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INTRODUCTION

The purpose of this study has been to analyze the scope
and nature of absenteeism among the bus operator ranks
and to develop recommendations which would help the
Transportation Department in dealing with this problem.

The study was initiated in October, 1978 with the
distribution of questionnaires to all Transportation
divisions, assessing the number of incidents of absence
from October 1, 1977 to September 30, 1978. More detail-
ed follow-up was conducted at two divisions (#2 and #7)
to profile operators with 9 or more instances in the past
year.

In addition, extensive analysis of the Transportation
Department's 3-5 reports, "Statements of Operating Person-
nel' was conducted from the period from October, 1976

to November, 1978 to determine relationships among man-
power status, extra board requirements, shines, 1l-day
sick, 2 to l4-day sick, requests off and working days

off.

This report very briefly describes the findings, conclusions
and recommendations as a result of the study. The appendix
contains many of the tables used throughout the analysis
which may not be specifically cited in the report but

which may be useful to anyone interested in a further level
of detail.



CONCLUSIONS

1. Bus Operator absenteeism is widespread and severe.
Short-term absenteeism (1 to 14 days) averages 6.3%
from 1976 to the present (ranging from 5.6 to 6.8).
If 15 to 30 day absenteeism is included, the rate
has an average of 8.6%. An absence rate of 3.5%
is considered by many industries to be acceptable.

2. The Transportation Department experienced a total
of approximately 92,000 work days lost by operators
from October, 1977 to September, 1978 as a result
of absenteeism ranging from 1 to 30 days. This
equates to approximately 350 man years lost.

3. Of the 92,000 work days lost, 20,440 days were
lost due to 1l-day sickness or 22%, equating to 79
man-years lost.

4. Bus Operator absenteeism appears to be caused by:
a. easy availability of scheduled overtime
(long work days and biddable trippers)
b. easy availability of unscheduled overtime
(work on days off due to manpower shortages)
c. little positive encouragement for coming

to work (feeling they are needed, recogni-
tion by management)

d. little negative encouragement for coming
to work (discipline policy for excessive
absenteeism)

e. quality of supervision (follow-up on medical
releases, personal contacts to operators'
homes)

f. quality of pre-employment screening (very
brief physical, little inquiry into past
workers compensation and attendance records)

g. desire for more leisure time and the increase
of two-income families.,

5. Short-term absenteeism is strongly associated with
manpower shortages and can usually be reduced by
having adequate manpower.

6. Short-term absenteeism is strongly associated with
increase use of operators on their regular days off.
This may create a vicious cycle of more overtime

and even more absenteeismn.
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Problem operators with 14 or more instances in the
past 12 months frequently seem to have a miss-out
problem.

a. Account for 6% of all operators and 19%
of the instances of absence

b. Average 4 days per instance and about
17 instances per year

c. Earn an average of 40 pay hours per week
rather than the average of 45 or 46 hours

d. Are otherwise satisfactory employees with

regard to accidents and demerits.

Short-term absenteeism is somewhat linked with operators'
rest days. Many operators seem to desire 3-day week-
ends.

Short-term absenteeism is strongly linked with Satur-
day and Sunday, regardless of regular rest days.

There is no correlation between poor attendance and
low or high seniority.

There is a polarization in the patterns of sick pay
usage by bus operators with few exceptions. Either
they use all of their available sick pay allowance
or they use none at all.

There are more instances of absence now than in 1975
but fewer than 1973.

Compared to 1973 or 1975, there are currently fewer
problem operators but also fewer operators with good
attendance (6 or fewer). The major shift has been
for more operators to experience 7 to 13 instances
per year.

The Transportation Department has no means of disciplin-
ing for excessive absenteeism, as a result of the
arbitration.

Except for Division 5, action taken by managers has
been limited to occasional counseling of problem
operators.



FINDINGS

1. 4,090 operators accounted for 20,951 instances of absence,

an average of over 5.1 instances per operator from
October 1, 1977 to September 30, 1978.

2. The following distribution of instances and operators:

No. of Operators Instances Avg. Instances
Instances No./% No./% Per Operator
6 or less 2820/69% 7405/35% 2.6
7 to 13 1039/25% 9567/46% 9.2
14 or more 231/6 % 3979/19% 17.2

See Figures 1 § 2.

3. The following profile of operators at Division 2 and 7
with 9 or more instances of absence over last 12 months:

9 to 13 14 or more
Factor Div. 2 Div. 7 Div. 2 Div. 7
Operators 49 67 18 40
% of Division's Operators 10.5% 17.3% 3.8% 10.3%
Days lost per instances 4.3 3.8 4.4 3.1
Miss Outs 3.8 3.7 4.8 5.4
Accidents-Unavoidable 1.5 1.8 1.5 1.9
Accidents-Avoidable .5 .3 .2 .3
Demerits -26 -35 -20 -35
Extra Board#® 16% 43% 22% 53%
VCB Request 0 2 1 1
Seniority 1973 1972 1973 1973
Annualized Earnings $17,686 $18,086 $15,688 $17,228
Annualized Pay Hours 2,227 2,278 1,976 2,170
*Division 2 average - 32%, Division 7 average - 35%.
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Absence and the relationship with days off and with Satur-
day and Sunday:

Div. 2, August 1, 1978 to October 31, 1978
Sun. Mon. Tues. Wed. Thurs. Fri. Sat.

who

sick 11.9 9.5 9.2 7.2 8.8 11.1 11.8
one -

sick 9.0 6.2 5.6 4.4 5.4 6.1 7.2
one-day

linked

days off 3.1 4.0 1.4 1.2 1.6 3.5 4.3
one-day

not linked

days off 5.9 2.2 4.2 3.2 3.8 2.6 2.9
Figure 3.

During the period that the Transportation Department's
discipline policy was in effect (November '77 - May '78)
the number of one-day sicks declined from about 55 per

day systemwide to about 35, then soared over 70 per day
after the decision was announced, before leveling off at
about 65 per day. 2-14 day sick was not similarly affected
during these periods (see Figures 4 and 5).

Short-term absenteeism (1 day and 2-14 day sick) is strongly
negatively correlated with manpower status (r -0.74), that
is as the ratio of available operators to operators required
increases, absenteeism decreases, and vice versa. This
relationship is particularly strong (r -0.95) in the year
prior to the implementation of the new policy regarding
excessive absenteeism. However, over all periods, the rate
of change (slope) is relatively small.
9.)

(See Figures 6 through



7. Both the average absenteeism rate and the average OCB/V(CB
rate is lower when the number of available operators meets or
or exceeds the number required, as shown below:

Manpower Absentee VCB/0OCB No. of
Status (1) Rate (2) Rate (3) Weeks
0% & Above 5.60% 0.39% 48
Below 0% 6.76% 1.72% 63
(Overall
Average)

-0.17% 6.27% 1.15% 111

(1) HAvailable Ops. - Required Ops.) : Required OpSJ x 100
Each % equals approximately 40 operators.

(2) ROne day + two to fourteen day sick) = Available Ops.)]
x 100 Each % equals approximately 40 operators.

(3) (Operators working day(s) off : Available Ops.) x 100
Each % equals approximately 40 operators.

8. A review of sick pay cards of the problem operators at
Division 2 indicates a polarization in the patterns of
sick pay usage. Of the 30 operators sampled, 14 of them
used all of their sick pay allowance, 9 had not used
any, and the remaining 7 fell somewhere in between.



RECOMMENDATIONS

Because of the multiplicity of factors causing absenteeism,
no single recommendation can effectively deal with all facets
of the problem. In order to address the varying aspects of
operator absenteeism, the subsequent recommendations are
proposed and are organized into three basic groups.

The first group includes those recommendations which can
immediately strengthen the Transportation Department’s

control over absenteeism. These measures are uncomplicated,
fully within management's prerogatives, and can be implemented
with no significant cost.

The second group includes those recommendations which should
receive top priority in contract negotiations with the UTU.

The third group includes those recommendations, some requir-
ing contract changes, which are strongly supported by the
findings but are such significant departures from past practice
that they should receive further study.

A. MANAGEMENT PREROGATIVES

1. Greater Management Awareness and Action

It is recommended that the following efforts be initiated to
increase management and employee awareness of the magnitude
of the attendance problem:

a) The Transportation Department should begin as soon
as possible some method of tabulating on a daily
basis the total days lost and number of instances
as a result of absenteeism by division and per
operator. Current record-keeping methods and man-
power projection methods do not make note of actual
days lost. The total days lost and instances of
absence should be two indicators monitored very
closely by division management on a weekly and month-
ly basis because they give a much more accurate
report on how effective a division is in reducing
absenteeism than the current manpower report.

b) The Transportation Department should develop some
means of coding absences recorded in the 3IR with
a notation as to whether those absences occurred
in connection with days off or weekends. A paren-
thetical D or W may be adequate.
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The Division Manager or Assistant Manager should
daily monitor the Daily Event Sheet and make an
effort to speak to as many of the operators as
possible, who went sick on weekends or before

or after their days off, upon their return to
work. This form of contact should be friendly
and informal and serve to show that the District
missed them when they did not report for work.

The Post Card Program at Division 5 should be
implemented in all divisions. Currently at
Division 5, a post card is sent to all operators
who go sick on the day they go sick which states,
in essence, that although they lost the pay for

the day and the District was without their much-
needed service, the Manager is more concerned

about their well-being. The card further states
that if the Manager can be of any assistance, they
are invited to call or stop into his office. If

the employee is out for three days or more, the
manager then should follow up with a call to the
employee if he has not heard from him or her.
Again, this effort should be conducted in a friend-
1y, informal manner with the overall message to the
employee being that the District is concerned about
his or her well-being.

Each division manager should report to his superintend-
ent on a weekly basis the status of all employees

with absences over 7 days, and especially those
employees in the 15 to 30 days, and the 30 days and
over categories. To do this the manager or his assist-
ant should attempt to reach these employees weekly to
obtain information on their status.

In the indoctrination of new students, the division
manager should especially emphasize the importance

of good attendance, the difficulties absenteeism
causes especially in being able to grant requests off,
and how it negatively impacts service.

11 students or newly qualified
the probation period should be very closely monitored
and whenever such an employee has any more than one
absence in this period, friendly counseling should
occur, to remind him or her that their absence was
noted. Anymore than three absences in that 90 day

period should be considered grounds for discharge.

operators still in



h) Division Managers and Assistant Managers should
make maximum use of their ability to counsel
employees under Code 15, a disciplinary code
accepted by the Union, and so note it in the 3IR.
This counseling should be conducted especially
on those employees whose absences precede or follow
days off or weekends and those with more than 14
absences in the previous 12 months. It should not
be conducted in any threatening manner since the
District is currently unable to take any further
action. Rather, it should be conducted in a
straight forward manner, impressing upon the employee
how his or her absence negatively impacts the opera-
tion: requests off cannot be granted, service
deteriorates, increases District costs, and employee
dependability drops. At this time the point should
be made to employees that the District needs healthy
workers it can depend upon and again the offer of
assistance should be made.

i) The General Superintendent of Transportation should
issue a memorandum to all division managers explain-
ing the above procedures to be implemented. This
memorandum should further state that the District
continues to be concerned about absenteeism and,
until a formal discipline policy is negotiated,
they are expected to use all the resources in
their control to reduce absence. Such a memo will
help reduce ambiguity regarding the overall District
attitude on absenteeism.

This set of recommendations is necessary because, aside from
the requiring of doctor's releases after 14 instances, there
is no department-wide effort being conducted using the tools
and rights which management has retained.

These recommendations will address all aspects of the absenteeism
problem--the long-term and short-term absenteeism. It will ensure
that new students understand the District's attitude and will
clarify for division managers what efforts the District is expect-
ing them to make to reduce absenteeism. Another benefit of these
efforts may be an improvement in operator morale if they are
implemented properly. Such has been the experience at Division 5.



2. Manpower Status

It is recommended that the Transportation Department develop
the manpower planning capabilities to maintain a bus operator
staffing level which is equal to (I .54 or approximately

- 20 operators) the projected system manpower requirement.
Inherent in this recommendation is the assumption that these
operators will be properly distributed among the divisions.

It is understood that this recommendation requires a coordi-
nated effort by all departments. To maintain a staffing
level within these tolerances, the Transportation Department
must have sufficient lead time to effect timely adjustments
in system manpower.

It is difficult to quantify and project the potential savings
because of the absence of baseline data to reflect such a
condition. Only 7 out of 111 weeks (6.3%) between October 17,
1976 and November 26, 1978 fall within the recommended para-
meters. If the parameters are expanded to * 1.0%, then only

13 of 111 weeks (11.7%) are captured.

However, the breakdown of the absenteeism and OCB/VCB rates

£man he wesl ]
for the weeks when manpower status is above or below 0, shown

in the findings, substantiates the expectation of lower rates
for periods of adequate manpower.

This recommendation should result in almost complete elimina-
tion of the need to work operators on their day(s) off and
the resulting unscheduled overtime. Once this condition is
achieved, there is no advantage to adding more operators to
attempt to control absenteeism.

The elimination of the expectation to be able to compensate
for an absence by working a day off should interrupt the
vicious cycle leading to a spiral of increasing manpower
shortages. This condition will eliminate this type of dis-
cretionary absence. In turn, the number of operators required
for shine and sick coverage will decline, thereby improving
the manpower status without altering the number of available
operators.

The increased available manpower predictability should facilitate
a smoother, more efficient division office operation with less
dispatcher time allocated to filling scheduled service in an
emergency OCB/VCB situation. This would improve dispatcher morale
and the morale of those operators disturbed by OCB's. More impor-
tantly, this recommendation will reduce, if not eliminate, service
disruptions due to manpower shortages.

-10-



3.

Maximizing the Medical Aspects

It is recommended that the following measures be taken to
approach the problem from the medical perspective.

a)

b)

c)

d)

The Employment Department should intensify the pre-
employment screening 1in three areas. One is the
implementation of back x-rays as a part of the physical.
It is understood that efforts are being made in this

area. The other is a more thorough review of references
from previous employment striving to eliminate those
candidates who had a history of on the job injuries, non-
occupational injuries, or excessive absenteeism. Thirdly,
the Employment Office should consider expanding the employ-
ment application to allow for more medical history to be
given and for questions on the employees attendance record
at previous employment.

The pre-employment physical and x-ray examination would
not interfere with current federal regulations relative
to handicap hiring practices. The examination reflects
the minimum medical requirements for a Class II license
as specified under Section 12804 (a) of the Vehicle Code.
An organization is not compelled to hire a person who 1is
deemed to be incapable of performing the job requirements
for which he is applying. Disqualification would be based
on the presence of physical, mental or organic defects
which may affect the applicant's ability to operate a
motor vehicle safely, and not solely on his handicapped
condition.

Division Managers should attempt to verify as much as
possible information given on doctor's releases, calling
and speaking to the doctor directly, requesting clarifica-
tion of vague orders or releases. This is being done to
some extent but not as a major effort. The Insurance
Department is currently revising the '"Release to Duty"

and "Request for Sick Leave'" forms to require more informa-
tion from doctors and employees before granting benefits.
These revisions should be of great assistance to managers.

Division Managers should make maximum use of the Visiting
Nurse program.

Explore a "Limited Duty" return-to-work program for oper-
ators.

As with the previous recommendation, it 1is impossible to know
how much absenteeism would be reduced. However, these are
relatively inexpensive efforts which would help eliminate the
hiring of medical or absenteeism risks and reduce the misuse
of doctor's releases and the falsification of sick reports.

-11-



B. 1Items for Negotiations

1. Attendance Policy

It 1s recommended that contract changes be negotiated to allow
for the disciplining of operators with excessive absenteeism.
The changes negotiated should permit the District to initiate
disciplinary action against employees whose records demonstrate:

6 or more instances of absence in a floating 6-month
period; or

3 or more instances of absence with a total work time
lost of less than 48 hours in a floating 6-month period.

This recommendation is supported by the data on the employees
with 14 or more instances in the past 12 months. These
employees average, District-wide, 17 instances a year with

a time lost per instance averaging 4 days. These employees
account for 6% of all operators and 20% of the instances

of absence. If these operators' performance was improved

to equal the average performance (4.5 instances per year)

of the remaining operators, total instance of absence would
be reduced by 10%.

It must be remembered, however, that an attendance discipline
policy is negative form of encouragement to come to work. It
can only really address the most abusive levels of absenteeism
and may act as some deterrent to those approaching the abusive
level. Other recommendations, particularly those under Manage-
ment Prerogatives, are far more important actions which Manage-
ment should take to positively encourage employees to come to
work.

2. Overtime for Working Days Off

It is recommended that the contract be changed to prohibit
the payment of overtime when working days off if the operator
has not worked the previous five workdays.

This recommmendation is supported by the economics of the
current contract which allows for the possibility of an employee
coming out ahead by going sick on his or her regular work days
and working at time and a half on the days off. Currently an
employee can earn the equivalent of three days pay for work-

ing his or her two days off.

It is also supported by the data which shows that absenteeism

increases when manpower shortages require the use of operators
on their days off.

-12-



Because of the complexity of record keeping, it was not
possible to detect how frequently this occurs. It was

learned that the problem operators (14 or more instances)

were not taking advantage of this contract provision because
it appeared they were content to earn less pay, and to average
40 hours pay per week. However, this change would probably
have some affect on deterring to some degree the use of this
provision by all remaining operators.

Admittedly, the proposed change has its weaknesses because
there still would be no deterrent to working seven days in
the first week and then only three in the next week, still
permitting him or her to come out ahead. However, with

the implementation of other recommendations on reducing the
availability of VCB's and OCB's, the two changes will to-
gether help to reduce the incentives for absenteeism.

3. No Additional Sick Pay Benefits

It is recommended that the District not grant any additional
sick pay benefits in the upcoming negotiations.

Preliminary data indicates that many employees view sick pay
as a benefit to be used and not saved. Any additional sick
pay will only encourage greater absenteeism.

C. ITEMS REQUIRING FURTHER STUDY

1. Sick Time Provisions

It is recommended that the District consider negotiating
revisions to the sick time provisions so that it can no

longer be perceived as a benefit to be utilized at an operator's
convenience but rather as a contingency fund to be tapped only
to protect them from a loss of income resulting from illness

or accident.

The provision (Article 47) now begins computing sick time
after the first full workday absence, unless the absence
extends beyond ten or more consecutive workdays. It also
allows for the accumulation of unused sick time up to a
maximum period of 1160 hours.

It is reported that many of the operators who go sick for

one day at a time are grateful that this time lost does not
diminish their reserve of sick time. Their reasoning is

that they can either budget for a small amount of lost pay

time or compensate for it through the availability of scheduled
and unscheduled overtime. And, at the same time, they maintain
a reserve of sick time in the effect that they should suffer
from an unanticipated illness.

-13-



Other operators consider the sick time benefit as something
owed to the operators instead of a contingency fund to be
tapped only to protect them from a loss of income during a
period of illness. Presently, the only way of realizing
this perceived benefit is to go sick for 2 or more days at
a time. This type of absence, even though specifically
forbidden, contributes to the absenteeism problem, adds to
the manpower requirements and to disruption at the division.

A review of the sick time cards of the problem operators at
Division 2 suggests that these operators fall into one of

the two categories. Almost without exception, either those
operators have exhausted their sick time allowance or their
allowance is virtually untapped. 1In the latter case, either
the operators did not qualify because of a one-day illness or
they chose not to claim the time after the first day, electing
instead to preserve their accumulated allowance.

The following set of alternative approaches addresses all or
part of the sick time dichotomy. One could be selected at
the onset of negotiations with realization that others may
be proposed later.

o Automatic payment of sick time computed from the
first day of absence

o Payment of sick time only in the event of an
extended absence of 5 or more days, again
computed from the first day of absence

o Setting aside a major portion of the sick time
allowance to be available only in the event
hospitalization and after the smaller portion
has been exhausted for either extended or
incidental illness

o Annual payment, or the option of annual payment,
of unused sick time.

It is possible that at least some of the cost of the payment
of sick time under the proposed changes can be recovered by

5 PO T S
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of operators required by reducing the number required for
sick and shine coverage.

2. Scheduling Changes

It is recommended the District consider revising the frame-
works within which work runs are cut to include:

a) Scheduling more work assignments as close as possible
to 8 pay hours

-14-



b) Creating four-day work week runs (40 hours per week,
10-hour days)

c) Hiring part-time operators to work biddable and non-
biddable trippers.

Conventionally in the past, regular work runs scheduled for
more than 8 pay hours were thought to reduce manpower costs
because with the cost of hiring new employees, overtime
appeared to be cheaper. However, it is then possible for
operators to meet or exceed the usual standard of 40 pay
hours per week used in most industries in only four working
days. The research suggests that some problem operators are
satisfied with 40 pay hours per week and have the ability to
frequently miss a day or two of work without adversely
affecting their income.

This condition is costly to the District because it increases
the shine and sick coverage requirements. This raises the
question of whether the cost of additional manpower to cover
absenteeism may be greater than the cost of additional man-
power to fill shorter runs and 4-day work runs. This trade-
off needs to be seriously evaluated.

It is understandable that the availability of more than 40
hours per week is one of the most attractive features of the
job to many operators: it allows them to maintain a higher
standard of living and gives them flexibility to take occasion-
al time off without pay, without affecting their sick leave
reserve and without adversely affecting their income. While
many operators perform quite satisfactorily year after year
averaging 45 hours per week, the research suggests the District
may be absorbing certain hidden costs in absenteeism from
those employees who do not wish to work that many hours per
week. Some hidden costs may be reduced if more operators had
the opportunity to work a 40-hour week.

As a related issue for negotiations, the negotiating team
should consider using the issue of cutting back a significant
portion of operator runs to eight-hour days if the union

does not accept an absenteeism policy.

The District must also consider the possibility that the longer
work hours expected of operators may take its toll in the form
of increased legitimate illness, fatigue, chronic health problems
and job dissatisfaction.

-15-



Additional justification for the four-day work week is the
desire for more leisure time. Many operators, because of
the economics of the situation as discussed earlier, call
in sick one day in connection with their days off. A cer-
tain number of operators would probably very much enjoy a
regular 4-day work week. This is a trend experienced in
all industries, particularly with the higher frequency of
households with two incomes.

The 4-day work week would require a contract change while
the 40-hour work run concept is within management's pre-
rogatives.

The unique advantage of the 4-day work week is that it would
enable the District to negotiate changes in spread time pro-
visions such as quaranteeing 10 hours pay within 12 hours,
allowing the District to better manage the spread between
peaks. It would be possible to reduce the number of pay hours
for the same level of vehicle hours.

Part-time operators are probably the most significant means

of allowing the District to more efficiently adjust to the

wide variance in peak to base service but would also help to
reduce the extra work which is usually performed at overtime
rates, biddable trippers and some non-biddable trippers. The
reduction in available overtime would then act as a disincentive
to those operators who can afford a high level of absenteeism

because their pay hours are in excess of 40 hours per week.

It is envisioned that these three recommendations, shorter

work runs, four-day week, part-time oeprators, all be consider-
ed together and seriously discussed among District staff. Serious
consideration should be given to using the RUCUS program to
evaluate the cost-effectiveness of applying these principles

to the District's operation.

-16-
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SieutE |

DISTRIBUTION OF ABSENCES
"No.of | No. g 1 ! |
Instanceg ©f of
per |Opera- | Opera- Total of
Operatorjtors tors Cumulative Instances Instances Cumulative
0 557 13.6 13.6 100.0 0 0 0 100.0
1 470 11.5 25.1 86.4 470 2.2 2.2 100.0
2 377 9.2 34.3 74.9 754 3.6 5.8 97.8
3 391 9.6 43.9 65.7 {1173 5.6 11.4 94.2
4 387 9.5 53.3 56.1 } 1548 7.4 18.8 88.6
5 368 9.0 62.3 46.7 1840 8.8 27.6 81.2
6 270 6.6 68.9 37.7 11620 7.7 35.3 72.4
7 265 6.5 75.4 31.1 ! 1855 8.9 44 .2 64.7
8 198 4.8 80.3 24.6 | 1584 7.6 51.8 55.8
9 150 3.7 83.9 19.7 {1350 6.4 58.2 48.2
10 140 3.4 87.4 16.1 {1400 6.7 64.9 41.8
11 126 3.1 90.4 12.6 {1386 6.6 71.5 35.1
12 88 2.2 92.6 9.6 11056 5.0 76.5 28.5 -
13 72 1.8 94.4 7.4 936 4.5 81.0 23.5
14 56 1.4 95.7 5.6 784 3.7 84.8 19.0
15 52 1.3 97.0 4.3 780 3.7 88.5 15.2
16 27 0.7 97.7 3.0 432 2.1 90.5 11.5
17 20 0.5 98.1 2.3 340 1.6 92.2 9.5
18 17 0.4 98.6 1.9 306 1.5 93.6 7.8
19 11 0.3 98.8 1.4 209 1.0 94.6 6.4
20 14 0.3 99.2 1.2 ¢ 280 1.3 96.0 5.4
21 9 0.2 99.4 0.8 189 0.9 96.9 4.0
22 6 0.1 99.5 0.6 132 0.6 97.5 3.1
23 2 0.0 99.6 0.5 46 0.2 97.7 2.5
24 2 0.0 99.6 0.4 48 0.2 97.9 2.3
25 3 0.1 99.7 0.4 75 0.4 98.3 2.1
26 1 0.0 99.7 0.3 26 0.1 98.4 1.7
27 1 0.0 99.8 0.3 27 0.1 98.5 1.6
28 5 0.1 99.9 0.2 140 0.7 99.2 1.5
29 1 0.0 99.9 0.1 29 0.1 99.4 0.8
30 1 0.0 99.9 0.1 30 0.1 99.5 0.6
32 1 0.0 4100'0 0.1 ‘ 32 0.2 99.6 0.5
36 1 0.0 ;100.0 0.0 | 36 0.2 99.8 0.4
38 1 0.0 /100.0 0.0 | 38 . 0.2 100.0 0.2 |
4,090 ‘ 20,951
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