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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 seniors.   
Design/methodology/approach The approach taken is a quantitative analysis on a total of 
4470 old age workers with a multinomial logit model. 
Findings Organizational factors have a strong impact on absenteeism and intent to leave, 
especially social relations at work and bullying. The relation between some organizational 
factors and absenteeism-intent to leave is mediated by job satisfaction and health at work. 
Practical implications The importance of Human Resources preventive practices is raised. 
Originality/value The interest of the study is to examine organizational factors after 
controlling for many variables (size of the organization, work sector, gender, age, tenure, 
work status, social and occupation group, and position) and to raise the problem of social 
relations at work and bullying. 
 
 Keywords: old age workers, absenteeism, intent to leave, work organization, working 

conditions           

 

1. Introduction and literature review                             

 

The impact of the ageing worker on organizations is becoming more and more important. 

Today, advances in health and medicine make it possible for the average male to live for more 

than 70 years and for the average female lo live for more than 78 years. The retirement of the 

post-world War II baby-boom generation, as well changes in legislation, such as the increase 
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of the retirement age, is likely to lead to an increase in the number of seniors1 in the 

workforce. To more clearly understand the organizational implications for such changes, more 

research on the role age plays in employee behavioral outcomes, such as absenteeism and 

intent lo leave, is needed. Unfortunately, age stereotypes could be an obstacle to the continued 

growth and development of workers over the age of 50. For example, it is often argued that 

motivation at work is inversely proportional to age. But Kanfer and Ackerman (2004) 

demonstrate that motivation do not decrease with age. A way to respond to this issue is to 

wonder which organizational factors are responsible for sickness absence and intent to leave 

from older workers.   

 

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 behavior, influenced by factors such as shared attitudes to work (absence culture) or 

the employees’ satisfaction with their jobs. It is thus a social design 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 is best interpreted as a measure of 

morbidity or as a manifestation of job dissatisfaction for seniors. 

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

(Clugston, 2000; Mahtieu 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, we have not found studies on the link between 

                                                 
1 Old age workers (seniors), include usually worker older than 50 years. 
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organizational factors and absenteeism-intent to leave for seniors and studies between 

organizational factors and health at work for old age workers have been seldom done before 

(Debrand and Lengagne, 2007). 

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

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

hand.  

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 seniors. 

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

H3:  Social relations at work (supervisor support and hierarchical control) have an impact on 

absenteeism and intent to leave of seniors. 

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

organizational factors and absenteeism for old 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, 
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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-

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 psychosocial and physical environment factors relative to 

sickness absence. The organizational variables are as follows: 

 

 Work organization  

Time pressure, skill variety, monotonous 

work, hierarchical control, support from 

colleagues and supervisor, post rotation, shift 

work, flexible schedule, working hours 

 

Working conditions 

Painful postures, noise and thermal 

nuisances, 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 

 

 

 

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 “seniors”, workers with age ranging between 50 and 65 years (n= 

4470). 
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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”. 

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 = .62).  

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 = .73).  

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 = .72). 
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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 = .84 and α = .80).  

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. 

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 posture 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 exposure is a dichotomous variable and was measured by one item: “Have you 

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

least 20h within the previous week?”  

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

exposed at least to one noise nuisance: >24°C, <-15°C, humidity or outdoor work, at least 20h 

within the previous week?” 

 

2.2 Statistical analysis 
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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. 

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, tension with the public, shift work including nights, noise nuisance and thermal 

nuisance 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, working hours, flexible schedule, 

monotonous work, colleagues support, tension with the public, painful posture, noise 

nuisance and thermal nuisance from the table because they have not been significant at p< 

.10 in the multivariate logistic regression. 

 

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

aggressions from the public, bullying increase the probability of sickness absence. 
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Conversely, skill variety, flexible schedule and supervisor support decrease the probability to 

be absent. We have checked which organizational factors have significant effects on job 

satisfaction and health at work2 (Table 3). Conversely, monotonous work decreases the 

probability of sickness absence for seniors. 

 

Job satisfaction and 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 the coefficients which decrease and were 

significant in the ordinal regression, Table 3) when we add the variables job satisfaction and 

health at work in the model. Job satisfaction is the only partial mediator between skill variety, 

painful posture in one hand, and middle sickness absence (8-15 days) on the other hand. 

Health at work is the only partial mediator between supervisor support and long sickness 

absence (+16 days) and is the strongest mediator, compared with job satisfaction, of the 

relationship between bullying and middle sickness absence (Mod 2 and Mod 3, in Table 1). 

Lastly, job satisfaction is insignificant when we add both variables in the model (Mod 4, in 

Table 1), which means that the mediation with health at work is stronger than with job 

satisfaction for old age workers. 

 

From the Table 2, we can conclude that hierarchical control, aggressions from the public, 

increase the probability of intent to leave; post rotation and workplace bullying increase very 

much this probability. Post rotation and bullying are very noxious for old age workers. 

Conversely, skill variety 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.  

 

 Job satisfaction is the total mediator between supervisor support and hierarchical control in 

one hand, and intent to leave quickly on the other hand. Job satisfaction mediates totally the 

relationship between hierarchical control and intent to leave later and mediates partially the 

                                                 
2 This is the second step  in the Baron and Kenny (1986) procedure. 
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relationship between autonomy, skill variety and respectively intent to leave later, intent to 

leave quickly for seniors. Health at work is the strongest mediator, compared with job 

satisfaction, of the relationship between bullying, time pressure and intent to leave quickly for 

old age workers (Mod 2 and Mod 3, in Table 2). 

 

Finally, from Table 3, we can conclude that, there is a kind of paradox for old age 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) 

are important determinants of absenteeism, intent to leave, satisfaction at work, and health at 

work (Table 3). 
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Table1.  Multivariate associations between sickness absence and organizational factors for old age workers: results from multinomial logistic regression (Estimated 
parameter) 

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

Long sickness absence: +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 ns ns ns ns -,120 
  *** 

-,109 
  *** 

-,116 
  *** 

-,108 
  ** 

Flexible 
schedule 

ns ns ns ns ns ns ns ns -,290 
   ** 

-,292 
   ** 

-,240 
   ** 

-,245 
   ** 

ns ns ns ns 

Monotonous 
work 

ns ns ns ns ns ns ns ns ns ns ns ns -,259       
   ** 

-,248 
   ** 

-,226 
   * 

-,219 
   * 

Skill variety ns ns ns ns ns ns ns ns -,144 
    ** 

-,118 
    * 

-,159 
    ** 

-,136 
    ** 

ns ns ns ns 

Autonomy ns ns ns ns ns ns ns ns ns ns ns ns -,352 
    ** 

-,348 
    * 

-,290 
    * 

-,290 
    * 

Hierarchical 
control (ref : 
non-exposed) 

ns ns ns ns 0,467 
  ** 

0,464 
  ** 

0,520 
  ** 

0,523 
  ** 

ns ns ns ns ns ns ns ns 

Shift work 
without nights 

ns ns ns ns 0,706 
    * 

0,691 
    * 

0,538     
  (ns) 

0,525 
  (ns) 

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 
(ref::non-
exposed) 

ns ns ns ns ns ns ns ns 0,546 
   ** 

0,540 
   ** 

0,642 
   ** 

0,626 
   ** 

0,455 
   * 

0,452 
   * 

0,401 
 (ns) 

0,387 
 (ns) 
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Working 
conditions 
variable 

 

Painful 
postures 
(ref :non-
exposed) 

ns ns ns ns ns ns ns ns 0,445 
   ** 

0,435 
   * 

0,518 
   ** 

0,512 
   ** 

ns ns ns ns 

 Aggression 
from the 
public (ref : 
non-exposed) 

ns ns ns ns 0,640 
   *** 

0,652 
   *** 

0,655 
   *** 

0,671 
  *** 

ns ns ns ns ns ns ns ns 

 Bullying 
(ref :non-
exposed) 

ns ns ns ns ns ns ns ns 0,740 
  *** 

0,661 
  *** 

0,614 
  ** 

0,512 
  ** 

ns ns ns ns 

Mediators  

Job 
satisfaction 

 
   - 

 
    ns 

   
   - 

 
    - 

 
  - 

 
   ns 

 
    ns 

 
   ns 

 
  - 

 
-,374 
  ** 

 
  ,342 
 **** 

 
   ns 

 
  - 

 
  ns 

 
 0,200 
    * 

 
   ns 

Health at 
work 

 
   - 

 
   - 

 
   ns 

 
ns 

 
   - 

 
   - 

 
  - 

 
  ns 

 
  - 

  
  - 

 
0,298 
 *** 

 
  - 

 
  - 

 
  - 
 

 
 0,187 
     * 

**** p<, 001 *** 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 intent to leave and organizational factors for old age workers: results from multinomial logistic regression (Estimated parameter) 

 Intent to leave later Intent to leave quickly 

 Mod1 Mod2 Mod3 Mod4 Mod1 Mod2 Mod3 Mod4 
Work 
organization 
variables 

 

Time pressure ns ns ns ns 0,172 
*** 

0,122 
* 

0,064 
(ns) 

0,044 
(ns) 

Supervisor 
support 

-0,121 
 *** 

-0,073 
* 

-0,095 
** 

-0,057 
* 

-0,135 
*** 

-0,041 
(ns) 

-0,118 
** 

-0,032 
(ns) 

Skill variety ns ns ns ns -0,216 
*** 

-0,126 
* 

-0,238 
*** 

-0,153 
** 

Autonomy -0,299 
 ** 

-0,251 
 * 

-0,298 
 ** 

-0,265 
 * 

ns ns ns ns 

Hierarchical 
control (ref : 
non-exposed) 

0,359 
* 

0,306 
(ns) 

0,354 
* 

0,308 
(ns) 

0,467 
  ** 

0,450 
  (ns) 

0,585 
  ** 

0,525 
             * 

 Post rotation 
(ref::non-
exposed) 

1,276 
**** 

1,269 
**** 

1,163 
**** 

1,234 
**** 

ns ns ns ns 

Working 
conditions 
variable 

 

 Aggression 
from the public 
(ref : non-
exposed) 

ns ns ns ns 0,509 
* 

0,441 
(ns) 

0,423 
(ns) 

0,388 
(ns) 

 Bullying 
(ref :non-
exposed) 

0,577 
**** 

 

0,505 
** 
 

0,453 
** 

 

0,388 
* 

1,347 
**** 

1,306 
**** 

1,241 
**** 

1,234 
**** 

Mediators  

Job satisfaction            -     -0,807 
  **** 

     -         -0,692 
****    

           - -1,252 
  **** 

           -   -1,144 
  ****   

Health at work    -    -         0,368 
 **** 

0,291 
**** 

   -    - 0,453 
****     

0,326 
 ** 

**** p<, 001 *** 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 intent to leave and organizational factors for old age workers: 
results from ordinal logistic regression (Estimated parameter) 
  Job satisfaction  Health at work 
Work organization variables  

Time pressure -0,092 
***** 

0,349 
**** 

Colleagues support 0,154 
***** 

ns 

Supervisor support 0,238 
***** 

-0,098 
***** 

Working hours ns 0,016 
**** 

 
Flexible schedule ns ns 

Monotonous 
work 

ns ns 

Autonomy 0,278 
***** 

ns 

Skill variety 0,205 
***** 

ns 

Hierarchical control (ref : non-
exposed) 

 
-0,361 

                        **** 
 

 
 0,360 
**** 

Shift work without nights ns ns 

Shift work including nights ns 0,407 
* 

No shift work ref. ref. 

 Post rotation (ref: non-exposed) ns ns 

 
Working conditions variable 

 

Painful postures (ref :non-exposed) ns ns 

 Aggression from the public (ref : 
non-exposed) 

ns 0,394 
**** 

 Bullying (ref :non-exposed) -0,531 
**** 

0,688 
**** 

Tension with the public ns 0,466 
***** 

Thermal exposure (ref :non-
exposed) 

ns ns 

Noise exposure (ref :non-exposed) ns 0,529 
**** 

**** p<, 001 *** p<, 01   ** p<, 05 *p<, 1 ns: the estimated parameter is not significant ref: 

reference category 
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4. Discussion 

 

This study was based on a sample of old age workers within the French working population. 

The rate of response to the self-questionnaire was very good as it was >96%. Therefore, the 

selection bias may be considered as very low. The self- questionnaire included the Job 

Content Questionnaire (JCQ) from Karasek and Theorell (1990), but we didn’t use the Job 

Demand-Job Control-Social Support model from Karasek and Theorell (1990), because 

several limitations have also been mentioned earlier as regards the model elaborated by 

Karasek and Theorell (Kristensen, 1995). Furthermore, self-reported sickness absences have 

been found to be a reliable measure of sickness absence as recorded by employers (Voss et 

al., 2008).  Finally, evaluation of working conditions (except bullying) and a large part of 

work organization variables was based on a questionnaire filled in by occupational physicians, 

and consequently, the selection bias is very low (Coutrot and Wolff, 2005). 

 

Very few studies (Kivimaki et al., 2000) have been carried out previously on the association 

between workplace bullying and violence from the public and absenteeism. We have not 

found any articles on the link between workplace bullying and violence from the public and 

intent to leave. Violence from the public, workplace bullying were strongly associated with 

absenteeism and intent to leave after adjustment for size of the organization, work sector, 

gender, age, tenure, work status,  social and occupation group, position.  

 

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

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

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

organizational factors and absenteeism for seniors.  

 

Our results demonstrate that organizational factors differ for sickness absence of different 

duration, which is not possible to see with OLS regressions. 

 

We also confirm the validity of the Job Characteristics Model (Hackman and Oldham, 1976), 

in demonstrating that autonomy at work and skill variety decrease the probability of sickness 

absence and intent to leave. However, as unexpected, post rotation and monotony decrease the 
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probability of sickness absence for old age workers. Monotony in the work may be a way to 

avoid too physically demanding job for old age workers. 

 

This study underlines the strong “French paradox”: more than other Europeans, the French 

people declare that work is very important in their life, and, in the same time, that they wish to 

see the importance of work decreased in the society (Davoine and Méda, 2008). Furthermore, 

French workers compare with other Europeans workers, have a very low level of job 

satisfaction (Davoine and Méda, 2008). Our results confirm this facts. Indeed, time pressure 

increase dissatisfaction at work, but at the same time does not increase absenteeism (the 

association between time pressure and absenteeism is insignificant), which means that work is 

still very important in their life, even if they are not satisfied by it.  

 

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 absenteeism, intent to leave, dissatisfaction at work, and bad health at 

work. 

 

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, as 

employees with high sickness absence may have changed or left their jobs or as healthier 

worker may be more likely to work in more difficult jobs. But we must emphasize that this 

leads to underestimate and not overestimate of the association between organizational factors 

and sickness absence. 

 

(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. Meanwhile, a methodological study from 

Coutrot and Wolff (2005) comparing cross-sectional and longitudinal studies have provided 

elements confirming the validity of cross-sectional studies. 

 

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

organizational factors. Meanwhile, it should have been interesting to study cumulative effects 
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of organizational factors on absenteeism and intent to leave on a longitudinal design, 

especially for old age workers. 

 

5. Conclusion and implications for human resources 

management 

 

 

The strength of the study is to examine organizational factors after controlling for many 

variables (size of the organization, work sector, gender, age, tenure, work status, social and 

occupation group, and position) that have an impact on absenteeism reported in the absence 

literature (Harrison and Martocchio, 1998). This has rarely been done before (Blank et al., 

1995; Voss et al., 2001), and exclusively for sickness absence in any case. 

 

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

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

work is a better mediator of the relationship between organizational factors and absenteeism 

for seniors. Therefore, preventive actions should be taken by managers to improve work 

organization (in increasing autonomy, skill variety, and flexible schedule), working 

conditions, and social relations at work. They have to strongly tackle workplace bullying and 

violence from the public, because it is in their own interest: absenteeism and intent to leave 

have a social and economic cost for companies.  

However, management by stress is still regarded by some as a management technique (De 

Gaulejac, 2005).  
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