
1|Page

FINALPROJECT

ON

“AStudyofEmployeesAbsenteeismWithSpecialReferenceToMahindra

AndMahindra”

DMSR,G.S.CollegeofCommerce&Economics,Nagpur

Affiliatedto

RashtrasantTukadojiMaharajNagpurUniversity

Nagpur

Inpartialfulfilmentfortheawardofthedegreeof

MasterofBusinessAdministration

Submittedby

ShivaniRameshJolhe

UndertheGuidanceof

DR.SONALIGADEKAR

DepartmentofManagementScienceandResearch,

G.S.CollegeofCommerce&Economics,Nagpur

NAACRe-Accredited“A”GradeAutonomousInstitution

AcademicYear2021-22



2|Page

G.S.CollegeofCommerce&Economics,Nagpur

CERTIFICATE

Thisistocertifythat“ShivaniRameshJolhe”hassubmittedtheprojectsynopsis

titled “AStudyofEmployeesAbsenteeismWithSpecialReferenceToMahindra

And Mahindra”, towards partial fulfillment of MASTER OF BUSINESS

ADMINISTRATIONdegreeexamination.Thishasnotbeensubmittedforanyother

examinationanddoesnotform partofanyothercourseundergonebythe

candidate.

Itisfurthercertifiedthatshehasingeniouslycompletedherprojectasprescribed

by DMSR,G.S.COLLEGE OF COMMERCE & ECONOMICS,NAGPUR (NAAC

Reaccredited “A” Grade Autonomous Institution)affiliated to Rashtrasant

TukadojiMaharajNagpurUniversity,Nagpur

Dr.SonaliGadekar Dr.SonaliGadekar

(ProjectGuide) (Coordinator)

Place:Nagpur

Date:13/08/2022



3|Page

G.S.CollegeofCommerce&Economics,Nagpur

DECLARATION

Ihere-bydeclarethattheprojectwithtitle“AStudyOnEmployeesAbsenteeism

WithSpecialReferencetoMahindraAndMahindra”System hasbeencompleted

bymeinpartialfulfillmentofMASTEROFBUSINESSADMINISTRATIONdegree

examination as prescribed by DMSR - G.S.COLLEGE OF COMMERCE &

ECONOMICS,NAGPUR(NAACReaccredited“A”GradeAutonomousInstitution)

affiliatedtoRashtrasantTukadojiMaharajNagpurUniversity,Nagpurandthishas

notbeensubmittedforanyotherexaminationanddoesnotform thepartofany

othercourseundertakenbyme.

ShivaniRameshJolhe

Place:Nagpur

Date:13/08/2022



4|Page

G.S.CollegeofCommerce&Economics,Nagpur

ACKNOWLEDGEMENT

Withimmenseprideandsenseofgratitude,Itakethisgoldenopportunityto

expressmysincereregardsto“Dr.N.Y.Khandait”,Principal,G.S.Collegeof

Commerce&Economics,Nagpur.

Iam extremelythankfultomyProjectGuide“Dr.SonaliGadekar”forher

guidelinethroughouttheproject.ItendermysincereregardstoCo-Ordinator,“Dr.

Sonali Gadekar” for giving me guidance, suggestions and invaluable

encouragementwhichhelpedmeinthecompletionoftheproject.Iam also

thankfulto“Prof.AnandKale”sirforhiscontinuousguid

IwillfailinmydutyifIdonotthankthenon-Teachingstaffofthecollegefor

theirCo-operation.

Iwouldliketothankallthosewhohelpedmeinmakingthisprojectcomplete

andsuccessful.

ShivaniRameshjolhe

Place:Nagpur

Date:13/08/2022



5|Page

INDEX

Sr.No Particulars PageNo.

1.

Introduction

A.Objectivesofthestudy

B.Scopeofstudy

C.Limitationofstudy

7-30

31-32

33-34

35-36

2. ReviewofLiterature 37-44

3.

ResearchMethodology

A.Hypothesis

B.ResearchDesign

C.SourcesofData

45-46

47-48

49-50

51-52

4 Analysis&Intrepretationofdata 53-61

5. Suggestion&Conclusion 62-64

6. Bibliography 65-66

7. Annexure 67-69



6|Page

INTRODUCTION



7|Page

INTRODUCTION

Absenteeism isoneofthemajorthreatstoIndianindustry.Absenteeism isthe

failureofemployeestoreportforworkwhentheyarescheduledtowork.Employees

whoareawayfrom workonrecognizedholidays,vacations,approvedleavesof

absence,orapprovedleavesofabsencewouldnotbeincluded.Absenteeism is

becomingaseriouspracticeinlabourorientedindustriesespeciallyinthoselarge

industrieswherelabourersareworkinginmass.Itisamatterofprimeconcernfor

thesupervisorsandmanagers.Theyhavetofindthewaystoovercomeabsenteeism.

Absenteeism causingpoorutilizationofplantIndiaisfacingunemploymentproblem

on one side and the otherside abnormalabsenteeism in industries ifour

absenteeismcanbereduced.Wecanimproveourgrossnationalproductwithoutany

investment.

Absenteeism notonlycausesproductionlossbutalsocausesreductionof

grossnationalincome,whenthegrossincomeofworkmenreducesnaturallyhis

buyingcapacityalsoreducesifhecouldnotmanagetheprimaryandsecondary

needsoftimelyandproperly.Hehastofaceproblemslikepoorfamilyharmonypoor

healthmorementalandphysicaltirednesswhichwillagainleadtoabsentingfrom

work.Absenteeism ascommonlyunderstoodreferstothefailureofanoperativeto

reportto work when work isavailable to him asused in the study overall

absenteeism ismadeupofthreecomponent.1.Leavesanctionedbymanagement

referred to in hisreportasauthorized absence.2.Absencewithoutanyprior

informationtoanpermissionfrommanagementreferredtoasunauthorisedabsence.

3.CertifiedsicknessmostwidelyknownasESIleave.Thisdoesnotincludematernity
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leaveabsenceofworkersduringstrikeduetolayoffthose5. 5earnedleaveand

womenworkersonmaterni.tyleavenothavebeenconsideredasabsentees.

COMPANYPROFILE
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COMPANYPROFILE

MahindraandMahindraLimited(M&M)isanIndianmultinationalautomobile

manufacturingcorporationheadquarteredinMumbai,Maharashtra,India.Itisoneof

the largest vehicle manufacturers by production in India and the largest

manufactureroftractorsintheworld.ItisapartofMahindraGroup,anIndian

conglomerate.Itwasranked21stonalistoftopcompaniesinIndiabyFortuneIndia

500in2011.ItsmajorcompetitorsintheIndianmarketincludeMarutiSuzuki,Tata

Motors,AshokLeylandandothers.
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History

Mahindra&Mahindrawassetupasasteeltradingcompanyin1945inLudhianaas

Mahindra&MohammedbybrothersK.C.MahindraandJ.C.MahindraandMalik

Ghulam Mohammed.AfterIndiagainedindependenceandPakistanwasformed,

MohammedemigratedtoPakistan.ThecompanychangeditsnametoMahindra&

Mahindrain 1948.Iteventuallysaw abusinessopportunityin expanding into

manufacturingandsellinglargerMUVs,startingwiththeassemblyunderlicenseof

theWillysJeepinIndia.SoonestablishedastheJeepmanufacturersofIndia,the

companylatercommencedmanufacturinglightcommercialvehicles(LCVs)and

agriculturaltractors.Today,Mahindra&Mahindraisakeyplayerintheutilityvehicle

manufacturingandbrandingsectorsin theIndianautomobileindustrywithits

flagshipMahindraXUV500andusesIndia'sgrowingglobalmarketpresenceinboth

theautomotiveandfarmingindustriestopushitsproductsinothercountries.31. 31

Overthepastfew years,thecompanyhastakeninterestinnew industriesandin

foreignmarkets.Theyenteredthetwo-wheelerindustrybytakingoverKinetic

MotorsinIndia.M&M alsohasacontrollingstakeintheREVAElectricCarCompany

andacquiredSouthKorea'sSsangYongMotorCompanyin2011.In2010–11M&M

enteredinmicrodripirrigationwiththetakeoverofEPCIndustriesLtdinNashik.
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Thefounders

J.C.MAHINDRA,elderofthe2brotherswasamechanicalengineerfrom VJTI,

Mumbai.Hewasappointedthecountry’sfirstironandsteelcontroller.
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K.CMahindra, aCambridgeeducatedeconomist,waspartnerwithmartinburn,

London,agentstoIISCO.HisserviceswerealsorequisitionedbythegovtofIndiaand

hetookoveraschairmanofIndiasupplymissiontoWashingtonUSA

OURPASTLEADERS
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HarishMahindrawasbornin1923,andjoinedMahindraandMahindrain1945.

Alongwithhiscousin,kesubMahindra,helaidthebedrockforthecompany’s

evolutionandprogress.InhistimeatMahindra,harishhelpedestablishit’s

muchvaunteddealernetwork,championeditssalesandmarketingefforts,

wasfoundingchairmanofMahindrauginesteelcompanylimitedandserved

asadirectorofMahindraandMahindralimited.
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BRSULE

BRSulejoinedMahindra&MahindraLimitedin1949attheMazgaonDocks

AssemblyPlant.BarringtwoyearsinwhichhewassecondedasanAdditional

SecretaryintheMinistryofPlanning,BR’slongtenureasaMahindraman

remaineduninterrupted,afterwhichhereturnedin1975asthecompany’s

ExecutiveDirector.BRwaseducatedatPuneandMumbaiuniversities,the

MassachusettsInstituteofTechnology,andPurdueUniversity.

ICHATTERJEE
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• EducatedatFaradayHouseEngineeringCollegeasanelectricalengineer,

ChatterjeejoinedMahindra&MahindraLimitedin1946,andwasatrue

Mahindraman,servinginvariouscapacitiesinKolkata,Chennai,andMumbai.

Herannolessthantencompaniesandtheirdivisions,beforeretiringasan

Executivedirector.
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R.KPITAMBER

Aprecociousandkeengolfer,RKPitamberattendedOxfordUniversity,afterwhich

hejoinedthegroupin1959.AsMahindra’sManagingDirectorfrom 1994-97,he

oversaw thegroup’sgrowthanditssuccessfulexpansioninIndia’snewlyopen

economytherebylayingthefoundationsforthe21stcentury.
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BHARATDOSHI

Bharat,afteranexemplarycareerspanningoverfourdecadesinthe

MahindraGroup,retiredasExecutiveDirectorandGroupCFO,M&M Limited.

HeplayedakeyroleinthetransformationoftheGroupandinexpandingits

globalfootprint.He conceptualized,established and nurtured Mahindra

FinanceandwasitsChairmanfrom April2008toMarch2016.Heremains

associatedwithMahindraasChairman,MahindraIntertrade,andwithseveral

groupnon-profitinitiatives.HewasPresidentoftheBombayChamberof

Commerce& Industryin 2009-10.In March 2016,hewasnominated as

directorontheCentralBoardofDirectorsoftheReserveBankofIndia
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ARUNNANDA

Arun istheman whobuiltMahindra’sRealEstateand Hospitality

businesses.Apioneerinurbanliving,Arunchairsanumberofourbusinesses.

AsChairman EmeritusoftheIndo-French ChamberofCommerceand a

memberoftheGoverningBoardoftheCouncilofEUChambersofCommerce

inIndia,hismanyhonoursincludetheChevalierdelaLegiond'Honneur. 

OPERATIONS

Automobiles:

• Automotive
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Mahindra&MahindraLimited

MahindraScorpio

MahindraScorpioGetaway.
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MahindraBolero·

MahindraXUV500.
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MahindraQuanto
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MahindraThar

MahindraXylo
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MahindraVerito

Mahindrae2o..
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MahindraKUV100

MahindraTUV300

MahindraVeritoVibe
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Mahindra & Mahindra,branded on its products usually as 'Mahindra',

producesSUVs,salooncars,pickups,commercialvehicles,andtwowheeled

motorcyclesandtractors.ItownsassemblyplantsinIndia,MainlandChina

(PRC),theUnitedKingdom,andhasthreeassemblyplantsintheUnitedStates.

MahindramaintainsbusinessrelationswithforeigncompanieslikeRenaultSA,

France.

M&Mhasaglobalpresenceanditsproductsareexportedtoseveralcountries.

ItsglobalsubsidiariesincludeMahindraEuropeS.r.l.basedinItaly,Mahindra

USAInc.,MahindraSouthAfricaandMahindra(China)TractorCo.Ltd.

MahindrastartedmakingpassengervehiclesfirstlywiththeLoganin

April2007undertheMahindraRenaultjointventure.M&M madeitsmaiden

entryintotheheavytruckssegmentwiththeMahindraTruckandBusDivision,

thejointventurewithInternationalTruck,USA.

MahindraproducesawiderangeofvehiclesincludingMUVs,LCVsandthree

wheelers.Itmanufacturesover20modelsofcarsincludinglarger,multi-

utilityvehiclesliketheScorpioandtheBolero.Itformerlyhadajointventure

withFordcalledFordIndiaPrivateLimitedtobuildpassengercars.

Atthe2008DelhiAutoShow,Mahindraexecutivessaidthecompanywas

pursuinganaggressiveproductexpansionprogram thatwouldseethelaunch

ofseveralnewplatformsandvehiclesoverthenextthreeyears,includingan

entry-levelSUVdesignedtoseatfivepassengersandpoweredbyasmall

turbodieselengine.Truetotheirword,Mahindra&Mahindralaunchedthe

MahindraXyloinJanuary2009,sellingover15,000unitsinitsfirstsixmonths.
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Alsoinearly2008,MahindracommenceditsfirstoverseasCKDoperations

withthelaunchoftheMahindraScorpioinEgypt,inpartnershipwiththe

BavarianAutoGroup.ThiswassoonfollowedbyassemblyfacilitiesinBrazil.

VehiclesassembledattheplantinBramont,Manaus,includeScorpioPickUps

insingleanddoublecabpick-upbodystylesaswellasSUVs.

MahindraplannedtosellthedieselSUVsandpickuptrucksstartinginlate

2010inNorthAmericathroughanindependentdistributor,GlobalVehicles

USA,basedin Alpharetta,Georgia.Mahindraannounceditwouldimport

pickuptrucksfrom Indiainknockdownkit(CKD)form tocircumventthe

Chickentax.CKDsarecompletevehiclesthatwereassembledintheU.S.from

kitsofpartsshippedincrates.On18October2010,however,itwasreported

thatMahindrahadindefinitelydelayedthelaunchofvehiclesintotheNorth

Americanmarket,citinglegalissuesbetweenitandGlobalVehiclesafter

MahindraretracteditscontractwithGlobalVehiclesearlierin2010,duetoa

decisiontosellthevehiclesdirectlytoconsumersinsteadofthroughGlobal

Vehicles.However,aNovember2010reportquotedJohnPerez,theCEOof

GlobalVehiclesUSA,asestimatingthatheexpectedMahindra'ssmalldiesel

pickupstogoonsaleintheU.S.byspring2011,althoughlegalcomplications

remained,andPerez,whilehopeful,admittedthatarbitrationcouldtakemore

thanayear.LaterreportssuggestedthatthedelaysmaybeduetoMahindra

scrappingtheoriginalmodelofthetruckandreplacingitwithanupgraded

onebeforesellingthem toAmericans.InJune2012,amasstortlawsuitwas

filedagainstMahindrabyitsAmericandealers,allegingthecompanyof

conspiracyandfraud.

Mahindra& Mahindrahasacontrolling stakein MahindraRevaElectric
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Vehicles.In 2011,italso gained a controlling stake in South Korea's

SsangYongMotorCompany.

MahindralauncheditsrelativelyheavilypublicisedSUV,XUV500,codenamed

asW201inSeptember2011.ThenewSUVbyMahindrawasdesignedin-house

anditwasdevelopedonthefirstglobalSUVplatform thatcouldbeusedfor

developingmoreSUVs.InIndia,thenew MahindraXUV500cameinaprice

rangebetween₹1,140,000–1,500,000.Thecompanywasexpectedtolaunch3

productsin2015(2SUVsand1CV)andanXUV500hybrid.Mahindra'stwo

wheelersegmentlaunchedanewscooterinthefirstquarterof2015.Besides

India,thecompanyalsotargetedEurope,Africa,AustraliaandLatinAmerica

forthismodel.Mahindra PresidentMr.Pawan Goenka stated thatthe

companyplanned to launch sixnew modelsin the year.The company

launchedtheCNGversionofitsminitruckMaximoon29June2012.Anew

version oftheVerito in dieseland petroloptionswaslaunched bythe

companyon26July2012tocompetewithMaruti'sDzireandToyotaKirloskar

Motor'sEtios.On30July2015,Mahindrareleasedsketchesofanewcompact

SUVcalledtheTUV300slatedtobelaunchedon10September2015.The

TUV300designtookcuesfrom abattletankandusedadownsizedversionof

themHawkenginefoundontheXUV500,ScorpioandsomemodelsoftheXylo.

ThisnewenginewaschristenedasthemHawk80.
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Automobileassemblyplants

 Bangalore,Karnataka,India

 Mahindrae2o

 Chakan,Maharashtra,India

 MahindraMaximo

 MahindraSupro

 MahindraXUV500

 MahindraTUV300

 MahindraKUV100

 MahindraPick-Up

 SsangYongRexton

 Haridwar,Uttarakhand,India

 MahindraBolero

 MahindraScorpioS2

 Mahindraalfa

 Nasik,Maharashtra,India

 MahindraThar

 MahindraXylo

 MahindraQuanto
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 MahindraBolero

 MahindraScorpio

 MahindraPik-Up

 MahindraVerito

 Zaheerabad,Telangana,India

 MahindraBoleroCamper

 MahindraTourister

 Mahindraalfaauto

 MahindraJeeto.
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Militarydefence

MahindraAxe

Thecompanyhasbuiltandassembledmilitaryvehicles,commencingin

1947withtheimportationoftheWillysJeepthathadbeenwidelyused

inWorldWarII.ItslineofmilitaryvehiclesincludetheAxe.Italso

maintainsajointventurewithBAESystems,DefenceLandSystems

India.

EnergyMahindra&Mahindraenteredtheenergysectorin2002,inresponseto

growingdemandsforincreased electricpowerin India.Sincethen,morethan

150,000MahindraPoweredenginesanddieselgeneratorsets(geneses)havebeen
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installedinIndia.Theinverters,batteries,andgenesesaremanufacturedatthree

facilitiesinPune(Maharashtra),Chennai(TamilNadu),andDelhi;and160service

pointsacrossIndiaoffer24–7supporttomostkeymarkets.Powerolispresentin

countriesacrossLatinAmerica,Africa,theMiddleEast,andSoutheastAsia—and

expanding into the United Arab Emirates,Bangladesh,and Nepal.Mahindra

Powerless energy services consist mostly of power leasing and telecom

infrastructuremanagement.In2006,itbecameamajormarketleaderinthetelecom

segment(andin2011,itsmarketsharepassed45percent).

MahindraCleantechLtdfocusesineco-friendly,or'green'power.Inresponseto

growingacceptanceofSolarPower,itformedasubsidiary,MahindraSolar,in2010to

offerarangeofsolarsolutions,bothoffgridandongrid,alongsideEngineering,

Procurement,andConstruction(EPC).

MahindraEPCistheEngineeringProcurement&Constructionarm oftheMahindra

group.AportfoliocompanyundertheCleantecharm ofMahindraPartners,they

offer solar solutions spanning On-Grid,EPC (Engineering,Procurement and

Construction)andOff-Gridproducts.Thecompanycommenceditsoperationsinthe

year2011andhascommissionedover60MWworthofSolarPVprojects.

Meanwhile,itsoff-gridproductsincludepowerpacksandrooftopsetupsforbusiness

organisationsandpublicinstitutionsalongsideruralelectrificationthroughlanternsand

home and streetlighting systems.The companyworkscloselywith Mahindra’sfarm

equipmentdivisiontoofferlightingproductstosomeofthemoreruralareasinIndia.It

alsoworkswithMahindraPoweredtooffersolarpowerbackuptotelecom sitesin
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India.In2011,MahindraSolarreceivedaCRISILratingofSP1Ain2011,thehighest

ratingforanysolarphotovoltaicoff-gridcompany.

Farmequipment

Mainarticle:MahindraTractor

Mahindra475DI2015,themostpopularmodelinproductionsince1964
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MahindrabeganmanufacturingtractorsfortheIndianmarketduringtheearly'60s.

Itisthetoptractorcompanyintheworld(byvolume)withannualsalestotalling

morethan200,000tractors.Sinceitsinception,thecompanyhassoldover2.1

milliontractors.Mahindra&Mahindra’sfarmequipmentdivision(MahindraTractors)

hasover1,000dealersservicingapprox.1.45millioncustomers.

Mahindratractorsareavailablein40countries,includingIndia,theUnitedStates,

China,Australia,New Zealand,Africa(Nigeria,Mali,Chad,Gambia,Angola,Sudan,

Ghana,andMorocco),LatinAmerica(Chile,Argentina,Brazil,Venezuela,Central

America,andtheCaribbean),SouthAsia(SriLanka,Bangladesh,andNepal),the

MiddleEast(IranandSyria)andEasternEurope(Serbia,Turkey,andMacedonia.

MahindraTractorsmanufacturesitsproductsatfourplantsinIndia,twoinMainland

China,threeintheUnitedStates,andoneinAustralia.Ithasthreemajorsubsidiaries:

MahindraUSA,Mahindra(China)TractorCompany,andMahindraYueda(Yancheng)

TractorCompany(ajointventurewiththeJiangsuYuedaGroup).
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Since1999,Mahindrahaslaunchedseveralnew higherhpmodels.Seenhereisa
MahindraArjun605DItractorwithtrailer

In2003,theFarm EquipmentSectorofMahindra& MahindrawontheDeming
ApplicationPrizeandin2007itreceivedtheJapanQualityMedalforimplementing
TotalQualityManagementin itsentirebusinessoperations.Thecompanyhas
garneredthehighestcustomersatisfactionindex(CSI)intheindustryat88percent.
Itearneda2008GoldenPeacockAwardintheInnovativeProduct/Servicescategory
foritsin-housedevelopmentofaloadcar.Inits2009surveyofAsia’s200most
admiredandinnovativecompanies,theWallStreetJournalnamedMahindra&
Mahindraoneofthe10mostinnovativeIndiancompanies

Inadditiontotractors,Mahindrasellsotherfarm equipment.Ithasexpandedits
product-line to include farm-support services via Mahindra AppliTrac (farm
mechanisationproducts),MahindraShubhLabh(seeds,cropprotection,andmarket
linkagesand distribution),and the SamriddhiInitiative (farm counselling and
informationservices).

TheMahindraAutomotiveandFarm EquipmentSectors(AFS),isoneofthelargest
contributors to the Mahindra Group revenue and includes 27 businesses,18
subsidiariesand9companies.

TheAutomotivebusinessaccountsforabout48% ofIndia’sutilityvehiclemarket
shareandisthenumbertwoCVplayerinIndia.Thebusinesshasapresencein
almosteverysegmentoftheautomobileindustrywithaportfoliorangingfromSUVs,
luxuryUVs,sedans,pick-ups,light,medium andheavycommercialvehiclestothree-
wheelers.TheircustomerbasespansruralandurbanIndia.

TheFarm Equipmentdepartmentalsohasitspresenceinend-to-endagriculture

valuechainprovidingirrigation,fertilization,seedsthroughvariedagricultureand

alliedbusinesses.

 Consumer

 Mahindrae2o

 MahindraThar

 MahindraBolero

 MahindraXylo

 MahindraScorpio

 MahindraScorpioGetaway
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 MahindraVerito

 MahindraXUV500

 MahindraQuanto

 MahindraVeritoVibe

NamingofVehicles

Thecommercialvehiclesmadebythecompanyfollow theinvisibleruleofending

withan'O',likeinScorpio,Verito,XUV500.Itisbelievedthatthecompanydoesthis

duetothesuccessofitsfirsttwovehicles-ScorpioandBolero.

Employees

Ason31March2016,thecompanyhad39,276employees,outofwhich626were

women(1.6%).Italsohadaround19,000temporaryemployeesonthesamedate.
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CompanyUpdates

In2015,itwasannouncedthatthecompanywastoofferAndroidAuto,atelemetric

standarddevelopedbyGoogle,technologywithitsin-vehicleinfotainmentsystem

foritsXUV500andScorpiovehicles.

AwardsandRecognitions

 BombayChamberGoodCorporateCitizenAwardfor2006–07.

 BusinessworldFICCI-SEDFCorporateSocialResponsibilityAward2007.

 TheBrandTrustReportrankedM&M asIndia's10thMostTrustedBrandinits

IndiaStudy2014survey(from 20,000brandsanalyzed).ItsFarm Equipment

divisionreceivedtheDemingPrizein2003.

 ItsFarmEquipmentdivisionreceivedtheJapanQualityMedalin2007.

 TheUSbasedReputationInstituterankedM&M amongstthetopTenIndian

companiesinits'Global200:TheWorld'sBestCorporateReputations'listfor

2008.

 BluebytesNewsratedM&M asIndia'ssecondMostReputedCarCompany

(reportedintheirstudytitledReputationBenchmarkStudy)conductedforthe

Auto(Cars)Sectorin2012.
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OBJECTIVEOFSTUDY
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Objectivesofstudy

• Toidentifythereasonsforabsenteeism.

• Tomeasuretheemployeesabsenteeismlevel.

• Toidentifystepsrequiredtodecreasetherateofabsenteeism.

• Tostudy,employeesworkingconditions.

• Toidentifyfactorsthatmotivatestheemployees,whichminimise

absenteeism.

• TostudythemajorcausesinMahindra&Mahindra.
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SCOPEOFSTUDY
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Scopeofthestudy

 Thedevelopmentofanyorganisationdependsontheregularityofemployees.

 Thestudyisconductedtoknowthevariouslevelsandreasonsforabsenceof

employeesinanorganisation.

 Bylookingit,onecanadoptcorrectivemeasurestodecreaseirregularitiesin

theorganisation,leadstoorganisationalgrowth.

 MaterialandMethodologyofthestudy

 PrimaryData:Theprimarydataiscollectedfromtherespondentsby

administeringastructuredquestionnaireandalsothroughobservations,

interviewsanddiscussionwithmanagementteam.

 SecondaryData:Thesecondarydataiscollectedfromtheoffices,libraries,

journals,magazines,newspapers,annualreports,earlierrelatedstudies,etc.
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LIMITATIONOFSTUDY
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LIMITATIONOFSTUDY

 Thestudyisconfinedtoonlyalimitedarea.

 Thelimitednumberofrespondents.

 Thetimeinvolvedinthestudyistooshort.

 Otheremployeeswillhavetodoexcessworkwhichwillleadtodecrease

moraleofemployees.

 Managerwillhavetospendexcesstimeonthedisciplineormayfindthe

replacementoftheemployee.

 Theproductivitywillbeaffectediftheemployeeisreleasedfromthe

companyandalsowillhavetospendmoneyin-ordertotrainthenew

employee.
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REVIEWLITERATURE



44|Page

REVIEWLITERATURE

According to DakelyC.A.(1948)"Absenteeism isthe ratio ofthe numberof

productionman-daysorshiftslosttothetotalnumberofproductionscheduledto

work".Thelabourbureau(1962)definesabsenteeism asthetotalshiftslostbecause

ofabsenceaspercentageofthetotalnumberofmanshiftsscheduledtowork..

AccordingtoLikewiseHackettJ.D.(1929)definesitas"thetemporarycessationof

workfornotlessthanonewholeworkingdayinitiativeoftheworkerwhenhis

presenceisexpectedbytheemployer".Similarlyencyclopediaofsocialscience

observes"Absenteeism asthetimelostinindustrialestablishmentbyavoidableor

unavoidableabsenceofemployees.Thetimelostbythestrikesorbylateness

amountingtoanhourortwoisnotusuallyincluded".ErnestB.Akyeamponghas

writtenaresearchpaperTrendsandseasonalityinAbsenteeism.Inthispaperthe

authorfocusonthatatwhichtimeperiodtheemployeesaremoreabsent.Inthis

paperhesaidthatillness-relatedabsencesarehighlyseasonal,reachingapeak

duringthewintermonths(DecembertoFebruary)andatroughduringthesummer

(JunetoAugust).Thehighincidenceinwinterislikelyrelatedtotheprevalenceof

communicable diseasesatthattime,especially coldsand influenza.The low

incidenceduringthesummermaybepartlybecausemanyemployeestaketheir

vacationduringthesemonths.Becauseofsurveydesign,thosewhofallillduring

vacationwilllikelyreport“vacation‟ratherthan„sicknessordisability‟asthemain

reasonforbeingawayfrom work.Comparedwiththeannualaverage,part-week

absences.areroughly30% moreprevalentinthewintermonthsandalmost20%

lesssoduringthesummermonths.Seasonalityismuchlessevidentinfull-week

absences.MariaJoséRomeroandYoung-SunLeehaswrittenaresearchpaperA
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NationalPortraitofChronicAbsenteeism intheEarlyGrades.Inthispaperhe

focusedonthefollowingpoints:

(i)HowwidespreadistheProblemofEarlyAbsenteeism?

(ii)DoesFamilyIncomesImpactEarlyAbsenteeism?

(iii)WhatistheImpactofEarlyAbsenteeismonAcademicAchievement?

RuchiSinha(2010)inherstudyrevealsthatthereonly4% employeesremainaway

from theirworkandthattooduetopersonalreasons.Thereisveryhighlevelofjob

satisfaction among the employees.Nisam (2010)stated that stress among

employees,healthproblems;lonelinessatworkplace,non-cooperationofcolleagues

causesabsenteeismatworkplace.

K.A.HariKumar(2012)statedthattherateofabsenteeism inMaduraCoatsisvery

high.Jacobson (1989)hasinvestigatedadirectrelationshipbetweenmonetary

incentivesandworkfloorattendance.

WolterH.J.Hassink&PierreKoning(2009)findstatisticallysignificantdifferencesin

absence patterns across groups ofworkers with differenteligibility statuses

dependingontheirattendancerecordsandwhethertheyhadpreviouslywon.One

findingisthatabsenteeism roseamongworkerswho,havingwonalready,were

ineligibleforfurtherparticipation.Nevertheless,andalthoughthereductioninfirm-

wideabsenceassociatedwiththelotterydriftedfrom 2.4percentagepointsto1.1

percentagepointsaftersevenmonths,theauthorsconcludethatthelotterywasof

netbenefittothefirm.MortenNordbergandKnutRøedhaswrittenaresearchpaper

Absenteeism,HealthInsurance,andBusinessCycles.Inthishewantstoevaluate

howtheeconomicenvironmentaffectsworkerabsenteeism andhealsoisolatethe

causaleffectsofbusinesscycledevelopmentsonwork-resumptionprospectsfor
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ongoingabsencespells,byconditioningonthestateofthebusinesscycleatthe

momentofentryintosicknessabsence.

Theauthorfindsthat

(i) Thatbusinesscycleimprovementsyield lowerwork-resumption rates

forepersonswhoareabsent,andhigherrelapseratesforpersonswho

havealreadyresumedwork.

(ii) (ii)Thatabsencesometimesrepresentsahealthinvestment,inthesense

thatlongerabsence„now‟reducesthesubsequentrelapsepropensity.

(iii) (iii)Thatthework-resumptionrateincreaseswhensicknessbenefitsare

exhausted,butthatwork-resumptionsatthispoint.

Thepurposeofthispaperistoreviewtheliteratureonemployeeabsenteeism as

aform ofwithdrawalbehaviourapartfrom turnover.Studiesexaminingthe

psychometricpropertiesofabsencemeasuresarereviewed,along with the

relationshipbetweenabsenteeism andpersonal,attitudinal,andorganizational

variables.Studiesexploringtherelationshipbetweenabsenteeism andturnover

are examined according to the unitofanalysis studied in the research.

Programmatic efforts to reduce employee absenteeism are also reviewed.

Throughoutthepaperemphasisisplacedontheindicesusedbyinvestigatorsto

measureabsenteeism,andtheproblems12. 12thathavearisenintheliterature

throughtheuseofmultipleindicatorsofabsenteeism.Thereviewconcludeswith

suggestionsforresearchthatareofboththeoreticalandpracticalconcern.Prior

researchislimitedinexplainingabsenteeism attheunitlevelandovertime.We

developedandtestedamodelofunit-levelabsenteeism usingfivewavesofdata



47|Page

collectedoversixyearsfrom115workunitsinalargestateagency.Unit-leveljob

satisfaction, organizational commitment, and local unemployment were

modelledastime-varyingpredictorsofabsenteeism.Sharedsatisfactionand

commitmentinteractedinpredictingabsenteeism butwerenotrelatedtothe

rateofchangeinabsenteeism overtime.Unit-levelsatisfactionandcommitment

weremorestronglyrelatedtoabsenteeismwhenunitswerelocatedinareaswith

plentifuljobalternatives.Drawingon thecompatibilityprinciplein attitude

theory,weproposethatoveralljobattitude(jobsatisfactionandorganizational

commitment)providesincreasingly powerfulprediction ofmore integrative

behaviouralcriteria (focalperformance,contextualperformance,lateness,

absence,andturnovercombined).Theprinciplewassustainedbyacombination

ofmeta-analysisandstructuralequationsshowingbetterfitofunifiedversus

diversifiedmodelsofmeta-analyticcorrelationsbetweenthosecriteria.Overall

jobattitudestronglypredictedahigher-orderbehaviouralconstruct,definedas

desirablecontributionsmadetoone'sworkrole(r=.59).Time-laggeddataalso

supportedthisunified,attitude-engagementmodel.Counteringargumentsthat

employeebenefitsareunrelatedtobothworkerperformanceandperceived

organizationalsupport,Idevelopedandestimatedamodelthatlinkswork-life

benefitstoorganizationalcitizenship behaviourdirectly,through obligations

incurred asa resultofsocialexchange,and indirectly,through enhanced

perceptionsoforganizationalsupport.Significant,positiverelationshipswere

foundbetweenworkers'assessmentsoftheusefulnessofwork-lifebenefitsand

three measures of organizationalcitizenship.Although perceived benefit

usefulness contributed to perceived organizational support, perceived

organizationalsupportdid notin turn fosterorganizationalcitizenship as
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measuredinthisstudy.

Drawinguponbehavioralplasticityarguments,wepositedthatself-esteem isan

importantfactorexplainingtheeffectsoftwogroupcharacteristics,relationship

conflict and task interdependence,on group members'performance and

satisfaction.Resultsbasedondatafrom asampleofindividualsworkingin

classroom groups over a four-month period showed that when task

interdependencewashigh,lowself-esteem attenuatedthenegativerelationship

betweenrelationshipconflictandpeerevaluationsandexacerbatedthepositive

relationshipbetweenrelationshipconflictandabsenteeism.

Theattitudinalandbehavioraleffectsofbeingpromotedandbeingrejectedfor

promotionwereexaminedinaquasiexperimentconductedataninternational

bankinHongKong.Promotedtellerswhohadmoreinternallousesofcontrol

(LOC)maintainedimprovedattitudesacross3‐and18‐monthposttestintervals.

Attitudesreturnedtobaselinelevelsbythesecondposttestamongexternal‐LOC

individualswhohadbeenpromoted.Therewasnochangeinattitudesamong

people passed overforpromotion.Absenteeism and job performance both

decreased among promotes.The implications for the administration of

promotionsareconsidered.

The ability ofthree differenttypes ofself-reportvariables—biographical,

attitudinal,andstress—topredict70monthsofabsenteeism datawasevaluated.

Absencescoreswereaggregatedintwodifferentways,asannualizedsegments

andaslongitudinaldataaccumulations.Biographicalvariablesandattitudinal

measuressignificantlypredictedlong-term absenteeism.Inaddition,results

suggested that dependency relationships between absence metrics and
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accumulationperiodsmayaffectvalidationoutcomes.Itwashypothesizedthat

group-levelemployeelatenessassessedbeforeadministrationofasurveywould

accountforsignificantvarianceinpost-surveyindividuallatenessbeyondthat

duetoindividual-levelantecedentssuchaspre-surveylateness,workattitudes,

andwork-familyconflict.Thestudysampleswere285banktellersand439

hospitalemployees.Resultssupportedagroup-leveleffectonindividuallateness

beyondcontrolled-forindividual-levelantecedents.Implicationsandlimitations

ofthisstudyarediscussed.ThisresearchmeasuredNicholsonandJohn'sconcept

ofthesalienceofabsenceclimateintermsofabsencestandardsforsupervisory

groups.Withinandbetweenanalysis(WABA)wasusedtodeterminewhether

thesestandardsshowedgroup-leveleffectsonabsencebehaviour.Withgender

controlled, supervisory groups that had perceptions of high external

managementstandardsforabsenceandhighinternalpersonalstandardsalso

had low levelsofabsence.Furthermore,theinternalpersonalstandardsof

supervisorssignificantlypredictedabsenceforentiregroups.Noplant-level

effectsweredetected.

Theimpactofincreasingunemploymentratesanddecreasingorganizationalsize

onabsenteeismwasassessedforpooledmonthlydatafrom17plantsoverafive-

yearperiod.Astheorganizationsbecamesmallerandaslocalunemployment

ratesincreased,absenceratesdecreased.Employeesalsoappearedtoanticipate

economicdownturnsbydecreasingabsenteeism inthemonthpriortochangesin

unemploymentrates.

Thisarticlereportsonalongitudinalstudyofautonomousworkgroupsatanewand

anestablishedmineralsprocessingplant.Theresultsofthestudysupportthe

propositionthatemployeesinautonomousworkgroupsreportmorefavorablework
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attitudesthantheircounterpartsintraditionallydesignedjobsbutconfirm previous

findingsofhigherabsenteeismandturnoveramongautonomousworkgroups.

DakelyC.A.(1948)

“Absenteeism istheratioofthenumberofproductionman-daysorshiftslosttothe

totalnumberofproductionsscheduledtowork".

Thelabourbureau(1962)

definesabsenteeism asthetotalshiftslostbecauseofabsenceaspercentageofthe

totalnumberofmanshiftsscheduledtoworklikewise"ackettdefinesitas“the

temporarycessationofworkfornotlessthanonewholeworkingdayinitiativeofthe

workerwhenhispresenceisexpectedbytheemployer”Similarlyencyclopediaof

socialscienceobserves“Absenteeism asthetimelostinindustrialestablishmentby

avoidableorunavoidableabsenceofemployees,hetimelostbythestrikesorby

latenessamountingtoanhourortwoisnotusuallyincluded”.

Knowles(1979)

opinedthatalthoughabsencefrom workmaybeduetoanyofalargenumberof

factors empiricalevidence supporting the view that causalfactors can be

organisationalinnatureisscant.Absencemayberegardedasonefacetofawider

behavioralproblem pervadingentireorganisationalsub-units,theauthorsuggests

thatabsencecouldbeusedalongwithothervariablesasa valuablepersonnel

statisticindicatingareasoforganisationaldysfunction,hismeansthatiflevelsof

absenteeism insuchcasesastheseweretobeimprovedthesolutionshouldbe

lookedforattheorganisationallevelratherthanattheindividual.
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RESEARCHMETHODOLOGY



53|Page

Researchmethodology

Researchincommonparlancereferstothesearchforknowledge.Itcanbealso

definedasascientificandsystematicsearchforpertinentinformationonspecific

topic.Infact,searchisanartofscientificinvestigation.Insimpleterms,research

means,‘acarefulinvestigationorenquiryespeciallythroughsearchfornewfacts

inanybranchofknowledge.

MEANING:

“Theproceduresbywhichresearchergoesabouttheirworkofdescribing,

explainingandpredictingphenomenonarecalledmethodology.Methodscomprise

theproceduresusedforgenerating,collectingandevaluatingdata.Allthismeans

thatitisnecessaryfortheresearchertodesignhismethodologyforhisproblemas

thesamemaydifferfromproblemtoproblem”.
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HYPOTHESIS
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Hypothesis

Ahypothesisisatentativestatementabouttherelationshipbetweentwoor

morevariables.Itisspecific,testablepredictionaboutwhatyouexpectto

happenin astudy.Hypothesiscan alsobedividedas(1)NullHypothesis

(2)Alternative Hypothesis.In line with the problem ofthis study has

followinghypothesis.

1.H0:There is no association betweenemployeesabsenteeism inthe

organization.2.H1:There is strong association between employees

absenteeismintheorganization
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RESEARCHDESIGN
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ResearchDesign

Aresearchdesignisabasicofframework,whichprovidesguidelinesfortherestof

researchprocess.Itisthemapofblueprintaccordingtowhich,theresearchistobe

conducted.Theresearchdesignspecifiesthemethodofstudy.Researchdesignis

preparedafterformulatingtheresearchproblem.
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SOURCESOFDATA
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SourcesofData

Dataaretheraw materialsin whichmarketingresearchworks.Thetask

of data collection begins after research problem has been defined and

research design chalked out. Data collected are classified into primarydata and

secondarydata.

PRIMARYDATAQuestionnaireswereusedforcollectingprimarydata

SECONDARY DATA Secondarydatawere collected from the company’sannual

publications,memorandumsofsettlements,newspapers,journals,websites,and

from librarybooks.
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ANALYSIS&INTREPRETATIONOFDATA
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Analysis&Intrepretationofdata

1.Tableshowinggenderoftherespondent

Gender Numberof

respondents

Percentage

Male 20 60%

Female 30 40%

Total 50 100%

Intrepretation

Theabovetableandchartshowthat60% oftherespondentsareMaleand40% are
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Femaleemployees.Researcherinterpretsthatmajorityoftherespondentsaremales

whilecomparedtofemaleemployees.

2.Tableshowingtheageoftherespondent

Intrepretation

From theabovetableandchartindicates48% oftherespondentsareat

theagegroupof20-25years,32% areof25-30years,12% areof30-35

yearsand8% areofabove40years.Theresearcherinterpretsthat

Ageinyears Numberof
respondent

.
Percentage

20-25
24 48

25-30
16 32

30-35 6 12

40above 4 8
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majorityoftherespondentsarecomeattheagegroupof20-25years;it

indicates that the company employing fresher's more than the

experienced.

3.TableshowingEmployeeMonthlyIncome

Intrepretation

From theabovetableandchartindicatesthatthe56% ofemployee's

monthlyincomeisbetween2600-2800,24% arebetweenrupees2800-

Monthlyincome Numberofrespondents Percentages

2600-2800 28 56

2800-3000 12 24

3000-3200 7 14

3500above 3 6
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3000,14% arebetween 3000-3200and6% areabove3500in the

organization.Here the Researcherinterprets thatmajority ofthe

respondentsarecomefromthelowerincomelevel.

4.TableshowingEmployeesMaritalStatus

Intrepretation

Theabovetableshowsthemaritalstatusoftheemployeesintheorganization.

Unmarriedemployeesare64%,Marriedemployeesare36% andNiltobeResponded

Maritalstatus Numberofrespondents Percentage

unmarried 32 64

Married 18 36

Widower 0 0
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asawidowedintheorganization.

Theresearcherinterpretsthatmajorityoftherespondentsareunmarriedpeople

becausetheyjustcompletetheireducationandjoinedforthejob.
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5.Tableshowingworkingenvironmentofemployees

Interpretation

Workingenvironment Numberofrespondents Percentage

Good 38 76

Satisfactory 12 24

Bad 0 0
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Theabovetableshowsworkenvironmentoftheemployees.76% oftheemployees

feltworkenvironmentisgood,24% oftheemployeesfeltsatisfactoryandnonefelt

thattheenvironmentisbad.Majorityoftheemployeesaresatisfiedwith the

environmentprovidedbytheindustries.
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6.TableshowingWorkovertime

Interpretation

Work over time Number ofrespondents Percentage Yes 15 30 No 35 70

InterpretationTheabovetableshowsworkerswantstoworkovertime.30% ofthe

employeesagreetoworkovertimeand70% oftheemployeesaregivenanilopinion.

Majorityoftheworkersdoesnotagreetoworkovertimeintheindustry.

Workovertime Numberofrespondents Percentages

Yes 15 30

NO 35 70
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7.Tableshowingmethodofcontrolofabsenteeism

ControlofAbsenteeism Numberofrespondents Percentage

Changeinmanagementstyle 3 6

Changinginworkingcondition
(JobRotation)

4 8

Incentives/wagehike 25 50

Developattendancepolicy 2 4

Transportationfacility 6 12

Encouragement 7 14

IndividualAttention 3 6
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Interpretation

Theabovechartindicatesthatbyprovidingincentivesinrecognitionofworkscore

highestin theraceamounting to 50%.Encouragementotherthan monitoring

benefitsalsocountstothetuneof14%.Transportationproblem mayneedattention

thatis12% andotherrespondentsfeelsthatbygivingimportancetoIndividual

attention,developattendancepolicy,changeinworkingconditionandmanagement

stylewiththepercentageof6%,4%,8% and6% respectively.Majorityofemployees

needfinanciallysupport,bettertransportationfacilities,goodworkingenvironment

tocontroltheirirregularities.
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SUGGESTION&CONCUSION
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Suggestion

 Writeattendancepolicyandsetclearattendanceexpectations

 Olderandmoreexperiencedstaffaregenerallylesslikelytobeabsent.So

hiremoreexperiencedpeople.

 Offeranattractivesalarypackage.Becausehighlypaidemployeesareless

likelytobeabsent,soofferinganattractivecompensationpackagecanbuild

loyaltyandreduceabsenteeism.

 Smallthingsthatcanhaveabigeffectandensurethatyouremployeesare

happytocomeintotheoffice.So,Provideapleasantworkingenvironment.

 Considerintroducingmorepredictableworkinghoursandlimitingovertime

asthesemeasurescanhelptoreduceemployeeabsenteeism.

 Considerofferingyourstafftheopportunityofworkingfromhome

occasionallyorextendingflextime.

 Includetherulesinyourdisciplinarycodeandabsenteeismpolicyand

communicatetherules.

 Introduceincentiveschemestoencourageemployeestocometowork.Make

suretheincentivesaredirectlylinkedtoabsenteeismandofreasonablevalue.
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Conclusion

Absenteeism isatotalman-shiftslostbecauseofabsenceasapercentageoftotal

numberofman-shiftsscheduledtowork.Itiscalculatedusingvariousratessuchas

Absenteeism rate,Frequencyrate,andSeverityrate.Absenteeism alsoaffectsthe

organization from multiple anglesforwhich variousmeasures are taken for

controllingandminimizingabsenteeism.Thesituationinthecareerdevelopmentof

boththeindividualsandtheorganizationresultsinemployeeturnover.Therateof

changeintheemployeesofanorganizationduringadefiniteperiodisexternal

mobility.Itisalsoknownasexternalcareer.Thus,itistheshiftingoftheemployees

intoandoutoftheorganization.
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Annexure

1.Name:

2. Age:

3.Qualification:

4.Howisyourworkenvironment?

a)Good

b)Satisfactory

c)Bad

5. Doyouworkovertime?

a)Yes

b)No

6. IfYes,howmanyhoursonanaverageyouworkovertime?

a)1hr

b)2hr

c)3hr

d)morethan3hr.



79|Page

7. Arethereadequatewelfarefacilitiesprovided?

a)Yes

b)No

8.Thepayofferedinthecompanyiscompetitive?

a)Stronglyagree

b)Nocomments

c)Agree

d)Disagree


