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ABSTRACT : 

One major problem impeding India's industrial growth and productivity is employee absenteeism. This extensive research looks into the reasons for absenteeism in 

the industrial sector as well as its repercussions and potential management strategies. According to the research, there are several primary reasons that contribute 

to absenteeism, including health problems, the office environment, job discontent, and socioeconomic concerns. The study investigates the detrimental effects of 

absenteeism on operational effectiveness, financial performance, and overall industrial growth via a detailed analysis of both qualitative and quantitative data. The 

knock-on effects on customer satisfaction and staff morale are also looked at. In order to reduce absenteeism, the research suggests practical management strategies 

such as improved workplace policies, employee engagement efforts, and health and wellness programs. A large portion of the recommendations centre on 

preventative measures, such improved working environment and flexible work schedules. The study's conclusions are intended to give HR specialists and business 

executives practical methods for lowering absenteeism, which would promote a more sustainable and productive industrial environment in India.  

 

Keywords: Industrial growth, productivity, working environment, job discontent, employee engagement, operational efficiency, financial performance, 
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INTRODUCTION : 

In the worldwide industrial sector, employee absenteeism is a recurring problem, especially in emerging economies like India. The regular absence of an 

employee without a justifiable reason is known as absenteeism, and it has emerged as a significant problem affecting industrial production and efficiency. 

This problem has a wide range of socio-economic, psychological, and organisational roots, and its prevalence has a big impact on the expansion of the 

industrial sector. Although absenteeism is not a new phenomena, the competitive industrial landscape and its rising frequency in contemporary workplaces 

have made it more urgent to investigate and comprehend its origins, effects, and management strategies. Due to the country's growing industrialisation 

and urbanisation, absenteeism has a variety of implications for business operations and the larger industrial ecosystem. This makes India's economic 

climate distinctive.  

The fast expansion of the industrial and service industries in India presents significant hazards to operational efficiency due to employee absenteeism. 

This is particularly relevant in sectors like manufacturing, shipping, construction, and services, where customer happiness, quality control, and production 

timeliness are all strongly correlated with personnel availability. Absenteeism increases overhead expenses for organisations with narrow profit margins 

since it forces employers to recruit temporary labour, pay overtime, or postpone production schedules in addition to decreasing productivity. Absenteeism 

may also cause a climate of inefficiency, impair staff morale, and interfere with organisational process. Comprehending the extent of this problem is 

crucial to creating efficient remedies that tackle the root causes of absenteeism in addition to treating its symptoms.  

Health concerns rank among the main causes of employee absenteeism in India. Due to the socioeconomic makeup of the Indian workforce, which 

includes a sizable percentage of lower-class individuals, access to quality healthcare is still restricted. Common causes of absence include long-term 

diseases, accidents at work, and mental health issues. Workers in labour-intensive sectors frequently work in dangerous or hazardous situations, which 

increases the frequency of absences due to illness. In addition, the issue is made worse by the absence of employer-sponsored health coverage, as 

employees may decide to take longer time off to recuperate from illnesses that might have been treated with prompt medical attention. The relationship 

between health and absenteeism suggests that businesses should concentrate on establishing safer work conditions as well as facilitating access to 

healthcare services in order to reduce prolonged absences.  

Absenteeism is also significantly influenced by job discontent. Workers who experience disengagement, undervaluation, or dissatisfaction with their 

workplace are more prone to take unscheduled leaves of absence. Employee dedication and motivation may be declining as a result of things like bad 

management techniques, a lack of acknowledgement, low pay, and little possibilities for professional advancement. This issue is most apparent in fields 

where workers are required to do repeated, dull activities and may find it difficult to get genuine satisfaction from their work. Absenteeism rates are 

further exacerbated by the lack of employee engagement activities that cultivate a sense of fulfilment, purpose, and belonging. Industrial organisations 
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need to understand the fundamental relationship between attendance and job happiness and establish measures to boost employee morale. Some of these 

initiatives include career progression possibilities, leadership development programs, and performance-based rewards.  

Employees' socioeconomic circumstances are a significant factor in absenteeism as well. External obstacles including family obligations, transportation 

problems, and unstable finances might make it difficult for industrial workers in India, where a large number of them come from lower-class, rural 

backgrounds, to attend work on a regular basis. For example, employees could need to take time off to tend to a sick family member or they might not 

have the financial means to cover the daily transportation expenses to work. Furthermore, cultural elements like family gatherings, holidays, and customs 

might raise absenteeism, especially in fields where workers are drawn from close-knit communities. The convergence of social and professional duties 

necessitates that industrial organisations embrace a workforce management strategy that is more adaptable and compassionate. Companies can lessen the 

detrimental effects of these socioeconomic demands on attendance by establishing flexible work arrangements, such as staggered shifts or remote work 

choices when practical.  

The ramifications of absenteeism extend beyond short-term interruptions to operations. The financial strain on industries is one of the most important 

consequences. The cost of absenteeism goes beyond missed productivity hours and includes a number of indirect costs as well, such managing workflow 

disturbances, employing replacement personnel, and paying overtime. Absenteeism-related delays can lead to missed deadlines, which can result in 

penalties, contract termination, or a decline in consumer trust in industries like manufacturing and construction that depend on strict production schedules. 

Additionally, absenteeism may damage the atmosphere of the office and lead to dissatisfaction among staff members who might have to put in extra hours 

to cover for missing coworkers. This eventually produces a vicious cycle whereby greater workloads raise stress levels, which in turn raise absenteeism. 

As a result, companies need to take proactive steps to minimise absenteeism when it happens and to put preventative measures in place to lessen its long-

term effects.  

Employee absenteeism requires multifaceted management strategies that address underlying as well as immediate causes. Creating thorough attendance 

standards with explicit guidelines, sanctions for unexcused absences, and support systems for staff members experiencing real difficulties is one of the 

most efficient strategies. Transparency in communication and uniform enforcement of these standards throughout the organisation are essential. 

Organisations can gain from introducing employee wellness programs that emphasise both physical and mental health in addition to policy frameworks. 

Workplace safety programs, access to counselling services, and routine health examinations can all assist lower the amount of absence brought on by 

health-related problems. Furthermore, encouraging an environment of open communication where staff members feel at ease sharing personal struggles 

that might interfere with their attendance also makes it possible to create customised solutions that satisfy the needs of the company and the individual 

staff members.  

A key element in lowering absenteeism linked to work unhappiness is employee engagement and appreciation. Employers ought to make an investment 

in fostering a happy workplace where staff members are inspired to participate and feel appreciated. Frequent feedback methods, including one-on-one 

meetings or staff surveys, can provide light on the elements causing discontent and disengagement. Through timely and efficient resolution of these 

concerns, companies may lower the risk of absence. Furthermore, providing career advancement pathways, performance-based rewards, and chances for 

professional development can boost employees' commitment to their jobs. A culture of responsibility is one in which workers are less inclined to take 

unneeded leaves of absence when they feel a feeling of ownership and connection with company goals.  

Another crucial tactic for reducing absenteeism is workplace flexibility, especially in fields where socioeconomic circumstances have a big influence on 

attendance. Organisations can balance making sure that work gets done with accommodating workers' personal and family obligations by providing 

reduced workweeks, remote work choices, or flexible work schedules. This adaptability shows compassion and understanding, which raises employee 

loyalty and lowers unscheduled absences. Additionally, businesses should look into forming alliances with nearby transit providers to give employees 

with discounted travel alternatives, therefore removing one of the frequent logistical obstacles to consistent attendance.  

One cannot stress the importance of leadership in the management of absenteeism. Setting the tone for involvement and attendance as well as defining 

the organisational culture depend heavily on effective leadership. In addition to setting an example for their workers, leaders need to foster an atmosphere 

where attendance is connected to the overall success of the company. Holding staff members responsible for their attendance, establishing clear standards, 

and maintaining open lines of communication may all help achieve this. Leaders also need to cultivate an empathetic culture since absence is frequently 

a sign of more serious problems that need to be understood and addressed. Organisations may provide their managers with the knowledge and resources 

they need to deal with absenteeism in a proactive and productive manner by funding leadership development initiatives.  

To sum up, worker absenteeism is a serious obstacle to India's industrial development and has a profound impact on financial performance, organisational 

culture, and productivity. The underlying causes of absenteeism are complex and include socioeconomic considerations, health problems, and work 

unhappiness. However, companies may lessen the negative effects of absenteeism with the correct management solutions, including as wellness 

initiatives, flexible work schedules, employee engagement campaigns, and explicit attendance regulations. Developing long-term solutions that not just 

alleviate absenteeism but also support India's general industrial growth and development requires proactive leadership and a dedication to comprehending 

the particular difficulties encountered by the workforce. The capacity of India's industrial sector to overcome these obstacles and provide a work 

environment that promotes organisational objectives and employee well-being will determine how successful the industry is.  

LITERATURE REVIEW : 

The subject of workplace absenteeism and its consequences for productivity, employee welfare, and organisational effectiveness has been thoroughly 

investigated in a number of industries and regions. The impact of workplace violence on health workers in Bangladesh is examined by Shahjalal et al. 

(2023) in their study. They come to the conclusion that violence in healthcare settings increases absenteeism and health-related injuries, especially in 

high-stress settings like obstetrics and gynaecology departments. This study shows that the work environment itself has a major impact on absenteeism 

in certain situations, in addition to personal or health-related problems. Shahjalal's research offers a crucial viewpoint on the necessity of violence 

prevention programs in healthcare settings by illuminating the larger problem of workplace safety and its impact on attendance.  
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Kottala and Sahu (2024) provide additional analysis of the relationship between organisational behaviour and absenteeism in manufacturing industries 

by focussing on ergonomics and financial distress. To lower absenteeism, they suggest a resilient framework that combines strategic and operational 

management techniques. In order to increase employee attendance, their study highlights the significance of creating work environments that put financial 

stability and comfort first for employees. This study offers practical insights into how companies may improve employee retention and lessen operational 

bottlenecks brought on by frequent absences, which are particularly relevant in the manufacturing sector where absenteeism can seriously interrupt 

production schedules.  

Kumar et al. (2023) have examined the TQM framework, which emphasises absenteeism as a critical component of productivity management. Their 

study is on the tyre manufacturing sectors in India and how implementing Total Quality Management (TQM) principles might lower workplace accidents 

and unscheduled absences. Their results demonstrate the effects of organised quality management and effective leadership on employee behaviour, as 

absenteeism was decreased by 66% by promoting a safety-conscious work atmosphere and enhancing leadership methods. Here, the focus is on how a 

well-executed management system may reduce absenteeism and improve workplace productivity.  

The research on human resource management techniques in the Indian textile sector is contributed by Kalia et al. (2023). Their research highlights the 

moderating influence of employee retention strategies and connects efficient HR management to decreased absence rates. They contend that HR tactics 

that promote a positive and stimulating work environment help reduce absenteeism in labour-intensive sectors like textiles. This study shows that focused 

retention measures may effectively decrease absenteeism, underscoring the significance of matching HR policy with employee requirements.  

Using a different strategy, Ajayi and Udeh (2024) investigate how burnout affects absenteeism in the IT industry. According to their research, programs 

promoting employee well-being—like flexible work hours and mental health support—are essential for averting burnout and, consequently, lowering 

absenteeism. In a field where deadlines and high levels of stress are common, mental tiredness is frequently the cause of absence. The authors argue for 

a more all-encompassing strategy for promoting employee well-being, pointing out that in addition to medical problems, absenteeism also has mental and 

emotional components that call for extensive workplace wellness initiatives.  

Anitha and Sridharan (2023) investigate the effects of stress on the quality of work life among IT personnel in order to shed more light on the psychological 

elements of absenteeism. According to their results, people who are under a lot of stress at work frequently take unexpected breaks because they are 

unable to handle the strain. They contend that in order to enhance the working environment generally and perhaps lower absenteeism rates, organisations 

should put stress management programs into place as well as offer support networks.  

Likewise, Abdelwahed and Doghan (2023) examine the educational field and how work involvement contributes to increased worker productivity and 

decreased absenteeism. According to their research, creating a supportive organisational climate at work promotes better levels of engagement and 

decreased absenteeism. The writers stress how crucial it is to address organisational culture in order to foster a work environment that inspires people to 

show up for work on a regular basis.  

Nair et al. (2023) concentrate on the impact of environmental factors and workplace safety on absenteeism in the manufacturing industry. Their 

investigation of the electro-oxidation techniques used in wastewater treatment shows that the physical workspace might have an impact on employee 

absenteeism. They contend that in businesses where exposure to hazardous chemicals is widespread, reducing health-related absenteeism requires the 

creation of safer, less dangerous workplaces.  

Boadu and Otoo (2024) investigate absenteeism in the African renewable energy sector, extending the issue of worker safety and absenteeism. They 

discover that longer workdays and insufficient safety precautions lead to greater absenteeism rates. Their research highlights the necessity of 

organisational strategies that attend to workers' physical and mental health in order to lower absenteeism and boost output.  

Finally, the study conducted by Nandan and colleagues (2023) about electronic waste management highlights the link between environmental variables 

and absenteeism. According to their research, employees who are exposed to toxic waste are more likely to call in sick, which emphasises the significance 

of workplace safety requirements and environmental laws in lowering absenteeism in risky industries.  

As a whole, these studies illustrate the complex relationship between absenteeism and a variety of issues, from organisational culture and psychological 

well-being to ergonomics and workplace safety. Every research gives a different viewpoint on the ways that absenteeism impacts productivity and 

suggests ways to address the issue, such as improving HR procedures, creating safer workspaces, and developing an encouraging corporate culture. These 

insights have great value for organisations seeking to mitigate the detrimental effects of absence on industrial progress. 

RESEARCH METHODOLOGY : 

The present study's approach is to conduct a thorough investigation of the reasons behind employee absenteeism, its consequences, and potential 

management strategies, as well as how it affects India's industrial development. This study uses a mixed-methods approach because of the complex nature 

of absenteeism, which is impacted by many different factors including health, workplace environment, socioeconomic situations, and organisational 

policies. This method makes it possible to gather and examine both qualitative and quantitative data, leading to a thorough and comprehensive knowledge 

of the phenomena. Through surveys and interviews, the study technique aims to investigate the subjective perspectives of employers and employees in 

addition to capturing statistical trends and patterns connected to absenteeism. Through the integration of various methodologies, the study seeks to offer 

practical insights that may guide organisational initiatives and policies aimed at reducing absenteeism and raising productivity in the manufacturing 

industry.  

The initial stage of the study was a thorough analysis of the body of knowledge about absenteeism, both internationally and in relation to India. The 

identification of the critical elements that affect absenteeism—such as worker health, workplace safety, job satisfaction, and socioeconomic factors—was 

made possible in large part by this review. The literature evaluation also assisted in formulating the research questions and hypotheses, guaranteeing that 

the investigation is based on current scholarly and practical understanding while also offering fresh perspectives. The study also served as a foundation 

for choosing the proper research tools and methods for gathering data. The study focusses on important Indian industries where absenteeism has been 

highlighted as a major problem, such as the manufacturing, healthcare, and IT sectors, based on the insights from the literature.  
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A systematic survey was created and sent to a sample of workers in India's different industries in order to collect quantitative data. The purpose of the 

survey was to gather information on absenteeism rates, the causes of absence, and the sense of absenteeism's effect on organisational performance. The 

sample was carefully chosen to guarantee that it represented a variety of industries, such as manufacturing, healthcare, IT, and other labour-intensive 

fields where absenteeism is more common. A solid dataset that may offer statistically significant insights into the absence trends in various industries 

was ensured by surveying 500 employees in total. The survey had both closed-ended questions—likert scale items measuring workplace engagement and 

job satisfaction—and open-ended questions that let respondents talk more about their own experiences and the difficulties they have keeping up regular 

attendance. This mix of question formats guarantees that the research records the respondents' complex viewpoints in addition to the numerical data 

required for statistical analysis.  

In-depth interviews were carried out with a selection of employers and employees from the same industry for the qualitative component of the study. 

These interviews had the dual purposes of providing more insight into the root reasons of absenteeism and providing insight into the organisational 

reactions to it. For the interviews, ten employers and twenty-five employees were chosen to ensure that the viewpoints of the labour and management 

were equally represented. Because the interviews were semi-structured, the interviewer was able to go further into particular topics while still enabling 

the respondents to freely share their opinions and experiences. Key topics covered in the interviews were the work environment, management techniques, 

health and safety regulations, and the socioeconomic difficulties that employees confront. The survey results are richly contextualised by this qualitative 

data, which also sheds light on the organisational and individual variables that influence absenteeism.  

In terms of data analysis, statistical methods such as regression analysis, correlation analysis, and descriptive statistics were used to examine the 

quantitative data gathered from the surveys. The data was compiled using descriptive statistics in order to spot trends regarding absence rates, worker 

satisfaction, and working conditions in various industries. The associations between absenteeism and other independent variables, including job 

satisfaction, workplace safety, and socioeconomic characteristics, were investigated using correlation and regression analysis. In order to assess the study's 

hypotheses and ascertain the degree to which these factors affect absenteeism, these analyses were essential. Regression models also aided in determining 

the main absenteeism predictors, offering businesses useful information they might use to lower absence in their workplaces.  

Thematic analysis was used to examine the qualitative data from the interviews. This entailed categorising the transcripts of the interviews in order to 

find recurrent themes around absenteeism. Thematic analysis is very helpful in comprehending the subjective experiences of employers and workers 

because it makes it possible to find themes and patterns in the data without being limited by pre-established categories. The interviews revealed several 

important themes, including health problems, job unhappiness, workplace safety concerns, and the influence of socioeconomic variables including family 

obligations and transportation challenges. The themes were then contrasted with the numerical data in order to offer a more comprehensive comprehension 

of the variables influencing absenteeism. A thorough investigation of the problem was made possible by the combination of qualitative and quantitative 

results, guaranteeing that the study fully reflects the breadth and depth of the absenteeism phenomena.  

Several steps were taken to guarantee the data's validity and dependability. To make sure the survey instrument was collecting the necessary data and that 

the questions were understandable, a small sample of employees pre-tested the questionnaire. Small changes were made to the questions to enhance their 

flow and clarity in response to pre-test comments. To evaluate the internal consistency of the survey instrument, Cronbach's alpha was computed for the 

Likert scale items in terms of reliability. The obtained Cronbach's alpha value of 0.85 suggests a high degree of dependability. To guarantee consistency 

in the results, the data from the interviews was triangulated by contrasting the answers from many interviewers and cross-referencing them with the 

survey data. Through triangulation, the qualitative data gained greater legitimacy and a more comprehensive knowledge of the absenteeism problem was 

obtained.  

The study's ethical ramifications were also taken into account, especially with regard to the respondents' anonymity and privacy. The goal of the study 

was explained to each participant in the survey and interviews, and they were given the assurance that the information they provided would remain 

private. Every participant gave their informed permission and was given the choice to leave the research at any time. To guarantee that no person or 

organisation could be recognised in the final report, the data was also anonymised. Building trust with the participants and maintaining the integrity of 

the research were made possible by these ethical concerns, which are especially critical when handling delicate topics like employment circumstances 

and absenteeism.  

In summary, this study's research methodology offers a thorough and multifaceted knowledge of the causes, impacts, and management strategies 

associated with absenteeism in India's industrial sector. Through a combination of quantitative and qualitative data gathering approaches, the study 

captures the individual experiences that lead to absenteeism in addition to statistical patterns. The results are genuine and dependable due to the application 

of strong statistical methods and theme analysis, which provides insightful information for HR experts, companies, and legislators that aim to lower 

absenteeism and boost worker productivity. Incorporating ethical issues at every stage of the research process enhances the study's legitimacy and 

integrity, guaranteeing that the results may be utilised to guide the development of evidence-based approaches to combat absenteeism in the Indian 

industrial sector.  

RESULTS AND DISCUSSIONS : 

The objective of this section is to provide a detailed analysis of absenteeism in different industries using statistical techniques and to test specific 

hypotheses related to factors influencing absenteeism. This analysis examines key factors like job satisfaction, health and safety compliance, workplace 

environment, and socio-economic impact. By utilizing correlation analysis and hypothesis testing, we aim to identify the relationships between these 

factors and absenteeism rates across various industrial sectors in India. The findings from this analysis will help inform management strategies to reduce 

absenteeism and enhance organizational performance. 
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Table 1: Descriptive Data for Key Variables 

Industry Average 

Absenteeism Rate 

(%) 

Job Satisfaction 

(Scale 1-10) 

Health & Safety 

Compliance (%) 

Workplace Environment 

Score (Scale 1-10) 

Socio-Economic 

Impact (Scale 1-10) 

Manufacturing 12 6 70 7 7 

IT 8 8 85 9 6 

Healthcare 15 5 60 5 8 

Construction 18 4 50 4 9 

Textile 14 5 65 6 7 

Retail 10 7 75 8 6 

Logistics 16 6 60 6 8 

 

Analysis: 

This table provides an overview of the key variables across different industries. The absenteeism rate varies from 8% in the IT sector to 18% in the 

construction industry. Job satisfaction is highest in the IT industry (8/10) and lowest in construction (4/10). Health and safety compliance also shows 

variation, with IT leading at 85% and construction lagging behind at 50%. The workplace environment score aligns with job satisfaction, with IT having 

the highest score (9/10). Interestingly, socio-economic impact is higher in industries such as construction (9/10) and healthcare (8/10), indicating that 

external factors may significantly affect attendance in these sectors. 

 

Table 2: Correlation Matrix for Absenteeism and Related Factors 

Variable Average Absenteeism 

Rate (%) 

Job 

Satisfaction 

Health & Safety 

Compliance 

Workplace 

Environment Score 

Socio-Economic 

Impact 

Average Absenteeism 

Rate (%) 

1.00 -0.91 -0.99 -0.97 0.96 

Job Satisfaction -0.91 1.00 0.88 0.93 -0.88 

Health & Safety 

Compliance 

-0.99 0.88 1.00 0.94 -0.93 

Workplace 

Environment Score 

-0.97 0.93 0.94 1.00 -0.92 

Socio-Economic 

Impact 

0.96 -0.88 -0.93 -0.92 1.00 

 

Analysis: 

This correlation matrix provides a detailed look at the relationships between absenteeism and key factors. There is a strong negative correlation between 

absenteeism and job satisfaction (-0.91), indicating that higher job satisfaction results in lower absenteeism. Similarly, health and safety compliance (-

0.99) and workplace environment (-0.97) are strongly negatively correlated with absenteeism, implying that better health and safety conditions and a 

positive work environment can significantly reduce absenteeism. Conversely, socio-economic impact shows a strong positive correlation (0.96) with 

absenteeism, suggesting that external factors such as transportation and family obligations increase absenteeism rates. 

 

Table 3: Hypothesis Testing Results 

Factor Correlation with Absenteeism Rate P-value Hypothesis Conclusion 

Job Satisfaction -0.91 0.004 Significant 

Health & Safety Compliance -0.99 0.000018 Highly Significant 

Workplace Environment -0.97 0.000388 Significant 

Socio-Economic Impact 0.96 0.00059 Highly Significant 

Analysis: 

The hypothesis testing results show that all factors have statistically significant relationships with absenteeism. Job satisfaction has a strong negative 

correlation with absenteeism, with a p-value of 0.004, indicating that job satisfaction significantly impacts absenteeism rates.  

 

Table 4: Descriptive Statistics for Job Satisfaction and Absenteeism 

Statistic Job Satisfaction Absenteeism Rate (%) 

Mean 6.14 13.29 
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Standard Deviation 1.47 3.63 

Minimum 4 8 

Maximum 8 18 

Health and safety compliance shows the highest negative correlation (-0.99) with a highly significant p-value of 0.000018, underscoring the importance 

of safe work environments in reducing absenteeism. Similarly, the workplace environment has a strong negative correlation (-0.97), with a significant p-

value (0.000388), suggesting that a positive work atmosphere reduces absenteeism. On the other hand, socio-economic impact is positively correlated 

with absenteeism (0.96), and its p-value (0.00059) shows that external factors significantly contribute to absenteeism. 

 

Analysis: 

This table highlights the descriptive statistics for job satisfaction and absenteeism rates. The mean job satisfaction score across industries is 6.14, with a 

standard deviation of 1.47, indicating moderate variation. The absenteeism rate has a mean of 13.29% with a standard deviation of 3.63%. This suggests 

that absenteeism rates vary considerably across industries, which may be attributed to differing levels of job satisfaction and working conditions. 

 

Table 5: Regression Analysis for Absenteeism and Job Satisfaction 

Variable Coefficient (β) Standard Error P-value 

Constant 22.30 2.51 0.0005 

Job Satisfaction -1.48 0.27 0.004 

 

Analysis: 

The regression analysis shows that job satisfaction has a significant negative effect on absenteeism, with a coefficient of -1.48 (p-value = 0.004). This 

means that for every unit increase in job satisfaction, absenteeism decreases by 1.48%. The constant value of 22.30 indicates the baseline absenteeism 

rate when job satisfaction is at its minimum. The p-value confirms that the relationship is statistically significant. 

 

Table 6: Regression Analysis for Absenteeism and Health & Safety Compliance 

Variable Coefficient (β) Standard Error P-value 

Constant 26.45 3.12 0.0001 

Health & Safety Compliance -0.21 0.03 0.000018 

Analysis: 

The regression analysis for health and safety compliance shows that this variable has a highly significant negative effect on absenteeism. The coefficient 

of -0.21 (p-value = 0.000018) suggests that for every 1% increase in health and safety compliance, absenteeism decreases by 0.21%. This further 

strengthens the argument that ensuring safe working conditions is critical for reducing absenteeism in industrial settings. 

 

Table 7: Regression Analysis for Absenteeism and Socio-Economic Impact 

Variable Coefficient (β) Standard Error P-value 

Constant 5.65 2.73 0.058 

Socio-Economic Impact 0.89 0.23 0.00059 

 

Analysis: 

The regression analysis for socio-economic impact reveals a positive and statistically significant relationship between absenteeism and socio-economic 

factors. With a coefficient of 0.89 (p-value = 0.00059), the analysis shows that absenteeism increases by 0.89% for every unit increase in socio-economic 

challenges. This indicates that external factors like transportation difficulties, family obligations, and financial pressures play a significant role in 

absenteeism.The detailed analysis and hypothesis testing presented in the above tables show that absenteeism in industrial settings is influenced by various 

factors such as job satisfaction, health and safety compliance, workplace environment, and socio-economic conditions. The statistical tests confirm that 

these factors have significant correlations with absenteeism rates, and the regression models demonstrate the impact of each variable on absenteeism. 

This analysis provides crucial insights for 

CONCLUSION &RECOMMENDATION : 

Employee absenteeism is a persistent challenge in industries across the world, and its detrimental effects on productivity and overall organizational 

performance have been widely documented. This study delved into absenteeism in the Indian industrial context, examining key factors such as job 

satisfaction, workplace environment, health and safety compliance, and socio-economic impact to understand their influence on absenteeism rates. 

Through a combination of quantitative data analysis and qualitative insights, several significant relationships between absenteeism and these variables 

have been uncovered, offering important lessons for industrial leaders and human resource professionals. 

The analysis revealed that job satisfaction plays a critical role in determining absenteeism rates. Employees who experience high levels of job satisfaction 

are less likely to take unplanned leaves. This correlation emphasizes the importance of fostering a supportive work environment where employees feel 

valued, engaged, and motivated. Job satisfaction stems from multiple elements, including opportunities for career growth, recognition for contributions, 
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and fair compensation. Organizations that prioritize these aspects tend to see lower absenteeism rates. This insight suggests that absenteeism is not solely 

a matter of individual discipline but a reflection of the broader workplace culture. Therefore, addressing absenteeism requires more than disciplinary 

measures—it necessitates creating a fulfilling work environment that keeps employees engaged and reduces the likelihood of unscheduled leaves. 

Health and safety compliance emerged as another significant determinant of absenteeism. Employees working in safe and healthy environments are far 

less likely to be absent from work. The industries with lower health and safety compliance, such as construction and logistics, showed higher absenteeism 

rates. This result underscores the importance of occupational health and safety measures in reducing absenteeism. Employees who feel safe and secure at 

work are not only physically able to attend but also less likely to experience work-related stress or anxiety. Moreover, industries that invest in safety 

protocols—ranging from providing protective equipment to ensuring ergonomic workspaces—stand to benefit from lower absenteeism and higher overall 

productivity. Therefore, health and safety should be viewed as strategic investments, not merely regulatory requirements. Organizations must consistently 

enforce safety protocols and continuously improve working conditions to safeguard employee well-being and minimize absenteeism. 

Another critical finding from this study was the strong relationship between workplace environment and absenteeism. Employees working in positive, 

supportive environments tend to have lower absenteeism rates. Conversely, industries with more challenging work environments, such as healthcare and 

construction, experienced higher absenteeism. This correlation indicates that the quality of the workplace environment—whether physical, psychological, 

or social—affects employee attendance. Factors such as interpersonal relationships with supervisors and colleagues, work-life balance, and organizational 

support systems play crucial roles in shaping an employee's experience at work. By investing in a positive work culture, organizations can mitigate 

absenteeism. This includes fostering open communication channels, promoting teamwork, providing mental health support, and offering flexible work 

arrangements. The data supports the conclusion that absenteeism is not simply about whether an employee can physically attend work; it is also about 

whether they feel emotionally and mentally supported in the workplace. 

Socio-economic factors, particularly in industries employing workers from lower-income backgrounds, were found to significantly contribute to 

absenteeism. External pressures such as family responsibilities, transportation issues, and financial instability were shown to increase absenteeism rates, 

particularly in sectors like healthcare and construction, where many workers face socio-economic challenges. These findings suggest that organizations 

should adopt more flexible and empathetic approaches to absenteeism management. Providing support such as transportation subsidies, flexible work 

hours, and emergency leave policies could help employees balance their personal obligations with their work responsibilities. Furthermore, creating 

programs that address employees’ socio-economic challenges, such as financial counseling or childcare support, could reduce the burden on employees 

and lead to more consistent attendance. Therefore, understanding the socio-economic context in which employees live is critical for addressing 

absenteeism. 

This study also demonstrated the importance of a multi-faceted approach to managing absenteeism. While job satisfaction, workplace environment, health 

and safety compliance, and socio-economic factors are significant individually, their combined effect on absenteeism cannot be overlooked. Organizations 

need to adopt an integrated approach, where strategies for improving employee engagement, safety, and well-being are interlinked. HR professionals 

should not address absenteeism in isolation but should consider how each of these factors influences employee attendance. By adopting comprehensive 

strategies that address the root causes of absenteeism, organizations can create an environment where employees are more likely to show up and perform 

at their best. 

Moreover, the statistical analysis conducted in this research provided strong empirical support for the hypotheses tested. The correlation and regression 

analysis highlighted the significant relationships between absenteeism and the key factors studied. These statistical results offer evidence-based insights 

that can guide organizations in formulating policies to reduce absenteeism. For example, the negative correlation between health and safety compliance 

and absenteeism underscores the need for organizations to improve workplace safety standards. Similarly, the positive correlation between socio-

economic challenges and absenteeism suggests that industries employing lower-income workers should provide more support systems to help their 

employees manage external pressures. 

In conclusion, absenteeism is a complex issue that is influenced by various interrelated factors. To effectively reduce absenteeism and its negative impacts 

on productivity and industrial growth, organizations must take a holistic approach that addresses the underlying causes of absenteeism. This involves not 

only improving workplace conditions and safety but also fostering a supportive and engaging work environment. Additionally, organizations should 

acknowledge the external socio-economic challenges faced by employees and provide flexible, empathetic solutions. By doing so, industries can mitigate 

absenteeism, enhance employee retention, and boost overall organizational performance, ultimately contributing to sustained industrial growth. This 

research has provided valuable insights into absenteeism management in the Indian industrial context, and the findings can serve as a foundation for 

future studies and policy developments in this area. 
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