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Abstract: Employee absenteeism is a persistent problem in many countries; it tends to reduce the quality of 

education and results in poor performance of students. Despite the extensive research on the subject of Gender as 

personal characteristic and absenteeism, little  research has be done in schools in spite of its importance. The 

purpose of this study was todetermine the influence of Gender   on employee absenteeism in Transnzoia County. 

The specific objectives of the study was: to determine the relationship between gender and employee absenteeism. 

Social exchange theorygrounded the study. A survey research design was used for this study. The institutions 

studied was selected using stratified random sampling technique. The two strata consideredwere public and 

private secondary schools with a sample size of 168. A linear regression model was constructedto establish the 

relationship between employee absenteeism and Gender from each institution that was sampled, the respondents 

was the employee of the schools that included both teaching and non-teaching. The Gender wasidentified as the 

independent variable, while absenteeism as the dependent variable Data was analyzed statistically using SPSS 

version 19. Both descriptive and inferential statistics was used to test the hypotheses. The study found thatgender 

had no significant effect on absenteeism, The results of the study form the basis for better management of 

institutions The finding of this study will help the managers of school  in endorsing the validity of incorporating   

personal factors in interventions in recruitment, selection, training and staff development processes.. The study 

suggests that future research can make use of longitudinal design to adequately examine the causal status of 

personal factors on absenteeism. 
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I.   INTRODUCTION 

Employee absences are costly problem for employers (Hackett &Guion 1985; Lyons, 1972; Muchinsky 1977). Because of 

this, , the correlates and personal factors of employee absenteeism have been researched extensively over the past 75 

years, Cooper & Payne,1965; Evans, 1986; Hill &Trist ,1955; Kornhauser& Sharp, 1932; Naylor &Vincent, 1959; 

Noland, 195; O’Hara, Johnson &Beehr, 1959; Pierce &Newstrom. 

1980; Price & Mueller, 1986; Vroom, 1962; Water & Roach, 1973) The Focus has generally been on a variety of 

personal, attitudinal and organizational variables both to predict and to explain absenteeism. 

In fact, absenteeism and turnover are the two most frequent outcomes studied in organizational research (Long &Ormsby, 

2001). One of the key pillars of Vision 2030 in Kenya is provision of quality education for all.  School systems have been 

engaged in a system of educational reform designed to change school culture and to improve student achievement. That 

reform is fueled by a level of accountability that includes not only the performance of the students, but also the 

performance of the employees and the administrators. Schools must meet stricter qualifications for the quality of their 
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teaching staff and for their performance. Some of the greatest challenges facing the schools include hiring and retaining 

qualified employees, maintaining excellent curricula, providing the necessary resources, providing continual professional 

development of the staff, and procuring the necessary financial resources to meet these challenges. As school leaders 

search for effective methods of meeting the rigorous demands of Vision 2030 in Kenya, it is imperative that they 

continually examine the issues in their organizations which impact the performance of those accountability measures. One 

such facet is the subject of employee absenteeism. Why is employee absenteeism important in this age of accountability? 

Employee absenteeism has the potential to be very costly, not only in terms of finances, but also in terms of student 

achievement. The financial cost of employee absenteeism is significant. Second, employee absence often means that 

students have lost opportunities to learn. Studies have shown that employee absence translates to lower student 

achievement (Miller, Murnane& Willett, 2007; Clotfelter, 2007). Further, employee absences disrupt the routines and 

relationships which support the learning process (Miller, et al., 2007). Third, student achievement gaps in the less 

developed countries exist partially because of employee absence (Clotfelter, 2007). 

While research has clearly demonstrated that employee absence has a negative effect on student achievement (Ehrenberg 

et al., 1991; Clotfelter, 2007; Miller et al., 2007), the research has not been as demonstrative about the causes or 

predictors of employee absence. Conflicting evidence exists about the effects of characteristics such as gender, age, 

experience, time of week and school culture. Studies have shown that female employees are absent more frequently than 

male employees (Scott, 1990; Clotfelter, 2007), while others have found that men are absent more frequently than women 

(Chaudhury, Hammer, Kremer, Muralidharan, & Rogers, 2006) or that there will be no association between absenteeism 

and gender (Rosenblatt &Shirom, 2005). The results of various studies appear to be contextual in nature, and therefore, 

are conclusive for the environs in which they were conducted. As a result, there was need to do a study of the employee 

absence behaviors in the Kenyan context. The purpose of this study, therefore, was to examine gender as a factor that 

predetermine absence behaviors. A worker is considered as scheduled to work when the employer has work available for 

him/her as he/she is aware of it. Absenteeism of employees is a serious problem to several organizations in all developing 

countries. The problem is caused by many factors and has undesirable. One reason was that high rates of employee 

absence may signal weak management and poor labor-management relations. A second reason is that reducing rates of 

employee absence may be an effective way to improve productivity or performance in examinations in public and private 

schools. 

Education is an industry in which research on the magnitude and consequences of employee absences, in particular those 

of employees, is both feasible and interesting. The feasibility stems from the ability to use student test scores, and net of 

prior achievement, as measures of employee productivity. The interest comes from several sources. First, most school 

systems contain many schools (work sites), and the quality of leadership and informal norms about attendance are likely 

to vary among schools. Consequently, absence rates, net of differences in the demographic characteristics of employees, 

are likely to vary among schools. Exploring the reasons for the differences in school-specific employee absence rates may 

provide insights about strategies to reduce absences. Second, employee compensation accounts for more than half of 

public sector education budgets. There are few opportunities to substitute capital for the labor of absent employees. 

Instead, substitutes, often with very little training, are typically hired at considerable expense. Third, the output of the 

education industry, students’ skills and knowledge, are critical to both the equality of opportunity and the economic 

growth aspiration of most countries as captured in Kenya’s Vision 2030 program. The concern with employee absence 

rests on three premises that, a significant portion of employees’ absences is discretionary, employees’ absences have a 

non- trivial impact on productivity, and the feasible policy changes could reduce rates of absence among employee. 

II.   MEASURES 

Gender: 

The respondents gave their gender as male or female and was categorized in dichotomous 0 and 1 for male and female 

Absenteeism: 

Absenteeism was captured using a modified questionnaire. The instrument had 11 items that identified and measured rate 

of absenteeism. 
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Reliability and Validity of Absenteeism Reliability: Internal consistency of Absenteeism was tested by computing 

Cronbach’s alpha reliability coefficients. The average Cronbach’s alpha reliability coefficient for the absenteeism 

instrument was found to be 0.935, which is good as per Sekeran (2000). 

Validity: The items in the questionnaire was assessed by factor analysis through principal components extraction with 

varimax orthogonal rotation. The Kaiser-Meyer-Olkin (KMO) measure of sampling adequacy, and Bartlett’s test of 

Sphericity were conducted Field’s (2005) recommendations. The Kaiser-Meyer-Olkin (KMO) had a measure of 0.748, 

which is above the threshold of 0.5 (Field, 2005). The Bartlett’s test is significant for absenteeism with Chi-Square= 

170.023 (p-value< 0.05). The KMO value of 0.748 and significance of Bartlett’s statistic confirm the appropriateness of 

the factor analysis for absenteeism.  

Table 4.7: KMO and Bartlett's Test 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .748 

Bartlett's Test of Sphericity Approx. Chi-Square 595.940 

Df 21 

Sig. .000 

III.   RESULTS 

Response Rates: The sample consisted of 168 respondents and 120 respondents completed and returned the 

questionnaire,giving a response rate of 72 %. 

Gender Distribution: 

The gender distribution of the survey respondents was 44.7 per cent female and 49.4 per cent male. 

Correlation: 

There was a week negative positive correlation between Gender and absenteeism that was non-significant at 95 % 

confidence level (r = -.096, p=0.324). 

Regression Analysis: Was carried out to test the null hypotheses. 

H01: From the regression analysis, thehypothesis H01 was tested by constructing thefollowing linear model:  

GD = B + β*A where:GDGender is (the independent variable) B is the y-intercept,β is gradient/slope of the regression 

line and GDdenotes Gender (the dependent variable). Thus the linear equation relating GDand absenteeism took the form: 

GD = 3.505-0223* A. This model has a weak correlation (adjusted R2 = 0.12) and is non-significant (F=28.18 and p = 

0.210 which is more the significance level of 0.05) while ß ≠ 0.The results of the partial correlation for effects of 

absenteeism relationship shows (H01)  that stated that gender has no significance effect on employee absenteeism. The 

results of the regression analysis (β= -.223, p>0.05) suggested that gender had no significant effect on absenteeism. Hence 

hypothesis H01 was supported. The finding suggests that absenteeism is not determined by gender. 

IV.   DISCUSSION 

The result of the study indicated that gender does not have a significant effect on employee absenteeism.  The hypothesis 

was therefore rejected. This finding is contrary to prior researches which appear to accept a view that female employees 

are absent more frequently than male employees (Scott, 1990; Clotfelter, 2007).  

The finding was consistent with previous studies showing that Gender affects the level of employee absenteeism. Scott’s 

(2010) study of junior and senior high school employees found that age was a significant factor in predicting the absence 

of men and women during the child bearing years. On the other hand, Unicombet al (1999), found that the number of 

absences claimed by female employees increased with age and that male employees claimed more days in their thirties 

than at any other age (Sivanathan and Fekken 2002; Modissor& Singh, 2008; Mwangiet al., 2011). 
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