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This study described the present condition of 

absence control programs within the sixty-seven school 

districts of the State of Florida. It was initiated when 

it became evident that the literature of educational 

administration was sparse in reference to current studies 

involving the effects of absence control strategies on 

school board personnel. This lack of reference in the 

literature of educational administration was contrasted 

with the wealth of information within the field of busi-

ness administration. The question arose as to the actual 

state of existing absence control programs within the 

educational domain. 

This study found that few absence control programs 

existed within the Florida school districts. Little pro-

gram innovation was evident, and even the most basic 
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components of an effective absence control program were 

lacking. The Florida school districts were not consistent 

in their tendencies to maintain written attendance 

policies or standard procedures for reviewing absences. 

They did not conduct annual absentee studies nor create 

a list of chronically absent employees. Employee assist

ance programs like absentee counseling and alcoholic 

rehabilitation were virtually non-existent. The sparcity 

of educational research in the review of the literature 

was consistent with the scarcity of absence control pro

grams within the Florida educational system. 
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CHAPTER I 

INTRODUCTION 

Florida state law now documents the right of school 

boards to grant sick leave to any full-time employee. 

Any member of the instructional staff or any other 
employee of a district school system employed on a 
full-time basis in the public schools of the state 
who is unable to perform his duty in the school on 
account of personal illness, accident disability, 
or extended personal illness, or because of ill
ness or death of father, mother, brother, sister, 
husband, wife, child, other close relative, or 
member of his own household, and consequently has 
to be absent from his work shall be granted leave 
of absence for sickness by the superintendent or by 
someone designated in writing by him to do so.l 

A school board is required to grant a leave of absence to 

any full-time employee who is absent from work for the 

reasons stated above. In addition, a school board may, on 

its own discretion, choose to establish a paid sick leave 

program for any non-instructional bargaining unit. Florida 

State Statute 231.40 enables district school boards to 

authorize state educational dollars for the purpose of sick 

leave. 

District school boards are authorized to expend 
public funds for payment to employees 'on account 
of sickness.' The expending and excluding of such 

1Florida School Code, Section 231.40, Subsection 1 
(1981). 

1 
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funds shall be in compliance with rules promulgated 
by the Department of Administration pursuant to 
chapter 650.1 

Instructional employees in the State of Florida 

have been guaranteed sick leave privileges since 1939. 2 

Current state law documents their right to sick leave equal 

to one day per each contractual month of employment. 3 

School boards have been permitted to establish and prescribe 

standards to permit an instructional employee to be absent 

up to four days each year for personal reasons, to be ac

crued against normal sick leave. 4 But present state law, 

while assuring the right for leave of absence for sickness 

for all full-time school board employees, does not mandate 

a paid sick leave program for non-instructional employees. 

Nor does it specify, as is the case for instructional 

personnel, the extent for any such leave. Current statutory 

law only establishes the right of school boards to initiate 

such programs. 

Other provisions in the School Code provide for 

illness-in-the-line-of-duty, professional, personal, and 

1Florida School Code, Section 231.40, Subsection 
3d (19 81) . 

2Florida School Code, Section 231.40, Subsection 1 
(1939). 

3Florida School Code, Section 231.40, Subsection 
2a (1981). 

4rbid. 
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'1' 1 1 
m~ ~tary eaves. The accumulation of unused sick leave is 

now permissible, mandated for instructional personnel and 

2 school-board optional for other full-time employees. A 

school board is allowed to provide terminal pay for accumu-

lated sick leave to any employee. A set ratio payment, 

determined by a percentage of a daily rate in relationship 

to the number of years of service times the number of days 

3 accumulated, is set by statute. Provision has recently 

been made permitting a school board to establish and admin-

ister a volunteer "sick leave pool" for full-time 

4 employees. Most recently, school boards have been given 

the authority to design programs with the purpose of 

creating an annual buyback of unused sick days. 5 

These statutes provide the legal basis for sick 

leave programs in each of Florida's sixty-seven school dis-

tricts. Florida State Statute 231.40 established the 

precedent upon which sick leave policies can be estab-

lished. 

1Florida School Code, Section 231.39 (1981). 

2Florida School Code, Section 231.40, Subsection 
2a(l981). 

3Ibid. 

4Florida School Code, Section 231.40, Subsection 
3 (1981). 

5Florida School Code, Section 231.40, Subsection 
2A ( 19 82) . 
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The Background of the Problem 

Florida state law does establish the legal basis 

for school board supported sick leave programs. It does 

provide the fiscal authorization to expand state funds to 

maintain such programs. It does specify the extent to 

which leave must be offered. But nowhere in the Florida 

School Code does statutory law directly address the prob-

lem of enforcing and governing these programs. 

As a result of this lack of statutory guidance, 

uniformity in the area of administering leave policies 

within Florida's sixty-seven school districts is unlikely. 

By default, each district has been left to design its own 

administrative procedures. Some districts, like Pinellas, 

have experimented with programs that reward individual 

schools that improve upon attendance expectations. 1 But 

nowhere does there exist a comprehensive study of the 

policies used to administer leave programs in each of 

Florida's school districts. 

There are studies in the literature of educa-

tional administration that document the historical growth 

of sick leave programs in the educational sector. 2 There 

1Florida Department of Education, "Bright Idea: 
Reducing Teacher Absenteeism Rate," Monday Report 15 
(August 10, 1981): 1. 

2National Education Association, Research Division, 
"Practices Affecting Teacher Personnel: The Sick Leave 
Problem," Research Report-6, 1928, pp. 233-237. 
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is research that cites the varying absentee rates of in-

structional personnel in relation to such demographic 

1 factors as sex, years of experience, and age. But few 

studies are now available documenting the existence of 

effective absence control programs for employees in the 

educational domain. 

The literature of business administration is well-

supported in reference to new administrative programs. 

A Bureau of Business Practice study concluded that the 

employee attendance rate could be improved only through 

2 the effort of middle management. Stanley Yolles confirmed 

this contention, adding that yearly monetary rewards for · 

consistent attendance, staff development programs, and 

morale improvement could also result in better employee 

attendance. 3 Donald J. Strait, Vice-President and General 

Manager of Fairchild Republic, contends that an explicit 

and enforced attendance policy can have a favorable effect 

1Robert Edward Marchant, "The Effects of Selected 
Variables on Teacher Absenteeism," Dissertation Abstracts 
International (University of Virginia, 1976), 37(01A), 
p. 6187. 

2 1 Ab . . How to Centro sentee1sm, Dynarn1c Management 
Series, Action Guide 122 (Waterford, Conn: Bureau of 
Business Practice, Inc., 1970), p. iv. 

3stanley F. Yolles, Pasquale A. Carone, and 
Leonard W. Krinsky, eds., Absenteeism in Industry (Spring
field, Illinois: Charles C. Thomas Publisher, 1975), 
pp. 9-10. 
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on personnel attendance. 1 But most of such research per-

taining to the effect of administrative strategies upon 

staff attendance has been done in the area of business 

administration, not education. 

Today, more than ever, educational administrators 

must evaluate their methods in regards to staff attend-

ance. This study intends to.document the existence of the 

current administrative strategies used to improve staff 

attendance within the sixty-seven Florida school districts. 

The results of this study should substantiate the extent 

of administrative innovation utilized by the school dis-

tricts of Florida. 

Statement of the Problem 

In order to document the extent of current admin-

istrative strategy used to improve staff attendance within 

the sixty-seven school districts of Florida, the following 

question was asked: What are the current administrative 

strategies used to improve staff attendance within the 

school systems of Florida's sixty-seven counties? 

Subproblems 

This study also determined the difference in 

administrative strategies to improve attendance within the 

1Donald J. Strait, American Lecture Series, Pub. 
No. 969 in Absenteeism in Industry, eds. Stanley F. Yolles, 
Pasquale A. Carone, and Leonard W. Krinsky (Springfield, 
Illinois: Charles C. Thomas Publisher, 1975), pp. 9-10. 
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following strata: teachers, school secretaries , and school 

bus drivers. 

The Importance of the Study 

There is research showing the financial and educa-

tional problems resulting from school employee absenteeism. 

A New York Metropolitan School Study Council Report showed 

that substitute teachers are significantly less effective 

1 in classes than regular teachers. The studies of Gendler 

showed that a poorer performance was achieved by a tempo-

2 rary employee. Harnischfeger and Wiley demonstrated that 

cutbacks in actual classroom teaching time resulted in 

cutbacks in student achievement. 3 The records of the New 

York City School System indicated a seventy million dollar 

annual expenditure for substitute teachers in the 1970-1971 

4 school year. These figures do not consider the added 

effect of non-instructional absenteeism. 

1Peggy G. Elliott and Donald C. Manlove, "The Cost 
of Skyrocketing Teacher Absenteeism," Phi Delta Kappan 59 
(December 1977): 269. 

2 Paul H. Gendler, "How One School System Cut Its 
Teacher Absenteeism in Half," American School Board 164 
(October 1977): 32. 

3Elliott, "The Cost of Skyrocketing Teacher 
Absenteeism," p. 269. 

4 Marc Robert, School Morale: The Human Dimension 
(Niles, Illinois: Argus Communications, 1976), p. 9. 
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Nationwide absenteeism has risen from about 4.3 

percent in 1967 to over 5 percent in 1973. 1 A Bureau of 

Business Practice survey has estimated that close to half 

2 of today's absences are unnecessary. Elliott has shown 

that the rate of employee absenteeism in our nation's 

schools has doubled since the introduction of public col-

1 ' b ' ' 3 ect1ve arga1n1ng. The school district of Pinellas 

County, Florida, has recorded a $1,300,000 expenditure for 

4 substitute teachers for the 1977-1978 school year. 

There is no indication in Florida statutory law 

and no evidence in the literature to substantiate that the 

school districts of Florida are adequately addressing the 

problem of employee absenteeism. What are the administra-

tive strategies used to improve staff attendance in the 

sixty-seven school districts of Florida? Only after this 

question has been answered can the questions of effective-

ness and possible statutory uniformity of managerial 

strategy be addressed. 

1How to Control Absenteeism, p. vi. 

2Ibid. 

3Elliott, "The Cost of Skyrocketing Teacher 
Absenteeism," p. 269. 

4This figure was attained by taking the average 
number of days teachers were absent during the 1977-1978 
school year (7.4 days) as recorded in Florida Department of 
Education, "Bright Idea: Reducing Teacher Absenteeism 
Rate," p. 1, multiplying this figure by the actual number 
of teachers employed by Pineallas County for the 1977-1978 
school year, and multiplying this figure by an estimated 
forty dollar per day cost for a substitute teacher. 
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Method of Data Collecting 

In order to gather all the information required for 

this study, a researcher-prepared questionnaire was 

created and distributed to the head of the personnel depart

ment of each of Florida's school districts. This question

naire requested data pertaining to the nature and extent 

of sick leave programs for instructional and non

instructional personnel and to the existence of administer

ing strategies as employed by the sixty-seven school 

districts of Florida. This questionnaire elicited informa

tion about the following three subgroups: teachers, school 

secretaries, and school bus drivers. 

The questionnaire solicited data in three separate 

categories: (1) general information about the nature and 

extent of sick leave programs for teachers, school secre

taries, and school bus drivers; (2) specific information 

pertaining to the existence or non-existence of certain 

key administrative strategies as evidenced from the 

literature of business administration for all subgroups 

and documented evidence of other innovative administrative 

strategies used by Florida school districts or future plans 

for the implementation of new strategies; and (3) evalua

tive data pertaining to current policy and perceived need 

as viewed from the perspective of the Heads of Personnel of 

all Florida's school districts. The sum total of the 

responses received in this study substantiated the extent, 
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the current administrative policies, the perceived needs, 

and the future direct_ion of sick leave programs in 

Florida's educational districts. 

Survey Questions 

General Information 

1. Do full-time school teachers, school secre

taries, and school bus drivers in your district have 

collectively bargained contracts? 

2. How many paid sick day s (per ten-month school 

year) are allotted to full-time school teachers, school 

secretaries, and school bus drivers? 

3. Are personal days permitted for full-time 

school teachers, school secretaries, and school bus 

drivers? 

4. Are sick days cumulative for full-time school 

teachers, school secretaries, and school bus drivers? 

Specific Information: Strategies 

1. Does your school system have a written attend

ance policy for teachers, school secretaries, and school 

bus drivers? 

2. Does your school system have a standard pro

cedure for reviewing individual absences of school teachers, 

school secretaries, and school bus drivers? 

3. Does your school system administer an annual 

absentee study designed to identify absentee patterns for 
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school teachers, school secretaries, and school bus 

drivers? 

4. Does your school system maintain a list of 

chronically absent school teachers, school secretaries, 

and school bus drivers? 

5. Does your school system utilize any of the 

following programs in an attempt to improve the attendance 

of school teachers, school secretaries, and school bus 

drivers: health insurance, on-site medical offices, paid 

sabbaticals, leaves of absence, staff development, system

supported day-care centers, alcoholic treatment programs, 

absentee counseling programs, bonus incentive programs, 

or volunteer sick leave pool? 

6. Do school teachers, school secretaries, and 

school bus drivers in your district receive a written 

annual evaluation? If yes, is attendance a visible part 

of this evaluation? 

7. Does your school system provide an in-service 

workshop for school-site administrators aimed at stress

ing middle management strategies that can improve staff 

attendance? 

8. Is your school system presently utilizing 

any other administrative program in an attempt to improve 

staff attendance? 

9. Does your school system have any future plans 

to utilize any of the strategies mentioned in this 
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questionnaire or any other strategy designed to improve 

staff attendance? 

Perceived Needs 

1. On a scale of one to five, how to you person

ally rate the seriousness of the abuse of sick leave in 

your distirct? 

2. On a scale of one to five, how do you rate 

the effectiveness of your district's current strategies 

to improve staff attendance? 

Definition of Terms 

For the purposes of this study, it has been 

decided to define the following terms in this manner: 

ADMINISTRATIVE STRATEGY DESIGNED TO IMPROVE STAFF ATTEND

ANCE is a conscious and directed effort on the part of 

management to implement and govern programs with the 

direct purpose of improving staff attendance. 

SCHOOL BUS DRIVER is a full-time employee of a school 

district's transportation department whose major duty 

is the direct transportation of students to and from 

a particular school-site. 

SCHOOL SECRETARY is a full-time non-instructional employee 

of a district school board whose job location is a 

particular school-site and whose job description is 
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clerical and secretarial by nature. Workers under 

this category are often described as, but not limited 

to, clerks, typists, secretaries, treasurers, and 

registrars. 

SCHOOL TEACHER is a full-time instructional worker em

ployed by a district school board to perform those 

instructional duties as described in Florida Statutory 

Law 231.09. 

Delimitations of the Study 

It is the intent of this study to document the 

existence of current administrative strategies designed 

to improve staff attendance. This study will not test 

the effectiveness of current strategies. 



CHAPTER II 

REVIEW OF THE LITERATURE 

On a national scale, absenteeism has risen from 

about 4.3 percent in 1967 to over 6 percent today. 1 Most 

recent estimates set the current national absentee rate 

for full-time employees in the United States at 6.6 per-

cent, i.e., 6.6 percent of the nation's work force are 

2 absent on any given day. The absentee rate for full-

time employees in the educational field is a comparable 

6.7 percent. 3 The average worker in the United States 

lost 3.4 percent of his working hours to sickness in 1979. 

The average educational worker lost a somewhat lesser 

4 percent. The national trend towards higher absenteeism, 

a definite upward trend in the late 1960s and early 1970s, 

has, according to Taylor, finally stabilized. The 

1Yolles, Absenteeism in Industry, p. 22 

2 D. E. Taylor, "Absent Workers and Lost Work 
Hours," Monthly Labor Review 102 (August 1979): 49. 

3Ibid. 

4Idem, "Absences from Work Among Full-Time 
Employees," Monthly Labor Review 104 (March 1981): 68-69. 

14 
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absentee figures for the years 1973 to 1979 show only 

. . 1 h 1 
m~n~ma c anges. 

It is difficult to put a dollar amount on the 

annual losses to business in the United States as a result 

of employee absenteeism. A Bureau of Business Practice 

pamphlet set an estimated loss of ten billion dollars for 

all businesses within the United States in 1969. 2 Con-

sidering the increase in the absentee rate between 1969 

and today, and considering the added burden of inflation, 

a more recent estimate would surely approach the thirty 

billion dollar figure. 

Absenteeism is not a problem unique to the United 

States. Holiday has estimated that the money lost by all 

businesses within Canada due to employee absenteeism in 

1979 was more than eight billion dollars. 3 Over 130 

million workdays are lost annually to absenteeism in 

Canada. 4 Similar surveys have been done by Taylor docu-

menting the trends towards absenteeism in most of the 

1 Idem, "Absent Workers and Lost Work Hours," 
p. 49. 

2 . 
How to Control Absenteeism, p. vi. 

3B. Kendall, "Combating Absenteeism: Canada," 
Atlas, September 1979, p. 51. 

4Ibid. 
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countries of Western Europe. 1 Absenteeism is a universal 

problem, a problem serious enough to warrant the atten-

tion of all sectors of modern life. 

For purposes of organization, this review will be 

divided into two separate sections. First, the literature 

of educational administration will be treated and recorded. 

Second, the literature of business administration will be 

presented. In this manner, it is hoped that both an ac-

curate portrayal of the literature and an analysis of the 

literature trends in business and educational administra-

tion will be achieved. 

Literature of Educational 
Administration 

The literature of educational administration is 

filled with studies that relate to staff attendance. 

Research is available documenting studies which have been 

conducted as early as the 1920s. In addition, valuable 

information can be inferred from the multitude of studies 

which have been conducted up until the early 1980s. A 

very obvious pattern seemed to exist within the literature 

of educational administration. The tendency of pre-1970 

research to document the growth and expansion of formal 

sick leave programs in the educational domain was matched 

1Taylor, "Absent Workers and Lost Work Hours," 
p. 51. 
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by an equally consistent post-1970 emphasis on establish-

ing a causal-comparative link between absenteeism and a 

variety of demographic variables. 

The earliest studies available were descriptive 

in nature. The Research Division of the National Educa-

tion Association (NEA) regularly published data as to the 

national growth of sick leave plans. Beginning in 1928, 

the National Education Association has kept a constant 

tabulation of the growth of formal sick leave policies. 

Using a random sampling of school districts throughout the 

nation, this organization has achieved a statistically 

accurate portrayal of the historical growth of sick leave 

in the public education sector. 1 

Other researchers have achieved similar results 

using slightly different populations. Byrd studied the 

growth of legislatively mandated sick leave programs. His 

1943 study showed that fifteen of the forty-eight states 

had, by that time, legislatively addressed the sick leave 

question. His findings showed that three--Florida, Nevada , 

and New Jersey--had initiated innovative cumulative leave 

policies. 2 Shutt found that adequate leave policies were 

1National Education Association, Research Division, 
"Leaves of Absence for Classroom Teacher," Research 
Report-S, 1965-1966, p. 15 

2J. C. Byrd, "State Laws and Sick Leave," Journal 
of Florida Educational Association 20 (January 1943) : 14-
15. 
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not universal throughout the State of California. He 

found that in 1959, the larger districts had more lenient 

leave provisions than the smaller ones. He found no 

evidence that leave-of-absence policies had then been 

developed as a "fringe benefit." 1 In a like manner, 

Beamer collected data on the emergence of leave policies 

within the State of Pennsylvania. 2 

Nelson examined the legal grounds for leaves of 

absence. Using information obtained from questionnaires 

from the attorney generals of the then forty-seven states 

with statutory leave provisions, Nelson concluded that 

leaves are to be considered the rights of teachers and 

school boards are bound by statutory law to abide by 

them. 3 Fee sought the opinion of thirteen federal judges 

on emergency sick leave programs. Sixteen principles were 

1Noel MacHenry Shutt, "Leaves of Absence Policies 
for Certified Personnel in Californian School Districts," 
Dissertation Abstracts International (University of 
Southern California, 1959), 20(02A), p. 581. 

2Henry George Beamer, "A Survey of Administrative 
Practices and Regulations Pertaining to Teacher Absence 
in Selected School Districts in Pennsylvania," Disserta
tion Abstracts International (University of Pittsburgh, 
1954), 14(09A), p. 1333. 

3Robert Allan Nelson, "Legal Aspects of Leave of 
Absence for Professional Public School Personnel," 
Dissertation Abstracts International (Duke University, 
1967), 28- (09A), p. 3429. 
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established in favor of leave as a security and "protec

tion of the children" policy. 1 

Brewster did an historical study of the sick 

2 leave policy in Granite School District, Utah. A survey 

by Weber showed that the chief reason for not having 

cumulative sick .leave was the lack of cooperative plan

ning between the school boards and the teachers. 3 Hall 

studied the sick leave provisions in the countries of 

Australia, New Zealand, Chile, Syria, Phillipines, France, 

Ireland, Italy, Yugoslavia, and the Soviet Union. 4 

Kleinman used a National Educational Association research 

report to compare the adequacy of education's leave 

1 . h f b . 5 po 1cy to t at o us1ness. 

1James A. Fee, "The Development of Guiding Prin
ciples for Emergency Absence Programs for Teachers," 
Dissertation Abstracts International (University of 
Oklahoma, 1958), 18(06A), p. 2038. 

2Blair Hughes Brewster, "A Study of Absentee 
Patterns and Utilization of Sick Leave by Teachers in 
Granite School District, Dissertation Abstracts Interna
tional (University of Utah, 1970), 31(05A), p. 2034. 

3 Clarance A. Weber, "The Importance of Providing 
Cumulative Sick Leave for Teachers," Research Quarterly 
13 (Spring 1942): 497. 

4Robert King Hall, N. Nans, and J. A. Lauwerys, 
eds., The Yearbook of Education 1953 (New York: World 
Book Company, 1953), pp. 200,261,273,321,417,434,449,505, 
545. 

5Jack H. Kleinman, Fringe Benefits for Public 
School Personnel (New York: Columbia University Press, 
1962) 1 P• 112. 
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As the review of the literature continued, and 

the search abandoned the 1950s and the 1960s for a new 

decade, the pattern of educational research towards des-

criptive studies of sick leave programs began to change. 

A new pattern of causal-comparative studies linking 

absenteeism to such demographic variables as sex, age, 

marital status, and years of experience became evident. 

But little consensus could be achieved as a 

result of these studies. Coller found that married 

teachers possessed better attendance records than non-

married ones; Bland, Heustus, and Marlin disagreed; 

Bundren and Marchant determined the attendance figures 

between the two groups to be too small to be statistically 

significant.1 Marchant established that age was a 

1Robert Dale Coller, "An Analysis of Teacher 
Absenteeism and Its Relationship to Teacher Morale and 
Demographic Characteristics of Teachers," Dissertation 
Abstracts International (University of Michigan, 1975), 
36(10A), p. 6388; Doris Washington Bland, "A Study of the 
Absence of the Appointed Teachers of the Public School 
System of Philadelphia, Pa," Dissertation Abstracts Inter
national (Temple University, 1974), 35(06A), p. 3324; 
John Henry Heustess, "An Analysis of Elementary School 
Teacher Absences by Selected Assignment and Organization 
Variables," Dissertation Abstracts International (George 
Peabody College of Teachers, 1971), 32(07A), p. 3609; 
Howard Benjamin Marlin, "An Analysis of Absenteeism and 
Utilization of Sick Leave by Selected Full-Time Ten-Month 
Professional Personnel in a Semi-Rural School System," 
Dissertation Abstracts International (University of 
Southern Mississippi, 1976), 37(09A), p. 5497; Dorence Lee 
Bundren, "The Influence of Situational and Demographic 
Factors on the Absentee Patterns of Teachers," Dissertation 
Abstracts International (University of Southern California, 
1974), 35(04A), p. 1895; and Robert Edward Marchant, "The Ef
fects of Selected Variables on Teacher Absenteeism," Dis
sertation Abstracts International (University of Virginia, 
19 7 6 ) , 3 7 ( 0 lA) , p . 618 7 . 
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determining factor, with younger teachers being absent 

less frequently than older ones; the studies of Bundren 

and Coller revealed the difference to be too small to be 

l 
. l cone us~ve. Manganiello, Bundren, Merchant, Bland, and 

Heustus found teaching experience to be an insignificant 

category; Marlin concluded that less experienced teachers 

were present more frequently than experienced ones. 2 

Marlin revealed that whites possessed better attendance 

records than blacks; Marchant noted the difference to be 

. . l d . l . 3 
m~n~ma an ~nconc us~ve. Marlin, Coller, and Heustess 

all agreed that the attendance record of men was better 

than that of women; but Manganiello, Bundren, Marchant, 

and Bland detected the statistical difference to be mini-

4 
mal. In only one of the most frequently tested strata 

did the possibility of a consensus exist. In all of these 

studies, the attendance figures for secondary teachers 

were significantly higher than those of the elementary 

school. 5 

2Ibid.; and Louis Patrick Manganiello, "A Study to 
Determine the Relationships of Teacher Self-Acceptance and 
Other Selected Variables to Teacher Absence Behavior," 
Dissertation Abstracts International (University of Miami, 
19 7 2 ) ' 3 4 ( 0 lA ) I p . 9 5 . 

3Ibid. 

4Ibid. 

5Ibid. 
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Other less common demographic variables were the 

focus of other studies. Leczinski found that teacher 

autonomy, i.e., a teacher's self-viewed importance to a 

group, was not a significant factor in relation to absen

teeism.1 Douglas established a seventeen point list of 

psychological factors which would accurately predict 

absenteeism. 2 Frank concluded that the normative value 

system and reference groups of workers were influential 

factors to be closely considered. 3 Slick made a twofold 

conclusion when he found that absence varies inversely 

with morale, teacher status, and community support and 

directly with perceived level of hindrance. 4 Foster 

studied the relationships of student population to 

1campion M. Leczinsky, "Teacher Work Autonomy and 
Teacher Illness-Absence in the Elementary School," Dis
sertation Abstracts International (State University of 
New York at Buffalo, 1972), 33(08A), p. 4011. 

2 Stephen Aaron Douglas, "Social Psychological 
Correlation of Teacher Absenteeism--A Multi-Variate Study," 
Dissertation Abstracts International (Ohio State Univer
sity, 1976), · 37(09A), p. 7033. 

3Thomas Gerard Frank, "Teacher Absenteeism: A 
Study of the Association of Selected Teacher Reported Job 
Attributes and Frequency of Absence," Dissertation 
Abstracts International (State University of New York at 
Buffalo, 1975), 36(03A), p. 1207. 

4George H. Slick, Jr., "The Relationship of Organ
izational Climate Which Influence Morale and Other 
Selected Variables to Absence Frequency," Dissertation 
Abstracts International (Temple University, 1974), 35(08A), 
p. 4947. 
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absenteeism in ten suburban schools. 1 Bland found that 

most absences occurred on Mondays and Fridays and during 

the spring months. 2 

In a unique educational study, unique from the 

viewpoint that it tested administrative strategy rather 

than isolate absentee patterns, Nadler compared the 

absentee rates of districts incorporating an unlimited 

sick leave policy to that of districts using the tradi-

tional sick leave concept. His findings confirmed, in an 

almost paradoxical sort of way, that districts using the 

unlimited sick leave concept had significantly lower 

absentee rates than the traditional ones. 3 Schroeder 

studied the relationships of various managerial traits to 

b . 4 a sentee~sm. Walter attempted to find a relationship 

between administrative attitude towards absenteeism and 

1 Seymour Donlock Foster, "An Investigation of 
Selected Factors in Schools with High Versus Low Absen
teeism in a New York City Community School District," 
Dissertation Abstracts International (Fordham University, 
1977), 37 (07A) I p. 3832. 

2 Bland, "A Study of the Absence of the Appointed 
Teachers . . . , " p. 3324. 

3charles D. Nadler, "A Comparison of Professional 
Staff Absences in Public School Districts in Nassau 
County, New York with Policies of Limited and Unlimited 
Sick Leave," Dissertation Abstracts International (St. 
John's University, 1971), 32(07A), p. 3625. 

4Juanita Hellmers Schroeder, "The Relationship 
Between Teacher Perception of Managerial Behavior, Teacher 
Satisfaction, and Teacher Absenteeism," Dissertation 
Abstracts International (University of New Orleans, 1977), 
38(08A), p. 4495. 
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school-wide attendance. 1 Shoop found that absence rates 

seem to vary with the size of a school district. 2 

But studies similar to these appear to be the 

exception rather than the rule in education. While the 

literature abounds in causal-comparative studies isolating 

various demographic categories in respect to absenteeism, 

an obvious scarcity of educational studies testing the 

effect of administrative programs upon absenteeism is 

evident. Only in the field of business administration are 

such studies readily available. 

Literature of Business 
Administration 

The literature of business administration abounds 

in references to programs designed to improve employee 

attendance. The specificity and cost orientation of such 

programs was readily evident. The term "chronic absentee," 

a term rarely found in the educational literature, reoc-

curred frequently in business research. Vaid found that, 

1Joseph William Walter, "A Study of Administrative 
Attitude Towards Absenteeism and Their Relationship to 
Selected Characteristics of Effective Teacher Absence 
Control Program," Dissertation Abstracts International 
(Hofstra University, 1977), 38(07A), p. 3875. 

2 Arthur Russell Shoop, "A Study of Absenteeism 
Among Regular Professional Employees of Public School 
Systems in the County of Dauphin, Commonwealth of 
Pennsylvania," Dissertation Abstracts International 
(Temple University, 1965), 28(09A), p. 3429. 
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out of the 2,000 employees in this study, a select group 

of thirty-three chronic absentees accounted for 20 percent 

of the total absences. 1 He concluded that the pattern of 

absenteeism is concentric with the chronic absentees in 

the middle circle. 2 

Marcello offered three factors leading to in-

creased absenteeism. He wrote that the work environment, 

the work circumstances, and the work pressures must all 

3 
be considered for a total view of the absentee problem. 

Yolles offered three more general factors. Citing the 

personal characteristics of a worker, the specific charac-

teristics of a job, and, most important, the attitude of 

a total social system towards work, Yolles offered the 

premise that the noted rise in employee absenteeism of 

the early 1970s was a direct result of society's changing 

attitude towards work. 4 

There is much research to support Yolles' conten-

tion. A University of Michigan survey showed that only 

one-third of today's youth claim to be content with their 

1K. N. Vaid, Papers on Absenteeism (New York: 
Asia Publishing House, 1967), p. 36. 

2Ibid., pp. 16-17. 

3 J. Marcello, American Lecture Series, Pub. No. 
969 in Absenteeism in Industry, eds. Stanley F. Yolles, 
Pasquale A. Carone, and Leonard W. Krinsky (Springfield, 
Illinois: Charles C. Thomas Publisher, 1975), pp. 9-10. 

4Yolles, Absenteeism in Industry, pp. 4-5. 
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job while over two-thirds of the workers over fifty~five 

. f' d 1 were satJ.s J.e . A 1963 Gallop Poll showed that 90 percent 

of the nation's workers were satisfied with their jobs; in 

1972, a similar poll showed that only 83 percent could 

make the same admission. 2 Donald J. Strait asserts that 

today there is a new breed of worker, a breed not raised 

with the depression attitude. 3 Daniel Knowles asserts that 

security and salary are no longer the emphasis of all em-

ployees. He confirms that today's society is so leisure-

oriented that four-day work weeks, shorter hours, and more 

h l 'd h d . . 4 o J. ays are t e omJ.nant J.ssues. Robert confirms that 

the traditional ways of improving staff morale are no 

longer efficient. "Pep talks, salary raises, fringe pack-

ages . . . are now expected. They just keep people from 

feeling bad," he writes. 5 A Bureau of Business Practice 

pamphlet indicated that the four most common administrative 

strategies designed to influence absenteeism, i.e., higher 

wages, increased fringe and security, group identity 

p. 22. 

1 Ibid., p. 23. 

2Ibid. 

3strait, American Lecture Series, Pub. No. 969, 

4Daniel Knowles, American Lecture Series, Pub. No. 
969 in Absenteeism in Industry, eds. Stanley F. Yolles, 
Pasquale A. Carone, and Leonard W. Krinsky (Springfield, 
Illinois: Charles C. Thomas Publisher, 1975), pp. 42-43. 

5 Robert, School Morale: The Human Dimension, 
p. 24. 
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attempts, and attendance incentive programs all f ail in our 

1 present age. 

The literature of business administration abounds 

in references to new programs being tested in an attempt to 

improve attendance.~Some companies, according to Yo l les, 

have reduced absenteeism by instituting a four-day work 

week. Others have done away with time clocks, initiated 

more flexible hours, and incorporated more group decision-

k
. 2 rna 1ng. Robinson reported a moderate decline in absentee-

ism following the introduction of a flexi-time program, a 

program which permitted employees to alter their own 

schedules.
3 

Burroughs and Richards duplicated this study 

4 in a hospital setting receiving the same results. 

Lawyer and Hackman created and tested a bonus in-

centive plan which proved to improve attendance. 5 Stephens 

and Burroughs used a lottery system where workers who were 

present for three consecutive weeks qualified for a cash 

1How to Control Absenteeism, p. v. 

2Yolles, Absenteeism in Industry , p. 54. 

3R. M. Steers and S. R. Rhodes, "Major Influences 
on Employee Attendance: A -Process Hodel," Journal of 
Applied Psychology 63 (August 1978): 399. 

4 T. A. Stephens and W. A. Burroughs, "Application 
of Operant Conditioning to Absenteeism in a Hospital 
Setting," Journal of Applied Psy chology 63 (August 1978): 
518. 

5steers, "Major Influences on Employee . • f II ~ p • 
39 8. 
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d . 1 raw1ng. Steers recorded four other studies which docu-

2 mented the effectiveness of this lottery strategy. Some 

companies offer free medical check-ups, flu shots, and 

on-site nurses' services as a preventative health measure. 3 

Other companies are now beginning to realize that day-care 

is a responsibility of the employer if equal career oppor

tunity is to be afforded women. 4 

Other studies show that an employee's attitude 

towards work is a determinant factor in absenteeism. 

Dr. Gordon F. Derner of Adelphi University wrote that 

absenteeism is often based on job dissatisfaction. An em-

player must consider a worker's aspirations, fears, pleas

ures, desires, and needs. 5 A study sponsored by the Bureau 

of Business Practices in 1969, found an inverse relation-

ship between an employee's attendance record and his job 

1 stephens, "Application of Operant Conditioning to 
Absenteeism ... ," p. 518. 

2 Steers, "Major Influences on Employee . " . . , 
p. 399. 

3 Knowles, American Lecture Series, Pub. No. 969, 
p. 41. 

4 H. Weiss, American Lecture Series, Pub. No. 969 
in Absenteeism in Industry, eds. Stanely F. Yolles, 
Pasquale A. Carone, and Leonard W. Krinsky (Springfield, 
Illinois: Charles C. Thomas Publisher, 1975), p. 18. 

5Gordon F. Derner, American Lecture Series, Pub. No. 
969 in Absenteeism in Industry, eds. Stanley F. Yolles, 
Pasquale A. Carone, and Leonard W. Krinsky (Springfield, 
Illinois: Charles C. Thomas Publisher, 1975), p. 12. 
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satisfaction. 1 One Swedish automobile factory let em-

ployees choose their own rate of production and organize 

their own division of labor. Their result was increased 

productivity and decreased absenteeism. 2 Robert contends 

that company morale strategies will naturally lead to 

better attendance. 3 Weiss writes of the benefits of com-

pany counseling programs upon staff attendance. He con-

tends that absenteeism is a mental health disease and 

often a result of alcoholism. 4 Sweisgood and Neenan cor

roborate this finding. 5 

Much research has been done questioning the effect 

of leadership style on staff attendance. The common 

factor, accord~ng to Strait, in these studies relates to 

management and supervision. 

What is important is the extent to which management 
can humanize jobs and make them more appealing, to 
add zest, to add interest to the jobs, and to try 

p. 24. 

1How to Control Absenteeism, p. 10. 

2 Yolles, Absenteeism in Industry, p. 18. 

3Robert, School Morale: The Human Dimension, 

4weiss, American Lecture Series, Pub. No. 969, 
pp. 10-11. 

5 p · d . S . b . Swe~sgoo , Amer~can Lecture er~es, Pu . No. 
969 in Absenteeism in Industry, eds. Stanley F. Yolles, 
Pasquale A. Carone, and Leonard W. Krinsky (Springfield, 
Illinois: Charles C. Thomas Publisher, 1975), p. 11; and 
W. Neenan, American Lecture Series, Pub. No. 969 in 
Absenteeism in Industry, eds. Stanely F. Yolles, Pasquale 
A. Carone, and Leonard W. Krinsky (Springfield, Illinois: 
Charles C. Thomas Publisher, 1975), p. 52. 
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to create a competitive atmosphere within the 
organization so that the needs of the division 
can best be met in whatever products it is try
ing to produce.l 

Knowles concurs concluding that democratic leadership 

leads to steady production that can be increased at will 

while autocratic leadership bottoms out in the absence of 

the leader. 2 Kaull writes that studies indicate that a 

direct relationship exists between the way a supervisor 

conducts himself when subordinates have made mistakes and 

the attendance records of his subordinates. 3 

A Bureau of Business Practice study concluded 

that absenteeism can be curbed only by the supervisor to 

l l . h' 4 emp oyee re at1ons 1p. Strait writes that a supervisor 

who keeps good absentee records, acknowledges his aware-

ness to attendance patterns, and questions questionable 

absences will automatically affect the attendance of his 

work force. 5 Knowles asserts that a punitive system of 

1strait, American Lecture Series, Pub. No. 969, 
p. 21. 

2 Knowles, American Lecture Series, Pub. No. 969, 
p. 46. 

3 J. Kaull, American Lecture Series, Pub. No. 969 
in Absenteeism in Industry, eds. Stanley F. Yolles, 
Pasquale A. Carone, and Leonard W. Krinsky (Springfield, 
Illinois: Charles C. Thomas Publisher, 1975), p. 31. 

4How to Control Absenteeism, p. i. 

5strait, American Lecture Series, Pub. No. 969, 
p. 25. 
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confronting the abuse of leave is one alternative avail-

bl h . 1 a e to t e superv~sor. 

A Canadian counsulting firm has recommended that 

every absentee control program have two basic components. 

Their recommendation is for an efficient system of 

recording and monitoring to be combined with a health 

monitoring program where nurses visit employees on the 

first day of absence. 2 Knowles recommends that employers 

send letters to employees and put posters on bulletin 

boards indicating their concern with staff attendance. 3 

Yolles insists that simply letting people know of a com-

pany's awareness of absences is a good administrative 

technique. 4 A Bureau of Business Practice pamphlet 

espouses a Personal Absentee Record Sheet which records 

an employee's absences with their causes and duration. 5 

Strait writes that an explicit and enforced attendance 

policy is the best means of insuring good company 

p. 40. 

p. 40. 

1Knowles, American Lecture Series, Pub. No. 969, 

2Kendall, "Combating Absenteeism: Canada," p. 51. 

3 Knowles, American Lecture Series, Pub. No. 969, 

4Yolles, Absenteeism in Industry, pp. 9-10. 

5How to Control Absenteeism, p. 10. 
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attendance. 1 Few of these studies have been duplicated 

in an educational setting. 

There is little in the literature to indicate a 

concern on the part of education for the development of 

new strategies to improve staff attendance. Gendler has 

suggested that over-absent teachers be written up, that 

job attendance become a visible part of all annual evalu-

ations, and that local teacher unions become involved in 

plans for improving attendance. 2 Messner wrote that any 

management program sponsored by a school board should 

have a clear, uniform policy and reviewing procedure. He 

insisted upon a specific medical evidenced accounting 

system for such leave. 3 However, studies like these ap-

pear to be the exception rather than the rule. 

While the literature suggests a continuous effort 

to develop and field test administrative strategies on the 

part of the business sector, education seems content to 

duplicate employee specific demographic studies. An ap-

parent lesser desire on the part of education to confront 

employee absenteeism with new administrative strategies 

1strait, American Lecture Series, Pub. No. 969, 
p. 27. 

2Gendler, "How One School System Cut Its Teacher 
Absenteeism in Half," p. 32. 

3E. Messner, "Control Cost for Employee Sick 
Leave," American School Board Journal 166 (July 1979): 
32. 



33 

is evident. The obvious question arises: Has education 

developed similar administrative strategies in the attempt 

to improve employee attendance? 



CHAPTER III 

STUDY DESIGN 

The sixty-seven school districts of the State of 

Florida were used as the subjects for this study. In 

May of 1982, a questionnaire was sent to the Head of the 

Personnel Department of each of Florida's sixty-seven 

school districts. This questionnaire requested data in

dicating the nature and extent of current sick leave 

programs, the existence of certain key monitoring strate

gies, the existence of other innovative administrative 

strategies, the future plans for implementing attendance 

improving techniques, and the evaluation of present pro

grams within each of the Florida school districts. 

Personal interviews and further written contact were 

established with districts incorporating innovative admin

istrative strategies. These contacts elicited specific 

information about particular programs. 

The Questionnaire 

Since a suitable commercially prepared instrument 

was not readily available for use in this study, it was 

necessary to create a new instrument. This instrument 

was called an "Existing Administrative Strategies to 

34 
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Improve Attendance Questionnaire," and its purpose was to 

document the existence of administrative strategies with

in an individual school district. 

In order to maximize response, the questionnaire 

was brief and in checklist form. Questions were divided 

into three distinct areas: (1) General questions concern-

ing the nature and extent of sick leave within a district; 

(2) specific questions documenting the existence of 

certain key attendance monitoring strategies .and informa

tion documenting existing innovative strategies or future 

intent to incorporate new strategies; and (3) evaluative 

data pertaining to the state of absence abuse within a 

district, and the effectiveness of a district's attendance 

improving strategies. The questionnaire was numbered to 

coincide with the stated study questions. Data was re

quested to document information in reference to each of 

the three subgroups (see Appendix A). 

Procedure 

In January of 1982, the "Existing Administrative 

Strategies to Improve Attendance Questionnaire" was 

field-tested. Submitted for inspection to a lower Person

nel officer of both the Dade County and Broward County 

Public Schools, to a former Personnel officer turned 

school site administrator of the Dade County Public 
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Schools, and to a professor at Florida Atlantic Univer

sity, this questionnaire was pretested and revised. 

In May of 1982, this questionnaire was sent to 

the head of the Personnel Department of every school dis

trict in the State of Florida. A carefully prepared 

cover letter explained to the respondent the purpose, the 

importance, and the significance of the study. Forty

nine of the original sixty-seven questionnaires were im

mediately returned. Three weeks after the first mailing, 

a second questionnaire was sent to the remaining eighteen 

subjects. 

Treatment of the Data 

Data was treated in the following categories: 

(1) the nature and extent of school board offered sick 

leave programs was documented for each of the three sub

groups by individual school district and a statewide 

average was established; (2) a documented table illus

trating the existence or non-existence of identified key 

administrative strategies designed to improve staff 

attendance by individual school district was created. In 

addition to this, a statewide strategy usage percentage 

for each listed administrative strategy was achieved. 

A narrative description of statewide innovative strage

gies was effected and a listing of future district plans 

was included; and (3) a Likert scale analysis was 
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presented documenting the evaluation of present programs 

and perceived needs as recorded by the heads of Personnel 

for each of the responding districts. 



CHAPTER IV 

ANALYSIS OF DATA 

Questionnaires were received from all sixty-seven 

Florida school districts. As a result, the population 

size for both the teacher and secretary strata was sixty

seven. The population for bus drivers was, however, only 

sixty-six since Duval County did not employ such an 

employee unit, choosing to subcontract transportation to 

a private firm. 

For purposes of organization, the results of this 

study have been treated in three separate categories. 

Outlined in the Survey Questions section of this treatise, 

these categories are (1) General Information, (2) Specific 

Information: Strategies, and (3) Perceived Needs. 

For purposes of comparison, data has been prepared 

for the following three demographics: (1) teacher, secre

tary, and bus driver employee units, (2) small versus 

large districts (a large district has been defined as one 

with a student enrollment in excess of fifty thousand, i.e., 

large districts include Brevard, Broward, Dade, Duval, 

Hillsborough, Orange, Palm Beach, Pinellas, and Polk), and 

38 
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(3) the five Florida Reporting Regions as defined by the 

Governor and legislature (Panhandle, Crown, East Central, 

West Central, South). 1 

General Information 

Information was requested pertaining to the nature 

and extent of sick leave provisions in each of the Florida 

school districts. Personnel directors were asked to 

indicate whether the teacher, secretary, and bus driver 

employee units within their districts had (1) cumulative 

sick days, (2) personal sick days, and (3) a collectively 

bargained contract. Districts were also asked to indicate 

the number of annual sick days allotted to each test group. 

The review of the literature had indicated that 

instructional employees had the right to accumulate sick 

leave. Non-instructional employees could be allotted 

cumulative leave days at the discretion of the individual 

school board. 2 This study documented the fact that 100 

percent of the teacher, secretary, and bus driver units in 

the State of Florida were able to accumulate sick days. 

Many districts incorporated programs designed to buy back 

unused sick days at retirement or on an annual basis. 

1Profiles of Florida School Districts, 1980-81, by 
Florida, Commissioner of Education, Chairman (Tallahassee, 
Florida: Division of Public Schools, 1981), p. 2. 

2Florida School Code, Section 231.40, Subsection 
2a (1981). 
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Program documentation is listed in the "Innovative Strate

gies" section of this chapter. 

Up to four personal leave days, to be accrued 

against normal sick leave, could, at the discretion of any 

school board, be granted to any full-time employee in any 

district. A State statute authorized this option. 1 This 

study confirmed that all of the Florida school districts 

had allotted personal days to members of their teacher 

units. Ninety-eight percent of the districts responding 

to this question permitted personal leave days for secre

taries and bus drivers. Only Escarnbia County declined to 

utilize its school board option in granting personal leave 

to these two non-instructional units. 

Sixty-four of the Florida districts indicated that 

teachers had collectively bargained contracts. Only 

Calhoun, Lafayette, and Wakulla Counties did not have 

such a contract for teachers. Twenty-five of the districts 

negotiated a union bargained contract with school secre

taries; thirty districts had formal contracts for bus 

drivers. The resulting data are presented in Table 1. 

Districts were also asked to indicate the number 

of sick days allotted to each employee group. In 100 per-

cent of the districts responding to this question, teachers 

1Floirda School Code, Section 231.40, Subsection 2a 
(1981). 



TABLE 1 

GENERAL LEAVE INFORMATION FOR THE STATE OF FLORIDA 
BY EMPLOYEE UNIT 

General Leave Teachers Secretaries Bus Drivers* 

Information Yes No NR Yes No NR Yes No NR** 

Cumulative Sick Days 67 0 0 67 0 0 66 0 0 

Personal Leave Days 67 0 0 63 1 3 63 1 2 

Collectively Bargained 
Contract 64 3 0 25 42 0 30 36 0 

* Duval County does not employ a bus driver unit. 
** NR stands for "no response. II 

"'" ...... 
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received ten paid sick days. Secretaries and bus drivers 

received between nine and twelve sick days in all cases 

except one. 1 Duval County incorporated a sick day policy 

for school secretaries permitting from ten to twenty sick 

days depending upon years of service. 

A comparison of leave provisions between the small 

and large districts of the State of Florida revealed few 

disparities. All districts, small and large alike, per-

mitted the accumulation of leave days. Only one district, 

small Escambia County, did not permit personal leave days 

to non-instructional employees. 

However, a comparison of the existence of collec-

tively bargained contracts within large and small dis-

tricts revealed a marked difference. All three districts 

failing to contain a collectively bargained contract with 

teachers were small. Seven of the nine large districts 

(78 percent) maintained a collectively bargained contract 

with secretaries; eighteen of the small districts (31 per-

cent) had such a contract. Collectively bargained con-

tracts with bus drivers existed in six of the large 

districts (75 percent) and twenty-four of the small 

1A discrepancy in answers may have resulted in this 
section due to the varying work schedules of the two non
instructional units (i.e., bus drivers often work a nine 
month year and some secretaries twelve). 
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districts (41 percent). Table 2 documents the small versus 

large district comparison of leave provisions. 

An analysis by region showed a vast difference in 

the percentages of districts offering collectively bar

gained contracts to their employee units. The Panhandle 

region was less likely than any other region to have col

lectively bargained contracts for all employee units; the 

South region was most likely to have a formal employee 

contract in all areas. The East Central region closely 

followed the South, ranking second. For a listing of 

individual districts within the Florida Reporting Regions 

refer to Appendix B. 

Like the state-wide and small versus large dis

trict analyses, little difference was seen by region in the 

tendency to offer cumulative leave and personal leave days. 

A reporting of the data by Florida Reporting Region is 

listed in Table 3. 

Specific Information: Strategies 

Personnel directors were asked to indicate whether 

certain managerial strategies designed with the purpose of 

improving attendance were being used in their district. 

These strategies were selected from the literature of busi

ness administration as policies that had been proven 

effective in the improvement of employee attendance in 

field situations. The intent of this area of questioning 



TABLE 2 

PERCENTAGES OF LARGE AND SMALL FLORIDA DISTRICTS 
UTILIZING LEAVE PROVISIONS BY EMPLOYEE UNITS 

Leave Provision 

Cumulative Sick Days 

Personal Leave Days 

Collectively Bargained 
Contracts 

Employee Unit 

teachers 

secretaries 

bus drivers 

teachers 

secretaries 

bus drivers 

teachers 

secretaries 

bus drivers 

Large 

100 

100 

100 

100 

100 

100 

100 

78 

75 

Percent 

Small 

100 

100 

100 

100 """ """ 98 

98 

95 

31 

41 



TABLE 3 

PERCENTAGES OF DISTRICTS IN FLORIDA REPORTING REGIONS UTILIZING 
LEAVE PROVISIONS BY EMPLOYEE UNITS 

East West 
Leave Provision Employee Unit Panhandle Crown Central Central South 

Cumulative Sick Days teachers 100 100 100 100 100 

secretaries 100 100 100 100 100 

bus drivers 100 100 100 100 100 

"'" Personal Leave Days teachers 100 100 100 100 100 U1 

secretaries 94 100 100 100 100 

bus drivers 94 100 100 100 100 

Collectively Bargained teachers 89 94 100 100 100 
Contracts secretaries 11 42 60 31 71 

bus drivers 22 47 60 47 71 
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was to determine the extent to which these basic strate

gies were being used. 

The review of the literature indicated that certain 

managerial strategies were basic to any effective employee 

absence control program. Strait had illustrated that an 

explicit and enforced attendance policy was important to 

improve attendance. 1 Messner had offered that a clear and 

uniform attendance policy with explicit review procedures 

was paramount. 2 A Canadian consulting firm, working in an 

educational setting, recommended that a revised system of 

recording and monitoring with a possible nurse visit would 

result in better employee attendance. 3 Vaid, in a study 

of an Indian textile mill, confirmed that absentee patterns 

could be determined by frequent absentee studies. He dis

covered that an exorbitant percentage of absences were 

taken by a small group of chronic absentees. He contended 

that the identification of these "chronic absentees" was 

basic to any control program. 4 

The Existing Administrative Strategies to Improve 

Attendance Questionnaire asked personnel directors to 

p. 22. 

p. 32. 

1strait, American Lecture Series, Pub. No. 969, 

2 Messner, "Control Costs for Employee Sick Leave," 

3Kendall, "Combating Absenteeism: Canada," p. 51. 

4vaid, Papers on Absenteeism, p. 36. 
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indicate whether their districts incorporated the following 

basic attendance improving strategies: (1) a written 

attendance policy, (2) a standard procedure for reviewing 

absences, (3) an annual absentee study, and (4) a list of 

chronically absent employees. In theory, 100 percent of 

the Florida districts should have included these basic 

strategies as an integral part of their absence control 

program. 

Approximately 60 percent of the Florida school 

districts had a written attendance policy for the combined 

group of teachers, secretaries, and bus drivers. About 

30 percent of these districts had a standard procedure to 

monitor employee absences. The percentages for each of 

the three groups did not vary. Strait and Vaid had found 

1 these components basic to any successful program. 

Under 10 percent of the districts operated an 

annual absentee study. Only Lee, Nassau, and Volusia 

counties conducted studies for each of the test groups. 

Pinellas and Putnam analyzed attendance for the teacher 

subgroups; Palm Beach and Seminole undertook absence re-

ports for their bus drivers only. 

Ten percent of the districts produced a list of 

chronic absentees for teachers or secretaries. A somewhat 

1strait, American Lecture Series, Pub. No. 969, 
p. 22; and Vaid, Papers on Absenteeism, p. 36. 
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larger figure (17 percent) maintained a list for bus 

drivers. Vaid had discovered that a large percentage of 

absences was the direct result of a select group of chronic 

absentees and had affirmed the conclusion that the identi-

fication and supervision of these individuals could sig-

. f. 1 . d 1 n1 1cant y 1mprove atten ance. The responses of the 

personnel directors of the sixty-seven school districts of 

Florida are listed in Table 4. 

The small versus large district comparison showed 

some variation in basic strategy utilization. Large dis-

tricts were somewhat more prone to establish written 

attendance policies than smaller districts, especially 

within the bus driver employee unit. Small districts were 

more likely to have a standard reviewing system for em-

ployee absences in the secretary and bus driver units. 

Neither small nor large districts tended to conduct absen-

tee pattern studies as frequency figures for both groups 

were small. A larger percentage of highly enrolled dis-

tricts maintained a list of chronically absent students. 

However, none of these variations is drastic enough to be 

considered critical. Table 5 documents the results of 

this comparison. 

All Florida reporting regions showed less than 

100 percent in all of the basic absence control strategies 



TABLE 4 

STATEWIDE INFORMATION LISTING "BASIC ATTENDANCE IMPROVING 
STRATEGY" UTILIZATION BY EMPLOYEE UNITS 

Basic Attendance Teachers Secretaries Bus Drivers 

Improvement Strategy Yes No NR Yes No NR Yes No NR 

Written Attendance Policy 41 26 0 40 26 1 40 25 1 

Standard Procedure for 
Reviewing Absences 20 44 3 19 45 3 19 44 3 

""' 
Annual Absentee 1.0 

Study 5 61 3 3 63 3 5 60 1 

List of Chronic Absentees 7 58 2 7 58 2 11 54 1 



TABLE 5 

PERCENTAGE OF LARGE AND SMALL FLORIDA DISTRICTS UTILIZING 
"BASIC ATTENDANCE IMPROVING STRATEGIES" 

Basic Attendance 
Improvement Strategy 

Written Attendance Policy 

Standard Procedure for 
Review Absences 

Annual Absentee Study 

List of Chronic Absentees 

BY EMPLOYEE UNITS 

Employee Unit 
--

teachers 

secretaries 

bus drivers 

teachers 

secretaries 

bus drivers 

teachers 

secretaries 

bus drivers 

teachers 

secretaries 

bus drivers 

Large 

67 

67 

75 

37 

25 

25 

11 

0 

13 

22 

22 

25 

Small 

60 

60 

69 

31 Vl 
0 

38 

35 

7 

5 

7 

9 

9 

16 



51 

tested. The highest frequency percentage for a particular 

basic strategy was achieved by the Panhandle region. In 

excess of 70 percent of the Panhandle districts, written 

attendance policies existed. The worst frequency percent

age was also achieved by the Panhandle region. No school 

system in Florida's Panhandle conducted an absentee pat

tern study. On an overall basis, the Western Central 

region was most consistent in their tendency to utilize 

these basic attendance policies, ranking either first or 

second in comparison to other Florida regions in each basic 

strategy. The South region was less likely to promote 

basic strategies in all areas except the bus driver unit, 

largely the result of Palm Beach County's administrative 

priority to improve bus driver attendance. However, no 

region in the State of Florida reported a frequency per

centage that could be termed satisfactory. The review of 

the literature had indicated that these strategies were 

basic and essential for any effective attendance monitoring 

program. A comparison by region follows in Table 6. 

Personnel directors were also asked if certain 

attendance affecting programs existed within their dis

tricts. These programs were selected from both the liter

ature of business and educational administration. Hard 

data supporting the effectiveness of some of these programs 

were unavailable. However, consensus seemed to support the 

probable effectiveness of such programs. 



TABLE 6 

PERCENTAGES OF DISTRICTS IN FLORIDA REPORTING REGIONS UTILIZING 
11 BASIC ATTENDANCE IMPROVING STRATEGIES 11 BY EMPLOYEE UNITS 

Basic Attendance East West 
Improvement Strategy Employee Unit Panhandle Crown Central Central South 

Written Attendance teachers 72 59 60 62 43 
Policy secretaries 71 59 60 62 43 

bus drivers 71 61 60 62 43 

Standard Procedure teachers 22 32 20 58 17 
for Reviewing secretaries 22 32 20 50 16 Ul 
Absences N 

bus drivers 22 33 20 50 33 

Annual Absentee Study teachers 0 11 10 15 14 

secretaries 0 5 10 8 0 

bus drivers 0 6 20 8 0 

List of Chronic teachers 13 5 0 31 0 
Absentees secretaries 13 5 0 31 0 

bus drivers 19 5 20 31 14 
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The review of the literature had indicated that 

many programs were bei~g used by both the business and 

education sector. Weiss confirmed that the establishment 

of absentee counseling programs was increasing at a rapid 

pace in the business sector. 1 Sweisgood and Neenan af-

firmed that major employers should support alcoholic 

2 rehabilitation programs for troubled workers. Knowles 

contended that companies that had employed preventative 

medicine benefits had shown a productivity increase with 

better attendance. He included health insurance, company 

influenza innoculations, and on-site nursing services as 

medical components of these programs. 3 Yolles argued that 

dollar rewards and staff development reduced absenteeism. 4 

Weiss added that company supported day-care centers is a 

growing trend now that women comprise a larger percentage 

of the work force. 5 Florida statutes contain provisions 

lw . eJ.ss, American Lecture Series, Pub. No. 969, 
pp. 10-11. 

2sweisgood, American Lecture Series, Pub. No. 969, 
p. 11; and Neenan, American Lecture Series, Pub. No. 969, 
p. 52. 

3Knowles, American Lecture Series, Pub. No. 969, 
p. 41. 

4Yolles, Absenteeism in Industry, pp. 10-11. 

5 · · S . P b N 969 We1.ss, AmerJ.can Lecture er1.es, u . o. , 
p. 18. 
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which legitimize leaves of absence, sick leave pools, and 

b 
. . 1 onus ~ncent~ve programs. 

Personnel directors were asked to indicate whether 

any of these programs existed within their districts . 

Answers were sought for each of the employee units. This 

study found that a high percentage of the Florida districts 

incorporated health insurance, leaves of absence, and staff 

development programs. The frequency figures for the 

teacher, secretary, and bus driver groups varied little for 

health insurance and leaves of absence. Only Jackson 

County failed to offer health insurance to any of the test 

groups. Only Bradford and Hamilton did not offer leaves 

of absence, and both of these permitted leaves for the 

teacher group. The frequency figures for staff development 

programs did, however, vary to a small degree. Only one 

district (Okaloosa) indicated the absence of such a program 

for their teacher unit; four (Charlotte, Dixie, Madison, 

and Okaloosa) did not have staff development for secretar-

ies; and five (Charlotte, Collier, Dixie, Madison, and 

Okaloosa) for bus drivers. 

Very few districts utilized on-site medical serv-

ices, alcoholic treatment programs, and absentee counseling 

programs. Only Baker and Calhoun counties provided medical 

services at the work site. Brevard was the only district 

1Florida School Code, Section 231.40 (1982). 
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to provide an alcoholic treatment program. St. Johns and 

Duval counties maintained absentee counseling programs. 

No district financed a day-care center for employee use. 

Some districts employed volunteer sick leave pools 

and bonus incentive programs to improve attendance. 

Twenty-five districts offered sick leave pools for 

teachers, fifteen for secretaries, thirteen for bus 

drivers. Thirteen of the districts designed bonus incen

tive programs for teachers, ten for secretaries, and eleven 

for bus drivers. Paid sabbaticals were available to 

teachers in twenty-six of the districts; two of the dis

tricts provided sabbaticals for secretary use, and three 

for bus drivers. This discrepancy may be explained by the 

difference in higher education training required between 

the teacher and secretary-bus driver groups. Table 7 lists 

the data attained for this part of the study. 

The difference in program usage between small and 

large districts was minimal. All programs fell within a 

10 percent frequency figure for all strata except two. 

Usage percentages for volunteer sick leave pools in large 

districts were approximately double those of small dis

tricts. Staff development was available to secretaries in 

all of the large districts; only 81 percent of the small 

districts offered such a service. 

The analysis by reporting region showed some vari

ation. Sick leave pools were offered in a high percentage 



TABLE 7 

STATE-WIDE INFORMATION LISTING EMPLOYEE ASSISTANCE 
PROGRAMS BY EMPLOYEE UNITS 

Employee Assistance Teachers Secretaries 

Programs Yes No NR Yes No NR 

Health Insurance 64 1 2 63 1 3 

On-Site Medical 
Services 2 62 3 2 61 4 

Paid Sabbaticals 26 38 3 2 59 6 

Leaves of Absence 66 0 1 62 2 3 

Staff Development 64 1 2 58 4 5 

Day-Care Centers 0 64 3 0 63 4 

Alcoholic Treatment 
Programs 1 63 3 1 62 4 

Absentee Counseling 2 62 3 2 61 4 

Sick Leave Pool 25 40 2 15 48 4 

Bonus Incentive 
Programs 13 50 4 10 52 5 

Bus Drivers 

Yes No NR 

62 1 3 

3 59 4 

3 58 1 

61 2 3 
Ul 
C) 

56 5 5 

0 62 4 

1 61 4 

1 61 4 

13 48 5 

11 50 5 
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of the districts in the South and West Central regions, in 

a low percentage in the Panhandle and Crown. Districts in 

the South region were more inclined to offer bonus pro

grams; East Central and West Central districts were less 

likely to include these plans. Paid sabbaticals were of

fered by a high percentage of the South districts but by 

only one of the Panhandle districts. The only alcoholic 

treatment program in the state was offered in the East 

Central region; the three districts with on-site medical 

services were in the Panhandle and Crown; both districts 

offering absentee counseling were in the Panhandle. On an 

overall basis, the South region offered more of these 

attendance affecting programs than any other region. For 

an item analysis by region refer to Table 8. 

Finally, personnel directors were asked whether 

their districts regularly scheduled an administrative in

service aimed at displaying the role of middle management 

in attendance improvement. Districts were also asked to 

indicate whether employees had annual evaluations and 

whether attendance was a visible part of these evaluations. 

The literature had revealed that the supervisor

employee relationship was fundamental in improving staff 

attendance. A Bureau of Business Practice study offered 

that attendance can be improved only through the efforts 

of middle management. 1 Strait stressed that there was a 

1How to Control Absenteeism, p. iv. 



TABLE 8 

PERCENTAGES OF DISTRICTS IN FLORIDA REPORTING REGIONS UTILIZING 
ATTENDANCE AFFECTING PROGRAMS BY EMPLOYEE UNITS 

Employee East West 
Assistance Programs Employee Unit Panhandle Crown Central Central South 

Health Insurance teachers 93 100 100 100 100 

secretaries 93 100 100 100 100 

bus drivers 93 100 100 100 100. 

On-Site Medical teachers 7 5 0 0 0 
Services secretaries 7 5 0 0 0 

LTl 

bus drivers 7 11 0 0 0 CXJ 

Paid Sabbaticals teachers 6 44 60 46 71 

secretaries 0 12 0 0 0 

bus drivers 0 13 0 0 0 

Leaves of Absence teachers 100 89 100 100 100 

secretaries 100 89 100 100 100 

bus drivers 100 89 100 100 100 

Staff Development teachers 94 100 100 100 100 

secretaries 88 94 100 92 100 

bus drivers 88 94 100 92 86 



TABLE 8--Continued 

Employee East West 
Assistance Program Employee Unit Panhandle Crown Central Central South 

Day-Care Centers teachers 0 0 0 0 0 

secretaries 0 0 0 0 0 

bus drivers 0 0 0 0 0 

Alcoholic Treatment teachers 0 0 10 0 0 
Programs secretaries 0 0 10 0 0 

bus drivers 0 0 10 0 0 

Absentee Counseling teachers ll 0 0 0 0 l1l 
1.0 

secretaries ll 0 0 0 0 

bus drivers ll 0 0 0 0 

Sick Leave Pool teachers 25 26 40 54 71 

secretaries 13 17 33 38 33 

bus drivers 13 ll 25 38 33 

Bonus Incentive teachers 25 26 ll 8 33 
Programs secretaries 13 21 13 8 33 

bus drivers 13 16 25 8 50 
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direct correlation between leadership style and staff at

tendance.1 Knowles offered specific middle management 

strategies that would result in better attendance. 2 Yolles 

wrote that employees, who perceived. an immediate supervisor 

concern for attendance, were absent less frequently than 

other employees. 3 Gendler said that attendance should be 

an important part of the annual evaluations for all em

ployees.4 

The data received from the Existing Administrative 

Strategies to Improve Attendance Questionnaire demonstrated 

that eighteen Florida districts offered an administrative 

workshop for school-site administrators aimed at stressing 

middle management strategies designed to improve attendance. 

The frequency figures for small and large districts were 

not significantly different for this area of questioning. 

Districts in the Crown region tended to offer workshops 

more frequently than any other region. Only one district 

in the South region offered such an administrative work-

shop. 

p. 21. 

p. 40. 

1strait, American Lecture Series, Pub. No. 969, 

2Knowles, American Lecture Series, Pub. No. 969, 

3Yolles, Absenteeism in Industry, pp. 9-10. 

4 Gendler, "How One School System Cut Its Teacher 
Absenteeism in Half," p. 32. 
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Table 9 lists the number of districts requiring 

annual evaluations for the test groups. Also included in 

this table is the number of districts including attendance 

as a visible part of their annual evaluations. (Note that 

the population size for this second question is equal to 

the number of districts answering "Yes" to the first ques

tion, not the general populat;on for the study.) 

Sixty-six of the districts indicated that they 

required annual evaluations for their teachers (Citrus 

County failed to respond to this question); fifty of the 

districts mandated evaluations for secretaries and forty

seven for bus drivers. Seventy-six percent of those dis

tricts requiring evaluations for secretaries and bus 

drivers included attendance as a part of the evaluation. 

Sixty-seven percent of the teacher evaluations included 

attendance. 

The percentages of small and large districts re

quiring evaluations for their employee units were nearly 

identical. Less than a one percent difference was noted 

in all strata. Large districts were, however, more in

clined to include attendance as a visible part of their 

evaluations for secretaries and bus drivers. All large 

districts included this evaluative category on non

instructional annual reviews. Refer to Table 10. 

One hundred percent of the East Central districts 

had formal evaluations for teachers and secretaries. In 



TABLE 9 

STATEWIDE INFORMATION LISTING DISTRICTS REQUIRING EMPLOYEE 
EVALUATION INCLUDING ATTENDANCE AS AN 

INTEGRAL PART BY EMPLOYEE UNITS 

Employee Teachers Secretaries Bus Drivers 

Evaluation Information Yes No NR Yes No NR Yes No NR 

Districts Requiring 
Annual Evaluations 66 0 1 50 14 3 47 16 3 

0'1 
N 

Districts Including 
Attendance on 
Evaluations 44 18 4 38 8 4 36 7 4 
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TABLE 10 

PERCENTAGE OF LARGE AND SMALL FLORIDA DISTRICTS 
REQUIRING EMPLOYEE EVALUATIONS INCLUDING 

ATTENDANCE AS AN INTEGRAL PART 
BY EMPLOYEE UNITS 

Employee Evaluation Percent 
Information Employee Unit Large Small 

Districts Requiring teachers 100 100 
Annual Evaluations secretaries 78 78 

bus drivers 75 74 

Districts Including teachers 63 68 
Attendance on secretaries 100 83 
Evaluations bus drivers 100 82 

addition, 90 percent of the districts in this region re-

quired annual evaluations for bus drivers. The figures 

for other regions were lower. 

The regional pattern for including attendance as 

a visible part of an annual evaluation indicated two 

tendencies. The Panhandle and East Central regions 

scored significantly lower than the rest of the state with 

28 percent of its districts including attendance on their 

evaluations for teachers. Data for this area are listed 

in Table 11. 

Personnel directors were encouraged to respond in 

narrative form to many items on the questionnaire. 

Responses were sought specifying district strategies. 

Specific replies were requested in the areas of bonus in-

centive plans, district innovations, and future plans for 



TABLE 11 

PERCENTAGES OF DISTRICTS IN FLORIDA REPORTING REGIONS REQUIRING 
EMPLOYEE EVALUATIONS INCLUDING ATTENDANCE AS AN INTEGRAL 

PART BY EMPLOYEE UNITS 

Employee East West 
Evaluation Information Employee Unit Panhandle Crown Central Central 

Districts Requiring teachers 100 100 100 100 
Annual Evaluations secretaries 69 72 100 85 

bus drivers 63 71 90 85 

Districts Including teachers 76 69 90 69 
Attendance on secretaries 100 69 80 82 
Evaluations 

bus drivers 100 67 100 73 

South 

100 

71 

71 

0'1 
~ 

28 

100 

100 
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incorporating new strategies. Twenty-nine districts sup

plied narrative infor~ation about policies within their 

districts. Four of these indicated innovative strategies 

not mentioned in the questionnaire. Twenty-two referred 

to future plans under consideration by their districts. 

The vast majority of these replies dealt with the 

topic of bonus incentive plans. Most of these programs 

alluded to a payment for unused sick leave upon retirement. 

Calhoun, Columbia, and St. Lucie counties reported that 

employees were reimbursed for 50 percent of their unused 

sick leave upon retirement. Franklin and Lafayette 

allotted retiring teachers 80 percent of their unused sick 

leave. Hamilton and Charlotte allowed a 100 percent cash

in provision. Bay, Duval, and Okeechobee Counties indi

cated a cash for unused sick leave program but declined to 

offer any more specific data. 

Other districts documented strategies involving 

the annual buy-back of unused sick leave. Seminole County 

piloted a program for the 1981-1982 school year whereby bus 

drivers were given the option of immediately cashing in 

their sick leave at the end of the year in which it was 

earned. Levy County incorporated such a program for 

teachers. Palm Beach County offered bus drivers a bonus 

of twenty-five cents per hour for each month with no 

absences. 
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Four counties offered innovative methods used by 

their districts. Columbia County indicated that all un

earned sick leave requested by an employee must receive 

the direct approval of the school board. Pinellas re

vealed that absences were discussed during all annual 

appraisal conferences. Palm Beach found that the firing 

of over-absent employees was an effective strategy used 

by that district. Gadsden conducted an extensive field 

study citing absentee patterns for the 1981-1982 school 

year. 

Twenty-two districts indicated that future plans 

were being made to improve attendance. Flagler, Monroe, 

Polk, and Sumter pointed out that plans were being in

vestigated to provide retiring employees with more paid 

sick days. Lake County disclosed that an employee sick 

leave pool was approved for the 1982-1983 school year. 

Dade and Pinellas were investigating the possibility of 

immediate dollar incentives for good attendance. Clay 

County revealed that secretaries and bus drivers were to 

have annaul evaluations in 1982-1983 with attendance being 

an integral part. They also stated that a monthly recog

nition of schools with improving attendance would be 

forthcoming. Broward County will incorporate an Employee 

Assistance Program. Hamilton, Palm Beach, and Sarasota 

indicated that a concern was being shown within their dis

tricts but no specific plans were be i ng considered. 
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Two obvious patterns emerged concerning district 

plans for future implementation of attendance improving 

programs. Large districts indicated the existence of 

future plans in a percentage almost four times the per

centage (76 percent to 20 percent) of smaller districts. 

The South region initiated plans for the future at a rate 

double to the average (57 percent to 28 percent) for the 

rest of the state. 

Perceived Needs 

Last, personnel directors were asked to evaluate 

the present state of the absentee problem within their 

districts and the effectiveness of their districts' at

tendance improving strategies. A Likert scale analysis 

with numerical values of one to five, a negative to posi

tive response progression, was established. The results 

of this section of the questionnaire certified that 

personnel directors viewed the misuse of sick leave as a 

slightly less than average problem. The mean for this 

area of questioning was 2.75. Only five districts con

sidered sick leave abuse more than an average problem. 

Large districts viewed sick leave abuse as more 

of a problem than small districts. The South and East 

Central regions scored means above the population mean 

indicating a greater concern on their part. The West 

Central and Crown regions showed less concern over 
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employee sick leave abuse, as evidenced by their lower 

mean scores in this section. 

The mean of the question evaluating the effec

tiveness of administrative strategy was 2.82, indicating 

that personnel directors evaluated their own districts' 

methods as slightly less than fair. Fifteen of the 

districts rated their strategies as better than fair; 

seventeen viewed their district as less than average. Of 

these, nine assessed their strategies as poor. No sig

nificant variance was seen between large and small 

districts nor within any of the five Florida reporting 

regions. 



CHAPTER V 

CONCLUSIONS AND RECOMMENDATIONS 

Conclusions 

Each of the attendance improving strategies 

surveyed in this study was selected from the literature of 

business administration as policies that were in current 

use in the business sector. The intent of this study was 

to describe the present state of absence control programs 

within the sixty-seven Florida school districts. 

For purposes of organization, this conclusions 

section has been divided into three subsections. Outlined 

in the Survey Questions section of this study, these 

categories are (l) General Information, (2) Specific 

Information: Strategies, and (3) Perceived Needs. Each 

of the four general information questions and the eleven 

survey questions has been analyzed and final conclusions 

drawn. 

For purposes of organization, the following scale 

has been devised to classify strategies by usage. Based 

on a usage frequency percentage, this scale divides all 

strategies into four quartiles. In such a way, each 

strategy can be classified as frequently used (76 to 100 

69 
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percent frequency), commonly used (51 to 75 percent fre

quency), occasionally used (26 to 50 percent frequency), 

or seldomly used (0 to 25 percent frequency). Conclusions 

in this section have been based on the following strategy 

usage scale: 

First Quartile 

Second Quartile 

Third Quartile 

Fourth Quartile 

General Information 

Frequently Used 

Commonly Used 

Occasionally Used 

Seldomly Used 

Percent 

76-100 

51- 75 

26- 50 

0- 25 

1. Florida school districts frequently offered 

collectively bargained contracts to teacher (96 percent) 

units and occasionally offered formal contracts to secre

tary (37 percent), and bus drive (45 percent) units. 

2. All Florida school districts offered ten paid 

sick days per school year to teachers. All districts 

except Duval County offered between nine and twelve paid 

sick days for secretaries and bus drivers. 

3. Florida school districts frequently offered 

personal leave days to teachers (100 percent), secretaries 

(94 percent), and bus drivers (95 percent). 

4. One hundred percent of the Florida School dis

tricts offered cumulative sick leave to teachers, secre

taries, and bus drivers. 
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Specific Information: Strategies 

1. Florida school districts commonly incorporated 

a written attendance policy for teachers (61 percent), 

secretaries (60 percent), and bus drivers (61 percent). 

2. Florida school districts occasionally main

tained a standard procedure for reviewing absences for 

teachers (30 percent), secretaries (28 percent), and bus 

drivers (29 percent). 

3. Florida school districts seldom conducted an 

absentee study for teachers (7 percent), secretaries (4 

percent), or bus drivers (8 percent). 

4. Florida school districts seldom established 

a list of chronically absent teachers (10 percent, secre

taries (10 percent), or bus drivers (17 percent). 

5. Florida school districts frequently offered 

health insurance, leaves of absence, and staff development 

to all employee units. They occasionally offered paid 

sabbaticals and sick leave pools to members of their 

teacher units; paid sabbaticals and sick leave pools were 

seldom offered to non-instructional employees. On-site 

medical services, day-care centers, alcoholic treatment 

and absentee counseling programs, and bonus incentive pro

grams were seldom offered to any employee. 

6. Florida school districts frequently required 

annual evaluations for members of the teaching (98 percent) 

profession and commonly required evaluations for 
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secretaries (75 percent), and bus drivers (71 percent). 

Attendance was frequently a visible part of the required 

evaluations for secretaries (76 percent) and bus drivers 

(77 percent) , but only commonly a part of the annual 

evaluations for teachers (67 percent). 

7. Florida school districts occasionally (27 per

cent) conducted administrative workshops for on-site 

administrators aimed at stressing middle management strate

gies that can improve staff attendance. 

8. Florida school districts seldomly (6 percent) 

utilized any administrative strategy other than those 

listed on the Existing Administrative Strategies to Improve 

Attendance Questionnaire. 

9. Florida school districts occasionally (27 per

cent) had future plans to incorporate absence control 

programs. These programs were predominately of the bonus 

incentive plan nature. 

Perceived Needs 

1. Florida school districts viewed absenteeism 

and the abuse of sick leave privileges as a less than 

average problem. 

2. Personnel directors evaluated the effective

ness of their districts' absence control strategies as 

slightly less than fair. 
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Implications 

This study described the present state of absence 

control programs in the school districts of Florida. Its 

implications were vast. Few of the attendance improving 

strategies tested by this study were uniformly existent in 

the Florida school districts. Only health insurance, staff 

development, and leaves of absence provisions were offered 

in over 75 percent of the districts. Many strategies were 

used by less than 10 percent of the state's school 

systems. 

A less than satisfactory number of Florida school 

districts utilized the four basic absence control strate-

gies tested by this study. While no attempt was made to 

document the effectiveness of these programs within the 

framework of this study, the absence of these key monitor-

ing strategies is certainly symptomatic. Business research 

by Strait, Messner, Kendall, and Vaid had documented the 

necessity of these components. 1 

With the exception of health insurance, staff 

development, and leaves of absence, employee assistance 

programs also fared poorly in the Florida school districts. 

Few systems utilized absentee counseling or alcoholic 

1strait, American Lecture Series, Pub. No. 969, 
p. 22; Messner, "Control Costs for Employee Sick Leave," 
p. 32; Kendall, "Combating Absenteeism: Canada," p. 51; 
and Vaid, Papers on Absenteeism, p. 36. 
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rehabilitation programs as a means of improving employee 

attendance. Few districts incorporated bonus i ncentive 

programs. No Florida school district included an employee 

day-care center with the purpose of improving staf f 

attendance. A lack of creativity was evident in Florida 

employee assistance programs. 

Few attempts were evident on the part of the 

Florida school districts to train on-site administrators 

in the techniques of middle management strategies to 

improve staff attendance. The studies of Strait, Knowles, 

and the Bureau of Business Practice had recommended 

specific administrative techniques found effective in field 

research. 1 

An obvious lack of concern for absenteeism and 

attendance improvement by the Florida school districts was 

evidenced by this study. When asked to indicate the 

seriousness of this issue, all but four districts estab-

lished absence abuse as an average or less than a verage 

problem. This lack of concern for the employee attendance 

issue was most graphically visible in the failure of the 

Florida school districts to consistently adopt any of the 

attendance improving strategies proved effective by the 

literature of business administration. 

1strait, American Lecture Series, Pub. No. 969, 
p. 26; Knowles, American Lecture Series, Pub. No. 969, p. 
40; and How to Control Absenteeism, p. i. 
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Recommendations 

Based upon the data achieved by this study and the 

review of the literature, the following recommendations 

have been devised: 

1. Consideration should be given by all Florida 

school districts to maintain the following four basic 

components in their absence control programs: (1) a 

written attendance policy; (2) a standard procedure for 

reviewing absences; (3) an annual absentee study; and (4) 

a list of chronically absent employees. This study 

established that an unsatisfactory percentage of the 

Florida school districts presently includes such provisions. 

2. Consideration should be given by all Florida 

school districts to establish more employee assistance 

programs with the purpose of improving staff attendance. 

The Florida school districts have done an excellent job in 

offering preventative health insurance, staff development, 

and leaves of absence to employees of all units. Alcoholic 

treatment programs, absentee counseling programs, and paid 

professional (sabbaticals) leave should be investigated by 

all districts. At the present time, few Florida districts 

have incorporated such programs. An investigation into the 

effectiveness of these programs is warranted. 

3. Florida school districts should consider 

developing an administrative workshop for all middle manage

ment administrators with the expressed intent of displaying 
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immediate supervisor techniques proven effective in attend

ance improvement. Presently, only 27 percent of the dis

tricts incorporated such an in-service. 

4. Florida school districts should consider in

cluding attendance as an integral part of employee annual 

reviews. A full one-third of the Florida districts do not 

include this provision on the annual reviews of teachers, 

secretaries, and bus drivers. 

5. All Florida school districts should develop a 

system-wide administrative objective to improve attendance 

within the district. This study showed that districts 

consider attendance patterns as a less than average problem. 

Thousands of state educational dollars are lost each year 

to unnecessary employee absences. It is the unconcerned 

administrator who perpetrates this fiscal liability. 

Summary 

A review of the literature of business administra

tion uncovered a dearth of information pertaining to the 

topic of absence control programs. Evidence of a continued 

effort on the part of the business sector to study absen

teeism and devise programs with the intent of improving 

attendance was evident. The literature documented the 

existence of attendance monitoring programs, employee 

assistance programs, and bonus incentive programs. Yet 

little of this program innovation was seen in the literature 

of educational administration. 
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In an effort to document the existence of absence 

control programs in the_ educational domain, an i nstrument 

was developed. This instrument was called an "Existing 

Administrative Strategies to Improve Attendance Question

naire," and its purpose was to document the existence of 

specific administrative programs within an individual 

school district. The sixty-seven school districts of the 

State of Florida were chosen as the subjects for this 

study. The questionnaire requested data indicat i ng that 

nature and extent of current sick leave programs, the 

existence of certain basic monitoring strategies, the e x 

istence of employee assistance programs, and the evaluation 

of present programs within each of the Florida districts. 

In May of 1982, this questionnaire was mailed to 

the personnel director of each Florida school district. 

Four subsequent remailings resulted in a 100 percent 

return. 

In August of 1982, the results of this study were 

tabulated and analyzed. The results established that few 

of the Florida school districts utilized the strategies 

tested by this study. A less than satisfactory percentage 

of the districts incorporated the four basic monitoring 

strategies outlined by this study. While health insurance, 

staff development, and leaves of absence programs existed 

in most Florida districts, few districts offered any of the 

more creative employee assistance programs. Less than 
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one-third of the districts established a midd l e management 

workshop aimed at stressing supervisory techni ques for 

improving staff attendance. More than 30 percen t of the 

districts failed to include attendance as a visib l e part 

of employee reviews. Florida school districts considered 

employee absenteeism as a less than average problem, a 

perception reinforced by the obvious lesser concern for the 

development of administrative programs on the part of the 

Florida educational systems. 

The results of this study confirmed that the 

Florida school districts do not uniformly employ the 

absence control programs tested by this study. The ob

served absence of research concerning staff attendance pro

grams within the literature of the educational domain was 

consistent with the observed findings of this study which 

documented a lack of concern for employee attendance on 

the part of the sixty-seven school districts of the State 

of Florida. 

Suggestions for Further Research 

The intent of this study was to describe the 

present state of absence control programs within the sixty

seven Florida school districts. It was not the purpose of 

this study to test the effectiveness of current strategies. 

This test for effectiveness, a very necessary outcome of 

this study, has been left for other researchers and other 

studies. 
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EXISTING ADMINISTRATIVE STRATEGIES TO 

IMPROVE ATTENDANCE QUESTIONNAIRE 

School District District Number 

GENERAL INFORMATION 

A. In your district, which of the following employee 
units have collectively bargained contracts? 
(Please indicate by checking) 

teachers 
secretaries 
bus drivers 

B. How many paid sick days (per ten-month year) are 
allotted to full-time employees in these groups? 
(Please supply the correct number of days) 

teachers 
secretaries 
bus drivers 

C. Are personal days permitted for full-time employees 
. in the following groups? (Please circle) 

teachers Yes No 
secretaries Yes No 
bus drivers Yes No 

D. Are sick days cumulative for full-time employees 
the following groups? 

teachers Yes No 
secretaries Yes No 
bus drivers Yes No 

SURVEY QUESTIONS 

1. Does your school system have a written attendance 
policy for the following groups? 

teachers 
secretaries 
bus drivers 

Yes No 
Yes No 
Yes No 

in 
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2. Does your school system have a standard procedure 
for reviewing individual employee absences for the 
following groups? 

teachers 
secretaries 
bus drivers 

Yes No 
Yes No 
Yes No 

3. Does your school system adffiinister an annual absen
tee study designed to identify absentee patterns in 
the following groups? 

teachers 
secretaries 
bus drivers 

Yes No 
Yes No 
Yes No 

4. Does your school system maintain a list of chronic 
absentees for the following groups? 

teachers 
secretaries 
bus drivers 

Yes 
Yes 
Yes 

No 
No 
No 

5. Does your school system utilize any of the follow
ing programs for the stated groups? 

Bus 
Teachers Secretaries Drivers 

Health Insurance Yes No Yes No Yes No 

On-site Medical Services Yes No Yes No Yes No 

Paid Sabbaticals Yes No Yes No Yes No 

Leaves of Absence Yes No Yes No Yes No 

Staff Development Yes No Yes No Yes No 

System-Supported Day-
Care Centers Yes No Yes No Yes No 

Alcoholic Treatment 
Programs Yes No Yes No Yes No 

Absentee Counseling 
Programs Yes No Yes No Yes No 
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Bus 
Teachers Secretaries Drivers 

Volunteer Sick Leave 
Pool Yes No Yes No Yes No 

Bonus Incentive Program 
for Good Attendance (if 
~, please describe 
below) Yes No Yes No Yes No 

6. Do full-time employees in the following areas have 
a written annual evaluation? 

teachers 
secretaries 
bus drivers 

Yes 
Yes 
Yes 

No 
No 
No 

If yes, is attendance a visible part of this evalu
ation? 

teachers 
secretaries 
bus drivers 

Yes No 
Yes No 
Yes No 

7. Does your school system provide an in-service work
shop for school site administrators aimed at 
stressing middle management strategies that can 
improve staff attendance? 

Yes No 

8. Is your school system presently utilizing any other 
attendance improving program not mentioned in this 
survey? 

Yes No 

If yes, please describe briefly. 
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9. Does your school system have any future plans to 
utilize any of the strategies mentioned in this 
questionnaire or any other strategy designed to 
improve employee attendance? 

Yes No 

If yes, please describe briefly. 

10. On the following scale of one to five, indicate (in 
your opinion) the seriousness of the abuse of sick 
leave in your district. 

1 
Minor 

Problem 

2 3 
Average 
Problem 

4 5 
Major 

Problem 

11. On the following scale of one to five, evaluate (in 
your opinion) the effectiveness of your district's 
strategies to curb the misuse of sick leave 
provisions. 

1 
Poor 

2 3 
Fair 

4 5 
Excellent 
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PANHANDLE 

Bay 
Calhoun 
Escambia 
Franklin 
Gadsden 
Gulf 
Holmes 
Jackson 
Jefferson 
Leon 
Liberty 
Madison 
Okaloosa 
Santa Rosa 
Taylor 
Wakulla 
Walton 
Washington 

CROWN 

Alachua 
Baker 
Bradford 
Citrus 
Clay 
Col'.llllbia 
Dixie 
Duval 
Flagler 
Gilchrist 
Hamilton 
Lafayette 
Levy 
Marion 
Nassau 
Putnam 
St. Johns 
Suwannee 
Union 
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EAST CENTRAL 

Brevard 
Indian Rvier 
Lake 
Okeechobee 
Orange 
Osceola 
Seminole 
St. Lucie 
Sumter 
Vol usia 

WEST CENTRAL 

Charlotte 
De Soto 
Glades 
Hardee 
Hernando 
Highlands 
Hillsborough 
Lee 
Manatee 
Pasco 
Pinellas 
Polk 
Sarasota 

SOUTH 

Broward 
Collier 
Dade 
Hendry 
Martin 
Monroe 
Palm Beach 
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