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Abstract 

Purpose The aim of this paper is to explore organizational factors which are responsible for 
sickness absence and intent to leave from juniors and to compare these results with those on 
old age workers. 
Design/methodology/approach The approach taken is a quantitative analysis on a total of 
5239 young age workers with a multinomial logit model. 
Findings Compared to old age workers, some organizational factors (monotony, autonomy, 
skill variety, time pressure, working hours, tension with the public and thermal pollutions) 
have a strong impact on absenteeism and intent to leave of young age workers. Furthermore, 
the links between some of this organizational factors and absenteeism-intent to leave is 
mediated by job satisfaction and health at work. 
Practical implications We emphasize the strong impact of work organization, working 
conditions and social relations on absenteeism and intent to leave of old and young age 
workers. 
Originality/value  The interest of the study is to examine the relations between a large set of 
organizational factors (including bullying, tension with the public, aggression from the public) 
and absenteeism or intent to leave after controlling for many variables (size of the 
organization, work sector, gender, age, tenure, work status, social and occupation group, and 
position) and to compare the results on young age workers with those on old age workers 
 
 Keywords: Comparison between old age and young age workers, absenteeism, intent to 

leave, work organization, working conditions, social relations, health at work, job satisfaction           

 

1. Introduction and literature review                             

 

In the world of work, two contemporary facts emerge. The working population becomes 

older. At the same time, young workers newly-entered on the working market relativize the 

supremacy of work. It could be explained by the will of young workers of developing other 

areas in life (Bureau et al., 2006). To more clearly understand the organizational implications 
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for such changes, more research on the role age plays in employee behavioural outcomes, 

such as absenteeism and intent lo leave, is needed.  

 

Sickness absence is often thought to be a reliable indicator of morbidity (Marmot et al., 1995) 

by researchers in occupational medicine. Conversely, researchers in management tend to 

explain non-attendance by concepts such as absence culture (Nicholson and Johns, 1985), job 

satisfaction (Steers and Rhodes, 1978) or organizational commitment and job involvement 

(Brooke, 1986). They build individual models where sickness absence is viewed as a 

voluntary behaviour, influenced by factors such as shared attitudes to work (absence culture) 

or the employees’ satisfaction with their jobs. It is thus a social problem rather than a health 

problem. If sickness absence or intent to leave is a reflection of occupational health, however, 

then, it is a health problem with deep social and economic impact. Therefore, it is of great 

importance to determine if sickness absence or intent to leave is best interpreted as a measure 

of morbidity or as a manifestation of “unfavourable job attitudes” (Johns, 2001, p.232). 

In the same way, intent to leave was shown to be linked to organizational commitment 

(Clugston, 2000; Mathieu and Zajac, 1990), job involvement (Brown, 1996) or job 

satisfaction (Hellman, 1997; Martin and Hunt, 1980).  

Few studies in management have studied the link between organizational factors and 

absenteeism or intent to leave, except the studies on the Job Characteristics Model (JCM) 

from Hackman and Oldham (1976), but even on this model, there are only three studies on the 

link between JCM model and absenteeism in the meta-analysis of Fried and Ferries (1987). 

Most of the studies on absenteeism and intent to leave focus on attitudes (like work 

satisfaction, organizational commitment, job involvement) and ignore health at work. 

Furthermore, most of these studies don’t control the confounding effects of work status, social 

and occupation groups and positions. Lastly, this type of empirical research based on a 

comparison between different workers population has seldom been done before in the 

absenteeism literature (Johns, 2003) and is even rarer in the intent to leave literature. 

 
The goal of the research is to understand what the relationships are for young age workers 

between organizational factors in one hand and absenteeism and intent to leave in the other 

hand, and to compare these results with those on old age workers. The other goal of the study 

is to examine the degree to which health at work and job satisfaction mediates the 

relationship between organizational factors in one hand and absenteeism and intent to leave 

in the other hand, for young age workers. 
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By organizational factors, we mean physical and psychosocial work environment as well as 

work organization and social relations at work. 

The aim of the present study was to give a multifactorial background of sickness absence and 

intent to leave and to spot factors which may have a significant impact on the occurrence of 

sick leave events. Different features of the physical and psychosocial work environment as 

well as work organization and social relations at work were studied, based on data from the 

survey. The other goal of the study is to examine the degree to which health at work and job 

satisfaction mediates the relationship between organizational factors in one hand and 

absenteeism and intent to leave in the other hand. 

 

Research hypothesis: 

H1:  Work organization has an impact on absenteeism and intent to leave of juniors. 

H2:  Working conditions influence absenteeism and intent to leave of juniors. 

H3:  Social relations at work (support from supervisor and colleagues, hierarchical control) 

have an impact on absenteeism and intent to leave of juniors. 

H4: Health at work mediates better than job satisfaction the relationship between 

organizational factors and absenteeism for young age workers. 

 

2. Research design 

 

This work is based on the French survey on working conditions. This survey was conducted 

in the field from June 2002 until late 2003. Overall, some 1,792 work doctors, representing 

over 20% of practicing company doctors, randomly selected 56,314 employees, 49,984 of 

whom responded. In 2003, the scope of the survey includes public hospitals, the main 

electricity and gas supplier (Electricité and Gaz de France, EDF-GDF), the postal system (La 

Poste), the railway operator (SNCF) and Air France. Thus, the 2003 results are described as 

‘full scope’. Its scope does not, however, cover the national and regional civil service, 

including part of the transport sector (city transport authorities and water transport), mines, 

fishing, and telecommunications (France Télécom). The survey covered 17.5 million of the 

21.7 million employees in France, or 80% of all employees. The questionnaire of the survey is 

divided in two parts: one is filled by an occupational physician and deals with work 

organization and working conditions, the second part of the questionnaire is a self-
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administered questionnaire, which includes the Karasek and Theorell (1990) questionnaire, 

self assessment of health status, work satisfaction, evaluation of link between work and 

health, absenteeism by disease or accident, violence at work, bullying. 

 

This research analyzed both work organization and working conditions factors relative to 

sickness absence and intent to leave. The organizational variables are as follows: 

 Work organization  

Time pressure, skill variety, monotonous 

work, post rotation, shift work, flexible 

schedule, working hours 

 

Working conditions 

Painful postures, noise and thermal 

pollutions, tension with the public, 

aggression from the public, bullying 

 

Confounding variables 

Size of the organization, work sector, gender, 

age, tenure, work status, social and 

occupation group, position 

 

Social relations  

hierarchical control, support from colleagues 

and support from supervisor 

 

The multivariate analyses will be performed by multinomial logistic regression after 

adjustment for confounding variables: size of the organization, work sector, gender, age, 

tenure, work status (apprenticeship, trainees, contract of limited duration, contract of 

unlimited durations, civil servants),  social and occupation groups (manager, technician, clerk, 

and blue collar worker), positions (research, secretarial work and reception, accounting, 

cleaning, business and sale, production, installation, handling, CEO, health work). 

We have selected so called “juniors”, workers with age under 30 years (n= 5239). 

 

2.1 Measures of the variables: 
 

Absenteeism was measured by the number of self-reported sickness absence days within the 

previous 12 months. This variable was divided in five categories: 0 day, temporary absence: 

1-3 days, short sickness absence: 4-7 days, middle sickness absence: 8-15 days, long sickness 

absence: +16 days.   

Intent to leave was measure by the question “Do you want to leave your job?” The answers 

were: “No”; “Yes, quickly”; “Yes, later”. 
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Job satisfaction was measured by the question “By and large, are you satisfied by your job?”. 

Participants indicated on 4-point Likert scale from “not at all” to “very strongly”. Although 

some researchers assume that single-item measure are not reliable, Warnous et al. (1997) 

found the reliability of single-item measures of  job satisfaction is .67, which is quite 

acceptable. 

Working hours  are the average weekly hours at work. 

Health at work was measured by four items: (Q1) “Do you think that your work is bad for 

your health?”. Participants responded on a 3-point Likert scale from “not at all” to “very 

strongly”. (Q2) “Sometimes I can’t sleep because I’m thinking to my work”.  Participants 

responded on a 4-point Likert scale from “never” to “very often”. (Q3) “Do you think that 

your job is tiring for you?” (Q4) Do your think that your job is stressful”. Participants 

responded on a 10-point scale for the two last questions. To get a homogeneous scale, we use 

this formula: Quartile (Q1+Q2+quartileQ3+quartileQ4). The internal consistency was 

acceptable (α = .60).  

Time pressure was measured by three items: (1) “Do you need to hurry up in your job” (2) 

“Do you need to work very quickly?” (3) “Do you need to work very intensely?”.  

Participants indicated on 4-point Likert scale from “not at all” to “very strongly”. The internal 

consistency was sufficient (α = .72).  

Monotonous work was measured by one item: “In my job, I have repetitive tasks”. 

Participants indicated on 4-point Likert scale from “not at all” to “very strongly”. 

Autonomy was measured by one item: “My job allow me to make decisions by myself”. 

Participants indicated on 4-point Likert scale from “not at all” to “very strongly”. 

Skill variety  was measured by four items: (1) “My job requires me to be creative”, (2) “My 

job requires me a high skill level”, (3) “In my job, I have various activities”, (4) “I can 

develop my own skills”. Participants indicated on 4-point Likert scale from “not at all” to 

“very strongly”. The internal consistency was sufficient (α = .70). 

Support from colleagues and support from supervisors were measured by the eight items 

of the Karasek and Theorell (1990) Job Content Questionnaire (JCQ). The internal 

consistency of both variables was sufficient (respectively α = .83 and α = .78).  

Hierarchical control  is a dichotomous variable and were measured by one item: “Have you 

continuous hierarchical control?”. The response was “Yes” or “No”. 

Flexible schedule were measured by one item: “Can you choose your time schedule”. 

Participants responded on a 3-point Likert scale from “not at all” to “very strongly. 
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Post rotation is a dichotomous variable and was measured by one item:” Do you have to 

proceed to post rotation?” The response was “Yes” or “No”. 

Shift work is a nominal variable and was measured by one item: “Do you have to proceed to 

shift work?” The response was “No shift work”, “Shift work including nights”, “Shift work 

without nights”. 

Aggression from the public is a dichotomous variable and was measured by one item: “Have 

you ever been exposed to verbal, physical or sexual aggression from the public within the 

previous 12 months?” The response was “Yes” or “No”. 

Tension with the public were measured by one item: “Do you experience tension with the 

public?”. Participants responded on a 4-point Likert scale from “never” to “very often”. 

Bullying is a dichotomous variable and was measured by one item: “Have you been exposed 

at least to one form of bullying (among the 10 forms of bullying from Leymann’s instrument 

(Leymann, 1996))?” 

Painful postures is a dichotomous variable and was measured by one item: “Have you been 

exposed at least to one painful posture: walking, repetitive movements, standing, kneeling and 

arms above shoulders at least 20h within the previous week?”  

Thermal pollution is a dichotomous variable and was measured by one item: “Have you 

been exposed at least to one thermal pollution: >24°C, <-15°C, humidity or outdoor work, at 

least 20h within the previous week?”  

Noise pollution is a dichotomous variable and was measured by one item: “Have you been 

exposed at least to one noise pollution: ≥ 85 db, impulses, shocks, other disturbing noises, at 

least 20h within the previous week?” 

 

2.2 Statistical analysis 
 

Analyses were made on individual data with organizational factors as predictors of absence 

days and intent to leave, with adjustment for potential confounders. Absence days are not 

normally distributed (Baba, 1990) and simple transformations, such as the square root and 

logarithmic transformations do not result in normality for the data (Watson et al., 1985).  In 

addition, organizational factors and the intensity of their effect on absenteeism differ for 

sickness absence of different duration (North et al., 1996). We therefore use a multinomial 

logistic regression (Tennenhaus, 2007). Logistic regression analyses were implemented with 

SPSS 15.0. 
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To test the effects of mediators (job satisfaction and health at work), we use the Baron and 

Kenny (1986) procedure. 

The associations between psychosocial work environment and absence were estimated 

in the following steps: in the first model (Mod1), we calculated associations for each 

organizational factors controlling for size of the organization, work sector, gender, age, 

tenure, work status,  social and occupation group, position. In the second model (Mod2), we 

added job satisfaction. In the third model (Mod3), we added health at work. In the fourth 

model (Mod4), we added both mediators to test which is the most powerful mediator. We 

control that there was no multicollinearity in analyzing bivariate correlations which are all 

under .07 (Tennehaus, 2007). 

 

3. Results of the research 

 

In the table 1, we have eliminated the variables time pressure, working hours, colleagues 

support, flexible schedule, autonomy, tension with the public, shift work including nights, 

painful postures and noise pollution from the table because they have not been significant at 

p< .10 in the multivariate logistic regression. 

 

In the table 2, we eliminated the variable shift work including nights, flexible schedule, 

monotonous work, colleagues support, aggression from the public, noise pollution and 

thermal pollution from the table because they have not been significant at p< .10 in the 

multivariate logistic regression. 

 

Table 1 shows that hierarchical control, shift work without nights, post rotation, aggressions 

from the public, thermal pollution, bullying increase the probability of sickness absence. 

Conversely, skill variety and supervisor support decrease the probability to be absent of 

juniors. We have checked which organizational factors have significant effects on job 

satisfaction and health at work1 (Table 3).  

For juniors’ workers, except for skill variety, only health at work mediate the 

relationship between some organizational factors on one hand and absenteeism (Mod 2 

and Mod 3, in Table 1) on the other hand, because their coefficients decrease (we put in bold 

                                                 
1 This is the second step  in the Baron and Kenny (1986) procedure. 
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the coefficients which decrease and were significant in the ordinal regression, Table 3) when 

we add the mediator health at work in the model.  

Job satisfaction is the total mediator between skill variety and temporary absence (1-3 days of 

absence). 

Health at work is the total mediator between supervisor support, aggression from the public 

in one hand, and respectively middle sickness absence (8-15 days) and long sickness absence  

(+ 16 days) on the other hand. 

 

From the Table 2, we can conclude that time pressure working hours, strong hierarchical 

control, tension with the public, post rotation and bullying increase the probability of intent to 

leave; shift work without nights increase very much this probability. Conversely, skill variety, 

autonomy and supervisor support decrease the probability of intent to leave.  

 

Job satisfaction and health at work mediate the relationship between some organizational 

factors on one hand, and intent to leave quickly and intent to leave later (Mod 2 and Mod 3, in 

Table 2) on the other hand, because their estimated parameters decrease (we put in bold the 

coefficients which decrease and are significant in the ordinal regression, Table 3) when we 

add the variables job satisfaction and health at work in the model. Unexpectedly, painful 

postures increases the probability of intent to leave later and quickly. 

 

 Job satisfaction is the total mediator between supervisor support, time pressure in one hand, 

and intent to leave quickly and later on the other hand. Job satisfaction mediates partially the 

relationship between skill variety, hierarchical control and respectively intent to leave later, 

intent to leave quickly for juniors. Job satisfaction is the strongest mediator, compared 

with health at work, of the relationship between bullying, time pressure and intent to 

leave quickly for young age workers (Mod 2 and Mod 3, in Table 2), for juniors’ 

workers. 

 

Finally, from Table 3, we can conclude that, there is a kind of paradox for juniors workers, as 

regards the effect of time pressure, which increases the probability to be unsatisfied and to 

have a bad health at work, but in the same time, don’t increase the probability to be absent. 

The association between time pressure and absenteeism is indeed insignificant (Table 1). 

Furthermore, working conditions have a strong association with health at work (Table 3). 

Social relations between managers and employees (supervisor support, hierarchical control) 
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are important determinants of intent to leave, satisfaction at work, and health at work (Table 

3). 
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Table1.  Multivariate associations between organizational factors and sickness absences for junior’s workers: results from multinomial logistic regression (Estimated 
parameters) 

 Temporary absences: 1-3 days Short sickness absences: 4-7 days Middle sickness absences: 8-15 
days 

Long sickness absences: +16 days 

 Mod1 Mod2 Mod3 Mod4 Mod1 Mod2 Mod3 Mod4 Mod1 Mod2 Mod3 Mod4 Mod1 Mod2 Mod3 Mod4 
Work 
organization 
variables 

 

Supervisor 
support 

ns ns ns ns ns ns ns ns -,082 
    * 

-,065 
   (ns) 

-,063 
 (ns) 

-,054 
   (ns) 

ns ns ns ns 

Monotonous 
work 

ns ns ns ns ns ns ns ns 0,328      
   *** 

0,320    
   *** 

0,321    
   *** 

0,317     
   *** 

ns ns ns ns 

Skill variety -,115 
  ** 

-0,089 
  (ns) 

-,115 
  ** 

-0,089 
  (ns) 

ns ns ns ns -,108 
    ** 

-,097 
    * 

-,118 
    * 

-,107 
    * 

ns ns ns ns 

Shift work 
without nights 

ns ns ns ns 0,505 
    * 

0,483 
* 

0,490 
* 

0,582 
    * 

ns ns ns ns ns ns ns ns 

No shift work Ref Ref Ref Ref Ref Ref Ref Ref Ref Ref Ref Ref Ref Ref Ref Ref 

 Post rotation  ns ns ns ns ns ns ns ns ns ns ns ns 0,671 
   *** 

0,702 
   *** 

0,721 
 *** 

0,706 
 *** 
    

Working 
conditions 
variable 

 

 Aggression 
from the 
public  

ns ns ns ns ns ns ns ns ns ns ns ns 0,462 
   ** 

0,458 
   *** 

0,369 
   (ns) 

0,366 
   ns 
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 Bullying  ns ns ns ns 0,493 
  ** 
 

0,471 
  ** 
 

0,432 
    * 
 

0,412 
  * 
 

ns ns ns ns 0,784 
  *** 

0,825 
  *** 

0,713 
  *** 

0,758 
  *** 

Thermal 
pollution  

ns ns ns ns ns ns ns ns 0,816 
  ** 
 

0,730 
  ** 
 

0,723 
    * 
 

0,723 
   * 
 

1,124 
  *** 

1,200 
  *** 

1,118 
  *** 

1,139 
  *** 

Mediators  

Job 
satisfaction 

 
   - 

 
    -,249 
       * 

   
   - 

 
ns 

 
    - 

 
   ns 

 
      - 

 
   ns 

 
    - 

 
   ns 

 
- 

 
   ns 

 
- 

 
  ns 

 
 0,200 
    * 

 
   ns 

Health at 
work 

 
   - 

 
   - 

 
   ns 

 
ns 

 
    - 

 
   - 

 
    0,185 
      ** 

 
  ns 

 
    - 

 
    - 

 
   ,296 
   *** 

 
0,298 
 *** 

 
- 

 
  - 

 
  - 
 

 
 0,197 
     * 

*** p<, 01   ** p<, 05 *p<, 1 ns: the estimated parameter is not significant ref: reference category 
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Table 2.  Multivariate associations between organizational factors and intent to leave for junior’s workers: results from multinomial logistic regression (Estimated 
parameters) 

 Intent to leave later 
 

Intent to leave quickly 

 
 

Mod1 
 
 

Mod2 Mod3 Mod4 Mod1 Mod2 Mod3 Mod4 

Work 
organization 
variables 

 

Time pressure 0,143 
*** 

0,122 
*** 

0,118 
*** 

0,110 
*** 

0,141 
*** 

0,082 
(ns) 

-,118 
* 

-,060 
(ns) 

Supervisor 
support 

-0,050 
 * 

-0,013 
ns 

-0,047 
ns 

-0,057 
* 

-0,110 
** 

-0,021 
(ns) 

-0,094 
** 

-0,013 
(ns) 

Skill variety 0,195 
*** 

 

0,146 
*** 

 

0,199 
*** 

 

0,151 
*** 

 

-0,427 
*** 

-0,305 
*** 

-0,436 
*** 

-0,323 
*** 

Autonomy -0,155 
 ** 

-0,127 
(ns) 

-0,163 
* 

-0,143 
(ns) 

-0,267 
** 

-0,177 
(ns) 

-0,266 
** 

-0,181 
** 

Hierarchical 
control  

0,247 
** 

0,227 
*  

0,248 
* 

0,219 
(ns) 

0,463 
  ** 

0,382 
 ** 

0,446 
** 

0,181 
* 

Working hours 0,031 
*** 

0,032 
***  

0,030 
*** 

0,033 
*** 

0,035 
***  

0,041 
*** 

0,033 
*** 

0,040 
*** 

 Post rotation  0,322 
** 

0,347 
** 

0,316 
** 

0,342 
** 

ns ns ns ns 

Shift work 
without nights 

0,679 
*** 

0,68 
*** 

0,657 
*** 

0,664 
*** 

1,165 
*** 

1,150 
*** 

1,127 
*** 

1,115 
*** 

No shift work Ref Ref Ref Ref Ref Ref Ref Ref 
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Working 
conditions 
variable 

 

Painful postures  -0,236 
* 

-0,280 
* 

-0,234 
* 

-0,279 
* 

-0,485 
* 

-0,593 
* 

-0,498 
* 

-0,603 
* 

Tension with the  
public 

ns ns ns ns 0,285 
** 

0,191 
(ns) 

0,247 
*  

0,182 
(ns) 

 Bullying  ns ns ns ns 1,154 
*** 

0,838 
*** 

1,133 
*** 

0,843 
***  

Mediators  

Job satisfaction            -     -0,758 
  *** 

     -         -0,749 
***   

           - -1,787 
  *** 

           -   -1,743 
  *** 

Health at work    -    - ns ns 
 

   -    - 0,250 
***   

0,109 
 (ns) 

*** p<, 01   ** p<, 05 *p<, 1 ns: the estimated parameter is not significant ref: reference category 
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Table 3.  Multivariate associations between organizational factors and job satisfaction or health at work for 
junior’s workers: results from ordinal logistic regressions (Estimated parameters) 
  Job satisfaction  Health at work 
Work organization variables  

Time pressure -0,169 
*** 

0,378 
*** 

Colleagues support 0,157 
*** 

-0,072 
*** 

Supervisor support 0,242 
*** 

-0,121 
*** 

Working hours ns 0,037 
*** 

 
Flexible schedule ns ns 

Monotonous 
work 

ns ns 

Autonomy 0,154 
*** 

ns 

Skill variety 0,356 
*** 

ns 

Hierarchical control   
0,302 

                           ** 
 

 
 0,360 
*** 

Shift work without nights ns ns 

Shift work including nights ns ns 

No shift work ref. ref. 

 Post rotation  ns ns 

 
Working conditions variable 

 

Painful postures  ns -.206 
** 

 Aggression from the public  ns 0,372 
*** 

 Bullying  -0,847 
*** 

0,626 
*** 

Tension with the public ns 0,252 
*** 

Thermal pollution  ns ns 

Noise pollution  ns 0,845 
*** 

*** p<, 01   ** p<, 05 *p<, 1 ns: the estimated parameter is not significant ref: reference 

category 
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4. Discussion 

4.1 Discussion of the results for young age workers 
 

 

We confirm our four hypotheses. Work organization, working conditions and social relations 

at work, have significant associations with absenteeism and intent to leave of young age 

workers. Furthermore, health at work is the only mediator of the relationship between 

organizational factors and absenteeism for juniors, except for skill variety.  

 

Some of our results are unexpected: 

Thus, strong hierarchical control increases job satisfaction for juniors. It could be explained 

by the fact that juniors concerned by strong hierarchical control do not expect so much in 

terms of low hierarchical control, when they have low skilled jobs. So, they couldn’t be 

disappointed. Indeed, along descriptive statistics based on our sample, most of juniors who 

have to deal with strong hierarchical control have low jobs which can be reception clerk, 

clients service, worker, packer … Strong hierarchical control may be reassuring for low 

skilled juniors. 

 

In the same way, unexpectedly, painful postures decrease intent to leave. This result may be 

explained by the fact that most of jobs with painful postures are precarious. Indeed, whereas 

46 % of juniors are exposed to painful postures in their job, respectively 54, 6 % and 60, 3 % 

of the juniors who have a job with painful postures are in apprenticeship or in temporary 

work. Accepting job with painful postures seems to be a way to demonstrate their physical 

resistance to their employer. The percentage of juniors with painful jobs is higher than the 

average (46 % to 39 % for the all population). Indeed, their goal is to be hired with a 

permanent contract. Another explanation is that most of jobs with painful postures are 

occupied by low skill juniors. High unemployment for young workers leads them to think that 

they will not find a new job if they quit their actual job. 

 

Similarly, painful postures influence negatively health at work. This could be explained by the 

“healthy worker effect”: employers give the “bad jobs” to the healthier young age workers. 
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Finally, our results emphasize the fact that social relations between managers and employees 

(supervisor support, hierarchical control) in France are quite damaged (Philippon, 2007), and 

are major factors of intent to leave, dissatisfaction at work, and bad health at work for juniors. 

4.2 Comparisons between old and young age workers 
 
 
To compare this two work populations, we present the results of our previous study on old age 

workers (Bouville, 2008) in tables 4, 5, 6. 

 
 
Table 4.  Multivariate associations between sickness absence and organizational factors for old age workers: 
results from multinomial logistic regression  

 Temporary 
absence: 1-3 days 

Short sickness 
absence: 4-7 days 

Middle sickness 
absence: 8-15 days 

Long sickness 
absence: +16 days 

Work organization variables 
Supervisor support    + 

Flexible schedule   +  

Skill variety   +  

Autonomy    + 

Shift work without 
nights 

 +   

 Post rotation    + + 

Working conditions variable 

Painful postures    +  

 Bullying    +  

Aggression from 
the public 

 +   

Mediators 

Job satisfaction   +  

Health at work   + + 

 
 
Table 5.  Multivariate associations between intent to leave and organizational factors for old age workers: 
results from multinomial logistic regression  

 Intent to leave later Intent to leave quickly 
Work organization variables 

Time pressure  + 

Supervisor support - - 

Skill variety  - 
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Autonomy -  

Post rotation +  

Working conditions variable 

 Bullying  + + 

Aggression from the public  + 

Mediators 

Job satisfaction - - 

Health at work + + 

 

Table 6.  Multivariate associations between intent to leave and organizational factors for old age workers: 
results from ordinal logistic regression  
  Job satisfaction  Health at work 
Work organization variables  

Time pressure 
 

- 
- 

Colleagues support 
 

+ 
 

Supervisor support 
 

+ 
+ 

Working hours  - 

Flexible schedule   

Monotonous 
work 

  

Autonomy 
 

+ 
 

Skill variety 
 

+ 
 

Hierarchical control  
- 

- 

Shift work without nights 
 

  

Shift work including nights 
 

 - 

 Post rotation    

 
Working conditions variable 

 

Painful postures    

 Aggression from the public   - 

 Bullying  - - 

Tension with the public  - 

Thermal pollution    

Noise pollution   - 
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Regarding absenteeism, in comparison with old age workers, the degree of flexibility of 

schedule, hierarchical control and autonomy don’t influence absenteeism for juniors. In a 

context of high young workers unemployment, juniors seem to “accept” these organizational 

constraints. Another difference deals with working conditions. Thus, for seniors, painful 

postures influence absenteeism; it is not the case for juniors. Yet, thermal pollution, tension 

with the public influence absenteeism of juniors, and do not for seniors. Finally, bullying 

influences short and middle sickness absences of young age workers. For seniors, bullying 

influences only middle sickness absences. 

 

Furthermore, in comparison with seniors, the only mediator in the relationship between 

organizational factors and absenteeism is health at work. Job satisfaction has no 

mediation role in this relationship for young age workers, except for skill variety. 

Consequently, for young age workers, absenteeism could not be only interpreted in 

terms of withdrawal behaviour, except for skill variety. We can notice that the 

withdrawal paradigm is yet the main paradigm in the absenteeism literature (Johns, 

2001). 

 

 

Regarding intent to leave, conversely, job satisfaction is the strongest mediator in the 

relationship between organizational factors and intent to leave for juniors. 

In comparison with seniors, time pressure, skill variety and autonomy have a strong 

effect on intent to leave of young age workers. These results converge with those of 

Méda and Davoine (2008, p.36). Indeed, this authors show that once in a job, “young people 

more than their elders promote interest in and content of work to the rank of “essential” 

criteria (45% of young people and 35% of older people), as well as the quality of 

relationships with the hierarchy (41% of young people and 34% of older people)”. However, 

conversely to the results of Méda and Davoine, the quality of relationships with the hierarchy 

doesn’t influence as much intent to leave of young age workers in comparison with their 

elders. Indeed, in the multinomial Logit regression with intent to leave as a dependant 

variable, the coefficients tied to the variables supervisor support and hierarchical control are 

lower for young age workers than their elders. Finally, in comparison with seniors, long 

working hours and tension with the public increase intent to leave of juniors. 
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In comparison with seniors, long working hours and tension with public impact positively 

intent to leave. The first result seems to converge with the argument of the relativization of 

the supremacy of work. However, the only mediator between working hours and intent to 

leave is health at work. One explanation is that juniors work more intensively than seniors to 

demonstrate their assets to their employers. Thus, working intensively during a long time is 

quite harmful for their occupational health. Furthermore, juniors seem to be more sensitive to 

the “emotional work” (Hochschild, 1983). We know that the repression of work emotions 

(like anger) could lead to health problems (Hochschild, 1983). 

 

 

To conclude, it seems that for young workers, the gap between a high initial level of 

expectations concerning work and the reality of work (Bureau et al., 2006) is likely to 

produce withdrawal behaviours (intent to leave, absenteeism in case of a lack of skill 

variety) due to job insatisfaction (the main mediator in the relationship between 

organizational factors and intent to leave).  

 

5. Conclusion and implications for human resources 

management 

 

The interest of the study is to examine the relations between a large set of organizational 

factors (including bullying, tension with the public, aggression from the public) and 

absenteeism or intent to leave after controlling for many variables2 (size of the organization, 

work sector, gender, age, tenure, work status, social and occupation group, and position) and 

to compare the results on young age workers with those on old age workers. This has rarely 

been done before (Blank et al., 1995; Johns, 2003 ; Voss et al., 2001). Also, we compare the 

explicative power of two mediators (job satisfaction and health at work) in the relationships 

between organizational factors and different lengths of sickness absence or intent to leave. 

 

Work organization, working conditions and social relations at work, have significant 

associations with absenteeism and intent to leave of young age workers. In addition, health at 

work is the only mediator of the relationship between organizational factors and absenteeism 

                                                 
2 Indeed, this variables influence absenteeism (Harrison and Martocchio, 1998). 
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for juniors, except for skill variety. Therefore, preventive actions should be taken by 

managers to improve work organization (in increasing autonomy, skill variety and 

decreasing time pressure) and working conditions (weakening public tensions via the 

help of a mediator…). These variables have a strong influence on the fidelity and 

absenteeism of young workers.  

Furthermore, our results leads us to think that increasing controls on sickness absence, which 

is often seen as a matter of tackling withdrawal behaviour, will not have a big effect on 

absenteeism of young age workers. Indeed, along our results, absenteeism of juniors is at first 

an occupational health problem because health at work is the dominant mediator in the 

relationship between organizational factors and absenteeism. 

 

 

Several limitations of the study need to be discussed: 

 

(1) A healthy worker effect (Gollac et Volkoff, 2007) may have acted and led to an 

underestimate of the association between organizational factors and sickness absence or intent 

to leave. But we must emphasize that this leads to underestimate and not overestimate of the 

association between organizational factors and sickness absence or intent to leave. 

 

(2) All variables were assessed in a cross-sectional design, which means that we can not draw 

any firm conclusions about causal inferences among these variables. Only longitudinal design 

could give firm conclusions about causal inferences.  

 

(3) Furthermore, as it is a cross-sectional study, we have only analyzed the short-term effects 

of organizational factors.  

 

To conclude, our findings should encourage further research on this topic and increasing 

preventive actions on work organization, working conditions and social relations. 
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