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ABSTRACT: This study investigates the prevalence and causes of employee absenteeism within the spinning mill 

industry. Utilizing [mention methodology, e.g., survey data and company records] from [mention location, e.g., 

selected mills in Tamil Nadu, India], we identify key factors contributing to absenteeism, including [mention 1-2 key 

findings, e.g., working conditions and employee morale]. The research further explores the impact of absenteeism on 

productivity and profitability. Finally, the study proposes actionable strategies for management to reduce absenteeism 

and improve workforce stability in this critical manufacturing sector. 

 

I. INTRODUCTION 

 

The spinning mill industry forms a critical component of the textile manufacturing sector, contributing significantly to 

economic growth and employment in many regions. However, this sector often grapples with significant operational 

challenges, one of the most persistent being employee absenteeism. High rates of absenteeism can disrupt production 

schedules, increase operational costs, and negatively impact overall organizational performance. This phenomenon is 

particularly pronounced in spinning mills due to the demanding nature of the work, characterized by repetitive tasks, 

exposure to noise and dust, and often, physically strenuous conditions.Employee absenteeism, defined as the 

unscheduled absence of an employee from the workplace during normal working hours, poses a multifaceted problem 

for spinning mills. It leads to direct costs, such as wage payments for absent employees and overtime for replacement 

workers, and indirect costs, including reduced productivity, compromised quality, and decreased employee morale. 

Furthermore, high absenteeism rates can strain relationships between management and workers and create a climate of 

instability within the workplace. Previous research suggests that factors such as job satisfaction, work-life balance, and 

organizational commitment play crucial roles in influencing employee attendance. However, the specific dynamics 

within the spinning mill context, encompassing its unique work environment and demographic characteristics, warrant 

a focused investigation.This study aims to address this gap by providing a comprehensive analysis of employee 

absenteeism in the spinning mill industry. Specifically, it seeks to identify the primary causes of absenteeism, quantify 

its financial and operational consequences, and propose evidence-based strategies for mitigation and prevention. This 

research will contribute to a better understanding of the challenges faced by spinning mills and offer practical solutions 

for improving employee attendance, productivity, and overall organizational effectiveness. The findings of this study 

are expected to be of value to mill owners, managers, human resource professionals, and policymakers seeking to 

improve the working conditions and economic viability of the spinning mill industry. By addressing the root causes of 

absenteeism and implementing targeted interventions, spinning mills can create a more sustainable and productive work 

environment, benefiting both employers and employees. 

 

Objectives: 

This study aims to comprehensively examine employee absenteeism within the spinning mill industry. Specifically, it 

will: analyze the impact of various factors, including working conditions and management practices, on employee 

absenteeism; assess the level of employee satisfaction concerning overall management; determine if absenteeism is 

predominantly driven by social and religious factors rather than ill health; explore the influence of shift systems on 

absenteeism rates; evaluate employee satisfaction with their jobs and job security; and gather employee opinions 

regarding the organization's environment. 
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II. LITERATURE REVIEW 

 

Gupta, S., & Sharma, S. (2016). A Study on Absenteeism and its Impact on Productivity in Textile 

Industry. International Journal of Business and Management Invention, 5(1), 29-34. 

Gupta and Sharma (2016) examined the impact of absenteeism on productivity in the textile industry. Their study 

identified factors such as dissatisfaction with working conditions, low wages, and lack of opportunities for 

advancement as significant contributors to absenteeism [2]. The authors further highlighted the detrimental effect of 

absenteeism on production targets, lead times, and overall profitability. While the study offers a general overview, it 

lacks specific details on the types of textile mills examined and the methods used for data collection. A key takeaway is 

the need for specific interventions to address dissatisfaction with working conditions in the textile sector. 

 

Allen, D. G. (1984). The Measurement and Determinants of Absenteeism. In K. M. Rowland & G. R. Ferris 

(Eds.), Research in Personnel and Human Resources Management (Vol. 2, pp. 257-283). JAI Press. 

While not specific to the textile industry, Allen's (1984) work provides a foundational understanding of the 

measurement and determinants of absenteeism. The author differentiates between voluntary and involuntary 

absenteeism, highlighting the importance of understanding the underlying reasons for absence before implementing 

intervention strategies [3]. This theoretical framework provides a valuable context for analyzing absenteeism in the 

spinning mill industry, emphasizing the need to consider a range of factors, including genuine illness, personal reasons, 

and motivational issues. The study emphasizes the complexities of measuring absenteeism accurately, suggesting the 

need for robust data collection and analysis methods. 

 

Johns, G. (2001). Absenteeism Research: Past, Present and Future Directions. Research in Personnel and 

Human Resources Management, 20(1), 1-47. 

Johns (2001) offers a comprehensive review of absenteeism research, arguing for a more nuanced approach that 

considers the contextual factors influencing absence behavior. He critiques earlier research for oversimplifying the 

issue and failing to account for individual differences and organizational characteristics [4]. Johns stresses the need for 

longitudinal studies to understand the dynamic nature of absenteeism and the long-term effects of interventions. This 

review underscores the need to consider the specific organizational context of spinning mills when studying 

absenteeism, acknowledging that factors such as management style, reward systems, and organizational culture can 

significantly impact employee behavior. 

 

Bridges, J. F. P., & Sousa-Poza, A. (2012). Work-Life Balance and Job Satisfaction in Europe. Journal of 

Managerial Psychology, 27(4), 372-389. 

Although not directly focused on absenteeism or the spinning mill industry, Bridges and Sousa-Poza's (2012) study on 

work-life balance and job satisfaction in Europe provides valuable insights. The authors found a strong positive 

correlation between work-life balance initiatives and job satisfaction, which in turn can lead to reduced absenteeism 

[5]. This research suggests that implementing policies that support employees in managing their work and personal 

lives can be an effective strategy for improving employee well-being and reducing absence rates in the demanding 

environment of a spinning mill. 

 

Hulin, C. L. (1991). Adaptation, Persistence, and Commitment in Organizations. In M. D. Dunnette & L. M. 

Hough (Eds.), Handbook of Industrial and Organizational Psychology (2nd ed., Vol. 2, pp. 445-505). Consulting 

Psychologists Press. 

Hulin's (1991) chapter explores the concepts of adaptation, persistence, and commitment in organizational settings. He 

argues that employee commitment is a critical factor in reducing absenteeism and turnover. Employees who are highly 

committed to their organization are more likely to be present at work and less likely to engage in absence behavior [6]. 

This perspective highlights the importance of fostering a sense of belonging and commitment among employees in 

spinning mills through initiatives such as employee recognition programs, opportunities for skill development, and fair 

compensation practices. 

 

Deery, S. J., & Iverson, R. D. (2005). Labor-Management Cooperation: Antecedents and 

Consequences. Industrial Relations, 44(3), 468-494. 

Deery and Iverson's (2005) study on labor-management cooperation highlights the importance of a positive relationship 

between management and employees in reducing negative workplace outcomes, including absenteeism. The authors 
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found that a collaborative and supportive work environment can improve employee morale, job satisfaction, and 

commitment, leading to lower absence rates. This study suggests that spinning mills can benefit from fostering a culture 

of open communication, employee involvement, and mutual respect between management and employees. 

 

III RESEARCH METHODOLOGY AND FINDINGS 

 

Research tools: 

• Chi-square 

• Anova 

 

CHI-SQUARE TEST: 

null hypothesis ho: 

There in o significant relationship between monthly income and satisfaction level of present wages. 

 

alternative hypothesis ha:  

There in a significant relationship between monthly income and satisfaction level of present wages. 

 

 
 

Table 1.1 

 

Interpretation: 

The significant value (1.35) is> greater than the P value (0.000). Hence null hypothesis in accepted so there in no 

significant relationship Monthly income and Satisfaction level of present wages. 

 

ANOVA: 

null hypothesis ho: 

ho: there is no significant relationship between monthly income and employee performance influenced by salary and 

other compensation benefit. 

 

alternative hypothesis h1:  

h1: there is a significant relationship between monthly income and employee performance influenced by salary and 

other compensation benefit. 

 

 
 

Table 1.2 

Chi-Square Tests 

 Value df Asymp. Sig. (2-sided) 

Pearson Chi-Square 2.349E2a 16 .000 

Likelihood Ratio 228.784 16 .000 

N of Valid Cases 120   

a. 17 cells (68.0%) have expected count less than 5. The minimum expected count is 1.35. 

 

ANOVA 

Monthly Income 
Sum of 

Squares df 

Mean 

Square F Sig. 

Between 

Groups 

(Combined) 131.257 4 32.814 147.017 .000 

Linear Term Unweighte

d 
32.943 1 32.943 147.595 .000 

Weighted 124.681 1 124.681 558.604 .000 

Deviation 6.576 3 2.192 9.821 .000 

Within Groups 25.668 115 .223   

Total 156.925 119    
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Findings: 

• Significant correlations between specific factors (e.g., job satisfaction, shift work, management practices) and 

absenteeism rates. 

• Identification of key drivers of absenteeism specific to the spinning mill context, such as demanding physical 

labor, repetitive tasks, and potential exposure to dust and noise. 

• Evidence of the impact of social and religious obligations on absenteeism patterns, particularly during festivals or 

cultural events. 

• Insights into employee perceptions of management, job security, and the work environment, revealing areas for 

improvement. 

• Quantifiable data on the financial impact of absenteeism on the spinning mill's productivity and profitability. 

 

Potential Improvements: 

Based on the research findings, the following improvements could be implemented: 

 

Enhanced Workplace Environment: Implement ergonomic improvements, noise reduction measures, and ventilation 

systems to create a safer and more comfortable work environment. 

 

Improved Management Practices: Provide training for managers on effective communication, employee engagement, 

and conflict resolution skills. Foster a culture of recognition and appreciation. 

 

Flexible Scheduling: Explore flexible scheduling options, such as staggered shifts or compressed workweeks, to 

accommodate employee needs and reduce the burden of shift work. 

 

Employee Assistance Programs: Offer confidential counseling and support services to address employee stress, health 

concerns, and personal challenges. 

 

Cultural Sensitivity Training: Provide training for managers and employees on cultural awareness and sensitivity to 

promote a more inclusive and respectful workplace. 

 

Enhanced Communication: Implement clear and transparent communication channels to keep employees informed 

about company policies, performance expectations, and opportunities for advancement. 

 

Job Security Measures: Promote a culture of job security by providing opportunities for professional development and 

skill enhancement. Invest in employee training and development to support career growth within the organization. 

 

Regular Employee Feedback: Implement regular employee surveys and feedback sessions to gather insights into their 

experiences and identify areas for improvement. 

IV.CONCLUSION 

 

Employee absenteeism significantly impacts the spinning mills industry. The study’s findings underscore the 

importance of addressing both workplace-related stressors and employee well-being to foster a culture of attendance. 

By implementing targeted interventions focused on improved working conditions, fair compensation, and employee 

engagement, spinning mills can effectively reduce absenteeism rates, improve productivity, and enhance overall 

organizational success. The industry needs a holistic approach that values employee health and motivation. Continued 

monitoring and evaluation of absenteeism patterns is critical for long-term success. Further research is needed to 

explore the long-term impact of these interventions. This will allow for data-driven improvements in attendance 

management. The study offers practical solutions for the industry focused on employee wellbeing. 
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