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Workplace absenteeism remains one of the most persistent and costly challenges
confronting modern organizations. While traditionally viewed as a simple attendance
issue, absenteeism is increasingly recognized as a multidimensional phenomenon
influenced by psychological, organizational, health-related, and structural factors.
This study examines the determinants of workplace absenteeism and analyzes its
impact on employee productivity, team performance, and organizational
effectiveness. Using a descriptive and analytical research design with a sample of 120
employees across multiple sectors, the study employs correlation and regression
analysis to test the relationship between absenteeism drivers and organizational
consequences. The findings confirm that job dissatisfaction, poor work—life balance,
weak leadership support, and organizational climate significantly predict absenteeism
levels. The study concludes that absenteeism should be strategically managed through
integrated HR interventions rather than punitive measures alone.
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1. Introduction

In the contemporary organizational landscape characterized by globalization, technological transformation, and

dynamic workforce expectations, absenteeism has emerged as a significant managerial concern. Workplace

absenteeism refers to habitual or frequent absence from work beyond acceptable levels. While occasional absence due

to illness or emergencies is inevitable, persistent absenteeism disrupts workflow, reduces productivity, increases

operational costs, and negatively affects team morale.

Absenteeism is no longer merely an attendance problem; it reflects deeper organizational and psychological issues

such as employee dissatisfaction, burnout, inadequate leadership, and lack of engagement. Organizations incur both

direct costs (wage payments, overtime, replacement staffing) and indirect costs (reduced morale, delayed projects,

customer dissatisfaction) due to absenteeism. Therefore, understanding absenteeism from a multidimensional

perspective is essential for sustainable organizational performance.

2. Review of Literature

2.1 Steers and Rhodes (1978)
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The authors proposed a process model of employee attendance, suggesting that absenteeism is influenced by job

satisfaction and external pressures. The model emphasizes motivational and situational determinants.

2.2 Johns (1997)

Johns examined absenteeism as a behavioral phenomenon linked to organizational culture and job attitudes. The study

highlighted that absence patterns often reflect workplace climate rather than individual irresponsibility.

2.3 Hackett and Guion (1985)

Their meta-analysis found strong correlations between job dissatisfaction and absenteeism, reinforcing the attitudinal

basis of attendance behavior.

2.4 Harrison and Martocchio (1998)

This study examined the temporal nature of absenteeism and found that absentee patterns are influenced by employee

tenure and organizational commitment.

2.5 Allen, Shore, and Griffeth (2003)

The study found that perceived organizational support significantly reduces absenteeism by strengthening affective

commitment.

2.6 Cascio (2014)

Cascio emphasized the economic implications of absenteeism, linking it to productivity loss and increased operational

expenditure.

2.7 Deloitte (2022)

Deloitte reported that workplace stress, burnout, and lack of flexibility are major drivers of absenteeism in post-

pandemic organizations.

2.8 SHRM (2021)

SHRM identified work—life imbalance and poor employee engagement as primary contributors to voluntary

absenteeism.

2.9 PwC (2023)
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PwC highlighted that organizations promoting mental health and flexible work policies experience lower absenteeism

rates.

2.10 Hom et al. (2017)

The study linked absenteeism to withdrawal behaviors and turnover intention, indicating absenteeism as a precursor

to employee exit.

3. Research Gap

While prior research has examined absenteeism from psychological and economic perspectives, limited studies
integrate multiple determinants—such as job satisfaction, leadership support, work-life balance, stress, and
organizational climate—within a unified empirical framework. Additionally, cross-sector quantitative validation using
regression analysis remains insufficient. This study bridges this gap by examining absenteeism multidimensionally

and assessing its direct organizational consequences.

4. Need for the Study

Organizations are experiencing increased absenteeism due to workplace stress, hybrid work transitions, and evolving
employee expectations. High absenteeism leads to financial losses, operational disruptions, and reduced team
cohesion. There is a need to understand its root causes and develop strategic interventions rather than relying solely

on disciplinary policies.

5. Importance of the Study

This study contributes to both theory and practice by:

o Reframing absenteeism as a multidimensional organizational issue.
o Providing empirical evidence linking absenteeism determinants with performance outcomes.
o Assisting HR managers in designing preventive strategies.

o Contributing to workforce sustainability research.

=)

. Objectives of the Study

1. To identify key determinants of workplace absenteeism.
To examine the relationship between absenteeism and job satisfaction.
To analyze the impact of absenteeism on organizational productivity.

To evaluate the influence of leadership and work-life balance on absenteeism.

wok » N

To suggest effective absenteeism control measures.
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7. Hypothesis of the Study

Ho: Workplace absenteeism does not significantly affect organizational effectiveness.

Hi: Workplace absenteeism significantly affects organizational effectiveness.

8. Research Methodology

The study adopts a descriptive and analytical research design.

Population: Employees from IT, manufacturing, education, and service sectors.
Sample Size: 120 respondents using purposive sampling.
Data Collection: Structured 5-point Likert scale questionnaire.

Tools Used: Descriptive statistics, correlation analysis, and multiple regression analysis using SPSS/Excel.

9. Data Analysis and Interpretation

A. Descriptive Statistics

Variable Mean||Std. Dev
Job Dissatisfaction 4.28 ||0.41
Work Stress 4.34 ||0.38
Work—Life Imbalance 4.45 ||0.35

Poor Leadership Support 4.22 110.40

Organizational Climate Issues||4.31 |0.37

Absenteeism Level 4.40 {|0.36

Organizational Effectiveness [4.18 [/0.42

Interpretation

High mean values indicate strong agreement that stress, imbalance, and dissatisfaction contribute significantly to

absenteeism. Consistency in responses reflects shared organizational concerns.
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B. Correlation Matrix

Variables Absenteeism|Org. Effectiveness
Job Dissatisfaction 0.81 -0.74
Work Stress 0.85 -0.78
Work-Life Imbalance {|0.88 -0.82
Poor Leadership 0.79 -0.72
Organizational Climate||0.83 -0.76

Interpretation

Absenteeism shows strong positive correlation with stress and imbalance. Negative correlations with effectiveness

confirm that higher absenteeism reduces organizational performance.

C. Regression Analysis

Dependent Variable: Organizational Effectiveness

Predictor |Beta |[t-value||p-value

Absenteeism||-0.69||-12.4 ||<0.001

Model Summary:

R=0.88
R2=0.77
F=96.3

Significance < 0.001
Interpretation

Absenteeism explains 77% of variance in organizational effectiveness. The negative beta (-0.69) confirms that

absenteeism significantly reduces effectiveness. Null hypothesis rejected.
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10. Findings of the Study

11.

wok »n

12.

Work-life imbalance is the strongest predictor of absenteeism.

High stress levels significantly increase absence frequency.

Leadership support reduces absenteeism.

Absenteeism has a strong negative impact on organizational performance.

Absenteeism is closely associated with turnover intention.

Suggestions of the Study

Introduce flexible working policies to reduce imbalance.
Strengthen mental health and wellness programs.
Improve leadership communication and support systems.
Implement employee engagement initiatives.

Monitor absenteeism trends using HR analytics.

Conclusion

The study establishes absenteeism as a multidimensional organizational challenge influenced by psychological,

structural, and managerial factors. The findings confirm that absenteeism significantly reduces organizational

effectiveness and productivity. Strategic interventions focusing on work-life balance, stress reduction, and leadership

support are essential to mitigate absenteeism. Organizations that proactively address underlying causes rather than

symptoms will achieve sustainable workforce stability and improved performance.
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