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ABSTRACT

This study examined the impact of big five personality traits on absenteeism with
moderating role of ethical orientation. Data was collected from 150 university
faculty members across Pakistan using a questionnaire. Results indicate that big five
personality traits to a large extent account for absenteeism while ethical orientation
plays an important role as a moderator. Implications and future research directions
are also discussed.

INTRODUCTION

Organizational Behavior and Human Resource
researchers have studied absence from work and
extensive research literature exits regarding it (Johns,
2003). Conventionally, absenteeism research has been
focused on the ‘lack of presence’ characteristic of the
behavior (Patton & Johns, 2012). Previously tolerated
behaviors of employees regarding absence in workplace
is now unacceptable (Taylor, Cunningham, Newsome,
& Scholarios, 2010) because organizations which are
experiencing high absenteeism bearing expensive cost.

Various studies focused on a broader range of
determinants of absenteeism such as psychosocial work
factors (Niedhammer, Chastang, Taieb, Vermeylen
& Thirion, 2012; Rugulies et al., 2007), Work
characteristics (Griep, Rotenberg, Chor, Toivanen, &
Landsbergis, 2010), work-family role conflict (Lidwall,
Marklund, & Vos, 2009), and Job demand and resources
(Schaufeli, Bakker, & Rhenen, 2009). Among all these,
job demands and resources work as analysts to forecast
absence interval and rate in term of amount of absence
and frequency (Bakker, Demerouti, Boer, & Schaufeli,
2003). In addition, satisfactory psychosocial work
environment strongly and independently effect sickness
absence (Hansen et al., 2009). Latest work practices and
faster technological innovations are altering the nature
of jobs (Roelen, Koopmans, Bultmann, Groothoff &
Klink, 2009) resulting in increased rate of absenteeism.
For avoiding sickness absence, variables like conflict,
overload and improvement of role offer slight descriptive
influence (Mastekaasa, 2000).

Besides these factors, specific personality traits of
the employees may be correlated with absenteeism. The
history of personality is a deep-rooted as the field of

psychology. By mid-eighties, researchers started to unite
manageable numbers of personality traits and models. Big
Five Model of personality (Digman, 1990) was greatly
accountable for the rebirth of research. Researchers in
both psychology and organization behavior unified that
the Big Five Model is a widely accepted framework of
personality consisting of neuroticism, conscientiousness,
extraversion, agreeableness, openness to experience
(Digman, 1990), which allow to study meaningful
relationships between personality traits and work
behaviors.

In addition to information about personal and
workplace attributes, personality act as an important
descriptivefactorforabsenteeism(Stormer&Fahr,2013).
The main personality variables (the Big 5 personality
traits) effect was approximately as much as that of job
attributes in employees with psychopathology, and even
more than that of job features in physically fit employees
as employees with high neuroticism, low extraversion,
low agreeableness, low conscientiousness and low
openness to experience will leads towards absenteeism
(Vlasveld et al., 2013). In contrast, both neuroticism and
related psychopathology were discovered to link with
employee absence (Krispijn & Bijl, 2000). Constancy
of absenteeism eventually across varying environments
may be because of its lasting, personality oriented
determinants (Froggatt, 1970a, 1970b).

Inadequate former studies relied on the extent of the
problem such as lost-time percentage and average number
of spells per employee instead periods of long term
sickness (Wright, 1997). Previously absenteeism was
mostly assessed at team level instead of individual level
(Consiglio, Borgogni, Alessandri & Schaufeli, 2013).
Limited work have been done to foresee absenteeism as
a result of different personality traits, more specifically in
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