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Abstract

There are a variety of factors that directly or indirectly influence how the worker performs within the organization, 
such as remuneration policies, workload, job satisfaction or others. To delve into this topic, the objective of this 
research is to analyze the relationship between absenteeism, compensation and equity of workers through negative 
binomial regression. The study was carried out in a higher education institution, compiling 840 data on compensation, 
absenteeism and staffing, which were analyzed with respect to the corresponding year (2015-2017), month, gender 
and plant. A model was generated where the dependent variable is Absenteeism (days) and the independent variables 
are Average Income and Equity, indicating that the average income (expressed as logarithms) is an optimal predictor 
to determine the level of absenteeism within the organization, while the Gini Index does not generate consistent 
results to determine an incidence on the level of absenteeism of workers, in addition to not being influenced by either 
gender or plant. According to the results obtained, women have a higher level of absenteeism than men, which is why 
it is suggested as a future line of research to compare the levels of absenteeism between women with children and 
women without children. In summary, for this sample the average income (expressed as logarithms) is an adequate 
predictor for the level of absenteeism, while Equity is not.
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Resumen

Existe una diversidad de factores que influyen directamente o indirectamente en cómo se desempeña el trabajador 
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dentro de la organización, tales como políticas de 
remuneraciones, carga de trabajo, satisfacción laboral u 
otros. Para profundizar en este tema, el objetivo de esta 
investigación es analizar la relación que existe entre las 
variables ausentismo, compensación y equidad de los 
trabajadores mediante regresión binomial negativa. El 
estudio fue realizado en una institución de educación 
superior, recopilando 840 datos de compensaciones, 
ausentismo y dotación de la persona, los cuales fueron 
analizados respecto al año correspondiente (2015-2017), 
mes, género y planta. Se generó un modelo donde la 
variable dependiente es Ausentismo (días) y las variables 
independientes son promedio de Renta y Equidad, indica 
que el promedio de renta (expresado en logaritmos) es un 
óptimo predictor para determinar el nivel de ausentismo 
dentro de la organización, mientras que el índice Gini 
no genera resultados congruentes para determinar una 
incidencia en el nivel de ausentismo de los trabajadores, 
además de no verse influido ni por género ni por planta. 
De acuerdo a los resultados obtenidos las mujeres tienen 
un nivel más alto de ausentismo que los hombres, por lo 
cual se sugiere como línea de investigación futura hacer 
una comparación de los niveles de ausentismo laboral 
entre mujeres con hijos y mujeres sin hijos. En síntesis, 
para esta muestra el promedio de renta (expresado en 
logaritmos) es un predictor adecuado para el nivel de 
ausentismo, mientras que la Equidad no lo es.

Palabras clave: Recurso humano, Capital humano, 
Compensación, Ausentismo, Equidad.

1. Introduction
Human Resources and Human capital are 

fundamental components in an organization, 
and they are needed to accomplish the goals 
of the company.

Work absenteeism is a main problem that 
affects organizations by disrupting its normal 
functioning, which affects productivity 
and the whole economy. To understand 
this problem, workers compensations are a 
variable to analyze since it could be affecting 
absenteeism at work. Another variable that 
affects the level of work absenteeism is equity.

In view of the above, we attempt to explain 
the relationship between work absenteeism, 
compensation, and equity between workers 
within an organization.

The value on this research is in the lack 
of previous studies searching for these 
relationships between the 3 variables among 
workers. However, we can mention Purcel 
(2011), who stablished ties with incentives 
and compensations, and line up executives’ 

behaviors with long term value creation, 
all this within a sample of executives. The 
research made by Barroso (2012), links 
different variables of life quality in relation 
to each other, where equity and absenteeism 
are present, but there is no clarity of the type 
of workers considered on his research. 

The sample on this research is made with 
works on every level; therefore, the results 
will be a contribution to the subject, and it 
will be useful to further researches and for 
management of organizations. Authors such 
as Dolan, Shuler, Randall, and Valle (1999), 
Chiavenato (2000), Wayne and Noe (2005), 
indicate that compensation is related to the 
workers financial and services perceptions, 
and these compensations are linked to a 
personal contribution and work performance. 
Also, equity is defined as a person’s 
perception between what he/she gives to 
the company goals and what is considered a 
fair compensation; compared with what his/
her coworkers give and receive. Regarding 
work absenteeism, it definitely has negative 
implications for everyone; the worker is the 
one who suffer the disease or the problems 
that force him/her to be away from work; on 
the other hand, the company lose productivity 
of this worker; and the society gets involved, 
because all this delays it ś economic and 
social grow.

2. Theoretical Framework

2.1. Work Absenteeism
According to the “International Labour 

Organization” (1991), Work Absenteeism is 
defined as the lack of attendance of a worker 
who was supposed to attend, excluding 
vacation periods and strikes. And work 
absenteeism due medical reasons is defined 
as a medical leave period caused by the 
individual incapacity, except for regular 
pregnancy or prison.

Chiavenato (2011), states that absenteeism 
designates the lacks or absences of employees 
at work, it is the summatory of the periods 
when the workers are absent at work. 

According to Hoffmeister, Vidal, 
Vallebuona, Ferrer, Vásquez, and Núñez 
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(2014), absenteeism caused by work accidents, 
or occupational diseases is an issue on the 
rise, it is calculated that a 5% of the work 
force is absent on a work day, although this 
calculations can change between 2 and 10% 
depending on area, cultural organization, 
and kind of (p. 21).

According to William (1983) when there 
is a full employment regime the trend 
towards absenteeism increases, probably 
because employees are not afraid of leave 
the workplace without been dismissed; 
and, if that happened, there will be other 
employment opportunities available. Another 
factor is wage, employees satisfied with 
their earnings could trigger the increase of 
absenteeism when earning increase.

García and Martínez (2016) state that no 
matter the approach companies use to face 
absenteeism, the first step they should take is 
to restate how they see absenteeism and finish 
the existing paradigm where the organization 
has no influence over general disease 
absenteeism, as well as acknowledging the 
fact that emotional wellbeing creates an 
impact on the organization competitiveness, 
maybe even more by analyzing the non-
traditional ways of work like teleworking (p. 
24).

2.2. Compensation
Compensation is a relation of exchange or 

payment, that might have financial purposes 
or not; compensation has different meanings 
for the employee and the employer. For the 
employee compensation is a payment for 
the effort and the investment he/she did 
on education and training. For employers, 
compensation is an implementation cost. The 
remuneration includes financial returns and 
tangible services, plus employee benefits as 
part of employment relationships (Milkovich 
and Newman, 1996).

When organizations offer compensations 
to the employees that satisfy important needs 
for them, like developing opportunities, face 
new challenges, and economic bonuses; they 
feel valued and motivated, which increases 
the probability of accomplish work schedules, 
initial budgets, and clients’ needs (Project 
Management Institute, 2013).

According to WorldatWork (2016), compen–
sation is composed by three fundamental 
elements: direct monetary retribution, its 
benefits (indirect payment), and intangibles.

Authors Fernández and Baeza (2000), point 
out as functional targets of compensations, 
strategic alignment, the compensations 
interweave directly an organization ś goals 
and values with the employees´ motivation 
and performance, therefore compensation 
is a communication platform between 
employees and the organization. Workers can 
understand why they are getting paid, and 
what is expected from them, acknowledging 
what the company values by what they are 
getting paid (Lawler, 1990).

2.3. Equity
According to Méndez-Ramírez (2013), the 

concept of equity comes from the legal field, 
the use suggests and implies value and moral 
judgments for its execution, the concept 
appeals to at least six substantial components: 
Value judgment of who applies it (or who acts 
with equity), Consideration of regulations 
and/or laws needed to apply it, Equality and 
willingness on the intension of who applies it, 
trend towards justice, trend towards equality, 
trend towards inclusion (p. 9).

Cohen (1989), states that there is equity if 
there is equality in the “access to advantages”. 
To get in to the “access to advantages” means 
that there must be equal opportunities to 
be able to obtain social status, but mainly 
to acquire the needed qualifications to 
compete for a position. In addition, Cohen 
states that advantage is an individual ś very 
dissimilar ensemble of desired states, and 
when resources and wellness are deficient 
that is a disadvantage. Equity is a cause for 
satisfaction, while inequality is not (p. 906).

According to Robbins (2005), equity 
fulfills an important function on motivation. 
Employees usually compares their 
contribution to work (effort, competence, 
experiences, education) and its outcomes 
(wages, raises, acknowledgment) with the 
contributions and the outcomes of their 
coworkers. If this relationship is considered 
equal, there is an equity state, in other 
words, same contributions, same outcomes. 
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However, if the relationship seem unequal, it 
is considered a state of inequality and it can 
influence in the amount of effort employees 
put on their work.

Authors Sánchez, Rivera and Velasco 
(2016), consider that in educational public 
institutions as trainers of research personnel, 
they still reproduce and legitimize the 
patriarchal discourse, since women and men 
are located and distributed on places with 
different value, and there are still segregation 
and discrimination mechanisms in the access 
and consolidation of their scientific work, as 
well as sexist practices (p. 112).

2.3.1. Equity Measurement, Gini Index 
(1912). The Gini Index is a measurement of 
inequality conceived by Italian statistician 
Corrado Gini (1884-1965) and it is used to 
gauge the existing inequality on incomes 
between the citizens of a territory, within a 
country, but it can be used in any organization 
or company. The coefficients range between 
0 and 1, 0 been maximum equality and 1 
maximum inequality. The index has a simple, 
very intuitive interpretation based on the 
Lorenz Curve (1905). Its value allows to gauge 
the area between a Lorenz curve distribution 
and the perfect equality line as a proportion 
of the total area located under the mentioned 
line. It is a way of quantifying a distribution 
proximity (or distance) regarding the 
equidistributional state.

It is the most well-known and most used 
on empirical literature about inequality. 
Statistically it can be defined as the 
arithmetic mean of absolute differences of all 
pairs of income, divided between the double 
of mean income of distribution.

3. Methodology
This research will be carried out with 

a predictive longitudinal study, that 
measures the existing relationship between 
compensation, equity, and work absenteeism, 
during a time term. The research uses a 
quantitative method, not an experimental 
method because there is no use of variables, 
estimated models are regression models 
based on panel data. The target population is 
the permanent staff of a state university, the 
inclusion criteria was hired workers with a 

permanent regime, according to the Chilean 
administrative working scale (Ministerio de 
Hacienda, 2005), and employees of all levels 
were included. The information gathered 
from every worker was the absenteeism 
level measured in the number of days absent 
from work, average income of the worker ś 
department, and Gini index of the same 
department.

Work Absenteeism has been defined as 
a dependent variable, Average Income and 
Equity through Gini index as independent 
variables, and as control variable: University ś 
Work Section and gender. The data base was 
organized as panel by year and month, since 
January 2015 until June 2017, and there was 
a total of N=840 observations.

In relation to the laid-out objectives 
and the characteristics of this research, 
we can set out the following hypothesis: 
If compensation increases, absenteeism 
decreases, and, on the other hand, if equity 
increases, absenteeism decreases.

The proposed methodology to assess 
the hypothesis was a Negative Binominal 
Regression Model, a generalized linear model, 
because the dependent variable represents 
the counted absent days for every cluster 
generated by the panel. Other options could 
be multiple linear regression and Poisson 
regression; nevertheless, the first had the 
disadvantage that the estimates on this 
kind of model can be out of the value range 
of the dependent variable, in addition of not 
meeting the normality assumption, and the 
second, despite been the stronger candidate, 
depends fundamentally on the verification 
of the Equidispersion assumption (means = 
variance) (Cameron and Trivedi, 2013).

The Lilliefors (1967) and Jarque and Bera 
(1987) tests were applied to normality; a chi-
squared test to Poisson ś distribution, and 
a likelihood ratio test (Agresti, 2002) was 
applied to equidispersion. Group comparison 
tests were made prior to the regression model 
trough the Mann and Whitney test (1947) 
for three quantitative variables regarding 
gender; and a Kruskal and Wallis test (1952) 
with the Mann-Whitney test to obtain a 
comparison between the university ś work 
sections.
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4. Results and discussion

4.1. Descriptive Statistics
The data base is defined by 840 

observations consisting of a total number of 
absenteeism, mean remuneration, and Gini 
coefficient, of a state university in Chile. 
These recounts were made by each year 
(2015-17), month, gender, and work section. 
The given demographic characteristics can 
be seen on Table 1.

Table 1. Demographic Characteristics

Variable Category

Gender Female; Male

Year 2015; 2016; 2017 (jan-jun)

Work Section 
Part-Time Academic; Academic; Administrative;
Assistant; Manager; Professional; Technician.

Source: Authors’ own elaboration.

Table 2. Summary Statistics

Variable Rank
Descriptive p(Normality)

Mean DE Lilliefors Jarque-Bera

Absenteeism (days) [0 - 48] 4.04 5.69 .000** .000**

Average Income
(thousands of chilean pesos)

[323,5 
– 3060,8] 1170,1 727,4 .000** .000**

Gini index [0.26 – 0.37] 0.32 0.02 .000** .000**

Source: Authors’ own elaboration.

Table 3. Summary Statistics by Gender

Variable
Gender = 

Male
Gender = 
Female MW p Size of 

effect
Media DE Media DE

Absenteeism 2.58 3.29 5.52 7.05 102904 .000*** 0.535 
(Moderate)

Average Income
(thousands of 
chilean pesos)

1187.83 731.13 1152.46 724.00 84266 .263
0.049 

(No effect)

Gini Index 0.32 0.02 0.32 0.03 91410 .361
0.000 

(No effect)

** p<.01; ***p<.001

Source: Authors’ own elaboration.

Summary statistics can be seen on Table 2, 
it shows that the average level of absenteeism 
is 4,04 ± 5,69 days, with 48 days maximum, 
which made it a heterogeneous variable. 
Regarding the other variables, the average 
income is also heterogeneous. Normality 
tests on both cases are rejected (p=.000**).

The distribution by Gender (Table 3), 
reveals evidence of statistically meaningful 
differences for Absenteeism (p=.000***), but 
not for Average Income (p=.263) nor Gini 
Index (p=.361). Specifically, to absenteeism, 
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Figure 1. Variable distribution by gender

Source: Authors’ own elaboration.

Table 4. Kruskal-Wallis Test. Variable:                
Work Section

Variable χ2(5) p

Absenteeism 136.45 .000***

Average Income
(thousands of chilean pesos)

716.86 .000***

Gini Index 0.00 .999

** p<.01; ***p<.001

Source: Authors’ own elaboration.

women are absent an average of 2.94 (05.52-
2.58) days a month, more than men.

Figure 1 shows the results of this section, 
both graphics on top show that women have 
in average greater levels of absenteeism.

As for the Work Section Distribution 
(Table 4), it shows evidence of statistically 
meaningful differences for Absenteeism, 
Amount of Personnel on the Section, and 
Average Income, but not for Gini Index 
(χ2(5)=0.00, p=.999).

Then, as shown by Table 5, when 
Mann-Whitney test of post-hoc pairwise 
comparison is conducted, statistically 
meaningful differences for Absenteeism are 
seen on every kind worker, except between 
(Professionals-Academics) and (Managers-
Assistants); for Average income, differences 
between every kind of worker are shown, 

except between (Technicians-Administrative), 
which only differ on an average of $29.600, 
while the others at least differ on an average 
of $131.000 (Figure 2).
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Table 5. Post-Hoc Comparisons. Mann-Whitney

Comparison
Absenteeism

Average Income
(Thousands of pesos)

Dif P Dif p

Adm – Acad -0.63  .916 -852.3 <.001***

Assi – Acad -2.73 <.001*** -984.3 <.001***

Man – Acad -2.98 <.001*** 1025.6 <.001***

Prof – Acad 1.42  .155 -425.3 <.001***

Tech – Acad 3.86 <.001*** -823.0 <.001***

Assi – Adm -2.10  .025* -131.7  .016*

Man – Adm -2.35 <.001*** 1878.2 <.001***

Prof – Adm 2.05 <.001*** 427.2 <.001***

Tech– Adm 4.49 <.001*** 29.6  .884

Man – Assi -0.25  .509 2009.9 <.001***

Prof – Assi 4.15 <.001*** 559.0 <.001***

Tec – Assi 6.59 <.001*** 161.3  .001***

Prof – Man 4.40 <.001*** -1450.9 <.001***

Tech – Man 6.84 <.001*** -1848.6 <.001***

Tech – Prof 2.44  .005** -397.7 <.001***

Source: Authors’ own elaboration

Figure 2. Variable Distribution by Work Section

Source: Authors’ own elaboration.
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4.2. Negative Binominal Regression 
Models

On this section, the regression model is 
estimated based on panel data (cross-sectional 
and longitudinal). Chi-square goodness of fit 
allows to confirm that dependent variable 
distribution is Poisson (p=.501), but the 
Equidispersion assumption was rejected 
(p=.000), because its coefficient of variation 
is quite high (SD/mean >> 1), therefore, the 
most suitable model is Negative Binominal 
Regression, belonging to the generalized 
linear models (Müller, 2000). According to 
this distribution, it ś understood that E(Yi 
)= μi, y Var(Yi )= μi  + (μi

2/σ), meaning Var(Yi 
)  > E(Yi ). This procedure belongs to the 
exponential family, and it is estimated trough 
recurrent maximum likelihood. The models 
to estimate the calculation were made on 
the Statistical software R with the MASS 
package (Venables and Ripley, 2002). 

To obtain goodness of fit, the omnibus test 
of likelihood ratio with weighted variance 
and covariance matrix (VCovHC) and 
Nagelkerke ś Pseudo R2 coefficient (1991) 
are calculated, whereas for the variable 
significance is used the Z statistical. It is 
also shown that “p” is equal to p-value, it 
is the probability of false evidence given by 
the data while it is actually true, in general, 
values under 0.05 and/or 0.01 are used to 
acknowledge that a result is statistically 
significant.

4.2.1. Model description 

The regression model has the influence of 
log-average income and the Gini coefficient, 
besides of control variable regarding 
Work Section and Gender. Reference 
categories has been stablished, Year=2015, 
Month=February, Section=Academic, and 
Gender=Female. Models has been stablished 
as M1, M2, and M3, defined as follows:

M1: Absenteeism ~ln⁡(Aver.Income)+Gini

M2: Absenteeism ~ln⁡(Aver.Income)                                                                
+Gini+year+month+section+gender

M3: Absenteeism ~ln⁡(Aver.Income)          
+Gini+month+section+gender 

The first model (M1) only considers the 
log-average income on the number of days 

of absenteeism, without considering any 
qualitative characteristic. The second model 
(M2) also considers the effect of year, month, 
section and gender, while the M3 model has 
the annual effect removed.

Table 6 shows the models results. On M1 
Model, income doesn t́ have a statistically 
significant effect over the number of 
absenteeism (exp(β)=2.01, p=.552) with 
an explanatory power of 0%; then, when 
qualitative characteristics are added (M2 
Model), explanatory power increases a 
47% where there is an effect as a whole 
and it is statistically significative for the 
Month (D=216.15, p=.000***), the Section 
(D=495.14, p=.000***), and the Gender 
(D=98.96, p=.000***); in addition the income, 
expressed as logarithms, is statistically 
significant (exp(β)=19.36, p=.000***). As 
for year, it doesn t́ determine increase or 
decrease of days of absenteeism.

With more detail, regarding the variable 
“month”, all the models have a statistically 
significant effect to 5% on the absenteeism 
level, except March (exp(β)=2.82, p=.234). 
The month of August has the bigger impact 
on the days of absenteeism (exp(β)=10.73, 
p=.000***) over the base month (February). 
Regarding the variable “Section”, all have a 
statistically significant effect to 5%, where 
the professionals of the Technical area 
(exp(β)=29.99, p=.000***) are the ones that 
contribute the most to the absenteeism 
level, unlike the ones on the Managing Area 
(exp(β)=0.10, p=.000***), who decrease 
the ratio 1/0.1 = 10 times the base section 
(Academics). Regarding “Gender”, men 
have a significant minor number of days 
of absenteeism than women (exp(β)=0.46, 
p=.000***).

Likewise, on M3 model are very similar 
coefficients to the M1 model, keeping 47% of 
the explanatory power.

5. Conclusions
We studied the effect on the Absenteeism, 

the Average Income, and the Equity variables 
through the Gini index monitoring Month, 
Year, Gender, and Section, considering as 
reference February as month, the year 2015, 
the female gender and the academic section. 
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Table 6. Panel Data Model. Response Variable: Absenteeism

Parameter
 M1 Model  M2 Model M3 Model

Exp() Z p Exp() Z p Exp() t p

(constant) 2.01 0.60 .552 4.5e-19 -16.14 .000*** 4.5e-19 -10.45 .000***

ln (Average Income) 1.05 0.59 .551 19.36 16.13 .000*** 19.36 10.70 .000***

Gini index 2.21 0.35 .725 0.17 -0.53 .594 0.09 -0.72 .470

Year=2016 0.97 -0.41 .723

Year=2017 0.72 -1.93 .053

Month=January 1.49 2.14 .032* 1.51 2.17 .031*

Month=March 2.82 1.18 .234 2.82 1.18 .234

Month=April 5.12 7.89 .000*** 5.12 7.89 .000***

Month=May 4.87 7.59 .000*** 4.87 7.59 .000***

Month=June 7.09 9.60 .000*** 7.09 9.60 .000***

Month=July 7.84 9.37 .000*** 7.84 9.37 .000***

Month=August 10.73 10.97 .000*** 10.73 10.97 .000***

Month=September 4.72 6.99 .000*** 4.72 6.99 .000***

Month=October 6.91 8.76 .000*** 6.91 8.76 .000***

Month=November 6.03 8.10 .000*** 6.03 8.10 .000***

Month=December 6.21 8.36 .000*** 6.21 8.36 .000***

Section=Administrative 15.06 12.91 .000*** 15.06 12.91 .000***

Section=Assitant 1.65 11.02 .000*** 1.65 11.02 .000***

Section=Manager 0.10 -14.59 .000*** 0.10 -14.59 .000***

Section=Professional 5.40 12.32 .000*** 5.40 12.32 .000***

Section=Technician 29.99 16.90 .000*** 29.40 13.05 .000***

Gender=Male 0.46 -10.47 .000*** 0.44 -10.39 .000***

N
LR-Statistic

p
Nagelkerke R2

AIC

840
.303
.51
.00

4117.0

840
32.361

.00

.47
3622.8

840
34.913

.00

.47
3622.7

Deviance:
Year

Month
Section
Gender

0.69 (p=.40)
216.15 (p=.00**)
495.14 (p=.00**)
98.96 (p=.00**)

238.98 (p=.00**)
484.05 (p=.00**)
98.22 (p=.00**)

Source: Authors’ own elaboration.

Generalized linear models’ techniques has 
been used, considering count data.

On the period 2015-2017, it has been 
detected a decrease on the amount of work 

absences for the educational institution. 
Besides, it has been determined that the 
Technical Areal has a greater rate on 
absenteeism, and the Managing Area has the 
smaller rate. The results regarding the gender 
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variable comparative, shows that, from 
the three variables, only the Absenteeism 
variable reported a moderate size effect, but 
the Average Income and Equity with Gini 
Index didn t́.

In addition, the results show that women 
were absent of work on an average of 3 days 
more than men. As Carosio (2010) states, 
women ś integration to socio-productive life 
hasn t́ been followed by systems of social 
and family joint responsibility on domestic 
work and care. All of this generates conflict 
between women ś personal, family and 
work life, and it leads them to dismiss their 
professional careers and their productive 
initiatives. Also, it creates a line of research 
that allows making a comparison of the levels 
of work absenteeism between women with 
children and women without children.

Regarding the conducted comparison, 
considering the Section variable, it 
produces statistically significant results 
to the Absenteeism variables, and the 
Average income. First it shows statistically 
significant differences in Absenteeism, 
highlighting higher differences between 
Technicians-Assistants and Technicians-
Managers, which border on a difference of 7 
days of absence. This is explained because, 
even acknowledging the fact that there are 
different kinds of leaves or flexible schedules 
to all the different sectors, workers protect 
their workstations, because they don t́ have 
higher studies guaranteeing their training, 
making it harder to get a new job, so their 
absence doesn t́ favor their work development.

On the other hand, regarding the 
comparison made considering the Average 
Income variable, the main differences are 
between Managers-Assistants and Managers-
Administrative, with differences that border 
an average of $2.000.000(chilean pesos), 
which is large gap. This fact is associated to 
the country ś current situation, where there 
is a ratio of 1:8 of difference between the 
remuneration of a Technician and a Manager, 
which is no surprise.

According to the models, the average 
income, expressed as logarithms, creates 
a statistically significant effect over the 
absenteeism levels, helping to its prediction. 
This is associated to Nazario (2006) 

statement, on the labor market we are living 
nowadays, it is a necessity to pay attention 
to something so important and decisive as 
giving benefits to the personnel (and all the 
compensatory policy as a whole). Afterwards, 
when adding gender and section to the model, 
both have significant effects on absenteeism 
days, on one hand, men have less absences 
than women, and on the other, most absences 
are from technicians and least are from 
managers, this is confirmed by the statement 
previously mentioned by Mendoza (2015), 
where the differences shown regarding the 
hierarchical level and the impact produced 
by job satisfaction and psychological 
climate, lead to think that men are more 
determined to remain on their jobs because 
of their position on the other variables. As 
for women ś absenteeism, it will be mainly 
related to the level of dissatisfaction and the 
sensed psychological climate, unrelated to 
of the hierarchical level they have within the 
organization.

Regarding Equity (Gini index), it doesn t́ 
have a statistically significant influence on 
the level of absenteeism, mainly because 
of the low variability of this index, besides, 
it is not influenced by gender nor section, 
meaning, it is not an adequate predictor 
for the absenteeism level in this context. 
Barroso (2012) presented a different 
result, pointing out that absenteeism has 
a statistically significant correlation with 
equity. The model generated an important 
percentage of explanation of absenteeism 
variation, a 47%, according to the Nagelkerke 
R2 coefficient. This allows us to point that 
regression capacity, using as a distributional 
assumption of the dependent variable as 
negative binominal, has been effective on 
its prediction. In summary, to this sample of 
workers of a higher education institution the 
average income (expressed as logarithms) 
is an appropriate predictor for absenteeism 
level, while Equity, measured through Gini 
index is not.

Authors consider this study as a contribution 
for future research associated to the relation 
between absenteeism, remuneration, and 
equity, giving a first sight to the subject. The 
result is considered as a contribution since 
there is no reference where the relation of 
three variables is studied.
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In summary, average income (expressed 
as logarithms) is an appropriate predictor for 
absenteeism level, while Gini index isn t́ for 
this sample of workers of a higher education 
institution 

6. Conflict of interest
The authors declare no conflict of interest.

7. Source of Financing
This research is sponsored by Universidad 

del Bio-Bio (Work Absenteeism, remuneration, 
and equity: a confused relationship), and 
it is conducted by researchers from the 
Sciences Faculty and the Business Faculty of 
Universidad del Bío-Bío.

8. References
Agresti, A. (2002). Categorical Data Analysis (2a 

ed.). New York, USA: John. Wiley & Sons. 

Barroso, F. (2012, octubre). Calidad de vida laboral 
vs. rotación, ausentismo y productividad. Un 
estudio en 103 empresas de la ciudad de 
Mérida, Yucatán. XVII Congreso Internacionl 
de Contaduría, Administración e Informática.
ANFECA, UNAM, Ciuda de México, México.

Cameron A. C., & Trivedi, P. K. (2013). Regression 
Analysis of Count Data (2nd ed.). Econometric 
Society Monograph, 53. Retrieved from http://
cameron.econ.ucdavis.edu/racd/count.html 

Carosio, A. (2010). El trabajo de las mujeres: 
desigualdad, invisibilidad y explotación. Revista 
Venezolana de Estudios de la Mujer, 15(35), 7-13. 

Chiavenato, I. (2000). Administración de Recursos 
Humanos. Bogotá, Colombia: Editorial Mc 
Graw-Hill.

Chiavenato, I. (2011). Administración de recursos 
humanos.  McGraw Hill.  Recuperado de 
https://cucjonline.com/biblioteca/files/original/
aec4d0f8da9f45c14d9687966f292cd2.pdf

Cohen, G. (1989). On the currency of egalitarian 
justice”. Ethics, 99(4), 906-944. Retrieved from 
http://www.jstor.org/stable/2381239

Dolan, S. L., Shuler, R. S., Randall, S., & Valle, R. 
(1999). La gestión de los Recursos Humanos. 
Madrid, España: Mc Graw-Hill, Interamericana 
de España. 

Fernández, I., y Baeza, R. (2000). El Psicólogo 
organizacional como gestor de compensaciones. 
Revista tendencia en psicología contemporánea, 
serie azul (1), Recuperado de https://
es.slideshare.net/ignacioinspirado/2002-uai-
psicologo-org-como-gestor-de-compensac

García, V., y Martínez, R. (2016). Ausentismo 
Laboral y Salud: Estudio de su importancia en 
el teletrabajo. Retos, 6(11).  doi: 10.17163/ret.
n11.2016.01

Hoffmeister, L., Vidal, C., Vallebuona, C., Ferrer, 
N., Vásquez, P., y Nuñez, G. (2014). Factores 
asociados a accidentes, enfermedades y 
ausentismo laboral: Análisis de una cohorte de 
trabajadores formales en Chile. Retrieved from 
https://scielo.conicyt.cl/scielo.php?script=sci_
arttext&pid=S0718-24492014000100005

Jarque, Carlos M., & Bera, A. K. (1987). A test 
for normality of observations and regression 
residuals. International Statistical Review 55(2), 
163-172.  https://doi.org/10.2307/1403192  

Kruskal, W., & Wallis, W. (1952). Use of Ranks in 
One-Criterion Variance Analysis. Journal of the 
American Statistical Association, 47, 583-621. 
https://psycnet.apa.org/doi/10.2307/2280779

Lawler, E. (1990). Strategic Pay: Aligning 
Organizational Strategies and Pay Systems. San 
Francisco, USA: Jossey-Bass Inc., Publishers. 

Lilliefors, H. W. (1967). On the Kolmogorov-
Smirnov test for normality with mean and 
variance unknown. Journal of the American 
Statistical Association, 62, 399-402. http://
dx.doi.org/10.1080/01621459.1967.10482916

Lorenz, M. O. (1905). Methods of Measuring the 
Concentration of Wealth. Publications of the 
American Statistical Association, 9(70), 209-219, 
Retrieved from https://www.tandfonline.com/
doi/abs/10.1080/15225437.1905.10503443

Mann, H. B., & Whitney, D. R. (1947). On a test 
of whether one of two random variables is 
stochastically larger than the other. Annals of 
Mathematical Statistics, 18, 50-60. https://doi.
org/10.1214/aoms/1177730491

Méndez-Ramírez, O. (2013). Neoliberalismo y 
equidad: la sociedad chilena analizada desde una 
perspectiva estudiantil. Revista Iberoamericana 
de Educación Superior, 11. https://doi.
org/10.22201/iisue.20072872e.2013.11 

Mendoza, R. (2015). Insatisfacción laboral 
como predictor del ausentismo en un 
hospital público. Revista médica de Chile, 
143(8), 1028-1033. https://dx.doi.org/10.4067/
S0034-98872015000800010 

http://cameron.econ.ucdavis.edu/racd/count.html
http://cameron.econ.ucdavis.edu/racd/count.html
https://cucjonline.com/biblioteca/files/original/aec4d0f8da9f45c14d9687966f292cd2.pdf
https://cucjonline.com/biblioteca/files/original/aec4d0f8da9f45c14d9687966f292cd2.pdf
http://www.jstor.org/stable/2381239
https://es.slideshare.net/ignacioinspirado/2002-uai-psicologo-org-como-gestor-de-compensac
https://es.slideshare.net/ignacioinspirado/2002-uai-psicologo-org-como-gestor-de-compensac
https://es.slideshare.net/ignacioinspirado/2002-uai-psicologo-org-como-gestor-de-compensac
https://revistas.ups.edu.ec/index.php/retos/issue/view/11
https://revistas.ups.edu.ec/index.php/retos/issue/view/11
https://scielo.conicyt.cl/scielo.php?script=sci_arttext&pid=S0718-24492014000100005
https://scielo.conicyt.cl/scielo.php?script=sci_arttext&pid=S0718-24492014000100005
https://doi.org/10.2307/1403192
https://psycnet.apa.org/doi/10.2307/2280779
http://dx.doi.org/10.1080/01621459.1967.10482916
http://dx.doi.org/10.1080/01621459.1967.10482916
https://www.tandfonline.com/doi/abs/10.1080/15225437.1905.10503443
https://www.tandfonline.com/doi/abs/10.1080/15225437.1905.10503443
https://doi.org/10.1214/aoms/1177730491
https://doi.org/10.1214/aoms/1177730491
https://doi.org/10.22201/iisue.20072872e.2013.11
https://doi.org/10.22201/iisue.20072872e.2013.11
https://dx.doi.org/10.4067/S0034-98872015000800010
https://dx.doi.org/10.4067/S0034-98872015000800010


137

Cuadernos de Administración :: Universidad del Valle :: Vol. 36 N° 68 :: September - December 2020

https://doi.org/10.25100/cdea.v36i68.9743

Milkovich, G., & Newman, J. (1996). Compensation, 
USA: Editorial Irwin, McGraw-Hill. Retrieved 
from  https://www.tandfonline.com/doi/abs/10.
1080/0958519032000145792 

Ministerio de Hacienda. (2005). Fija texto refundido, 
coordinado y sistematizado de la ley Nº 18.834 
sobre Estatuto Administrativo del Estado de Chile 
(D.F.L. N° 29, ). Recuperado de  https://www.
bcn.cl/leychile/navegar?idNorma=236392

Morgan, W. (1983). Administración de personal. 
México: Editorial Limusa.

Müller M. (2000) Generalized Linear Models.  
XploRe — Learning Guide, 205-228. https://doi.
org/10.1007/978-3-642-60232-0_7

Nagelkerke, N. (1991).  A Note on a General 
Definition of the Coefficient of Determination. 
Biometrika, 78(3), 691-692. Retrieved from 
https://www.jstor.org/stable/i315532 

Nazario, R. (2006). Beneficios y Motivación 
de los empleados. INVENIO 9(17), 133-145. 
Recuperado de https://www.redalyc.org/
pdf/877/87791710.pdf

Organización Internacional del Trabajo (1991). 
Enciclopedia de Salud, Seguridad e Higiene en 
el Trabajo (pp. 5-11, Tom. 1). Madrid, España: 
Centro de Publicaciones del Ministerio del 
Trabajo y Seguridad Social. Recuperado de  
https://www.insst.es/documents/94886/161958/
Sumario+del+Volumen+I/18ea3013-6f64-4997-
88a1-0aadd719faac

Project Management Institute. (2013). Guía de 
los fundamentos para la dirección de proyectos 
(PMBOK guide) (5a ed.). Pennsylvania, USA: 
Project Management Institute. 

Purcell, N. (2011). Cabezas que gano, colas que 
suelta: necesita reformar la compensación 
ejecutiva. Revista de ética empresarial 
internacional, 4(1), 3–9. 

Robbins, S. (2005). Administración (8a ed.). 
Naucalpan de Juárez, México: Editorial Pearson, 

Sánchez, A., Rivera, E., y Velasco, J., (2016). 
Desigualdades de género en ciencia, el caso 
de las científicas de la UAEMéx. Cuadernos 
Intercambio sobre Centroamérica y el Caribe, 
13(2), 85-112. Recuperado de https://dialnet.
unirioja.es/descarga/articulo/5695896.pdf 

Venables W. N., & Ripley, B. D. (2002). Modern 
Applied Statistics with S. (Fourth ed.). New 
York, USA: Springer. Retrieved from http://
www.stats.ox.ac.uk/pub/MASS4

Wayne, R., y Noe, R. (2005). Administración 
de Recursos Humanos. México: 
Prentice Hall. Recuperado de https://
cucjonline.com/biblioteca/files/original/
ccc71a187c22e0bac95c3267e2888f6f.pdf

Worldatwork. (2016). En línea. Recuperado de 
http://www.worldatwork.org

How to cite this paper?
Chiang Vega, M. M., Fuentes de la Fuente, Á. A., & Hidalgo Ortiz, J. P. (2020). Work absence, remuneration, and equity: 
a confused relationship. Cuadernos de Administración, 36(68), 126-137. https://doi.org/10.25100/cdea.v36i68.9743

Cuadernos de Administración journal by Universidad del Valle is under licence  Creative Commons Reconocimiento-
NoComercial-SinObrasDerivadas 4.0. Based in http://cuadernosdeadministracion.univalle.edu.co/

https://www.tandfonline.com/doi/abs/10.1080/0958519032000145792
https://www.tandfonline.com/doi/abs/10.1080/0958519032000145792
https://www.bcn.cl/leychile/navegar?idNorma=236392
https://www.bcn.cl/leychile/navegar?idNorma=236392
https://doi.org/10.1007/978-3-642-60232-0_7
https://doi.org/10.1007/978-3-642-60232-0_7
https://www.jstor.org/stable/i315532
https://www.redalyc.org/pdf/877/87791710.pdf
https://www.redalyc.org/pdf/877/87791710.pdf
https://www.insst.es/documents/94886/161958/Sumario+del+Volumen+I/18ea3013-6f64-4997-88a1-0aadd719fa
https://www.insst.es/documents/94886/161958/Sumario+del+Volumen+I/18ea3013-6f64-4997-88a1-0aadd719fa
https://www.insst.es/documents/94886/161958/Sumario+del+Volumen+I/18ea3013-6f64-4997-88a1-0aadd719fa
https://dialnet.unirioja.es/descarga/articulo/5695896.pdf
https://dialnet.unirioja.es/descarga/articulo/5695896.pdf
http://www.stats.ox.ac.uk/pub/MASS4
http://www.stats.ox.ac.uk/pub/MASS4
https://cucjonline.com/biblioteca/files/original/ccc71a187c22e0bac95c3267e2888f6f.pdf
https://cucjonline.com/biblioteca/files/original/ccc71a187c22e0bac95c3267e2888f6f.pdf
https://cucjonline.com/biblioteca/files/original/ccc71a187c22e0bac95c3267e2888f6f.pdf
http://www.worldatwork.org 
https://doi.org/10.25100/cdea.v36i68.8702 

