
VOLUME NO. 1 (2011), ISSUE NO. 2 (JUNE)  ISSN 2231-4245 

  
 

IIINNNTTTEEERRRNNNAAATTTIIIOOONNNAAALLL   JJJOOOUUURRRNNNAAALLL   OOOFFF   RRREEESSSEEEAAARRRCCCHHH   IIINNN   CCCOOOMMMMMMEEERRRCCCEEE,,,   EEECCCOOONNNOOOMMMIIICCCSSS   AAANNNDDD   MMMAAANNNAAAGGGEEEMMMEEENNNTTT   

A Monthly Double-Blind Peer Reviewed Refereed Open Access International e-Journal - Included in the International Serial Directories 
Indexed & Listed at: Ulrich's Periodicals Directory ©, ProQuest, U.S.A., The American Economic Association’s electronic bibliography, EconLit, U.S.A. as well as in Cabell’s Directories of Publishing Opportunities, U.S.A. 

Circulated all over the world & Google has verified that scholars of more than sixty-six countries/territories are visiting our journal on regular basis. 
Ground Floor, Building No. 1041-C-1, Devi Bhawan Bazar, JAGADHRI – 135 003, Yamunanagar, Haryana, INDIA 

www.ijrcm.org.in 

CCCCONTENTSONTENTSONTENTSONTENTS    

Sr. No. TITLE & NAME OF THE AUTHOR (S) Page No. 

1. INTERNATIONAL FINANCIAL REPORTING STANDARD ADOPTION, IMPLICATION ON MANAGEMENT ACCOUNTING AND TAXATION IN 

NIGERIAN ECONOMY 

FOLAJIMI FESTUS ADEGBIE 

1 

2. MODERN PORTFIOLIO THEORY (MPT) AND FINANCIAL ECONOMICS: A THEORY OF LESSER TURF? 

DR. ANDREY I. ARTEMENKOV 
6 

3. THE IMPACT OF STOCK MARKET OPERATIONS ON THE NIGERIA ECONOMY:A TIME SERIES ANALYSIS (1981-2008) 

DR. OFURUM CLIFFORD OBIYO & TORBIRA, LEZAASI LENEE 
13 

4. PERFORMANCE APPRAISAL SYSTEM ON COMPANY PAY ROLL EMPLOY, SENIOR, MIDDLE & LOWER MANAGEMENT (A STUDY WITH 

REFERENCE TO INTERNATIONAL TOBACO COMPANY LTD., GHAZIABAD) 

DR. RAGHVENDRA DWIVEDI & KUSH KUMAR 

18 

5. CREDIT POLICY AND ITS EFFECT ON LIQUIDITY: A STUDY OF SELECTED MANUFACTURING COMPANIES IN NIGERIA 

STEPHEN A. OJEKA 
25 

6. CREDIT RISK MANAGEMENT IN STATE BANK OF INDIA - A STUDY ON PERCEPTION OF SBI MANAGER’S IN VISAKHAPATNAM ZONE 

DR. P. VENI & P. SREE DEVI 
31 

7. THE ARCHAEOLOGY OF RECESSION: DILEMMA BETWEEN CIVILIZATION AND CULTURE – TWO DIFFERENT APPROACHES OF WEST 

AND EAST WHILE COMBATING GREAT DEPRESSION 

DR. V. L. DHARURKAR & DR. MEENA CHANDAVARKAR 

38 

8. TRANSFORMING A RETAIL CENTRE INTO A BRAND THROUGH PROFESSIONAL MALL MANAGEMENT 

DR. N. H. MULLICK & DR. M. ALTAF KHAN 
42 

9. IMPACT OF EXCHANGE RATE VOLATILITY ON REVENUES: A CASE STUDY OF SELECTED IT COMPANIES FROM 2005 -2009 

K. B. NALINA & DR. B. SHIVARAJ 
47 

10. DETERMINING WORKING CAPITAL SOLVENCY LEVEL AND ITS EFFECT ON PROFITABILITY IN SELECTED INDIAN MANUFACTURING 

FIRMS 

KARAMJEET SINGH & FIREW CHEKOL ASRESS 

52 

11. FUTURE NUTRITION & FOOD OF INDIA – THE AQUA-CULTURE: AN ENVIRONMENTAL MANAGEMENT & CULINARY PARADIGM 

PERSPECTIVE STUDY FOR A SUSTAINABLE NATIONAL STRATEGY 

DR. S. P. RATH, PROF. BISWAJIT DAS, PROF. SATISH JAYARAM & CHEF SUPRANA SAHA 

57 

12. A STUDY OF NON-FUND BASED ACTIVITES OF MPFC - WITH SPECIAL REFRENCE TO CAUSES OF FAILURE AND PROBLEMS 

DR. UTTAM JAGTAP & MANOHAR KAPSE 
65 

13. CRM IN BANKING: PERSPECTIVES AND INSIGHTS FROM INDIAN RURAL CUSTOMERS 

ARUN KUMAR, DEEPALI SINGH & P. ACHARYA 
69 

14. DETERMINANTS OF INCOME GENERATION OF WOMEN ENTREPRENEURS THROUGH SHGS 

REVATHI PANDIAN 
78 

15. AGRICULTURAL CREDIT: IMPACT ASSESSMENT 

DR. RAMESH. O. OLEKAR 
81 

16. MICRO FINANCE AND SELF- HELP GROUPS – AN EXPLORATORY STUDY OF SHIVAMOGA DISTRICT 

MAHESHA. V & DR. S. B. AKASH 
87 

17. INFORMAL SMALL SCALE BRICK-KILN ENTERPRISES IN GULBARGA URBAN AREA – AN ECONOMIC ANALYSIS 

SHARANAPPA SAIDAPUR 
91 

18. EXTENT OF UNEMPLOYMENT AMONG THE TRIBAL AND NON-TRIBAL HOUSEHOLDS IN THE RURAL AREAS OF HIMACHAL PRADESH: 

A MULTI-DIMENSIONAL APPROACH 

DR. SARBJEET SINGH 

98 

19. WOMEN SELF HELP GROUPS IN THE UPLIFTMENT OF TSUNAMI VICTIMS IN KANYAKUMARI DISTRICT 

DR. C. SIVA MURUGAN & S. SHAKESPEARE ISREAL 
106 

20. FOREIGN BANKS IN INDIA – EMERGING LEADER IN BANKING SECTOR 

DR. C. PARAMASIVAN 
110 

21. AN EMPIRICAL EVALUATION OF FINANCIAL HEALTH OF FERTILIZER INDUSTRY IN INDIA 

SARBAPRIYA RAY 
114 

22. A STUDY ON EMPLOYEE ABSENTEEISM IN INDIAN INDUSTRY: AN OVERVIEW 

R. SURESH BABU & DR. D. VENKATRAMARAJU 
119 

23. LONG MEMORY MODELLING OF RUPEE-DOLLAR EXCHANGE RATE RETURNS: A ROBUST ANALYSIS 

PUNEET KUMAR 
124 

24. THE US ECONOMY IN THE POST CRISIS SCENARIO – HOLDING LITTLE CAUSE FOR CHEER 

C. BARATHI & S. PRAVEEN KUMAR 
131 

25. IMPLEMENTATION OF 5 S IN BANKS 

YADUVEER YADAV, GAURAV YADAV & SWATI CHAUHAN 
135 

 REQUEST FOR FEEDBACK 149 

    



VOLUME NO: 1 (2011), ISSUE NO. 2 (JUNE)  ISSN 2231-4245 

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, ECONOMICS & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed Refereed Open Access International e-Journal - Included in the International Serial Directories 

www.ijrcm.org.in 

ii

CHIEF PATRONCHIEF PATRONCHIEF PATRONCHIEF PATRON 
PROF. K. K. AGGARWAL 

Chancellor, Lingaya’s University, Delhi 

Founder Vice-Chancellor, Guru Gobind Singh Indraprastha University, Delhi 

Ex. Pro Vice-Chancellor, Guru Jambheshwar University, Hisar 

    

PATRONPATRONPATRONPATRON    
SH. RAM BHAJAN AGGARWAL 

Ex. State Minister for Home & Tourism, Government of Haryana 

Vice-President, Dadri Education Society, Charkhi Dadri 

President, Chinar Syntex Ltd. (Textile Mills), Bhiwani 

    

COCOCOCO----ORDINATORORDINATORORDINATORORDINATOR 
DR. BHAVET 

Faculty, M. M. Institute of Management, Maharishi Markandeshwar University, Mullana, Ambala, Haryana 

    

ADVISORSADVISORSADVISORSADVISORS 
PROF. M. S. SENAM RAJU 

Director A. C. D., School of Management Studies, I.G.N.O.U., New Delhi 

PROF. M. N. SHARMA 
Chairman, M.B.A., Haryana College of Technology & Management, Kaithal 

PROF. S. L. MAHANDRU 
Principal (Retd.), Maharaja Agrasen College, Jagadhri 

    

EDITOREDITOREDITOREDITOR 
PROF. R. K. SHARMA 

Dean (Academics), Tecnia Institute of Advanced Studies, Delhi 

    

COCOCOCO----EDITOREDITOREDITOREDITOR 
DR. SAMBHAV GARG 

Faculty, M. M. Institute of Management, Maharishi Markandeshwar University, Mullana, Ambala, Haryana 

    

EDITORIAL ADVISORY BOARDEDITORIAL ADVISORY BOARDEDITORIAL ADVISORY BOARDEDITORIAL ADVISORY BOARD    
DR. AMBIKA ZUTSHI 

Faculty, School of Management & Marketing, Deakin University, Australia 

DR. VIVEK NATRAJAN 
Faculty, Lomar University, U.S.A. 

DR. RAJESH MODI 
Faculty, Yanbu Industrial College, Kingdom of Saudi Arabia 

PROF. SIKANDER KUMAR 
Chairman, Department of Economics, Himachal Pradesh University, Shimla, Himachal Pradesh 

PROF. SANJIV MITTAL 
University School of Management Studies, Guru Gobind Singh I. P. University, Delhi 

PROF. RAJENDER GUPTA 
Convener, Board of Studies in Economics, University of Jammu, Jammu 

 



VOLUME NO: 1 (2011), ISSUE NO. 2 (JUNE)  ISSN 2231-4245 

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, ECONOMICS & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed Refereed Open Access International e-Journal - Included in the International Serial Directories 

www.ijrcm.org.in 

iii

PROF. NAWAB ALI KHAN 
Department of Commerce, Aligarh Muslim University, Aligarh, U.P. 

PROF. S. P. TIWARI 
Department of Economics & Rural Development, Dr. Ram Manohar Lohia Avadh University, Faizabad 

DR. ASHOK KUMAR CHAUHAN 
Reader, Department of Economics, Kurukshetra University, Kurukshetra 

DR. SAMBHAVNA 
Faculty, I.I.T.M., Delhi 

DR. MOHENDER KUMAR GUPTA 
Associate Professor, P. J. L. N. Government College, Faridabad 

DR. VIVEK CHAWLA 
Associate Professor, Kurukshetra University, Kurukshetra 

DR. SHIVAKUMAR DEENE 
Asst. Professor, Government F. G. College Chitguppa, Bidar, Karnataka 

    

ASSOCIATE EDITORSASSOCIATE EDITORSASSOCIATE EDITORSASSOCIATE EDITORS 
PROF. ABHAY BANSAL 

Head, Department of Information Technology, Amity School of Engineering & Technology, Amity University, Noida 

PARVEEN KHURANA 
Associate Professor, Mukand Lal National College, Yamuna Nagar 

SHASHI KHURANA 

Associate Professor, S. M. S. Khalsa Lubana Girls College, Barara, Ambala 

SUNIL KUMAR KARWASRA 
Vice-Principal, Defence College of Education, Tohana, Fatehabad 

DR. VIKAS CHOUDHARY 
Asst. Professor, N.I.T. (University), Kurukshetra 

    

TECHNICAL ADVISORSTECHNICAL ADVISORSTECHNICAL ADVISORSTECHNICAL ADVISORS    
AMITA 

Faculty, E.C.C., Safidon, Jind 

MOHITA 
Faculty, Yamuna Institute of Engineering & Technology, Village Gadholi, P. O. Gadhola, Yamunanagar 

    

FINANCIAL ADVISORSFINANCIAL ADVISORSFINANCIAL ADVISORSFINANCIAL ADVISORS    
DICKIN GOYAL 

Advocate & Tax Adviser, Panchkula 

NEENA 

Investment Consultant, Chambaghat, Solan, Himachal Pradesh 

    

LEGAL ADVISORSLEGAL ADVISORSLEGAL ADVISORSLEGAL ADVISORS    
JITENDER S. CHAHAL 

Advocate, Punjab & Haryana High Court, Chandigarh U.T. 

CHANDER BHUSHAN SHARMA 
Advocate & Consultant, District Courts, Yamunanagar at Jagadhri 

 

SUPERINTENDENTSUPERINTENDENTSUPERINTENDENTSUPERINTENDENT    
SURENDER KUMAR POONIA 



VOLUME NO: 1 (2011), ISSUE NO. 2 (JUNE)  ISSN 2231-4245 

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, ECONOMICS & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed Refereed Open Access International e-Journal - Included in the International Serial Directories 

www.ijrcm.org.in 

iv

CALL FOR MANUSCRIPTSCALL FOR MANUSCRIPTSCALL FOR MANUSCRIPTSCALL FOR MANUSCRIPTS    
We invite unpublished novel, original, empirical and high quality research work pertaining 

to recent developments & practices in the area of Computer, Business, Finance, Marketing, 

Human Resource Management, General Management, Banking, Insurance, Corporate 

Governance and emerging paradigms in allied subjects. The above mentioned tracks are 

only indicative, and not exhaustive.  

Anybody can submit the soft copy of his/her manuscript anytime in M.S. Word format after 

preparing the same as per our submission guidelines duly available on our website under 

the heading guidelines for submission, at the email addresses, info@ijrcm.org.in or 

infoijrcm@gmail.com. 

    

GUIDELINES FOR SUBMISSION OF MANUSCRIPTGUIDELINES FOR SUBMISSION OF MANUSCRIPTGUIDELINES FOR SUBMISSION OF MANUSCRIPTGUIDELINES FOR SUBMISSION OF MANUSCRIPT    

1. COVERING LETTER FOR SUBMISSION: 

Dated: ________________________ 

The Editor 

IJRCM 

Subject: Submission of Manuscript in the Area of                                                                                                                                                                                   . 

(e.g. Computer/Finance/Marketing/HRM/General Management/other, please specify). 

Dear Sir/Madam, 

Please find my submission of manuscript titled ‘___________________________________________’ for possible publication in your journal. 

I hereby affirm that the contents of this manuscript are original. Furthermore it has neither been published elsewhere in any language fully or partly, 

nor is it under review for publication anywhere. 

I affirm that all author (s) have seen and agreed to the submitted version of the manuscript and their inclusion of name (s) as co-author (s). 

Also, if our/my manuscript is accepted, I/We agree to comply with the formalities as given on the website of journal & you are free to publish our 

contribution to any of your journals. 

Name of Corresponding Author: 

Designation: 

Affiliation: 

Mailing address: 

Mobile & Landline Number (s):  

E-mail Address (s): 

2. INTRODUCTION: Manuscript must be in British English prepared on a standard A4 size paper setting. It must be prepared on a single space and single 

column with 1” margin set for top, bottom, left and right. It should be typed in 12 point Calibri Font with page numbers at the bottom and centre of 

the every page. 

3. MANUSCRIPT TITLE: The title of the paper should be in a 12 point Calibri Font. It should be bold typed, centered and fully capitalised. 

4. AUTHOR NAME(S) & AFFILIATIONS: The author (s) full name, designation, affiliation (s), address, mobile/landline numbers, and email/alternate email 

address should be in 12-point Calibri Font. It must be centered underneath the title. 

5. ABSTRACT: Abstract should be in fully italicized text, not exceeding 250 words. The abstract must be informative and explain background, aims, 

methods, results and conclusion. 



VOLUME NO: 1 (2011), ISSUE NO. 2 (JUNE)  ISSN 2231-4245 

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, ECONOMICS & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed Refereed Open Access International e-Journal - Included in the International Serial Directories 

www.ijrcm.org.in 

v

6. KEYWORDS: Abstract must be followed by list of keywords, subject to the maximum of five. These should be arranged in alphabetic order separated 

by commas and full stops at the end. 

7. HEADINGS: All the headings should be in a 10 point Calibri Font. These must be bold-faced, aligned left and fully capitalised. Leave a blank line before 

each heading. 

8. SUB-HEADINGS: All the sub-headings should be in a 8 point Calibri Font. These must be bold-faced, aligned left and fully capitalised.  

9. MAIN TEXT: The main text should be in a 8 point Calibri Font, single spaced and justified. 

10. FIGURES &TABLES: These should be simple, centered, separately numbered & self explained, and titles must be above the tables/figures. Sources of 

data should be mentioned below the table/figure. It should be ensured that the tables/figures are referred to from the main text. 

11. EQUATIONS: These should be consecutively numbered in parentheses, horizontally centered with equation number placed at the right. 

12. REFERENCES: The list of all references should be alphabetically arranged. It must be single spaced, and at the end of the manuscript. The author (s) 

should mention only the actually utilised references in the preparation of manuscript and they are supposed to follow Harvard Style of Referencing. 

The author (s) are supposed to follow the references as per following: 

• All works cited in the text (including sources for tables and figures) should be listed alphabetically.  

• Use (ed.) for one editor, and (ed.s) for multiple editors.  

• When listing two or more works by one author, use --- (20xx), such as after Kohl (1997), use --- (2001), etc, in chronologically ascending order. 

• Indicate (opening and closing) page numbers for articles in journals and for chapters in books.  

• The title of books and journals should be in italics. Double quotation marks are used for titles of journal articles, book chapters, dissertations, reports, 

working papers, unpublished material, etc. 

• For titles in a language other than English, provide an English translation in parentheses.  

• Use endnotes rather than footnotes.  

• The location of endnotes within the text should be indicated by superscript numbers. 

PLEASE USE THE FOLLOWING FOR STYLE AND PUNCTUATION IN REFERENCES: 

Books 

• Bowersox, Donald J., Closs, David J., (1996), "Logistical Management." Tata McGraw, Hill, New Delhi.  

• Hunker, H.L. and A.J. Wright (1963), "Factors of Industrial Location in Ohio," Ohio State University.  

 

Contributions to books  

• Sharma T., Kwatra, G. (2008) Effectiveness of Social Advertising: A Study of Selected Campaigns, Corporate Social Responsibility, Edited by David 

Crowther & Nicholas Capaldi, Ashgate Research Companion to Corporate Social Responsibility, Chapter 15, pp 287-303. 

 

Journal and other articles  

• Schemenner, R.W., Huber, J.C. and Cook, R.L. (1987), "Geographic Differences and the Location of New Manufacturing Facilities," Journal of Urban 

Economics, Vol. 21, No. 1, pp. 83-104. 

 

Conference papers  

• Chandel K.S. (2009): "Ethics in Commerce Education." Paper presented at the Annual International Conference for the All India Management 

Association, New Delhi, India, 19–22 June. 

 

Unpublished dissertations and theses  

• Kumar S. (2006): "Customer Value: A Comparative Study of Rural and Urban Customers," Thesis, Kurukshetra University, Kurukshetra. 

 

Online resources  

• Always indicate the date that the source was accessed, as online resources are frequently updated or removed.  

 

Website  

• Kelkar V. (2009): Towards a New Natural Gas Policy, Economic and Political Weekly, Viewed on February 17, 2011 

http://epw.in/epw/user/viewabstract.jsp 

 



VOLUME NO: 1 (2011), ISSUE NO. 2 (JUNE)  ISSN 2231-4245 

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, ECONOMICS & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed Refereed Open Access International e-Journal - Included in the International Serial Directories 

www.ijrcm.org.in 

119

A STUDY ON EMPLOYEE ABSENTEEISM IN INDIAN INDUSTRY: AN OVERVIEW 

 

R. SURESH BABU 

RESEARCH SCHOLAR  

BOTH INTERNAL, EXTERNAL & EXTERNAL (R/N/G) PROGRAM 

DEPARTMENT OF COMMERCE, MANONMANIAM SUNDARANAR UNIVERSITY 

TIRUNELVELI – 627 012 

 

DR. D. VENKATRAMARAJU 

ASSOCIATE PROFESSOR 

POST GRADUATE AND RESEARCH DEPARTMENT OF COMMERCE 

PACHAIYAPPA’S COLLEGE 

CHENNAI 

 

ABSTRACT 
Absenteeism is a serious workplace problem and an expensive occurrence for both employers and employees seemingly unpredictable in nature. A satisfactory 

level of attendance by employees at work is necessary to allow the achievement of objectives and targets by a department. Employee Absenteeism is the absence 

of an employee from work. It is a major problem faced by almost all employers of today. Employees are absent from work and thus the work suffers. Absenteeism 

of employees from work leads to back logs, piling of work and thus work delay. These articles mainly focus on employee chronic absenteeism where the factors 

contributing to absenteeism from work include individual and environmental factors, and the remedial measure taken for such absenteeism in Indian industries. 

 

KEYWORD 
Motivation, Job Satisfaction, commitment. 

 

INTRODUCTION 
bsenteeism is the term generally used to refer to unscheduled employee absences from the workplace. Many causes of absenteeism are legitimate—

personal illness or family issues, for example—but absenteeism also can often be traced to other factors such as a poor work environment or workers 

who are not committed to their jobs. If such absences become excessive, they can have a seriously adverse impact on a business's operations and, 

ultimately, its profitability Absenteeism means an individual remain absent without any information or intimation to his superior. Whether it is one day or more. 

Absenteeism can at mass level also. Normally, 6-8 % absenteeism found in all industry. If it beyond consecutively, then the matter is serious. If any individual is 

on paid leave or outdoor, how can this absenteeism. It’s only about unauthorized absenteeism. If individual remain absent beyond 3 times in period of 12 

months without intimation, then he called as Habitual absent case. Or any individual remain absent more than 10 consecutive days also serious. In this case, we 

can issue Charge sheet to workmen who is habitual or 10 days absent. 

Absenteeism in Indian industries is not a new phenomenon. It is the manifestation of a decision by employees not to present themselves at their place of work, 

at a time when it is planned by the management that they should be in attendance. Many research reports reveal that there has been a phenomenal increase in 

absenteeism in some industrial sectors. The absenteeism becomes a problem to organizational management particularly when employees absent from their 

work environment without giving sufficient notice and by justifying their stand by furnishing fake reasons. The reasons for absenteeism are many. The factors 

contributing to absenteeism from work includes individual and environmental factors. These consists of sickness, accidents, occupational diseases, poor 

production planning (flow of work), bad working conditions and inadequate welfare conditions, lack of trained laborers, insecurity in employment, collective 

bargaining process, rigid control system, lack of supervisory support, lack of interest, lack of cohesive and cordial culture and so on. The individual reasons may 

vary from organization to organization depending upon the organizational climate, employee's attitude and influence of external organizational factors (market 

forces, social activities that influence the industrial culture prevailing in geographical zone etc.). 

 

NEED FOR THE STUDY 
• To find out the detrimental to industries in respect to the increased costs associated with high instances of absenteeism.  

 

STATEMENT OF THE PROBLEM 
• To Study the existing literature on factors influencing employee Absenteeism 

• To find out the various personal factors affecting absenteeism. 

 

OBJECTIVES OF THE STUDY 
• To analyze the firm are highly influenced on financially burdened due to the lost productivity and increased costs associated with finding and paying for 

temporary replacements. Absenteeism is positively correlated with turnover. 

• This resulting turnover also financially impacts a business because of the costs associated with finding and a permanent replacement. 

 

METHODOLOGY 
DATA ANALYSIS 

The Investigation used both qualitative and quantitative research methods. The initial quantitative study (100 respondents) aimed at identifying the important 

variables that drive the factors influencing absenteeism from the employees. The main research instrument used was a well structured questionnaire that was 

administered among the respondents mainly through personal contacts. Sampling population included the employee from all age groups and different financial 

backgrounds. It was found in our study that 70% of the responses were obtained from people of moderate family and 30% from elite family with respect to per 

capita income. The sample frame consisted of people from different fields. Individual respondents were the sampling element. Some of the respondents were 

also interviewed in order to have an in-depth analysis and find out the main reason behind their absence. The above generated pie chart shows the percentage 

of respondents. 

 

 

 

A
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HYPOTHESIS 
H0; There is no association between age of employee and attitude of employee towards absenteeism 

H1; There is association between age of employee and attitude of employee towards absenteeism 

Ho; There is no association between factors affecting employee absenteeism and working condition 

H1; There is association between factors affecting employee absenteeism and working condition 

 

PERCENTAGES OF RESPONDENT 
A: Chronically ill? 

Total respondent = 100 (Men 50 and Women 50) 

Yes  = 75% (Men 40% & Women 35%) 

No  = 25% (Men10% & Women 15%) 

Chronically iLL

Yes-75%

No-25%

 
B. How often do they apply for leave? 

Total respondent  = 100 (Men 50 and Women 50) 

a) In a week  = 10 

b) In a fortnight  = 20 

c) In a month  = 30 

d) In a six month  = 20 

e) In a year  = 20  

10

20

30
20

20

Apply for leave

a) In a week b) In a fortnight c) In a month
d) In a six month e) In a year

 
C: Require leave for which of the following reason? 

Total respondent = 100 (Men 50 and Women 50) 

1) Marriage      = 27 

2) Agricultural works      = 5 

3) Sickness       = 35 

4) Going around with friends     = 10 

5) Fear from internal people     = 5 

6) No interest in work      = 8 

7) Not good relation with departmental colleague & supervisor   = 5 

8) Fear from accident      = 5 

 

 

 

 

 

 

 

 

 

 

 

 

 

CHRONIC ABSENTEEISM 

A person who is a habitual absentee worker is called a chronic absentee worker. Such a person as compared to regular employee is absent from work not so 

much because of job or environment factors. Some of the following factors involves chronic absenteeism are 

ENTREPRENEURS 

Such chronic absentees were found to be engaged in several social and cultural activities for status, power, recognition and money and the millwork was too 

meager to satisfy al these interests. Yet most of them wanted to preserve their job because if provided security, fringe benefits, like housing, purchases at mill 

shop, loans and provident fund contribution. They had no complaints against work, company or supervisors and were found to belong to landowner and artisan 

families. They also changed jobs frequency to improve their status and occasionally gambled and drank. 

Reason for leave

275

35

10 5

8

5

5

1 2 3 4 5 6 7 8
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STATUS SEEKER  

They enjoyed the ascribed status and were keen to achieve and maintain it.  Since they undertook many social activities they were mostly absent from work. 

They were vocal and provided counseling and guidance to others. Hence, they carried more weight with other employees.  

EPICUREANS 

The primary objective of epicureans was comfort and pleasure. They were characterized by excessive concern for physical comforts at the cost of money, did not 

change job yet had no involvement with the work. Except for the present job they did not involve themselves in any other economic activity. They were 

generally passive and took no responsibility.  

FAMILY ORIENTED 

They desired to be good family providers, regular employees and respectable citizens. However, over involvement with family distracted them from the very 

good of being a regular employee and good citizen. They were found to be withdrawn and disorganized.  

SICK AND OLD 

Some chronic absentees stayed away from work because of ill health, weak constitution, chronic illness and just old age. Yet they were compelled to hold on to 

work for economic reasons. However, their physical conditions made them less responsive to work.  

 

GUIDELINES FOR ABSENTEEISM CONTROL 
There are two types of absenteeism, each of which requires a different type of approach.  

INNOCENT ABSENTEEISM  

Innocent absenteeism refers to employees who are absent for reasons beyond their control; like sickness and injury. Innocent absenteeism is not culpable which 

means that it is blameless. In a labour relations context this means that it can not be remedied or treated by disciplinary measures.  

CULPABLE ABSENTEEISM  

Culpable absenteeism refers to employees who are absent without authorization for reasons, which are within their control. For instance, an employee who is 

on sick leave even though he/she is not sick, and it can be proven that the employee was not sick, is guilty of culpable absenteeism. To be culpable is to be 

blameworthy. In a labour relations context this means that progressive discipline can be applied. For the large majority of employees, absenteeism is legitimate, 

innocent absenteeism, which occurs infrequently. Procedures for disciplinary action apply only to culpable absenteeism. Many organizations take the view that 

through the process of individual absentee counselling and treatment, the majority of employees will overcome their problems and return to an acceptable level 

of regular attendance.  

 

IDENTIFYING EXCESSIVE ABSENTEEISM  
Attendance records should be reviewed regularly to be sure that an employee's sick-leave days are excessive compared to other employees. If a supervisor 

suspects that an employee is excessively absent, this can be confirmed through reviewing the attendance records. If all indications show that an employee is 

excessively absent, the next step is to gather as much information as possible in order to get a clearer picture of the situation. The employees' files should be 

reviewed and the employee’s immediate supervisor should document all available information on the particular employee's history.  

INDIVIDUAL COMMUNICATION  

After all available information has been gathered, the administrator or supervisor should individually meet with each employee whom has been identified as 

having higher than average or questionable (or pattern) absences. This first meeting should be used to bring concerns regarding attendance to the employee's 

attention. It is also an opportunity to discuss with the employee, in some depth, the causes of his or her attendance problem and possible steps he or she can 

take to remedy or control the absences. Listen carefully to the employee's responses.  

The tone of the meeting should not be adversarial, but a major purpose of the interview is to let the employee know that management treats attendance as a 

very important component of overall work performance. Keep your comments non-threatening and work-oriented. Stick to the facts (i.e. patters, profiles, rates 

etc.). The employee should be given a copy of there attendance report with absences highlighted for discussion.  

This interview will give the opportunity to explore in depth with the employee the reasons for his or her absence. Gather facts - do not make any assumptions. 

Provide support and counselling and offer guidance as the occasion demands to assist the employee to deal with the specific cause of the absence. Often, after 

the initial meeting employees reduce their absenteeism. The meeting shows that you are concerned and that absenteeism is taken seriously. The employee's 

attendance should be closely monitored until it has been reduced to acceptable levels. Appropriate counselling should take place as is thought necessary. If a 

marked improvement has been shown, commend the employee. The meeting should be documented and a copy placed in the employee's file.  

 

PROOF OF ILLNESS  
Sometimes it is helpful in counselling employees with excessive innocent or culpable absenteeism to inquire or verify the nature and reasons of their absence.  

The extent to which an employer may inquire into the nature of and reasons for an employee's absence from the workplace is a delicate issue. The concepts of 

an employee's privacy and an employer's need for information affecting the workplace often come into conflict. Seldom is the conflict more difficult to resolve 

than where personal medical information is involved.  Unions will often strongly object to any efforts by management to inquire more deeply into the nature of 

an employee's illness. You will need to consider the restraints of any language in collective agreements in relation to this issue.  

Generally speaking, however, the following "rules of thumb" can be derived from the existing jurisprudence:  

1. There is a prevailing right to privacy on the part of an employee unless the employer can demonstrate that its legitimate business interests necessitate 

some intrusion into the employee's personal affairs.  

2. When such intrusion is justified it should be strictly limited to the degree of intrusion necessitated by the employer's interests.  

3. An employee has a duty to notify his employer of an intended absence, the cause of the absence and its expected duration. This information is required by 

the employer to meet its legitimate concerns to have at its disposal facts which will enable it to schedule work and organize its operation.  

4. An absent employee has an obligation to provide his employer with information regarding any change to his condition or circumstances relating to it which 

may affect the employer's needs. As such, the interest of the employer in having this information outweighs the individual employee's right to privacy.  

5. An employer rule requiring proof for every absence is unreasonable if an absenteeism problem does not exist.  

6. A mere assertion by the person claiming to be sick is not satisfactory proof.  

7. The obligation to prove sickness, where the employer requires proof, rests with the employee.  

8. An employer is entitled upon reasonable and probable grounds to refuse to accept a physician's certificate until it contains sufficient information to satisfy 

the employer's reservations. (i.e. seen by physician, some indication of return to work, etc.). Non-production of a required medical certificate could result 

in loss of pay until the certificate is produced.  

9. Where a medical certificate is rejected by an employer (as in #8 above) the employer must state the grounds for rejection and must point out to the 

employee what it requires to satisfy the onus of proof.  

10. An employer may require an employee to prove fitness for work where it has reasonable grounds to do so. In a health care setting the nature of the 

employer's business gives it a reasonably irresistible interest in this personal information for the purpose of assessing fitness.  

11. Where any unusual circumstances raise reasonable suspicion that an employee might have committed an abuse of an income protection program an 

employer may require an employee to explain such circumstances. For example, an employer may require responses as to whether the illness confined an 

employee to his/her bed or home; whether an employee engaged in any outside activity and the reasons for the activity.  
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CORRECTIVE ACTIONS FOR CULPABLE ABSENTEEISM 
As already indicated, culpable absenteeism consists of absences where it can be demonstrated that the employee is not actually ill and is able to improve his/her 

attendance. Presuming you have communicated attendance expectations generally, have identified the employee as a problem, have met with him/her as part 

of your attendance program, made your concerns on his specific absenteeism known and have offered counselling as appropriate, with no improvement despite 

your positive efforts, disciplinary procedures may be appropriate.  The procedures for corrective/progressive discipline for culpable absenteeism are generally 

the same as for other progressive discipline problems. The discipline should not be prejudicial in any way. The general procedure is as follows: [Utilizing 

counselling memorandum]  

• Initial Warning(s)  

• Written Warning(s)  

• Suspension(s)  

• Discharge  

VERBAL WARNING  

Formally meet with the employee and explain that income protection is to be used only when an employee is legitimately ill. Advice the employee that his/her 

attendance record must improve and be maintained at an improved level or further disciplinary action will result. Offer any counselling or guidance as is 

appropriate. Give further verbal warnings as required. Review the employee's income protection records at regular intervals. Where a marked improvement has 

been shown, commend the employee. Where there is no improvement a written warning should be issued. 

WRITTEN WARNING 

Interview the employee again. Show him/her the statistics and point out that there has been no noticeable (or sufficient) improvement. Listen to the employee 

to see if there is a valid reason and offer any assistance you can. If no satisfactory explanation is given, advise the employee that he/she will be given a written 

warning. Be specific in your discussion with him/her and in the counselling memorandum as to the type of action to be taken and when it will be taken if the 

record does not improve. As soon as possible after this meeting provide the employee personally with the written warning and place a copy of his/her file. The 

written warning should identify any noticeable pattern  

SUSPENSION 

If the problem of culpable absenteeism persists, following the next interview period and immediately following an absence, the employee should be interviewed 

and advised that he/she is to be suspended. The length of the suspension will depend again on the severity of the problem, the credibility of the employee's 

explanation, the employee's general work performance and length of service. Subsequent suspensions are optional depending on the above condition.  

DISMISSAL  

Dismissals should only be considered when all of the above conditions and procedures have been met. The employee, upon displaying no satisfactory 

improvement, would be dismissed on the grounds of his/her unwillingness to correct his/her absence record.  

 

ABSENTEEISM AMONG MALE AND FEMALE EMPLOYEES  
SEX STRUCTURE 

In a way it is true that female employees take more leave  than male workers i.e. the rate of absenteeism for female is 15.19% and for males 13.47%. but if we 

consider that maternity leave is an essential and unavoidable part of a female employee life and if we do not consider maternity leave of female employee, the 

rate of absenteeism on male and female employee becomes 13.47% and 13.51% respectively, which is about the same. 

EDUCATION 

In male employee, the higher the education the less the amount of leave taken whereas in female workers, the higher the education, the higher the rate of 

absenteeism unless there is a very high level of education i.e., the female employee is a post graduate or a Ph.D. 

MARTIAL STATUS 

Absenteeism increases in female employees when they are married whereas in male employee the opposite is true. 

REASON FOR TAKING LEAVE 

For most of the female employee the main reasons for taking leave are family responsibilities, domestic and household work etc. In male employee, personal 

work, family responsibilities, visit to native place, entertainment etc, are the reason for taking leave. 

 

SCOPE OF THE STUDY 
• The higher the rate of pay and the greater the length of service of the employee, the fewer the absences. 

• As an organization grows, there is a tendency towards higher rates of absenteeism  

• Absenteeism is generally higher in the night shift than in the day shift. 

• The rate of Absenteeism is the lowest on pay day; it increases considerably on the    following the payment of wages and bonus.  

• Single employees are absent more frequently than married employees  

• Younger employees are absent more frequently than older employees but the latter are absent for longer periods of time. 

• Unionized organizations have higher absenteeism rates than non-union organizations 

• Absenteeism is higher during the sowing (March – April – May) and harvesting season. 

 

ANALYSIS  
• Enhance job satisfaction. 

• Reward and discipline employees for increased or decreased absenteeism. 

• Implement a job rotation or job enlargement strategy. 

• Motivation 

• Management training program 

• Teambuilding 

• Incentive program 

 

FINDINGS AND SUGGESTION 
Many studies suggest that most of employee absenteeism, roughly between 60% and 70%, is due to reasons other than employee illness. The following are the 

most common reasons employees tend to miss work. 

• Employees are stressed or preoccupied by personal matters, such as parental concerns, marital problems, community involvement, family well-being, care 

for elderly relatives, care for severely ill immediate family members, and so on.  

• Employees are overwhelmed with their current working situation, or they are overworked due to workforce reductions and voluntary turnover.  

• Employees are dissatisfied with their current working conditions, position, supervisor, or overall organization.  

• Employees are not committed to their team, department, or organization.  
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• Employees are not challenged by their position and have increased feelings of burnout.  

 

CONCLUSION 
Absenteeism can be extremely difficult, but with the proper understanding of what causes absenteeism and how to reduce it, firm can limit the negative side 

effects of employee attendance issues. In addition to lowered workplace morale, less team cohesion, and decreased organizational commitment, employee 

absenteeism is detrimental to businesses in respect to the increased costs associated with high instances of absenteeism.  
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