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Indirect Effect of Quality of Work Life on the Relationship Between Safety Climate

and Absenteeism: The Case of University Hospital *
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ABSTRACT
Keywords: This study aims to determine the relationship between the safety
Safety Climate, climate perceptions of health workers, and their absenteeism, with the
Absenteeism, mediating role of the quality of work life. This relational study was
Quality Of Work Life, ~conducted in a university hospital in Tokat, Turkey its sample consisted
Health Workers, of 252 healthcare professionals. The data were collected by

convenience sampling method and online questionnaire and analyzed
through statistical programs. Within the scope of the purpose of the
research, the perception of the security environment makes a positive
contribution to the explanation of the quality of work and life (B=.607),
the established H1 hypothesis was supported. The negative contribution
of the quality of work life to the explanation of absenteeism at work (B
=-.547), the established H2 hypothesis was supported. The negative
contribution of the security environment to workplace absenteeism (B =
-.097) the established H3 hypothesis that it does this has not been
supported. As the most important finding, the mediating role of work
life quality in the effect of health workers' perceptions about the
security environment on their absences (B = -.338) has been
determined. The H4 hypothesis put forward in this context has also
been supported. To reduce the absenteeism behavior, it has been
recommended to make improvements to increase the safety climate
perceptions and work life quality of the employees.

Health Management.

INTRODUCTION
It has been acknowledged that one of the most basic elements that make organizations
successful is human power. Therefore, it is noteworthy that employees act in parallel with the
aims of the organisation in terms of achieving organisational goals. However, depending on
individual or organizational factors, employees may exhibit behaviours contrary to the goals
of the organization. These behaviours can lead to a decrease in employee performance,

absenteeism or the thought of leaving the job (Sahin, 2011). These negative situations
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contradict the basic objectives of organizations, such as make a profit, growth, efficiency and
sustainability. It has been determined that employees exhibiting absenteeism behavior in
particular may cause serious problems in organizations.

The shortest definition of the concept of absenteeism is not coming to work (Robbins &
Judge, 2021). In other words, it is defined as not being present at the place of study for a
planned study (Kristensen et al., 2006). This situation is an important source of anxiety that
exposes service recipients and employees to stress in health institutions (Donovan et al.,
2008). According to the studies conducted on this topic, two types of absenteeism behaviours
emerge: excused and nonexcused (Birioukov, 2015; Driver & Watson, 1989; Ramsey et al.,
2008; Steers & Rhodes, 1978). Excused absence from work is a situation in which the excuse
offered by the employee to not come to work is accepted by the organization. Health
problems can be considered an example of this type of absenteeism. It is known that in the
case of absenteeism without excuse, motivation and job satisfaction, which are important
determinants of employees' emotional states, decrease (Ramsey et al., 2008).

A security one can characterize the climate as a reflection of the holistic perception of the
employees about the organization for which they work and the common perception of
managerial approaches related to security (Zohar, 1980). The concept can be described as
employees’ perceptions of the security existing in the organization when they feel at risk
(Ceyhun, 2014). In addition, the concept of work life quality, which expresses the general
satisfaction levels of employees in their work and life, emphasizes the improvement and
development of not only the material needs of employees but also the intangible needs of
employees (Martel & Dupuis, 2006). Work quality significantly contributes to organizations
by increasing employee satisfaction, reducing absenteeism, and helping employees better
manage changes and transitions in the organization (Saraji & Dargahi, 2006). Increasing the
quality of work life and ensuring the safety of the working environment, especially in labour-
intensive health institutions, are crucial for employees to provide more careful, high-
performance and quality health services (Catak & Bahcecik, 2015).

As a matter of fact, numerous studies have been conducted to understand the reasons behind
employee absenteeism. Although previous studies have reached a certain level, it has been
determined that some antecedents of absenteeism, especially in health institutions, have not
yet been taken into account in the literature reviews. Within this context, it was predicted in
this study that the perception of the safety climate in the organization and the quality of work

life would be the determinants of absenteeism. The reasons for this prediction are related to
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past studies that address the concepts of safety climate, quality of work life and absenteeism
separately and in limited numbers as binary variables (Demir, 2011; Ismail & Nyarko, 2014;
Stefano et al., 2014)).

The relationships envisaged in terms of the conceptual model of the research are to determine
how the effect of the perceptions of safety climate on the absenteeism of individuals working
in health institutions is realised through the variable of quality of work life. The theoretical
point of view in determining this model is that there has been a considerable need within the
scope of the studies that examine the related concepts holistically in terms of direct and
indirect relations. There are some issues in the background of the construction of relevant
research models specific to health institutions. The first of these issues is that health
institutions are institutions that have a high probability of occupational accidents and include
the risk of life safety due to infectious diseases or physical attacks. Second, the work carried
out in health institutions is vital because of the situation, and therefore, there is no chance of
delay or postponement related to the work.

This study was planned to contribute to the working life of safety climate, quality of work life
and absenteeism variables in healthcare organizations. Based on this, the research problem is
stated as; “How do high-risk work environments in healthcare organizations and the effects
of these environments on the perception of safety climate affect the absenteeism rates of
employees?” In particular, it was investigated to determine the mediating role of health care
workers' perception of safety climate and quality of work life on absenteeism behaviors, and
in this context, what are the effective strategies and practices to reduce absenteeism and
improve quality of work life in health care institutions.

As a result, the study's research question is whether there is a direct or indirect relationship
between the perception of safety climate, quality of work life and absenteeism. The research
hypotheses created in the context of this research question are as follows:

H1: The perception of safety climate contributes positively to explaining quality of work life.
Ha: Quality of work life contributes negatively to explaining absenteeism.

Has: The perception of safety climate contributes negatively to explaining absenteeism.

Ha: The quality of work life has a mediating role in the effect of safety climate perception on

absenteeism.
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METHODOLOGY
Sample
The research was carried out in a university hospital in Tokat period May 2022 - August
2022. The population of the research consisted of workers who were affiliated with a
university hospital (n = 470). In this study, all healthcare workers were tried to be reached
before calculating the sample and the sample consisted of 252 healthcare workers (n = 252)
who agreed to study (53.61%). As a general rule, variable movements are at least 5 times or
even 10 times their own size (Karag6z& Kosterelioglu 2008; Biiytikoztiirk, et al., 2014;
Tavsancil, 2006).
Tools for collecting data
Participant information form, which constitutes the first part of the study, consists of 5
questions including demographic characteristics (age, gender, educational status, tenure, etc.).
In this study, the Absenteeism Perception Scale which was developed by Dubey and
Dasgupta (2015) was used to measure the perception of absenteeism (Dubey & Dasgupta,
2015). The scale consists of 18 items and a 5-point Likert-type scale was used (1 = Strongly
disagree, 5 = Strongly agree). The Turkish adaptation of the scale was conducted by Avci
(2019) (Avel, 2019). Within the framework of this study, reliability and validity analyses
were conducted by the researchers and Cronbach's alpha coefficient was found to be 0.86.
Another scale within the scope of the study is the quality of work life scale created by Walker
et al. (2009), which consists of 15 items and Turkish adaptation studies were conducted by
Aba (2009) (Walker et al., 2009; Aba, 2009). Cronbach's alpha coefficient is 0.86. Within the
scope of this study, validity and reliability analyses were performed by the authors. The last
measurement tool of the study, the Safety Climate Scale, was developed by Choudhury et al.
(2009) and adapted into Turkish by Tiren et al. (2014) (Choudhry et al., 2009; Ttren et al.,

2014). The Safety Climate Scale consists of a total of 14 items on a 5-point Likert-type scale.
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In this study, Cronbach's alpha value was found to be 0.94. Within the scope of the study,
validity and reliability analyses were performed by the authors.

Statistical analysis

Validity analyses of Absenteeism Scale, Quality of Work Life Scale and Safety Environment
Scale were performed. Reliability analysis was performed for internal consistency analysis.
Correlation and regression analyses were performed for hypothesis testing. Descriptive
statistics were used to analyse individual characteristics. The absenteeism scale consists of 18
statements and as a result of the second level confirmatory factor analysis (CFA), the
statements (statements 1, 2 and 7) that violated the fit index were removed from the scale.
The quality of life scale is a structured questionnaire consisting of 15 items and three sub-
dimensions, and as a result of the first level confirmatory factor analysis (CFA), the
statements that disrupted the fit index (statement 2) were removed from the scale.

Evaluation of the Measurement Model

The results of the second level confirmatory factor analysis strategies for absenteeism, quality
of working life and safety climate in the health sector as a whole are given in Table 1. Table 1
shows the statistical values evaluating the consistency of the second-order confirmatory
factor analysis model and its excellence in the sample of healthcare workers. As a result of
the second-order confirmatory factor analysis (CFA), the only statement (statement 11) that
violated the fit index in the Safety Climate scale was removed from the scale. Table 1 Model
Fit Indexes.

Table 1 Model Fit Indexes

Compatibility Index Acceptable Indexes Model Indexes
CMIN Minimum 1411,626

DF - 783

x2/df X?/DF <3 1,803

IFI 0,90 <IFI <0,95 ,903

CFI 0,90 < CFI <0,95 ,902

RMSEA 0,05 <RMSEA < 0,08 ,057

SRMR 0,05 <SRMR <0,08 ,076

Notes: (2 and y2/df) = chi-square statistics; IFl = incremental fit index; RMSEA = root mean square error
of approximation; CFI = comparative fit index; SRMR = standardized root mean square residual (Karagoz,
2016).
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ANALYSIS

Findings Related to the Correlation Analysis

In this study, correlation analysis was used to determine the relationship or severity of the
relationships between safety climate and absenteeism and quality of work life. The results
obtained are summarized in Table 2. According to the table, there is a significant and
negative relationship between safety climate and absenteeism (r = -0.437) and between safety
climate and work life quality (r = 0.563). There was a significant negative relationship
between absenteeism and quality of work life (r= - 0.656).

Table 2 Correlation Coefficients For Variables

1 2 3
1- Safety Climate 1
2- Absenteeism -437** 1
3-Work Life Quality 563** -656** 1

Notes: **Correlationissignificantatthe0.01 level (2-tailed).

The Mediating Role of Work Life Quality in the Relationship between Safety Climate
and Absenteeism

To test whether quality of work life plays a mediating role in the effect of the safety
environment on absenteeism, bootstrap regression analysis was performed with the SPSS
Process Macro module, and the results of the analysis are shown in Table 3.

Table 3 Bootstrap Regression Analysis Findings With The Process Module

Work Life Quality (M) Absenteeism (Y)
B LLCI ULCI B LLCI ULCI
Model
Safety Climate (X) 607*** 496 717 -.097 -.208 .014
Work Life Quality (M) - - - -547*%** - 651 -.444
R%2=.317 R%2=.436
Model summary
F (sd =1.250) = 116.265, p< .001 F (sd = 2.249) = 96.393, p< .001
Safety Climate — Absenteeism (Total
B =-.043, %95 BCA CI [-.539, -.319]
Effect)
Safety Climate — Absenteeism (Direct
B =-.097, %95 BCA CI [-.208, .014]
Effect)
Safety Climate — Absenteeism (Indirect
B =-.332, %95 BCA CI [-.455, -.220]
Effect)

Safety Climate — Absenteeism (Special

) =-.338, %95 BCA CI [-.449, -.235]
Indirect Effect)

Notes: ULCI (Upperlimitofconfidenceinterval), LLCI (Lowerlimitofconfidenceinterval), B (Nonstandardized B).
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The study tested whether quality of work life was a mediating variable by a four-stage
multiple regression analysis method. In this analysis, first, the effect of the independent
variable on the mediator variable was examined.
In the second step, the relationship between the independent variable and the dependent
variables is examined. In the third stage, the independent variable and the mediator variable
are jointly analyzed, and the impact on the dependent variables is scrutinized, if the outcomes
are significant in the first two stages. The variable in the model is regarded as an intermediate
variable if the independent variable's influence on the dependent variable has either vanished
or has diminished. (Zhao et al., 2010).
The analysis revealed that safety climate significantly and negatively affected absenteeism (b
=-0.4290, 95% CI [LLCI = -0, 5391, ULCI = -0.3189], t = -7, 6746, p < 0.01). According to
the results of this analysis, the total effect of safety climate on absenteeism was 43% (R? = 0,
4290). The direct effect of Safety Climate on Absenteeism was 54%, and this effect was
significant and negative (b = -0, 097, 95% CI [LLCI = -0.2083, ULCI = -0.0145], Boot, p <
0.01).
Because of the bootstrap regression analysis performed to test whether quality of work life
plays a moderating function in the effect of Safety Climate on absenteeism, since the 95%
confidence interval of the indirect effect bootstrap method does not contain zero (0), Safety
Climate has revealed that quality of work life has a significant mediating role in its effect on
absenteeism (Table 3). (b= -0, 332, 95% CI [BootLLCIl= -0.455, BootULCI= -0.220], p
<0.01). The mediation effect is close to high (R?>= -0.338). In light of these findings, H4 was
accepted. Regarding the effect size of the mediator variable, Preacer and Kelley, a fully
standardized effect value close to 0.34 indicates a high effect, close to 0.9 shows a medium
effect, and close to 0.1 indicates a low effect (Preacher & Kelley, 2011).

DISCUSSION
The study was carried out with the thought that quality of work life may be a mediating
variable in the effect of the perception of safety climate on absenteeism. In fact, significant
results were obtained in the examinations. In other studies investigating the reasons for
absenteeism, the lack of a safe environment at work has been shown to be one of the reasons
for absenteeism (Kandemir, 2014). Within the scope of the purpose of the research, the
perception of the security climate contributes positively to explaining the quality of work and
life (B =.607); the established H1 hypothesis was supported. This result is similar to that of a
study that tested the same research hypothesis in the literature (Ismail & Nyarko, 2014). The
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negative contribution of quality of work life to the explanation of absenteeism at work (B =-
.547) and the established H. hypothesis were supported. Again, this result is the result of a
study that tested the same research hypothesis (Stefano et al., 2014). On the other hand,
regarding the negative contribution of the security climate to absenteeism at work (B = -
.097), the established Hs hypothesis that he did this has not been supported. This result differs
from the results of some studies in the literature (Bronkhorst & Vermeeren, 2016).

The results of the analysis revealed the mediating role of quality of work life in the impact of
health workers' perceptions of the security climate on their absentecism (B = -.338). Ha,
which was established in this context, was supported. As a unique result of the study, this
study showed that the perception of an increasing security climate will also increase the
quality of work life and reduce the absenteeism ¢ of employees.

Considering that this study consists of people working in a university hospital in a province
of Turkey, it is obvious that there are limitations in generalizing the results of this study to all
employees in the health sector. In addition, in future studies to be conducted within the scope
of this subject, the use of observation and interview techniques in addition to the survey
technique as a data collection method will help to obtain deeper and more valuable
information.

In this study, it was determined that quality of work life has a mediating role in the effect of
health workers' perceptions of safety climates on their absenteeism. From this point of view,
to reduce absenteeism behaviour, which causes significant losses in organizations, managers
need to engage in activities that increase employees' perceptions of safety climate and work
quality. In this respect, occupational health and safety training can be given to employees at
certain intervals in the organization. Working conditions should be improved, especially
considering the intense tempos and long working hours in the healthcare sector. Solutions
such as flexible working hours or shift arrangements may be considered. Improving personal
relationships in the work environment can help employees feel safer at work. Communication
and support systems within the team should be strengthened. Reviewing wages and leave
policies can improve employees' quality of work life. Fair compensation and adequate leave
periods can increase employee satisfaction and retention. Regular surveys and feedback can
be collected to determine employees' perceptions of the safety climate and working condition.
Managers must play an active role in the conditions of the safety climate. It is important to
listen to employees' concerns, create a safe environment, and adopt a management style.

Motivational and stress-reducing programs for employees can improve the quality of work
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life. Psychological support services or stress management programs can be offered. Such

measures can reduce absenteeism rates and provide a healthier work environment by

improving both employees’ perception of safety and overall quality of work life. Steps taken

in this regard can increase the efficiency of healthcare institutions and employee satisfaction

in the long run and may further improve healthcare workers' perception of safety climate and

quality of work life, thus providing a broader approach to reducing absenteeism rates.
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