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Abstract

In Portuguese public administration, the absenteeism rates were 6.8% in 2017, 4.8% in 2016,
and 4.5% in 2015 (INE, 2018). Towards such high absenteeism rates, the Portuguese
government has set as priorities, in the 2021 State budget (Ministério das Financgas, 2020), the
investment in good working conditions and the control of absenteeism in the Public
Administration. So, this research aimed to analyze the association between absenteeism and job
satisfaction and to verify if the municipality size is a differentiator factor of both absenteeism
and job satisfaction. A cross-sectional and quantitative study was carried out based on a sample
of 245 workers from 6 municipalities located in the Braganca district located in Northeast
Portugal. The data were collected using a questionnaire that was administered from April 2018
to July 2019. The data were analyzed using the IBM SPSS Statistics 26.0. In this context,
descriptive statistics was used to perform the univariate analysis, and Chi-square and R-Pearson
tests were used in the bivariate analysis. On average, the number of absences from work was
15.4 days at the medium-sized municipality and 13.2 days at the small-sized municipalities. The
level of job satisfaction was high among municipal workers. However, the municipality size
revealed not to be a differentiator factor of both absenteeism and job satisfaction. Also, no
correlation was found between job satisfaction and absenteeism. The main reasons associated
with the absence were the need to support the family, natural disease, prolonged illness,
demotivation, and/or job dissatisfaction, among others.
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Introduction

Municipalities have the mission to pursue the
interests of their populations, which includes
the promotion of quality public service. In
Portugal, in 2019, 128,094 people worked in
the municipalities (SIIAL, 2020) and, in 2017,
each worker was absent from work, on
average, 5.8 days a year (DGAL, 2018).

In the public administration, the absenteeism
rates were 6.8% in 2017, 4.8% in 2016, and
4.5% in 2015 (INE, 2018). Towards such high
absenteeism rates and, with a tendency to
increase, the Portuguese government has set
as priorities, in the 2021 State budget
(Ministério das Financas, 2020), the
investment in good working conditions and
the control of absenteeism in the Public
Administration. For this, the Portuguese
government published a law in which
recommends to the public services managers
to use all legal instruments that allow
addressing the different needs expressed by
their workers, namely work provision
regimes and working hours (Law No. 75-
B/2020).

Absenteeism involves the absence of a
worker from his workplace only when this
absence is not foreseen (De Faria, Barboza
and Domingos, 2005). The vacation period is
not considered absenteeism (Ferreira, Griep,
Fonseca and Rotenberg, 2012). Absenteeism
may be voluntary or involuntary, short or
long term and the absence may or may not be
justified (Cordeiro, 2011). Worker absences
are costly and disruptive for Public
Administration, and the trend has steadily
increased over the years (Hassan, Wright and
Yukl, 2014). In this context, and given the
scarcity of studies developed on absenteeism
and job satisfaction in local municipalities,
this research aimed to analyze the
association between absenteeism and the
level of bob satisfaction; and, to verify
whether the level of job satisfaction and
absenteeism differs taking into account the
municipalities size.

To achieve these objectives, data were
collected through the administration of a
questionnaire to 1273 workers from 6
municipalities (5 small-sized municipalities
and 1 medium-sized municipality) from the
Braganga district located in the Northeast
Portugal. The questionnaire included 4
sections (socioeconomic variables;
professional nature variables; absenteeism;
and attitudes and values associated with
work). The questionnaire was administered
between April 2018 and July 2019. At the end
of the data collection, 245 valid responses
were obtained, with a sampling error of
5.6%.

Later, the data analysis involved the use of
the IBM SPSS Statistics version 26.0 software
in order to analyze the reliability of the
questionnaire ~ with  Cronbach's  Alpha
coefficient; to calculate descriptive statistics
(univariate analysis); and, to implement the
R-Pearson correlation test and Pearson Chi-
Square test (bivariate analysis).

The paper is organized into five sections. The
introduction justifies the theme, presents the
objectives, refers to the methodology and
structure of the paper. The second section
refers to the literature review in order to
contextualize the theme. The third section
describes the methodology used in this
research, that is, describes data and methods.
The fourth section presents the results of the
descriptive and analytical studies. Finally, the
fifth section reveals the main conclusions
which are discussed in light of the literature;
refers to the limitations of the study; and
presents future researches.

Literature Review

Work absenteeism can be defined as a
phenomenon of multifactorial etiology
(Nunes and Vala, 2002; Sampaio and Santos
Baptista, 2019) characterized by unplanned
absences from work or non-attendance at
scheduled work (Bierla, Huver and Richard,
2013). Davey et al (2009) (classify
absenteeism as the involuntary absence that
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occurs for reasons that the worker does not
control and voluntary absence that occurs
when the worker makes the decision not to
work.

Absenteeism can be associated with several
factors (Sampaio and Santos Baptista, 2019).
Kinicki and Fugate (2018) describe work
absenteeism as the effect or consequence of
the interaction between work-related stress
factors and the way the worker faces them.
Belita, Mbindyo, and English (2013) classify
the factors associated with absenteeism in
three thematic categories, namely: (1)
workplace/content factor (public or private
sector, employer size, employer location,
work overload, working conditions, change
in work units, among others); (2) personal
factors (marital status, gender, age, worker
hierarchy level, individual's health status,
among others); and, (3) organizational
and/or cultural factors (leadership style,
expectations of peers and society in general,
attendance at medical or other examinations,
social events such as weddings and funerals,
adverse weather conditions, travel and
transportation problems, policies adopted by
organizations to reduce absenteeism and
overtime costs, simultaneous work in the
private sector and in most notorious public
sector in health professionals, among others).

Garcia-Prado and Chawla (2006) argue that
absenteeism, as well as other opportunistic
behaviors, are more frequent in public
administration. According to these authors,
public  workers enjoy remuneration,
regardless of their productivity. On the other
hand, generally, there is no control system
and even if there is, the likelihood of formal
sanctions is reduced or null.

Job satisfaction is a factor generally
considered to be fundamental to the success
of organizations, regardless of the sector of
activity or the level of development of the
country (Rehman et al, 2013; Waqas et al,
2014). It can be defined as the individual's
perception of work, which may have a
different meaning from person to person,
depending on multiple factors (Murad, Zayed

and Mukul, 2013), which is why it is
considered a complex concept (Coomber and
Barriball 2007; Murad, Zayed and Mukul,
2013). Locke (1976) defines job satisfaction
as being an emotional, individual,
pleasurable, or positive state resulting from
the evaluation of the work or its work
experiences. On the other hand, job
satisfaction can be defined as an emotional
reaction to a work condition. The emotional
reaction is positive if the results meet or
exceed the workers’ expectations. On the
contrary, it is negative if, for example, the
worker feels not to be treated fairly when
compared to other co-workers, or if his work
does not have the recognition it deserves
(Manzoor et al, 2011).

Murad, Zayed and Mukul (2013) identified as
determinants of job satisfaction among
bankers, the Status of Work and Security,
Management Policy, Compensation, Working
Conditions, Decision-making Process and
Communication Standard, Supervisor
Behavior, Nature of Work, Recognition and
Promotion. The study developed by Wagqas et
al (2014) demonstrated that reward and
recognition and the work environment were
the factors that most influenced job
satisfaction. However, the existence of an
association  between  participation in
decision-making and job satisfaction has not
been demonstrated. In addition, a positive
and strong correlation was identified
between job satisfaction and work fidelity.
On the other hand, Pauli et al (2017) state
that workers can acquire satisfaction by
mastering the tasks they have to perform and
be recognized for that.

Methodology

This quantitative and cross-sectional
research was based on primary data
collected from April 2018 to July 2019 in 6
municipalities from Bragang¢a district (5
small-sized municipalities and 1 medium-
sized municipality) located in Northeast
Portugal. In 2018, the population/universe of
this study consisted of 1273 workers
distributed, in decreasing order, as follows:
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369 workers from Braganca municipality,
246 workers from Macedo de Cavaleiros
municipality, 180 workers from Miranda do
Douro municipality, 165 workers from
Carrazeda de Ancides municipality, 165

workers from Vimioso municipality and 148
workers from Vila Flor municipality. A simple
probabilistic sample consisting of 245
workers was collected, with a sampling error
of 5.6% (Table 1).

Table 1: Geographical distribution of the Population and Sample

Municipality Size Population, 2018 Sample
Braganca Medium 369 72
Macedo de Cavaleiros Small 246 41
Miranda do Douro Small 180 62
Carrazeda de Ancides Small 165 18
Vila Flor Small 165 10
Vimioso Small 148 42

Source: Own elaboration based on data published by SIIAL (2020) and respondents’ answers.

To collect the data, a questionnaire
consisting of 4 sections was used. The first
section included socioeconomic variables
that allowed the characterization of the
respondent; the second section included
questions of professional nature; the third
section  comprised questions  about
absenteeism; ultimately the fourth and
preceding section included 14 statements
about attitudes and values associated with
work that were evaluated through the use of
a Likert scale ranging from 1 (not at all
important) to 5 (very important).

The data analysis involved the use of the
IBM SPSS Statistics version 26.0 software to
calculate descriptive statistics, namely,
absolute (n) and relative (%) frequencies for
nominal variables, as well as the calculation
of measures of central tendency, namely,
mean (%), median and mode; and dispersion

measures, specifically, maximum, minimum
and standard deviation (o) for ordinal and
superior/quantitative variables (Pestana
and Gageiro, 2014: Maroco, 2018).

Subsequently, the data analysis involved the
implementation of statistical tests at a
significance level of 5%. The statistical
decision rule is to reject the null hypothesis
(Ho) when the probability of significance
(Sig.) < level of significance. The probability
of significance is the lower value of the level

of significance for which the null hypothesis
can be rejected. The level of significance
corresponds to the Type I Error, that is, to
reject the null hypothesis when this is true
(Maroco, 2018).

To analyze the reliability of the
questionnaire, the Cronbach's Alpha
coefficient (a) was used. The coefficient
value must be positive and can vary between
0 and 1. Values greater than 0.9 mean that
the internal consistency is very good;
between 0.8 and 0.9 is good; between 0.7
and 0.8 is reasonable; between 0.6 and 0.7 is
weak; and values below 0.6 are not
admissible (Nunnally and Bernstein, 1994).

The R-Pearson test was used in the bivariate
analysis to study the correlation between
variables. This test allows calculating of the
“r” correlation coefficient that varies
between -1 (perfect negative or perfect
inverse correlation) and 1 (perfect direct or
perfect positive correlation). Values close to
zero indicate a weak correlation and values
close to 1 indicate a strong correlation
(Pestana and Gageiro, 2014). The R-Pearson
correlation test allows to test the following
hypotheses:

e Ho1: The characteristics of the nature of
the work are independent of the
workers' attitudes, values and objectives
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in relation to the work.

versus

e Hii: The characteristics of the nature of
the work depend on the workers’
attitudes, values and objectives in
relation to the work.

The Pearson Chi-Square test was used to

compare proportions considering the

municipality’s size. It was possible to use this
test because the practical rule of the test was
verified, that is, the sample size was superior
or equal to 20 and the expected frequencies
were superior or equal to 5 in at least 80% of
the cells of the contingency table (Maroco,

2018). This test allows testing the following

hypotheses:

e Hoz: The proportion of workers who
were absent from work in the last 12
months before the administration of the
questionnaire is the same regardless of
the municipalities size.
versus

e Hiz: The proportion of workers who have
been absent from work in the past 12
months before the administration of the
questionnaire is higher in medium-sized
municipalities compared to small-sized
municipalities.

e Hos: The proportion of workers satisfied
with their work is the same regardless of
the municipalities size.
versus

e His: The proportion of workers satisfied
with their work is higher in small-sized
municipalities compared to medium-
sized municipalities.

e Hos: The proportion of workers with
absenteeism is independent of the level
of job satisfaction.
versus

e His: The proportion of workers with
absenteeism is higher when there is a
higher proportion of workers dissatisfied
with their work.

This study was authorized by the mayors of
the municipalities that agreed to be part of
this study. The anonymity of the participants
and the confidentiality of data were
guaranteed to all participants.

Results

The sample consisted of workers aged
between 25 and 68 years old. The average
age was 48 years old (o = 9.4). As can be seen
in Table 2, 70.6% of workers worked at a
small-sized municipality and the, remaining
workers worked at a medium-sized
municipality. Most respondents were female
(56.3%), married, or lived in cohabitation
(73.9%) in households with 3 or more people
(61.6%) that include, at least, one minor or
dependent (56.3%) and had educational
qualifications at the level of the secondary
education (36.7%) or higher education
(42.4%). With regard to their professional
situation, most were permanent workers
(71.8%), in the professional category of
operations assistant (25.7%%) or technical
assistant (31.0%). The length of service
ranged from 6 months to 48 years, with an
average of 20 years (o = 10.6).
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Table 2: Sociodemographic and professional characterization of workers (n = 245)

Variables Categories Frequencies

n %

Municipality Small 173 70.6
size Medium 72 29.4
Male 105 42.9

Gender Female 138 56.3
Missing 2 0.8

Single 42 17.1

Marital status Married/cohabitation 181 73.9
Widow 6 2.4
Divorced/separated 16 6.5

1st Cycle (4 years of schooling) 17 6.9

2nd Cycle (6 years of schooling) 7 2.9

Educational 3rd Cycle (9 years of schooling) 25 10.2
qualifications Secondary or equivalent (12 years of schooling) 90 36.7
Higher education 104 42.4

Missing 2 0.8

1 person 38 15.5

2 people 53 21.6

Family unit 3 people 74 30.2
4 or more people 77 31.4

Missing 3 1.2

None 98 40.0

1 person 75 30.6

Family unit 2 people 63 25.7
(dependents) 3 people > 2.0
5 people 1 0.4

Missing 3 1.2

Permanent 176 71.8

Trial period 28 11.4

Uncertain-term 10 4.1

Type of contract | Fixed-term 11 4.5
Service commission 8 3.3

Other 7 2.9

Missing 5 2.0

Operations assistant 63 25.7

Technical assistant 76 31.0

Advanced technician 64 26.1

Professional Technical coordinator 1 0.4
category Head of unit 1 0.4
Head of division 8 3.3

Head of department 1 0.4

Head of the presidency support and international relations 1 0.4

Maria Isabel Barreiro RIBEIRO, Anténio José Gongalves FERNANDES, Isabel Maria LOPES And Antdnio Pedro

Ribeiro FERNANDES, IBIMA Business Review, DOI: 10.5171/2021.956182




IBIMA Business Review

office
City councilor 1 0.4
Other 29 11.8

As shown in Figure 1, regardless of the
municipality size, the reasons given as a
justification for the absence of the worker
were: support for family members (41.1%),
natural disease (27.4%), prolonged illness
(10.5%), demotivation and/or job
dissatisfaction (2.1%), among others

Another motive

Total W 2.1%
Small size N 3.0%

Medium size 0.0%

Discouragement/
dissatisfaction
with work

Small size [N 76%

Natural disease Prolenged illness Family support

Small size | 15.2%
Medium size N 20.7%

(16.8%), namely, civic activities, medical
consultations and hospitalization (surgery),
compliance with court orders, risky
pregnancies and maternity, personal reasons
and exemptions for tests by a worker-
student.

Total (e 16.8%

Total T A o) 411%6
Small size R ] 43.9%
Medium size [ 54.5%
Total I 10.5%

Medinm size I 17.2%
Total e T e e . 27 4%
Small size | 24 .2%
Medinm size e e 34.5%

Fig 1. Reasons that justified absenteeism considering the municipality size

As shown in Figure 2, in the last 12 months
before  the  administration of the
questionnaire, a significant part of the
workers (40.8%) were absent from their
workplace. The number of absences ranged

from 1 to 150 days and the average number
of absences was about 15 days, although
there was great dispersion in the responses
obtained (o = 24.5 days). The median and
mode were 5 and 2 days, respectively.
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No
59.2%

Yes
40.8%

Fig 2. Absenteeism in the last 12 months before the administration of the questionnaire

The reliability analysis of the questionnaire
revealed a good internal consistency for the 7
items that constitute the variable
“characteristics related to the nature of the
work” (Table 3) since a = 0.874 for all
municipalities, a = 0.878 for the small-sized
municipalities and a = 0.866 for the medium-
sized municipality). Also, the reliability
analysis for the 7 items that integrated the
variable “workers’ attitudes, values and
objectives in relation to work” (Table 4)
revealed a good internal consistency (a =
0.763 for all municipalities, a = 0.762 for the
small-sized municipalities and o = 0.771 for
the medium-sized municipality). Regarding
the characteristics associated with the nature
of the work, the “relationship with co-
workers” stood out in the first three
positions, regardless of the municipality size

(x = 4.46; 0 = 0.743), the “communication
with hierarchical superiors” (&= 4.36; o =
0.786) and, in an identical position, the
“adequacy of working hours” (x = 4.16; ¢ =
0.853), as well as the “conditions of work
facilities” (% = 4.16; o = 0.855). The items
that occupied the first two positions
remained in the same position in small and
medium-sized municipalities. However, in
the third position, for workers who worked
at small municipalities, the “adequacy of
working hours” stood out as the most
important (¥ = 4.16; ¢ = 0.821) while for
workers who worked at the medium-sized
municipality, the “degree of autonomy at
work” was more important (x = 4.25; o =
0.687), as shown in Table 3.

Table 3: Mean (x), standard deviation (¢) and Cronbach's Alpha (a) of the characteristics
related with the nature of the work considering the municipality size

Items Municipalities
Medium-size Small-size All
X c Rank x c Rank x c Rank

Varied and attractive tasks 4.06] 0.76 6 4.06 ] 0.90 6 4.06] 0.86 5

7 3 3
Degree of autonomy 425 0.68 3 4.08| 0.82 5 413 0.78 4

7 1 6
Participation in decisions 3.93] 0.95 7 3.95] 0.97 7 3.95] 0.96

4 7 8
Communication with| 4.29] 0.75 2 436 ] 0.84 2 4341 0.81 2
hierarchical superiors 9 5 9
Relationship with co-| 436] 0.71 1 4.50] 0.75 1 446 0.74 1
workers 8 1 3
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Adequacy of working hours 418 0.92 416 0.82 3 4.16] 0.85 3
4 1 3
Conditions of workplace| 4.22 | 0.84 4.13] 0.86 4 4.16] 0.85 3
facilities 3 1 5
Cronbach's Alpha () 0.866 0.878 0.874

Regarding the workers' attitudes, values and
objectives in relation to work, regardless of
the municipalities size, in the first two
positions, with the highest levels, are the
“ability to respond to work requirements” (¥

= 4.33; 0 = 0.781) and “job satisfaction” (x =
4.21; 0 = 0.971). The items that occupied the

first two positions maintained the same
position in small municipalities. However, at
the medium-sized municipality, the second
position was occupied by the item “continue
working at the same place” (£ = 4.04; o =

0.993), as shown in Table 4.

Table 4: Mean (x), standard deviation (¢) and Cronbach's Alpha («) of the workers' attitudes,
values and objectives in relation to work considering the municipality size

Items Municipalities
Medium-size Small-size All

x c Rank X c Rank X c Rank
Job satisfaction 4.03 | 0.921 3 4.29 | 0.941 2 4.21 ] 0.971 2
Expectations in relation 4.03 | 0934 4 4.12 | 0.927 3 4.09 | 0.959 3
to work
Ability to respond to 431 ] 0.762 1 4.35] 0.791 1 4.33 ] 0.781 1
work requirements
Do another work 3.72 ] 0.903 7 3.36 | 0.905 7 3.47 | 0.955 7
Motivation and 4.01 | 0.955 5 3.87 | 0.907 6 391 | 1.091 5
satisfaction with the
municipality
Possibility to evolve and | 3.90 | 0.915 6 391 | 0991 5 391 | 1.096 6
be promoted
Continue working at the | 4.04 | 0.993 2 4.04 | 0.926 4 4.04 ] 0.978 4

same place

Cronbach's Alpha (a) 0.771

0.762 0.763

Taking into account the results of the Chi-
Square test, there were no statistically
significant differences in the proportion of
workers who were absent from work in the
last 12 months before the administration of
the questionnaire, taking into account the
municipality size (Sig. = 0.912). The same

result was obtained taking into account the
level of job satisfaction (Sig. = 0.449). This
means that the number of workers who were
absent from work, as well as the number of
workers satisfied with their work, is
statically the same in medium and small-
sized municipalities (Table 5).
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Table 5: Absenteeism and level of job satisfaction considering the municipality size

Municipalities Absenteeism Level of job satisfaction
Yes No Sig. Low Moderate High Sig.
n | % n % n| % n % n %
Medium-size 29 1403 | 43 | 59.7] 091216 | 83 9 | 125 ) 57 | 79.2 | 0.449
Small-size 711 41.0 ] 102 | 59.0 71 42 20 | 12.0 | 139 | 83.7

On the other hand, the results showed that
both at  small and medium-sized
municipalities, the number of workers who

were absent from their workplace is the
same considering the level of job satisfaction
(Sig. > 0.05). In other words, absenteeism is

not associated with the level of job
satisfaction (Table 6).
Table 6: Absenteeism and job satisfaction considering the municipality size
Municipalities | Absenteeism Level of job satisfaction Sig.
Low Moderate High
n % n % n %
Small-size Yes 4 8.3 4 13.8 21 72.4 | 0.339
No 2 4.7 5 11.6 36 83.7
Medium-size Yes 2 2.9 7 10.3 59 86.8 | 0.670
No 5 5.1 13 13.3 80 81.6
The results of the R-Pearson test proved that with the municipality” (r = 0.629; Sig. =

there are statistically significant, positive and
moderate  correlations  between  the
“characteristics related with the nature of the
work” and “the workers’ attitudes, values and
objectives in relation to the work.” The
positive and moderate correlation was found
between the items “varied and attractive
tasks” and “degree of autonomy” (r = 0.620;
Sig. = 0.000), “participation in decisions” and
“communication with hierarchical superiors”
(r = 0.619; Sig. = 0. 000), “communication
with hierarchical superiors” and “conditions
of the workplace facilities” (r = 0.607; Sig. =
0.000), as shown in Table 7.

Job satisfaction showed correlations that
ranged from moderate to high with the items
“expectations in relation to work” (r = 0.767;
Sig. = 0.000), “motivation and satisfaction

0.000), “communication with hierarchical
superiors” (r = 0.572; Sig. = 0.000),
“conditions of the workplace facilities” (r =
0.558; Sig. = 0.000), “varied and attractive
tasks” (r = 0.534; Sig. = 0.000), “possibility to
evolve and be promoted” (r = 0.528; Sig. =
0.000), “adequacy and flexible working
hours” (r = 0.513; Sig. = 0.000), “participation
in decisions” (r = 0.497; Sig. = 0.000), “ability
to respond to work requirements” (r = 0.465;
Sig. = 0.000), “relationship with co-workers”
(r=0.452; Sig. = 0.000), “continue working at
the same place” (r = 0.449; Sig. = 0.000) and
“degree of autonomy” (r = .404; Sig. = 0.000).
On the other hand, there was no evidence of a
statistically significant correlation between
job satisfaction and the item “do another
work” (r = -0.089; Sig. = 0.188), as shown in
Table 7.
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Table 7: Correlation between the characteristics relates with the nature of the work and the worker's attitudes, values and
objectives
Items Statistics | (1) (2) 3) (4) (5) (6) (7) (8) (9) (10) | (11) | (12) (13) | (14)
1. Job |r 1.000
satisfaction Sig. .
2. Varied and|r 0.534"]1.000
attractive tasks | Sig. 0.000 |.
3. Degree of|r 0.404™]0.620™ | 1.000
autonomy Sig. 0.000 ]0.000 |.
4. Participation | r 0.497]0.572™ 0.552™ | 1.000
in decisions Sig. 0.000 |0.000 |0.000 {.
5. r 0.572"]0.546 ] 0.506" | 0.619** | 1.000
Communication 0.000 |0.000 |0.000 |0.000
with .
hierarchical Sig.
superiors
6. Relationship | r 0.452"]0.357] 0.337] 0.392™] 0.581" | 1.000
with co- |, 0.000 |0.000 |0.000 |0.000 |0.000
workers &
7. Adequacy of|r 0.513"]0.368"] 0.364™ | 0.486™ | 0.553™ ] 0.432"" | 1.000
working hours | sig. 0.000 ]0.000 |0.000 |0.000 }|0.000 |0.000 |.
8. Conditions of | r 0.558"]0.575" ] 0.469 | 0.524* | 0.607** | 0.540" | 0.432" | 1.000
the workplace| .. 0.000 ]0.001 [0.000 [0.000 [0.000 [0.000 |0.000
facilities &
9. Expectations | r 0.767]0.496" | 0.416™ | 0.478 | 0.556™ | 0.453" | 0.540™ ] 0.561* | 1.000
in relation to| . 0.000 |0.000 |0.000 |0.000 |0.000 |0.000 |0.000 |0.000
work Sig.
10. Ability to|r 0.465"]0.411] 0.335™ ] 0.326™ | 0.440" | 0.427"] 0.453"] 0.454™ | 0.521™ | 1.000
respond to 0.000 |0.000 |0.000 |0.000 |0.000 }|0.000 }|0.000 |0.000 |0.000
work Sig.
requirements
11. Do another |r -0.089 | 0.-004 ] 0.073 ]0.015 [0.092" |0.040 ]0.052 }]0.032 |-0.053 ]|-0.019 | 1.000
work Sig. 0.188 ]0.951 |0.270 |0.826 |0.163 ]0.544 ]0.431 ]0.628 |0.426 |0.778
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12. Motivation 0.629]0.398"| 0.378" | 0.404* | 0.469* | 0.310" | 0.388" | 0.409"| 0.590™] 0.278™ - 1.000
. . r
and satisfaction 0.042
with the Si 0.000 |0.000 |0.000 |0.000 |0.000 [0.000 |0.000 |0.000 |0.000 |0.000 | 0.529
municipality 8
13. Possibility . 0.528"|379™ |367™ |0.348™|0.375"]0.293"]0.351" | 0.361"| 0.558™] 0.237" - 0.535"
to evolve and 0.003
be promoted Sig. 0.000 ]0.000 |0.000 |0.000 }0.000 }0.000 J0.000 }0.000 ]0.000 J0.000 ] 0.969 ] 0.000 .
14. Continue , 0.449]0.285" 0.313| 0.307 | 0.287* | 0.245" | 0.340™ | 0.282"" | 0.477" | 0.238™ - 0.524" | 0.435™ | 1.000
working at the 0.147"
same place Sig. 0.000 ]0.000 |0.000 |0.000 }0.000 }0.000 J0.000 }0.000 |0.000 J0.000 ] 0.026] 0.000 | 0.000

** The correlation is significant at the 0.01 significance level.
* The correlation is significant at the 0.05 significance level.
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Conclusion and Discussion

This quantitative research aimed to analyze
the relationship between absenteeism and
the level of job satisfaction and to verify
whether absenteeism and the level of job
satisfaction differ taking into account the
municipality size. Data were collected in six
Municipalities located in the Braganca
district in the Northeast of Portugal. Of these,
one was medium-sized, and the remaining
five were small-sized municipalities. The
random probabilistic sample obtained
consisted of 245 workers, of whom 70.7%

were workers from small-sized
municipalities and the remaining were
workers from the medium-sized

municipality. The workers were aged
between 25 and 68 years old and were
mostly female. From the professional point of
view, most were permanent workers at the
professional category of operations assistant
or technical assistant.

In the last 12 months before the
administration of the questionnaire, more
than 40.0% of workers were absent from
their workplace (41.0% workers from small-
sized municipalities and 40.3% workers from
the medium-sized municipality). The number
of absences ranged from 1 to 150 days and
the average number of absences was about
15 days (15.4 days at the medium-sized
municipality and 13.2 days at the small-sized
municipalities). However, there were no
statistically significant differences in the
proportion of workers who were absent from
work in the last 12 months before the
administration of the questionnaire, taking
into account the municipality size.

The main reason associated with the absence
of the worker from work was the need to
support the family, followed by natural
disease, prolonged illness, demotivation
and/or job dissatisfaction, among others.
Similar results were obtained by Kocakulah
et al (2016) and Jong (2018). In Portugal, at
the municipalities, the total number of
absences from work accounted for 425 days,

in 2017, excluding the holidays. Of this total,
the most significant number is related to the
disease of the worker (178 days of the total
days of absence that correspond to 42.0%).
On average, each worker is absent from work
5.8 days a year. When the distinction
between genders is made, it is concluded
that, on average, men are absent 3 days a
year while women, on average, are absent 7
days a year (DGAL, 2018). Sampaio and
Batista (2019) distributed the predictors of
absenteeism of public workers in three
approaches, namely: (1) Sociodemographic,
which includes individual and organizational
characteristics as well as the social context;
(2) Medical, which involves mental disorders,
bullying, among other diseases; and, (3)
Work attitudes, namely, effort-reward
imbalance, demand-control relation,
organizational justice, organizational ethics,
work support, affective organizational
commitment, work motivation, stress,
burnout and psychosomatic complaints.
Regarding the first approach, Sampaio and
Batista (2019) concluded that women are
more absent from work than men, since
women traditionally assume responsibilities
in relation to home and family. In this sense,
the results of the present study proved that
many of the absences are essentially to
support the family, since the majority of
workers were female. The disease (Buzeti,
2020; Jong, 2018; Mudaly and Nkosi, 2015)
and family care (Jong, 2018; Vignoli et al,
2016) are considered the main reasons that
justify unplanned absences from work.

Workers recorded high levels of job
satisfaction. However, the analysis of the
results also allows us to concluded that the
proportion of workers distributed by the
level of job satisfaction is statistically the
same in small and medium-sized
municipalities. A study developed by Allen
(1982) identified employer size as an
important determinant of absenteeism.
According to the author, the larger the
employer, the greater the absenteeism, since
the size decreases communication and group
cohesion, resulting in less worker
satisfaction. On the other hand, the increase
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in size leads to more bureaucracy, which
reduces informal controls associated with
higher levels of interpersonal interests and
greater  attachment. Thus, in larger
employers, the performance of workers goes,
most of the time and more easily, unnoticed.

The results of the present study also showed
that job satisfaction and absenteeism were
not associated and municipalities size was
not a differentiating factor of both job
satisfaction and absenteeism. According to
Drakopoulos and Grimani (2013) and
McShane (1984) there is no universal
agreement on the relation between
absenteeism and job satisfaction, as it is a
complex issue, influenced by multiple factors,
both personal and organizational. If, on the
one hand, it is believed that absence from
work is, in some way, a natural consequence
of job dissatisfaction, since job satisfaction
has an impact on absenteeism (Steers and
Rhodes, 1978; Lokke, 2007; Agapito and
Sousa, 2010; Drakopoulos and Grimani,
2011; Stefano, Vergara, Godoy and Freitas,
2014; Thirulogasundaram and Sahu, 2014;
Baia and Ramos, 2017; Poongavanam, 2017)
there are those who admit the possibility of
the inexistence of an apparent association
between job satisfaction and absenteeism
(Matrunola, 1996; Roncalli and Byrne, 2016,
Ribeiro, Lopes and Fernandes, 2019).

The characteristic associated with the nature
of work most valued by workers was the
“relationship with co-workers”, which is
consistent with the findings of Baia and
Ramos (2017). In addition, there were
proven correlations that varied from
moderate to high between job satisfaction
and the characteristics related to the nature
of the work, as well as with the worker's
attitudes, values and objectives, namely, with
the items “expectations in relation to work”,
“motivation and satisfaction with the
municipality”, “communication with
hierarchical superiors”, “conditions of the
workplace facilities”, “varied and attractive
tasks”, “possibility to evolve and be
promoted”, “adequacy and flexibility of

» o«

working hours”, “participation in decisions”,

“ability to respond to work requirements”,
“relationships with co-workers”, “continue
working at the same place” and “degree of
autonomy”. Similar results were obtained in
the study developed by Baia and Ramos
(2017). However, in the research carried out
by Wagqgas et al (2014), the existence of a
statistically significant association between
participation in decision-making and job
satisfaction has not been demonstrated.

The conclusions of this work are based on a
simple random sample, which is not
representative of the universe studied, So the
results cannot be generalized to the
population that was the target of this study.
However, the conclusions will always be
valid for the group of workers analyzed. If
the sample size and the geographical area of
study increase, the results will be more
expressive and more accurate. Another
limitation of the study is related to its cross-
sectional nature and, for that reason, it is a
static study. Given the limitations of this
research, it is suggested that results should
be analyzed with caution, because there are
not enough studies, in different contexts, to
allow comparisons. Future researches should
involve  more  workers and more
municipalities in order to increase the
sample size. In addition, a longitudinal study
will allow understanding the evolution over
time of both absenteeism and job
satisfaction.
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