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Personal Financial Wellness May be the Missing Factor in
Understanding and Reducing Worker Absenteeism

So-hyun Joo1 & E. Thomas Garman2

The determinants of absenteeism and efficient methods of reducing absenteeism are some of the
greatest concerns of employers.  This paper examines the relationship between personal financial
wellness and absenteeism from the sample of 278 white-collar clerical workers in a mid-eastern
state.  Financial stressors and personal financial wellness are some of the important factors that
explain variance in absenteeism.  Based on the relationship, the potential effects of financial
education on reducing absenteeism are discussed.  Extrapolating the findings to clerical workers
throughout the United States show a potential annual net savings from reduced absenteeism
through financial behavioral changes by effective workplace financial education of $440 million.
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The determinants of absenteeism and efficient
methods of reducing absenteeism are of concern to
employers. “Employee departures often have veiled
effects on a company’s top and bottom lines, such as
decreases in customer satisfaction, worker morale,
and overall company productivity” (Caggiano, 1998).
These costs are in addition to the burden on
management’s time.

Some of the identified determinants of absenteeism
are employee satisfaction, employee participation in
management systems (e.g., profit-sharing ownership
schemes), health status, family factors (e.g., being a
mother with small children), job performance, age,
organizational tenure, perceptions of interactional
justice, and worker perception of the absence norm.
Studies also show one of the most significant reasons
for absenteeism is stress.

A primary source of stress is personal financial
problems (Garman, Leech & Grable, 1996). However,
when researchers study the numerous potential
determinants of absenteeism, they generally fail to
include personal financial problems as one of the
independent variables. This is in spite of the fact that

personal financial difficulties are one of the greatest
personal concerns of workers and that research has
demonstrated that these difficulties influence worker
productivity, and in particular absenteeism (Garman,
Leech, & Grable, 1996; Joo, 1998; Joo & Garman,
1998).  Therefore, identifying the relationship
between financial wellness and absenteeism can help
employers better understand the determinants of
employee absenteeism.

Since personal financial wellness is related to job
productivity, improving workers’ personal financial
wellness could be an effective way of reducing
absenteeism. Improving the workers’ financial
wellness could be accomplished relatively efficiently
through workplace financial education (Kratzer,
Brunson, Garman, Kim, & Joo 1998). In essence,
employers can develop financial information and
education programs that would result in reducing
workers’ avoidable absenteeism.

Recent research estimates the potential effects of
financial education on productivity (Joo, 1998; Joo
& Garman, 1998). According to Joo, if workplace
financial education is successful—in that it improves
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some workers’ personal financial
wellness—employers could save more than $400 per
worker for the first year through improvements in job
productivity.

The present research extends those findings. The
purpose of this study was to investigate the
determinants of absenteeism in a sample of clerical
workers, examine the potential effects of financial
education on productivity, and estimate the potential
monetary value of financial education on reducing
absenteeism among clerical workers in the United
States.

Related Literature

The following examines the literature on
absenteeism, financial wellness, and workplace
financial education.

Absenteeism
Research on absenteeism has been conducted in such
areas as psychology, human resources, economics,
law, and medicine. Research topics include the
determinants of absenteeism, causal model
development, and relationships among job
performance, employee participant policy, job
satisfaction, and absenteeism. Factors that have been
found to influence absenteeism include demographic
characteristics of workers, job satisfaction, stress, job
performance, employment environment, job
characteristics, commitment to employer, absence
norm, and managerial strategies of employers.

Demographic characteristics, such as age, health
status, and being a mother with young children, of
employees also influence absenteeism. Leigh (1991)
found statistically significant predictors of
absenteeism using a national sample. In the model,
Leigh included four categories of independent
variables: demographic variables, health variables,
aspects of the job, and economic incentives. The
significant determinants included health variables
(e.g., being overweight, complaining of insomnia,
and hazardous working conditions), job
characteristics (e.g., inflexible hours), and personal
variables (e.g., being a mother with small children).
Among the significant variables, dangerous working
conditions had the strongest relationship with
absenteeism.  In another study, Rogers and Herting
(1993) found a negative relationship between
education and absenteeism, demonstrating that those
who had less education had more absences than those
with a higher level of education.  They also found no
significant relationship between employee tenure and
absenteeism.

Absenteeism is also affected by employee
satisfaction. Mowday, Porter, & Steers (1982) found
a negative relationship between satisfaction with pay
and absenteeism, suggesting that those workers
earning lower incomes had more absences than people
making higher incomes.  Job performance is related
to absenteeism, too (Bycio, 1992), as workers with
low performance ratings from their supervisors tend
to have more absences than other workers.  Bycio
also found that absenteeism is more likely to follow
poor job performance than the reverse situation.

Gellatly (1995) used a sample of 166 nursing and
food services employees in a mid-sized hospital to
examine whether an employee’s level of absenteeism
was affected by age, organizational tenure,
perceptions of interactional justice, commitment, and
the perceived absence norm in the employees’ work
unit. Gellatly found that age was inversely related to
absenteeism, meaning older employees tended to be
absent more from work than younger workers. The
employees’ perception of the absence norm in a work
unit has a lagged impact on absenteeism, suggesting
that after working in a unit for one year the worker’s
absenteeism began to reflect the average of other
workers.

There also is a strong relationship between job stress
and absenteeism. Tang and Hammontree (1992)
argued that, “it has been suggested in the literature
that over 70% of all job absenteeism has been tied to
stress-related illness”(p.493). And their research
found a significant relationship between stress and
absenteeism.

Absenteeism is further affected by employee
participation in the managerial system. Utilizing a
linear regression equation using data on 52
engineering and metalworking firms in United
Kingdom, Wilson and Peel (1991) found that worker
participation schemes had a significant influence on
absenteeism. Firms with profit sharing or share
ownership schemes had significantly lower
absenteeism and quit rates than other firms.

Poor Financial Behaviors
It has been estimated that15% of workers are
experiencing stress from their poor financial
behaviors to the extent that it reduces their job
productivity (Garman & Leech, 1996; Garman, et al.,
1996).  Poor personal financial behaviors range from
regularly spending too much money, writing bad
checks, exceeding limits on credit cards, and failing
to pay bills to receiving communications from
collection agencies to having property repossessed
and filing for bankruptcy.  At some job sites, the
percentage of workers with substantial money
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problems is much higher, even as high as 40 or 50%
(Kratzer et al, 1998; Garman, 1998).

Financial Wellness
Joo (1998) conceptualized financial wellness as “a
level of financial health. It includes satisfaction with
material and non-material aspects of one’s financial
situation, perception (or subjective assessment) of
financial stability including adequacy of financial
resources, and the objective amount of material and
non-material financial resources that each individual
possesses” (p. 12). Financial wellness can be
measured in several ways, including financial
behavior scales, perceptions of personal finance,
overall satisfaction with financial situation, and
objective measures.

The level of one’s personal financial wellness is
influenced by age, gender, income, marital status,
education, ethnicity, financial stressors, employment
status, number of financial dependents, and housing
tenure (Foster, 1993; Joo, 1998; Livingstone &
Lunt, 1992; Mookherjee, 1997; O’Neill, 1995;
Porter, 1990; Ross & Huber, 1985). Household
income and housing tenure also have positive
impacts on personal financial wellness (Foster, 1993;
Joo, 1998; Ross & Huber, 1985). Those who have
higher household incomes and are homeowners tend
to demonstrate a higher level of financial wellness
than others (Joo, 1998). The number of financial
dependents has negative relationship with financial
wellness, as the presence of young children affects
financial wellness negatively (Ross & Huber, 1985).
The number of financially stressful events
experienced by an individual in the past year also
affects one’s financial wellness (Joo, 1998).

Financial Education
Financial education is believed by many to be the
number one solution for poor personal financial
behaviors. Wagner (1982) observed that helping
workers with problems can bring “incredible success
in improving productivity and reducing cost” (p.59).
Employer sponsored financial education influences
household financial behavior, especially on retirement
savings (Bernheim and Garrett, 1996). Bernheim and
Garrett found a strong influence of workplace
financial education on the amount of one’s retirement
savings. Workers who participated in a workplace
retirement education program saved significantly
more toward retirement education than those who did
not participate. Companies have experienced an
increase of 52% in retirement contributions from
workers after conducting workplace financial
education (Gorbach, 1997). Besides the increase in
retirement savings, workers also to actions and
successfully achieved a more appropriate asset
allocation because of workplace financial education

(DiPaula, 1998; Kratzer, et al, 1998).  People also
report that they want to obtain financial information
at their place of employment (Bernheim & Garrett,
1996; Gorbach, 1997; Kim, Bagwell, & Garman,
1998; Kratzer et al, 1998).

Financial wellness is closely related to financial
stress (Joo, 1998; Joo & Garman, 1998). Since stress
is one of the most significant factors affecting
absenteeism, the potential effects of financial
wellness on absenteeism could be huge.  However,
research on absenteeism generally has not
investigated the relationship between financial
wellness and absenteeism.  This implies that the
personal financial wellness could be the significant
factor that has been missing in understanding
absenteeism.

Methodology

A survey research design was undertaken to
investigate the determinants of absenteeism, examine
the potential effects of financial education on
productivity, and estimate the potential monetary
value of financial education on reducing absenteeism
among clerical workers in the United States. A
questionnaire was developed and pre-tested. The
instrument inquired about personal financial
wellness, absenteeism, financial stressors, and
demographic characteristics.  A mail survey (N=474)
of white collar clerical workers of a large employer in
a mid-eastern state was conducted during the spring
of 1998. From a random sample of 447 (27 out of
the original 474 were undeliverable), 295
questionnaires were returned (65.9%). Seventeen
questionnaires were determined unusable resulting in
a 62.3% usable return rate (278/447).

Characteristics of the Sample
The majority of the respondents were female (96.4%).
The mean age was 43 years old. The largest group
(35.8%) were in their 40s, about one-fourth (24.2%)
were in their 30s, and more then two-tenths (23.2%)
were in their 50s. About one-tenth (11.6%) were in
their 20s, and 5.2% were in their 60s. About three-
quarters (74.7%) had formal education beyond high
school (trade, vocational training, associates’, some
college, bachelors, and graduate).

Almost half (49.3%) had annual household income of
less than $50,000. About three-tenths (29.2%) had an
annual household income between $50,000 to
$80,000, and 5% reported more than $80,000. About
two-thirds (64.9%) were married. Over 90% were
white, while African American made up most of the
remainder (9.7%). The mean age of the 288
respondents and the population of 948 was almost
same.  The distributions of the length of employment
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of the respondents and the population were similar.
The population had average 11.22 years of
employment with the current employer.

As shown in Table 1, compared to national data
available on clerical workers, the gender distribution
of the respondents was similar to those who hold
same job titles.  The ethnicity distribution of the
respondents was also similar to national data.
However, in terms of the education level, the
respondents, as a group, were slightly more educated
than the general population.  Moreover, the three
general demographic characteristics shown in Table 1
suggest that the sample may be fairly representative
of the broader population of clerical workers.

Analysis
Correlation and regression analysis were used to
examine the relationships among personal financial
wellness, demographic characteristics, and
absenteeism. Demographic characteristics included
age, gender, marital status, education, income,
housing tenure, number of financial dependents, and
length of employment with current employer.
Personal financial wellness was measured with four
scales: perception of personal financial wellness,
behavioral assessment of personal finance, overall
satisfaction with personal financial situation, and
objective measures. Objective measures included a
solvency measure, amount of reserve funds, monthly
credit payments, monthly installment loan payments,
monthly savings, and monthly supplementary
voluntary tax-sheltered retirement contributions. The
following regression equation was utilized.

Absenteeism = a + bi Di + b PFW

where, Di = Demographic characteristics
which showed significant correlation with
absenteeism

PFW = Personal Financial Wellness
Measures
Table 1
Comparison of Sample Characteristics with Those of
Broader Population

Occupation
Specific
Demographic
Characteristics

Respon
dents

Populat
ion

United
States

Gender
Male
Female

3.6%
96.4%

(1992)a

5.0%
95.0%

Age (Mean age) 43.15 43.2
Ethnicity

White
Black
Other

91.9%
4.1%
4.1%

(1992)a

93.8%
3.02%
3.18%

General Respon State United

Demographic
Characteristics

dents States

Housing Tenure
Own
Other

76.4%
23.7%

(1996)b

73.6%
26.4%

(1995)c

65.1%
34.9%

Household
Income

Meand

$38,000
Median
(1992)e

$38,22
3

Median
(1997)f

$37,005

Marital Status
(Percentage of
Adult
Population
Married)

64.9% 61.2%

a.  U.S. Department of Commerce. (1992). 1990
Census of Population: Social & Economic
Characteristics-United States. Washington, DC:
U.S. Government Printing Office.
b. Virginia Statistical Abstract. (1996).
Charlottesville, VA: Waldeon Cooper Center for
Public Service. University of Virginia
c. Bureau of Census. (1995). Standard Bulletin
Tables. [Data posted on World Wide Web]. Retrieved
September 20, 1998 from the
ftp://ftp.bls.gov/pub/special.requests/ce/standard/1
995/tenracar.txt
d The mean was calculated from the categorical mean
of 3.81. The category 3 was the income range
$30,001 to $40,000
e. U.S. Department of Commerce. (1992). 1990
Census of Population: Social & Economic
Characteristics-Virginia. Washington, DC: U.S.
Government Printing Office.
f. Bureau of Census. (1996). Income 1996. [Data
posted on World Wide Web]. Retrieved April 11,
1998 from the World Wide Web,
http://www.census.gov/hhes/income/income96/in9
6sum.html

Since there were nine measures of personal financial
wellness, nine different regression equations were
calculated. Among the nine measures of personal
financial wellness, only those measures that showed
significant correlations with absenteeism were entered
into the regression analysis.

Determinants of Absenteeism

As shown in Table 2, among the several demographic
characteristics of the respondents and absenteeism,
only the factors of financial stressors and absenteeism
were significantly correlated. Workers who
experienced more financially stressful events in the
past year were absent from work more often than the
others. No other demographic characteristics–age,
gender, number of financial dependents, education,
income, housing tenure, and length of
employment–were found to be significantly correlated
with absenteeism.
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As shown in Table 3, the personal financial wellness
level of workers also affected absenteeism.
Perception with personal finance, behavioral
assessment of personal finance, solvency measure,
amount of reserve funds, and monthly installment
payments showed significant correlations with
absenteeism. Absenteeism was negatively
correlationed with perception with personal finance,
behavioral assessment of personal finance, solvency
measure, and amount of reserve funds. The monthly
installment payments showed a positive correlation
with absenteeism

These findings mean that those who had lower scores
on personal finance perception, behavior, solvency,
and reserve funds tended to be absent more from
work. In addition, those who had large monthly
credit installment payments were absent more from
work. In contrast, those who tended to be absent less
from work were workers who perceived that they had
higher levels of personal financial wellness, good
financial behaviors, good financial solvency, and
certain amount of reserve funds.

In sum, absenteeism was negatively correlated with
personal financial wellness. Those who perceived that
they had lower levels of personal financial wellness
tended to be absent more from work than those who
reported higher levels of personal financial wellness.

Table 2
Demographic Characteristics and Absenteeism
Correlations

               P3a

AGE          -.1147
            (  261)
            P= .064

EDU          -.0302
            (  261)
            P= .628

GENDER      .0198
            (  261)
            P= .750

HOUSD        -.0737
            (  261)
            P= .235

INCOME       -.0183
            (  261)
            P= .769

MSDD          .0300
            (  261)
            P= .629

TNO           .0889
            (  261)
            P= .152

RACEDD       -.1151
            (  261)
            P= .063

YEAR          .0498
            (  261)
            P= .423

FSTT          .1922
            (  261)
            P= .002

(Coefficient / (Cases) / 2-tailed
Significance)

a. P3: Absenteeism
   AGE: Age of the respondents in years
   EDU: Education level
   GENDER: Respondent gender, 1=if female,
otherwise=0
   HOUSING: Housing tenure, 1= if homeowner,
otherwise=0
   INCOME: Respondent’s household income
   MS: Marital status, 1=if married, otherwise=0
   RACE: Respondent’s ethnicity, 1=white, otherwise=0
   NO: Number of financial dependents
   YEAR: Length of employment
   FS: Number of financially stressful events that each
respondent experienced during the previous year

.
Table 3
Personal Financial Wellness and Absenteeism
Correlations
      

P3a          

FATT         -.1345
            (  231)
            P= .041

FBTT         -.1534
            (  231)
            P= .020

FM1          -.0469
            (  231)
            P= .478

FO1          -.1510
            (  231)
            P= .022

FO2          -.1735
            (  231)
            P= .008
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FO3          -.0526
            (  231)
            P= .426

FO4           .1986
            (  231)
            P= .002

FO5          -.0119
            (  231)
            P= .858

FO6          -.0464
            (  231)
            P= .483

(Coefficient / (Cases) / 2-tailed
Significance)

a. P3: Absenteeism
   FAT: Perception of how respondents felt about their
financial situation utilizing eight 4-point questions
  FBT: Assessment of respondents’ personal financial
behavior utilizing twelve 4-point questions
  FM: Respondents’ satisfaction level with their present
financial situation measured with a 10-point question
  FO1: Solvency measure
  FO2: Amount of reserve funds
  FO3: Monthly credit payments
  FO4: Monthly installment loan payment
  FO5: Monthly savings
  FO6: Monthly voluntary supplementary tax-sheltered
employer-sponsored retirement contribution

As shown in Table 4, regression analysis showed a
significant relationship between financial behaviors
and absenteeism. Financial stressors and financial
behaviors were significant independent variables that
explained the variance of absenteeism.  Financial
stressors were positively related with absenteeism, as
those who experienced more financial stressors in the
past year were absent more from work than the
others, controlling for other variables.

Financial behaviors were negatively related to
absenteeism. This finding suggests that if personal
financial behaviors of workers improved—their
financial wellness changed for the better—workplace
absences would decrease. The R square, however,
indicates, as would be expected, that there are other
factors that explain the variance of absenteeism of
workers. As noted earlier, many determinants of
absenteeism have been identified. For example, the
health conditions of respondents may be one of the
significant independent variables. While the small
number of independent variables in this research may
be one of the reasons for the low R square in the
equation, the relationship between absenteeism and

personal financial behavior level is statistically
significant.

Table 4
Regression Result of Behavioral Assessment Index
and Absenteeism (N=259)

Variablea         b Beta

Constant  4.731
Age -.010043 -.0699
Financial
Stressors

 .121  .144*

FBT  -.321E-02 -.140*
R    2 = .061   
F     = 5.586**
*    p    < .05.   **    p    < .01.
a. Age: Respondent’s age in years
   Financial Stressor: Number of financially stressful
events that each respondent experienced during the
previous year
   FBT: Behavioral assessment index

Among other personal financial wellness measures in
this research, the amount of monthly installment
payments showed a significant relationship with
absenteeism.  Those who had more monthly credit
installment payments tended to be absent more from
work.  No other personal financial wellness measures
showed significant regression coefficients with
absenteeism.

Discussion

This study of clerical workers found that absenteeism
was not affected by the traditional demographic
characteristics of age, education, income, marital
status, housing tenure, number of financial
dependents, and length of employment. However,
absenteeism is affected by the number of financially
stressful events in the workers’ lives.  Examples of
financial stressors are major vehicle repair expense,
overdue notice from a creditor, major house repair, a
family member went to college, a family member
died.  Employers who employ workers who have a
number of financial stressors in their lives can expect
frequent absences from that group of workers.

Absenteeism is also related to personal financial
wellness.  Clerical workers who reported a high level
of personal financial satisfaction, who showed
healthy personal financial behaviors (e.g., saving
regularly, contributing retirement savings, budgeting,
financial planning, etc.), who had higher solvency
ratio, and who had more reserve funds for
emergencies tended to be absent less from work than
the others.  Further, workers who paid more monthly
installment loan payments tended to be absent more
from work than the others.  These findings show the
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importance of personal financial wellness as one of
the factors explaining absenteeism.

The results of the regression analysis reveal that the
slope of annual absenteeism on workers' financial
wellness is -0.032 (t = - 2.228, p < .05, two-tailed
test) among the sample of clerical workers. In this
case, the slope of -0.032 is interpreted as decreases in
absenteeism associated with a 1 standard deviation
improvement in financial wellness. That is, as
financial wellness decreases annual absenteeism–or
lost days of work–increases.  In essence, as financial
wellness decreases absenteeism similarly worsens.

Therefore, if employers can help workers to improve
their financial behaviors, it can lead to a reduction in
absenteeism.  How then can employers help change
workers’ financial behaviors?

Previous literature has shown the effects of financial
education on workers financial behaviors, especially
on retirement savings (Bernheim & Garrett, 1996;
DiPaula, 1998; Gorbach, 1997).  The preceding
research suggests that financial education is vital to
improving workers’ personal financial behaviors.
This research illustrates the possible potential effects
of financial education on absenteeism through
changing workers’ financial behaviors in a positive
direction.

Policy Implications

Based upon the research finding that poor and/or low
financial wellness is a cause of work absenteeism
among clerical workers (Joo, 1998; Joo & Garman,
1998, Garman and Leech, 1997; Garman, Leech &
Grable, 1996), it is of interest to determine the
substantive significance of the relationship.  In this
case, the slope of -0.032 is interpreted as the increase
in annual lost days of work per person associated
with a 1 standard deviation worsening of personal
financial wellness.

As noted earlier, it has been recognized that
approximately 15% of workers are currently
experiencing stress about personal financial matters to
the extent that it negatively affects their job
productivity (Garman, et al., 1996). This estimate is
for white-collar occupations; the figure is probably
20% for blue-collar occupations (Garman, 1998).

How Much Improvement In Financial Wellness
Can Be Expected From A Good Workplace
Financial Education Program?
The salient question for employers is “How much of
an effect on financial wellness can be expected from a
good, or even a great, workplace financial education
program?” The answer is as follows. A financial

education program can be expected to positively
impact some, but not all workers. To illustrate,
consider an employer of 1,000 workers.  A good
financial education program might be expected to
positively impact at least 50% of workers in varying
degrees (Garman, 1998; Milligan, 1998), 500 of the
1,000 workers in this instance. For a number of
reasons the other 500 workers may very well not be
impacted at all by a good financial education
program. While a great financial education program is
likely to affect more than 50% of workers (Kratzer et
al, 1998), this discussion we will use the
conservative estimate of 50%.

Experts say that two-thirds of workers with serious
money problems can be turned around within one
year given appropriate information, education and
counseling (Garman, 1998; Milligan, 1998). Thus, in
a population of 1,000 workers, 100 who have serious
money problems (2/3 of 150) can be expected to
increase their financial behavior 1 standard deviation,
or 6.5 points on a 48-point financial behavior scale.
Another 200 of 1,000 workers can be expected to
increase their financial behavior by 4 points (about
2/3 of 1 standard deviation) and an additional 200
workers can be expected to increase financial wellness
by 2 points (about 1/3 of 1 standard deviation).

These anticipated increases, which may result from
information, education, and, in some cases,
counseling, are less than those empirically
determined to result from marital counseling
(Hahlweg & Markman, 1988), where the
"intervention succeeded in improving marital distress
scores by 79% of 1 standard deviation (Forthofer, et.
al., 1996, p. 601).”  Thus, the illustrated estimates of
the effects of workplace financial education shown
above are conservative.

The illustrated changes would be equivalent to
improving the personal financial wellness of: (1) 100
of those workers with serious money problems (the
worst 15%) up closer to the median level of financial
wellness to the 25th percentile in the financial
wellness distribution, (2) 200 of workers at the
median level of financial wellness up to the 73th
percentile, and (3) 200 of workers at the median level
of financial wellness up to the 81th percentile.

What Effect Would A Good Workplace Financial
Education Program Have On Reducing
Absenteeism?
The mathematics of these changes demonstrate that
the result would be a decrease in the amount of
expected absenteeism from work.  The expected
decrease in absenteeism for the workers who have
serious money problems and who increase their
financial behavior 1 standard deviation would be five
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work hours per year (0.032 x 6.5 points behavioral
score increase x 3 days x 8 hours work per day). For
those who began at the median level of financial
wellness and improved their financial behavior by
only 4 points, it would be three hours per year (0.032
x 4 points behavioral score increase x 3 days x 8
hours work per day). For those who began at the
median level of financial wellness and improved their
financial behavior by a marginal, but important, 2
points, it would be one and one-half hours per year
(0.032 x 2 points behavioral score increase x 3 days x
8 hours work per day).

Keep in mind, too, that half of the workers in this
illustration (500 of the 1,000 workers) are not
affected by the workplace financial education for
various reasons. The other 500 in a group of 1,000
workers who are positively impacted by the financial
education are affected in small, incremental and
varying, but important, ways. Overall, these changes
add up.

What happens when these changes are applied to data
in the sample of clerical workers? Workplace financial
education would result in a decrease in the expected
number of annual lost days of work per person in the
sample from 6.0 days to 5.8 days.  The calculations
are as follows. The average number of absences of the
respondents was 6 days per year.  The financial
behavioral changes resulting from workplace financial
education could be expected to reduce the average
annual absenteeism of the sample by 1/5 of one day
(the expected average absenteeism change is 5.8 days
instead of 6 days).

These savings in absenteeism are based on the above
calculation that 10% of workers will improve their
personal financial behavior score by 6.5 points, 20%
will improve their score by 4 points, 20% will
improve by 2 points, and the remaining 50% will
experience no changes in personal financial behaviors.

What Is The Potential Savings For an Employer
Resulting From Less Absenteeism Because Of
Improvements In Personal Financial Wellness?

To calculate the potential savings from improving
personal financial wellness, begin by figuring the
cost as if all of the people in the sample missed a
single day of work.  Thus, the cost in lost
productivity for one day of absence for the 278
workers equals $33,360 per day (multiplying a
$15.00 hourly salary for 278 respondents [their actual
average hourly rate]). Therefore, the annual loss of
productivity for this sample would be $200,160 per
year ($33,360 x 6 [average yearly absences]).

Changing absenteeism from 6 days to 5.8 days for
this sample of clerical workers can reduced the
average yearly loss from $200,160 to $193,488
($200,160 - $193,488 [$200,160 x 5.8]), resulting in
a $6,672 increase in productivity per year. On a per
worker basis, the calculations of the potential savings
to the sampled employer that result from less
absenteeism because of improvements in personal
financial wellness are $24 per worker per year
($6,672/278).

The Potential Savings For All Employers Of
Clerical Workers Is $440 Million
According to the Statistical Abstract of the United
States 1997, there are 18,353,000 administrative
support workers nationwide, including clerical
workers.  The substantive question is how much is
the potential savings to the nation’s employers of
clerical workers if the calculations are extrapolated to
all 18,353,000? This again assumes that the
workplace financial education program would effect
only 50% of them in varying degrees.  The savings
could amount to $440,472,000 ($24 savings per
worker x 18,353,000) per year, assuming an annual
average of 6 days lost to absenteeism.

These calculations are conservative. According to data
from the Bureau of Labor Statistics, the lost work
time rate (hours absent as a percent of hours usually
worked) for all clerical workers in 1996 was 2.5.
This lost work time rate can be converted to an
annual average of absences of 6.25 days (2,000 hours
x 0.025 = 50 hours/8 hour workday) for clerical
workers.

These calculations show the powerful potential effects
of workplace financial education on reducing
absenteeism among the nation’s clerical workers.
These findings suggest that the potential savings for
employers who provide workplace financial education
to the nation’s clerical workers that impacts their
personal financial wellness in small, incremental and
varying, but important ways is $440 million a year.

Employers should be alert to the potential savings
resulting from lower absenteeism because of
workplace financial education. Providers of financial
information, education, and services need to
collaborate with employers to collect empirical
evidence on the actual reductions in worker
absenteeism as a result of workplace financial
education. Comprehensive personal finance employee
education that impacts workers’ personal financial
wellness in a positive manner may very well be the
missing factor in understanding and reducing worker
absenteeism.
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