each of the components of the
research process, including the formulatipn of hypotheses, and may describe variables
and relationships between variables (Gay,, 1992).

This study applied survey research, one of the two classifications of descriptive
research (Best, 1981). A survey is an attempt to collect data from members of a
population in order to determine the current status of that population with respect to the
opinions, attitudes, preferences, and perceptions of ‘in‘tere.st to the research (Gay, 1992).
Survey research typically employs questionnaires and/or interviews. The questionnaire is
to collect basic descriptive information from 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 practice group of Management in Health Care
Systems (N=1776) of American Dietetic| Association comprised the population in this
study. The initial research sample were [|,000 members randomly selected from the
population. After excluding those who retired, associates members, and employed in
academic and unionized environments, 987 management dietitians were mailed the

research questionnaire.




DATA

Planning and Development

Planning and development of the
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COLLECTION

research began during the spring of 1995 and

continued through the fall semester of the same year. Data collection procedures were

determined and data analysis techniques

selected at the same time.

Instrumentation

The researcher designed the resez

appropriate to test the research hypotheses were

irch questionnaire mainly based on relevant

literature regarding absenteeism, turnover, and quality of work life. During Spring, 1995,

the Oklahoma State University dietetic it
Oklahoma State were involved in the pil

readability of the instrument. The final ¢

nterns working in selected medical centers in
ot study to test validity, reliability, and

iraft was developed and field tested with more

than 100 foodservice employees representing medical centers in OK. The foodservice

employees suggested more reasons for th
parent/teacher conference, doctor’s appo
comments and those suggested by the gr

incorporated into a three-page questionn

1eir absence such as attending funerals,
intment, and repair work at home. These.
aduate committee of the researcher were then

aire (Appendix B).




88

The research instrument first asked the respondent to check whether he/she
supervised employees in the foodservice pnit of the institution. The instrument was
consisted four parts. Part One requested general information about the management
dietitian and his/her institution. Part Two anticipated the dietitian to provide, in
percentages, background information of the foodservice personnel under his/her
supervision. In Part Three, the dietitian was asked to rate each of the listed reasons used

by the employees for not coming to work, according to the 4-point scale:

1 2 3 4
Never Seldom Sometimes Often
used used used used

Part Four provided relevant incentive factors and asked the dietitians to indicate yes (Y) if
they were using the incentive, no (N) if they were not, or not applicable (NA) under the 3

columns: currently using, found helpful in the past, and would like to implement.

Scoring
The dietitian’s perceptions toward each of the reasons for absence used by his/her
employees were scored as follows:
Often Used 4 points

Seldom/sometimes used 2 points
Never Used 1 point




The scores for each of the incentive facto

columns were presented as follows:
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rs that the dietitian perceived under the 3

Yes 3 points
No 1 point
Not applicable 0 point

Procedure

On May 24, 1995, the researcher mailed the selected sample a package including a

cover letter (Appendix A), the research q

nestionnaire and a self-addressed stamped

envelope for returning the completed instrument. The envelope was coded to track non-

respondents. The participants were asked to return them by June 15, 1995. A follow-up

letter (Appendix A) and the same questio
were mailed to 200 members randomly ¢

1996. They were inquired to reply by Au

DATA

The returned questionnaires were
the computer using the software program

Statistical Analysis Systems (SAS) comp

[s;

Standard statistical procedures, including

used to analyze the data (Steele and Torr

nnaire with the self-addressed stamped envelope
hosen from the non-respondents on August 15,

igust 30, 1995.

A\ ANALYSIS

coded and data collected were transcribed into
PC-File IIl. The data analysis process applied
uter program (Helwing and Council. 1979).
frequency tables, t-tést, and Chi-square were

e, 1980).
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For more accurate statistical analysis and for more effective comparison of the

personal and institutional characteristics,
the following groupings:
Highest educational level: 1) B.S
Route to ADA full membership:

Years employed in the dietetic pr;

years, and 4) 36 and more

Years in current position: 1) 10 o

part of the categories were further condensed to

and 2) advanced degrees (M.S., and Ph.D.) -
1) Internship/AP4, and 2) others

ofession: 1) 15 or less, 2) 16-25, and 3) 26-35

r less, 2) 11-20, and 3) 21 years or more

Size of facility (beds, clients, students, or participants): 1) small-- 299 and less,

2) medium-- 300-799, and 3) large-- 800 and more

Number of employees the dietitian supervises: 1) 30 or less, 2) 31-60, and

3) 61-90, 4) 91-120, and 5) 121 and more

Marital status (of foodservice personnel): 1) single, and 2) other (married,

divorced, separated, and widowed)

The distance employees travel to

3) 21 miles and more

facility: 1) 10 miles and less, 2) 11-20 miles. and




CHAPTER IV
RESULTS AND DISCUSSION

The purpose of this study was 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 to minimize the absenteeism rate in health care
systems. Data were obtained using the research instrument described in Chapter II1,
“Methodology”. The questionnaires were mailed to 987 randomly selected management
dietitians from the ADA Practice Group: Management in Health Care. The response rate
was 32% (N=317), however, due to non-supervisory status, retirement, and
unemployment of some of‘the respondents at the time the survey was conducted, only

23% (N=228) of the questionnaires were used for analysis of data.

Characteristics of Survey Participants

Demographic Information

Table III lists the frequencies, and percentages of the respondents’ gender, age,
highest degrees obtained, categories of degree majors, and route to ADA full

membership. Specific degree majorsimay be found in Appendix C.
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FREQUENCIES

TABLEIII

AND PERCENTAGES OF THE

RESPONDENTS’ CHARACTERISTICS

Frequency

Characteristics Percentages
A. Demographic Variables
Gender
Female 220 96.5
Maie 5 2.2
Not Answered 3 1.3
Age
21-40 18 7.9
41-60 194 85.1
61 and older 15 6.6
Not Answered 1 0.4
Highest Degree
Bachelor 118 51.8
Master 106 46.5
Doctoral 3 1.3
Not Answered 1 04
Major of Highest Degree
Dietetics/Food & Nutrition 113 496
Management/MBA 21 9.2
Administration/FNIA 45 19.7
Nutrition Education 12 53
Public Health 13 57
Others 14 6.1
Not Answered 10 44
Route to ADA
Internship/AP4 161 70.6
CuUP 12 53
Traineeship 29 12.7
Others 24 10.5
Not Answered 2 0.9




TABLE 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. 56 246
Manager/Director of Clinical Nutrition 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
Consuitant Area 3 1.3
Number of Years in the Dietetic Profession
<15 18 79
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
<10 ' 140 61.4
11-20 64 28.1
21 and more 21 9.2
Not Answered 5 2.2
Size of Facility (beds. participants, clients)
Less than 300 126 552
300-799 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
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TABLE III (continued)

Characteristics Frequency Percentages

B. Institutional Variables

Number of Employees Under Supervision
<30 92 40.3
31-60 67 29.4
61-90 31 13.6
91-120 19 8.3
121 and more 12 2
Not Answered 5 2.2

Of the 228 respondents, 98%
to this skewed distribution, the gende
variable in the statistical analysis. Tt

60 years of age (86%, N=194). Fifty

(N=220) were female, and only 2% were male. Due
:r of the respondents was disregarded as a valid
1e majority of the respondents were between 41 and

~two percent (N=118) completed their Bachelor

degrees in the field of food and nutrition or dietetics (52%, N=113), while 47% (N=106)

completed the M.S. degree. Most of

ADA full membership was through I

Institutional Information

Table III lists the frequencies

categories, number of years in the dig

nternship/AP4.

the management dietitians’ (N=161, 71%) route to

and percentages of the respondents’ job title

tetic profession, number of years in the current job,



facility sizes, location of the facility,

dietitian was supervising. Details of]

Job Title Categories

working as the “Director of Dietary |
almost one fourth (N=55, 24%) were
Seventeen percent of the respondents
Nutrition”; and the rest of the respon

Consultants and Educators.

Number of Years in the Diete

and the number of employees the management

their job titles are in Appendix D.

More than one third of the dietitians (N=87, 38%) were

)epartment or Food and Nutrition Services”, while

as “Administrative Dietitian or Supervising R.D.”.
(N=39) were titled as “Chief or Director of Clinical

dents were Managers in Operational Level,

tic Profession and on the Current Job  More than

half of the respondents (N=118, 52%) have been in the dietetic profession for 16 to 25

years. One third of the respondents

IN=70, 31%) have from 26 to 35 years of

professional experiences. Very few have less than 15 years or more than 36 years of

experiences in this profession.

About two-thirds of the management dietitians (N=140, 62%) have been on their

current positions 10 years or less. A
been on their current jobs for 11 to 2

more years in their workplaces.

Size and Location of Facility

55%) worked in smaller-sized faciliti‘

most one third of the respondents (N=64, 28%) have

) years, while only 10% (N= 24) have had 21 or

More than half of the respondents (N=126,

es (less than 300 beds, participants, or clients). The
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dietitians working in a medium-sized facility (300 to 799) numbered 69 (30%). Only
12% of the respondents (N=28) worked in large institutions with more than 800 beds,
participants or clients. Most of the dietitians’ facilities were located in urban settings

(N=136, 60%). In contrast, 82 facilities (36%) were in rural areas.

Number of Employees the Dietitian Supervised The number of employees

supervised by the respondents ranged from 4 to, at least, 250. One dietitian reported
supervising 1,000 employees. Presumably, this person is a’ fnultiunit manager. Forty
percent of the dietitians (N=92) superVised a small group of employees (< 30). Almost
one third of the dietitians (N=67, 29%) supervised 31 to 60 employees, while 14%
(N=31) had 61-90 employees. Another 14% of the respondents (N=31) had more than 90

employees under his/her supervision




Characteristics of the Employees Under the Dietitian’s Supervision

Table 1V listed the frequencies and percentages of the demographic and

institutional characteristics of the employees who were supervised by the respondents.

The respondents were asked to provide the employees’ information as percentages to
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facilitate an estimation in the event that the management dietitians cannot access exact or

changing information from the personnel department.

Demographic Information

Gender and Marital Status

Of the 228 respondents, 73% (N=167) supervised

predominantly female employees, while only 13% of the dietitians (N=29) supervised

more male employees. Ten percent of the respondents (N=23) supervised only female

employees.

Less than half of the employees that 70% of the respondents (N=159) managed

were married, divorced, separated, or
had more single employees (51-1009

employees were all married.

With Preschool Children or E

widowed. Eleven percent of the dietitians (N=26)

o of the total), while eight dietitians’ (3.5%)

lderlv At Home More than haif of the

dietitians (61%, N=138) had one-thix

d or less employees raising preschool children at

home, while 25 dietitians (11%) reported that they had 30-85% employees having young




TABLE IV

FREQUENCIES AND PERCENTAGES OF THE CHARACTERISTICS

OF THE RES

PONDENTS’ EMPLOYEES
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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 Elderly Relatives at Home
0% . 58 25.4
1-10% 71 311
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




TABLEIV (continued)
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Employees’ Characteristics Frequency Percentages
A. Demographic Variables
Hispanic. 0% 123 54.0
1-25% 67 294
26% 22 9.6
Not Answered 16 7.0
Ethnicity
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




TABLE IV (continued)
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Employees’ Characteristics Frequency Percentages
B. Institutional Variables
Employment
Full time: 0-50% 48 21.1
51-90% 125 54.8
91-99% 12 5.0
100% 32 14.0
Not Answered 1 4.8
Monthly 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%+ 56 246
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




children with them. Twenty dietitian

at home.

One-third of the respondents (N

relatives at home, while one-fourth (N

elderly living with them. Nineteen d
employees with elderly at home. A 1

answer whether their employees had

Ethnicity The ethnic bac
percentages of Black, Asian, Hispani
dietitians’ supervision.

One-third of the respondents (N=76)
employees, while one-fourth (N=57)

of the dietitians (N=50) hired employ

while a few dietitians (N=32, 14%) h

More than half of the respond

employees. Over one third (N=75) s
Asian, while 11 dietitians (5%) supet
were Asian. Similarly, a majority of

American employees, while a small 1
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s’ (9%) employees did not have preschool children

=71) had a few (1-10%) employees with elderly
=58) said that their employees did not have any

ietitians (8%) noticed that they had more than 10%
jumber of the dietitians, however, were not able to

dependents living with them or not (Table V).

kgrounds investigated in this study included

¢, White and Native American employees under the

reported that they had a few (1-25%) Black

did not supervise any Black employees. One-fifth

yees who were predominately Black (53-100%),

ad Black employees at the 26-50% range.

ents (N=127, 56%) did not manage any Asian

said they had a few employees (1-25%) who were
-vised more than one fourth of the employees who
the dietitians (N=167, 73%) did not have any Native

yumber (N=29, 13%) reported otherwise.



'Again, more than half of the ¢

employees. One-third (N=67) report
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lietitians (N=123, 54%) did not have any Hispanic

ed that their Hispanic employees were less than one-

fourth, while one-tenth of the dietitians hired more Hispanic employees (27-91%).

Almost one third of the respo
fourths of the workers who were Wh
than a fourth. Almost 40% of the die
while 35 dietitians’ employees were

Age Range  Ninety respon
Another 40% (N=91) said that one-{¢
10% (N=24) had more teenaged emp
reported that they had between one-fj
40 years old, while one-fourth had bs
(N=41, 18%) hired less employees at

Almost half of the dietitians
their employees were between 41 to
respondehts (N=59, 26%) feponed th
while 40 dietitians (17%) stated that
range.

Forty percent of the dietitians
than 60. Over 30% (N=71) did not h

than 10% older workers in the foods

ndents (N=65, 28.5%) employed one- to three-
ite, while 1/4 (N=58) of the respondents have less
titians (N=88) managed many White employees,

all White.

dents’ (40%) employees were all above 20 years old.
»urth of their employees were under 20 years, while
loyees. Over one-third of the dietitians (N=85, 37%)
ourth to one-half of their employees between 21 to
etween one-half fo three-fourths; almost one-fifth
this age range.

N=107, 47%) indicated that one-fourth to a half of
60 years of age. In contrast, over one-fourth of the
iey had a few employees (<25%) at the age of 41-60,

more than half of their employees were at this age

(N=90) had about one-tenth of their workers older
ave any older employees, while 14% hired more

ervice department.



Employment Status

between 51-90% full-time employees
their workers were working full time.

predominately full-time workers, whi

Absence and Turnover Rates
46%) reported that their absence rate
absence rate at all. One-fifth of the d
from 12% to 80%, while 38 dietitiang
rate.

Eighty respondents (35%) ind
at 1-10% in 1994. One-fourth of the
20%, up to 100% in the past year. O3
medium turnover rate, 12-20%, amon
zero turnover in 1994. One dietitian

occurred in the sanitation area. This

More than half of the dietitians (N=125, 55%) employed

, and 21% (N=48) indicated that less than half of
Almost 20% of the respondents (N=44) had

le 14% offered no part-time jobs.

Almost one half of the dietitians (N=103,
was below 5% per month, while 2% reported no
ietitians (N=47, 21%) reported monthly absence rate

17%) reported having a 6-10% monthly absence
p

icated turnover rates in the foodservice department
respondents (N=56) had turnover rates higher than
ver 1/5 of the dietitians (N=48, 21%) noticed a

g their employees, while only 8% (N=17) reported
noted that all turnover of his/her‘ department

observation is a good reminder that the manager

should pay attention on effective training for the replacement and other employees to

ensure quality dietary service.
More than 10% of the dietitial
turnover rates. Perhaps they had no 2

indicated, they did not understand ho

ns did not provide information on absence and
iccess to all employee records. or, as a few of them

w to calculate the rates. It is suggested that a




formula should be provided in the fut

the absence / turnover rates more eas

Travel Distance to Workplace

about the average distance that their ¢
(N=133, 58%) indicated that the distz
third (N=68) estimated 11 to 20 mile

had to travel 25 to 50 miles to the wd

Reasons for Absence

Usage Frequency and Ranking

The dietitians were asked to 1
coming to work using a four-point so
percentages and average scores of the
96% of the dietitians; personal illnes
employees, followed by family/frien
(63%). Almost half of the responden
transportation problem (46%) and att
foodservice directors indicated that r

activity/reunion (29%), jury duty (24

104

ure research, so that the respondents can figure out

ly and accurately.

The study also asked the dietitians
>mployees travel to work. A majority of them

ANCe travgled was between 1 to 10 miles, while one-
5. Only 3% (N=7) indicated that their employees

rkplace.

Used by the Respondents’ Employees

ate the reasons reported by their employees for not
ale from 1 (never used) to 4 (often used). The

> reasons are presented in Table V. According to

5 was the reason most commonly used by their

d illness (75%) and doctor’s/dental appointments

1ts said that their employees were absent due to
ending funerals (45%), while 20% to 30% of the
easons given were misread time sheet (29%), family

%), and bad weather (23%). In other situations, the
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TABLEV
THE PERCENTAGES AND SCORES OF REASONS FOR ABSENCE
USED BY THE RESPONDENTS’ EMPLOYEES
Absence Reasons Percentage Score
Personal iliness (major, minaor) 95.6 3.80
Family/friends iliness - 751 3.00
Doctor's/dental appointment 62.7 2.76
Transportation problem 46.4 2.40
Funeral 455 2.46
Misread time sheet 291 210
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 used, 3 = sometimes used, and 4 = often used




employees were not able to work bec

parent/teacher conference (16%), and

dietitians said that absenteeism was ¢
off, job stress, overworked, work frus
unhappiness with supervisor or co-w

The study results found poor

foodservice department. Data on abg

because much illness are self-reporte
(1987a, 1987b) explained that people
negatively by others, such as absente
since sickness is a culturally acceptec
a person's contfol, it is reasonable for
Thus, it is even possible that, using h
escape from the unpleasant job-relatg
overworked, or unhappiness with sug

Perhaps, the finding of anothg
job-related reésons have been underr:
(1994) listed 54 management tasks o
dietitians’ involvement in completing
included 11 tasks. Most dietitians o
employee evaluation, trainings, appli

very limited number of dietitians dea
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ause of repair work at home (18%), attending
emotional problems (13%). Less than 10% of the
aused by workers’ physical fatigue, too little time

stration, hangover, just doesn’t want to work,

orkers, and mental health day.

health to be a primary cause of absenteeism in the

ences due to personal or family illness are unreliable

d and self-diagnosed. Dilts, et al. (1985) and Johns

tend to justify behavior that may be viewed

eism, in terms of factors beyond their control. And

1 reason for staying home, one that is largely beyond
people to explain their absence in medical terms.

ealth-related reasons, foodservice employees could
d environment, such as too little time off,

)ervisor or co-workers.

er study could offer more insight to explain why the

eported by foodservicé employees. Digh and Dowdy

f four management groups and investigated clinical

> these tasks. The group of personnel management

1 the positions of management and clinical completed

cation screening, and employment interviews. A

It with collective bargaining, employee exit




interview, and employee grievance.
frustratidn in maintaining a respectab
Alderfer’s ERG theory, may cause hi;
situation using other excuses due to tl

supervisor’s impression.

Incentives Perceived by the R¢

Currently Using

The incentives that managem
in Table VI. The top 10 most used in
preventive health programs, continuit
job redesign, tuition break, flexible w
dietitians have found these incentives
they are still providing them to foods|

To boost employee motivatio
personal counselor, public transporta
compensation for no absence, job sha
socialization. The respondents also sj

compensations implemented in their
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This circumstance which leads to the employee’s

le and happy relationship with the supervisor, in
m/her to redirect efforts toward escaping from the

he fear of losing the job or making bad image in the

>spondents to Reduce Employee Absenteeism

ent dietitians were currently using were rank-ordered
centives were: fair treatment, on-the-job training,
ng education, eliminate work hazards, job rotation,
rork schedule, and workgroups. Management

to effectively control absenteeism in the past, hence
ervice employees.

h, a number of foodservice directors provided

tion, salary raise, free meals, non-monetary

ring, self-management training, and cultural

vecified other incentives and non-monetary

facilities (Appendix F and G).




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

Currently Using % Found Helpful in the Past % Would like to Implement %
Fair treatment 99.0 Fair treatment 86.8 Child care center 52.1
On-the-job training 93.7 On-the-job training 82.4 Workgroups 49.6
Preventive health program 91.0 Preventive health programs 76.6 Monetary compensation

for no absence 493
Continuing education 89.0 Continuing education 74.4 Bonus or gainsharing 490
Eliminate work hazards 85.1 Eliminate work hazards 74.4 Self-management training 482
Job rotation 78.9 Job rotation 69.1 Non-monetary compensation

for no absence 453
Job redesign 73.9 Job redesign 66.4 Job redesign 41.0
Tuition break 66.7 Flexible work schedule 53.1 Job sharing 40.3
Fiexible work schedule 653 Tuition break 50.8 Ombudsman/Personal counselor ~ 33.9
Workgroups 59.7 Ombudsman/Personal counselor 50.8 Eliminate work hazards 33.0
Ombudsman/Personal counselor ~ 53.8 Workgroups : 504 Elderly care center 31.5
Public transportation 49.7 Public transportation 48.1 Salary raise 28.6
Salary raise 44.6 Salary raise 404 Job rotation 26.3
Free meals 424 Non-monetary compensation Continuing education 257

for no absence 38.2
Non-monetary compensation Job sharing 36.6 Preventive health programs 252
for no absence 40.9

* Percentages were based on the number of dietitians answering “YES” under each of the three columns.
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TABLE VI (Continued)

Dietitians’ Perceptions

Currently Using % Found Helpful in the Past % Would like to Implement %

Job sharing 40.0 Free meals 35.2 Flexible work schedule 24.6
Self-management training 30.5 Cultural socialization 31.7 Cultural socialization 238
Cultural socialization 28.6 Monetary compensation for no absence 284 Fair treatment 22.6
Monetary compensation Self-management training 26.2 Tuition break 20.7

for no absence 283

Bonus/Gainsharing 247 Bonus or gainsharing 244 Free meals 19.4
Child care center 21.7 Child care center 20.4 Public transportation 16.5
Group betting pool 19.0 Group betting pool 202 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.
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Very few management dietitians were using monetary compensation, bonus or

gainsharing, child care service, group betting pool, or elderly care center when the study

was conducted. Some dietitians did comment that a few of the listed incentives were

impossible in the military structure or the unionized medical center. The incentives of

monetary compensation or gainsharir

Group betting pool was prohibited by

1g was also controlled by the hospital policies.

' the state law or hospital rules, however, Vassar,

and Gines’s (1985) study found that a gaming program offering contingent reward might

be implemented on a continuing basi

Job sharing was hardly used v

5 1n order to reduce absenteeism.

vhich supported Hoffman’s (1993) study. Perhaps,

on one hand, employees in hospital foodservice are more interested solely in full-time

employment or. work better alone thap in concert with someone else and would not be

interested in a job-share situation. On the other hand, the initial costs to the director to

establish a jobshare is higher than the costs for a single employee. Finally, several

dietitians indicated that child care or
everyone; hence, it might be difficult

preventing employee absenteeism in

Found Helpful in the Past

elderly care service was provided in the facility to
for them to assess its helpfulness or impact in

the foodservice area.

More than half of the respondents identified that 11 of the incentives had an

impact on controlling absenteeism: fair treatment, on-the-job training, preventive health

programs, continuing education, eliminate work hazards, job rotation, job redesign,




flexible work schedule, tuition break
findings are consistent with a numbe
review. The first 7 incentives were r.
using” column.

Fair treatment is regarded as

111

ombudsman, and workgroups (Table VI). These
r of industrial studies discussed in the literature

anked in the same order as listed in the “currently

1 part of supervisory style that is responsive to

worker needs (Munchinsky, 1977), and it is the number-one helpful incentive in reducing

absenteeism in the present study. This finding is also supported by a number of earlier

studies. Kunze and Branner (1944) and Noland (1945) stated that the foreman was

instrumental in reducing absenteeism by exercising fair treatment in dealing with all

employees. In other words, absentee
supervisors as frequently inequitablé
managerial power (Gerstenfeld, 1964
equitable treatment to meet expectati
decision to contribute his/her best to?
French, and Scott, 1971).

Preventive health programs v
related behaviors of foodservice pers

findings of Berry, Danish, Rinke, an

sponsoring the wellness program gai

self-renewal, which can spill over in
the result also supports Haschke’s (1

investments in health promotion pro

ism increases when employees perceive their

. and domineering, overbearing, and abusive with the
); and May, 1984). Receiving sufficient and

ons represents a significant factor in the employee’s

ward the primary goals of the organization (Telly,

vas also an effective method to improve health-

onnel (Table VI). This result is consistent with the

d Smicklas-Wright (1989). The institution

ns workers who are more positive in their attempts at
lo positive attitudes about the work-site. In addition.
983) prediction that employers expect their

grams to reduce absenteeism and turnover, to
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improve morale and productivity, and to bring savings in insurance costs. Hospital

employee who joined the on-site wel
job involvement, and positive attitud
1990).

Seven of the top 10 helpful in
training, continuing education, elimir

work schedule, and workgroup build;

Iness program reported an increase in motivation,

e towards the workplace (Miller, and Edelstein,

centives were job-related improvement: on-the-job
1ate work hazards, job rotation, job redesign, flexible

ing. Gordon (1992) pointed out that education and

training have a vital impact on the employee performance and productivity, and the future

success of the foodservice industry.
(1994) further suggested that, for a si

accompanied with a manual and follg

Soneff, McGeachy, Davison, McCargar, and Therien
gnificant result, a training workshop should be

yw-up, and offered when there is a change of

manager or staff and at regular scheiuled intervals.

The study result that the impr
to absenteeism control is supported b
the review, absenteeism was found p
repetitiveness, and negatively associz
task identity, and one’s own pace of
non-supervisory positions in the fooc
and organizational withdrawal. Snee
and redesigning jobs, the foodservice
which are the two job characteristics

commitment.

ovements of job safety and job content contributed
y other studies in Munchinsky’s (1977) review. In
ositively related with the degree of task

ated with the amount of autonomy, responsibility,
work. Taylor (1981) found that the job design of
iservice department would lead to job dissatisfaction
d and Herman (1990) suggested that in designing

> director should consider job variety and feedback

most related to job satisfaction and organizational




Management dietitians in this

workgroups were helpful on reducing

study stated that flexible work schedule and

employee absenteeism. As previously noted,

theorists are consistent that flexible scheduling may affect the motivation to attend,

possibly through increases in autonon

organizational commitment (Blau, 19

1y, responsibility, job satisfaction, and

86; Dalton, and Mesch, 1990; and Hackett and

Guion, 1985). Welch and Gordon (1980) specifically suggested that the decline in

absenteeism was due to the elimination of the reason for much of the absenteeism--

employees were now more able to atts

:nd to their personal business.

Workgroups have different names, such as task force (Moore, and Kovach, 1989),

self-management teams (Baer, 1986; :
(QC) (Elizur, 1990), and workplace te
Manufacturing Team, 1995). These s
have an indirect impact on absenteeist
processes of participative managemen
improving quality, productivity, and ¢
indicated that a task force is highly sti
enhancing efficiency and minimizing
development ;:an result in employees
responsibilities for a successful outco
1990; and [TC]2 Manufacturing Team

enrichment, job growth. Some studie

and Cohen, and Ledford, 1994), Quality Circles
ams (Textile/Clothing Technology Corp. [TC]2
tudies suggested that workgroup building might

m control. Building a workgroup involves the

t, group decision-making, and better solutions on
juality of work life. Moore and Kovach (1989)
‘uctured through strong group cohesiveness, thereby
the frustrations of each parti’cibant. Effective team
taking control of their jobs and sharing

me without constant direction (Baer, 1986; Elizur,
1, 1995), and enhance job satisfaction through job

s reported, however, the implementation of self-
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management teams does not significantly decrease absence behavior (Cordery, Mueller,

and Smith, 1991; and Cohen and Ledford, 1994).

Would Like to Implement

The incentives which have not been widely used in the foodservice facilities but
which management dietitians would like to implement on reducing employee
absenteeism were child care center, workgroups, monetary and non-monetary
compensations, bonus or gainsharing, and self-management training (Table VI). It is
possible that, on one hand, the management dietitian has noticed the increasing demand
of caring for dependents in the demographic change of their workforce. On the other
hand, the hospital administration may be gradually expanding the job autonomy and
flexibility of the management dietitian to utilize the financial source in his/her own
department. In addition, the foodseryvice director pays more attention on team-building
with self-management training. Self-management permits employee self;regulation or
self-control over changing conditions facing the group (Cohen, and Ledford, 1994). It is
conceivable that the director should coach 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 of a system that is becoming increasingly competitive (Bennett, 1983; and

Moore, 1985).
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Testing of H):

H; - There will be no signific
selected demographic variables of fo
gender, marital status, with preschoo
ethnic background, and age range.

Absenteeism Rate bs

Chi-square analyses indicated
significantly (p<0.05, Table VII) assc
and Whites employed in the foodsery
with an increasing percentage of mal
employees in the department, the abs
number of male employees increased
6-10% and over. This finding is not
focusing on the relationship of gende
Porwoll, 1980; Schenet, 1945), but w
and Wharton and Baron’s (1987) stug

The rate of absenteeism for w
differences in social roles females an.

aggregate rate difference could be ex

[atistical Analysis

ant association between the absenteeism rate and the .
bdservice employees in the health care systems:

children at home, with elderly families at home,

 Employees Demographic Variables

that the employee absenteeism rate was

yciated with the percentages of males, and Blacks,
ice department. Absenteeism rate was associated
c workers. When there were less than 50% male
enteeism rate was as low as 5% or less. As the

to 50% and more, the absenteeism rate rose to
congruent with many reports in the literature

r to absenteeism (e.g. Hackett and Guion, 1985;
as supported by Hedge’s (1973), McClellan (1990),
lies.

omen was usually higher than for men due to the
d males play. Hedges (1973) postulated that this

plained in part by job factors which are frequently




associated with gender. For example,
women are more likely to be employe
Hedges contended that as employmen
became more similar, their patterns o
(1973) found that when job level was

rates narrowed.

CHI-SQUARE DETERMIN
BETWEEN MONT}E
EMPLOYEES’ ¢
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the lower paying and less skilled jobs in which

d are associated with higher rates of absenteeism.
t conditions and cultural roles of men and women
F absenteeism will be similar as well. Hedges

held constant, the gender differences in absenteeism

TABLE VII

ATIONS INDICATING ASSOCIATIONS
JL'Y ABSENTEEISM RATE AND
GENDER* AND ETHNICITY*

Employees’ Gender Emplovees’ Ethnicity
Monthly Absenteeism Rate Male Black White
df 4 6 6
X 11.93 15.24 12.80
p 0.018 0.018 0.046

*Only listed the variables at p<0.05

McClellan (1990) examined t}
behavior in a research éetting where n
The study confirmed that women take
but that the actual number of occurrer
greater. When asked to give the reas

likely to report a major illness, and a

he differences believed to be related to absenteeism
nen and wémen held jobs at the same pay levels.

> a significantly higher number of days off than men |
ices of women’s absenteeism is not significantly

n for their most recent absences, women were more

sick child than men. Men, however, are more likely




to be absent because of childcare prok

As a matter of fact, role conflict, num

important factors in explaining levels
Wharton and Baron’s (1987)
desegregation énd found an impact of
work settings reported significantly l¢
more job-related depression than mer;
This evidence can explain the higher
increasing number of diverse labor fo
The present study also found
working in the foodservice departmet
VII). As the percentage of Black wo
increase in the absenteeism rate. The
work place, the absenteeism rate decr
research conducted by Zwerling and
in job dismissals in a federal governn
likely to be in high absenteeism categ
did not appear to account for Black’s
Based on the above analysis,
When considering the impact of othe;
home, age range and other races of er

hypothesis H,
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blems, and for sporting or other leisure activities.
ber of dependents and job involvement are

of absenteeism for both men and women.

study investigated the effect of occupational gender
Fincreasing diversity on the majority. Men in mixed
ower job-related satisfaction and self-esteem and

) in either male- or female-dominated work settings.
absenteeism am.ong male employees, as an

rce is hired in the foodservice department.

that the increasing number of Black employees

nt was related to a growing absenteeism rate (Table
rkers increased, there was a significant (p=0.018)
reverse is true when there were more Whites in the
eased (Table VII). These results are contrary to the
Silver (1992), who examined the racial differential
nent workplace. Black postal employees were less
yories than White employees, hoWever, absenteeism
greater likelihood of being fired.

the researcher rejected null hypothesis H, in part.

r demographic variables, such as, dependents at

nployees, the researcher failed to reject null




Testing of H,

H, - There will be no significe
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ant association between the absenteeism rate and the

selected institutional variables of foodservice employees in the health care systems:

employment status, and average distance traveled to facility.

Absenteeism Rate by Employees’ Institutional Variables

No significant associations were found between monthly absenteeism rate and the

part-time or full-time status of the foodserivce employees, and the distance they travel

from home to the work place. The res

hypothesis H,

Testing H;.

searcher, therefore, failed to reject the null

H; - There will be no significant association between the 1994 turnover rate and

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

1994 ‘Turnover Rate b

The 1994 turnover rate of the

y Employees Demographic Variables

hospital foodserivce departments was found

significantly associated with employees’ marital status, having preschool children at

home, and age range (Table VIII). The 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 rate also increased. The researcher, therefore,




rejected the null hypothesis H; in part
other variables of employees demogra
with elderly at home, and ethnicity, sc
H;in part.

Obviously, people who are no
have higher mobility (and less stabilit

career plans, the individual will easily

119

. There were no significant associations between
iphic background with turnover rate, such as gender,

) the researcher failed to reject the null hypothesis

t married and able to support his/her own life style
v). When the job cannot fulfill his/her needs or

- leave the workplace and find a better one in

another place if there was no other family responsibility other than self. Perhaps, on one

hand, these employees are very young

children have grown up and left home

r who have not had children yet, or older, whose

:, and they may also be satisfied on their current

jobs. On the other hand, individuals who are single are also mobile and can raise the

turnover rates.

CHI-SQUARE DETERMINATIO
1994 TURNOVER RATE A
HAVING DEPENDEN

TABLE VIII

NS INDICATING ASSOCIATIONS BETWEEN
ND EMPLOYEES” MARITAL STATUS*,
[T AT HOME*, AND AGE RANGE*

Marital Status Dependent At Home Age Range
1994 Turnover Single Preschool Children <20 >60
df 6 6 9 6
X 16.91 19.21 22.47 15.81
p 0.010 0.004 0.007 0.015

*Only listed the variables at p<0.05




'Employees under 20 may alsd lack career vision and stability. They only need to

work for a period of time to earn for their tuition, or to obtain some work experiences. It

is easy for them to leave a job when they think they have learned enough or the job is too

hard or not challenging enough. They also choose to leave the job when they are

confronted with problems of interpersonal relationships, or varying schedules.

* Older workers are the population who will soon retire, and may decide to quit

earlier and enjoy his/her life. They may also tend to have more disability on the job, or

become severely ill and unable to work. These are all possible reasons to explain that the

presence of older workers is related to a higher turnover rate among employees.

H, - There will be no significz

selected institutional variables of foodservice employees in the health care systems.

int association between the turnover rate and the

1994 Turnover Rate by Employees’ Institutional Variables

One of the employee’s institutional variables, the travel distance to facility, was

found to be signiﬁcanﬂy related (p<Q
department in the past year (Table IX
hypothesis H, in part. When conside

employment status, however, the rese

.05) to the turnover rate in the foodservice

). Therefore, the researcher rejected the null

zarcher failed to reject H,.

ring the other employee’s institutional variable of



TABLE IX

CHI-SQUARE DETERMINATIONS INDICATING ASSOCIATIONS
BETWEEN THE 1994 TURNOVER RATE AND THE
DISTANCE TRAVELED TO THE FACILITY

1994 Turnover Rate

Travel Distance to Facility

e’

12.90
0.045

Based on the result reported in the Chi-square cross-table (Appendix H), long

distance traveled (>20 miles) was found associated with zero turnover rate. The rate,

however, increased as employees travieled less than 20 miles to work. One explanation

may be that employees driving more than 20 miles to work are those living in the rural

areas or in the suburbs. It is more difficult for them to find and change to another job

opportunity because of where they livie, or because of availability of public transportation,

hence, they may stay on the current jabs. Another explanation was offered by Taylor and

Pocock (1972) that employees who ¢

ymmute a long distance are paid more and are more

committed to their jobs. They concluded a positive association between commuting and

absenteeism for number of absence spells, but not length of absences.




Testing of H.:

H; - There will be no significant association between the selected demographic
variables of foodservice employeés and the perceived reasons of absence: personal
illness, family/friends illness, job stress, funeral, physical fatigue, emotional problems.
frustrated with work, too little time off, jury duty, doctor’s/dental appointment, mental
health day, bad weather, unhappy with supervisor, overworked, parent/teacher
conference, misread time sheet, hangover, unhappy with co-workers, transportation ‘
problem, family aptivity/reunion, repair work at home, and just doesn’t want to work.

Employees Demographic Variables by Reasons for Absence

Table X showed the associations between employees’ demographic and
institutional variables and the reasons for not coming to work. The study results
indicated that there were significant jssociations (p<0.05) between all reasons for absence
and employees’ demographic variables, except gender: marital status, having dependents

at home, ethnicity, and age range. Thus, the researcher rejected the null hypothesis Hy
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TABLE X
THE ASSOCIATIONS  BETWEEN’ THE DEMOGRAPHIC AND INSTITUTIONAL
VARIABLES OF FOODSERIVCE EMPLOYEES AND THEIR
REASONS FOR ABSENCE
Employees’ Variables Absence Reasons p
Demographic Variables
Marital Status:
Single Employees Personal illness 0.020
" Dependents At Home: | T
' Jury duty 0.001
Employees with preschool Parent/Teacher conference 0.003
children at home Transportation problem 0.000
Family activity/reunion 0.003
T Funeral T T 0.015
Emotional problems 0.003
Frustrated with work 0.001
Too little time off 0.018
Employees with elderly Doctor’s/Dental appts. 0.010
at home Unhappy with supervisor 0.000
Overworked 0.001
Parent/Teacher conference 0.011
Hangover 0.007
Unhappy with co-workers 0.001
‘ Repair work at home 0.016
* Ethnicity=: | T
Overworked 0.020
Black Employees Transportation problem 0.012
Family activity/reunion 0.001
- White Employees | Transportation problem*** 0.019 ~
Personal illness : 0.045
Emotional problem 0.029
Hispanic Employees Frustrated with work . 0.012
Bad weather 0.000
Unhappy with supervisor 0.002
* Only listed those at p<0.05
** There was no significant association between “Asian” and all the absence reasons.
*** The cross-table of Chi-square analysis showed a negative association between these two variables.




TABLE X (continued)
Employees’ Variables Absence Reasons p
Ethnicity**:
Native American Employees Bad weather 0.014
Hangover 0.008
Demographic Variables
Age Range:
Hangover 0.001
Younger than 20 years old Job stress 0.026
, Emotional problem 0.005
o Agebetween 21-40 yearsold ~ Emotional problems — 0.005 _
Funeral 0.013
Older than 60 years old Emotional problems 0.015
~ Family activity/reunion 0.034
Repair work at home 0.010
Institutional Variable’ | T
Distance to Workplace Transportation problem 0.004
Bad weather 0.008
Family activity/reunion 0.022

* Only listed those at p<0.05
** There was no significant association betyween “Asian” and all the absence reasons.

*** The cross-table of Chi-square analysis showed a negative association between these two variables.
# There was no significant association between “employment status” and all the absence reasons.




wh

The marital status (being single) and Hispanic backgrounds of the employees

were found to be significantly associated with personal illness. The cross-table

(Appendix H) showed that when the

personal illness as a reason for absen

Employees with young childr,

number of single Hispanic employees increased,
ce was used more frequently.

en at home had a higher possibility to be absent for

serving in the jury. These employees sometimes had to, without a doubt, be excused for

attending parent/ teacher conferences or arranging family activity/reunion. Moreover,

transportation was another problem causing their absences once in a while. As McClellan

(1990) mentioned, when the car broke down and the children did not have a ride to the

day care center, the parent-employee

might need to call in absent and stay at home with

their young children. Providing public transportation and an on-site child care center

could eliminate this problem.

Having elderly relatives at home was a variable associated with most of the

reasons for absence. The absence of
problems, doctor’s or dental appointi
related factors, however, such as wor
unhappy relationships ‘with supervisg
the job, also made these employees t

Ethnicity was another variabl
reasons for absence. It is noticeable
work place, the absenteeism caused t

This situation was reverse where the

this group of employees include: funeral, emotional
ments, hangover, énd repair work at home. Job-

k frustration, too little time off, overworked,

r or co-workers, and some emotional problems on

0 take more time off.

e found significantly associated (p<0.05) with many
that, as the percentage of Whites increased in the

by transportation problem significantly decreased.

re were more Blacks employed in the dietary




department. Black employees also fa
attending a family activity.

Hispanic and Native America
Personal illness and emotional proble
to be absent from work once in a whi
work or have conflicts with the super
work to relieve their anxieties and fn
tended to be absent dufing bad weath
transportation availability and where

Finally, the foodservice direc1
more absenteeism due to hangover.
Pocock’s (1982) conclusion that Cau
Asians and West Indians report the g
the causes for absénces among these

When employees were confro
come to work. It is significant that tk
workers ét different age level, except
employees (under 20 years old) also ¢
caused them not to work on time. Th
severe when more young workers we

The mechanism by which org

alcohol misuse and attitudes toward ¢

iled to show up because of feeling overworked or

n employees used different reasons for being absent.
ms at the personal level caused Hispanic employees
le. In addition, when Hispanics felt frustrated with
visor, they tended to take a break from the scheduled
strations. Moreover, both of these minority groups
er conditions. This may, however, be related to

they actually live.

or perceived that Native American workers had

These findings were consistent with Baker and

casians report the fewest number of absences, while
reatest. Baker and Pocock, however, did not identify
diversed workforce.

nted with emotional problems, they tended not to

1is situation happened in the facility which had

thoée who were between 41 to 60 years. Young
experienced job stress and alcohol abuse which

e absenteeism gaused by hangover became more

re hired in the department.

anizational and job characteristics may affect

lcohol by employées is through their contribution to




feelings of self-estrangement and poy
Markowitz, 1987). The younger emp
student and working part-time as a di
sense of personal fulfillment, or bore
for him/her. Or, he/she perceives a d
These organizational and job aspects

problem for younger employees.

Testing of H,:

Hg - There will be no signific
variables of foodservice employees &
Employees’ Institutio

Distance to the workplace wa
reasons for absence: transportation p
(Table X). Thus, the researcher rejec
significant evidence to‘ support that tl
reasons for absence, therefore, the re
Employees who traveled less
aforementioned reasons for being ab
miles. The data analysis indicated th

usually caused those who lived near

verlessness (Levy, Reichman, and Herrington, 1979;
loyee, in the present study, is more likely still a
etary aid. Presumably, he/she works with a lack of
dom on the job which does not hold intrinsic value
eficiency in the amount of control over the job.

facilitate the onset or continuance of an alcohol

ant association between the selected institutional
nd the perceived reasons of abéence.

nal Variables By Reasons for Absence

s significantly associated (p<0.05) with three of the
roblem, bad weather, and family activity/reunion
ted the null hypothesis Hg in part. There was no
he status of employment was related to any of the
search failed to reject Hg in part.

than 20 miles to work used these three

sent much more than those who traveled 25 or 30
at bad weather, such as heavy snow or flooding,

the facility to be unable to take local roads to work.




Transportation problem, on one hand| could also be the car’s breaking down because of

severe weather conditions. On the other 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 miles were absent from work because of family

activities. Probably, they could easily leave and get back to work after the activity

because they lived close to the hospitals.

This finding is supported by Isambert-Jamati’s (1962) research which indicated

that there might be an interaction between distance to work and gender. Isambert-Jamati

(1962) found a positive relationship between distance to work and absenteeism rates for

women but not for men. It was theorized that women who drive long distances to work

were more likely to be absent because of fatigue associated with a full work day, child

care and home responsibilities and the long commute. Furthermore, when car problems

do occur, women may be more likely

Finally, women who are single heads

to sacrifice work attendance than their husbands.

of household are likely to have less disposable

income than men and may not be able to afford the same quality of transportation as men

could.




Testing of H,:

H, - There will be no signific
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ant association between the perceived reasons for

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

systems: age, highest degree attained
registratioh.
Dietitians Demographic V3
Young and middle-age dietiti
above 60 years old, while older dietit
Young dietitians also experienced tin
due to bad weather.
Dietitians with management ¢

a reason for absence while those with

. major, and route to ADA full membership/

riables by Employees Reasons for Absence
ans had more employees call in sick than did those
ian’s employees were absént for funerals more often.

ne lost for production because of employee absence

br administration background identified job stress as

1 other backgrounds did not (Table XI). Therefore,

the researcher rejected the null hypothesis H,. No significant associations were found

among the dietitian’s highest educati
the employee’s reasons for absence,
The researcher was not exped
Shaklin, and Gorman (1987) showed!
personnel management competencies
researcher expected that dietitians wi
explore a significant amount of job-r|

management background. The reaso

onal degree and route to ADA full membership, and
hence, the researcher failed to reject H, in part.

ting this result. Studies conducted by Yates,

that health care administrators rated most of the

5 as véry important to foodservice directors. The

th management or administration background should
elated absence reasons more than those without

n could be that a half of the study sample have been




TABLE XI

THE ASSOCIATIONS™ BETWEEN THE DIETITIANS' DEMOGRAPHIC
AND INSTITUTIONAL VARIABLES AND EMPLOYEES'
REASONS FOR ABSENCE

Dietitians' Variables Employees Absenteeism Reasons p

Demographic Variables**

Age Personal illness (major, minor) 0.003

Funeral 0.002

Bad weather 0.035

Major Job stress 0.004
Institutional Variables

Job title Funeral 0.000

Number of years in  Jury duyty 0.011

current position Repairjwork at home 0.025

Size of facility Emotional problem 0.020

: - Misread time sheet 0.000

Number of employees Job stress 0.006

under supervision Emotional problem 0.000

Frustrated with work 0.000

Jury duty 0.025

Mental health day 0.008

Unhappy with co-workers 0.004

Hangover 0.003

Misread time sheet 0.002

Parental/teacher conference 0.000

Overworked 0.001

Unhappy with supervisor 0.001

Family activity/reunion 0.013

Repair work at home 0.003

*Only listed those at p<0.05
**There was no significant association betwgen dietitians' gender, highest degree attained, and route to
ADA membership and employees' absenteeism reasons.

***There was no significant association between dietitians' number of years employed in the dietetic
profession and location of facility, and employees’ absenteeism reasons.




trained primarily in undergraduate generalist programs which emphasized more on the

foundations and applications of nutrit

various facets of management (Fruin,

Testing of Ha:

Hg - There will be no significa
absence and the selected institutional
systems: job title, number of years en
in current position, size of facility, loc
supervision.

Dietitians Institutional Var

The researcher rejected null hy
dietitians' institutional factors were si

employees’ reasons for absence. The

on, and gave much less concentration on the

1983).

nt association between the perceived reasons for
variables of management dietitians in health care
iployed in the dietetic profession, number of years

ation of facility, and number of employees under

ables by Employees Reasons for Absence
ypothesis Hy because the results indicated that
gnificantly associated (p<0.05) with perceived

respondents whose positions were in upper-level

and lower-level management, and cligical area reported that their employees tended to

take the day off for funerals. ‘Those W

employees who, occasionally, would

yith more than 11 years in their current jobs had

serve the jury or stay at home for repair work. The

respondents also reported that, working in a mid-sized facility, they usually have

employees who are absent because of]

The results also showed that whether

emotional problems or misreading the time sheet.

the respondents supervised a large or small group of




employees had a significant impact o
absence (Table XI).

Interestingly, all the cross-tab
significance (p<0.05) revealed that, a
perceived a more varied reason for at
tended to be absent due to most of ths
personal ones. Porter and Steers (197
increase in size could result in lowér
poorer communications. Such results
expectations, resulting in increased d
to withdraw. We would expect such
than to white-collar employees since,)
autonomy in their jobs and are usuall

to intrinsic rewards” (p. 159).

Testing of H,:

Hy - There will be no signific:
variables of foodservice employees a
meals, child care center, elderly care
salary raise, monetary compensation

tuition break, availability of public tr

93]
]

n most of the reasons which employees used for

les (Appendix H) which showed a statistical

s the size of the work group increased, the dietitians
sence. Personnel employed in large institutions

> job-related and organizational reasons, rather than
’3) offered the following explanation: “For example,
group cohesiveness, higher task specialization, and
could make it more difficult to fulfill one’s -
ssatisfaction that would lead to increased tendencies
an explanation to be more applicable to blue-collar
on the whole, white-collar employees have more

y in a better position to discover alternative avenues

ant association between the selected demographic
nd the incentives: flexible work schedule, free
center, non-monetary compensation for no absence,
for no absence, job sharing, on-the-job training,

ansportation, self-management training, job rotation,




ombudsman/personal counselor, prev
eliminate work hazards, continuing e
socialization, group betting pool, and

a) currently using, b) found helpful in

(V5]

entive health programs, bonus/gainsharing,
lucation, job redesign, fair treatment, cultural
workgroups which the respondents were either:

the past, or ¢) would like to implement.

Employees' Demographic Variables by Perceived Incentives

The Chi-square analysis indic
of the 23 incentives that were current
different demographic variables of en
the incentives listed in the study wersg
absenteeism, hence, the respondents ¢
which have not been widely used in t
rejected the null hypothesis H,.

Management dietitians indica
more effective included flextime, mo
continuing education, and rotating the
transportation if available. The surve
tuition break were helpful in increasii
group of individuals need more time,

lives and careers.

ated a significant association (p<0.05) between most
ly being used to motivate employees to work with
aployees in the foodservice department. A few of
found helpful in minimizing employee

xpressed that they would like to implement others

heir workplaces (Table XII). Thus, the researcher

ted that for single employees, incentives which were
netary rewards, preventive health programs and

:ir jobs. They would like to implement public

y results also proved that personal counselor and

1g single employees’ attendance. Perhaps, this

financial source, and advice to plan and fulfill their




TABLE XII

THE ASSOCIATIONS  BETWEEN THE DEMOGRAPHIC AND

INSTITUTIONAL

VARIABLES OF FOODSERVICE

EMPLOYEES AND PERCEIVED INCENTIVES

p**
Employees' Perceived
Variables Incentiyes cu™” FHP™"  wLI™”
Demographic Variables
Gender: :
Male Available public transportation 0.006 0.014
Marital Status:
Single Flexible work schedule 0.001
Monetary compensation 0.034
Job rotation 0.004
Preventive health programs  0.001
Continuing edication 0.035
Tuition break 0.044
Ombudsman/personal
counselor 0.008
Available public transportation 0.009
Dependents At Home:
With preschool - Bonus/gainsharing 0.007
children at home Fair treatment 0.039
Tuition break 0.038
With elderly Child daycare center 0.035
at home Non-monetary,compensation  0.026
Available public transportation 0.011 0.003
Cultural socialization 0.020
Preventive health programs 0.013 0.004
Continuing education 0.047




—
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TABLE XII (continued)
p**
Employees' Perceived
Variables Incentives cu™ FHP™"  WLIT
Ethnicity:
Black Non-monetary| compensation  0.027
employees  Job sharing 0.043
Available public transportation 0.000 0.005 0.003
Hispanic Available public transportation 0.044
employees  Bonus/gainsharing 0.017
Continuing education 0.023
Fair treatment 0.031
White Non-monetary compensation 0.018
employees On-the-job training ' 0.024
Available public transportation 0.000 0.001
Self-management training 0.018
Bonus/gainsharing 0.031 0.013 0.020
Asian On-the-job training 0.020 0.023
employees Available public transportation 0.001 0.002
Preventive health programs 0.000
Fair treatment 0.013
Tuition break 0.008
Continuing education 0.001
Eliminate work hazards 0.020
Native American Monetary compensation 0.032
employees Free meals 0.024
Age Range:
Younger than 20  Free meals 0.048
years old Preventive health programs 0.009 0.022
Bonus/gainsharing 0.028
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TABLE XII (continued)
p**
Employees' Perceived - ”~ -
Variables Incentives CU FHP WLI
Between 21-40 Monetary comFensation - 0.026
years old Bonus/gainsharing 0.036
Non-monetary|compensation 0.024
Cultural socialization 0.031
Between 41-60 Available public transportation 0.025 0.033
years old Eliminate work hazards 0.027
Group betting pool 0.009 0.019
Workgroups 0.021
Tuition break 0.034
Older than 60 Preventive health programs ~ 0.019
years old Flexible work schedule 0.000
Salary raise 0.007
Institutional Variables
Employment Status: _ ,
Full-time Preventive health programs  0.014 0.035
employees ~ Tuition break 0.006
Distance to workplace:
Non-monetary compensation 0.041
On-the-job training 0.032
Self-management training 0.012
Continuing education 0.047

*Only listed those at p < 0.05
**Those without p values were not significa

***CU=Currently Using; FHP=Found Helpful in the Past; WLI=Would Like to Implement.

ntly associated.




The management dietitian adz
childcare services, public transportati
employees with dependents at home.
and importance of public trénsportati
decreasing the absences among paren
Pollak, Peritz, and Steif, 1985; Taylo
treatment, public transportation, and
these employees' regulér attendance 1
implement tuition break and continui
they can receive promotion with adva
retention of skilled staff in hospitals ¢

As the workforce diversity in
managers applied not only bonus/gait
compensation, and preventive health
characteristics and employees ability
management training. Moreover, put
Were found very important to enhanc
previous residence and start making ¢

transportation and bonus/gainsharing

ninistered monetary or non-monetary bonus,
on, and cultural socialization as incentives for

A number of research have shown the effectiveness
on and employer-sponsored childcare services in
t-employees (e.g. Leigh, 1991; Pines, Skulkao,
r and Pocock, 1972; Travnichek, 1990). Fair
preventive health programs were found beneficial to
n the present study. It may be also useful to
ng education for these employees, not only because
inced education, for there is also the need for
Adolf, 1988; Auerbach, 1988).
creased, the present‘study found that foodservice
nsharing, public transportation, non-monetary
programs, but also more techniques to improve job
such as job sharing, on-the-job training, and self-
vlic transportation, bonus, and monetary rewards
e the job satisfaction for these workers who left their
1 living in a different culture. Finally, besides public

, the management dietitians also believed that free

meals and fair treatment, and the elimination of work hazards for the diverse employees

were effective incentives to use. The

management dietitian were also more likely to




provide flexible time and financial ai
education for better performance on t

Management dietitians emphad
and monetary compensation) for the
preventive health programs and bonu
younger people's attendance. Other d
and non-monetary compensation for

Public transportation and prev

hazards, were chosen by the responds

and older. Different from the younge

regular attendance when the managen

workgroups such as self-directed tear
would most likely use other betting g

raise to improve the job satisfaction f

Testing of H,,:

Hj, - There will be no signific

variables of foodservice employees al

d to the workers who wish to obtain further

he job.

isized rewarding incentives (e.g. free meals, bonus,
workers under 40 years. The dietitians found that
s/gainsharing were also helpful to encourage
ietitians would like to provide cultural socialization
no absence for personnel between ages 21-40.
rentive health programs, as well as eliminating work
nts as incentives for foodservice workers 40 years

r group, middle-aged and older workers maintained
nent provided group betting pool or established

ns. Moreover, the results indicated that dietitians
ames, tuition break, flexible schedules, or salary

or these employees.

ant association between the selected institutional

nd the perceived incentives which the respondents

were either: a) currently using, b) found helpful in the past, or ¢) would like to

implement.




Employees' Institutional Variables by Perceived Incentives

The survey results showed that two of the employees' institutional variables:
employment status and distance to work were significantly associated (p<0.05) with some
of the incentives which would be used to reduce absenteeism (Table XII). Again, the
researcher rejected the null hypothesis H,,,.

Management dietitians used the preventive health program and found it helpful to
improve the attendance when there were 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 stable attendance. This finding matched the profile
characteristics of foodservice emp103j ees indicated by Rice-Ratcliff (1990). Part-time
workers tended to be younger, and have less work experience and less tenure on the job,
and they may be students in school. (Once hired, tuition break becomes the very effective
incentive to support the academic study 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 miles), middle (11 to 20 miles), and long (more than 20
miles) distances. The research findings showed that dietitians provided on-the-job
training to those traveling for a short! distance; self-management training to those
traveling long distances; and non-monetary compensation for no absence to both groups.
Continuing education was another effective incentive for the employees who traveled the

least number of miles to work.




Comparing with the profile ch
by Rice-Ratcliff (1990), employees i1
miles) are more likely to be part time
are full time. Part-time employees sh
develop the skills needed in the positi
through participation, counseling, ang

(=20 years), have been out of school
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aracteristics of foodservice employees as reported
1 the present study who live close to the hospital (8
while those living about 25 miles from the facility
ould have adequate training and more education to
on so that they will grow within the company

i rewards. Full-time employees tend to be older

for a long time with at least a high school education,

and have more job experiences. Their absenteeism usually is caused by reasons rather

than illness or hospitalization. Self-n
perceived self-efficacy and outcome ¢

be unable to cope with relevant envir

Testing of H;;:

H;; - There will be no signifi
variables of the management dietitian
either: a) currently using, b) found he

the future.

1anagement training can teach them to improve
expectancies, because they may judge themselves to

onmental demands.

cant association between the selected demographic
s and the incentives which the respondents were

Ipful in the past, or ¢) would like to implement in
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Dietitians' Demographic Variables by Perceived Incentives

Except for gender, the results

were significantly associated (p<0.05

found that the respondents’ demographic variables

with some of the perceived incentives (Table

XI11),therefore, the researcher rejected the null hypothesis H;;. The management

dietitians, under 60 years of age provided preventive health programs in their facilities.

This finding is consistent with the opinion of the former ADA president, Marilyn

Haschke (1983). Regardless of their
cost of health care will increase their

care costs. Support of employers for

age, employers who pay a major amount of the total
demands and use their power to help control health

employee health promotions will continue through

the increasing numbers of wellness piograms in the workplace.

The dietitians with bachelor’s

their employees’ job satisfaction and

compensation for no absence in the fi

non-monetary compensation for no al

incentives.

The management dietitians w
or business management noticed that
attendance. Some of those who majo
believe that the availability of public

Moreover, the dietitians who joined t

degrees said that they used free meals to improve
would like to implement non-monetary
iture. Those with advanced degrees indicated that

vsence and workgroup building were effective

th the background of the institutional administration
bonus and gainsharing were helpful to employee
red in food, nutrition, and/or dietetics said that they
transportation would reduce employee absenteeism.

he ADA as full members through AP4 or Internship
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TABLE XIII
THE ASSOCIATIONS* BETWEEN THE DEMOGRAPHIC AND
INSTITUTIONAL VARIABLES OF THE MANAGEMENT
DIETITIANS AND THE PERCEIVED INCENTIVES
p**
Dietitians' Perceived - o -
Variables Incentives CU FHP WLI
Demographic Variables
Age range Preventive health programs  0.007
Highest degree
attained Free meals 0.044
Non-monetary compensation  0.022 0.048
Workgroups 0.005
Major Bonus/gainsharing 0.022
f Public transportation 0.033
Route to ADA
membership or
_Tegistration _ Salayraise | (¢ 0023 ____ 0.006
Institutional Variables
Job title Ombudsman/personal counselor 0.049
Preventive health programs  0.000
Continuing education 0.011
Job redesign 0.038
Group betting|pool 0.024
Childcare center 0.012
Number of years
employed in the
dietetic profession  Group betting|pool 0.020
Job rotation 0.050
Eliminate work hazards 0.024
Fair treatment 0.008
Childcare center 0.006
Monetary compensation 0.003




TABLE XIII (continued)

p**
Dietitians' Perceived
Variables Incentives cu™’ FHP™ WLI
Number of years in
current position Job redesign 0.049
Self-management team 0.016
Bonus/gainsharing 0.031
Size of facility Flexible work schedule 0.002 0.033
Free meals 0.000
Job sharing 0.025
Continuing education 0.042
Fair treatment 0.028
Cultural socialization 0.046
Location of facility Public transportation 0.000 0.001
Job rotation 0.015
Number of employees
the dietitian supervised
Flexible work schedule 0.020 0.009
Free meals 0.015
Childcare center 0.023
Preventive health programs 0.012
Fair treatment 0.040

*Only listed those at p < 0.05
**Those without p values were not signiﬁcallltly associated.

***CU=Currently Using; FHP=Found Helpfjul in the Past; WLI=Would Like to Implement.
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perceivéd salary raise as helpful to encourage attendance, while those through other

routes (e.g. CUP, or Traineeship) would like to implement this incentive in their

workplaces in the future.

Testing of Hy:

H;, - There will be no signifi
variables of the management dietitian
respondents were either: a) currently
to implement in the future.

Dietitians' Institution;

The researcher rejected the nu
institutional variables were found to &
of the incentives (Table XIII). Dietiti
upper-level management (e.g. chief, g
multiunit); lower-level management
manager, or administrative dietitian);
public health or education). Foodsery
area emphasized personal counselor g
life. They also provided opportunitie
employees. They were interested in ¢

managers of clinical nutrition service

cant association between the selected institutional
s and the perceived incentives which the

using, b) found helpful in the past, or c) would like

al Variables by Perceived Incentives

11 hypothesis H;, because all the dietitian’s

»e significantly associated (p<0.05) with a number
ans' job titles could be identified in four groups:
lirector, or manager of the departmeﬁt or of the
e.g. assistant or - associate director, operational

in clinical area; and others (e.g. in consultation,
rice directors in the upper level and in the clinical
nd health programs for employees' quality of work
s for continuing education and job redesign to their
loing childcare center in their facilities, while the

5 were not. As to the managers in the lower levels,




group betting pool was the incentive that they would like to use to make the job more

attractive for employees.

Dietitians who entered this pr

bfession more than 25 years ago would improve

employee attendance with lottery or betting on ball games. They, along with dietitians

whose experiences were less than 15

years, not only perceived job rotation, fewer work

hazards, and fair treatment as important to employees job satisfaction, but also hoped to

provide childcare service in the near 1
to 30 years indicated a likelihood to g

Foodservice directors working
redesigned employees' jobs to improy

among employees or sharing bonus W

future. Those with professional experience from 26
ive monetary compensation for no absence.

y more than 11 years in their current positions

e job satisfaction. Building self-management teams

vith them were helpful to minimize absenteeism

when the dietitian newly started a managerial position.

The results showed that small
more efficient for foodservice directo
schedule, job sharing, and continuing
schedule could be effective in mid-siz
employees in the organizations of eitl
incentive. For the dietitians working
education and fair treatment were the
in the future.

Management dietitians whose

constantly rotated the employees' job

-sized health care institutions (<300 beds) were

rs to accommodate employees with flexible
education to minimize absenteeism, while flexible
zed facilities (between 300 to 800). In contrast,

her small or large sizes received free meals as an
in medium to large sized facilities, continuing

two likely incentives they would like to implement

workplaces were in rural areas said that they

s to make their work life more challenging and




meaningful. For the foodservice emp
public transportation did help employ

The respondents who supervis
free meals, while those with more tha
with the absenteeism problem. Again
workgroups up to 90 employees, and
they plan to implement preventive he

attendance.

Testing of H,.:

H;; - There will be no signiﬁbc
rate and 1994 turnover rate of foodser
Turne
The Chi-square analysis indic
(p=0.22) between the absenteeism rat
health care systems. Thus, the resear
result was consistent with Porter and
the relationships between turnover an
More specifically, absenteeism differ:
consequences associated with absente
associated with turnover; 2) absenteej

easy decision, whereas turnover is tyg
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loyees working in urban areas, the availability of
ees maintain good attendance.

ed less than 60 employees practiced flextime and
n 90 employees provided childcare service to cope
, flexible schedule was found helpful among the
the directors of these groups further indicated that

alth programs and fair treatment to encourage higher

ant association between the monthly absenteeism
vice employees in health care systems.

ver by Absenteeism

ated that there was no significant association

e and turnover rate of the foodservice personnel in
cher failed to reject the null hypothesis H‘3~ This
Steers’s review (1973) that, of the 22 studies testing
d absenteeism, only 6 were found to be significant.
5 from turnover in three ways: 1) the negative

eism for the employee are usually less than those
sm is more likely to be a spontaneous and relatively

ically more carefully considered over time; and 3)
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absenteeism can be a substitute for turnover, especially if the labor market situation is

unfavorable for the individual (Porter
two types of withdrawal as they simu

environment.

Testing of H :

H,, - There will be no signific

rate and the reasons for absence.
Monthly Absentee
The study results found that n
significantly associated (p<0.05) witl
rejected the null hypothesis H,, based
to reject H;, for the rest of the 21 noz
went higher than 11%, the dietitians
from work for attending funerals. Th

that their employees only asked to att

and Steer, 1973). It is important to compare the

Itaneously relate to specific factors in the work

ant association between the monthly absenteeism

ism Rate By Reasons for Absence

1onthly absence rate of foodservice personnel was

1 attending funerals (Table XIV); thus, the researcher
on this one reason. The researcher, however, failed
1-associations. When the monthly absenteeism rate
1oticed that employees were more often excused

ose with the absenteeism rate under 10% reported

end funerals occasionally.
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TABLE XIV

THE ASSOCIATIONS* BETWEEN THE MONTHLY ABSENTEEISM
AND THE 1994 TURNOVER RATE OF FOODSERVICE

EMPLOYEES AND

THEIR REASONS FOR ABSENCE

Reasons for Absence p
Monthly Absenteeism Rate Funeral 0.005
1994 Turnover Rate Jury duty 0.000
Misread time sheet 0.010
Transportation problem 0.001
Repair work at home 0.017

Testing of H,:

H,;s - There will be no signifi

the reasons for absence.

cant association between the 1994 turnover rate and

1994 Turnover Rate By Reasons for Absence

The chi-square analysis revea
personnel was significantly associate

duty, misread time sheet, transpiratiq

led that the 1994 turnover rate of foodservice
d (p<0.05) with four of the absence reasons: jury

n problem, and repair work at home (Table XIV).

Based only on these four associations, the researcher rejected the null hypothesis H,;

partially. When 18 other association

reject the null thesis H.

s are considered, however, the researcher failed to
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The chi-square cross table (Appendix H) showed that these four reasons were

rarely used by employees for being absent as the turnover rate increased. In other words.

these four reasons did not have a significantly impact on the turnover rate.

Testing of H .

H,¢ - There will be no significant association between the absenteeism rate and

the incentives which the respondents

were either: a) currently using, b) found helpful in

the past, or ¢) would like to implement in the future.

Absenteeism Rate By Perceived Incentives

Six incentives that were currently being used by the respondents, namely flexible

schedule, free meal, non-monetary compensation, monetary compensation, availability of

public transportation, and ombudsma

(p<0.05) with the absenteeism rate (1

L
1

n/ personal counselor, were significantly associated

able XV). Only the incentive of non-monetary

compensation which was found helpful in the past and the elderly care center which

dietitians would like to implement were significantly related (p<0.05) with the

absenteeism rate. Therefore, the nul}

hypothesis H,, was rejected partially. When

considering the other non-associations were considered, the researcher failed to reject the

null hypothesis H,,




TABLE XV

THE ASSOCIATIONS BETWEEN’ THE MONTHLY ABSENTEEISM RATE AND
1994 TURNOVER RATE OF FOODSERIVCE EMPLOYEES AND THE
INCENTIVES PERCEIVED BY MANAGEMENT DIETITIANS

p**
Perceived Incentives
U FP” WL
Monthly Absenteeism Flexible work schedule 0.029
Rate Free meal 0.023
Non-monetary compensation 0.000 0.049
Monetary compensation 0.005
Auvailability of public
transportation 0.009
Ombudsman/personal
counselor 0.040
Elderly care center 0.016
1994 Turnover Rate  Freemeal 0.002 ~
Salary raise 0.039
Job rotation 0.005
- Preventive health programs 0.021

*QOnly listed those at p < 0.05
**Those without p values were not significantly associated.
***CU=Currently Using; FHP=Found Helpful in the Past; WLI=Would Like to Implement.




The respondents who current

ly provided flextime and non-monetary

compensation in their facilities reported a low absenteeism rate (<5%). They also found

that non-monetary compensation did

foodservice personnel, flexible work

help to control absence in the part. For the

schedule is of benefit not only to those who have

dependents at home, but also for those who are part-time workers or holding two jobs.

Most of the non-monetary compensa

bonus time off or extended vacation.

tions specified by the respondents (Appendix H) are

These incentives are usually employed, along with

monetary rewarding, in the organizational attendance policies or the absentee-control

program. The effectiveness of these

reported by Green (1989) and Marko

incentives on controlling absenteeism has been

wich (1989). In addition, personal recognition has a

powerful force for healing stressed attitudes and developing new management-employee

relationships. A well-planned recognition program is communication-based,

performance-focused, and empowered with symbolism. Motivation is more likely to

occur when a reward is personalized
invest in their jobs at about the same
employers (Stephenson, 1995; Wixo

While implementing free me:
and personal consultation in the food
experienced an absenteeism rate of 6
absenteeism level occurring in their

in implementing elderly care service

and announced to the public. Today’s workers will
rate they are recognized and appreciated by their

m, 1995).

als, monetary compensation, public transportation,
service institutions, the management dietitian still
%o and more per month. Regardless of the
nstitutions, all the respondents expressed an interest

to ease the work-family pressure for their




employees. This result reflects the fa

eldercare as a proactive response to th

Testing of H,.:

H,, - There will be no signific
the incentives which the respondents

the past, or c) would like to implemer

w
(39

ct that the management dietitian wants to institute

e undeniable demographic trends.

ant association between the 1994 turnover rate and

were either: a) currently using, b) found helpful in

1t in the future.

Turnover Rate By Perceived Incentives

The researcher failed to reject
showed that the incentives being used
the turnover rate. Some of the incent
performance according to the respond
would like to increase employee salar

reported a relatively low turnover rate

initiate preventive health activities to

H,, because no significant evidence (p<0.05)
currently or effective in the past had an impact on
ves, however, may indeed affect employee

ents. Dietitians managing turnover rates over 20%

y to boost their employee morale. Those who

(£10%) wanted to offer free meal, rotate jobs, and

improve their employees’ job satisfaction.




CHAPTER V

SUMMARY, RECOMMENDATIONS, AND IMPLICATIONS

The purpose of this study was
given by foodservice employees, and

dietitians to minimize the absenteeisr

Summary

to assess the prevailing reasons for absenteeism
the incentive factors perceived by management

n rate in the health care systems. The following

objectives were established to determine: the associations between the characteristics of

foodservice employees and perceived
absenteeism rate, and turnover rate; t
management dietitians and perceived
incentives, absenteeism rate, and turn
and turnover of the foodservice perso

were postulated. Survey questionnai

reasons for absence, perceived incentives,

he associations between the characteristics of
reasons for employees’ absence, perceived

over rate; and the relationship between absenteeism
nnel. As a result of these objectives, 17 hypotheses

res were sent to 987 randomly selected dietitian

members in the practice group of Management in Health Care Systems of the American

Dietetic Association (ADA).

The questionnaire had 4 secti

ons: general information of the dietitian; background

information of the foodservice personnel under the dietitian’s supervision; reasons for




absence used by the employees; and t

found helpful in the past, and would 1
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he relevant incentives that the dietitians were using,

ike to implement in the future. Data obtained from

228 questionnaires (23%) were analyzed using frequency, percentage, and Chi-square.

Characteristics of Respondents

The majority of the respondents were female, between the ages of 41 and 60,

completed at least a B.S. in the field ¢
full membership and registration statt
job titles was that of “Director” of the
respondents have been in the dietetic
positions no niore than 10 years. The

in an urban area.

Characteristics of Foodservice Empld

The employees under the dieti

without dependents at home. Almost

f food, nutrition, or dietetics, and obtained ADA
1s through Internship/AP4. Most of the dietitians’
department or the unit. More than 1/2 of the
profession for 16-25 years, and on their current

y supervised 30 employees or less in small facilities

yEES

tians’ supervision were mostly married, female,

all the dietitians reported that their employees were

ethnically diversed between the ages of 41 and 60, and employed full time. According to

over 1/3 of the dietitians, the monthly

below 5%, and the 1994 turnover rate

absenteeism rate in the foodservice department was

was between 1-10%. More than half of the




respondents stated that the average di:

workplace was under 10 miles.

Reasons for Absence Given by Foods

Health-related problems were
according to foodservice workers in h
that illness and family-related busines
employees not to attend work. Job-re

personal reasons.

Perceived Incentives to Reduce Empl

Management dietitians are cuy
workplaces which they found helpful
example, fair treatment, training and ¢
flextime, job content improvements, ¢
have been used effectively in the past
their workplaces. Furthermore, the re
other incentives which they believe m

These incentives were child or elderly

=9
o

4

wh
W

stance that their employees traveled to the

ervice Personnel

found to be the major reasons for being absent
ecalth care facilities. A number of dietitians reported
s were the most likely reasons that caused their

lated reasons were used less often than illness or

bvee Absenteeism

rently using most of the incentives in their

in the past in minimizing absenteeism. For

ducation with tuition break, health promotions,

ind team building were motivational tools which

were also the ones currently minimizing absence in

spondents indicated an interest in implementing

light be beneficial in their work environments.

/ care services, monetary and non-monetary




compensations, job sharing, as well a
ombudsman in the workplace for pers

Absenteeism in hospital foods

number of Black, male employees. T|

employees who were either younger

and traveling less than 10 miles to the

Hypotheses Testing

The associations between the
employee absenteeism and turnover v
significance was p<0.05. The researc
partially rejected or failed to reject H

failed to reject H,, and H;; (CHAPTE

R

The following recommendatic
1. To specify exactly which ni
studied to properly interpret the resul
frequency or the number of incidents

Providing a formula in the research 1y

s workgroup building, job redesign, and having an
onal consultation.

ervices was found to be positively associated with
urnover was significantly associated with the
<20) or older (>60), single, with children at home.

workplace.

characteristics of the dietitian’s employees and

vere shown in Tables VII, VIII, and IX. The level of
her fully rejected Hg, Hy, Hyo, Hy,, Hy», and Hyy;

, Hy, Hy, Hs, He, Hy, Hys5, Hyg, and H5; and fully

R IV).

ecommendations

ns are offered for future studies:

ieasure(s) and type(s) of absenteeism are being

ts. The measures of absenteeism include the

of absence, and the duration or length of absence.

istrument would be helpful to the respondents. Or.




the question can be simply modified as “ On the average, how many days (or hours,

times) did the employees miss during

2. To investigate absenteeism

the past 12 months?”

and impact of incentives on absenteeism by directly

surveying foodservice employees. Special attention should be given to the “meaning”

and “role” of absenteeism from the absentee’s perspective (Hackett, 1989; Johns and

Nicholson, 1982). It will be interesting to compare the dietitians’ perspectives regarding

reasons for absence and incentives to

minimize absenteeism with the perspectives of

foodservice employees. Similarities and/or differences may enrich the understanding of

why people fail to work as scheduled.

3. To provide incentives to maximize the response rate, as well as sending a

follow-up letter or telephone call to n

on-respondents.

4. Some of the respondents recommended that future research should examine the

potential moderating effects of union|

absenteeism and use of incentives.

and/or government presence on employee

Implications

The literature abounds with results of studies stating that organizations have a

problem with excessive absenteeism which costs them a tremendous amount of money.

Absenteeism represents a very difficult disruptive behavior to control, and is often

considered a critical problem that ne¢ds addressing by management.




The present study investigated
incentives from the management’s vig
implications are based on this study’s!

director and the human resource man:

| perceived reasons for employee absenteeism and
ew point in the foodservice area. The following
findings, and directed toward the foodservice

ager in the health care system.

1. Medical-related problems appear to be the major reason that foodservice

employees fail to attend work. A nun
“illness” could be a “vogue” used by
management dietitian should recogni:
“causes of absence” (Kelly, 1990). H
absenteeism control program implem

of worker discontent and minify them

nber of absenteeism studies have indicated that
employees to report or interpret their absence. The
ze the difference between “reasons for absence™ and
e/she should strengthen the incentives or any

ented in the facility to effectively locate the causes

or eliminate them entirely. In other words, when

the management dietitian deals with the real reasons why workers stay home, it becomes

unnecessary for them to look forord
(Levine, 1994).

2. Job-related reasons were rz
stress was found to be the top reason
The management dietitian needs to ki
internal environments are growing in
and transformation. The fear and unc
blue-collar employees, as well as the

specialized stress management interv

scern which illness or why illness was used

rely used by foodservice employees, however, job
used to explain absence behaviors in this category.
10w that the nationwide organizations and their
creasingly complex, such as mergers, reengineering,
ertainty that this level of activity generated among
resulting job loss, may trigger the need for

ention.
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3. Foodservice directors should not ignore the fact that “unhappy with

supervisor” was rarely used as a reasq
their jobs and are, therefore, less likel
attention must be given to this reason
real causes for worker discontent, Gel
3,000 workers in 18 factories and ask
five questions asked the employee’s &

b 14

company”’, “physical working conditi

n for absence. Workers may be fearful of losing
v to use this as a reason. On the contrary, special
based on Levine’s study (1994). To find out the
ne Levine Associates distributed questionnaires to

ed five questions relative to their employment. The

b1

ttitude toward “pay”, “overworked”, “image of the

ons”, and “the supervisor”. The answers to the five

questions were then analyzed based on /or compared with absentee records. The finding

clearly stated that 55% of the surveye
followed by 30% poor working condi
image. The employees who rated the
chance they could.

The best way for the managen
causes the absence is to talk over the
he/sh¢ returns (Levine, 1994). Delay|
impression that the dietitian hot only
dietitian may emphasize with the emj
him/her to work, yet impress upon th
maintain the communication with pu

line.

d employees rated their supervisors as poor,
tions, 9% overworked, 6% péy, and 5% company

Ir supervisors as very poor stayed home every

nent dietitian to identify whether poor supervision
reaéons for absence with the absentee as soon as

in discussing reasons for the absence may give the
accepts the absenteeism, but only condones it. The
vloyee relative to his/her difficulty which prevented
e worker, the problems fhe absence caused, and

ting their needs and sense of responsibility on the




4. Availability of public trans
used by the employers in institutions
employees with elderly at home. Thi
the employees' attendance, and many
for single, Black workers who have y
health programs were perceived as a
older, and full-time workers.

5. The management dietitian,
address the importance of child care g
of employees who are women, workir
research have shown that employer-st
amount of pressure, stress, competitia

organizational effectiveness. The ma

160

portation was one of the most popular incentives
that employed more male, diversed, middle to older
5 incentive was found helpful in the past to motivate
respondents would like to implement this incentive
oung children at home. Additionally, preventive

prevalent and helpful incentive for single, Asian,

as well as the health care administrator, should
ind elderly care services for the increasing number
1g parents, and single-parent families. Many
bonsored work-family balances can release a great
n for time for this type of employees, and increase

nagement of health care systems has to consider the

possibilities of such a positive plan and not automatically reject this type of control

measure because of the initial dollar ¢
methods of controlling this type of ab

6. The management dietitians
systems should pay a great attention ¢
As moving to the year 2020, the aver
corporation, the American governmes
around the world of the 1950’s and 1

society (Coates, 1987). This group o

yutput for the awards or other seemingly easier
senteeism.

and human resource managers of health care
o the population change and labor force dynamics.
age American will be 41 years old. The American
ht, most of the dominant institutions are framed
D60’s, instead of a geriatric, aging of middle-aged

f workers will increase the need for innovative
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compensation practices, new methods|of career development and better ways to maintain
employee motivation. Other important changes in the labor force will include dealing
with cultural differences, increased employment of older workers, the growing influence
*9/-of handicapped employees and the continued challénge of highly educated
individuals who are over-qualified for|the available job openings (Gutteridge, 1988).

7. The management dietitians and human resource managers of health care
systems should also recognize the change of employees’ work ethic. Since late 1980’s,
many experts have characterized the work force as being rather self-oriented, concerned
less with job security and monetary bgnefits. They are motivated more by psychic
rewards such as challenging work, personal growth, autonomy, respect, recognition and
opportunities for self-management. Additionally, the brganizational management would
have to deal with individuals who are [jobless or underemployed, while the supposed
disinterest in economic benefits and job 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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COLLEGE OF HUMAN ENVIRONMENTAL SCIENC

Oklahom State U

Dear Colleague:

As a management dietitian, you are
with organizational effectiveness, su

nwersity

ES

182

Department of Nutritional Sciences

Stiflwater, Okiahoma 74078-0337
425 Human Environmental Sciences
405-744-5040

<
-

May 25, 199

well aware that employee attendance is closely associated
ch as proficiency in food preparation and services,

maintenance of food safety conditions, cooperative work relationships, and other quality

dietetic services. In addition, the cor

trol of employvee absenteeism is a two-way responsibility

and prevention is the best cure. While employees are required to take actions as necessary to

meet reasonable attendance, manage;
prevent absenteeism and to create co
enclosed survey is to assess the relev
coming to work and the incentive fag
absenteeism rate. Your assistance in

We want to assure you that the resul

ment's responsibility is to address the underlving causes to
nditions conducive to desired attendance. Thus, the

ant reasons that foodservice employees would use for not
tors that you perceive as helpful to minimize the

completing the survey is highly appreciated.

ts will remain strictly confidential. We do not request

your name or any other identifying information on the survey and the only interest we have in
the data is in aggregate form. The survey will take you approximately 20-30 minutes to

complete.

Please finish the survey by June 1
envelop to return.- The survey resuit

g

, 1995, and use the enclosed self-addressed stamped
will be reported in MARKET-LINK and a manuscript

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 provide quality nutrition care, this study is critical.

Thank you for your time and interest
please call us at 1-(405)-744-8254.

%MA-— [ PN L/\:\_,
Yuan-an Liu, M.S.
Graduate Research Associate

n the absenteeism survey. If you have any questicn,

cdow Lo

Lea L. Ebro, PhD, RD/LD

Professor and Dietetic Internship

Director

(Member, Management in Health
Care Systems)




COLLEGE OF HUMAN ENVIRONMENTAL SCIENCES

Oklahoma State Un

Dear Colleague:

In June, 1995 we mailed out an Absen
we received a response rate of 22%.

accept out thanks and appreciation. I
as soon as possible, and use the enclo
before August 30, 1995, It takes
than that of Director of the foodservig
to the person in your institution in tha
not identify any person or institution i

Your participation will be the key to i
environment that is conducive to prov,

Your time and interest in the absentee
question, please call us at 1-(405)-744

oo
Yuan-an Liu, M.S.
Graduate Research Associate

versity

Department of Nutritional Sciences

Stiflwater, Oklahoma 74078-0337
425 Human Environmental Sciences
405-744-5040

August 15, 1995

teeism Questionnaire to 1,000 members of PG-41, and
[f you have already completed and returned yours, please
" you have not completed one, please fill out the survey
sed self-addressed and postage-paid envelop to return
about 20 minutes to complete. If your position is other
e unit of your institution, please give this questionnaire

t position. We will report the survey results, which will
n any way, in MARKET-LINK.

mprove employee attendance. In our effort to create an
ide quality nutrition care, this study is critical.

sm survey is highly appreciated. If you have any
-8294,

Lea L. Ebro, PhD, RD/LD

Professor and Dietetic Internship

Director

(Member, Management in Health
Care Systems)
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Incentives Perceived by A
Absenteeism Rate of

Survey

*Do you supervise employees in the foods

Yes. (Please proceed to complet;

185

A\dministrative Dietitians to Reduce
Hospital Foodservice Personnel

Questionnaire

ervice unit of your institution?

the questionnaire)

No. (Please give this survey to the RD who supervises foodservice employees, or
return using the enclosed self-addressed envelope)

I. General Background of Y.

Directions: Please check or fill in

rself and Your Workplace

1. Gender: ___ _Male ____Female
2. Age Range: ___ 21-40 ___41-60 ____61 and oider
3. Highest degree attained ____Bachelor! ___Master ___Doctorate
___Other: _
4. Route to ADA membership: ___Intership/AP4 ___CUP Program ___Traineeship

___Three-year's planned work experie
___Other, specify:

nce ___Master's with 6-month work experience

5. Your job title:

6. Number of years employed in the diet
7. Number of years in current position:
8. Size of facility (beds, participants, clie

___500-799 ___800-999
9. Location of your facility: ___ Rural

otic profession: __ years
4 years

nts): ___Less than 100
_t 1000 and more

~100-299 __ 300-499

___Urban

II. Demographic Information of The Foodservice Personnel Under

Your Supervision
Directions: For the following items, fi
each
category. Please be as accurate as p¢

1. Number of employees you supervise:

Il in the percentage of your employees who fit

pssible.

2.Gender: Male_ __ % Female__| %
3. Marital Status: Single____ % Married___ % Divorced_ . %
Separated_ % Widowed____ %
4. Employees with preschool childrenathome %
Employees with elderly families at home %
5. Ethnic Background: Black_____ % Asian___ % Hispanic_____ %
White_ % Naﬁi\ke American____ %
Other (specify:) ‘ % _
6. Age Range: Under20___ % 21-40_;__% 4160 % 61&older____ %
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7. Part-time employees ___ %; Fullttime employees __ %

8. Average monthly absence rate of your employees:______ %

8. Turnover rate of your employees during the yearof 1984: ____ %

10. The distance employees travel to facility: average miles.

III. Reasons Used By Your Employees For Not Coming To Work.
Direction: Please rate each reason using the scale from 1 (never used) to 4 (often used)
to describe the particular situation in your department.

[ 2 K J . 4
Never Seidom Sometimes Often
used used used used
___ 1. personal iliness (major, minor) ____ 11. bad weather
___ 2. family/friends iliness —— 12. unhappy with supervisor
___ 3.jobstress ___ 13. overworked
___ 4 funeral __ 14. parent/teacher conference
___ 5. physical fatigue ~ ___ 15. misread time sheet
___ 6. emotional problems ___ 16. hangover
__ 7. frustrated with work ‘___ 17. unhappy with coworkers
____  8.toolittle time off ___18. transportétion problem
8. jury duty , ____19. family activity/reunion
10. doctor's/dental appoinment ___ 20. repair work at home

Please specify any other reason for being absent not listed above:
21,
22.
23.

IV. Incentives To Minimize Employees Absenteeism
Direction: For each incentive, piease Ill" in the appropriate response 1=Yes, 2=No, or
3=Not Applicable under each of the 3 column (Currently using, Found heipful in the past,
and Would like to implement).

Currently Found helpful Would like to
using in the past implement

1. flexible work schedule

2. free meals

3. child day care center

4. elderly day care center




Currently
using

5. non-monetary compensation for no absence,

specify:

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. seif-management training

13. job rotation

14. ombudsman / personal counselor

15. preventive health programs (e.g. flu shots,

medical check-ups, wellness plan....)
16. bonus, or gainsharing
17. eliminate work hazards (e.g. air quality,
work station redesign, séfety iraining)
18. continuing education
19. job redesign

20. fair treatment

21. cultural socialization (e.g. Mexican Night)

22, group betting pool (e.g. lottery, ball gam

23. workgroups (e.g. Quality Circle, self-mapagement team)

Please specify any other incentive not listed
24

lighting,

es)

Found helpful
in the past

above:

25

26.

]
]
]

Please retum before June 15, 1

995.

Thank you very much for your timg

> and assistance!

187

‘Would like to
implement
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The purpose of this appendix was to describe the majors of the highest level

189

degrees that the respondents specified they obtained. Explanations follow in the order of

food and nutrition/dietetics; management/business/administration; food, nutrition. and
institutional management or hotel administration; nutrition and/or education; public

health / health administration; and “other” majors.

Foods & Nutrition / 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 / Biochemistry
Clinical Nutrition

Dietetics and Experimental Foods

Management, Business, and/or Administration

Management

Business

Public Administration

MBA in Healthcare Management
Business Administration
Management/Administration (Doctora
MBA -- Business
Administration and Leadership

te)




Foods & Nutrition / Institutional Management or Hotel Administration

Food, Nutrition, and Institutional Administration
Institutional Management
Institutional Administration
Food Systems Administration
Food Service Administration / Food $ciences
Nutrition -- Institutional Management
Hotel Restaurant Institutional Management and Dietetics
Dietetics -- Institutional Management
Hospital Dietetics and Institutional Management

Dietetics and Institutional Administration

Foods and Nutrition / Business Administration

Institutional Management in Hotel and Restaurant
Foodservice Management (Home Economics)

Food Sciences and Institutional Management

Human Nutrition and Food Management

Institutional Management and Management of Organization
Foodservice and Housing Administration

Dietetics and Food Administration
Food Service Administration and Nutrition
Institutional Administration and Gerontology
Restaurant Management
MBA plus Dietetics

Nutrition and/or Education

Education

Nutrition Education
Adult Education

Allied Health / Education
Health Education
Education / Gerontology

190



Public Health / Health Care Administration

Health Service Administration
Public Health

Health Care Administration

Health Care Management

Public Administration -- Health Care
Nutrition in Public Health

Others

Home Economics

Applied Science

Human Relations

Health Science Education / Business
Foods / Journalism plus Education / B
Communications

ADA Dietetic Internship, Graduate C

Graduate Work in Public Administrati

Graduate Work (15 Hrs.)
A.S. Foodservice Administration (P.§

Jusiness

OUrse
10N

5. - 2-year-degree associate)
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This appendix describes the jab titles that t_he respondents worked as while this
study was being conducted. Explanations follow in the order of departmental director of
food/nutrition services; director of cliLnical services; assistant/associated director;
administrative dietitian; manager at operational level; director of multiunit services;

positions at consulting area; and positions at educational area.

DIRECTOR OF THE FOOD/NUTRITION SERVICE

Dietary Director

Chief, Nutrition and Food Service
Director of Patient Foodservice
Chief, Administrative Section
Administrative Director

Chief, Production and Service Branch
Director, Dietary and Dietetic Internship
Director of Dietary Services
Director of Dietetics (Services)
Director, Food and Nutrition Services
Director, Dietetics and Nutrition
Director, Nutritional Services
Manager of Nutrition Services
Director of Nutrition Services/Dietitian
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 Serviice
Chief, Nutritional Medicine Flight
Chief Dietitian

Nutrition Care Coordinator




ASSISTANT/ASSOCIATE DIRECTOR G

F

FOOD/ CLINICAL NUTRITION SERVIC

=S

Associate Director - Nutrition & Foo
Assistant Director, Nutrition Service
Assistant Director of Foodservice
Assistant Chief, Nutrition Departmen
Assistant Chief, Nutrition and Foodse
Assistant Director, Housing and Dini
Assistant Administrator

Assistant Director, Production
Associate Director, Dining Services

ADMINISTRATIVE / SUPERVISORY DIt

dservice

t
ervice
ng Services

-TITIAN

Administrative RD

Senior Administrative Dietitian
Dietitian Supervisor

Dietitian Manager

Foodservice Director

Manager of Foodservice and Dietitias
Supervisor, Residence and Dining Se
Foodservice Administrator

Director of Foods

Food Administrator

Dietitian, Food Manager
Supervisory Dietitian

DIRECTOR OF MULTIUNIT SERVICES

Director of Support Services
Director, Food/Nutrition, Environme
Corporate Director, Nutrition Service
Regional Director of Operations
Director, Nutrition and Linen Service

)
rvices

atal Services, Security/Parking
S
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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

CONSULTING AREA

Nutrition Services Consultant
Foodservice Consultant
Consultant Dietitian for Health Care E

EDUCATIONAL AREA

Executive Director, NFSMI
Director of Hospitality
Department Head
Chairman HRI

Nutrition Specialist

‘acilities and Clinical (Dietitian at AVH)
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Other Absence Reasons Of Foodservice Personnel
Specified By The Respondents

Reasons Scores’
Unfinished projects for school 2
Employee kidnapped

Overslept entire shift 2
Babysitter sick 3
Failure to return from out of town trip 3

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 / special day for tour visiting
Going home to outside US territory

Poor operation of machinery use

Once in a blue moon mater

Moving

Family / friends hospitalized

Study for exams / tests (college students emp
Civil or weather disturbance

Job action (union activity)

Chemical abuse (most seniors attendance pra
Spousal abuse

Drug usage

Go for a welfare appointment

Court appearance

Military leave (monthly)

School conflict (part-time employees)

No babysitter

School activity

Other job 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 surfing
Quit (inadequate notice)

Take care of business

Personal business (lawyer appts, driver licen
Friend having baby

y friends

loyees)

blems)

LI

LYW o L b kR WW

[\9]

l‘\)hk\)l\)!\)t\)t\)ao

I\)UJUchl\)-b
(93}

[\

ES

se renewal, bank/financial appts)

2

*1=never used; 2=seldom used; 3=sometime

5 used; 4=often used
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Other Incentives

Specified By The Respondents

199

Incentives Currently Found Like to
using Helpful Implement

Employee of month yes ves NA
Plus person of quarter yes yes - NA
Employee month birthday celebration yes ves NA
Praise coupons redeemed for items--

(T-shirt, watches,...) yes
Attendance paint system yes ves
Extra paid annual leave for perfect attendance no yes yes
Department play day yes
Family Christmas open house yes
Birthday as free day off
Praise and thanks yes ves
Education by dietitian yes yes
Meetings for employee input yes ves
Quarterly & annual-- awards/gifts
Monthly reception
Personal annual leave program yes yes NA
3 personal leaves days/year-- allows

24 hr. notice for use with appointments, etc
Rap sessions no no yes
Stress groups no no yes
Less number of patients / paperwork no yes yes
Bonus pay for call-in yes
Employee day -- work prayer & fun yes
Birthdays-- off yes
Paid vacations yes
No money to take bus
Employee of the month in department no yes yes
Recognition Day-- paid day off for

every 4 months perfect attendance yes yes NA
Certificates/awards yes yes NA
Letter to employee file yes yes NA
Regular department “fun” gathering (4x/yr.) yes yes
Sickleave & vacation in same accrual pool yes yes
Managers who respect, care, and listen yes yes
Appreciation picnic (July); appreciation

party (Oct.); Award of excellent (Jan.) yes yes
Noted on yearly evaluation and it does

play a part in yearly raises yes
Praise in the public / congratulation yes




Other Incentives Specified By The Respondents
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(continued)
Incentives Currently Found Like to
using Helpful Implement

Point system-- 1 point for unscheduled

absence regardless of reason; 7" points

disciplinary action yes yes
Able to accumulate sick time no yes yes
Paid time off for sick days (no vacation,

no holiday, is individual choice) yes
Hospital policy-- counseling (6 absences) ,

and self-termination (8 absences) yes yes
Peer pressure yes
Craft groups yes
Birthday recognition yes
(Monetary) Sell unused sick time

up to 40 hours yes yes
Pool Of Days yes
Days not used count towards retirement yes yes
Quarterly award for outstanding employees yes
Commendation letters yes
Personal coaching by supervisor yes
PIE (productivity - all disciplines meet

goals up to 4% yearly salary) yes
Self-responsibility ves
Volunteer Assistance Development yes
Promotions on shift changes yes
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SPECIFIED BY THE RESPONDENTS
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Non-Monetary (

Compensations for No Absence
Specified by The Respondents

Non-monetary Compensations Currently Found Like to
using Helpful  Implement

Recognition awards yes yes
Combined time-off (vacation, holiday,... yes
Acknowledgment -- name posted yes yes yes
Drawings, trips days off yes yes NA
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 yes
Bonus day off if no illness or absence

in any 6 months period (excluding funerals) yes
Extended breaks yes
Another day off yes
Recognition certificate yes yes NA
Bonus time to be used at employee description yes
Annual award certificate no yes yes
Monthly drawing yes
Extra ‘personal” days yes yes NA
Bonus holidays yes yes NA
FTE using less than 4 hr. sick leave/

quarter earns 4 hours authorized absence yes
Extra days off yes NA NA
Recognition pins/badges/certificate yes yes yes
Monthly perfect attendance posted yes ves NA
Entry in drawing for prizes
Outstanding attendance luncheon yes yes
Absence without pay yes
Authorized absence day no no ves
Lunch tickets yes
Earned personal day next year yes yes
Time-accumulated yes
Don’t use sick day will lose it yes
Day off yes yes
Scheduled/planned days off with no pay;  yes yes




Non-Monetary Compensations for No Absence

Specified by The Respondents
(continued)
Non-monetary Compensations Currently Found Like to
using Helpful  Impiement

Education days
Flexible time off yes
Weekend off extra yes
Recognition certificate no yes yes
Gift certificate yes
Prizes NA yes yes
Published in hospital newsletter yes yes NA
Yearly recognition yes
Certificates and meal tickets yes yes
2 perfect attendance days off yes yes
Annual recognition with gift

at awards banquet yes yes
Breakfast yes no
Bike drawing for employees with 3-mo.

perfect attendance yes yes
Yearly parties yes
Movie passes yes
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In the following tables, the abbreviati

I. VARIABLES OF THE RESPON

AGE
1=21-40
2=41-60
3=061+

MAJOR: the major of the highest degree

1 =Food & Nutrition / Dietetics

2 = Food, Nutrition, & Institutional
Administration (FNIA); and
Business & Management

4 = Nutrition Education; Public Health;

Consultant; and Others

JOBTITLE

dietetic

1 = Upper-level management

2 = Management in clinical area
3 = Lower-level management

7 = Others

GP-YR-CJ: the number of years-in the

current job
1=0-10
2=11-20

3 =21 and more

LOCATION: the location of the faci
under the
1 = Rural
2 = Urban

=l

ity

Key to Tables

ons used refer to questions on the questionnaire.

DENTS

HD: the highest degree
1 = Bachelor

2 = Master

3 = Doctoral

4 = Other

ROUTE: the route to ADA membership
1 = Internship / AP4
2 = QOthers

GP-YR-PR: the number of years in the

profession
1=0-15

2=16-25
3 =126-35

4 = 36 and more

SIZE: the size of the facility
1 = less than 300

2 =300-799
3

GP-NO-SU: the number of employees

respondent’s supervision

=1-30
2=31-60
3=61=90
4=091-120

5=120+
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Il. VARIABLES OF THE RESPO

MALE-PC: the percentage of the tot:

1=0% 2=1-50%

SINGLE-PC: the percentage of the te
1=0-25% 2 =26-50%
PRESC-PC: the percentage of the tot
1=0% 2=1-30%

ELDER-PC: the percentage of the to
1=0% 2=1-10%

BLACK-PC: the percentage of the tq
0=0% 1=1-25%

ASIAN-PC: the percentage of the tot
0=0% 1=1-25%

HISP-PC: the percentage of the total
0=0% 1=1-25% -

WHITE-PC: the percentage of the to
1=0-25% 2=26-50%

NAM-PC: the percentage of the tota
0=0% 1=1+%

LT20-PC: the percentage of the total
0=0% 1=1-10%

R21-40PC
1=0-25%

: the percentage of the totz
2=26-50%

R41-60PC
1 =0-25%

: the percentage of the totz
2=26-50%

GT61-PC: the percentage of the tota

ET-PC: the percentage of the total er
1 =0-50% 2=51-90%

DIST: the distance the employee tray
1 =1-10 miles 2=11-

206

NDENT’S EMPLOYEES

1l employees is male
3=51-100%

tal employees is single

3=51-100%
al employees is having preschool children at home
3=31+%

tal employees is having elderly relative(s) at home
3=11+%

tal employees is Black
2 =26-50%

51-100%

W)

al employees is Asian
2=26t%

employees is Hispanic
2=26+%

tal employees is White

3=51-75% 4 =76-100%

employees is Native American

employees is less than 20 years old
2=11-25% 3=26+%

1] employees is between 21 and 40 years old

3=51-75% 4 =76+%

]l employees is between 41 and 60 years old

3=51+%

employees is at the age of 61 years and older

mployees is full-time

3=91+%

vels to the workplace

20 miles 3=21+ miles




ABS-PC: the monthly absenteeism rdte

1=0-5% 2=6-10%
TURN-PC: the 1994 turnover rate
1=0% 2=1-10%

Hl.
1 = Never used

Personal illness
Family/Friend illness
Job stress
Funeral
Physical fatigue
Emotional problems
“Work frustration
Too little time off
. Jury duty
_L_lil Doctor’s/Dental appointment
III-11: Mental health day

IV. INCENTIVES TO MINIMIZE E
0 = Not applicable
CU = Currently using

WLI

CU/FHP/WLI 1:
CU/FHP/WLI 2:
CU/FHP/WLI 3:

Flexible work schecg

Free meals

Child day care cent

CU/FHP/WLI 4: Elderly day care cer

CU/FHP/WLI 5: Non-monetary com
for no absence

CU/FHP/WLI 6: Salary raise

THE RESONS FOR EMPLOY;

1= No

tule

er
nter
pensation

CU/FHP/WLI 7: Monetary compensation

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 public

transportation
CU/FHP/WLI 13: Job rotation

=11-20%

3=11+%

4=21+%

FE ABSENCE
2 = Seldom/Sometiems used 4 = Often used

Bad weather

Unhappy with supervisor
Overworked

Parent/Teach conference
I11-16: Misread time sheet

: Hangover
: Unhappy with co-worker(s)

Transportation problem

: Family activity/reunion
: Repair work at home
: Just don’t want to work

MPLOYEE ABSENTEEISM

3 =Yes

FHP = Found helpful in the past
= Would like to implement

CU/FHP/WLI 14: Ombudsman /
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




TABLE OF ABS_PC BY MALE PC

ABS_PC - MALE_PC
Fregquency
Bxpected
Cell Chi-Square
Percent 1} 2| 3] Tot
--------------- 4mmeemmmcpemmmem o —m— o4
1 19 105 13 1
14.258 103.52 19.217
1.5772 0.021 2.0114
8.60 47.51 5.88 61.
--------------- R i ettt et bt it 4
2 1 11 1
1.3529 9.8235 1.8235
0.0921 0.1409 0.3719
0.45 . 4.98 0.45 S.
--------------- D il e it d
3 3 51 17
7.3891 5§3.652 9.9593
2.6071 0.131 4.9774
1.36 23.08 7.69 32

Total 23 167 31 2
10.41 75.57

Frequency Missing = 7

STATISTICS FOR TABLE OF ABS_PC BY MALE PC

Statistic DF

Chi-Square 4 11.930 0

TABLE OF ABS_PC BY BLACK_PC

ABS_PC BLACK_PC
Frequency
Expected

Cell Chi-Square
Percent o} 1} 2} 3}

Total s7 76 32 S0

Frequency Missing = 13

STATISTICS FOR TABLE OF ABS_PC BY BLACK_PC

Statistic DF

Chi-Square

.13

21l
o]y}

Prob

. 018

Total
134
62.33
13

6.05
68

31.63

21S
100.00

Chi-Square 6

TABLE OF ABS_PC BY WHITE_PC

ABS_PC WHITE_PC
Frequency
Expected
Cell Chi-Square
Percent Total
1 143
62.72
2 13
5.70
3 72
31.58
--------------- R a4
Total 226
32.89 28.51 23.25 15.35 100.00
STATISTICS FOR TABLE OF ABS_PC BY WHITE_PC
Statistic DF Value Prob
Chi-Square 6 12.797 0.046
TABLE OF TURN_PC BY SINGL_PC
TURN_PC SINGL_PC
Frequency
Expected
Cell Chi-Square
Percent 1j 2§ 3} Total
17
9.60
67
2.2712 56.401 8.3277
0.0324 0.2296 1.3297
1.13 33.90 2.82 37.85
--------------- O LT TR
3 Q 24 2 2¢
0.8814 21.887 3.2316
0.8814 0.204 0.4694
0.00 13.56 1.13 14.69
--------------- mm e edmmmm oo
4 1 54 12 67
2.2712 56.401 8.3277
0.7115 0.1022 1.6194
0.56 30.51 6.78 37.85
--------------- O il e R Rt
Total 6 149 22 177
3.39 84.18 12.43 100.00
Frequency Missing = 51
STATISTICS FOR TABLE OF TURN_PC BY SINGL_PC
Statistic DF Value Prob




TABLE OF TURN_PC BY PRESC_PC

TURN_PC PRESC_PC

Frequency

Expected

cell Chi-Square

Percent 1} 2] 3}

128 24

Frequency Missing = 58

STATISTICS FOR TABLE OF TURN_PC BY PRESC_PC
statistic

Chi-Square 6 19.214

TABLE OF TURN_PC BY GT61_PC

TURN_PC GT61_PC
Frequency
Expected
Cell Chi-Square
Percent o} 1} 2} Total
16
8.89
72
40.00
27
15.00
65
36.11
Total 180
37.22 47.78 15.00 100.00

Frequency Missing = 48

STATISTICS FOR TABLE OF TURN_PC BY GT61_PC

Statistic DF

Chi-Square 6

37.6%

100.08

TABLE OF TURN_PC BY LT20_PC

TURN_PC LT20_PC
Frequency
Expected
Cell Chi-Square
Percent 1} 2} 3| Total
................................................
17
.95
75
39.47
29
15.26
69
36.32
Total 85 66 19 20 190
44.74 34.74 10.00 10.53 100.00
Frequency Missing = 38
STATISTICS FOR TABLE OF TURN_PC BY LT20_PC
Statistic DF Value Prob
Chi-Square 5 22.472 0.007
TABLE OF TURN_PC BY DIST
TURN_PC DIST
Frequency
Expected
Cell Chi-Square
Percent 1] 2} 3| Total
--------------- Pt LR EEE R TP
1 8 3 6 17
10.91 4.1443 1.9453
0.7764 0.3159 8.4517
3.98 1.49 2.99 8.46
--------------- B L et R LR TRl
2 55 b 9 80
51.343 19.502 9.1542
0.2604 0.629 0.0026
27.36 7.96 4.48 39.80
--------------- B it LR R TP PP
3 20 8 3 31
19.896 7.5572 3.5473
0.0005 0.0259 0.0844
9.95 3.98 1.48% 15.42
--------------- D R  h LA R AR
4 46 22 S 73
46.851 17.796 8.3532
0.0154 0.9931 1.3461
22.89 10.95 2.49 36.32
Total 129 49 23 201
64.18 24.38 11.44 100.00
Frequency Missing = 27
STATISTICS FOR TABLE OF TURN_PC BY DIST
Statistic DF Value Prob
Chi-Square 6 12.902 0.045



TABLE OF SINGL_PC BY III_1
SINGL_PC I1I_1
Frequency
Expected
Cell Chi-Square
Percent 1} 2] 4| Total
............ )
8
4.19
158
2.72
25
3.09
Total 191
100.00
Frequency Miesing = 37
STATISTICS FOR TABLE OF SINGL_PC BY III 1
Statistic DF Value Prok
Chi-Square 4 11.685 0.020
TABLE OF PRESC_PC BY III_15
PRESC_PC III_15
Frequency
Expected
Cell chi-Square
Percent Total
1 19
|10.67
2 135
75.84
3 24
13.48
Total 178
37.64 62.36 0.00 100.00
Frequency Missing = 50
STATISTICS FOR TABLE OF PRESC_PC BY III_{I5
(ROWS AND COLUMNS WITH ZERO TOTALS EXCLUDED}
Statistic DF Value Prob
Chi-Square 2 11.982 0.003
TABLE OF PRESC_PC BY III_ 20
PRESC_PC III_20
Frequency
Expected
Cell Chi-square
Percent 1] 2] 4} Total
--------------- femmmmmme g tmmm o et
1 9 10 0 19
6.4045 12.169 0.427
1.0519 0.3865 0.427
5.06 5.62 0.00 10).67
--------------- Y B et SE LR EEEt
2 42 92 1 i35
45.506 86.461 3.0337
0.2701 0.3549 1.3633
23.60 51.69 0.56 75].84
--------------- R DL TR L L bt
3 9 12 3 24
8.0899 15.371 0.5393
0.1024 0.7392 11.227
5.06 6.74 1.69 13.48
--------------- P L e T R e e R et 4
Total 60 114 4 178
33.71 64.04 2.25 1040.00
Frequency Missing = 50
STATISTICS FOR TABLE OF PRESC_PC BY III_20
Statistic DF Value Prob
Chi-Square 4 15.922 0.003

TABLE OF PRESC_PC BY III_9

PRESC_PC III_9
Frequency
Expected
Cell Chi-Square
Percent 1} 2} 4} Total
--------------- D et e L
1 8 12 [} 20
2.3464 17.43 0.2235
13.623 1.6917 0.2238%
4.47 6.70 .00 11.17
--------------- bommmmmm—hmme e g am e
2 10 123 2 135

5.59 68.72 1.12 75.42

3 3 21 [} 24

1.68 11.73 0.00 13.41
Total 179
11.73 87.15 1.12 100.00

Prequency Missing = 49

STATISTICS FOR TABLE OF PRESC_PC BY III 9

Statistic
Chi-Square
TABLE OF PRESC_PC BY III_19
PRESC_PC III_19
Frequency
Expected
Cell Chi-Square
Percent 1} 2} 4] Total
--------------- dmmmmemccgemmmemoogeoo——mmt
1 5 14 0 19
2.5618 15.051 1.3876
2.3206 0.0733 1.3876
2.81 7.87 0.00 10.67
135
10.11 62.92 2.81 75.84
--------------- fomemmomebmmmmo——edo e
3 1 15 8 24
3.236 19.011 1.7528
1.545 0.8463 22.266
0.56 8.43 4.49 13.48
--------------- P e ht et R D il Ll
Total 24 141 13 178
13.48 79.21 7.30 100.00
Frequency Missing = 50
STATISTICS FOR TABLE OF PRESC_PC BY III_19
Statistic DF Value Prob
Chi-Square 4 31.076 0.000
TABLE OF ELDER_PC BY III 4
ELDER_PC III_4
Frequency
Expected
Cell Chi-Square
Percent 1] 2] 4} Total
-------- B et d
52 0 57
51.144 3.5137
0.0243 3.5137
35.62 0.00 39.04
-------- R e
71 El 81
72.678 4.9932
0.0387 3.2154
48.63 6.16 55.48
-------- P
8 o] 8
7.1781 0.4932
0.0941 0.4932
5.48 0.00 5.48
-------- mmm ey
Total 6 131 El 146
4.11 89.73 €.16 100.00
Frequency Missing = 82
STATISTICS FOR TABLE OF ELDER_PC BY III 4
Statistic DF Value Prob

Chi-Square 4 12.342 0.015



TABLE OF ELDER_SC BY III_§ TABLE OF ELDER_PC BY III_7
ELDER_PC I1I_6 ELDER_PC 7
P en: Frequency
gx;2§:e§y Expected
Cell Chi-Square Cell Chi-Square
percent 1] 2| 4] Toctal Percent 1} 2 4] Total
-------------------------- R L
N 1 47 s 1 54
37.268 | 16.352 | 0.3803
2.5416 | 6.5537 | 1.0099
38.03 32.10 4.23 0.7 38.03
______________________________ B e LT TP
bo 2 44 36 0 80
55.211 | 24.225 | 0.5634
2.2766 5.723 | 0.563%
s6.34 30.99 25.35 0.90 56.34
______________________________ B LT T T ST
8 3 7 1 0 3
5.5211 | 2.4225 | 0.0563
0.3961 | 0.8353 | 0.0563
5.k3 4.93 9.70 2.00 5.83
_______________ mmm B e e et DR e T
Toral 2 1h2 Total 98 43 1 142
45.77 52.82 1.41  100.f00 69.01 30.28 0.70  100.90

Frequency Missing = 86 Prequency Missing = 86

STATISTICS FOR TABLE OF ELDER_PC BY III_6 STATISTICS FOR TABLE OF ELDER_PC BY III_7

statistic bF value Prob Statistic DF Value Prob

4 16.157 0.003 Chi-Square 4 19.956 0.001

TABLE OF ELDER_PC BY III_8 TABLE OF ELDER_PC BY III_10

ELDER_PC III_8 ELDER_PC III_10
. Frequency
Frequency
Expggted Expecceg
Cell Chi-Square Cell Chi-Square
Percent 1} 2] 4} Total Percent Toral
55 . 1 56
38146 38.62
80 2 81
55:94 55.86
8 3 8
5159 5.52
Total 103 3¢ 1 43 Total 145
72.03 27.27 0.70 10000 6.21 76.55 17.24 100.00

Frequency Missing = 83

Prequency Missing = 85
STATISTICS FOR TABLE CF ELDER_PC BY III_8

STATISTICS FOR TABLE OF ELDER_PC BY III_10

Statistic DF value Prob ?Eésffcfc ________ DF Value Prob
Chi-Square 4 11.859 0.018 Chi-Square
TABLE OF ELDER_PC BY III_13 TABLE OF ELDER_PC BY III 14
ELDER_PC III_13 ELDER_PC III_14
Frequency FPrequency
Expected Expected
Cell Chi-Square Cell Chi-Square
Percent 1 2 4] | Total Percent 1] 2} Total
--------------- B Rt D L etk 4 mmeeemc——m-~
1 49 4 1 s4 54
39.169 14.451 0.3803
2.4675 7.5579 1.0099
34.51 2.82 0.70 | | 38.03 38.03
--------------- N mm—meemommea :
2 47 33 0 80 80
58.028 | 21.408 | 0.5634
2.0959 6.2762 0.5634
33.10 23.24 0.00 56.34 56.34
8 8
0.247 0.608 0.0563
4.93 0.70 0.00 5.63 563
--------------- S B et L L
Total 103 38 1 142 Total 142
72.54 26.76 0.70 100.00 66.90 33.10 100.00
Prequency Missing = 86 Frequency Missing = 86
STATISTICS FOR TABLE OF ELDER PC BY III (13 STATISTICS FOR TABLE CF ELDER_PC 8Y III_l4
Statistic DF value Prob Statistic DF value Prob

Chi-Square 4 20.882 0.000 Chi-Square 2 13.340




TABLE OF ELDER_PC BY III_15 -

ELDER_PC III_1S

Frequency
Expected

Cell chi-Square
Percent

Frequency Missing = 84
STATISTICS FOR TABLE OF ELDER_PC BY III

Total

S5

38.19

81

56.25

144
100.00

15

(ROWS AND COLUMNS WITH 2ERO TOTALS EXCLUDED)
Statistic DF Value Prob
Chi-Square 2 881 | 8:0;;

TABLE OF ELDER_PC BY III_18

ELDER_PC III_18

Frequency

Expected

Cell Chi-Square

Percent 1] 2] Total

5.2958 2.7042
0.0165 0.0324
3.52 2.11 5.6
--------------- R i T TPy
Total 94 48 14
66.20 33.80 100.0

Frequency Missing = 8¢

STATISTICS FOR TABLE OF ELDER_PC BY IIY |
sssissic D value
Chi-Square 2 14.289

TABLE OF BLACK_PC BY III_14
BLACK_PC III_14
Frequency
Expected
Cell Chi-Square
Percent 1] 2} Total
--------------- R R bRl
0 44 10 54
35.478 18.522
2.0469 3.9208
21.26 4.83 26.09
74
23.19 12.56 35.75
--------------- B 4
2 19 13 32
21.024 10.976
0.1949 0.3733
9.18 6.28 15.4¢6|
--------------- B e e et
3 25 22 47
30.879 16.121
1.1194 2.1441
12.08 10.63 22.71
--------------- P et SRR T
Total 136 71 207
65.70 34.30 100.00]
Frequency Missing = 21

STATISTICS FOR TABLE OF BLACK_PC BY III]:
Statistic DF Value
Chi-Square 3 9.822

18
Prob
0.001
14
Prob

TABLE OF ELDER_PC BY III_17

|39
|89

ELDER_PC I11_17
Frequency
Expected
Cell Chi-Square
Percent 1} 2| Total
--------- sS4
38.03
----- 80
56.34
8
S.63
Total 142
68.31 31.69 100.00

Frequency Missing = 86

STATISTICS FOR TABLE OF ELDER_PC BY III 17

Statistic DF Value Prob
Chi-Square 2 10.007 0.007
TABLE OF ELDER_PC BY II1_21
ELDER_PC III_21
Frequency
Expected
Cell 'Chi-Square
Percent 1f 2 4| Total
56
38.62
81
55.86
8
3.45 2.07 0.00 §.52
--------------- R R L P
Total 51 93 1 145
35.17 64.14 0.69 100.00
Frequency Missing = 83
STATISTICS FOR TABLE OF ELDER_PC BY III_21
Statistic DF Value Prob
Chi-Square 4 12.151 0.016
TABLE OF BLACK_PC BY III_19
BLACK_PC III_19
Frequency
Expected
Cell Chi-Square
Percent 1} 2} 4] Total
--------------- O T R ttr
0 13 41 0 54
7.2344 43.148 3.6172
4.5949 0.107 3.6172
6.22 19.62 0.00 25.84
1 9 60 6 75
10.048 59.928 5.0239
0.1093 0.0001 0.1896
4.31 28.71 2.87 35.89
--------------- D e et ]
2 2 29 1 32
4.2871 25.569 2.1435
1.2201 0.4603 0.6101
0.96 13.88 0.48 15.31
--------------- P Rt REE R R PSR
3 4 37 7 48
6.4306 38.354 3.2153
0.9187 0.0478 4.4549
1.91 17.70 3.35 22.97
--------------- LR et EEE LR LRl
Total 28 167 14 209
13.40 79.90 6.70 100.00
Frequency Missing = 19
STATISTICS FOR TABLE OF BLACK_PC BY III_19
Statistic DF value Prob




TABLE OF BLACK_PC BY III_20 TABLE OF WHITE_r. BY III_19
BLACK PC III_20 WHITE_PC ITI_198
Frequency Frequency
Expecteq Expggted
Cell Chi-Square 1 Cell Chi-Square
Percent 1 2| 4] Total Percent 1 2 4{ Total
--------------- D ettt D b it d
[+ 23 31 0 54 1 7 55 9 71
18.344 33.847 1.8086 9.3591 56.477 5.1636
1.1815 0.2395 1.8086 0.5946 0.0386 2.8503
11.00 14.83 0.00 5.84 3.18 25.00 4.09 32.27
--------------- J e St E R L
1 27 47 1 75 65
25.478 47.01 2.512
0.0%09 195E-8 0.9101
12.92 22.49 0.48 35.89 1.82 25.45 2.27 29.55
--------------- O e e LT L LR T E b
2 5 27 0 32 50
10.871 20.057 1.0718
3.1705 2.4031 1.0718
2.39 12.92 0.00 R5.31 4.09 17.73 0.91 22.73
............... B e Rt
48 4 9 25 | 0 34
16.306 30.086 1.6077 4.4818 27.045 2.4727
0.0058 0.555 12.001 4.5548 0.1547 2.4727
7.66 12.44 2.87 . R2.97 4.09 11.36 0.00 15.45
;_--i ---------- #ommmmmm—- Fmmmemm— pomnmmmeedr | eemecm-mes—cm--- dmemmw-—— e etk o +
ota. 71 131 209 Total 29 175 16 220
33.97 62.68 100.00 13.18 79.55 7.27 100.00
Frequency Missing = 19 Frequency Missing = 8
STATISTICS FOR TABLE OF BLACK PC BY III 2 STATISTICS FOR TABLE OF WHITE_PC BY III_ 13
Statistic DF Value Prob
Chi-Square 6 23.437 0.001  Chi-Square € 15.106 0.019

TABLE OF HISP_PC BY III_1 TABLE OF HISP_PC BY III_6

HISP_PC III_1 HISP_PC III_6
Frequency Frequency
Expected Expecte;
Cell Chi-Square . Cell Chi-Square
Percent horal Percent 1] 2] 4} Total
) 121 120
L as 58.82
~
e 53
158 30.88
s 22 21
10.53 10.22
Total T 204
209
1.44  12.44  86.12 100.00 100.00
Frequency Missing = 19 Frequency Missing = 24
STATISTICS FOR TABLE OF HISP_PC BY III_1 STATISTICS FOR TABLE OF HISP_PC BY III_6
Statistic DF statistic DF Value Prob
Chi-Square T 4 Chi-Sequare 4 10.787 0.029
TABLE OF HISP_PC BY III 7 TABLE OF HISP_PC BY III_12
HISP_PC L7 HISP_PC II1_12
Frequency
cted Frequency
Expe N Expected
Cell Chi-Square cell Chi-Square
Percent 1} 2] 4| | Total Parcent 1} 2] Total
--------------- P it St daldnh 4
120 o 33 88 121
33.809 | 87.191
0.0193 | 0.0075
58.62 16.18 43.14 59.31
--------------- P st cafedaiadal it d
63 1 11 51 62
17.324 | 44.676
2.3082 0.895
30.68 5.39 | 25.00 | 30.39
--------------- PRI SRR
21 2 13 8 21
5.8676 | 15.132
8.6697 | 3.3617
10.22 6.37 3.92 10.29
204 ooTorToTTTTTTt P kit S bt -
Total 57 147 204
100.00 27.94 72.06 100.00
Frequency Missing = 24 Frequency Missing = 24
STATISTICS FOR TABLE OF HISP_PC BY III7 STATISTICS FOR TABLE OF HISP_PC BY III 12
statistic DF Value Prob geatiatic

Chi-Square 4 12.823 0.012 pj-Square

[2%)

(V)



TABLE OF HISP_PC BY III_13

tal

120

.82

63

.88

21

.28

204
.00

HISP_PC III_13
Frequency
Expected
Cell Chi-Square
Percent 1y 2 4| To
--------------- R et ettt tdald ettt o
0 94 26 0
85.294 34.118 0.5882
0.8886 1.9314 0.5882
46.08 12.75 0.00 58
--------------- it S bt et d
1 33 29 1
44.779 17.912 0.3088
3.0986 6.8641 1.5469
16.18 14.22 0.49 3
--------------- B ettt L B Lt 4
2 18 3 0
14.926 5.9706 0.1029
0.6329 1.478 0.1029
8.82 1.47 0.00 1
--------------- PP et R bkl itk
Total 145 58 1
71.08 28.43 0.49 10
Frequency Missing = 24
STATISTICS FOR TABLE OF HISP_PC BY III_13
Statistic DF Value
chi-square 4 17.132
TABLE OF NAM_PC BY III_17
NAM_PC III_17
Frequency
Expected
Cell Chi-Square
Percent 1] 2] Total
--------------- DR e il it
o] 114 48 162
108 54

60.32 25.40 85.71

--------------- B et SE Lt
1 12 15 27
18 9
2
6.35 7.94 14.29
--------------- pemmmmm e e m— 4
Total 126 63 189

66.67 33.33 100.00

Frequencvy Missing = 39
STATISTICS FOR TABLE OF NAM_PC BY III 17

Statistic . DF Value

Chi-Square 1 7.000

CABLE UF NAM_PC BY L1l 12

NAM_PC ITI_12
Frequency
Expected
Cell Chi-Square
Percent 1] 2} Total
--------------- B
0 49 114 163

25.79 60.00 85.79

--------------- P L EEE LR L BT
1 2 25 27

7.2474 19.753

3.7993 1.3%4
1.05 13.16 14.22

--------------- B et R L L )

Total 51 139 194
26.84 73.186 100.00

Frequency Missing = 38
STATISTICS FOR TABLE OF NAM_PC BY III_12

statistic DF

Chi-Square 1 6.054

TABLE OF LT20_PC BY III_3

LT20_PC III_3

Frequency
Expected
Cell chi-Square
Percent 1

Frequency Missing = 31

2| Total

14.72 34.01
e mewa— +
10 20
6.802
1.5035
5.08 10.15
P +
4 23
7.8223
1.8678
2.03 11.68
L +
67 187
34.01 100.00

STATISTICS FOR TABLE OF LT20_PC BY III_3

Total

87

44.16

67

34.01

20

10.15

23

11.68

197

Statistic DF Value
Chi-Square 3 9.27¢
TABLE OF LT20_PC BY III 6
LT20_PC III_6
Frequency
Expected
Cell Chi-Square
Percent 1} 2} 4
0 58S 31 1
42.838 42.838 1.3249
3.4532 3.2711 0.0797
27.9%2 15.74 0.51
--------------- R et T T .
1 20 45 2
32.99 32.99 1.0203
5.1148 4.3724 0.9407
10.15 22.84 1.02
--------------- B et LT Tupuplpy
2 9 11 0
9.8477 9.8477 0.3046
0.073 0.1348 0.3046
4.57 5.58 0.00
--------------- et Dtk TSP
3 13 10 0
11.325 11.325 0.3503
0.155 0.3503
5.08 0.00
________ PO
97 3
49.24 49.24 1.52

Frequency Misging = 31

100.00

STATISTICS FOR TABLE OF LT20_PC BY III 6

Statistic

Chi-Square



TABLE OF LT20_PC BY III_17

LT20_PC 11117
Frequency
Expected
Cell chi-Square
Percent 1 2{ |Total
87
44.186
§7
34.01

197
100.00

Frequency Missing = 31

STATISTICS FOR TABLE OF LT20_PC BY |III_17

Statistic DF Value Prob
Chi-square
TABLE OF GT61_PC BY III 4

GT61_PC 11T 4

Frequency

Expected

Cell Chi-Square

Percent 1} 2] 4} Total

- 70
36.84

--------------- -]
46.32

--------------- 32
16.84

i 100750

Prequency Missing = 38

STATISTICS FOR TABLE OF GT61_PC BY III 4
Statistic OF Value Prob

Chi-Square 4 12.632

TABLE OF GT61_PC BY III 20

GT61_PC

III_20

Prequency
Expected

Cell Chi-Square
Parcent

Prequency Missing = 40

STATISTICS FOR TABLE OF GT61_PC BY 3II_20

Statistic

Chi-Square

TABLE OF R21_40PC BY III 6

I
R21_40PC I1I_5
Frequency
Expected
Call Chi-Square
Percent 1} 2! 4} Total
............... #memeemagemeeemeegraacmceea
1 28 31 ] 59
28.688 29.5 Q0.8113
0.0165 0.07863 0.8119
12.84 14.22 0.00 27.06
--------------- Ot e O
2 28 51 1 8o
38.89¢8 40 1.1009
3.0538 3.025 0.0093
12.84 23.39 0.46 36.70

106 109 218
48.62 50.00 1.38 100.00
Frequency Missing = 10
STATISTICS FOR TABLE OF R21_40PC BY III_§
Statistic DF Value Prob

tABLE UrF Urel PC BY III_6

GT61_PC II1I_6
Prequency
Expected
Cell Chi-Square
Percent 1l 2] 4} Total
69
37.10
86
46.24
31
16.67
186
100.00

Frequency Missing = 42

STATISTICS FOR TABLE OF GT61_PC BY III 6

Chi-8quare 4 12.300 0.015
TABLE OF GT61_PC BY III 21
aTe1_PC I1I_21
Frequency
Expacted
Cell Chi-Square
Parcent 1 21 4] Total
63
19.05 ]-.7.46 36.51

Frequency Missing = 39

STATISTICS FOR TABLE OF GT61_PC BY III 21
{ROWS AND COLUMNS WITH ZERC TOTALS EXCLUDED}

9
wh



216
TABLE OF DIST BY III_19
TABLE OF DIST BY III 20
DIST III_19 -
DIST III_20
Frequency -
Expected Frequenc:
Cell Chi-Square Expggcedy
Percent Total Cell Chi-Square
"""""""" Percent 1} 2} 4| Total
1 146 fmccmemmme-
1 146
52.427 88.927 4.6455
66136 1.0522 | 0.9256 | 0.5828
20.45 44.55 1.36 66.36
2 50
22173
3 24
1g.91 3.3608
______________ .36 . . .
Total 220 e ameas Poee e N 10.92
10@.00 Total 79 134 7 220
: : 35.91 60.91 3.18 100.00
Frequency Missing = 8
Frequency Missing = 8
STATISTICS FOR TABLE OF DIST BY III_19
statistic oF value prob STATISTICS FOR TABLE OF DIST BY III_20
............... s C s
Chi-Square 4 15.202 olons  SEREISHE o eee- D Valwe prob
Chi-Square 4 11.456 0.022
TABLE OF AGE BY III_1
TABLE OF ARGE BY 1II_ 4
AGE III_1
AGE I11_4
Frequency
Expecte@ Frequency
Cell Chi-Square Expected
Percent Totlal cell Chi-Square
--------------- St Percent 1} 2| 4] Total
1 Q 18 $omm +
0.1622
0.1622
0.00 8J11
_______________ poemmm———
2 1 91
1.7207
0.3019
0.45 86104
............... fmmmmmm -
3 1 13
0.1171 1.6982 11.185
6.6556 6.4197 1.5657
0.45 2.25 3.15 5).86
............... pmmmme
Total 222 = o ecemecemmnmee- A memmmmemmem o +
0. -00 Total 9 201 11 221
) . 4.07 90.95 4.98 100.00
Frequency Missing = 6
Frequency Missing = 7
STATISTICS FOR TABLE OF AGE BY III_1
. . STATISTICS FOR TABLE OF AGE BY I1I_ 4
Statistic DF Value Prob -
""""""""""""""""""""""""""" statistic DF Value Pr
Chi-Square 4 16.225 0.003 o eecemememmmmmemesmommeem T T ETTTT T o
Chi-Square 4 17.007 0.082
TABLE OF AGE BY 11I 12 TABLE OF MAJOR BY III_3
AGE IT1_12 MAJOR 111_3
Frequency Frequency
Expecteq Expected
Cell Chi-Square Cell Chi-Square
percent 14 2] Total percent
1
2
3 6 7 13 4
3.7143 9.2857
1.4066 0.5626
2.76 3.23 5.99|
--------------- bemcmmm—edmmm e IR it
Total 62 155 217 Total
28.57 71.43 100.00
Frequency Missing = 11 Frequency Miseing = 19
STATISTICS FOR TABLE OF AGE BY III_12 STATISTICS FOR TABLE OF MAJOR BY IT1_3
statistic DF Value prob Statistic DF value Prob
chi-Square 2 6.732 0.035 Chi-Square 2 11.103 0.004




TABLE OF GP_YR_CJ BY [IT_9
GP_YR_CJ 1119
Frequency
Expected
Cell Chi-Square
Percent 1] 2

Frequency Missing = 8

STATISTICS FOR TABLE OF GP_YR

Statistic DF Value
Chi-Square 4
TABLE OF SIZE BY III_6
SIZE 11I_6
Fregquency
cted
Cell Chi-Square
Percent 1} 1

Prequency Missing =« 13

28.18

Total

122

56.

Prol

STATISTICS FOR TABLE OF SIZE BY III_6
Statistic DF Value
Chi-Square 4 11.624

“JOBTI,

TLE

Frequ
Exped
Cell
Perce

ency
ted
Chi-Square

0.020

IT1_4

lruency Missing = [

TABLE OF GP_YR_CJ BY III 21

GP_YR_CJ TII_21

Fregquency
Expected

Cell Chi-Square
Percent

Total 82 137 2 221
37.1¢0 61.99 0.90 100.00
Frequency Missing = 7
STATISTICS FOR TABLE OF GP_YR_CJ BY I11_21
Statistic DF Value Prob

TABLE OF+-SIZE BY III_16

SIZE 11116
Frequency
Bxpected
Cell Chi-Square
Percent 1] 2 4| Total
-
122

14.203
3.6528

Prequency Missing = 11

STATISTICS FOR TABLE OF SIZE

p Statistic

Chi-Square

TABLE OF JOBTITLE BY III_4

Total

92

41.44

as

17.57

85

222
100.00

STATISTICS FOR TABLE OF JOBTITLE BY III_4

stati




TABLE OF GP_NO_SU BY III_3

GP_NO_SU 1113

Frequency
Expected

Cell Chi-Square
Percent

1 2| Total

+ +
Total 141 77 218
64.68 35.32 100.00

Frequency yissing = 10
STATISTICS FOR TABLE OF GP_NO_SU BY III_3

gratistic DF Value Prob

Chi-Square

TABLE OF GP_NO_SU BY III_7

GP_NO_SU 11I_7
Frequency
Expected
Cell Chi-Square
Percent fotal
1 95
43.58
2 64
29.36
3 k1¢]
13.76
4 18
8.26
S 11
5.05
Total 218
100.00
Frequency Missing = 10
STATISTICS FOR TABLE OF GP_NC_SU BY ITI_7
statistic DF Value Prob

Chi-Square 8 40.691 0.000

TABLE OF GP_NO_SU BY III_6
GP_NO_SU I1I_6
Frequency
Expected
Cell Chi~-Square
Percent | 21

Frequency Missing = 10

4} Total

43

29.

13.

STATISTICS FOR TABLE OF GP_NO_SU BY III 6

Statistic DF

Chi-Square s 40.245

TABLE OF GP_NO_SU BY III_9

GP_NO_SU ITI_9

Frequency

Expected

Cell Chi-Square

Percent 1 2} 4

--------------- B e il
1! 19 76 1

10.909 83.345 1.7455
6.0008 0.6474 0.3184
8.64 34.55 0.45

4 58 1
7.1591 54.695 1.1455
1.39%4 0.19%7 0.0185

1.82 26.36

+

3 2 28 0
3.4091 26.045 0.5455
0.5824 0.1467 0.5455

0.91 12.73 0.00
--------------- G

| 0 18 1

2.1591 | 16.495 | 0.3455

2.1591 0.1372 1.2402
0.00 8.18 0.45

11 1
10.418 0.2182
0.0325 2.8015
5.00 0.45

-+

Frequency Missing = 8

..................

Total

96

43.64

28.64

8.64

5.45

220
100.00

STATISTICS FOR TABLE OF GP_NO_SU BY III_9

Statistic

Chi-Square

95

.58

218
100.00




TABLE OF GP_NO_SU BY IIT_11

GP_NO_SU I1I_11
Frequency
Expected
Cell Chi-Square
Percent 1} 2] Total
............... B S g
1 84 11 95
75.558 19.442
0.9432 3.6655
5.12 44.19
-------- +
15 62
49.312 12.688
0.1084 0.4211
21.86 6.98 28.84
3 22 29
23.065
0.0492
10.23 13.49
_______________ mme e
4 13 18
14.316 3.6837
0.121 0.4703
6.05 2.33 8.37
--------------- fommmmmm g m et
S S [ 11
8.7488 | 2.2512
1.6064 6.2429
2.33 2.79 5.12
--------------- oo mmem e =
Total 171 44 215
79.53 20.47 100.00

rrequency Missing = 13
STATISTICS FOR TABLE OF GP_NO_SU BY III_11

Statistic DF Value

Chi-Square 4

TABLE OF GP_NO_SU BY III_14

GP_NO_SU III_14
Frequency
Expected
cell Chi-Square :
percent 1} 2] Total
--------------- I
1 74 21 95
62.752 | 32.248
2.016 3.9231
33.94 9.63 43.58
--------------- pmmmmmmm e m =
2 43 \ 21 64
42.275 21.725
0.0124 0.0242
19.72 9.63 29.36
--------------- pommommm gt
3 11 19 30
19.817 | 10.183
3.9225 7.633
5.05 8.72 13.76
18
B.26
11
5.05
Total 144 74 218
66.06 33.94 100.00

Frequency Missing = 10
STATISTICS FOR TABLE OF GP_NO_SU By III_14

statistic DF .

Chi-Square 4

Prob

rob

TABLE OF GP_NO_SU BY III_13

GP_NO_SU III_13
Fregquency
Expected
Cell Chi-Square
Percent 1) 24 4| Total
95
43.58
64
29.36
30
13.76
18
8.26
s S 6 0 11
7.8716 3.078 0.0505
1.0476 2.774 0.0505
2.29 2.75 g.00 5.05
--------------- pemmeemempmmemmoamgmmmmoo-y
Total 156 61 1 218
71.56 27.98 0.46 100.00
Frequency Missing = 10
STATISTICS FOR TABLE OF GP_NO_SU BY III_13
Statistic DF Value Prob

TABLE OF GP_NO_SU BY ITI_1S

GP_NO_SU III_15
Frequency
Expected
Cell Chi-Sgquare
Percent 1} 2 4} Total
--------------- hmmmmmempemem o mm e oo
1 52 43 Q i 95
36.705 57.864 0.4318
6.3739 3.8181 0.4318
23.64 ‘ 19.55 0.00 43.18
64
29.09
30
13.64
19
8.64
12
4.6364
1.4991
0.91 S.45
............... pommmmm =
Total 85 220
38.64 109.00

Frequency Missing = 8

STATISTICS FOR TABLE OF GP_NO_SU BY III_15

statistic DF Value Prob

Chi-Square



TABLE OF GP_NO_SU BY III 16

GB_NO_SU III_16
Frequency
Expected
Cell Chi-Sgquare
Percent 1} 2} 4| |Total
95
43.18
64
29.09
30
13.64
139
8.64
12
5.45
220
0.00
Frequency Missing = 8
STATISTICS FOR TABLE OF GP_NO_SU BY III_16
Statistic DF Value Prob
Chi-Square 8 24.166 0.002
TABLE OF GP_NO_SU BY III_18
GP_NO_SU IIT_18
Frequency
Expected
Cell Chi-Square
Percent 1} 2f  Totall

214
100.00

Frequency Missing = 10
STATISTICS FOR TABLE OF GP_NO_SU BY III 1§
Statistic

Chi-Square 4

TABLE OF GP_NO_SU BY III_17

GP_NO_SU IIZ_17
Frequency
Expected
Cell Chi-Square
Percent
1
2
3
4
S
............... -
Total 146 72 218
66.97 33.03 100.090

Frequency Missing = 10
STATISTICS FOR TABLE OF GP_NO_SU BY II1_17

Statistic DF Value Prob
Chi-Square 4 15.746 0.002
TARLE OF GP_NO_SU BY III_20

GP_NO_SU III_20
Frequency
Expected
Cell Chi-Square
Percent |, 1} 2| 4| Total
95’
43.18
64
29.09
e
13.64
19
8.64
12
5.45
Total 79 134 7 220
35.91 60.91 3.18 100.00
Frequency Missing = 8
>YATISTICS FOR TABLE OF GP_NO_SU BY III_20
Statistic DF Value Prob
Chi-Square 8 19.415 0.013

[



TABLE OF GP_NO_SU 3Y III_21
Gp_NO_SU

Frequency
Zxpected
Cell Chi-Square
Percent H 1}

Frequency Missing = 7

STATISTICS FOR TABLE OF GP_NO_SU 38Y III|

Statistic oF Value

221

100.90

2ron

Ch: 8 23.00¢ 0.003
TABLE OF MALE_PC BY (U1l
MALE_PC cuil
Frequency
Expected
Cell Chi-Square
Percent o] 1] 3| Total
--------------- P T D
1 7 11 2 20
3.3708 6.7416 9.8876
3.%075 2.6839 6.2922
3.93 6.18 1.12 ¥1.24
--------------- O Lt SRR R PP
2 19 40 71 130
21.91 43.82 64.27
0.3865 0.3233 0.7048
10.67 22.47 39.89 73.03
--------------- B i T
3 4 9 15 28
4.7191 9.4382 13.843
0.1096 0.0203 0.0968
2.25 S.086 8.43 15.73
--------------- P T ST S Y
Total 30 60 88 178
16.85 33.71 49.44 100.00

Frequency Missing = 50

STATISTICS FOR TABLE OF MALE_PC BY CU11 |

Scatistic DF

4 14.541

TABLE OF MALE_PC BY FHP1l

FHP11

MALE_PC

Frequency
Expected
Cell Chi-Square| |,
Percent

24.60 - . L

Frequency Missing =~ 102
STATISTICS FOR TABLE OF MALE_PC BY FHP1ll

statistic DF

Chi-8quare 4

rotal

12

96

L4.29

126
00.00

TABLE OF SINGL_PC BY CUl

[\
2

SINGL_PC cul
Frequency
Expected
Cell Chi-Square .
Percent of 1] 3} Total
3
4.62
141
2.31 24.86 54.34 81.50
--------------- O L L E T T P TP
3 S 3 16 24
1.2486 6.3815 16.37
11.272 1.7918 0.0084
2.89 1.73 $.25 13.87
--------------- B T
Total 9 46 118 173
5.20 26.59 68.21 100.00
Frequency Missing = 55
STATISTICS FOR TABLE OF SINGL_PC BY CUl
Statistic DF Value prot
Chi-Square 4 19.176 0.001
TIBLE OF SINGL_PC BY CU7
SINGL_PC cu?
Frequency
Expected
Cell Chi-Square
Percent ol 1} 3} Total
............... P e
1 2 k] o] S
0.4698 3.0537 1.4765
4.9841 0.0009 1.4765
1.34 2.01 0.00 3.36
--------------- O LT e S
2 8 77 39 124
11.651 75.732 36.617
1.1441 0.0212 0.155
5.37 51.68 26.17 83.22
--------------- D el T
3 4 11 5 20
1.8792 12.215 5.906
2.3935 0.1208 0.139
2.68 7.38 3.36 13.42
--------------- L T T T
Total 14 91 - 44 149
9.40 61.07 29.53 100.00
Frequency Missing = 79
STATISTICS FOR TABLE OF SINGL_PC BY CU7?
Statistic DF value Prob
Chi-Square 4 10.435 0.07%4
TABLE OF SINGL_PC BY CU1S
SINGL_PC cu1s
Frequency
Expected
Cell Chi-Square
‘Percent of 1] 3| Total
............... P L bk L LT Y
1 1 2 4 7
0.0828 0.6627 6.2544
10.154 2.6984 0.8126
0.59 1.18 2.37 4.14
--------------- L E T T pupepupup e G
2 [o] 11 129 140
1.6568 13.254 125.09
1.6568 0.3835 0.1223
0.00 6.51 76.33 82.84
--------------- D T T Ty Y
3 1 3 18 22
0.2604 2.0828 19.657
2.1013 0.4039 0.1396
0.59 1.78 10.65 13.02
--------------- D ek e et ]
Total 2 16 151 169
1.18 9.47 89.35 100.00
Frequency Missing = 59
STATISTICS FOR TABLE OF SINGL_PC BY CU1S
Statistic DF Value Prot
Chi-Square 4 18.473 o.oof



TABLE OF SINGL_PC BY CU13
SINGL_PC a3
Frequency
Expected
Cell Chi-Square
Percent of 1{ 3| Total
--------------- R e e R
1 2 2 2 6
0.279%1 1.0814 4.6395
10.612 0.7803 1.5017
’ 1.16 1.16 1.16 349
--------------- R e e
2 4 26 113 143
6.6512 25.773 110.58
1.0568 0.002 0.0532
R 2.33 15.12 65.70 83 .14
""""""""" il e el R et
3 2 3 18 23
1.0698 4.1453 17.785
0.8089 0.3165 0.0026
1.16 1.74 10.47 13.37
Total 8 31 133 172
4.65 18.02 77.33 100.[00
Frequency Missing = 56
STATISTICS FOR TABLE OF SINGL_PC BY CU13
Statistic DF Value Prob
Chi-Square 4 15.134 ) joB;
TABLE OF SINGL_PC BY FHP10
SINGL_PC FHP10
Frequency
Expected
Cell Chi-Square
Percent of 1} 3] Total
2
1.79
94
83.93
16
14.29
Total . 22 32 S8 112
19.64 28.57 51.79 100.00
Frequency Missing = 116
STATISTICS FOR TABLE OF SINGL_PC BY FHP10
tatistic DF Value Prob
hi-Square 4 9.796 0.044
TABLE OF SINGL_PC BY FHP1l4
SINGL_PC FHP14
Frequency
Expected
Cell Chi-Square
Percent o] 1] 3} | Total
——————————————— it e Rl el 4
1 0 2 0 2
0.5741 0.4444 0.9815
0.5741 5.4444 0.9815
0.00 1.85 0.00 1.85
--------------- P Ll bl et
2 31 18 43 92
26.407 20.444 45.148
0.7987 0.2923 0.1022
28.70 16.67 39.81 85.19
--------------- PPt e R L Ll o
3 [} 4 10 14
4.0185 3.1111 €.8704
4.0185 0.254 1.4256
0.00 3.70 9.26 12.96
--------------- fommmmme—pmmmme e o= - m =
Total a1 24 S3 108
28.70 22.22 49.07 100.00
Frequency Missing = 120
STATISTICS FOR TABLE OF SINGL_PC BY FHPl4
Statistic DF Value Prob
Chi-Square 4 13.891 -STBEQ

TABLE OF SINGL_PC BY WLI1l

SINGL_PC WLI11
Frequency
Expecteg
Cell Chi-Square
Percent 1} 3| Total
----------------------- Y
1 1 1 2
0.4324 0.3604
0.7449 1.1354
0.80 0.90 1.80
----------------------- P
2 23 12 92
19.892 16.577
0.4856 1.2635
20.72 10.81 82.88
--------------------- EE Rl et g
3 0 7 17
3.6757 3.0631
3.6757 5.0601
0.00 6.31 15.32
----------------------- P b s
Total 24 20 111
21.62 18.02 100.00

Frequency Missing = 117
STATISTICS FOR TABLE OF SINGL_PC BY WLIll

Statistic OF value Prob
Chi-Square 4 13.618 0.009
TABLE OF PRESC_PC BY CUl6
PRESC_PC CUls6
Frequency
Expected
Cell Chi-Square
Percent o} 1} 3] Total
--------------- B it duainiiabiad
1 3 3 | 71 13
1.6714 7.8929 3.4357 l
1.056 3.0331 3.6977
2.14 . 9.25%
------ 14
14.529
0.0192
10.00
............... ememmmm o
3 1
1.8
0.3556
0.71
Total 18
12.86

Frequency Missing = B8
STATISTICS FOR ~ABLE OF PRESC_PC 3Y CUlé

statistic

~hi-Square

TABLE OF SINGL_PC BY CU18

SINGL_PC cuvis
Frequency

Expected

Cell Chi-Square
Percent

0.2791 | 2.3721 | 21.349
0.2791 | 0.0584 | 0.0199
0.00 1.16 13.95
............... N SN
Total 2 17 172
1.16 9.88 88.95 100.00

Frequency Miesing = 56
STATISTICS FOR TABLE

Statistic



TABLE OF PRESC_PC BY WLIlQ

PRESC_PC WLIl0
Frequency
Expected
Cell Chi-Square
Percent o} 1] by
——————————————— e e e el 4
1 3 0 3
3.6238 1.1881 1.1881
0.1074 1.1881 2.7631
2.97 0.00 2.97
--------------- R R Rkl el il Salai el
2 47 20 16
50.129 16.436 16.436
0.1953 0.773 0.0115
46.53 15.80 15.84
--------------- L el it e e O
3 11 o] 1
7.2475 2.3762 2.3762
1.9429 2.3762 0.7971
10.89 0.00 0.99
--------------- LRl el It b et b bk
Total 61 20 20
60.40 19.80 19.80 1

Frequency Missing = 127
STATISTICS FOR TABLE OF PRESC_PC BY WLI1O

Statistic DF Value
Chi-Square 4 10.155
TABLE OF ELDER_PC BY CU3
ELDER_PC cu3
Frequency -
Expected
Cell Chi-Square
Percent of 1] 3}
e emee dommmmmm- pommmmm o R +
1 8 29 S
7.6696 25.2 9.1304
0.0142 0.573 1.8685
6.96 25.22 4.35
--------------- $ocmmmmrejo-mmeeo—gmm e m
2 10 3s 13
12.417 40.8 14.783
0.4706 0.0794 1.2032
8.70 33.91 16.52
——————————————— B et il Dttt daid 4
3 3 1 1
0.913° 3 1.087
4.7702 1.3333 0.007
2.61 0.87 0.87
--------------- O it SRkl ettt o
Total 21 69 25
18.26 60.00 21.74 1

Frequency Missing = 113
STATISTICS FOR TABLE OF ELDER PC BY CU3

Statistic DF Value
Chi-Square 4 10.319
TABLE OF ELDER_PC BY CUS
ELDER_PC cus
Fraquency
Expected
Cell Chi-Square
Percent of 1] 3
--------------- D T et d
1 2 28 14
3.4737 22.772 17.754
0.6252 1.2003 0.7%39%
1.75 24.56 12.28
--------------- O R T T
2 S 30 30
5.1316 33.54 26.228
0.0034 0.3939 0.5423
4.39 26.32 26.32
1.75 0.88 1.75
--------------- D L
Total 9 59 46
7.89% 51.75 40.135

Frequency Missing = 114

STATISTICS FOR TABLE OF ELDER_PC BY CUS

Statistic

Chi-Square 4

Total

83

82.18

12

L11.88

101
00.00

Total

42

36.52

68

115
00.00

Totai

44

38.60

65

57.02

114
00.00

TABLE OF PRESC_PC BY FHP20

SRESC_PC

~21l Chi-Square
Sercent

-otal

Trequency Missing = 121

FHP20

STATISTICS FOR TABLE OF PRESC_PC BY FHP20

w
~
-

TABLE OF ELDER_PC BY CU11l

ELDER_PC

Frequency
Expected
Cell Chi-Square
Percent

CUll

Frequency Missing = 110
S8TATISTICS FOR TABLE OF - ELDER_PC BY FHP11

TABLE OF ELDER_PC BY CU21

ELDER_PC
Frequency
Expected
Cell Chi-Square
Percent

cu21

Fregquency Missing = 116
STATISTICS FOR TABLE OF ELDER_PC BY CU21

Statistic

Total

46

38.98

67

56.78

4.24

118
100.00

Total

39

34.82

66

112
100.00

3%
(U3}



TABLE OF ELDER_PC BY FE

ELDER_PC FHP11l
Frequency !
Expected !
Cell Chi-Sguare!
Percent { of 1} 3{ Total
24
31.7%
53
64.63
3.66
Total 8
100.0

Frequency Missing = 146
STATISTICS FOR TABLE OF ELDER_PC BY CUll

Statistic

Chi-Square

TABLE OF ELDER_PC BY FHP1S

ELDER_PC FHP15
Frequency
Expected
Cell Chi-Square
Percent of 1 3}

Total 7 8 68 4
190.0

81.33

Frequency Missing = 145
STATISTICS FOR TABLE OF ELDER_PC BY FHP1S
statistic DF

Chi-Square

TABLE OF ELDER_PC BY WLI8

Prok

01z

oW

ELDER_PC WLIB
Frequency
Expected
Cell Chi-Square
Percent ol 1} 3} ! Tota
--------------- F R e E T T TR
1 9 S 16 3
9.5294 8.4706 12
0.0294 1.422 1.3333
10.59 5.88 18.82 35.29
--------------- B et R DRl kit g
2 18 18 14 50
15.882 14.118 20
0.2824 1.0676 1.8
21.18 21.18 16 .47 58.82
--------------- P e E LR R T DR Lkt ]
3 0 1 4 5
1.5882 1.4118 2
1.5882 0.1201 2
0.00 1.18 4.71 5.88
--------------- R et R T Dt Rt 4
Total 27 24 34 8S
31.76 28.24 40.00 100.00
Frequency Missing = 143
STATISTICS FOR TABLE OF ELDER_PC BY WLIB
Statistic DF Value Prob
Chi-Square 4 9.643 0.047

TABLE OF ELDER_PC BY WLI15

ELDER_PC WLI1S
Frequency
Expected
Cell Chi-Square
Pe.
rcent of 1] 3] Total
24
33.80
43
60.56
4
5.63
71
100.00
Frequency Missing = 157
STATISTICS FOR TABLE OF ELDER_PC BY WLI15
Statistic DF Value Prob
Chi-Square 4 15.534 0.004
TABLE OF BLACK_PC BY CUS
BLACK_PC cus
Frequency
Expected
Cell Chi-Square
Percent o) 1} 3| Total
0 1 23 22 46
4.4337 22.723 18.843
2.6593 0.0034 0.5288
0.60 13.86 13.25 27.71
58
34.94
26
15.66
36
4.82 7.23 9.64 21.69
--------------- O et SRR EE DD Rt o
Total 16 82 68 166
9.64 49.40 40.96 100.00
Frequency Missing = 62
STATISTICS FOR TABLB OF BLACK_PC BY CUS
Statistic DF Value prob
Chi-Square 3 14.287 0.027
TABLE OF BLACK_PC BY CUS8
BLACK_PC cus
Frequency
Expected
Cell Chi-Square
Percent of 1] 3] Total
--------------- e ettt R et
0 4 23 23 S0
6§.1765 23.824 20
0.7669 0.0285 0.45
2.35 13.53 13.53 29.41
59
34.71
25
14.71
38
21.18
Total 170
12.35 47.65 40.00 100.00
Frequency Missing = 58
STATISTICS FOR TABLE OF BLACK_PC BY CU8
statistic ' DF Value Prob
:N::Sc;are [ 13.008 0.043



TABLE OF BLACK_PC BY CU11
BLACK_PC cuil
Fraquency
Expected
Cell chi-Square
Parcent o} 1f 3] Total
48
27.59
62
35.63
25
14.37
39
22.41
174
100.00
Frequency Missing = 54
STATISTICS FOR TABLE OF BLACK_PC BY[ CUll
Statistic DF Value Prob
Chi-Square 6 34.687 0.000
TABLE OF BLACK_PC BY FHP1l
BLACK_PC FHP11
Frequency
Expected
Cell Chi-Square
percent of 1 3{ Total

Frequency Missing = 105 )
STATISTICS FOR TABLE OF BLACK_PC B

Starnistic DF

TABLE OF BLACK_PC BY WLILl

BLACK_PC WLI1i
Frequency
Expected
1Cell Chi-Square
Percent Total
------------ Q 29
v
23.77
""""""" v as
36.89
""""""" 2 18
14.75
- o
24.53
Total 122
100.00
Frequency Miasing = 106
STATISTICS FOR TABLE OF BLACK_PC BY{WLIll

Statistic DF

Chi-Square &

Value

20.15 0.

statistic DF

Statistic

Chi-Square

TABLE OF WHITE_PC BY CUS

WHITE_PC cus
Frequency
Expected
Cell Chi-Square
Percent i 0} 1 3] Total
52
29.55
54
30.68
as
22.18
31
1.14 8.52 7.95 17.81
--------------- R e D
" Total 18 86 72 176
10.23 48.86 40.91 100.00
Frequency Missing = 52
STATISTICS FOR TABLE OF WHITE C BY cus
Statistic bF Value
Chi-Square 6 15.276
TABLE OF WHITE_PC BY CU9
WHITE_PC cus
Frequency
Expected
Cell Chi-Square
Percent 0]} 1] 3] Total

Frequency Miesing = 20
STATISTICS FOR TABLE OF WHITE_PC BY

TABLE OF WHITE_PC BY CUll

WHITE_PC cull
Frequency
Expected
Cell Chi-Square
Parcent 0} 1] 3} Total
5S
30.05
54
29.51
43
23.50
31
16.94
183
100.00
Frequency Missing ~ 45
STATISTICS FOR TABLE OF WHITE_PC BY CU1l




TABLE OF WHITE PC BY CU12
TABLE OF WHITE_PC BY FHP1s

WHITE_PC cul2
- WHITE_®C FHP16
Frequency
Expected Frequency
Cell Chi-Square Expected
Percent of 1] 3] Total Cell Chi-Square
e mtrme——————— PO, PO P, + Percent o] 1] 3| Total
34
26.77
38
29.92
34
26.77
23
_______________________________________ 16.2 15.54
Total 27 96 54 177 1
Total 42 31 127
15.25 54.24 30.51 100.00 331.07 42.52 24.42 100.00

Frequency Missing = 51 ’ Frequency Missing = 101
STATISTICS FOR TABLE OF WHITE_PC BY CU12 STATISTICS FOR TABLE OF WHITE PC BY FHP16
‘tatistic DF Value Prob

hi-Square [ 15.252 otole

Statisgtic DF Value Prob

Chi-Square 6 16.130 0.013

TABLE OF WHITE_PC BY CU16
- TABLE OF WHITE_PC BY WLI16

WHITE_PC CuUle
- WHITE_PC WLI16
Frequency
Expected Frequency
Cell Chi-Square Exg;cé:? s
Percent Ce -Square
““““““ 2t Percent of 1} 3} Total
53 2 memme=eemo------- 4ommmmmm- pommmmm B +
1 13 4 17 33
9.9517 9.9517 19.097
46 0.9337 0.031 0.2302
"""""""" 8.97 6.21 11.72 26.90
--------------- D e D R et
52 2 9 12 23 44
11.228 11.228 21.545
. a9 0.442 0.0531 0.0983
"""""""" 6.21 8.28 15.86 30.34
-------------- e el i 3
“ 3 5 15 15 as
8.931 8.931 17.138
- 56 1.7303 4.1241 0.2667
"""""""" 3.45 10.34 10.34 24.14
--------------- D et e R LR L
2 4 10 1 16 27
6.8897 6.8897 13.221
09 1.4042 5.0348 0.5843
6.90 0.69 11..03 18.62
74 0000000 meee—meem----ee e e Hommme +
00 Total 37 37 71 145
25.52 25.52 48.97 100.00

Frequency Missing = 54
STATISTICS FOR TABLE OF WHITE_PC BY CU16 Frequencv Missing = 83

- STATISTICS FOR TABLE OF WHITE_PC BY WLI16

Statistic DF Value Prob

_________________________________________________ statistic DF Value Prob

Chi-Square 6 13.881 0.031 CTTTTTTTTooToo e eeeooooooooocononssnsooaeoaos
Chi-8quare 6 14.993 0.020

TABLE OF WHITE_PC BY FHP11
TABLE OF ASIAN PC BY CU%

WHITE_PC FHP11
ASIAN PC cu9
Frequency -
Expected Frequency
g:ll Chi-Square EXETCted
reent e Chi-Square
_______________ tal Percent of 1 3| Total
36 tTmmmmeemesee-s ——emaas PO ——————— -
0! 1 5 106 | 112
1.7231 | 4.53949 105.53
L 0 0.3034 | 0.0357 | "0.001
___________________ 0.51 2.56 | 54.36 | 57.44
<0 e PPN —m—eeeos -
1 1 1 70 | 72
1.1077 | 2.9538 | §7.935 |
o1 0.0105 | 1.2924 0.0625
_______________________ 0.51 0.51 35.30 ‘ 36.92
33 N
11
_______ .58
________ 5.64
20 8 195
1.54 4.10 94.36  100.00
_______________ - . .50 Frequency Missing = 33
Total 29 STATISTICS FOR TABLE OF ASIAN_PC 3Y CU9
. . ;00 Statistic DF Value Pror
requency Missing = 99 | emeemmeeseeccceeooeooll
9 Chi-Square 4 11.644 0.02
BTATISTICS FOR TABLE OF WHITE_PC BY FHP11 i o0
?Eatistic DF Value Prob




TABLE OF ASIAN PC BY CUll

ASIAN_PC cu11
Frequency
Expected
Cell Chi-sSquare
Percent o] 1l 3] Total
102
58.62
61
35.06
11
5.32
Total 28 61 8s 174
16.09 35.06 48.85 10D.00

Frequency Missing = 54
" BTATISTICS FOR TABLE OF ASIAN_PC BY CUll

Statistic DF

Chi-Square

TABLE OF ASIAN_PC BY CU15

ASIAN _PC CuUl1s
Frequency
Expected
Cell Chi-Square
Percent ot 1} 31
--------------- demccmceedemmmm—eede—mo————
0 0 7 104
0.5904 9.4468 100.96
0.5904 0.6337 0.09214
0.00 3.72 §5.32
--------------- T R it
1 0 6 60
0.3511 5.617 60.032
0.3511 0.0261 17E-6
0.00 3.19 31.9%1
--------------- J b LR
2 1 3 7
0.0585 0.9362 10.00S
15.149 4.5498 0.2027
0.53 1.60 3.72
--------------- e L
Total 1 16 171
0.53 8.51 90.96

Frequency Missing = 40
STATISTICS FOR TABLE OF ASIAN_PC BY CU1
Statistic . DF

Chi-Square . 4 22.295

TABLE OF ASIAN_PC BY cu20

ASIAN_PC cu20
Frequency
Expected
cell Chi-Square
percent 1} 3] Total
"""""" 114
58.1§
--------------- 72
36.73
--------------- 1
5.1
"""""""" 19
Total 100.0

Frequency Missing = 32
STATISTICS FOR TABLE OF ASIAN_PC BY CU20;

statistic

Chi-Square

Total

111

59.04

66

35.11

s

0.013

TABLE OF ASIAN_PC BY FHP1l

ASIAN_PC FHP11
Freguency
Expected

Cell Chi-Square
Percent 0}

Frequency Missing = 106
STATISTICS FOR TABLE OF ASIAN_PC BY FHP11l

Statistic OF

____________________ value Prob
Chi-Square 4 16.827 2.002
TABLE OF ASIAN_PC BY WLI10
ASIAN_PC WLI10
Frequency
Expected
Cell Chi-Square
pPercent o} 1} 3] Total
--------------- O et ST T LR Rt
0 42 12 11 65
39.565 13 12.435
0.1498 0.0769 0.1656
36.52 10.43 9.57 56.52
——————————————— O et e Rt kb
1 27 10 6 43
26.174 8.6 8.2261
0.0261 0.2279 0.6024
23.48 8.70 5.22 37.39
7
6.09
115
100.00

Frequency Missing = 113
STATISTICS FOR TABLE OF ASIAN_PC BY WLI1O

TABLE OF ASIAN_PC BY WLI17

ASIAN_PC WLI17

Frequency

Bxpected

Cell Chi-Square o} 1} 3} Total
Percent P fommm e + 1

--------------- I 1 0 5 6
6
3.4766 | 0.5607 | 1.962
1.7643 | 0.5607 | 4 7007
0.93 0.00 .
------------ M L

Tot 62 10
Total 57.94 9.35
Frequency Missing = 121

" §TATISTICS FOR TABLE OF ASIAN_PC BY WLI17
DF Value

Chi-8quare




TABLE OF LT20_PC BY FHP1S5

TABLE OF NAM_PC BY FHP7

HAM_PC FHP7 LT20_PC FHP15
Frequency P"qzzzgy
cted Bxpe
Chi-~ are
Call Chi-Square Cell Chi-Squ ol U 3| Total
Percent o] i 3} Total
............... R G S Y i 45
0 27 33 1 34 100 ‘
27.119 43.22]; 29.661 i
0.0005 | 0.4121]} 0.6347 3.133 10.00 24.17 | 37.50
22.88 33.05 28.81 84.75
............... PR RN SR 45
1 5 12 1 18
4.8814 | 7.7797 5.339
0.0029 | 2.2895[1 3.5263 40.83
4.24 10.17 0.85 15.25
--------------- B e CE TS O 1s
Total 32 51 s 118
27.12 43.22 29.66  100.00
12.50
Frequency Missing = 110 | e —
STATISTICS FOR TABLE OF NAM_PC BY FHP7 11
1.0083 1.378 8.6167
statistic DF Value Prob 1.0082 1.375 0.6592
. 0.00 0.00 $.17 9.17
‘hi-Square
Total 11 15 94 120
9.17 12.50 78.33  100.00
Prequency Miseing = 108
F LT20_PC BY FHP1S
TABLE OF NAM_PC BY|WLI2 STATISTICS FOR TABLE O _
NAM_PC WLI2 Statistic DF value Prob
- 17.169 0.00¢
Frequency Chi-Square 6
Expected TABLE OF LT20_PC BY FHP16
Cell Chi-Square
Parcent o} 1 3] Total LT20_PC YHP16
--------------- D L TT T TRy PR -
[ 43 a 20 103
37.992 | 44.74 20.262 Expected
0.6602 0.503 0.0034 Cell Chi-Square .
35.25 | 32.7 16.39 | 84.43 Percent ol 3} Total
--------------- PP R Y IR S
1 2 1 4 19 46
7.0082 | 8.254 3.7377
3.579 | 2.728 0.0184
1.64 10.6 3.28 15.57 39.32
--------------- L Ry TYRpN S
Total 45 24 122 47
36.89 43.4 19.67  100.00
Prequency Missing = 106 40.17
STATISTICS FOR TABLE OF NAM_PC BY WLI2Z = ~eaecec-emm---sdoscssoscdonssoreosensooons 1
4.4274 3.4701
Statistic DF Value Prob o t5es 0 08098
5.13 11.97
PRI S b 10
3.1624
0.4273
1.71 8.5%
B e LD Dbt -+
tat 37 29 117
Tote 31.62 24.79 100.00
TABLE OF LT20_PC BY CU2
Frequ issing = 111
LT20_pC cu2 ency M 9
Praquency STATISTICS FOR TABLE OF LT20_PC BY FHP16
cted
Cell Chi-Square gratistic DF value _ff??
Percent of 1] 3} Total  -..i-. DO PR ISUIPPRINPOSPES SR EE LS SEH
mmeemmmmeeeaas P, PO hadcccceann . Chi-Bauare 6 14.190 0.028
79 :
TABLE OF LT20_PC BY WLI1S
43.89 LT20_PC WLI1S
53 Frequency
Bxpected
Cell Chi-Square
22.78 Parcent of 1] 3} Total
............... ) G
21 [ 22 7 17 46
29.9 4.6 11.5
2.0873 | 1.2522 | 2.6304
11.67 12.00 7.00 17.00 46.0¢
............... B S S
1 1 26 2 s 3.
: 21.45 3.3 8.25
0.9652 | 0.5121 | 1.2803
11.67 26.00 2.00 5.00 33.00
............... OO S
180 2 11 o [ 11
100.00 7.15 1.1 2.75
2.0731 1.1 2.75
Frequency Missing = 48 11.00 0.00 0.00 11.00
S e T e $mmmmmm—— P P -
3 5 1 3 10
STATISTICS FOR TABLE OF LT20_PC BY CU2 6.5 1 2.5
. 0.0385 o 0.1
Statistic DF Value frok 6.00 1.00 3.00 10.00
................................ R O GRS SR S
Chi-Square 6 12.726 0.048 Total 65 10 25 100
€5.00 10.00 25.00 100.00
Frequency Missing = 128
STATISTICS FOR TABLE OF LT20_PC BY WLI1S
Statistic ol 4 Value Prob

Chi-Square

88}
(3%
O



z P PC BY WLI16
TABLE OF ASIAN_PC BY WLIl8 TABLE OF HISP_
I16
ASIAN_PC WLI18 HISP_PC WL
Frequency
Erequingy Expected ,
xpecte i-square
Cell Chi-Square gziéegg a o} 1} 3{ Total
Percent o} tal o eemeena- el aaee- DU -
—————————————————————— 0 26 13 42 | a1l
39 60 20.396 20.978 39.626
38.077 1.54 3.0343 | 0.1422
0.0224 18.71 9.35 | 30.22 58.27
37.50 .69 +
_______________ e
1 26 38
24.115
0.1473
25.00 6£.54
_______________ oo
2 1 6
3.8077
2.0703
0.96 5.77
_______________ P,
Total 66 104
63.46 0.00
Frequency Missing = 89
Frequency Missing = 124 STATISTICS FOR TABLE OF HISP_PC BY WLI16
STATISTICS FOR TABLE OF ASIAN PC BY WLI18
- Statistic ol Value Prob
Statistic e R S
.............................. DF  Value | Preb iy square s 12.108 0.017
Chi-Square 4 18.016 0.001
TABLE OF ASIAN_PC BY WLIS TABLE OF HISP_PC BY WLI18
ASIAN_PC WLI9 HISP_PC WLIl8
Frequengy E:;gﬁizgy
e
2§§§c§h1-5quare Cell chi-Square
pPercent ol 1} 3] Tptal Percent ol 1} 3] Total
pommmmm = + | emmmesmsssmmwee-s 4mmmmmm - fommm e prmmmmm +
55 0 39 8 11 58
36.808 | 6.6923 14.5
0.1306 | 0.2555 | 0.8448
55.56 37.50 7.69 10.58 §5.77
1 3¢ 1 7 38 35
28.404 | 3.8384 | 5.7576
0.0897 2.0989 0.2681 1.2228
30.30 1.01 7.07 38.38 16.35 2.88 14.42 33.65
--------------- P et R R R ettt d
: 6 2 10 1 0 11
! 4.4848 0.6061 6.9808 1.2692 2.75
: 1.3767 0.2561 1.3058 0.0571 2.75
2.02 1.01 6.06 9.62 0.96 0.00 10.58
Bttt Ll B ittt S S o Fmmmme = prmmamm= +
Total 74 10 99 Total 66 12 26 104
74.75 10.10 15.15 1p0.00 €3.46 11.54 25.00 100.00
. ’ t
Frequency Missing = 129 Frequency Missing = 124
S8TATISTICS FOR TABLE OF ASIAN_PC BY WL1 STATISTICS FOR TABLE OF HISP_PC BY WLI18
statistic DF value prop  Statistic DF valie Prob
~hi -Square 4 11.327 0.023 Chi-Square 4 11.298 0.023
TABLE OF HISP_PC BY FHP1l
imsLE UF HLISP_PC BY WL120
HISP_PC FHP11
HISP_PC WLI20
Frequency
Expected Frequency
Cell Chi-Square/ Expected
Percent o] 1} 3|} Total Cell Chi-Square
............... D S D Percent of 1] 3] Total
0 21 22 23 66
16.098 18.78 | 31.122 57
1.493 | 0.5519 | 2.1196
17.07 17.89 18.70 53.66
............... U 56.44
1 8 9 27 44
10.732 12.52 20.748 3
0.6953 0.9898 1.8839
6.50 7.32 21.95 35.77
............... HURRROI SO SRR 32.67
2 1 4 8 13
3.1707 3.6992 6.1301 11
1.4861 | 0.0245 | 0.5704 0.
0.81 3.2% 6.50 10.57 1.2721 0.6535 2.505
............... SO S RN 10.89 0.00 0.00 10.89
Total 3 3s 58 123 TTooommmmsmeoes P 4mmmmmno ISP .
24.39 28.46 47.15 | 100.00 Toral 72 6 23 101
71.29 5.94 22.77 100.00
Prequency Missing = 105
STATISTICS FOR TABLE OF HISP_PC BY FHP11 Frequency Missing = 127
Statistic oF STATISTICS FOR TABLE OF HISP_PC BY WLI20
Value :
------------------------------------------- ?f?? Statistic DF Value Prot
Chi-Square e T e ee T o oaq LiTToomIITmmmeemeosmrmmmeommmsssssssanossemeooooeo
4 9.815 0.044 ;. g 3
quare 4 10.666 0.031




TABLE OF R21_40PC BY CU7

R21_40PC cu?
Frequency
Expected

Cell chi-Square
Percent

1

5.896

0.7509

............... POIpIpIpE N —
2

7.3988

0.0488

4.6243 | 24.046 | 11.329
0.5705 | 0.1587 | 0.0096
1.73 15.03 6.36

-------------- B e e E el et 3
4 1 1 i, 6
2.0809 | 10.821 | 5.0983
0.5615 0.003 | 0.1595
0.58 6.36 3.47

--------------- D et L e Saiabdeia il 4
Total 20 104 49
11.56 60.12 28.32

Frequency Missing = 55

STATISTICS FOR TABLE OF R21_40PC BY CU7

Statistic

Total

51

.48

64

10.40

173

100.00

DF Value
Chi-Square 6 14.373
TABLE OF R21_40PC BY CU16
R21_40PC cu16
Frequency
Expected
Cell Chi-Square
Percent o] 1} 3}
——————————————— O SR TR D L kit
1 1 28 B
7.2931 28.092 11.615
1.8841 0.0003 1.1251

2.30 3.45 5.75
--------------- e et R LR L LR el ntd
Total 27 104 43

15.52 59.77 24.71

Frequency Missing =

STATISTICS FOR TABLE

Statistic

Chi-Square 6

Total

47

27.01

65

37.36

11.49

174
100.00

0.036

TABLE OF R21_4O0PC BY WLIS

R21_40PC WLIS
Frequency
Expected
cell Chi-Square
Percent o} 1) 3| Total
--------------- R it SR Rl bbbl 4
1 10 4 21 35
11.583 7.554 15.863
0.2163 1.6721 1.6633
7.18 2.88 15.11 25.18
--------------- frammm e mpmmmm e mpom ===}
2 16 9 28 53
17.54 11.439 24.022
0.1351 0.52 0.6589
11.51 6.47 20.14 38.13
386
11.914 7.7698 16.317
0.0006 2.3031
8.63 8.63 25.90
_______________ [P
4 8 s 15
4.964 3.2374
1.8568 0.9596
5.76 3.60 10.79
............... [ PR
Total 46 30 139
33.09 21.58 100.00
Frequency Missing = 89
STATISTICS FOR TABLE OF R21_40PC BY WLIS
Statistic DF value

Prob Statistic

Chi-8quare 6 14.515 0.024
TABLE OF R21_40PC BY WLI21
R21_40PC WLI21
Frequency
Expected
Cell Chi-Sguare
Percent o 1} 3] Total
--------------- O ST R R L
1 13 11 6 30
9.7619 13.095 7.1429
1.0741 0.3352 0.1829
10.32 B.73 4.76 23.81
47
10.32 52.22 4.76 37.30
--------------- N Rt FEE R LR
3 11 9 14 34
11.063 14.841 8.0952
0.0004 2.299 4.307
B.73 7.14 11.11 26.98
--------------- O et SRR TR EE Rt 4
4 4 7 4 15
4.881 6.5476 3.5714
0.159 0.0313 0.0514
3.17 5.56 3.17 11.9%0
——————————————— P e Rl Lol
Total 41 55 30 126
32.54 43.65 23.81 100.00
Frequency Missing = 102
STATISTICS FOR TABLE OF R21_40PC BY WL121
DF Value Prob
Chi-Square 6 13.922 0.031

230



TABLE UF f4a_ourc 281 vee-o

R41_60PC cu11

Frequency

Expected

Cell Chi-Square

Percent o 1} 3] Taral
62
.88
87
.54
34
.58
183
.00

Frequency Missing = 45

STATISTICS FOR TABLE OF R41_60PC BY CuUll
Statistic DF value Prokt

Statistic

o
(V)
—t

TABLE OF R41_60PC BY FHP22

R41_60PC FHP22
Fregquency
Expected
Cell Chi-Square
Percent o} 1f 3] Total
--------------- T LT
1 18 21 S 44
11 24.129 8.871
4.4545 0.4058 1.6891
14.52 16.94 4.03 35.48
--------------- [ it itk t bt
2 6 36 15 57
14.25 31.258 11.492
4.7763 0.718%4 1.0709
4.84 29.03 12.10 45.97
--------------- L S e Rl il d
3 7 11 S 23
5.75 12.613 4.6371
0.2717 0.2063 0.0284
5.65 8.87 4.03 18.55
--------------- P b LR R L LRt d
Total 31 68 25 124
25.00 54.84 20.16 100.00

Frequency Missing = 104

STATISTICS FOR TABLE OF R41l_60PC BY FHP22

Chi-Square 4 11.191 0.025
TABLE OF R4l_60PC BY cul?
R41_60PC cu17
Frequency
Expected
Cell Chi-Square
Percent o} 1] 3} Total
66
3g.02
91
46.91
37
19.07
Total 194
100.00
Frequency Missing = 34
STATISTICS FOR TABLE OF R4l _60PC BY cuUl7
Statistic DF Value Prob
N -sgpare 4 ip.930  |o.ex]
R41_60PC FHP11
Frequency
Expected
Cell. Chi-Square
Percent o] 1} 3ff Total
--------------- et LR L L Db bttt
1 16 9 21 46
11.412 12.481 22.109
1.8456 0.9707 0.0556
12.40 6.98 16.28 35.66
--------------- drmce—mmemajneno—secgpmmsunmn-—t
2 7 20 32 59
14.636 16.008 28.357
3.9836 0.9956 0.4681
5.43 15.50 24.81 45.74
--------------- B e e e ittt
3 9 6 9 24
5.9535 6.5116 11.535
1.559 0.0402 0.5571
6.98 4.65 6.98 18.60
Total 32 as 62 129
24.81 27.13 48.06 100.00
Frequency Missing = 99
STATISTICS FOR TABLE OF R41_60PC BY FHP1l

Statistic

Chi-Square 4 10.476

Prob gratistic

0.033

TABLE OF R41l_60PC BY FRP23

R41_60PC FHP23
Frequency
Expected
Cell Chi-Square
Percent o} 1} 3] Total
51
37.78
59
43.70
25
18.52
Total 135
100.00

Frequency Missing = 93

STATISTICS FOR TABLE OF R41_60PC BY FHP23

Statistic

Chi-8quare

TABLE OF R4l_SO0PC BY WLIXC

R41_SOPC WLI10
Frequency
Expected

Cell Chi-Square
Percent

3.92 1.65 5.73 17.36

--------------- [ A
73 23 25 121
Toral 60.33 13.01 20.66 100.00

Frequency Missing = 107

STATISTICS FOR TABLE OF R41_60PC BY WLIl0

Chi-Square



TABLE OF R41_60PC BY WLI22
R41_60PC WLI22
Frequency
Expected
Cell Chi-Square
Percent o} 1} 3} Total
--------------- O Saieia et keh i d
1 18 22 7 47
12.032 29.704 5.264
2.9602 1.9981 0.5725
14.40 17.60 5.60 37.60
57
0 5459 0.0594
31.20 5.60 45.60
-------- P it d
18 0 21
13.272 2.352
1.6843 2.352
14.40 0.00 1l6.80
-------- e et 4
79 14 125
25.60 63.20 11.20 100.00
Frequency Missing = 103
STATISTICS FOR TABLE OF R41_60PC BY WLI22
Statistic DF value Prob
Chi-Square 4 11.807 0.019
TABLE OF GT61_PC BY culs
GT61_PC cu1s
Frequency
Expected
Cell Chi-Square
Percent 0] 1] 3] | Total
62
36.69
79
46.75
28
16.57
169
100.00
Frequency Missing = 59
STATISTICS FOR TABLE OF GT61_PC BY CU15
Statistic Prob
Chi-Square ” 6t8;;
TABLE OF GT61_PC BY WLI1l
GT61_PC WLIl
Frequency
Expected
Cell Chi-Square
percent o} 1] 3l Total
+
39
1.7858
22.32 4.46 8.04 34.82
--------------- P Ll Tkt £.4
1 19 24 8 51
25.045 14.116 11.839
1.4589 6.9206 1.245
16.96 21.43 7.14 45.54
+
22
0.6036 2.7462 2.9673
9.82 1.79 8.04 19.64
+
Total 112
49.11 27.68 23.21 100.00
Frequency Missing = 116
STATISTICS FOR TABLE OF GTé1_PC BY WLIl
Statistic DF Value Prob
chi-square 4 20.238 0.000

TABLE OF GT61_PC BY WLI6

GT61_PC WLI6
Frequency
Expected
Cell Chi-Square
Percent o} 1} 3
——————————————— P Er MR TR LR Rk
0 13 17 8
12.779 14 .46 10.761
0.0038 0.4461 0.7084
11.50 15.04 7.08
--------------- emmmemmcdmm———eo—des =i
1 12 23 20
18.496 20.929 15.575
2.2812 0.2049 1.257
10.62 20.35 17.70
——————————————— B it e R R Rt bt
2 13 3 4
6.7257 7.6106 5.6637
5.8533 2.7932 0.4887
11.50 2.65 . 3.54
--------------- P et et R it 4
Total 38 43 32
33.63 38.05 28.32

Frequency Missing = 115

STATISTICS FOR TABLE OF GT61_PC BY WLI6

statistic

TABLE OF FT_PC BY CU15

FT_PC cu1s
Frequency
Expected
Cell Chi-Square
Percent o} 1] 3}
--------------- P bt AR R Dl Lt d
1 2 8 41
0.51 4.08 46.41
4.3531 3.7663 0.6306
1.00 4.00 20.50

182
8.00

Frequency Missing - 28-

STATISTICS FOR TABLE OF FT_PC BY CU1S

33.63

55

48.67

20
17.70

113
100.00

25.50

17.00

200

91.00 100.00

FT_PC FHP1S
Freguency
Expecced
Cell Chi-Square
Pexcent o} 1} 3| Total
34
26.56
70
54.69
24
18.75
Total 13 17 98 128
10.16 13.28 76.56 100.00
Frequency Missing = 100
STATISTICS FOR TABLE OF FT_PC BY FHP1S
Stacastic DF Value Prob
“hi-Square 4 10.332 0.035

39}
(8]



TABLE OF FT_PC BY WLI10 TABLE OF DIST BY CU12
FT_PC WLI10 DIST cui2
Frequency Fregquency
Expected ExPECtig
Cell Chi-Square Cell Chi-Sguare
percent 0 1} 3} Total
Percent of 1] 3] Thtal Ll lia---- I, 1 ________ P +
1 i8 70 35 123
34 18.763 66.712 37.525
0.031 0.1621 0.17
10.17 39.55 19.77 69.49
8.10 e vl e P !
2 9 22 9 40
62 6.1017 | 21.695 | 12.203
1.3767 0.0043 0.8409
. 2.4 5.08 22.60
d1.24 5.08 1 3
25
20.66
Total 73 23 25 121
60.33 19.01 20.66 100.00
Frequency Missing = 107 Frequency Missing = 51
STATISTICS FOR TABLE OF FT_PC BY WLI10 STATISTICS FOR TABLE OF DIST BY CU12
Statistic value Prob statistic DF value Prob
Chi-Square 4 14.523 -5-;;; Ohi-Qmiave : 4 14.105 0.007
TABLE OF DIST BY CUS TABLE OF DIST BY FHP1B
DIST Ccus DIST FHP18
Frequency Frequency
Expecte§ Expected
Cell Chi-Square . Cell Chi-Square
Percent Total Percent 0} 1} 3| Total
o= +
120 85
£8.18 65.89
40 32
22.73 24.81
16 5 12
7.8182 6.5455 1.1163 1.9535 8.9302
1.8647 1.8232 1.1163 4.7511 0.4172
2.27 5.68 9.09 0.00 3.88 5.43 9.30
-------- R et 4 -~-—-——-—-—-—-—+————-~-—+----—-—-o-—---—-»+
Bé 72 176 Total 12 21 96 129
10.23 48.86 40.91  100.00 9.30 16.28 74.42  100.00
Frequency Missing = 52 Frequency Missing = 99
STATISTICS FOR TABLE OF DIST BY cus . STATISTICS FOR TABLE OF DIST BY FHP18
Statistic DF value Prot statistic DF value Prob
Chi-Square 4 9.978 0.043% Chi-8quare 4 9.636 0.047
TABLE OF DIST BY CU9 TABLE OF AGE BY CU15
DIST cuU9 AGE CU1l5
Frequency
Expected Frequency
cel : Expected
ell Chi-Square Cell Chi-S
Percent of 11 3| Total e i-Square
ota percent of 1} 3] Total
! pummmm - +
141 13
67.79 6.50
46 176
22.12 0.50 6.00 81.50 88.00
_______________ R a4
21 3 1 ' 3 7 11
0.11 0.88 10.01
7.2009 5.1073 0.9051
10.10 0.50 1.50 3.50 5.50
--------------- [ i
208 Total 2 16 182 200
100.00 1.00 8.00 91.00  100.00
Frequency Missing = 20 Frequency Missing = 28
STATISTICS FOR TABLE OF DIST BY CU9 STATISTICS FOR TABLE OF AGE BY CU15
Sratisetic DF value Prob DF value Pro
Chi-gmiare 4 10.525 0.032  chi-Square 4

3]
(V)



TABLE OF HD BY CU2 TABLE OF HD BY WLIS
HD cu2 HD WLIS
Frequency Frequency
Expected Expected
cell Chi-Square Cell Chi-Square
Percent 0} 1} 3| {Total Percent o} 1} 3} Total
--------------- frmmmmmmmdm s o msmmm ek B e el bt et
1 7 45 N 52 104 1 19 16 41 7€
10.505 49.374 44.121 25.151 16.403 34.446
1.1695 0.3874 1.4069 1.5043 0.0099 1.247
3.54 22.73 26.26 52.53 13.67 11.51 29.50 54 .68
........ fmemm 3 P et R
, 49 32 94 14 22 63
9.4949 44.626 39.879 20.849 13.597 28.554
1.2939 0.4287 1.5566 1.8148 0.0119 1.5043
6.57 24.75 16 .16 47.47 19.42 10.07 15.83 45.32
--------------- fmmmm e R Al il
Total 20 198 Total 46 30 63 139
10.10 47.47 42.42 100.00 33.09 21.58 45.32 100.00
Frequency Missing = 30 Frequency Missing = 89
STATISTICS FOR TABLE OF HD BY CU2 STATISTICS FOR TABLE OF HD BY WLIS
Statistic DF value Prob Statistic DF value Prob
Chi-Square 2 6.243 0.044  Chi-Square 2 6.092 0.048
TABLE OF KD BY CUS TABLE OF MAJOR BY FHPlé6
HD cus MAJOR FHP16
Freguency Frequency
Expected Expected
Cell Chi-Square Cell Chi-Square
Percent Total Percent of 1] 3] Total
--------------- 4mmcmmm o e e ek
1 5 85 1 18 30 16 64
8.6932 20.813 27.057 16.13
1.569 0.3802 0.3201 0.001
2.84 48.30 14.63 24.39 13.01 52.03
--------------- dm-mmmmm I L e b el d
2 13 91 . 2 14 9 14 37
9.3068 12.033 15.642 9.3252
1.4655 0.3217 2.8206 2.3435
7.39 51.70 11.38 7.32 11.38 30.08
——————————————— B el B Rt R Ll b il
Total 18 176 4 8 13 1 22
10.23 100.00 7.1545 9.3008 5.5447
o 0.0999 | 1.4713 | 3.7251
Frequency Missing = 52 6.50 10.57 0.81 17.89
--------------- B et R R T LR
Total 40 52 31 123
STATISTICS FOR TABLE OF HD BY CUS 32.52 42.28 25.20 100.00
Statistic DF Value Prok Frequency Missing = 105
Chi-Square
STATISTICS FOR TABLE OF MAJOR BY FHP1é
Statistic DF Value Prob
chi-square 7 ; ______________________
TABLE OF HD BY CU23 . i 11.483 0.022
HD cuz3 .
Frequency TABLE OF MAJOR BY WLI1l
Expected
Cell Chi-Square MAJOR WLI12
percent °! ! 2 rorat Frequency
93 Expected
Cell Chi-Square
Percent o} 1} 3} Total
--------------- fommmmmmmmdmmmc-emogo— = m= =t
_______________ 51.38 1 33 16 17 66
88 40.78 13.951 11.268
1.4844 0.3009 2.9155
26.83 13.01 13.82 53.66
--------------- it SR ks
48.62 2 26 7 2 35
"""""""""" 21.626 7.3984 5.9756
Total 10053 0.8847 | 0.0215 | 2.645
) 21.14 5.69 1.63 28.46
. S pmomm - o m e R +
Frequency Missing = 47 4 17 3 2 22
13.593 4.6504 3.7561
0.8537 0.5857 0.821
STATISTICS FOR TABLE OF HD BY cu23 13.82 2.44 1.63 17.89
--------------- P et R R R Rl il
Siinitibias SR bRVl Frob Total 76 26 23 123
Chi-Square Py 10.544 0.005 61.79 21.14 17.07 100.00

Frequency Missing = 105

STATISTICS FOR TABLE OF MAJOR BY WLI1l

Statistic DF Value Prol

|89



OF ROUTE BY FHP6
TABLE TABLE OF JOBTITLE BY CU1S
ROUTE FHPS JOBTITLE cu1s
Frequency Prequency
Expected Expected
Cell Chi-Square ol 11 3| Total Cell Chi-Square
Percent A Percent o} 1} 1} Total
T 1 26 ‘ 30 47 103
24.279 | 36.786 | 41.936 86
0.1221 | 1.2517 | 0.6116
18.57 21.43 33.57 73.57
....... + 43.00
10 37
15.064 ig
1.7025
7.14 26.43
+ 19.00
57 140
40.71| 100.00 70
Frequency Misaing = 88 15.00
STATISTICS FOR TABLE OF ROUTE BY FHP6 6
Staristic pE  Value 300
Chi-Square 2 200
100.00
Frequency Missing = 28
STATISTICS FOR TABLE OF JOBTITLE BY CU1S
Statistic DF Value Prob
TABLE OF ROUTE BY WLI6 | = semececcaaccesacweccccc-csceceemacsscsamec~eammaaoe--=ox
Chi-Square 6 25.833 0.000
ROUTE WLI6
Frequency
Expected
Cell Chi-Square
Percent of 1 3{ Total
............... A
1 42 30 24 96 e L .
34.182 34.182 27.63 TABLE OF JOBTITLE MY CuUly
1.7882 0.5116 0.478p
31082 | 22.73 | 1s.ab | 72.73 JOBTITLE cus
----------- ;_‘-“"-;-h“";.—,""_"; -7 Frequency
s Expected
12.818 12.818 10.36
4.7685 | 1.3641 | 1.275h Cell Shi-Square
3.79 12.88 10.68 | 27.27 percen ! °l 11 3| Total
............... [P I N it ik A
1 3 1 79 a5
Total 47 47 3 132
35.61  35.61  28.73  100.00 zli§;g ;eiSZZ 07?.5:?
Frequency Miasing = 96 1.50 1 1.50 39.50 42.50
--------------- ) U SR
2 0 2 . 4 36
STATISTICS FOR TABLE OF ROUTE BY WLI6 gé: 0 25;2 olxz.ig;
Statistic DF value Prob . 18.00
Chi-~Square 2 10.187 0.006 73
36.50
6
TABLE OF JOBTITLE BY CUl4
JOBTITLE cuL4 3.00
Frequency 200
Expected 1.50 9.50 89.00 100.00
Cell Chi-Square
P”rcent ol 1] 3{ Total Frequency Missing « 28
7
STATISTICS FOR TABLE OF JOBTITLE BY CU18
40.11 Statistic OF Value Prob
36 Chi-Scquare 6 16.504 0.011
19.78
68
37.36
El
2.75
Total 17 67 98 182
9.34 36.81 53 .85  100.00
Frequency Migeing = 46
STATISTICS FOR TABLE OF JOBTITLE 2Y CUl4
Statistic DF
Chi-Square 6

2
w



TABLE OF JOBTITLE BY culs

JOBTITLE CU19
Frequency
Expected
Cell Chi-Square R
Percent of 1l 3] Tothl
——————————————— +-———-—-—+—---—-——4--—-—«»-4
1 7 9 58 74
4.5222 14.8 54.678
1.3576 2.273 0.2019
3.89 5.00 32.22 41411
--------------- T b i
2 2 6 25 33
2.0167 6.6 24.383
0.0001 0.0545 0.0156
1.11 3.33 13.89 18333
--------------- +——-——---+-—-----—+———---—-+
3 1 21 45 67
4.0944 13.4 49.506
2.3387 4.3104 0.4101
37|.22

TABLE OF JOBTITLE BY WLI3

Frequency Missing = 48

STATISTICS FOR TABLE OF JOBTITLE BY CU19
Statistic . DF

Chi-Square 6

TABLE OF JOBTITLE BY CU22

JOBTITLE cu22

Frequency

Expected

cell Chi-Square

Percent

_______________ bommmm e

1

13.089
1.8423
10.06

_______________ bomm -
6.2682
0.2566
12.721
2.5727

............... e :
0.9218
4.

............... b

Total

Frequency Missing = 49

STATISTICS FOR TABLE

Statistic DF

Chi-Square

180

00.00

Total

71

39.66

34

18.99

€9

38.55

179
100.00

JOBTITLE WLI3
Frequency
Expected
Cell Chi-Square
Percent o} 1} 3| Total
--------------- bt
1 19 12 33 70
18.862 14.671 36.467
0.001 0.4862 0.1759
11.38 7.19 23.35 41.92
--------------- S et daiel 4
2 14 3 12 29
7.8144 6.0778 15.108
4.8964 1.5586 0.6393
8.38 1.80 7.19 17.37
--------------- ittt Al inied
3 12 . 20 32 64
17.246 13.413 33.341
1.5955 3.2346 0.054
7.19 11.98 19.16 38.32
4
2.40C
Total 45 35 87 167
26.95 20.96 52.10 100.0C

Frequency Missing = 61

STATISTICS FOR TABLE OF JOBTITLE BY WLI3

Statistic DF Value Prb
Chi-Square 6 16.320 0.0:2
TABLE OF GP_YR_PR BY CU22
GP_YR_PR cu22
Frequency
Expected
cell Chi-Square
Percent o} 1) 3| Total
--------------- R S i 1
1 4 12 2 18
3.3184 11.263 3.419
0.14 0.0483 0.5889
2.23 6.70 1.12 10.06
--------------- fommmm——sdme—-m—msdec -k
2 19 69 11 99
18.251 61.944 18.804
0.0307 0.8037 3.2391
10.61 38.55 6.15 55.31
--------------- é'----——-4--——-—--+->—'~—*-~+
3 7 26 18 51
9.4022 31.911 9.6872
0.6138 1.0948 7.1335
3.91 14.53 10.06 28.49
--------------- A, el Kl 4
4 3 5 3 11
2.0279 6.8827 2.0834
0.4659 0.515 06.3969
1.68 2.79 1.68 6.15
--------------- [ etk
Total 33 112 34 179
18.44 62.57 18.99 100.00
Frequency Missing = 49
STATISTICS FOR TABLE OF GP_YR_PR BY CU22
gtatiastic DF Value Prob
15.071 0.020

2

6



TABLE OF GP_YR_PR BY FHP13

GP_YR_PR FHP13
Freguency
Expected
Cell Chi-Square .
Percent of 1} 3} |Total
——————————————— D it bt o
1 1 2 11 14
1.8529 2.4706 9.6765
0.3926 0.0896 0.181
0.74 1.47 8.09 10.29
——————————————— fommemmmmdm—e—m——mgem—=mooo
2 10 21 47 78
10.324 13.765 53.912
0.0101 3.8032 0.8861
7.35 15.44 34.56 57.35

Total 18 24 94 136
13.24 17.65 69.12 100.00
Frequency Missing = 92
STATISTICS FOR TABLE OF GP_YR_PR BY FHP13
Statistic DF Value Prch
Chi-Square 6 12.580 0.050
TABLE OF GP_YR_PR BY FHP17
GP_YR_PR FHP17
Frequency
Expected
cell Chi-Square
Percent Total
1 14
10.53
2 78
58.65
3 37
27.82
4 4
0.4511 0.5714 2.9774
5.3178 0.5714 0.3209
1.50 0.00 1.50 3.01
--------------- bt R TR R R bl 4
Total 15 19 99 133
11.28 14.29 74 .44 100.00
Frequency Miesing = 95
STATISTICS FOR TABLE OF GP_YR_PR BY FHP17
Statistic DF value Prob
Chi-Square 6 14.52¢ n nu

TABLE OF GP_YR_PR BY FHP20

GP_YR_PR FHP20
Frequency
Expected
Cell Chi-Square
??f???s ! ol 1f 3} Total
................ Ao ooy
1 0 ] 12 12
0.5625 0.6562 10.781
0.5625 | 0.6562 0.1378
_________ 0.00 0.00 9.38 9.38
------ e T Y
2 3 6 66 75
3.5156 | 4.1016 | 67.383
0.0756 | 0.8787 | 0.028B4
_______________ i 2.34 i 4.69 51.56 58.59
---------------- P
3 1 1 34 36
1.687S 1.9688 32.344
0.2801 | 0.4767 | 0.0848
0.78 0.78 26.56 28.12
--------------- N e
4 2 0 3 s
0.2344 0.2734 | 4.4922
13.301 | 0.2734 0.4957
_______________ *_-.1.56 ! 0.00 2.34 3.91
_____________ PR
Total 6 7 115 128
4.69 5.47 89.84 100.00
Frequency Missing = 100
STATISTICS FOR TABLE OF GP_YR_PR BY FHP20
?E?Ef??}? __________ DF Value Pro
Chi-Square 6 17.251 0.00¢
TABLE OF GP_YR_PR BY WLI3
GP_YR_PR WLI3
Frequency
Expected
cell Chi-Sguare
Percent 0‘ 1‘ 3‘ roral
_______________ ,____--——+—--*""*"""'_’
i 5 1 12 18
4.8503 | 3.7725 | 9.3772
0.0046 | 2.0375 | 0.7336
2.99 0.60 7.19 10.78
_______________ +____._--¢-—>‘-"‘*"""'-‘
2 32 22 36 90
24.251 | 18.862 | 46.886
2.4757 0.522 | 2.5276
is.16 | 13.17 | =21.56 | 53.89
_______________ +___-_—-—0—"""_4"_-—__—‘-*
3 5 12 32 49
13.204 10.269 | 25.527
5.097 | 0.2916 | 1.6414
2.99 7.19 19.16 29.34
_______________ ¢,__-----+——~-""*""'"’*
0 7 10
5.6946 | 2.0958 | 5.2096
0.0346 2.0958 | 0.6153
1.80 0.00 4.19 5.92
_______________ +___.__--+———"""""""_' 67
4 35 87 1
Total 26.95 20.96 52.10 100.00

Frequency Missing = 61

STATISTICS FOR TABLE OF GP_YR_PR BY WLI3

gtatistic

Cchi-Square

2
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TABLE OF GP_YR_PR BY WLI7

GP_YR_PR WLI7
- = TABLE OF GP_YR_CJ BY FHP16
Frequency
Expected GP_YR_CJ FHP16
Cell Chi-Square
Percent of 1} 3| Tqgtal Frequency
+ Expected
15 Cell Chi-Square
Percent oj 1] 3] Total
——————————————— B L Dl e il 4
10.00 1 27 32 25 84
27.78 35.717 20.504
86 0.0218 0.3867 0.9859%9
21.26 25.20 19.69 66.14
——————————————— LR R LR
57.33 2 10 18 1 29
9.5906 12.331 7.0787
41 0.0175 2.6066 5.22
7.87 14.17 0.73 22.83
--------------- B R SRR R it
2[7.33 3 S 4 5 14
4.6299 5.9528 3.4173
8 0.0296 0.6406 0.733
3.94 3.15 3.94 11.02
--------------- P et R bt 3
5.33 Total . 42 54 31 127
: 33.07 42.52 24.41 100.00
Total 39 37 74 150
26.00 24.67 49.33 100.00 Frequency Missing = 101

Frequency Missing = 78
¢ STATISTICS FOR TABLE OF GP_YR_CJ BY FHP16

STATISTICS FOR TABLE OF GP_YR_PR BY WLI7 Statistic
Statistic DF Value Prchy Chi-Square
Chi-Square 6 19.487 0.0c3
TABLE OF GP_YR_CJ BY CU19 TABLE OF SIZE BY CUl
GP_YR_CJ cu19 SIZE cul
Frequency Freguency
Expected Expected
Cell Chi-Sguare Cell Chi-Square
Percent o} 1] 3} | Total Percent ol 1} 3| Total
——————————————— P it e e L b et
1 7 30 76 113 114
6.9056 22.6 B83.494
0.0013 2.423 0.6727
3.89 16.67 42.22 €2.78 57.28
——————————————— P it EEEEEEE T ket
2 2 5 42 49 61
2.9944 5.8 36.206
0.3303 2.351 0.9274
1.11 2.78 23.33 27.22 3.02 13.07 14.57 30.6%
--------------- P bl LR R R it 4
18 3 2 9 13 2%
1.4472 6.8744 15.678
0.2111 0.6573 0.4576
10.00 . 1.01 4.52 6.53 12.08
ST mmmemmoessommmes domm i m s Hmmmm pmm - +
Total 11 36 133 180 Total 12 57 130 199
6.11 20.00 73.89 | 100.00 6.03 28.64 65.33  100.00
Frequency Missing = 48 Frequency Missing = 29
STATISTICS FOR TABLE OF GP_YR_CJ BY CU19 STATISTICS FOR TABLE OF SIZE BY CUl
Statistic DF Value Prob Statistic DF value Proy
Chi-Square 4 9.537 0.049 Chi-Square 4 17.042 0,082
TABLE OF GP_YR:CJ BY FHP12 : TABLE OF SIZE BY CU2
GP_YR_CJ FHP12 SIZE cu2
Frequency Frequency
Expected Expected
Cell Chi-Square Cell Chi-Square
Percent o} 1} 3} | Total Percent o} 1] 3} Total
——————————————— P et R R Dl il 4 PR ———
1 26 33 25 B84 112
30 32 22
0.5333 0.0313 0.4091
20.63 26.19 19.84 66.67 57.44
--------------- [P . il Rttt o P *
2 9 14 6 29 2 11 38 12 61
10.357 11.048 7.5952 6.2564 29.092 25.651
0.1778 0.789 0.3351 3.5966 2.7274 7.265
23.02 5.64 19.49 6.15 31.28
——————————————— P el TR il e EREY
3 10 1 2 13 3 0 7 15 22
4.6429 4.9524 3.4048 2.2564 10.492 9.2513
6.1813 3.1543 0.5796 2.2564 1.1624 3.5722
7.94 0.79 1.59 10.32 0.00 3.59 7.69 11:28
--------------- A L SR L
Total 126 Total 20 93 82 195
35.71 38.10 26.19 100.00 10.26 47.69 42.05 100.00
Frequency Missing = 102 Freguency Missing = 33
STATISTICS FOR TABLE OF GP_YR_CJ BY FHP12 STATISTICS FOR TABLE OF SIZE BY cu2
Statistic DF Value Prob Statistic DF value Prob

Chi-Square 4 12.181 0.016 Chi-Square 4 22.994 0.000




TABLE OF SIZE BY CUS

SI1ZE

Frequency
Expected

Cell Chi-Square
Percent

cus
o} 1t 3] Total
-------- R i
10 45 49 104
13.438 | 49.079 [ 41.483
0.8797 0.339 | 1.3621
5.62 25.28 27.53 8.43
———————— fmmm g m et
12 26 18 56
7.236 | 26.427 | 22.337
3.1366 | 0.0069 | 0.8421
6.74 14.61 10.11 1.46
1. 13 4 18
2.3258 | 8.4944 | 7.1798
0.7558 | 2.3899 | 1.4083
0.56 7.30 2.25 10.11
———————— +
71 178

47.19

Frequency Missing = 50

STATISTICS FOR TABLE OF SIZE BY cus

Statistic

Chi-Square

TABLE OF SIZE BY CU18

SIZE culs
Frequency
Expected
Cell Chi-Square
percent o} 1} 3}| Total
——————————————— B b nialel kbt 4
1 2 6 109 117
1.7908 11.342 103.87
0.0244 2.5159 0.2536
1.02 3.06 55.61 59.69
--------------- T et ataie dbe it d
2 1 8 51 60
0.9184 5.8163 53.265
0.0073 0.8198 0.0963
0.51 4.08 26.02 30.61
19
0.2908 1.8418 16.867
0.2908 5.4152 0.4874
0.00 7.14 9.69
——————————————— P ik B bt
Total 3 174 196
1.53 88.78 100.00
Frequency Missing = 32
STATISTICS FOR TABLE OF SIZE BY (o058
Statistic DF Value Pro
Chi-Square 4 9.911 0.042
TABLE OF SIZE BY WLI1
SIZE WLI1
Frequency
gxpected
Cell Chi-Square
Percent ol 1] 3} Total
--------------- P L Rl kbl 14
1 42 13 14 69
33.455 19.341 16.205
2.1828 2.0789 0.2999
31.82 9.85 10.61 52.27
--------------- +'-————“—+‘---'——-4<—-——'——+
2 14 18 13 45
21.818 12.614 10.568
2.8015 2.3001 0.5596
10.61 13.64 9.85 34.09
--------------- ittt Sl bdintlinls £.4
k] 6 4 18
8.7273 5.0455 4.2273
0.0606 0.1806 0.0122
6.06 4.55 3.03 13.64
——————————————— e i teadiat ittt th 4
Total 64 37 31 132
48.48 28.03 23.48 100.00
Frequency Missing = 96

39.89 1{00.00

STATISTICS FOR TABLE OF SIZE BY WLI1

Statistic

Chi-Square

TABLE OF SIZE BY WLI18

2

SIZE WLI1B
Frequency
Expected
cell Chi-Square
Percent o} 1] 3} Total
_______________ 61
S6.48
"""""""" 35
32.41
12
11.11
Total 69 108
€3.89 11.11 25.00 100.00
Frequency Missing = 120
STATISTICS FOR TABLE OF SIZE BY WLI1l8
statistic DF Value Pfo?
chi-Square 4 11.156 0.025
TABLE OF SIZE BY WLI20
SIZE WLI20
Frequency
Expected
Cell Chi-Square
Perc
_--_??E____ Total
57
_______________ 54.29
36
_______________ 34.29
12
_______________ 11.43
Total
7 105
2.38 5.71 21.90 100.00
Frequency Missing = 123
STATISTICS FOR TABLE OF SIZE BY WLI20
s P
Statistic . DF value prob
Chi-Square 4 10.842 0.028
TABLE OF SIZE BY WLI21
S12E WLI21
Frequency
Expected
Cell Chi-Square
Percent o} 1] 3] Total
--------------- Ok, ettt il
1 26 23 21 70
23.145 30.484 16.371
0.3521 1.8373 1.3089
20.97 18.55 16.94 56.45
--------------- R Rt R bl et
2 10 25 5 40
13.226 17.419 9.3548
0.7868 3.299 2.0273
8.06 20.16 4.03 32.26
--------------- Pt Rl Ll d
3 S 6 3 14
4.629 6.0968 3.2742
0.0297 0.0015 0.023
4.03 4.84 2.42 11.29
--------------- R e LRt
Total 41 S4 29 124
33.06 43.55 23.39 100.00

Frequency Missing = 104

STATISTICS FOR TABLE OF SIZE BY WLI21

9



TABLE OF LOCATION BY CUll TABLE OF GP_NO_SU BY CUl
P U
LOCATION cuil GP_NO_S o
Frequency
el
Ce§1 Chi-Square Cell Chi-Square
Percent of 1} 3} Total Percent Total
____________ 62 87
5.43 43.07
_______________ 113 60
64.57 29.70
Toral 175 2
100.00
Frequency Missing = 53 | . 13.37
STATISTICS FOR TABLE OF LOCATION BY CU11lj 18
Statistic DF value Prob
______________________________________________________ 8.91
Chi-Square 2 32.642 0.000 T STTToTTOEITTTTTTTTCT 10
4.95
TABLE OF LOCATION BY CU13 202
100.00
LOCATION Cu13 STATISTICS FOR TABLE OF GP_NO_SU BY CUl
;i;ggi:gy Statistic DF Value Prok
Sziiegtl‘sq“are o] 1 3] lrotal Chi-Square 8 18.184 0.020
——————————————— B e LR bl ekt d
1 7 8 59 74
3.398 | 12.082 58.52
3.8184 | 1.3789 | 0.0039
3.57 4.08 30.10 37.76
‘ 122 TABLE OF GP_NO_SU BY CU2
5.602 | 19.918 96.48 GP_NO_SU cu2
2.3161 | 0.8364 | 0.0024 -
1.02 12.24 | 48.98 62.24 Frequency
EXx
Total 9 12 155 196 Bt
4.59 16.33 79.08  100.00 Percent = uare
_______________ of 1} 3} Total
Frequency Missing = 32 1 Fommemoo- T T dmmeen o N
STATISTICS FOR TABLE OF LOCATION BY CU13 4 35 48 87
8.7879 | 41.303 | 36.909
Statistic DF vValue Prob
_____________________________________________________ 43.94
Chi-Square 2 8.356 0.015
57
28.79
26
TABLE OF LOCATION BY. FHP1l 0.7186 | 0.5717 | 1.4726
2.02 7.58 3.54 13.13
LOCATION FHP11
17
Frequency
Expected 5
1 chi-Squarel . oyl qeral = TTTTTTTeoctosedeeeaool .59
gZicent qu o} 1 3| | Total 5 i 2>+ —————— g“ -------- +
___________________ P et Gt 3 1
ol : + 1 18 13 47 1.1111 | 5.2222 | 4.6667 !
10.787 | 13.484 22.73 0.7111 | 0.1158 | 0.5952
5.5194 | 1.5128 | 4.1648 I s LT e 3.03 1.52 5.56
13.11 14.75 10.66 38.5 Total e ARREEE ;;-+ ----- g;-+
198
2 12 17 | 75 ST 10.10 47.47 42.42  100.00
17.213 2é'gi: 232633 TISTICS FOR TABLE OF GP_NO_SU BY CU2
1.5788 . . _NO_.
7.70 61.48 Statistic
9.84 13.93 3770 e . DF Value Prob
Chi-Square Tl
28 35 122 qu.
Total 22.95 28.69 48.36 | 100.00 8 18.965 0.015
Frequency Missing = 106
STATISTICS FOR TABLE OF LOCATION BY FHP1]L
Statistic DF value Prob
nilsemare T 2 13.334 0.001




TABLE OF GP_NO_SU BY CU3

Chi-Square 8

GP_NO_SU cus
Frequency
Expected
Cell Chi-Square
Percent o} 1} 3} Total
--------------- pommmmm—mdemmmmm—ogmmmm ot
1 13 53 10 76
11.822 47.711 16.467
0.1173 0.5863 2.5395
7.22 29.44 5.56 42.22
——————————————— R R R el i
2 7 . is 9 51
7.9333 32.017 11.05
0.1098 0.278 0.3803
3.89 19.44 5.00 28.33
--------------- bemmmmmmegemmmm o m o s ot
3 5 8 I 12 25
3.8889 15.694 5.4167
0.3175 3.7723 8.0013
2.78 4.44 6.67 13.89
17
10.672 3.6833
0.0101 0.0272
6.11 2.22 9.44
———————— R g
5 1 6 N 4 11
1.7111 6.9056 2.3833
0.2955 0.1187 1.0966
0.56 3.33 2.22 6.11
——————————————— fmmmmmmm g mo e m oo m o
Total 28 113 39 180
15.56 62.78 21.67 100.00
STATISTICS FOR TABLE OF GP_NO_SU BY CU3
Statistic DF value Prob
Chi-Square 8 17.808 0.023
TABLE OF GP_NO_SU BY WLI1
GP_NO_SU WLI1
Frequency
Expected
Cell Chi-Square
Percent o} 1} 3| Total
——————————————— B bl Lkl ik g
1 26 11 15 52
24.836 14.358 12.806
0.0546 0.7854 0.3759
19.40 8.21 11.19 38.81
——————————————— R it R R bk diiniadad
2 25 7 9 41
19.582 11.321 10.097
1.499 1.6492 0.1192
1B.66 5.22 6.72 30.60

ob

0.909

TABLE OF GP_NO_SU BY WLI15

GP_NO_SU

Frequency
Expected

Cell Chi-Square
Percent

Chi-Square

TABLE OF GP_NO_SU BY WLI20

GP_NO_SU

Frequency
Expected
Cell Chi-Square
Percent

WLI20

Statistic

6 24
22.64

STATISTICS FOR TABLE OF GP_NO_SU BY WLI20

WLIlS
o} 1} 3} Total
P dmemmeme s P +
27 4 13 | a3
28.785 4.11231 11.103
0.1107 0.0031 0.3242
25.23 3.74 12.15 41.12
33
30.84
14
13.08
11
10.28
X 5
3.271 0.4673 1.2617
1.5767 13.727 0.0543
0.93 2.80 0.93 4.67
Ammmm e 4w m——— 4mmmmmmm +
70 10 27 107
65.42 9.35 25.23 100.00

Total

39.62

32

30.19

15

14.

10.

5.66

106
100.00

Chi-Square

241



TURN_PC BY III_19
TABLE OF ABS_PC BY III_4 TABLE OF TURN_ _

ABS_PC ITI_4 -Pe T
Frequency
;:;Zg::gy Expected
Cell Chi-Square Cell Chi-Square 11 2} 4} Total
Percent 1 2] 4| Total Percent
--------------- R e el 3 16
1 s 132 139
5.6351 | 126.48 | 6.8874
0.0716 | 0.2411 | 3.4682 8.16
2.25 59.46 0.90 62.61
--------------- R et et 78
2 0 13 0 18
0.527 | 11.829 | 0.6441
0.527 | 0.116 | 0.6441 39.80
. 5.85
29
70
14.80
31.53
73
Total 9 202 11 222
4.05 90.99 4.95 100.0f
37.24
STATISTICS FOR TABLE OF ABS_PC BY III_4
Statistic DF Value Prob 100%38

Chi-Square 4 15.069 0.00S

TABLE OF TURN_PC BY III_S Chi-gquare 6 23.447 0.001
TURN_PC 1119
Frequency
Expected
Cell Chi-Square
Parcent TABLE OF TURN_PC BY I11_21
1 TURR_PC III_21
Frequency
Expected
_______________ Cell Chi-Square
2 Percent 1] 2} 4} Total
——————————————— B R it R
1 10 (3 o] 16
6.0914 9.8274 0.0812
_______________ 2.508 1.4906 0.0812
3 5.08 3.05 0.00 8.12
--------------- e e i RE
2 29 49 0 78
29.69%5 47.909 0.3959
............... 0.0163 0.0249 0.3959
4 14.72 24.87 0.00 39.5§
--------------- R e T ik
3 S 24 1 30
11.421 18.426 0.1523
——————————————— 3.6102 1.6859 4.719
Total 2.54 12.18 0.51 15.23
--------------- P et LEE L EERE S Rt ]
4 31 42 0 73
STATISTICS FOR TABLE OF TURN_PC BY III 9 27.792 44.838 0.3706
e vae  pro 7% | %7 O | arne
Chi-Square 6 27.770 o-00e Total * 75 i 1T
38.07 61.42 0.51 100.00
STATISTICS FOR TABLE OF TURN_PC BY III_ 21
TABLE OF TURN_PC BY III_16 Statiatic DF Value Prok
TURN_PC III_16 Chi-Square 6 15.452 0.017
Frequency
Expected
Cell Chi-Square
Percent Total
_______________ bmmmmm——
1 16
3.4286
9.0536
4.59 8i.16
............... fommm e
2 17 78
16.714
0.0049
8.67 . 39.80
............... bommmmmmm
3 29
6.2143
1.6626
1.53 . 14.80
............... O,
4 13 73
15.643
0.4465
6.63 . 37.24
............... bmmmmmm——
Total 42 196
21.43 . 100.00

Chi-Square 3 16.761 0.010




TABLE OF ABS_PC BY CU1

TABLE OF ABS_PC BY CU7

ABS_PC cuL

ABg_PC cu7
Frequency Frequency
Expected Expected
Cell Chi-Square Cell Chi-Square
Percent of 1} 3] Total Percent of 1f 3} Total
-------- D et
38 . 93 134 120
38.475 | 87.564
0.0059 | 0.3374
18.81 46.04 66.34 5.78 45.09 18.50 69.36
"""" Fommmmmmmt T bt BT Rt Tl il g
3 6 11 21 4 3 1 8
3.1584 | 7.1881 0.9249 | 4.8092 | 2.2659
0.0079 | 0.1964 10.225 | 0.6806 | 0.7072
1.49 2.97 5.45 2.31 1.73 0.58 4.62
“““ ;;'*“"';;'* - F it e T L L LR S bbbl d
v 3 6 23 b 16 45
16.366 | 37.248 5.2023 | 27.052 | 12.746
0.0245 | 0.4844 0.1223 | 0.6069 | 0.8309
8.42 16.34 28.23 3.47 13.29 9.25 26.01
58 132 202 reeal 77T T e AR TS *
Total 20 104 49 173
5.94 28.71 65.35  100.00 11.56 60.12 28.32  100.00
STATISTICS FOR TABLE OF ABS_PC BY CUl STATISTICS FOR TABLE OF ABS_PC BY CU7
statistic DF  value - Prob  gratistic DF value Prot
Chi-Square 4 10.779 0.025  mi-gmiare 4 ewr ¢ 005
TABLE OF ABS_PC BY CU2 TABLE OF ABS_PC BY CU1l
ABS_PC cu2 ABS_PC cu11
Frequency Frequency
Expected Expected
Cell Chi-Square Cell Chi-Square
Percent 1} 3] Total Percent ol 1] 3} Total
----------------------- R it J R et EE bl Sl
1 70 50 130 1 20 |+~ 45 58 123
61.717 | 55.152 20.164 | 41.672 | 61.164
1.1116 | 0.4812 0.0013 | 0.2658 | 0.1637
35.35 25.25 65.66 .10.93 24.59 31.69 67.21
----------------------- pommmmm =k J et SR bt ettt d
2 1} 7 11 2 5 2 2 9
5.2222 | 4.6667 1.4754 | 3.0492 | 4.4754
3.4137 | 1.1667 B.4199 0.361 | 1.3692
0.51 3.54 5.56] 2.73 1.09 1.09 4.92
----------------------- 4mmmmmmmm
3 23 |, 27 57 51
27.061 | 24.182
0.6093 | 0.3284
11.62 13.64 28.79 2.73 8.20 16.94 27.87
P L T e e DRl ot i did $omm - + |l esemmeem e pmmmmm Frmm - o +
Total 94 84 198 Total 0 62 91 183
10.10 47.47 42.42  100.00 16.39 33.88 49.73  100.00

STATISTICS FOR TABLE OF ABS_PC BY CU2

Statistic DF Value " Priob
Chi-Square 4 11.117 0.023  chi-square 4 13.48¢ 0.009
TABLE OF ABS_PC BY CUS TABLE OF ABS_PC BY CU14
ABS_PC cus ABS_PC cUl4
Frequency Frequency
Expected Expected
Cell Chi-Square Cell Chi-Square
Percent 3| Total percent of 11 31 Total
________________________ + | SREpRE
1 50 115 63 122
47.045 65.692
0.1856 0.1103
28.41 65.34 34.62 67.03
-------- +
2 [} 7 2 3 3 8
2.8636 0.7473 2.9451 4.3077
2.B636 6.7914 0.3033 0.397
0.00 3.98 1.65 1.10 1.65 4.40
______________________________ A it A
3 22 54 3 2 18 |y 32 52
22.091 4.8571 19.143 28
0.0004 1.6807 0.0682 0.5714
12.50 30.68 1.10 9.89 17.58 28.57
___________________ + _._._..._.-—_—-—4»——-—---—Q"—‘—""‘f"""‘;"+ 182
Total 72 176 Total 17 67 B
10.23 48.86 40.91 100.00 9.34 36.81 53.85 100.00
STATISTICS FOR TABLE OF ABS_PC BY CUS STATISTICS FOR TABLE OF ABS_PC BY cul4
b
Statistic DF Value Prob gtatistic DF Value Prol

Chi-Souare 4+ 3456 0.800  Chi-Square 4 10.051 0.040

[N
(U3



TABLE OF ABS_PC BY FHPS

TABLE OF TURN_PC BY WLI6

ABS_PC FHPS
Frequency
Expected
Cell Chi-Square 3 Totlal
percent o} 1}
4o ———- gommm—m +
90
68:70
5
3/.82
36
27.48
131
Toral 36.64 38.17 100.00

25.19

Chi-Square

TABLE OF ABS_PC BY WLI4

TURN_PC WLI6
Frequency
Expected
Cell Chi-Square
Percent [\3] 1] 3
--------------- e
1 i 6 3 2
4.0909 3.7273 3.1818
0.8909 0.1419 0.439
4.96 2.48 1.65
--------------- B et e
2 12 24 13
18.223 16.603 14.174
2.1252 3.2952 0.0972
9.92 19.83 10.74
--------------- P et LET TR PR PP
3 11 (] 4
7.8099 7.1157 6.0744
1.303 0.1749 0.7084
9.09 4.96 3.31
--------------- Bl LT
4 16 8 ' 16
14.876 13.554 11.57
0.0849 2.2757 1.696
13.22 6.61 13.22
--------------- it R T P
Total 45 41 as
37.19 33.88 28.93

Chi-8quare 6 13.232

TABLE OF TURN_PC BY WLI13

TURN_PC WLI13

Frequency
Expected

Cell Chi-Square
Percent

16.67 5.88
--------------- R R T
3 14 4 0
11.824 1.9412 4.2353
0.4006 2.1836 4.2353
13.73 3.92 0.00
--------------- R S
4 30 1 7
24.961 4.098 8.9412
1.0173 2.3421 0.4214
29.41 0.98 6.86
--------------- R e R e
Total 67 11 24
65.69 10.78 23.53 1

49

40.50

21

17.36

40

33.06

121
100.00

35.29

18

17.65

38

37.25

102
00.00

STAT1STICS FOR TABLE OF TURN_PC BY WLI13

Statistic

Chi-Sguare 6

B TABLE OF TURN_PC BY WLI115

ABS_PC WLIA
Frequency
Expected
Chi-Square
gz%tent i o} 1] 3] Totial
Total
STATISTICS FOR TABLE OF ABS_PC BY WLI4
statistic ~ UT
Chi-Square 4 12.193
TABLE OF TURN_PC BY WLI2
TURN_PC WL12
Frequency
Expected
Cell Chi-Square
Percent 0] 1{ 31 Totlal
“““““““““ P bttt EELE LA 4
1 3 0 6 9
3.4724 3.7559 1.7717
0.0643 3.7559 10.092

Chi-Square

53

409

39

100}

TURN_PC

Frequency
Bxpected

Cell Chi-Square
Percent

WLI1S

1.03

--------------- P et SRR L LR
4 25 4
23.381 3.7113
0.112 0.0225
25.77 4.12

--------------- P et CEE R E LT
Total 63 10
64.95 10.31

Chi-Square

18.56

36

24
24.74

37.11

97
100.00
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