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The Moderating Role of Agein the Job Characteristics-Absenteeism Relationship:

A Matter of Occupational Context?

Early version of this article: Bouville, G., Dello Russo, S., & Truxillo, D. (2017), « The moderating role
of age in the job characteristics—absenteeism relationship: A matter of occupational context? »,
Journal of Occupational and Organizational Psychology,
http://onlinelibrary.wiley.com/doi/10.1111/joop.12188/full

Abstract
The present study addresses the relationship betwbecharacteristics and sickness
absenteeism, examining it under two important bamydonditions, employee age and
occupational group. Drawing from psychological the®that explain age-related differences
in the workplace, as well as the sociology of oatigns, we formulate hypotheses
concerning two- and three-way interactions betwieenkey job characteristics (job
demands, autonomy, skill variety, supervisor antbague support), age, and occupational
group, namely blue-collar workers versus clerks.té& our hypotheses on an archival
sample of 5,175 employees taken from the Frencloh&tSurvey of Employment
Conditions. Hierarchical negative binomial regressireveal that many of our hypotheses are
supported. For example, autonomy and supervisocalehgue support have a differential
impact on sickness absenteeism depending on agiedcupational group of employees.

We discuss the implications of our findings fortbtteory and practice.

Keywords: Sickness Absenteeism; Age; Job Charatitesj Occupations; Three-way

interaction

Practitioner Points

» Sickness absences can be predicted by job chassicteas function of age and

occupational groups
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» Supervisor Support is associated with fewer sickadxsences in younger workers,
especially clerks

« Occupational context may mask the age differeneeause for Job Autonomy and
Colleague Support age-related differences werectkt@nly within the blue-collar
and clerical groups respectively

» The impact of job demands and skill variety on seds absences is moderated by age

and does not vary across the two occupational group
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The Moderating Role of Age in the Job CharactexssAbsenteeism Relationship:
A Matter of Occupational Context?

Sickness absenteeism is a costly phenomenon fanaions and, when prolonged,
also for nations, which often share with employeortion of an employee salary to be
covered during sick leaves. This has led many Eranmountries to introduce a number of
measures and initiatives to control and reducensis& absence, as noted in the latest annual
report of the European Observatory on Working (HarWORK, 2014).

When thinking of which people are most likely tassiivork, older people are
commonly assumed to be more absent due to pooaéhi{dlg and Feldman, 2013).

However, meta-analytical findings have shown thiiioaigh age is significantly related to a
number of clinical health indicators (Ng and Feldm2013), it is only weakly related to
sickness absences (Ng and Feldman, 2008). Henseémportant to explore alternative
explanations to a simple main effect of age onrssk absence: age may accentuate or buffer
the effects of other factors on sickness absemteeind additional moderators may be at play
such as ergonomic design (Friztsche, Wegge, Schengkillegel, & Schmidt, 2014), gender
composition of the workplace (Mastekaasa, 200®)jljadifferences (Erickson et al., 2000),

or social norms that may operate at the group l@eistel et al., 2014). In the present study,
our focus is on the role job characteristics.

There are practical reasons to understand howrfattated to the work context
affect the health of older workers. In particuléae study of age in the workplace is extremely
important and timely since the population in maayrdries across the world is ageing
(Eurostat, 2016). Our research has implicationdéter understanding the needs of the age-
diverse workforce, and how different job charasters may meet the needs of workers of
different ages, ultimately exerting an impact oaittlsickness absences. Our research could

help practitioners to rethink work organizatiorbtetter adapt it to the ageing workforce.
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In the present paper we focus on the interactitexedf age and job characteristics on
sickness absence. This is consistent with recargldements in theorization about the
consequences of aging in the workplace (TruxillagdiZ, Rineer, Zaniboni, and Fraccaroli,
2012), which note that the effects of job charasties may vary depending on age. Meta-
analytic evidence showed that several job charnatitey (i.e., features of the job that can
intrinsically motivate and improve employees’ wellhg; Hackman and Oldham, 1980) are
significantly related to sickness absence (HumphXayrgang and Morgeson, 2007); yet a
key reason to believe that age may moderate tleést@onships is that the aging process
brings with it several changes in cognitive and gomal functioning that account for changes
in personality, values, preferences, and waystefacting with others (Ng and Feldman,
2013). These age-related differences ultimatelgatie an individual to react differently to
given stimuli such as those provided by the job.

Drawing on two lifespan development approaches,efathe Selection Optimization
Compensation (SOC; Baltes and Baltes, 1990) antb-&ounotional Selectivity (SES;
Carstensen, Isaacowitz, and Charles, 1999) thedniasillo and colleagues (2012)
developed specific propositions concerning theyile#fects of job design characteristics on
the attitudes and behaviors of older versus youaggroyees. Taken together, these
propositions suggest that features of the environiriit match the value system of an age
group would exert greater effects for that groum@stent with SES; Kooij et al., 2011), and
features that enable the implementation of SOQegjies (e.g., Bal et al., 2013) would in
particular be more effective for older workers. $oof Truxillo et al.’s propositions have
been empirically supported (Besen et al., 2013ji@am et al, 2013). For example, a meta-
analysis by Ng and Feldman (2015) highlighted tifferéntial effects of autonomy on

several employee attitudes and behaviors depemdiragie. Nonetheless, the moderating role
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of age in the relation between job characteristits sickness absences has not yet been
examined. This is unfortunate given that abseneesr@e of the most focal organizational
behavior and a costly phenomenon for companieshangresent study aims to fill this gap.

Moreover, we believe that the broader work conséauld be considered to better
understand the interplay of job characteristics @y, specifically, the occupational context.
It is well known that sickness absence is influehiog social norms (Xie and Johns, 2000),
and occupations represent one of the main somalpgrdefining the boundaries of socially
accepted and expected behaviors (Dierdorff, Ruid,Morgeson, 2009), including
stereotypes about what is age-appropriate forabéyjpe (e.g., Perry et al., 1996). At the
same time, occupational groups shape the meanthgxpression of job characteristics
(Dierdorff and Morgeson, 2007), and thus they aztraa further moderators of the relation
between job characteristics, age, and sicknessiebskdeed, one of the challenges
recognized in the literature on age and job desigo examine this interaction within
different occupational contexts (Truxillo et alQ12).

In light of this reasoning, the goals of our resbarere two-fold. First, we
investigated whether the relation between job diarstics and sickness absence is
moderated by age. Second, we investigated thest@oredhips across different occupations,
comparing occupational groups that are similahendrganizational hierarchy but that differ
with respect to task and social job characterishiasely blue collar (e.g., manual workers,
skilled workers, warehouse operators) versus @kjobs (e.g., office workers, secretaries,
salespeople). We examine these issues using theH-Mational Survey of Employment
Conditions in a sample of over 5,000 employees. nbteworthy that the results of earlier
studies on the joint effect of age and job charattes on worker outcomes have mainly been
obtained using small- to medium-scale sampies 1,000) which did not afford the

opportunity to examine three-way interactions. Heqrevious research may have yielded
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group-specific findings and, to the best of ouriealge, no study has analyzed the joint
effects of age, occupational context, and job attarstics on worker outcomes.

We start by briefly summarizing the main theordtfcameworks that explain age
effects in the workplace. We also illustrate simiilas and differences between our two
chosen occupational groups. Subsequently, we resxtant literature on job characteristics
and their association with sickness absences ¢nats as baseline to develop our hypotheses.
Age as predictor and as a moder ator

In their meta-analysis, Ng and Feldman (2008) foilmad age was negatively related
to general absences< -.26, objective measures) and nonsickness-retdisdncer(= -.10,
objective measures), but positively related torséds absence, albeit very weakly (.02,
objective measures). This suggests that older grap§) rather than being more absent
simply because of their age, may react differetatlthe surrounding environment, which is
commonly known for having an impact on sickneseabss (Marmot et al., 1995; Smulders,
1980).

A job context that matches individuals’ patternsradftives and orientations would be
more likely to lead to positive outcomes, while thismatch is likely to harm individual
health and well-being (Karasek, 1979). Severalribedave been integrated to describe how
motives and orientations change across the lifegpdrwhy these changes are relevant in the
workplace (Truxillo et al., 2012). We emphasizet thase lifespan development theories
suggest shifts occurring gradually during a persdifé course, rather than hard, precise
differences between young and old employees.

The two main approaches to lifespan developmeniidee been adopted to explain
the changes in motivations and behaviors in thkplace are SOC (Baltes and Baltes, 1990)
and SES (Carstensen et al., 1999) theories. Betiris describe processes of successful

adaptation to the aging process. SOC theory atttpaegging is a process that brings losses in



Two- and three-way moderations on sickness absences 7

some skills and abilities; individuals try to compate for these losses by selecting goals and
activities by which they can make optimal use @irtlestablished competences. It also
suggests that with aging there is a shift fromamtion focus (i.e., a focus on gains, on
acquiring competences, growth and development)i@waention focus (i.e., a focus on
avoiding losses, on maintenance and security) (Ebra., 2006; Higgins, 1997). SOC
theory is related to the life-span theory of cohfiteckhausen and Schultz, 1995) which
postulates that trade-offs between primary corftrel, attempts at modifying the
environment) and secondary control (i.e., atterapfgting oneself in the environment)
undergo systematic shifts across the life coursesponse to the opportunities and
constraints encountered. Based on the life-sparyhad control, Liebermann et al. (2013)
developed a working life span demands-resource hilbgsrating how available contextual
and individual resources will enable workers toeapth job-related challenges over the life
span. For example, job demands and resources lgreater weight in the expectation of
remaining in that same job long-term for youngerkeeos, whereas one’s perceived health is
a more important factor for older workers.

SES theory is rooted in the concept of a persartigé time perspective, with younger
people seeing the future as open-ended, and otdgig seeing future time as bounded and
finite. Depending on one’s perception of time, induals’ choice of what goals to pursue
varies considerably. In support of the applicatdiSES to the workplace, differences in
future time perspective (FTP) have been found éamger and older people of working age
(Zacher & Frese, 2009), with younger workers peiogi more time remaining. Younger
employees’ open-ended perception of time was fdardvor the pursuit of knowledge- and
growth-related goals (Hyvonen et al., 2009; Huhétlal., 2013). In contrast, a more limited
time perspective in older people favors short-tggrasent-oriented goals related to emotional

satisfaction (Carstensen, Isaacowitz and Char#39)1 As such, SES proposes that
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motivation changes across the life span, with aiton and growth-related motives being
dominant in younger people and emotional regulatiatives being dominant in older people
(Carstensen et al., 1999). A meta-analysis of mtibwm studies conducted in the workplace
supported most of the SES theory’s predictions (Ketaal., 2011).

The approaches described above are complementdgagh is useful to shed light on
the fit between job characteristics and individuaitivations and orientations over one’ life
course, and therefore on their interplay in affeggickness absences.

Differences among occupational groups

As noted by Johns (2006), rarely do studies tateancount organizational context,
and more specifically the context of occupatiormraug. This observation holds also for the
job design literature: occupational context hasidaegely ignored (Dierdorff and Morgeson,
2007; Morgeson et al., 2010). This is unfortunateat least two reasons. First, role
expectations and thereby expected job characterigte closely tied to occupational contexts
(Dierdorff and Morgeson, 2007). Thus, occupatiamaitext influences job design
characteristics (Morgeson et al., 2010) especkallyestricting the range of expression of
certain features or by establishing different bases at which these features can be observed.
Similar overarching effects of context are alselykto mold the relations between job
features and other variables, most notably ind&ideactions (Johns, 2006). The second
reason why we should pay more attention to thecesffef the occupational context is that
each occupation has its own culture or “habitussuBlieu, 1984) which in turn influences
the behaviors and attitudes of its members (Abi&88; Bourdieu, 1984). Thus, job
characteristics are likely to interact with val@spoused in the specific occupational group in
predicting work attitudes and behaviors (Morgesoal.¢ 2010).

In this paper, we focused on two occupational gspupmely clerks and blue-collar

workers. This was done to avoid too much heterageaad control for confounding
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variables that can influence sickness absenceasialages, health inequalities across job
types, and level of education — which would beafaern when comparing occupations as
disparate as blue-collars with white-collars or agars. Moreover, although the two focal
occupational groups have obvious differences, #t®y have some important similarities.

Both clerks and blue-collars are non-managerialipations positioned relatively low
in the organizational hierarchy. Sociologists cdasthem as belonging to the same job class
(i.e., entry-level, subordinate class), with linditgutonomy and power in decision-making,
and it is thus pertinent to contrast them with anether (Siblot et al., 2015). They also share
several elements linked to the work content. Tekg@f blue-collars and clerks are
standardized and monotonous (Roy, 1959; Vinel, Rah3a French national survey on
working conditions in a sample of 18,000 workerad&éte Conditions de travail 2005),
33.3% of the clerks and 47.4% of blue-collars reféito have a monotonous job compared to
20.1% of the whole population. Nevertheless, “l@wdl service work may be just as
unappealing as factory work, but service workerscaeasily be classified as blue-collar or
manual” (Barley and Kunda, 2001: 83). Thereforaspite their similarities in terms of level,
the content of the work done by the two groupsuisecdifferent.

Blue-collar occupations are predominantly manwagely occupied by men, and the
pace of their work is often fixed and determinecelsternal factors (e.g., machinery), which
give them little room to organize their work metbamt schedules in comparison with clerks
(Roy, 1956). On the other hand, clerical occupatiemcompass non-manual positions, mostly
filled by women, where the pace of work is markgdhe flow of customers or service users.
As such, clerks are very often in contact not anityh customers but also with other
employees (Rugulies et al., 2007), whereas blukeasolvork primarily with their peers (Roy,

1959). This, in addition to the nature of the joiay influence the group dynamics within
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occupations as well as their shared values thayrim inform work role expectations,
attitudes, and behaviors.

Further evidence for considering separate occupaltigroups comes from
epidemiological studies, which demonstrate thdtrsass absence occurs along an
occupational gradient with blue-collar workers atetks showing absence rates three times
higher than the rates of managers (Melchior, Knigggawachi, Berkman, Niedhammer, and
Goldberg,2005). In other studies (Bacharach and Bamber§&2;1Pousette and Hanse,
2002; Sparks and Cooper, 1999) it was shown tlegprtédictors of sickness absence and
stress are more likely to be occupation-specificaathan generic job characteristics. This
leads us to take a closer look at individual jobrelsteristics and their effects on absenteeism
before we introduce the moderations by age andpatmns.

M oderated relationships between job characteristics and sickness absences

The relationship between job characteristicsamgknteeism has been studied
comprehensively using several models. A model egleto job characteristics model is the
Job Demand-Control model (Karasek, 1979). The exgaddob Demand-Control-Support
model (Karasek and Theorell, 1990) considers tfieence and inter-relationship of three
components (psychological demands, control, anceperd social support) in the work
process leading to worker’s health and well-beln@ddition, one of the most used job
characteristics model is the job design modelwes aimed at illustrating the impact of job
characteristics not only on individual productivityt also on wellbeing (Hackman and
Oldham, 1980).Job design has had a rich history, with a numbg@rtotiesign models
developing over the last 40 years (Parker, 201dl)owing the most recent taxonomy of job

characteristics by Morgeson and Humphrey (2006} integrated the Job Demand-Control-
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Support and the job design models, it is helpfudigtinguish among macro-categories of job
characteristics, namely task, knowledge, social,y@ork context characteristics

Among the task characteristics, two that seem@aatily relevant for sickness
absenteeism are job demands and autonomy.

Job demanda/Nith job demands we refer to what a worker hasetal @vith when
performing the job. It includes more than just pigsical components of the job (Karasek,
Brisson, Kawakami, Houtman, Bongers, and Amick,8%8nd may encompass
psychological and emotional demands as well adictn§ or exceeding requests, all of
which may contribute to qualifying job demands dsralrance. Studies of the relationship
between job demands and sickness absenteeism ietdedymixed results. Some studies
found a positive link (Bakker, Demerouti, De Boand Schaufeli, 2003; Niedhammer,
Chastang and David, 2006), others revealed a wvegassociation (North et al, 1996;
Smulders and Nihjuis, 1999), and finally othersvgdd a nonsignificant relationship (De
Jong et al, 2000; Nielsen et al, 2004). The laeatlable meta-analytical evidence reports a
positive correlation, though small in magnitudeGs (Miraglia and Johns, 2016). These
contradictory results might be explained by thespree of moderators such as age and job
type.

Because with aging people may start to have redoosteostasis and ability to return
to normal after environmental changes (e.g., MasrtButter, Chen, Diehl, and Huang,
2012), and to have some physical, psychologicatpgnitive declines (Salthouse, 2012), it is
reasonable to expect that job demands would athectvellbeing of older workers more
heavily, which in turn is likely to cause them t® &bsent from work. Accordingly, we

hypothesize the following:

! Since our interest is on job features rather tharoverall physical space, we will leave Morgeand
Humphrey’s work context features out of our review.

2 For this reason we distinguish job demands froenpiiysical demands listed by Morgeson and Humprey
(2006) among the work context characteristics.
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Hypothesis 1aAge moderates the positive relationship betwebrdemands and
sickness absenteeism, such that older workershigthjob demands will be more absent
than younger workers.

SOC theory (Baltes and Baltes, 1990) would pretti@t older workers try to optimize
their capabilities vis-a-vis the specific tasksythave to perform by adjusting or crafting their
jobs (Truxillo et al., 2012). Nevertheless, thisynmat be possible when the specific order and
timing of tasks are externally dictated, as isadage with blue-collars. This feature of their
occupation may even increase the demands by adwng¢al tension to workers due to the
fear of not being able to follow the rhythm of wd&atochi, 1982). Hence, older blue-collars
may experience not only reduced energy levelsalsata strict constraint on the use of
compensatory actions, which would affect their treahd absence levels.

Hypothesis 1bOccupational group moderates the interaction eetwob demands

and age on absenteeism, such that older blue-soligin high job demands will be

absent more than older clerks.

Autonomy.Job autonomy, defined by Hackman and Oldham (188pas ‘the degree
to which the job provides substantial freedom, petelence, and discretion to the individual
in scheduling the work and in determining the pdures to be used in carrying it out’, was
negatively linked to absenteeism in the meta-amabfsHumphrey et al. (2007). Ng and
Feldman (2015) conducted a meta-analysis on tleetsfbf autonomy on a number of
outcomes and tested two competing hypotheses aungehe moderating role of age. They
showed that depending on the outcome variablesfteet of autonomy for older employees
may be stronger (e.g., on performance) or weakgr, @n job satisfaction). Truxillo and
colleagues (2012) theorized that job autonomy peeially beneficial for older workers
because greater autonomy allows employees to aganid craft their jobs according to their

abilities, and hence to compensate for the lactedfin abilities, achieving better
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performance. By extension, jobs that allow for ggeautonomy and greater job crafting, also
allow older employees to make the job fit theiradgeven under suboptimal health
conditions. Consequently, we expect older workdre Wwave high autonomy to react more
positively, with higher wellbeing and in turn lonasences. Thus, we hypothesize the
following:

Hypothesis 2aAge moderates the negative relationship betwetmamy and

sickness absenteeism, such that older workershigthautonomy will be less absent

than younger workers.

From prior studies we know that autonomy is aaaltcharacteristic of the job that
affects the wellbeing of the clerical group (Nanag@a, Menon, and Spector, 1999) as well as
of the blue-collar group (Zaniboni et al., 2016)oMdover, we argue that in the clerical
occupational group, autonomy is more easily pravideemployees as compared to blue-
collars, for whom the high degree of standardizelikely sets an upper limit to the extent of
autonomy that can be achieved. As such, we belletehe broader occupational context
may limit the strength of the interaction age-aotoy; the advantages of autonomy for older
workers may be more visible in the clerical growpile the limited autonomy that can be
achieved in blue-collar occupations is likely togk#he important role played by autonomy
in shaping older workers’ sickness absenteeism.

Hypothesis 2bOccupational group moderates the interaction éehnautonomy and

age on absenteeism, such that older clerks with &igonomy would be less absent

than older blue-collars.

The knowledge characteristics of the job are factioat define the skills and
knowledge required by a worker in order to perfohe job, as opposed to the task
characteristics that identify specific propertiéshe jobs themselves, based on the nature and

order of the tasks they comprise (Morgeson and Hueyp 2006).
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Skill variety Among the knowledge characteristics, skill varistthe most
representative, first identified in the originatriwulation of Hackman and Oldham’s (1980)
model as one of the main characteristics definmgraiched job, and indicating the range of
skills one needs to use when performing a job.dtudy by Rentsch and Steel (1998), skill
variety negatively predicted two measures of atlesssin, namely frequency and total time
lost, for six consecutive years. Similarly, a sfgaint negative relation between skill variety
and absenteeism was found in Humphrey et al.’'sqp0&ta-analysis, although the fact that
the confidence interval included zero suggestegthsence of possible moderators, with age
being one of them. The interaction between skilletg and age is controversial, and may
lead to more positive consequences (e.g., lowaouar intentions: Zaniboni et al., 2013) or
more negative consequences (e.g., lower job setiisfia Besen et al., 2013) for older
employees. Thus, we argue that this interaction naae different effects on different
outcome variables. Skill variety may have positmpact on the performance of older
workers, via facilitating the use of their accuntethknowledge (Baltes and Baltes, 1990;
Truxillo et al., 2013). On the other hand, highkdl syariety may turn into a source of stress
(Warr, 1994; Xie and Johns, 1995) for older workeesticularly in lower-level jobs with
relatively little control, to the extent that it pnprovoke an overstimulation (Pousette and
Hanse, 2002) and a perceived mismatch between &xtjoes and ability to deliver at the
expected level. Younger workers may benefit from (thver)stimulation of skill variety
inasmuch as they are moved by stronger motivelkdimy challenged and for acquiring new
competences (Kooij et al., 2011). As such, we kelibat skill variety may contribute more
to the wellbeing of younger rather than older woskand in turn affect their attendance

behaviors. Thus, we hypothesize:
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Hypothesis 3aAge moderates the negative relationship betwkinvariety and
sickness absenteeism, such that younger employdehigh skill variety will be less
absent than older employees.

The possibility to have skill variety depends oe form of the work organization. The
Taylorist organization form in which blue-collar vkers are often embedded (24.3% of
machine operators and assemblers are working ilofistyorganizations compared to 2.4%
of the clerks according to Lorenz and Valeyre, JGiiiiresses needs for skill variety very
poorly. Indeed, the possibility to learn new thimgsvork concerned only 42% of the
employees working in Taylorist organizations coneglaio 71.5% for the overall population
(Lorenz and Valeyre, 2006). Hence, the occupatiooatext of blue-collars may, once more,
restrict the range or alter the base rate of shiliety as compared to workers in different
occupations and attenuate the effect of skill ware absenteeism, such that skill variety
would have a weaker effect on attendance behatigoung blue-collars than young clerks.

Hypothesis 3bOccupational group moderates the interaction eetwskill variety and

age on absenteeism, such that young clerks with gkl variety would be less absent

than young blue-collars.

The category of social job charactarsstvas more systematically defined by
Morgeson and Humphrey (2006) in their job desigestjonnaire as compared to Hackman
and Oldham (1980) and includes, among others, gigoerand colleague support. These
variables are particularly relevant for our focatamme of sickness absence, as recent
research has supported the role of the social xbmeetting the norms for accepted
absences (Biron and Bamberger, 2012; Brummelhnjslthns, Lyons, and Ter Hoeven,
2016; Dello Russo, Miraglia, Borgogni, and Johris, 2 Diestel et al., 2014).

Supervisor and colleague suppaoficcording to the job demand-control-support

model (Karasek and Theorell, 1990), social supf@t, supervisor and colleagues support)
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helps workers who are experiencing high work-sttegsl. Empirical evidence is
unequivocal in suggesting that colleagues aretigarfactor protecting employees’ health
and wellbeing (Sinokki et al., 2009; Woods, 20@6)] colleague support was found as
negatively linked to absences (Vaanéanen et al.3R00ixed results have been found with
regard to supervisors; although in some instarfeesupport by the supervisor did not
significantly predict absenteeism trajectory oweret (Dello Russo et al., 2013), there is
general consensus on their role as buffers arichiting employees’ absences (Vaénéanen et
al, 2003; Vahtera et al., 2000). Meta-analyticatlings revealed that both forms of support
show a negative relationship with absenteeism @limeand Johns, 2016), although of a
relatively small magnitude. However, these relalops may be differentiated by age. We
argue that supervisor support would be associatédlewer absences of younger employees
in particular (Vahtera et al., 2000), because swgport from an authoritative figure would
fit well with their motives for growth and advancent (SES theory; Carstensen et al., 1999)
and therefore they would be more sensitive to wgisupport and assistance that is
instrumental to their future career. Converselis fossible that older workers, not concerned
with future-oriented motives, rely on their bossagpport to call in sick when their health
conditions are not good for work without fear fagative consequences. Colleague support,
on the other hand, would be especially importanbfder employees in light of their present-
oriented motives and their need for meaningfultrehes that indeed aid in facing stressful
situations (Carstensen et al., 1999). In lighthalse arguments, we formulated the following
hypotheses:

Hypothesis 4aAge moderates the negative relationship betwapersisor support

and absenteeism, such that younger employees igithshipervisor support will be

less absent than older employees.
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Hypothesis 5aAge moderates the negative relationship betwedeague support
and absenteeism, such that older employees withdulieague support will be less
absent than younger employees.

With regard to supervisor support, young clerksertben young blue-collar workers
may positively respond to a supportive boss andgdeg higher obligations in terms of
attendance behavior. The reason for our argumehais/ounger employees tend to monitor
their relationship with their supervisor becauseythre motivated by the desire to grow and
progress in their careers (Kooij et al., 2011). ldger, having a good relationship with the
boss may not be a sufficient condition for bluelarolvorkers to gain access to middle-
management jobs; acquiring a diploma may also bessary (Eckert and Monchatre, 2009).
Thus, supervisor support might not help blue-cslig&in promotions as much as clerical
workers that typically already possess a qualiice{Eckert and Monchatre, 2009), which
would attenuate the expected effect of supervisppasrt on the absenteeism of young blue-
collars as compared to young clerks.

Hypothesis 4bOccupational group moderates the interaction etwsupervisor

support and age on absenteeism, such that youleglks with high supervisor support

will be absent less than younger blue-collars.

With regard to colleague support, we can assuntestitd support will be more
beneficial for clerks than blue-collars due to tia¢ure and organization of their respective
tasks (Carayon, 1994). Blue-collars perform mostanual jobs that are in relation to
machines and that are independent or sequentmélydependent, which means that
colleagues’ help to perform one’s tasks may bemistmal; office work, on the other hand,
is more often characterized by pooled, recipramagven team interdependence (Saavedra,
Earley, and Van Dyne, 1993) so that colleague$ hald support may be very important for

clerks in alleviating work demands and potentigdist resulting in more attendance



Two- and three-way moderations on sickness absences 18

behaviors. This would be particularly relevant éaer employees that, besides having
stronger motives for positive relationships, magddfg from receiving support to face
possible mismatches between demands and reso@aésouse, 2012) or to implement SOC
strategies (Bal et al., 2013). Consequently, thecebf colleague support in decreasing
absences would be stronger for older clerks.

Hypothesis 5bOccupational group moderates the interaction eetwcolleague

support and age on absenteeism, such that old&s eléth high colleague support

would be absent less than older blue-collars.

Method

Sample and Procedure

This research is based on the SUMERO3 survey jointly carried out by the DARES
(Directorate for Research, Studies, and Statistind)the Directorate of Labor Relations of
the Ministry of Employment, Social Cohesion and kiag, in France. SUMER 2003 is a
cross-sectional survey of 24,486 employees. Thefitierf using a nationally representative
secondary dataset that surveys a large samplentkemployees is at least twofold. Firstly,
it contributes to reinforcement of the externaldify of a quantitative analysis. Secondly, a
research study based on secondary data from ther&urvey can improve the internal
validity of the findings, as it makes it possibbeperform a multivariate ‘all other things being
equal’ analysis (Barnes, Dang, Leavitt, Guarandli@mann, 2015) . Consequently, this
enables us to control for the effects on employabsénteeism of socio-demographic factors
(sex, tenure) and characteristics of the firm (siizéhe organization). The 2003 survey was
used because the unemployment rates for the bllsescand clerical occupations are similar,
and unemployment rate is a well-known antecedeabsénteeism (Markham and McKee,

1991). Accordingly, during the 2002-2003 periods tmemployment rate of clerks and blue-

% In French, “SUrveillance MEdicale des Risques @sefonnels”; in English “Medical monitoring of
occupational risks”
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collars were quite similar (7.8% and 9.8%, respetyiin 2002), whereas after the financial
crisis in 2008, the unemployment rates of the twaugs diverged considerably (10.1% and
15.5%, respectively in 2014), as blue-collar job$esed the most during the economic crisis.
Thus, these data best enable us to test our hygesttabdout the relationship among job
characteristics, age, and sickness absences acnosscupational groups.

The SUMER survey assesses employees' exposureupaimnal risks and illnesses,
wellbeing, and working conditions. The SUMER suriegonducted by a network of
voluntary occupational physicians, in charge of pateory medical examinations of
employees, who collect the data from a random saumiptheir employees. Each occupational
physician selects 40 employees of the populaticengfloyees seen during the period of data
collection using a random method - one employe@bdWi© or 15 visited (Niedhammer, 2002)
— and administers them the survey. We selectdti@lbbservations in the sample that belong
to the two occupational groups of interest, nanbélye-collars and clerks. This accounted for
an initial sample of 14,029 workers. However, wenglated observations with missing data
in either the independent or dependent variablébaahe final sample consisted of 5,175
observations. While the response rate is low,dbissistent with other large surveys
(Stringhini et al., 2011 Of these, 55% were men, and the mean age wgsa39 SD= 10).
This suggests that most employees were betweendl9%years of age, generally reflecting
the age range for the French economy (retiremanbég0). The sample also shows good
age variability in order to detect age differenddse average age of the sample is in line with
previous research (e.g., Zaniboni et al., 2013)vaitid the employment rate of the French
labor market that is concentrated in the age godwporkers between 25 and 49 years old (it
was 81.2% for this age group in 2003 and fell ta1%3for workers aged between 50 and 64
years). Fifty-nine percent of the workers had tbss ten years of tenure, and 55% worked in

companies with a size greater than 50 employeesh&ok for non-response bias (Armstrong
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and Overton, 1977), we compared responding andegpending workers on major
attributes and found no significant difference witspect to age (t =-1.5@ .12) and tenure
(t =.06,p=.95). Significantly more men had incomplete dg#l(=20.51p=.00, and sex was
used as a control variable in our analyses.

Measures

We have measured the independent and dependeaibiearusing the questions
provided by the SUMER survey. To reduce concernsdonmon method bias, we note that
items measuring the same scale were randomizeiniinthe perceived redundancy and the
consequent tendency to answer in a consistent maammebthat the questionnaire included
reverse-coded items (MacKenzie and Podsakoff, 2012)

Sickness absenceknis variable was measured by the number of sgplbrted
sickness-related absence days within the previduadnths. People were asked to report
only sickness-related absences that were certifjeal doctot, which allowed for a focus on a
homogeneous category of absences, as opposedwadineariety of reasons for absences —
including vacation, training, parental leave, unémtivity, and personal reasons. Despite the
common concerns about self-report measures of absea recent meta-analysis (Johns and
Miraglia, 2015) has shown that they are as valdi r@tiable as objective data, and they can
be confidently used for correlational studies hattthe individual tendency to under-report
absences does not affect the rank-ordering of eyapk

Job characteristicsvere measured by means of the French translatigarasek’s
Job Content Questionnaire (JCQ; Karasek et al319d8edhammer (2002) has provided
evidence of the validity of the French versionhad 1CQ Skill varietywas measured by four

items @ = .67; e.g., ‘My job requires me a high skill |Eyeautonomywas measured by four

“In France, the law about sickness absences isstécy. an employee who is ill and cannot attertkis
required to present a medical certification attegtd his/her health conditions even for short (dags)
absences. When failing to do so, it is considessdraunjustified absence by the employer who cosédthese
repeated unexcused absences as reasons to famheyee.
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items @ = .64, e.g., ‘My job allows me own decisiong)b demandsvas measured by nine
items @ = .77, e.g., ‘My job requires me working hardypervisor supponvas measured by
four items ¢ = .83; e.g., ‘My supervisor is concerned with mahdcolleagues’ supporntvas
measured by four items € .80; e.g., ‘Colleagues in my job are helpfui)l items were
measured on a 4-point Likert scale.

Age This variable was treated as a continuous variable

Occupational groupsvere coded 1 for blue-collar workers and 0O forkdeClerks and
blue-collar workers were distinguished using thei@conomic classification of INSEE
(French Statistics Classification).

Clerks are low-level service and non-manual worlkieas are mainly sales clerks,
secretarial and reception workers, and caretakbishvare quite homogeneous in terms of
job characteristics (Karasek et al., 1998). Blukacavorkers include manual employees,
mainly factory workers, and maintenance workerscWiaire quite similar in terms of job
characteristics (Karasek et al., 1998).

Control variables The literature suggests that a variety of socio-agnaphic and
organization variables such as sex, tenure, ansizlkeeof the organization may be related to
the perceptions of job characteristics (Hackman@iatham, 1980). In order to avoid their
potentially confounding effects, we controlled tbe effects of these variables on
absenteeism. Sex was treated as a dichotomou®leandh men coded as 1 and women
coded as 2; tenure was coded on a scale from Iwdht1 indicating less than one year
employed in the organization and 4 employed for d¢eyears; organization size was coded
on a scale from 1 to 5 with 1 indicating organiaas with less than 9 employees and 5
organizations greater than 500 employe€sher variables, such as family-related varigbles

were not available in the dataset; neverthelesaus®= several studies have shown that

® This part of the questionnaire on socio-demogm@phil organization characteristics was filled outhe
occupational physician of the respondent.
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having children is not a risk factor for sicknebs@nce among married/cohabiting women
(Bradberg et al., 2002; Erickson et al., 2000; Mikaasa, 2000; Voss et al., 2008), and a
meta-analysis by Allen and colleagues (2000) reyoan non-significant weighted mean
correlation between work-family conflict and abssism, we believe that the lack of these
control variables is not of concern.
Data Analysis

Absence days were not normally distributed, angkartransformations, such as
square root and logarithmic transformations, oftemot result in normality for data (Watson,
Driver, and Watson, 1985). Therefore, such dataireg nonlinear modeling strategy. Since
our data did not show an excessive number of Zdr@% of the counts), we did not use
zero-inflated models (Allison, 2012) and only comguhthe fit of the Poisson and negative
binomial regression models through the analysitb®f2 log likelihood, AIC, and BIC
indicators, and chose the negative binomial modet. negative binomial model generalizes
the Poisson model with an additional parametematlig the variance to exceed the mean
(Allison, 2012). After checking the endogeneityooir models, we found that none of the
predictors correlate with the error term&Greene, 1998) To address the concerns for
common variance bias we conducted a Harman’s sfagter test by performing an
exploratory factor analysis on our study varialaled examined the unrotated factor solution.
No single factor accounted for the majority of thegiancé. This would suggest that common
method variance is limited in our dataset (Poddadad Organ, 1986).

Results

Means, standard deviations, and intercorrelatioaskown in Table 1. The results

indicate that all job characteristics were sigmifitty associated with sickness absences,

except for job demands € .014,p >.05). In addition, age and occupational groupenaso

® Results of these tests are available from thedirthor upon request.
" Results of this test are available from the fnsthor upon request.
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associated with absenteeism: older workers anddullars are significantly more absent
compared, respectively, to young workers and clérks.056,p <.01 and = -.031,p <.05,

respectively).

Prior to our analyses, all continuous variablesenaean-centered to increase the
interpretability of interactions and to mitigate litreollinearity issues (Dawson and Richter,
2006). First we ran a model that only includeddbetrol variables (Model 1 in Table 2), next
we added the main effects (Model 2), and thengbHigpotheses l1a to 5a, we incorporated
the two-way interaction terms into the model. As ba seen in Model 3 in Table 2, the
relationships of job demands, skill variety, angeswisor support with absenteeism are
moderated by age (B = .04< .05; B =.01p < .05; and B =.01p < .01, respectively). We
found that, although not displaying a main efféagh job demands are related to more
absences only for older workers; conversely, tlgatiee associations of skill variety and
supervisor support with sickness absence are sirdogyounger workers. Hence,
Hypotheses 1a, 3a and 4a were supported, wherpathleges 2a and 5a (involving

autonomy and colleague support) weré not

To test Hypotheses 1b to 5b, we entered the thegehweraction terms into the
regression analysis (model 4 in Table 2). The figdishowed that three interaction terms
were significant and, specifically, those involviagtonomy (B = .02p <.01), supervisor
support (B = -.01p < .05), and colleague support (B = .p% .01); the three-way interaction

effects between age, occupational group, and joladds or skill variety were not significant

8 Following an anonymous reviewer's suggestion viested our regression model after excluding workéits
tenure of less than one year (8.1 % of the samimiehese analyses the 2-way interactions of agjie job
demands and skill variety are no longer significalvié note this for transparency, nevertheless viedofor
keeping the original analyses. In fact, the sickradssences referred to the period of the last Ithmdout the
question does not specify in which workplace. Tf@®e our reasoning is that these individuals mayehwell
answered considering the full year, regardless@if #mployer or job. Removing 8.1% of the samplarihally
distributed with respect to age, which is one af main independent variables) would produce a Barit loss
in variance that may be at the origin of the défgrresults we obtain in the regression analyses.
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(p > .10). Thus, Hypotheses 2b, 4b and 5b were sugghonthile Hypotheses 1b and 3b were
not.

To further explore the moderation effects (Dawsiod Richter, 2006), we plotted the
significant two-way interactions for job demandgy(fe 1), skill variety (Figure 2) and
supervisor support (Figure 3) at 1 SD above an® b&ow the mean of age. Figure 1 shows
that the slopes of absenteeism on job demandsvioahd high age not only diverge, but that
of older workers is steeper and upward. In FiguveeZan observe a similar pattern: higher
skill variety is associated with fewer absencesytarnger workers but more absences for
older workers. In figure 3 we observe that greatgrervisor support is associated with fewer

absences in younger but not older workers.

Similarly, we plotted the three-way interactions &itonomy, supervisor support, and
colleague support (Figures 4, 5 and 6, respeciialy SD above and 1 SD below the mean
of age for blue-collars and clerks respectively] #rese graphs clearly indicate that,
depending on the occupational group, the age-mtateedfect of each job characteristic on
sickness absence is either amplified or attenu&igdre 4 reveals that older clerks provided
with high autonomy had the fewest absences, alththegtest of simple slope difference
revealed they were not statistically different frgounger clerkst(=-1.62,p = .11). On the
other hand, older blue-collars were significandgd absent than younger blue-collars when
provided with greater autonomi= -3.04,p < .01). Figure 5 depicts the downward slopes of
absenteeism on supervisor support for both grotigeumger workers, which nevertheless
differ significantly ¢ = 2.34,p < .05) in that younger clerks display a much steeggative
relationship between supervisor support and absehe@ younger blue-collars.
Unexpectedly, the slopes of both older clerks dddrdlue-collars were positive and not

different from one another. Finally, Figure 6 ilikeges that high colleague support is
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associated with sharply decreased absences inaéd&s, compared to older blue-collars(
3.63,p<.01).
Discussion

This study aimed to shed new light on the relatigmbetween age and sickness
absences, starting from the observation that, agth@ositively related to a number of
clinical health conditions, age is only weakly tethto sickness absences (Ng and Feldman,
2008; 2013). Therefore, we presented argumentsesteld hypotheses by which age may
moderate the effects of job characteristics onngsk absenteeism and may in turn be
moderated by additional occupational factors. Img@o we believe we have made a number
of contributions.

First, we have contributed to a developing are@séarch on the role of age as an
important boundary condition to many well-estal@@delations in the workplace, especially
those related to job characteristics (Truxillolet2012); yet their combined impact on
sickness absences had not been previously invesdigaend the present study fills this gap.

Second, answering a call in the literature fonging occupations back to the center
of empirical investigation (Barley and Kunda, 200Migrgeson et al., 2010; Truxillo et al.,
2012), we placed these relationships within thetdeo occupational context and compared
two groups with similar (low) status in the orgatinnal hierarchy, but with different task
and social job characteristics. We documentedth®ainteraction between age and job
characteristics varies in intensity, and sometimas in direction, as a function of
occupational group (Johns, 2006). In other wots well-established relationship between
job characteristics and work outcomes (Humphreal.e2007) is moderated by individual
(age) and situational (job type) factors. Alsoeexting the job demand-control-support
model (Karasek and Theorell, 1990), our resultdcchelp organizations to better design jobs

that differentiate between and within occupatiopse categories.
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From our study, it emerges that features suchladg¢mands and skill variety are
moderated by age regardless of the occupation.rdoagly, we observed that job demands
are positively associated with absences only fdeolorkers — who may experience a
decline in different types of capabilities (e.ggnitive, physical; Salthouse, 2012) that may
generate a larger mismatch between job demandsreisl resources, impairing one’s
wellbeing and ability to attend work. While Liebearm et al. (2013) found that job demands
are a less important factor for older workers wbensidering whether remaining in the same
job until retirement, especially compared to thnealth, our results suggest that job demands
may play a role directly on their health, as thBga their sickness absences. As
hypothesized, higher levels of skill variety wobletter fit with the growth-oriented motives
of younger workers (Kooij et al., 2011) who thereftend to be less absent from work when
they are stimulated and challenged to acquire rewnpetences; on the opposite, older
workers may react to high skill variety as to aemtimulation particularly, we argue, if the
job requires learning new skills rather than ughmmse they possess, because this would
conflict with the implementation of SOC strategiegh potentially mixed effects (Warr,
1994; Xie and John, 1995).

Nonetheless, other job characteristics show diffeal effects when we consider also
the occupational groups, which may mask or makeersalient the moderating role of age.
With respect to autonomy, we argued that it wowddhb important characteristic for older
workers owing to the increased possibility of fimglia good fit with the job, since it allows
for crafting and re-arranging one’s tasks (Balted Baltes, 1990; Truxillo et al., 2012); we
found that this is especially true within the bl@lar group when comparing older and
younger workers than in the clerical group. Thig/rpaint to the fact that particularly in
occupations where the demands and external pabe gib may require older workers

implementation of SOC strategies, autonomy is @aldrly critical for crafting one’s job.
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The finding that for older and younger clerks tlmes were not significantly
different may be explained with a tendency of yamgerks’ slope toward an upward
trajectory, which ultimately leads to two oppodites that cancel one another out. Although
definitive conclusions cannot be made based oraticisival dataset, we can speculate on two
possible explanations. One is that younger clezksthe pressure of higher autonomy, which
would turn into a stressor — especially if they moé supported enough by their colleagues
and supervisor in facing this stressor (De JongeSahaufeli, 1998; Warr, 1994).
Alternatively, it may be that younger clerks mistise autonomy they are granted, in a way
taking advantage of it, if they are low on selfukagion. As our speculative interpretations
allude to the underlying mechanisms that might @xpthese interactions among autonomy,
age, and job type and their effects on sicknessraies, future research should test them. One
possibility might be an experimental approach. 8padly, younger and older workers might
be provided with experimental situations in whibbyt are granted different degrees of
autonomy and measure not only how they felt whddgrming a task, but also how they
interpreted the autonomy they were granted.

As with autonomy, we did not detect any age-relai&erence for colleague support
until we also considered the specific occupatignalip. Only by taking a closer look did we
observe that within the blue-collar group, recejvinore support from colleagues is not
associated with fewer absences for older (vs. yengorkers as we expected, but it does so
in the clerical group. It may be due to the waywloek is structured and the different types
and levels of interdependence that characterizentb@ccupational groups (Saavedra et al.,
1993). While clerks are more likely to work in agbed interdependence and interact directly
with their colleagues, the blue-collars often workelation to machines, thus either
independently from one another or in sequence. thése conditions the support received

by colleagues can only be minimal and probablysudficient to buffer the job-related strain.
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Finally, consistent with our hypotheses, supernssgpport is associated with lower
absenteeism, for younger workers and especiallglésks, although it was not associated
with lower absenteeism for either older clerks ldieo blue-collar workers. According to
previous research, younger employees have stronggves for promotions and career
advancement (Kooij et al., 2011), and in this pecsipe we interpret our findings: Younger
workers and patrticularly clerks, who have the gubsi to progress more in their career as
compared to younger blue-collars, are more likéflgcded by a supportive supervisor and
would react by being less absent. Conversely eitnsethat the buffering role of supervisors
(Biron and Bamberger, 2012) toward older workergfions in an unexpected direction
being associated with more absences. It may wplbdra that supportive supervisors are very
understanding and accommodative whenever sickisemnees increase due to aging, and
this may explain the upward slope we observed.rEwgtudies are needed here as well,
specifically, studies designed to test the medjatirechanisms, including FTP and SOC
strategies that are assumed to explain the interalosetween age and supervisor support.

A final observation pertains to the significanceoaf findings. The effect sizes appear
small, but they may still be meaningful. Let us sider the job autonomy example. With all
other variables held at their mean, when age is ligSD above the mean) and job autonomy
is low (1 SD below the mean) a clerk is expectede@bsent 1.6 days less than a blue-collar;
however, when both age and autonomy are high & above the mean) a clerk is expected
to be absent 2.9 days less than a blue-collarthieravords, compared to older blue collars,
the number of sickness absence days of older dle&E% lower when job autonomy is high.
In terms of monetary effects, for a daily minimurage of 50€ for these occupations in
France (approximately £43 or $53), and under tmsexwative assumption that the marginal
benefit of reducing absenteeism is confined todiiy wage regardless of other indirect costs

(Pauly et al., 2002), a single increase in job momoy for an older clerk would be associated
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to a total saving of 150 € (approximately £128 ©6%) compared to an older blue-collar,
which makes a very good return of organizationaégtiments.
Limitations and future directions

A few limitations have to be acknowledged. Firse tlata were collected adopting a
cross-sectional research design and, as suchr fuaffe the well-known drawback of not
speaking to causal relations among the constricisetheless, we also recognize that such a
large sample size would be hard to achieve wittoeermnomplex research design. In fact, it
enables us to detect even small effects that ixtbe population thanks to high statistical
power and offers the opportunity to examine mudtiphriables and interactions
simultaneously — thus representing much more ofdbkel complexity of organizational
settings. In addition, the current study examinedrées of moderated relationships. Thus,
inflated correlations due to common method variaareeonly likely to reduce the possibility
of detecting significant interactions. A secondicism concerns the internal consistency
reliability of the autonomy and skill variety scaléhat were slightly below the recommended
threshold (Nunnally, 1978). Indeed, we were limitgtthe items used in the survey, and it is
likely that a larger number of items would haver@ased the reliability (Nunnally, 1978).
Nonetheless, it is important to point out thatshale we used had been validated in French
(Niedhammer, 2002). Third, other factors that weseconsidered in this study (e.g.,
ergonomics, gender composition, impact of sociamsy family differences) could also
moderate the effects of age on sickness absentedisnocused here on the psychological
aspects of work characteristics, but the ergondatitors defining the more physical job
characteristics should be paid more attention taréustudies, particularly when examining
the issue of worker age. Moreover, although metdyais suggest that the correlation
between work-family conflict and absenteeism is-smmificant (Allen et al., 2000), it may

be important to examine this issue more deeplyiwitifferent age groups.
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Practical implications

In terms of practical implications, the results gest that occupational group and age
differences should be taken into account to impitbeeeffectiveness of HR policies about
sick absences. Indeed, our results show that gpleeaupport is associated with fewer
sickness absences, specifically for older clerkss Suggests that organizations faced with
high sickness absence for this group could impléraenntervention aimed at encouraging
colleagues to be more supportive and improvingpaesonal relationships, such as team
building. In the same way, our results show thaesusor support is associated with fewer
sickness absences for younger clerks and bluersolfaus, HR managers that face sickness
absence issues for these categories should eneoiuoagline supervisors to be more helpful
and supportive for junior employees and providenthéth training to improve their
relationships with younger workers.

Finally, our results show a differential effect Bnrtonomy on sickness absence
depending on age and occupational groups. Indegah@my is associated with significantly
less sickness absences for older clerks and blilers;dout it seems to correlate with higher
sickness absenteeism for younger clerks. We shmildhisinterpret these results. Autonomy
can be a strong motivator to attend work as thedrlzy Hackman and Oldham (1980), but it
may have unintended consequences (Ng and Feld®ah). Specifically, it may turn into a
stressor when the HRM policies - in terms of pegining, objectives to achieve - do not fit
with the level of job autonomy. HR managers shdadctautious in using autonomy without
adapting their HR policies to avoid negative effeat young clerks’ sickness absences.
Conclusion

In conclusion, this paper demonstrates that trerpidy between job characteristics,
age, and absenteeism is more complex than we thigikt Specifically, a deeper

understanding of these variables is only possillienmve place them within the broader
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occupational context (Morgeson et al., 2010) thapss the meaning of job features, affects
the saliency of lifespan development, and ultimaaehplifies, attenuates, or even reverses
the influence played by age on the job charactesistbsenteeism relationship. As such, we
encourage future research to examine the multiglividual and contextual factors that can

moderate the relationships between job charadteriahd work outcomes.
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Table 1 — Descriptive statistics and bivariate elations
M SD 1 4 5 6 7 8 9 10
1.0Occupation (0 = clerks; 1= .55 .49
blue-collars)
2. Size of the organization 2.95 1.47 0.04**
3.Sex (1= male ; 2 = female) 1.45 0.49 -0.61* 50
4. Tenure 3.01 0.98 0.01 0.22** 0.01
5. Autonomy 2.9 0.61 -0.06* -0.18** -0.03** 0.01
6. Skill variety 2.8 0.59 0.00 -0.07** -0.12** @* 0.44**
7. Job demand 2.3 0.48 -0.10** 0.11* 0.08** 00 -0.14** 0.07*
8. Supervisor support 2.8 0.61 -0.03** -0.07** 0.0 -0.11** 0.27* 0.32* -0.23**
9. Colleagues support 3.0 0.51 -0.01 -0.02* -0.03** -0.07** 0.17** 0.28* -0.10** 0.38*
10. Age 38.8 10.43 0.00 0.05** 0.01 0.15* -0.0 -0.01 0.01 -0.04** -0.03**
11. Absenteeism 15.25 27.33 0.03* -0.01 0.01 70.0 -0.04* -0.04** 0.01 -0.04** -0.04** 0.06**

*p<.05, *p<.01
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Table 2— Negative Binomial Regression testing tloelenating effects of Age and Occupational Grouphenassociation between Job Characteristics andmbsism

Model 1 Model 2 Model 3 Model 4
Variable B P B p B p p
Sex (1= male ; 2 = female) 0.13 0.00 0.10 0.00 0.09 0.01 0.08 0.02
Occupation (0 = clerks; 1= blue-collars) 0.18 0.00 0.16 0.00 0.16 0.00 0.15 0.00
Size of the organization -0.06 0.00 -0.07 0.00 70.0 0.00 -0.07 0.00
Tenure 0.13 0.00 0.13 0.00 0.14 0.00 0.14 0.00
Age 0.01 0.00 0.01 0.00 0.00 0.01 0.00 0.02
Autonomy -0.08 0.01 -0.09 0.03 -0.09 0.04
Skill variety -0.04 0.12 -0.01 0.80 -0.01 0.86
Job demand 0.02 0.47 -0.01 0.81 -0.01 0.79
Supervisor support -0.04 0.08 -0.08 0.03 -0.09010.
Colleagues support -0.05 0.10 -0.10 0.01 -0.10 0.01
Two-way interactions
Occupation X age 0.01 0.01 0.01 0.01
Autonomy X Occupation 0.03 0.63 0.02 0.73
Skill variety X Occupation -0.06 0.29 -0.06.2B
Job demand X Occupation 0.05 0.42 0.06 0.36
Supervisor support X Occupation 0.07 0.20 080.0.10
Colleagues support X Occupation 0.11 0.06 .100 0.07
Autonomy X Age -0.00 0.38 -0.01 0.00
Skill variety X age 0.01 0.02 0.00 0.53
Job demand X age 0.01 0.05 0.01 0.10
Supervisor support X age 0.01 0.00 0.02 0.00
Colleagues support X age 0.00 0.39 -0.01 0.09
Three-way Interactions
Autonomy X age X Occupation 0.02 0.00
Skill variety X age X Occupation 0.00 0.39
Job demand X age X Occupation -0.00 0.74
Supervisor support X age X Occupation -0.01010
Colleagues support X age X Occupation 0.0200
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-2 Log -19363.40 -19210.62 -19189.33 -19173.70
Likelihood

Chi-square 14907.17%* 14901.28** 14489 .55+ 14286.03***
AlC 38738.80 38443.25 38422.66 38401.40

BIC 38778.11 38515.23 38566. 63 38578.09

Notesn = 5137B values are unstandardized regression coeffici&fss .05 ** P < .01 ** P < .001 ***
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Figure 1. Two-way interaction between job demanubage on
absenteeism
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Figure 2. Two-way interaction between skill varietyd age on
absenteeism
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Figure 3. Two-way interaction between supervisqpsut and age on
absenteeism
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Figure 4. Three-way interaction between autonorgg,and
occupational group on absenteeism
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Figure 5. Three-way interaction between supendsqport, age

and occupational group on absenteeism
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Figure 6. Three-way interaction between colleagympsrt, age
and occupational group on absenteeism
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