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ABSTRACT 

 
Tourism and hospitality play a vital role in the global economy due to their significant economic 

contribution. In Croatia, tourism accounts for 19.6% of the GDP and directly employs about 6% of the total 

workforce, highlighting its substantial impact on the national economy. The hotel industry, a key 

component of tourism, is labor-intensive, with the human factor playing a crucial role in its success. 

However, labor costs are among the highest expenses for hoteliers, representing a significant area for 

potential savings and impacting business efficiency. Consequently, the field of human resources in the 

tourism and hospitality industry is of great interest to both theorists and practitioners. 

Absenteeism, defined as an employee's intentional or habitual absence from work, has numerous 

negative implications for individuals, enterprises, and society. Research has consistently shown that job 

attitudes play a significant role in influencing absenteeism. Studies have found that organizational 

commitment and job involvement are associated with absenteeism. However, while these attitudes and 

absenteeism are extensively researched internationally, a limited number of studies still address these 

topics within Croatian scientific and professional practice. Theoretical and empirical knowledge regarding 

the influence of managing employees' job attitudes on absenteeism is insufficiently applied in practice, 

neglecting a significant factor for managing organizational outcomes and success. This fact opened up a 

space to thoroughly investigate this issue and propose appropriate solutions. The subject of this thesis is 

the complex individual relationship between the two types of job attitudes – organizational commitment 

and job involvement – and absenteeism, as well as the interrelationship between these two attitudes. This 

doctoral thesis aims to enhance the understanding of absenteeism within the hotel industry, identify its 

causes, and explore ways to reduce absenteeism by influencing employees' job attitudes. 

The research in this thesis was conducted through three research papers. The first paper involved a 

systematic literature review to summarize the determinants and outcomes of absenteeism. The second 

study provided a detailed overview of social security models in the European Union, focusing on sickness 

benefit schemes, and analyzed absenteeism data in the EU and Croatia, with particular attention to the 

hospitality industry. Using the Human Capital Approach, this study also included an analysis of 

absenteeism costs, specifically productivity losses due to sickness absence. The third study examined the 

relationship between job attitudes (organizational commitment and job involvement) and absenteeism 

using logistic regression and empirical data collected from a sample of 734 hotel employees in Croatia. 
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The research revealed that absenteeism is influenced by various personal, demographic, attitudinal, 

health-related, organizational, and job-related determinants. The analysis of social security models in the 

EU regarding sickness benefits demonstrated significant variations in waiting periods, employer payment 

obligations, benefit amounts, and maximum duration, highlighting diverse national approaches to 

managing sickness absence. The analysis of absenteeism costs in Croatia indicated a significant increase in 

productivity losses due to sickness absence from 2018 to 2023. A primary research on a sample of 

employees from Croatian hotel companies thoroughly examined the relationship between job attitudes 

and absenteeism, showing that affective and normative commitment is negatively related to absenteeism, 

while no statistically significant relationships were found between continuance commitment or job 

involvement and absenteeism. Additionally, all dimensions of organizational commitment positively affect 

job involvement. 

This thesis provides important insights into the causes and consequences of absenteeism in the hotel 

industry. It highlights the importance of managing job attitudes to reduce absenteeism and improve 

organizational outcomes. Moreover, the research emphasizes the need for creation of standardized 

methods for measuring and monitoring absenteeism data to improve comparison across countries and to 

develop effective policies for its decrease. 

Future studies should examine absenteeism in other sectors to understand its varying costs and 

aspects. Also, future research might use company-registered absenteeism data to avoid potential biases. 

In addition, investigating a broader range of job attitudes can help identify which attitudes most influence 

absenteeism. Finally, future research should focus on developing and testing interventions aimed at 

reducing absenteeism. Programs such as wellness initiatives, flexible work arrangements, employee 

assistance programs, and targeted support mechanisms for high-risk groups should be explored further. 

 

Keywords: absenteeism, sick leave, organizational commitment, job involvement, hotel industry, 

productivity loss, Human Capital Approach (HCA), logistic regression 

 

JEL classification codes: I18, J22, J24, J32 
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PROŠIRENI SAŽETAK 

 
Turizam i ugostiteljstvo igraju ključnu ulogu u globalnoj ekonomiji zbog svojih značajnih ekonomskih 

doprinosa. U Hrvatskoj, turizam čini 19,6% BDP-a i izravno zapošljava oko 6% ukupne radne snage, što 

naglašava njegov značajan utjecaj na nacionalnu ekonomiju. Hotelska industrija, ključna komponenta 

turizma, radno je intenzivna, a ljudski faktor igra ključnu ulogu u njenom uspjehu. Međutim, troškovi rada 

među najvećim su troškovima za hotelijere, predstavljajući značajno područje za potencijalne uštede i 

utječući na poslovnu učinkovitost. Posljedično, područje ljudskih resursa u turizmu i ugostiteljstvu od 

velikog je interesa za teoretičare i praktičare. 

Apsentizam, definiran kao izostajanje zaposlenika s posla s namjerom ili povodom, ima brojne 

negativne implikacije za pojedince, poduzeća i društvo. Istraživanja su pokazala da stavovi prema radu 

igraju značajnu ulogu u utjecaju na apsentizam. Studije su pokazale da su odanost organizaciji 

(organizational commitment) i zaokupljenost poslom (job involvement) povezani s apsentizmom. 

Međutim, iako se ovi stavovi i apsentizam opsežno istražuju na međunarodnoj razini, još uvijek postoji 

ograničen broj studija koje se bave ovim temama unutar hrvatske znanstvene i stručne prakse. Teorijsko i 

empirijsko znanje o utjecaju upravljanja stavovima zaposlenika na apsentizam nedovoljno je primijenjeno 

u praksi, zanemarujući značajan faktor za upravljanje organizacijskim ishodima i uspjehom. Ova činjenica 

također je otvorila prostor za temeljito istraživanje ovog pitanja i predlaganje odgovarajućih rješenja. 

Predmet ove disertacije je kompleksan pojedinačni odnos između dvije vrste stavova prema radu – 

odanosti organizaciji i zaokupljenosti poslom – i apsentizma, kao i međusobni odnos između tih dvaju 

stavova. Svrha ove doktorske disertacije je unaprijediti shvaćanje o apsentizmu u hotelskoj industriji kao i 

njegovim uzrocima, te mogućnostima manipulacije razmjerima apsentizma kroz utjecaje na stavove 

zaposlenika prema radu. 

Istraživanje u ovoj disertaciji provedeno je kroz tri znanstvena rada. Prva studija uključivala je sustavni 

pregled literature kako bi se saželi uzroci i posljedice apsentizma. Druga studija pružila je detaljan pregled 

modela socijalnih osiguranja u Europskoj uniji, s fokusom na naknade za bolovanje, i analizirala podatke o 

apsentizmu u EU i Hrvatskoj, s posebnim naglaskom na ugostiteljstvo. Ova studija također je uključivala 

analizu troškova apsentizma, konkretno gubitaka produktivnosti zbog bolovanja, korištenjem Human 

Capital Approach metode. Treća studija ispitivala je odnos između stavova prema radu (odanost 

organizaciji i zaokupljenost poslom) i apsentizma korištenjem logističke regresije i empirijskih podataka 

prikupljenih na uzorku od 734 hotelska zaposlenika u Hrvatskoj. 
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Istraživanje je pokazalo da na izostajanje s posla utječu različiti osobni i demografski čimbenici, stavovi 

te zdravstveni, organizacijski i radni čimbenici. Analiza modela socijalnog osiguranja u EU u vezi s 

naknadama za bolovanje otkrila je značajne varijacije u razdobljima čekanja, obvezama poslodavaca za 

isplatu, iznosima naknada i maksimalnom trajanju, ističući različite nacionalne pristupe upravljanju 

bolovanjima. Nadalje, analiza troškova apsentizma u Republici Hrvatskoj pokazala je značajan porast 

gubitaka produktivnosti zbog bolovanja od 2018. do 2023. godine. Primarnim istraživanjem na uzorku 

zaposlenika hrvatskih hoteskih poduzeća temeljito je istražen odnos između stavova prema radu i 

apsentizma, pokazujući da su afektivna i normativna odanost negativno povezane s apsentizmom, dok 

između instrumentalne odanosti i zaokupljenosti poslom i apsentizma nije pronađena značajna statistička 

veza. Dodatno, sve dimenzije odanosti organizaciji pozitivno utječu na zaokupljenost poslom. 

Ova disertacija pruža važne spoznaje o uzrocima i posljedicama apsentizma u hotelskoj industriji. Uz 

to, naglašava važnost upravljanja stavovima prema radu kako bi se smanjio apsentizam i poboljšali 

organizacijski ishodi. Osim toga, istraživanje naglašava potrebu razvoja standardiziranih metoda mjerenja 

i praćenja podataka o apsentizmu kako bi se poboljšala usporedba među zemljama i razvile učinkovite 

politike za njegovo smanjenje. 

Buduće bi studije trebale ispitati apsentizam u drugim sektorima kako bi se razumjeli različiti troškovi 

i aspekti apsentizma. Također, u budućim bi se istraživanjima mogli koristiti službeni podaci o apsentizmu 

u poduzećima kako bi se izbjegle potencijalne pristranosti. Osim toga, istraživanje šireg raspona stavova 

prema radu može pomoći u prepoznavanju onih stavova koji najviše utječu na izostanak s posla. Konačno, 

buduća bi se istraživanja trebala usredotočiti na razvoj i testiranje intervencija usmjerenih na smanjenje 

apsentizma. Programi poput wellness inicijativa, fleksibilnih radnih aranžmana, programa pomoći 

zaposlenicima i ciljanih mehanizama podrške za visokorizične skupine trebali bi se dodatno istražiti.  

Ova doktorska disertacija sastoji se od uvoda, pregleda literature, opisa metodologije istraživanja, 

rezultata i zaključka. U prvom dijelu, uvodu, raspravlja se o samom problemu istraživanja. Navodi se značaj 

turizma i ugostiteljstva u globalnoj i hrvatskoj ekonomiji, naglašavajući njihov doprinos BDP-u i 

zapošljavanju. Uvodi se pojam apsentizma, kao namjernog izostanka zaposlenika s posla, koji radi svog 

negativnog utjecaja na pojedince, poduzeća i društvo, igra veliku ulogu u području ljudskih resursa. U 

uvodu se također iznosi predmet istraživanja, fokusirajući se na apsentizam u hotelskoj industriji. U 

nastavku se definiraju glavna i pomoćne hipoteze disertacije. U posljednjem dijelu uvoda objašnjavaju se 

svrha i ciljevi disertacije, podijeljeni na konceptualne, empirijske i aplikativne, s ciljem poboljšanja 

razumijevanja apsentizma, njihovih uzroka i mogućih rješenja unutar hotelske industrije.  
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Drugi dio disertacije, pregled literature, pruža sveobuhvatan pregled postojećih istraživanja o 

apsentizmu i stavovima prema radu. U ovom se dijelu kategoriziraju vrste i metode mjerenja apsentizma 

te se razlažu troškovi povezani s apsentizmom. Naglašavaju se bolovanja, kao najčešći pojavni oblik 

apsentizma. U nastavku se definiraju stavovi prema radu i  daje se prikaz kategorija u koje se stavovi 

najčešće svrstavaju. Posebno se pojašnjavaju odanost organizaciji i zaokupljenost poslom, kao i njihov 

utjecaj na apsentizam. Na kraju ovog poglavlja raspravlja se o interakciji između ovih stavova i njihovim 

kombiniranim učincima na apsentizam, oslanjajući se na različite studije kako bi se ilustrirala složenost ovih 

odnosa. 

Treći dio, metodologija, detaljno opisuje istraživački dizajn i metode korištene u tri znanstvena rada. 

Na samom početku dan je tablični pregled metodologije svakog rada, uključujući podatke o 

geografskom/znanstvenom području i jedinici obuhvata istraživanja, vremenskom periodu istraživanja, 

korištenim metodama te veličini uzorka. Nadalje se opisuje način na koji je primijenjen sustavni pregled 

literature u prvom radu, kako bi se identificirali, sintetizirali i analizirali uzroci i posljedice apsentizma. U 

nastavku se objašnjava pristup metodologiji u drugom znanstvenom radu, u kojem su testirane hipoteze 

H1, H2 i H3. Ovaj je rad obuhvaćao analizu modela socijalnog osiguranja u EU te Human Capital Approach 

(HCA) za procjenu troškova apsentizma u Hrvatskoj, s posebnim fokusom na troškove u ugostiteljstvu. U 

ovom je dijelu pojašnjeno odstupanje od fokusa istraživanja sa hotelijerstva na ugostiteljstvo, radi 

izostanka nacionalnih statističkih podataka, odnosno nemogućnosti praćenja podataka o apsentizmu na 

nižoj razini od djelatnosti, sukladno Nacionalnoj klasifikaciji djelatnosti (NKD 2007). U nastavku 

metodološkog dijela disertacije, objašnjava se postupak provođenja glavnog empirijskog istraživanja koje 

je provedeno među zaposlenicima hotela u Hrvatskoj, pritom pojašnjavajući uzorkovanje, prikupljanje 

podataka i procese analize podataka. U svrhu prikupljanja podataka korišten je anketni upitnik. U ovom 

su, trećem znanstvenom radu, testirane hipoteze H, H4, H4a, H4b, H4c, H5 i H6 uz pomoć logističke 

regresije. Za obradu podataka korišten je softverski paket SPSS, verzija 23. 

U četvrtom dijelu, rezultati, sintetizirana su ključna saznanja doktorske disertacije osvrćući se na 

rezultate dobivene u znanstvenim radovima. Sustavni pregled literature u prvom radu otkrio je najčešće 

istraživane uzroke i posljedice apsentizma, naglašavajući odanost organizaciji i zaokupljenost poslom kao 

značajne faktore. Analiza modela socijalnog osiguranja u drugom znanstvenom radu pokazala je da među 

zemljama EU postoje različiti pristupi upravljanju bolovanja, koji se između ostalog manifestiraju i kroz 

varijacije u naknadama koje se isplaćuju za vrijeme bolovanja. Značajne razlike otkrivene su i u podacima 

o apsentizmu među državama članicama. Nadalje, HCA metoda pokazala je da su troškovi bolovanja u 
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Republici Hrvatskoj izrazito visoki – u 2023. godini gubitak produktivnosti uzrokovan bolovanjima iznosio 

je 704,9 milijuna eura, što čini 1,11% nacionalne bruto dodane vrijednosti. U odnosu na cijelu ekonomiju, 

hrvatsko ugostiteljstvo pokazuje nešto bolju sliku. U posljednjem radu, empirijsko istraživanje među 

zaposlenicima hotela u Hrvatskoj ukazuje da su afektivna i normativna odanost negativno povezane s 

apsentizmom, dok između instrumentalne odanosti i zaokupljenosti poslom i apsentizma ne postoji 

značajna povezanost. Istraživanje je također pokazalo da viša odanost organizaciji dovodi do veće 

zaokupljenosti poslom. 

U završnom se dijelu ove doktorske disertacije, zaključku, raspravlja o implikacijama istraživačkih 

rezultata dobivenih u tri znanstvena rada. Veze između radova, istraživačkih ciljeva i postavljenih hipoteza 

slikovito su prikazane i potom pojašnjene u tekstu. U nastavku su tablično prikazani i u tekstu objašnjeni i 

rezultati testiranja hipoteza. Kroz metodološka razmatranja opisana su ograničenja znanstvenih radova. U 

nastavku je objašnjena povezanost dobivenih rezultata istraživanja s prethodnim istraživanjima. U 

zaključku se također ističu teorijski, metodološki i aplikativni doprinosi disertacije. Na kraju se predlažu 

smjernice za buduća istraživanja, uključujući ispitivanje apsentizma u drugim sektorima, korištenje 

registriranih podataka o apsentizmu u poduzećima i istraživanje šireg spektra stavova prema radu. 

 

Ključne riječi: apsentizam, bolovanje, odanost organizaciji, zaokupljenost poslom, hotelska industrija, 

gubitak produktivnosti, Human Capital Approach (HCA), logistička regresija 

 

JEL klasifikacijski kodovi: I18, J22, J24, J32 

 
 
  



Vedrana Čikeš The Impact of Employees' Job Attitudes on Absenteeism in the Hotel Industry 
 

VIII 
 

TABLE OF CONTENTS 

 

ACKNOWLEDGMENTS ............................................................................................................................ I 

ABSTRACT .............................................................................................................................................. II 

PROŠIRENI SAŽETAK ............................................................................................................................. IV 

TABLE OF CONTENTS .......................................................................................................................... VIII 

1. INTRODUCTION ............................................................................................................................. 1 

1.1 THE PROBLEM AND THE SUBJECT OF THE THESIS ................................................................. 1 

1.2 THESIS´ HYPOTHESES ............................................................................................................. 2 

1.3 PURPOSE AND OBJECTIVES OF THE THESIS ........................................................................... 4 

2. LITERATURE REVIEW ..................................................................................................................... 5 

3. METHODOLOGY ............................................................................................................................. 8 

4. RESULTS ....................................................................................................................................... 12 

5. CONCLUSION ............................................................................................................................... 23 

5.1 DISCUSSION ......................................................................................................................... 23 

5.2 METHODOLOGICAL CONSIDERATIONS................................................................................ 26 

5.3 COMPARISON WITH OTHER STUDIES .................................................................................. 27 

5.4 SCIENTIFIC AND APPLIED CONTRIBUTION ........................................................................... 27 

5.5 IMPLICATIONS FOR FURTHER RESEARCH ............................................................................ 29 

6. REFERENCES ................................................................................................................................ 31 

7. LIST OF TABLES ............................................................................................................................ 39 

8. LIST OF FIGURES .......................................................................................................................... 39 

9. APPENDIX .................................................................................................................................... 39 

9.1 THE LIST OF APPENDED SCIENTIFIC PAPERS AND DOCTORAL CANDIDATES` CONTRIBUTION

 39 

9.2 COPYRIGHT .......................................................................................................................... 42 

9.3 APPENDED SCIENTIFIC PAPER 1: The Determinants and Outcomes of Absence Behavior: A 

Systematic Literature Review .................................................................................................................. 43 

9.4 APPENDED SCIENTIFIC PAPER 2: Assessing the economic impact of sickness absence in 

Croatia before, during, and after the COVID-19 crisis: Emphasis on the hospitality industry ................ 70 

9.5 APPENDED SCIENTIFIC PAPER 3: Effects of job attitudes on withdrawal behaviors: 

Evidence from the Croatian hotel industry ............................................................................................. 94 

 



Vedrana Čikeš The Impact of Employees' Job Attitudes on Absenteeism in the Hotel Industry 
 

1 
 

1. INTRODUCTION 

 

Tourism and hospitality play an important role in the global economy due to its significant economic 

contributions. These sectors stimulate economic growth, create jobs, and foster cultural exchange. 

According to the World Travel & Tourism Council (WTTC), in 2023, the tourism sector contributed 

approximately 10.4% to the global GDP and supported around 334 million jobs, which is about 1 in 10 jobs 

in the global workforce. In a country like Croatia, where tourism accounts for 19.6% of the GDP (Croatian 

National Bank, 2024) and directly employs about 6% of the total workforce (Croatian Bureau of Statistics, 

2024), the significant impact of tourism on the overall economy is clearly evident. 

The hotel industry, a vital component of tourism, is labor-intensive, and the human factor plays a key 

role in its success. Employee’s knowledge, skills, experience, personality, attitudes, and behaviors are 

essential for creating specific organizational advantages. At the same time, labor costs are among the 

highest expenses for hoteliers and represent a significant area for potential savings, rationalization, and 

impact on business efficiency. Consequently, the field of human resources in the hospitality industry is of 

great interest to both theorists and practitioners. 

One of the frequently researched issues in the field of human resources is absenteeism. Absenteeism 

is an employee’s intentional or habitual absence from work (Cucchiella et al., 2014). This behavior is often 

being researched in hospitals and among nurses (Labrague et al., 2020; Brborovic et al., 2016), in 

manufacturing industry (Nowak et al., 2023; Pfeifer, 2010) and public sector (Mastekaasa, 2020; Wegge, 

2007), while studies in hotel industry are quite scarce (Mukwevho et al., 2020; Pizam & Thornburg, 2000). 

This fact opened up a space for further research on absenteeism in this sector. 

 

1.1 THE PROBLEM AND THE SUBJECT OF THE THESIS 

 

Absenteeism has numerous negative implications for individuals, enterprises, society, and the 

country in general. This unplanned behavior increases the workload of present employees (Goodman & 

Atkin, 1984), impacts the quality of working life (Monkevičius, 2014), lowers their morale (McHugh, 2002), 

raises costs (Kocakulah et. al., 2016; Navarro & Bass, 2006; Allen, 1983), lowers process quality and output 

(Morrow et. al., 1999) and decreases the organizational productivity (Zhang et. al., 2017; Johns, 2011).  
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Absenteeism and the factors associated with this phenomenon can be analysed in various ways. 

Although the causes of absenteeism in different settings can be attributed to a combination of factors, 

including individual (Kolz, 1999; Störmer & Fahr, 2013), job-related (Barmby et al., 2001; Scoppa, 2010), 

and organizational support factors (Adebayo & Nwabuoku, 2008), research has consistently shown that 

job attitudes play a significant role in influencing absenteeism (Punnett et al., 2007; Wegge, 2007). The 

literature on absenteeism suggests that employees might choose to withdraw from an aversive work 

situation as this makes them dissatisfied. Therefore, it is no surprise that job satisfaction is one of the most 

researched attitudes (Boon et. al., 2014; Yang, 2010; Ybema et. al., 2010). However, some studies also 

found organizational commitment and job involvement to be negatively associated with absenteeism 

(Schalk, 2011; Punnet et. al., 2007). Employees with high levels of organizational commitment or job 

involvement have lower levels of absenteeism. 

Although these two attitudes and absenteeism are extensively researched both theoretically and 

empirically in international literature, there is still a limited number of studies addressing these topics 

within Croatian scientific and professional practice. Theoretical and empirical knowledge regarding the 

influence of managing employees' job attitudes on absenteeism is insufficiently applied in practice, 

neglecting a significant and potent factor for managing organizational outcomes and success. Therefore, 

there is a compelling need to thoroughly investigate this issue and propose appropriate solutions. 

The subject of this thesis is the complex individual relationship between the two types of job attitudes 

– organizational commitment and job involvement – and absenteeism, but also the interrelationship 

between these two attitudes. The main research was conducted in hotel companies in Croatia – a country 

where tourism and the hotel industry have an above-average impact on the economy as a whole. 

 

1.2 THESIS´ HYPOTHESES 

 

Taking into account the previously defined subject of the thesis, the following main hypothesis is 

proposed: 

H: There is a significant relationship between job attitudes and absenteeism. 

Based on the main hypothesis, the following auxiliary hypotheses are set: 

H1: Absenteeism is a complex phenomenon that affects business operations. 
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Absenteeism creates challenges for the organization's management, especially when reorganizing 

work. The organization must make additional efforts to fully, or at least partially, compensate for the work 

of the absent employee. Also, absenteeism increases the workload on employees who are present 

(Goodman & Atkin, 1984), raises overall operational costs (Kocakulah et al., 2016; Navarro & Bass, 2006; 

Allen, 1983), and ultimately decreases organizational productivity (Zhang et al., 2017; Johns, 2011). 

H2: Absenteeism in the hospitality industry is associated with increased operating costs. 

The absence of employees from work causes direct and indirect costs to the organization, which are, 

among others, related to sickness benefits, overtime costs, lost work, reduced customer satisfaction and 

reduced labor productivity, which consequently leads to a decrease in the profitability of the company 

itself (Buschak, 1996). These issues are especially pronounced in the tourism and hospitality industry, due 

to its labor intensity. 

H3: There are significant differences between social security models in EU countries. 

Depending on the country, social security systems might include pension insurance, health and 

maternity insurance, unemployment and health insurance (Jablonskienė, 2013), as well as insurance for 

cases such as the death of a breadwinner or the need for parental support (van den Heever, 2021). The 

costs of sick leave (sickness benefits) are divided between employers and the state, depending on each 

country's social security model. In the EU, they vary significantly across member states due to different 

national policies. 

H4: Organizational commitment is negatively related to absenteeism. 

H4a: Affective commitment is negatively related to absenteeism. 

H4b: Continuance commitment is negatively related to absenteeism. 

H4c: Normative commitment is negatively related to absenteeism. 

Each of the dimensions of organizational commitment can cause independent effects on absenteeism 

(Tayyeb & Riaz, 2004). Hackett et al. (1992) found a negative relationship between absenteeism and 

normative commitment, while Allen and Meyer (1996) confirmed the same for affective commitment. In 

general, as organizational commitment decreases, employee absenteeism increases (Bennett, 2002; Lok 

& Crawford, 2001). 

H5: Job involvement is negatively related to absenteeism. 
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This relationship was confirmed by Cheloha and Far (1980) and Brown (1996). The higher the job 

involvement, the lower the absenteeism rate in the organization.  

H6: Organizational commitment and job involvement are positively related. 

Studies have shown that a positive relationship exists between organizational commitment and job 

involvement (Mathieu & Zajac, 1990; Saxena & Saxena, 2015). The higher the organizational commitment 

is, the higher is employees’ job involvement. 

 

1.3 PURPOSE AND OBJECTIVES OF THE THESIS 

 

Since absenteeism is a common challenge for all organizations, researching this issue is particularly 

important for the hotel industry. Therefore, the purpose of this thesis is to enhance the understanding of 

absenteeism within the hotel industry, identify its causes, and explore ways to reduce absenteeism by 

influencing employees' job attitudes.  

In accordance with the subject and the purpose of the thesis, the main objective of the research is to 

explore the relation between employees’ job attitudes (organizational commitment and job involvement) 

and absenteeism in the example of the hotel industry.  

The research objectives of the thesis relate to the conceptual, empirical, and applicative parts of the 

research. The objectives of the conceptual part are: 

• to explore and systematize theoretical knowledge about absenteeism, its causes and 

consequences 

• to explore and systematize theoretical knowledge about organizational commitment and job 

involvement. 

Further, the research objectives of the empirical part of the thesis are: 

• to analyze the social security models in the EU and Croatia, with a special reference to the 

costs of absenteeism, i.e. sick leaves 

• to analyze the available data on absenteeism in the EU and Croatia, with a special reference 

to the hospitality industry 
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• to explore the relation between the dimensions of organizational commitment and 

absenteeism 

• to explore the relation between job involvement and absenteeism 

• to explore the relation between the dimensions of organizational commitment and job 

involvement 

• to compare the obtained results with previous researches. 

Finally, the research objectives of the applicative part of this research are: 

• to emphasize the practical applicability of the research results and conclusions for hotel 

companies 

• to propose specific guidelines for mitigating the negative economic impact of absenteeism. 

 

2. LITERATURE REVIEW 

 

According to the literature, there are several types of absenteeism. The most common type is sick 

leave (Duff et al., 2015; Løkke et al., 2006; Pizam & Thornburg 2000), while vacation, maternity leave, 

military duty, and education absence, are some of the forms of absenteeism, too. Absenteeism can be 

measured in two ways – as time lost and as absence frequency. Time-lost measures express absenteeism 

as a sum of units of time (e.g., hours or days) away from work (Steel 2003), while absence frequency is the 

number of absences in a specific period regardless of duration (Chadwick-Jones et al., 1971). 

One of the most prominent areas of study in organizational behavior is job attitudes, or how people 

feel about what they do when they work (Salancik & Pfeffer, 1977). In general, they can be grouped into 

at least three categories: task-based attitudes, people-based attitudes, and organization-based attitudes 

(Ng & Feldman, 2010). According to Ng & Feldman (2010), task-based attitudes are summary evaluations 

of the job tasks and role duties, which employees perform; people-based attitudes are summary 

evaluations of other individuals and groups in their social environment at work, such as supervisors, 

coworkers, and clients, while organization-based attitudes are summary evaluations of the employer or 

the employment relationship itself. Each of these three categories of job attitudes contains numerous 

specific attitudes. Some of the task-based attitudes are overall job satisfaction, satisfaction with pay, and 

job involvement; the group of people-based attitudes includes satisfaction with coworkers or supervisors, 

interpersonal trust, etc.; while the organizational-based attitudes encompass affective, normative and 
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continuance commitment, loyalty, perceived organizational support, and many others (Ng & Feldman, 

2010). In the literature, job attitudes are often linked to work performance (Jernerić & Kutleša, 2012; Brief 

& Weiss, 2002; Judge et. al., 2001; Meyer & Allen, 1997; Mowday et. al., 1982) and work behaviors, such 

as absenteeism and turnover intentions. There is a general belief among social psychology researchers 

that changes in attitudes make a behavior change (Kim & Hunter, 1993). It is not surprising then that the 

positive job attitudes, such as organizational commitment and job satisfaction, are accompanied by better 

work outcomes (Harrison et. al., 2006).  

When it comes to organizational commitment, this attitude has been traditionally conceptualized and 

measured in various ways. Authors agree that organizational commitment is a multidimensional construct 

and the antecedents, correlates, and consequences of commitment vary across dimensions (Meyer et al., 

2002). Despite this, the classification of commitment in three distinguishable components – affective, 

continuance, and normative, developed in the 1990s by Allen and Meyer (1990), continues to serve as a 

foundation for many studies. According to this classification, the affective component of organizational 

commitment refers to employees' emotional attachment to, identification with, and involvement in, the 

organization. The continuance component addresses commitment based on the costs that employees 

associate with leaving the organization, while the normative component refers to employees' feelings of 

obligation to remain with the organization (Allen and Meyer, 1990). Organizational commitment however 

can be a result of a combination of two or three mentioned aspects of commitment, i.e., it does not 

necessarily have to be based on only one component. According to Maslić Seršić (2000), one individual 

may simultaneously feel a strong emotional connection (affective component) but also an obligation to 

stay in the organization (normative component), while another employee may be satisfied with his job 

(affective component) but also aware that leaving the organization would be complicated and incur some 

costs (instrumental component). The intensity of each component, therefore, depends on the individual, 

his personal values and needs. 

Numerous studies examine the relationship between individual components of organizational 

commitment and absenteeism. According to Allen and Meyer (1996) and Somers (1995), affective 

commitment has the strongest influence on absenteeism. It positively affects employee performance and 

relevant organizational outcomes, such as absenteeism (Meyer et al., 2002; Mathieu and Zajac, 1990). 

Hackett et al. (1992) found that a statistically significant relationship with absenteeism exists only when it 

comes to normative commitment. Allen and Meyer (1990) noted that researching organizational 

commitment and work behaviors, such as job performance and absenteeism, is complicated by the fact 
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that each of the three components of commitment can cause independent effects on certain behaviors. 

Lok and Crawford (2001) and Bennett (2002) confirmed that as employees' commitment to the 

organization decreases, employee absenteeism increases. Additionally, organizational commitment, in 

interaction with other variables, shows a negative impact on absenteeism. Thus, employees with a low 

level of job satisfaction and low commitment to the organization are more often absent than those with a 

high level of job satisfaction and commitment (Sagie, 1998). 

The main stream of research about the job involvement has been derived from the work of Lodahl 

and Kejner (1965) and Kanungo (1982), who define job involvement as a psychological identification with 

their job. It encompasses the extent to which an individual is personally engaged to their job tasks and 

responsibilities. It is important to differentiate between work involvement and job involvement. Work 

involvement, influenced by the process of early socialization, pertains to an individual's values regarding 

work and its benefits. In contrast, job involvement is specifically tied to an individual's current employment 

situation and depends on the degree to which it meets their current needs (Brown, 1996). 

Cheloha and Farr (1980) found a significant negative relationship between job involvement and 

absenteeism by examining employees of public administration bodies. However, an extensive meta-

analysis by Brown (1996) found a negative but weak relationship between these variables. Job involvement 

is also discussed in the literature in interaction with other variables, such as job satisfaction, which 

together represent important causes of absenteeism (Wegge et al., 2007). Wegge et al. (2007) concluded 

that a high level of job involvement results in a low level of absenteeism only when job satisfaction is low. 

If job satisfaction is high, there is no significant relationship between job involvement and absenteeism. 

There are also studies in the literature that measure the mutual influence between organizational 

commitment and job involvement. Freund and Carmeli (2003), Meyer et al. (2002), and Kuruüzüm, Çetin, 

and Irmak (2009) confirmed that job involvement affects two dimensions of organizational commitment 

(affective and normative), but has no effect on the instrumental dimension. Ho et al. (2012) conducted a 

study among medical staff that showed high job involvement leads to increased organizational 

commitment. 

It can be concluded that both organizational commitment and job involvement are considered to be 

important causes of absenteeism. Therefore, the research conducted in this doctoral thesis will be based 

on this knowledge and will be applied to the insufficiently researched hotel industry. 
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3. METHODOLOGY 

 

In this doctoral thesis, several methodological approaches have been used, in accordance with the 

proposed hypotheses and research objectives. Theoretical parts of the research papers were supported 

with the methods of analysis and synthesis, induction and deduction, classification, description, and 

comparison.  

All three research papers applied different scientific methods that are summarized in the Table 1 and 

described in details below. 

Table 1 Review of the methodology used in the attached scientific papers 

Number of 

the paper 

Geographical/research 

area and research unit 

Covered time 

period  
Method 

Type of 

research 
Sample size 

1 

Scopus database; 

peer-reviewed 

research articles 

1969-26 

March 2018 

Systematic 

literature 

review 

Secondary n = 100 

2 
Croatia; sickness 

absences 
2018-2023 

Human Capital 

Approach (HCA) 
Secondary n/a 

3 

Croatia; hotel 

employees – NKD 

55.10 

April-May 

2019 

Exploratory 

factor analysis 

Mann-Whitney 

U test 

Chi-square test 

of 

independence  

Logistic 

regression 

analysis  

Primary n = 734 

Source: Own compilation (2024) 
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In the first research paper, the systematic literature review was used to identify, summarize, and 

analyze the antecedents and consequences of absenteeism, as well as their relation to absenteeism itself, 

in the largest database of peer-reviewed literature – Scopus. A complex keyword search of titles, abstracts 

and keywords was performed in order to identify studies that focus on the determinants and outcomes of 

absence behavior. The initial search of the database was undertaken using basic keywords and basic 

Boolean operators for synonyms: “antecedents” (OR causes, OR determinants, OR predictors), 

“consequences” (OR outcomes), and “absenteeism” (OR absence behavior). Second, the search was 

confined to document type: article; language: English; subject area: “Business, Management and 

Accounting” and “Economics, Econometrics and Finance.” When these criteria were applied, the initial 

sample resulted in 388 papers in the period from 1969 to 2018 (26 March). After the analysis of abstracts 

and full texts, this sample was narrowed to 124 of the most relevant articles. Articles that referred to 

school absenteeism, theoretical articles, reviews, and meta-analyses were excluded from further analysis. 

The last step was the selection of the best-quality articles. Since paper citations serve as a de facto vote 

on a given article’s contribution towards knowledge accumulation and development (Saha et al. 2003), the 

first 100 articles were selected for the next step – content analysis.  

The second research paper tested hypotheses H1, H2 and H3. In this paper, a detailed overview of 

social security models in the European Union, specifically focusing on sickness benefit schemes, was 

provided using data from the European Commission (Mutual Information System on Social Protection, 

2024). Following this, a comprehensive analysis of absenteeism among EU member states was conducted, 

with particular attention given to sick leaves. A more thorough analysis was carried out for Croatia and the 

hospitality industry. Due to data unavailability, the focus of this research – hospitality industry (activity I – 

Accommodation and food service activities; National Classification of Activities (NKD) 2007) – is broader 

than the focus of the thesis – hotel industry (activity I – Accommodation and food service activities, division 

55 Accommodation, group 55.1 Hotels and similar accommodation; NKD 2007). In Croatian official 

statistics, absenteeism data can only be tracked at activity levels (NKD 2007) and cannot be tracked 

separately for divisions or groups. Since the hotel industry in Croatia is part of the hospitality industry, this 

deviation is justified. 

Further, the second research paper used the Human Capital Approach (HCA) to estimate the costs of 

sickness absence in Croatia for the years 2018-2023 through the loss of productivity. This was calculated 

by multiplying the time lost due to sickness absence by the market value of work (gross salary). The 
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obtained amount was then adjusted for labor force participation and unemployment rates to ensure that 

productivity losses more accurately reflect the real state, as presented in the following formula: 

productivity loss =
(t × g × 8) × (p ÷ 100) × ((100 − u) ÷ 100) 

GVA
× 100 

where: 

t – time lost due to sickness absence (days of temporary incapacity for work), 

g – average monthly gross earning per paid hour, 

p – labor force participation rate, 

u – unemployment rate, 

GVA – gross value added. 

Similar approach was also used in other researches (Maškarin Ribarić, 2019). Days of temporary 

incapacity for work (absence from work due to illness or injury) were obtained from the Croatian Health 

Insurance Fund's annual reports for the years 2018-2023 (2024). Data on the average monthly gross 

earning per paid hour were obtained from the Croatian Bureau of Statistics (CBS) (2024a). Labor force 

participation data were downloaded from the World Bank (2024), and unemployment rate data were 

sourced from Eurostat (2024). Gross value added (GVA) was used as a productivity measure, as seen in 

previous studies (Łyszczarz and Nojszewska, 2017). Data for the years 2018-2022 were obtained from the 

CBS (2024b), while data for 2023 were provided directly by CBS and represent the sum of the quarterly 

estimates for that year.  

To estimate the costs of time lost due to sickness absence in the hospitality industry in Croatia for the 

years 2018-2023, the following calculations are used: 

sickness costs (economy) =  
(te × ge)

GVAe
 × 100 

sickness costs (hospitality industry) =  
(tt × gt)

GVAt
 × 100 

where: 

te – time lost due to sickness absence (days of temporary incapacity for work) – Croatia, 
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tt – time lost due to sickness absence (days of temporary incapacity for work) – hospitality industry 

(NKD “I”), 

ge – average monthly gross earning per paid hour – Croatia, 

gt – average monthly gross earning per paid hour – hospitality industry (NKD “I”), 

GVAe – gross value added – Croatia, 

GVAt – gross value added – hospitality industry (NKD “I”). 

The total number of days of temporary incapacity for work is multiplied by the average monthly gross 

earning per paid hour, separately for the entire Croatian economy and for the hospitality industry alone 

(activity I – Accommodation and food service activities, Croatian National Classification of Activities; NKD 

2007). Subsequently, the cost of time lost due to sickness absence is expressed as a percentage of the 

gross value added (GVA) for Croatia as a whole and for the hospitality industry specifically. 

The third research paper is based on the main research conducted during April and May 2019 among 

hotel employees in Croatia. In the context of this research, employees of the Croatian hotel industry were 

those employed in business entities classified in the category 55.10 Hotels and similar accommodation, of 

NKD 2007. The number of employees taken into consideration for accessing sampling (the population) is 

set for the year 2018. According to the Croatian Chamber of Commerce data, Croatia had 31.703 

employees who worked in 1.183 hotel entities. In order to estimate the sample size, an a priori power 

analysis was conducted, using the G*Power 3.1 program (Faul et. al., 2009). Based on an alpha error of the 

study as 0.05 and a power of 0.95, a sample size required 347 participants. 

In order to access the acceptability of a larger study in a hotel environment and to test the 

questionnaire, a pilot study was conducted on 35 hotel employees. No irregularities were found in the 

given results.  

The process of data collection had several steps. First, 100 hotel entities from the Croatian Ministry 

of Tourism and Sports data (2019) were randomly selected. After that, the permission from the hotel entity 

Director and/or Board of Directors to collect the data from their employees was asked. In total, 2338 

questionnaires were distributed to hotel employees by e-mail or the courier/Human resource 

management department, depending on how the hotel entity management requested. Finally, 734 usable 

questionnaires were returned, which presents a response rate of 37.11% for the case where both a) the 

hotel entity Director and/or Board of Directors, and b) their employees, agreed to participate. After 
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fulfilling the survey, employees who received the questionnaire in person sealed their answers in an 

envelope in order to ensure anonymity and confidentiality. 

As a main technique for data collection, the survey questionnaire was used. The questionnaire 

consisted of three parts, measuring the dependent, independent, and socio-demographic variables. 

Absenteeism was measured by self-reported sickness-absence frequency in the past 12 months. Sickness 

absence did not include the days of absence regarding maternity or parental leave. An original 

organizational commitment scale by Meyer et al. (1993) was previously translated in Croatian by Maslić 

Seršić (2000) and was used in this study. The questionnaire consisted of three subscales that measure 

affective, continuance, and normative commitment. As a measure of job involvement, ten items from 

Kanungo (1982) were used. All items for independent variables were assessed using a five-point Likert-

type scale (strongly disagree=1 to strongly agree=5). Demographic and labor variables were gender, age, 

total length of service, length of service in the current company, level of education (low, medium, high), 

and type of working contract (part-time, full-time). Low educational level was defined as completing the 

primary school and vocational secondary school; medium education was defined as completing high school 

and high education was defined as completing university or PhD. Items with no previous translation were 

translated into Croatian using the double-blind back translation method.  

The data analysis process involved several steps. First, an exploratory factor analysis was conducted 

in order to test the survey elements. Next, descriptive statistics were used to summarize the demographic, 

dependent, and independent variables. The Shapiro-Wilk test indicated that the data were not normally 

distributed (p<0.05). Subsequently, the Mann-Whitney U test was conducted to examine the differences 

between groups. The association between variables was assessed using the Chi-square test of 

independence. Finally, logistic regression was utilized to estimate the relationship between the dependent 

and independent variables and to test hypotheses H, H4, H4a, H4b, H4c, H5, and H6. SPSS version 23 was 

used for data analysis. 

 

4. RESULTS 

 

In this chapter, the key findings of this doctoral dissertation and each of the three research papers 

are synthesized.  
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The first paper included a comprehensive systematic literature review of absenteeism antecedents 

and outcomes (Čikeš et al., 2018). An analysis of the key design characteristics of each study and the 

operationalization of the variables involved resulted in the following: the majority of the selected articles 

was published from 2010 onwards (28). All 100 articles contain empirical research supported by primary 

or secondary data. When it comes to study design, both experimental and observational study designs are 

included. Most of the selected studies used a cross-sectional design (70), 22 of them relied on longitudinal 

design, 5 were designed as quasi-experimental, and 3 used a mixed-method design. Data for these studies 

were collected using different methods. The majority of these studies, 43 of them, used survey 

questionnaires and organizational databases in combination as their method for data collection. Only 

databases were relied on in 32 studies, while solely survey questionnaires were used in 20 studies. Other 

combinations of data collection were also used: database, interview and focus group (1), interview and 

focus group (1), and interview and survey questionnaire (3). The majority of the studies was conducted on 

an individual level and the population consisted of employees. Most research took place among hospital 

staff, along with manufacturing, government, and bank employees. The main geographical source of these 

empirical studies is the United States of America (38 studies), followed by Canada (9) and Australia (8). 

Three studies among the selected 100 were conducted among a group of countries.  

After the main characteristics were described, a comprehensive analysis of absenteeism 

determinants and outcomes was approached. Most of the 100 articles tested multiple variables of either 

the causes or consequences of absenteeism. 85 articles only tested antecedents, 8 only tested 

consequences, and 7 tested both. This literature review shows that absenteeism can be caused by many 

personal, demographic, attitudinal, health-related, organizational, and job determinants. What stand out 

the most as the most repetitive absenteeism causes are job satisfaction (18 times), organizational 

commitment (11), age (7), pay satisfaction (5), job involvement (3), and wages (3). Out of these six most-

mentioned causes of absenteeism, four of them (job satisfaction, organizational commitment, pay 

satisfaction, and job involvement) belong to employees’ attitudes. Additionally, the outcomes of 

absenteeism identified in this systematic literature review include productivity, turnover, satisfaction, 

organizational health, and quality.  

After a thorough literature analysis on the theoretical aspects of absenteeism, its determinants and 

outcomes, more intensive research on secondary absenteeism data was conducted. Consequently, the 

second research paper focused on social security models in the EU, levels of absenteeism in the EU and 

Croatia, and the costs of sickness absenteeism in Croatia (Čikeš et al., 2024). 
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The analysis of social security models with a reference on the sickness benefits revealed considerable 

variation in waiting periods, employer obligations for continued payment, the amount of benefit provided, 

and the maximum duration of benefits across member states, supporting H3. These differences highlight 

the diverse approaches to managing sickness absence, reflecting each country's unique policy priorities. 

Further assessment of absenteeism data in EU showed great variations among member states in the last 

six years. Table 2 provides an overview of total absences from work in the EU from 2018 to 2023, presented 

as a percentage of absences relative to total employment. 

Table 2 Absences from work in EU countries (2018-2023) 

Year 2018 2019 2020 2021 2022 2023 

Country / 

Unit of 

measure 

% of total 

employment 

% of total 

employment 

% of total 

employment 

% of total 

employment 

% of total 

employment 

% of total 

employment 

EU 27 9.7 9.6 13.2 10.3 9.5 10.1 

Belgium 10.2 10.5 14.9 11.8 10.8 11.4 

Bulgaria 2.6 2.4 4.2 3.3 2.5 2.9 

Czechia 8.2 8.6 11.6 12.0 11.8 12.5 

Denmark 11.9 12.5 14.3 12.5 12.7 11.9 

Germany 12.0 12.0 n/a 9.1 8.3 11.8 

Estonia 8.5 9.0 9.8 11.8 12.7 12.2 

Ireland 8.0 7.6 15.8 15.0 8.7 8.5 

Greece 4.0 3.8 13.8 9.8 5.1 4.6 

Spain 8.3 8.6 15.9 11.5 11.3 11.3 

France 14.2 13.8 19.6 15.7 14.2 13.5 

Croatia 9.7 9.9 14.4 11.0 9.5 10.5 

Italy 7.5 7.5 14.3 8.6 6.8 6.3 

Cyprus 7.0 7.1 17.3 11.4 9.8 8.2 

Latvia 6.5 7.3 9.4 9.3 7.7 7.7 

Lithuania 6.3 6.5 9.9 7.8 8.1 7.8 

Luxembourg 8.7 8.6 11.2 8.2 7.8 8.2 

Hungary 3.8 3.9 6.1 8.1 7.8 7.7 

Malta n/a 1.6 8.0 8.2 7.1 8.6 
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Netherlands 11.2 10.7 11.4 9.9 11.9 12.3 

Austria 12.5 12.1 15.6 12.5 12.3 11.7 

Poland 7.1 6.9 9.7 6.4 5.8 6.0 

Portugal 9.1 8.9 14.8 12.8 11.0 10.4 

Romania 1.7 1.7 4.8 1.8 2.0 2.1 

Slovenia 10.7 11.2 16.8 9.6 10.3 12.9 

Slovakia 7.2 6.6 12.3 12.3 10.9 10.1 

Finland 13.5 13.8 14.3 15.2 14.8 15.2 

Sweden 15.4 15.8 16.6 15.0 15.2 15.0 

Source: Čikeš et. al. (2024), based on the data from Eurostat (2024a), Labor force survey, Total 

absences from work by sex and age group - quarterly data. Retrieved June 1, 2024, from: 

https://ec.europa.eu/eurostat/databrowser/view/lfsi_abt_q$defaultview/default/table?lang=en, 

https://doi.org/10.2908/LFSI_ABT_Q  

As seen in Table 2, the highest rates of absences from work in the observed period (2018-2023) were 

recorded in France in 2020 at 19.6%, followed by Cyprus (17.3%) and Slovenia (16.8%). Conversely, the 

countries with the lowest share of absences in employment in 2020 were Bulgaria (4.2%), Romania (4.8%) 

and Hungary (6.1%). The overall absence rate for the EU peaked at 13.2% in 2020 and then decreased to 

10.1% by 2023. Croatia's absence rate was 14.4% in 2020, decreasing to 10.5% by 2023. 

Further results of the second research paper and the HCA method indicated a significant increase in 

productivity losses in Croatia due to sickness absence during the period from 2018 to 2023, expressed as 

a percentage of gross value added (GVA) (Table 3). From 2018 to 2023, the loss of productivity increased 

by 71.1%. In 2018, the loss of productivity accounted for 412 million EUR (0.96% of GVA), while the highest 

productivity loss is visible in 2023, counting for 704.9 million EUR, which is 1.11% of GVA. 

Table 3 Loss of productivity due to sickness absence in Croatia, HCA method 

Year 

Days of 

temporary 

incapacity 

for work 

Average 

monthly 

gross 

earning 

per paid 

hour (in 

current 

Labor force 

participation 

(%) 

Unemployment 

rate (%) 

Loss of 

productivity 

(in current 

prices, EUR) 

GVA (in current 

prices, EUR) 

Productivity 

loss in GVA 

(%) 

https://ec.europa.eu/eurostat/databrowser/view/lfsi_abt_q$defaultview/default/table?lang=en
https://doi.org/10.2908/LFSI_ABT_Q


Vedrana Čikeš The Impact of Employees' Job Attitudes on Absenteeism in the Hotel Industry 
 

16 
 

prices, 

EUR) 

2018 16,942,139   6.49 51.19 8.5 412,011,320     42,816,706,261 0.96 

2019 17,566,616     6.74 51.10 6.6 452,070,083     45,117,833,198 1.00 

2020 17,812,140     6.92 51.03 7.5 465,456,910     42,195,913,272 1.10 

2021 20,166,464     7.23 51.78 7.6 558,074,343     48,298,122,882 1.16 

2022 21,658,752     7.85 52.30 7.0 661,572,904     57,037,269,148 1.16 

2023 19,811,999     9.00 52.63 6.1 704,952,339     63,437,372,700 1.11 

Source: Čikeš et. al. (2024) 

The costs of time lost due to sickness absence in the hospitality industry and the entire Croatian 

economy for the period 2018-2023 are presented in the Figure 1.  

Figure 1 The cost of time lost due to sickness absence in Croatia (% of GVA) 

 

Source: Čikeš et. al. (2024) 

As shown in Figure 1, the share of the cost of time lost due to sickness absence in GVA ranges from 

2.05% in 2018 to 2.25% in 2023 when observing the total economy. In the hospitality industry, these shares 

are much lower, ranging from 0.81% in 2018 to 0.91% in 2023. In 2020, the share of the cost of time lost 

in GVA for hospitality industry was the highest in the observed period, reaching 1.86%. For the entire 

economy, the highest rate was achieved in 2021, accounting for 2.42%. These results indicate that Croatian 

hospitality industry generally performs better than the overall economy. However, lower share of the costs 

of time lost in GVA in the hospitality industry, in comparison to the overall economy, are also the result of 

lower average monthly gross earning per paid hour and lower number of days of temporary incapacity for 

work (i.e., lower sick leave rate). The above-mentioned findings support H1 and H2. 

0
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Croatia (total) Hospitality industry (NKD "I")

2.05 2.10
2.34 2.252.382.42

0.81 0.87
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1.10 0.94 0.91
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The overview of absenteeism literature in the first research paper and the analysis of secondary data 

on absenteeism in the EU and Croatia in the second paper provided a comprehensive understanding of 

absenteeism. This groundwork established a foundation for conducting primary research in the third paper 

to examine the relationship between job attitudes and absenteeism in a sample of hotel employees in 

Croatia (Čikeš et. al., 2024a). The results of the third research paper are presented below.  

Survey items and the results of the exploratory factor analysis are presented in Table 4. Kaiser‒

Meyer‒Olkin (KMO) and Bartlett’s test of sphericity was used to test the suitability of items for factor 

analysis. KMO values were: 0.735 for affective commitment, 0.842 for continuance commitment, 0.858 

for normative commitment, and 0.919 for job involvement, all exceeding the recommended value of above 

0.5 (Kaiser, 1974). Bartlett’s test of sphericity was significant for all constructs, with a p-value of < 0.001. 

Further, principal components with eigenvalues greater than 1.0 and a varimax rotation for factor loadings 

were used to decide on the number of factors for every construct. Analysis extracted two factors for 

affective commitment, named joy affect factor and attachment affect factor, as previously elaborated by 

Bergami and Bagozzi (2000), and one factor for continuance and normative commitment, as well as for job 

involvement. Items with a factor loading lower than 0.6 were extracted from further analysis (one from 

the normative commitment scale and three from the job involvement scale). The KMOs for new factor 

structures were 0.850 for normative commitment (p<0.001) and 0.922 for job involvement (p<0.001). 

Cronbach's alpha showed excellent internal consistency for job involvement, good consistency for 

affective commitment – joy, continuance, and normative commitment; and questionable consistency for 

affective commitment – attachment (George and Mallery, 2003). 

Table 4 Results of exploratory factor analysis 

Items 
Factor 

loading 

Eigen 

value 

Variance 

explained  

(%) 

Reliability 

Affective commitment – overall    68.295 0.731 

Affective commitment – factor joy   2.647 44.110 0.828 

This organization has a great deal of personal 

meaning for me. 
0.875    

I really feel as if this organization's problems 

are my own. 
0.837    
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I would be very happy to spend the rest of 

my career with this organization. 
0.853    

Affective commitment – factor attachment  1.451 24.185 0.684 

I do not feel like ‘part of the family’ at my 

organization.* 
0.791    

I do not feel ’emotionally attached’ to this 

organization.* 
0.776    

I do not feel a strong sense of belonging to 

my organization.* 
0.755    

Continuance commitment  3.283 54.712 0.833 

Right now, staying with my organization is a 

matter of necessity as much as desire. 
0.610    

If I had not already put so much of myself 

into this organization, I might consider 

working elsewhere. 

0.755    

One of the few negative consequences of 

leaving this organization would be the 

scarcity of available alternatives. 

0.718    

It would be very hard for me to leave my 

organization right now, even if I wanted to. 
0.766    

Too much of my life would be disrupted if I 

decided I wanted to leave my organization 

now. 

0.828    

I feel that I have too few options to consider 

leaving this organization. 
0.742    

Normative commitment  3.181 63.628 0.856 

I would not leave my organization right now 

because I have a sense of obligation to the 

people in it. 

0.739    

I owe a great deal to my organization. 0.816    
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Even if it were to my advantage, I do not feel 

it would be right to leave my organization 

now. 

0.855    

I would feel guilty if I left my organization 

now. 
0.829    

This organization deserves my loyalty. 0.743    

Job involvement  4.565 65.217 0.910 

The most important things that happen to 

me involve my present job. 
0.749    

I live, eat and breathe my job. 0.828    

Most of my interests are centered around 

my job. 
0.878    

I have very strong ties with my present job 

which would be very difficult to break. 
0.846    

Most of my personal life goals are job-

oriented. 
0.840    

I consider my job to be very central to my 

existence. 
0.778    

I like to be absorbed in my job most of the 

time. 
0.724    

Note: *reverse-coded items 

Source: Čikeš et. al. (2024a) 

After factor analysis, the median split was used to create categorical variables for all independent 

and dependent variables. All values on the variables at or below the median are categorized as low and all 

values above the median are categorized as high (Table 5). 

Table 5 Median values for dependent and independent variables 

Variable Median 

Affective commitment – joy  3.67 

Affective commitment – attachment  3.33 

Continuance commitment 3.17 
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Normative commitment 3.2 

Job involvement 3.28 

Absenteeism frequency 0 

Source: Čikeš et. al. (2024a) 

In total, 734 employees participated in the study (37.1%). Most of the participants were women 

(60.9%). The median was 38 years. Most of the participants had a medium level of education (38.6%), 

followed by high (31.6%) and low education (29.8%). A total of 63.5% of employees had a full-time 

contract. At the time of filling out the survey, most employees (53.3%) worked in the current company for 

more than 5 years, while 56.3% of them had more than 10 years of overall experience. Most employees 

reported low commitment to the organization (50.7% for affective commitment – joy; 67.3% for affective 

commitment – attachment; 77.1% for continuance commitment; 77.4% for normative commitment) and 

low job involvement (73.8%). In total, high absenteeism was reported by 33.8% of participants. 

The Mann-Whitney U test indicated a statistically significant difference in age concerning 

absenteeism frequency (p=0.011). The median age of employees with high absenteeism frequency is 35 

years (20-65), which is lower compared to 39 years (19-65) for those in the low absenteeism frequency 

group. These findings indicate that younger employees are significantly more likely to be absent from 

work. Results of the test showed that no statistical difference was found between absenteeism frequency 

and the length of service, both in total or in the current company.  

The chi-square test indicated a statistically significant difference in absenteeism frequency among 

employees based on their management level (χ2 = 12.148, df = 3, p = 0.007), as indicated in Table 6.  

Table 6 Results of Chi-square test of independence for absenteeism frequency 

 Absenteeism frequency 

Variable Total n (%) Low n (%) High n (%) X2 df 
p-

value 

Gender 1.503 1 0.220 

Female 438 (60.9) 283 (59.3) 155 (64.0)    

Male 281 (39.1) 194 (40.7) 87 (36.0)    

Type of working contract 0.608 1 0.436 

Full-time 457 (63.5) 298 (62.5) 159 (65.4)    
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Part-time 263 (36.5) 179 (37.5) 84 (34.6)    

Level of education 1.310 2 0.520 

Low 217 (29.8) 137 (28.4) 80 (32.5)    

Medium 281 (38.6) 190 (39.4) 91 (37.0)    

High 230 (31.6) 155 (32.2) 75 (30.5)    

Member of management level 12.148 3 0.007 

No 515 (72.5) 325 (68.7) 190 (80.2)    

Yes, lower-level management 120 (16.9) 88 (18.6) 32 (13.5)    

Yes, middle-level management 62 (8.7) 51 (10.8) 11 (4.6)    

Yes, top-level management 13 (1.8) 9 (1.9) 4 (1.7)    

Affective commitment – joy  9.085 1 0.003 

Low  372 (50.7) 227 (46.7) 145 (58.5)    

High 362 (49.3) 259 (53.3) 103 (41.5)    

Affective commitment – attachment  0.264 1 0.607 

Low  494 (67.3) 324 (66.7) 170 (68.5)    

High 240 (32.7) 162 (33.3) 78 (31.5)    

Continuance commitment 0.053 1 0.818 

Low  566 (77.1) 376 (77.4) 190 (76.6)    

High 168 (22.9) 110 (22.6) 58 (23.4)    

Normative commitment 10.160 1 0.001 

Low  568 (77.4) 359 (73.9) 209 (84.3)    

High 166 (22.6) 127 (26.1) 39 (15.7)    

Job involvement 0.260 1 0.610 

Low  542 (73.8) 356 (73.3) 186 (75.0)    

High 192 (26.2) 130 (26.7) 62 (25.0)    

Source: Čikeš et. al. (2024a) 

As seen in Table 6, among the employees with low absenteeism frequency, most of them (68.7%) are 

not part of management, 18.6% of them belong to the lower-level, 10.8% to the middle-level, and 1.9% to 

the top-level management. In the group of employees with high absenteeism frequency, 80.2% of them 

don't belong to hotel management. Employees within top-level management have the lowest frequency 

of high absenteeism, at 1.7%. These findings suggest that absenteeism is less prevalent among 
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management, particularly top-level management, potentially due to higher levels of responsibility. A 

statistically significant difference exists in absenteeism frequency among groups with different levels of 

affective commitment – joy (χ2 = 9.085, df = 1, p = 0.003). Among employees with high absenteeism 

frequency, 58.5% demonstrate low affective commitment. Conversely, in a group of employees with low 

absenteeism frequency, 53.3% reported high affective commitment. There is also a statistically significant 

difference in absenteeism frequency between groups with varying levels of normative commitment (χ2 = 

10.160, df = 1, p = 0.001). Among employees with low absenteeism frequency, 73.9% exhibit low normative 

commitment. In contrast, a higher proportion of employees with high absenteeism frequency, 84.3%, 

demonstrate high normative commitment. No statistical significance in a chi-square test was found 

between absenteeism and the following variables: gender, type of working contract, level of education, 

affective commitment – attachment, continuance commitment, and job involvement. This indicates that 

the observed differences between the groups are likely due to random chance rather than a meaningful 

association between the variables. 

In order to test the hypotheses H4, H4a, H4b, H4c, H5 and H6, the logistic regression was applied. 

The results are shown in Table 7.  

Table 7 Results of logistic regression 

 Absenteeism frequency Job involvement 

Variable OR 95% CI OR 95% CI 

Affective commitment – joy  0.623*** 0.457-0.848 9.688*** 6.290-14.921 

Affective commitment – attachment  0.918*** 0.661-1.274 2.300*** 6.290-14.921 

Continuance commitment 1.043 0.726-1.500 4.887*** 3.375-7.075 

Normative commitment 0.527*** 0.355-0.785 9.517*** 6.447-14.049 

Job involvement 0.913 0.643-1.296   

Note: *** p<0.001 , ** p<0.01, * p<0.05 

Source: Čikeš et. al. (2024a) 

Negative relationships were found between absenteeism and: affective commitment – joy (OR = 

0.623, 95%CI = 0.457-0.848, p = 0.003) and normative commitment (OR = 0.527, 95%CI = 0.355-0.785, p = 

0.002). Significant relationship between affective commitment – attachment, continuance commitment 



Vedrana Čikeš The Impact of Employees' Job Attitudes on Absenteeism in the Hotel Industry 
 

23 
 

or job involvement and absenteeism was not found. These findings partially confirm H, H4 and H4a, reject 

H4b and H5, and confirm H4c. All three dimensions of organizational commitment had a significantly 

positive effect on job involvement: the highest impact had affective commitment – joy (OR = 9.688, 95%CI 

= 6.290-14.921, p < 0.000), followed by normative commitment (OR = 9.517, 95%CI = 6.447-14.049, p < 

0.000), continuance commitment (OR = 4.887, 95%CI = 3.375-7.075, p < 0.000) and affective commitment 

– attachment (OR = 2.300, 95%CI = 1.641-3.240, p < 0.000). The higher the employees’ commitment is, the 

higher is their job involvement, supporting hypothesis H6. 

As previously elaborated, each of the three research papers contributed to achieving conceptual, 

empirical and applicative research objectives, as well as to testing the hypotheses.  

 

5. CONCLUSION 

 

Managing absenteeism is one of the tasks of human resource management that can have a significant 

impact on a company's business efficiency. Insights into how absenteeism can be influenced by managing 

employees' job attitudes are not sufficiently applied in practice, leading to the neglect of a significant and 

potent factor for managing organizational outcomes and success.  

This doctoral thesis aimed to enhance the understanding of absenteeism within the hotel industry, 

identify its causes, and explore ways to reduce it by influencing employees' job attitudes. This was achieved 

through three research papers. The first paper provided a comprehensive overview of absenteeism, its 

determinants, and outcomes. The second paper conducted a detailed analysis of sickness absenteeism 

data in the EU and Croatia, with a special focus on absenteeism costs. The third paper examined the 

relationship between job attitudes (organizational commitment and job involvement) and absenteeism, 

using the hotel industry as an example.  

 

5.1 DISCUSSION 

 

Throughout the research papers, using different methodological approaches, all research objectives 

have been achieved, and all hypotheses have been tested. Figure 2 presents the summary of the 

relationship between the scientific paper, research objective, and hypothesis, which represents the 

outcomes of the thesis. 
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Figure 2 Thesis outcomes 

 

Source: own compilation 

Conceptual objectives were achieved through a systematic review of the knowledge about 

absenteeism, its causes and consequences in the first paper (Figure 2). Theoretical knowledge about two 

job attitudes explored in this thesis – organizational commitment and job involvement – was systematized 

in the third research paper. As part of the empirical research objectives, an analysis of the social security 

models and the data on absenteeism in the EU and Croatia, with a special focus on the hospitality industry, 

was conducted in the second research paper. Relationships between dimensions of organizational 

commitment, job involvement and absenteeism were tested in the third paper. Applicative objectives 

were achieved in the second and third papers, where the practical applicability of the research results and 

conclusions for hotel companies was emphasized and specific guidelines for mitigating the negative 

economic impact of absenteeism were proposed. With all this being said, the main objective of the 

Research paper 1

The Determinants and 
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Behavior: A Systematic 

Literature Review
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•Conceptual: 1 

•Empirical: 6
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•-
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Assessing the Economic Impact 
of Sickness Absence in Croatia 
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the Hospitality Industry
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•Conceptual: -
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Research paper 3
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research was achieved and the relation between employees’ job attitudes (organizational commitment 

and job involvement) and absenteeism on the example of the hotel industry was explored. The relationship 

between organizational commitment was determined, but no relationship was found between job 

involvement and absenteeism. 

An overview of hypotheses testing results is shown in the Table 8.   

Table 8 Overview of hypotheses testing results 

Hypothesis Research paper 1 Research paper 2 Research paper 3 

H: There is a significant relationship 

between job attitudes and 

absenteeism. 

 -  - 
Partially 

supported 

H1: Absenteeism is a complex 

phenomenon that affects business 

operations. 

- Supported  - 

H2: Absenteeism in the hospitality 

industry is associated with increased 

operating costs. 

 - Supported - 

H3: There are significant differences 

between social security models in EU 

countries. 

 - Supported - 

H4: Organizational commitment is 

negatively related to absenteeism. 
 - - 

Partially 

supported 

H4a: Affective commitment is 

negatively related to absenteeism. 
 - - 

Partially 

supported 

H4b: Continuance commitment is 

negatively related to absenteeism. 
 - - Not supported  

H4c: Normative commitment is 

negatively related to absenteeism. 
 - - Supported 

H5: Job involvement is negatively 

related to absenteeism. 
 - - Not supported 
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H6: Organizational commitment and 

job involvement are positively related. 
 - - Supported 

Source: own compilation 

As seen in the Table 8, the main hypothesis is partially supported. Auxiliary hypotheses 1-3 were 

tested in the second research paper, and all three are supported. Due to the fact that H4a was partially 

supported, H4b was not supported and H4c was supported, auxiliary hypotheses 4 related to the 

relationship between organizational commitment and absenteeism was partially supported. Since no 

relationship was found between job involvement and absenteeism, auxiliary hypothesis 5 is not supported. 

However, auxiliary hypothesis 6 is supported due to the statistically significant and positive relationship 

between organizational commitment and job involvement. 

 

5.2 METHODOLOGICAL CONSIDERATIONS 

 

After discussing the obtained results, this section outlines the limitations of the conducted 

researches, and the challenges and shortcomings of the applied methods. 

The first paper, while providing several starting points for practitioners and researchers investigating 

absenteeism and its determinants and outcomes, has certain limitations. It is confined to the Scopus 

database and is restricted to studies published in the English language.  

The second paper utilized the Human Capital Approach to calculate absenteeism costs in terms of 

productivity losses and even though this method is used very often in the literature, it is criticized because 

of the possibility of overestimation of these costs. Also, this study was conducted in Croatia and when 

comparing its results with those of other countries, a careful consideration of differences in economic 

structures, healthcare systems, and labor market conditions has to be taken into account.  

The third paper also has several limitations. The primary limitation is the use of self-reported absence 

data, which may lead to underreporting or overreporting due to employees' lack of memory or the fear of 

consequences. Additionally, a limitation of this study is the definition and measurement of absenteeism. 

In this research, absenteeism was defined specifically as sickness absence and was measured by its 

frequency. Finally, the study was limited to examining two out of many job attitudes – organizational 

commitment and job involvement – and their relationship with absenteeism. 
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5.3 COMPARISON WITH OTHER STUDIES 

 

This research aligns with previous findings in several ways. The results in the first paper indicate a 

clear imbalance between empirical research on absenteeism determinants and research on its outcomes. 

Most studies analyzed through systematic literature review show that absenteeism has negative 

implications: it lowers productivity, satisfaction, organizational health, outputs, and quality, while 

increasing turnover and costs, consistent with the conclusions of Goodman and Atkin (1984). While two 

prior studies related to absenteeism (Daouk-Öyry et al., 2014; Davey et al., 2009) also used a systematic 

literature review methodology, they focused solely on the hospital setting and analyzed a much shorter 

period. 

Significant differences between social security models in EU countries concerning sickness benefit 

schemes, reported in the second research paper, were also previously noted by Spasova, Bouget, and 

Vanhercke (2016) and Chaupain-Guillot and Guillot (2017). This paper also revealed significant differences 

in sick leave rates between Croatia's hospitality industry and its general economy, aligning with the 

findings of Maškarin Ribarić, Derado, and Čikeš (2018). 

The third paper found negative relationships between absenteeism and affective commitment (joy) 

and normative commitment. These findings are consistent with Allen and Meyer (2000) and Somers 

(1995), who also identified affective commitment as a predictor of absenteeism and turnover. However, 

no significant relationship was found between absenteeism and continuance commitment or job 

involvement, which aligns with the results of Brooke and Price (1989). Additionally, all dimensions of 

organizational commitment had a significantly positive effect on job involvement, supporting the notion 

that higher employee commitment leads to greater job involvement, as also found by Ćulibrk et al. (2018). 

 

5.4 SCIENTIFIC AND APPLIED CONTRIBUTION 

 

This thesis significantly contributes to the theoretical understanding of absenteeism in all three 

papers and especially by summarizing the possible causes and consequences of absenteeism found in a 

systematic literature review. It creates an accessible pool of knowledge about the determinants and 

outcomes of absence behavior, which can be easily replicated due to its adherence to principles of 
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transparency, inclusivity, explanation, and heurism. The research addresses the evident imbalance 

between studies on absenteeism determinants and their outcomes, highlighting the predominantly 

negative implications of absenteeism such as reduced productivity and increased costs. Furthermore, the 

thesis expands on the limited studies addressing the relationship between job attitudes and withdrawal 

behaviors, particularly in the context of the Croatian hotel industry, thus filling a significant gap in both 

international literature and Croatian scientific practice. 

Methodologically, this thesis introduces innovative approaches to the study of absenteeism. The use 

of the Human Capital Approach to estimate the costs of sickness absence, while incorporating the labor 

force participation rate and unemployment rate, provides a more accurate reflection of absenteeism's 

economic impacts by addressing criticisms of overestimation in traditional productivity cost assessments. 

Additionally, this thesis emphasizes the need for standardized methods for measuring, collecting, and 

expressing sickness absence data among countries, including rates, causes, and costs. Such standardization 

can facilitate better comparisons and improve absenteeism monitoring systems. 

The applied contributions of this thesis are evident in its practical implications for policymakers and 

organizations. The research provides empirical evidence supporting significant differences in sickness 

absence rates and costs between the hospitality industry and the broader economy. These insights suggest 

potential areas for targeted support mechanisms that can be adapted and applied to other sectors to 

reduce absenteeism. Practical strategies include clear absence management policies, improved working 

conditions, work-life balance initiatives, wellness and incentive programs, and flexible work arrangements. 

The insights about the differences in social security models and sickness benefit schemes across EU 

countries, reflected in the diverse policy priorities and approaches to managing sickness absence, can 

provide a valuable comparative framework for policymakers. Elements of the most effective social security 

models and best practices could be implemented in EU countries with the highest absenteeism rates. By 

considering these suggestions, policymakers can help create more efficient social security systems that 

balance the needs of both employees and employers. 

The empirical research conducted within the hotel industry offers new and clearer insights into 

absenteeism and employees' job attitudes, identifying key factors that influence these attitudes and their 

interrelations. An original survey for measuring these variables was created, tested, and adapted for the 

hotel industry. The findings emphasize the need to focus on younger employees and those with shorter 

tenures, particularly within the hotel industry, by offering tailored compensation, benefits, and greater 
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involvement in management processes. These strategies are essential for improving job attitudes and 

reducing absenteeism behavior. 

Overall, this thesis provides valuable theoretical, methodological, and applied contributions that 

enhance the understanding of absenteeism and offer practical solutions for managing it within the hotel 

industry and beyond. 

 

5.5 IMPLICATIONS FOR FURTHER RESEARCH 

 

This doctoral thesis, along with the research conducted in the three accompanying papers, has 

opened up new pathways and highlighted potential directions for future research.  

Firstly, while this research focused on the hospitality industry due to its significant role in the Croatian 

economy, there is a need to examine absenteeism in other sectors. The costs and aspects of absenteeism 

can vary greatly between industries such as manufacturing, healthcare, education, and public services. 

Future studies should explore these differences which would contribute to a more detailed understanding 

of absenteeism. 

Secondly, the use of self-reported absence data introduces potential bias, as employees may 

underreport or over-report absenteeism. Future research should consider utilizing company-registered 

sickness absenteeism data, which is likely to be more reliable. Moreover, expanding the definition and 

measurement of absenteeism beyond sickness absence to include other absenteeism forms, might provide 

a different picture. 

Thirdly, future studies might consider exploring presenteeism, as it is closely related to absenteeism 

and can similarly impact organizational productivity and employee well-being. 

Additionally, this study examined two job attitudes – organizational commitment and job 

involvement – and their relation to absenteeism. Future research could investigate a broader range of job 

attitudes, such as employee engagement, work stress, and perceived organizational support, to 

understand their impact on absenteeism. This would help to identify which attitudes are most influential 

and how they interact to affect absence behavior. 

Finally, future research should focus on developing and testing interventions aimed at reducing 

absenteeism. Programs such as wellness initiatives, flexible work arrangements, employee assistance 
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programs, and targeted support mechanisms for high-risk groups could be explored. Assessing the 

effectiveness of these interventions in various industries would provide practical solutions for employers 

and policymakers.  
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