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Abstract: 

Welfare means improving, faring, or doing well.Welfare includes the provision of various facilities and amenities in and around 

the workplace for the better lives of the employees.The basic purpose of labour welfare is to enrich the life of employees 

and keep them happy and content. Employee welfare includes both statutory as well as non-statutory activities. Employees’ 

welfare facilities include housing facilities, free medical facilities, retirement benefits, children and adult educational benefits, 

welfare measures for the employee’s families, loan facilities, etc. Employee is the backbone of every organization; without 

employees no work can be done. So, employee’s satisfaction is very important. Employees will be more satisfied if they get 

what they expected.Welfare facilities enable workers to have a richer and more satisfying life. It raises the standard of living 

of workers by indirectly reducing the burden on their pocket.This research aims at knowing the various welfare measures 

provided by the organization.The research also includes employee satisfaction towards various welfare measures provided 

by the organization. 

Keywords:Welfare Measure, Employee Satisfaction, Employee Motivation 

 
INTRODUCTION 

The term “welfare” refers to the state of living of an individual or a group in the context of his physical, social, and psychic 

environment.The concept of labour welfare has undergone considerable change.The social and economic development of 

the country has to be towards the enactment of labour welfare and labour protective legislation.An individual’s adjustment 

to his environment is required for his existence in the industrial world. A worker is paid for the types of his services, but 

payment depends on the nature of work, his efficiency, the capacity of the industry to pay, and the significance of his work 

in that particular industry. A worker has to maintain balance at the workplace. He has to adjust to the physical working 

conditions as well as the type of supervision, co-workers, etc.The acceptance, respect, goodwill, attention, and recognition, 

that a worker gets from his work group, community, family, and neighbourhood forms an integral part of the modern 

concept of labour welfare.The capacity of the worker to satisfy his physiological needs like food, clothing, and shelter from 

his pay packet refers to the physical concept of labour welfare. But economic status governs his social status in modern 

society; type of food that he can abide, types and quality of dresses that he and his family members wear, and nature of the 

house with types of comforts determine his social status.Thus, welfare is a physical concept as well as a social concept. 
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Every society has its own moral codes and conduct. A worker has to adobe by its ethical values. There are do’s and 

don’ts of society. For example, prohibition may be a state law, but it may be a customary practice to provide drinks to the 

guests on certain social occasions like marriage ceremonies, death ceremony, etc. All these concepts of labour welfare-

physical, social, and moral are interrelated. Purchasing powers of money-wages determine a worker’s social status, and the 

morals of society govern his day-to-day behaviour. Thus, welfare is a total concept. The totalitarian concept, on the other 

hand, differs from society-to-society and country-to-country, and it also changes with changing time. So, it is difficult to 

decide minimum and maximum condition of labour welfare.Whatever are the minimum requirements for western workers 

might be the maximum for developing countries workers. Similarly, whatever is minimum for officers might be maximum for 

lower cadre workers? Needs of young workers differ from those of old workers? Even for same workers needs of welfare 

are different at different stages of their life.Thus, welfare is a relative concept; it is related with time, age, and culture, social 

and moral values, etc. 

The basic features of labour welfare measures are as follows: 

 Labour welfare includes various facilities, services and amenities provided to workers for improving their health, 

efficiency, economic betterment, and social status. 

 Welfare measures are in addition to regular wages and other economic benefits available to workers due to legal 

provisions and collective bargaining. 

 Labour welfare schemes are flexible and ever-changing. New welfare measures are added to the existing ones from 

time to time. 

 Welfare measures may be introduced by the employers, government, employees or by any social or charitable 

agency. 

 The purpose of labour welfare is to bring about the development of the whole personality of the workers to make 

a better workforce.The very logic behind providing welfare schemes is to create efficient, healthy, loyal and satisfied 

labour force for the organization. The purpose of providing such facilities is to make their work life better and to 

raise their standard of living 

 
NEED FOR THE STUDY 

A labour welfare measure is an important aspect as far as a business organization is considered.  This study will help us 

to identify the various welfare measures provided to the workers in the organization and also to know their satisfaction 

towards the welfare measures because workers are the main strength of every organization so it is necessary for 

the organization gives high priority to keep their workers satisfied by providing several facilities. 

 
SCOPE OF THE STUDY 

This study aims at knowing the various welfare measures provided by the Shri Lakshmi Agro Foods Pvt Ltd. The research 

also includes employee satisfaction and awareness towards various welfare measures provided by the organization. 

Labour welfare measures relates to taking care of the well-being of workers by employers, trade unions, governmental 

and non-governmental institutions and agencies. Welfare includes anything that is done for the comfort and improvement 

of employees and is provided over and above the wages. According to the factories Act 1948, the law lays stress 

on improved working conditions for the workers employed in recognized industries.This Act implies providing better 

working conditions, such as proper lighting, cleanliness, toilet and drinking facilities, etc., 

 
LITERATURE REVIEW 

Lakkadasu Shashikala and Kavala Daiva Pranitha (2023) in their study they entitled the study of the employee welfare measure, 
has expressed that an organization’s most precious asset is its workforce.The goals of knowing employee 
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welfare are to enhance working-class life, promote the total development of the employee’s personality, and other things. 

Housing options, free medical care, retirement benefits, children’s and adults’ educational perks, welfare programs for the 

employee’s families, loan options, etc. are just a few of the employee welfare amenities considered for the study. 

A Saravanakumar and Dr. S Akilandeswari (2017) in their study ‘A study on Employees’ Health, Safety and 

Welfare measures in a private industry in Coimbatore city’ declared that the organisation has provided sufficient health and 

safety measures. But certain points have been identified that some employees are satisfied and some are not satisfied with 

the present welfare measures.Welfare refers to physical, mental and emotional wellbeing of the individual. So, in future, the 

management can think well of improving the welfare by consulting with employees. 

ThiruvekatrajT.R andTamilselvan (2018) in their work,‘A study on employee welfare measures Employee Welfare. 

The main aim of this study is to analyse the welfare system of coal mines employees. Personal interviews and asking related 

questions have been used in this study to measure the Employee Welfare. So, employees’ satisfaction is very important. 

Employees will be more satisfied if they get what they expected, job satisfaction relates to inner feelings of workers. The 

study explains that the employees are satisfied with the welfare measures followed in the organisation. 

G. Aarthi and P. Srinivasan (2018) conducted a study on ‘Impact of Employee Welfare Measures in Automobile 

Industry’. By analysing the summary of the results, it was identified that the welfare and safety activities, which was followed 

by organization was satisfied and they wanted some improvements in the system. As the strength of any organization 

depends entirely on sincere working of all the employees the management should take special care to frame certain policies 

procedures to improve the welfare and safety measure of the organizations 

 
RESEARCH METHODOLOGY 

DESCRIPTIVE RESEARCH 

For this study, descriptive research is used. Descriptive research aims to accurately and systematically describe a population, 

situation or phenomenon. It can answer what, where, when and how questions, but not why questions. A descriptive 

research design can use a wide variety of research methods to investigate one or more variables.  

 
OBJECTIVES OF THE STUDY 

 The main objectives of the study can be classified into primary objective and secondary objective 

Primary objective 

 The primary objective of the study is to understand the various labour welfares measures followed in Shri Lakshmi 

Agro Foods Pvt Ltd. 

Secondary objective 

 To find out the awareness among the workers about the welfare measures. 

 To know their satisfaction towards the welfare measures. 

 To understand how welfare measures, improve the motivation of the workers. 

SAMPLE SIZE 

The total population is 300.The sample size taken for the study is 101 respondents who are working at Shri Lakshmi 

Agro Foods Private Limited 

STATISTICAL TOOL 

The statistical tools used for this study is percentage analysis, graphical analysis and correlation analysis. 
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LIMITATION OF THE STUDY 

 The respondents had the fear that the questionnaire may be shown to the management. 

 Language barrier 

 Time limit of the study is very less. 

 Few employees refused to answer the question 

 
DATA ANALYSIS AND INTERPRETATION 

SOCIO- ECONOMIC PROFILE 

The socio-economic profile of the respondents was collected to find out the economic conditions of the 

respondents working in the organization. For this study the following demographic profile of the employees were taken into 

consideration. 

 Age 

 Gender 

 Experience 

 Marital status 

To analyse the socio-economic profile of the respondent’s percentage analysis was done using SPSS and results of the 

tables and charts are displayed below. 

 
AGE OF THE RESPONDENTS 

 

Table 6.1.1 Age of the respondents Chart 6 1.1 Age of the respondents 
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Interpretation 

From this above table, it is found that 23% of the respondent’s age lies between 18-29 years, 44% of the respondent’s age lie between 
30-39 years, 29% of the respondent’s age lie between 40-49 years, and 4% are above 50 years of age. 

Gender of the respondent 

Table 6 1.2 Gender of the respondent Chart 6.1.2 Gender of the respondent 
 

 

Interpretation 

From the above table, it is found that 78% of the respondents are male and 22% of the respondents are female. 

Martial status of the respondent 
 

Table 6.1.3 Martial status of the respondent Chart 6 1.3 Martial status of the respondent 
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Interpretation 

From the above table, it is found that 55% of the respondents are married and 45 % of the respondents are unmarried. 

Experience of the respondent 
 

Table 6.1.4 Experience of the respondent Chart 6.1.4 Experience of the respondent 

 

 

 

Interpretation 

From the above table it is found that 47% of the respondent have 0-5 year of experience, 15% of the respondents have 5-10 year of 
experience, 30% of the respondent have 10-15 years of experience, and 9% of the respondents have more than 15 years of experience. 

 
EMPLOYEE WELFARE MEASURES 

Employee Welfare is a term including various services, benefits and facilities offered to employees by the employers. The 

welfare measures need not be monetary but in any kind/forms.This includes items such allowances,  housing, transportation, 

medical insurance and food. Employee Welfare also includes monitoring of working conditions, creation of industrial 

harmony through infrastructure for health, industrial relations and insurance against disease, accident and unemployment 

for the workers and their families. Through such generous benefits the employer makes life worth living for employees. 

Welfare is comfortable living and working conditions. People are the most important asset of an organization. The value 

of human assets can be increased substantially by making investment in their training and welfare activities in the same 

way as the value of repairs/overhauling, etc. In this study the satisfactory level of various welfare measures provided to the 

employees are analysed and the results are given below. 

AWARENESS ABOUT VARIOUS WELFARE MEASURES 

 

Table 6.2.1Awareness about various welfare measures 
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Chart 6.2.1 Awareness about various welfare measures 

 

 

Interpretation 

From this above table, it is found that 12% of the respondent is dissatisfied in awareness about various welfare measures provided by 
the organization, 66% of the respondent are satisfied in the awareness about various welfare measures provided by the 
organization, 16% of the respondent are highly satisfied. 

 
QUALITY OF FOOD ITEMS 

 

Table 6 2.2 Quality of food items Chart 6.2.2 Quality of food items 
 

 

 

Interpretation 

From this above table, it is found 48% of the respondent are said the quality of food items is good, 34% of the respondent are 
satisfied with the food, only 3 % respondent are not satisfied with the food items. 

Relationship between the employee welfare measures and Satisfaction 

A comparative study was conducted to determine employee satisfaction with the enforceability of various welfare measures, 

as well as the influence of welfare measures on employee performance and work satisfaction. Employees prioritise welfare, 

health, and safety measures in order to improve employee satisfaction.The results are discussed below. 

6.3.1 Test of significance: 

To test the significant relationship between gender and medical benefits provided by the organization correlation test has 

been used.The hypothesis and the results are discussed below. 

Null Hypothesis (H0): There is no significant relationship between gender and medical benefits provided by 

the organization. 

Alternative Hypothesis (H1): There is a significant relationship between gender and medical benefits provided by 

the organization. 
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Table Representing the Correlation Between gender and medical benefits provided by the organization. 

 

 

 

Interpretation 

From the above table, it is found out that the diagonal holds the value 1. Also, there is a negative value of –.079 between gender and 
medical benefits. Therefore, there is a negative correlation between gender and medical benefits provided by the 
organization. 

EMPLOYEE WELFARE AND MOTIVATION: 

Employee welfare is an extremely essential factor and that is the reason employer provides workers,  statutory and non-

statutory benefits along with proper compensation for enhancing their motivation, which may likewise bring more loyalty and 

trust of employees towards the organization.The welfare measure helps to improve the goodwill and public image. It helps to 

improve industrial relations with employee and industrial peace and. It also helps to improve employee productivity.To study 

the impact of welfare measures on motivation of employees, correlation test is done.The results are discussed below: 

Test of Significance: 

To test the significant relationship between experience and the various motivation schemes with regard to rewards, 

bonus, and allowances. 

Null Hypothesis (H0):There is no significant relationship experience and the various motivation schemes with regard 

to rewards, bonus, and allowances. 

Alternative Hypothesis (H1):There is a significant relationship between experience and the various motivation 

schemes with regard to rewards, bonus, and allowances. 

Correlation Table Representing Relationship Between experience and motivation schemes of Employees 
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Interpretation 

From the above table, it is found out that the diagonal holds the value 1. Also, there is a negative value of -.083 between 
experience and the various motivation schemes with regard to rewards, bonus, and allowances. Therefore, there is a negative 
correlation between experience and the various motivation schemes with regard to rewards, bonus, and allowances. 

 
MAJOR FINDINGS OF THE STUDY 

 It is found that 44% of the respondent’s age lie between 30-39 yrs. 

 78% of the respondent are male. 

 55% of the respondent are married 

 47% of the respondent have completed their bachelor degree 

 30% of the respondent have 10-15 yrs. of experience 

 48 % of the respondent has said that the quality of food items provided in the canteen is good. 

 66% of the respondent agree that the organization conduct regular awareness programmes about welfare 

measures. 

 In analysing the relationship between the impacts of employee welfare measures on employee job satisfaction, it is 

found that there exist a negative correlation between gender and medical benefits provided by the organisation. 

 There is a negative correlation between experience and the various motivation schemes with regard to rewards, 

bonus and allowances. As the employee experience increases there is a more expectation from the employees to 

the management. Thus the management should improve the welfare benefits according to the need of the 

employees. 

 
CONCLUSION 

This study reveals that the workers of Shri Lakshmi Agro Foods Private Limited are satisfied with the overall welfare 

measures provided by the management and also most of the employees are aware the statutory and non- statutory 

provided by the organization .However there are very few areas of the concern where the workers has dissatisfaction 

with the facilities like transportation, housing, crèches and maternity leave so the organization should focus on this facility 

and highly motivate the workers for higher productivity.The organization provide sufficient and enough welfare facility 

to the workers. Employee welfare is very important in an organization, because the success of the organization is 

determined by the employee’s services. If the welfare measures are not properly implemented, the productivity of the 

employees will decrease and in turn reduce satisfaction level. From the study, it is proved that the welfare measure has a 

significant effect on the satisfaction level of employee in the organization. So, an effective welfare measures is an important 

factor in determining the future of the organization. Thus, from the study, it can be concluded that the employee welfare 

measures had a great influence on satisfaction level of employees there by employee are retinting in the organization. 
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Abstract 

Employee absenteeism is a critical issue impacting organizational productivity and efficiency.This study investigates the various factors 
contributing to absenteeism in the workplace, including job satisfaction, employee engagement, and personal health. Through a 
quantitative analysis of survey data collected from a set of respondents, the research aims to identify key determinants that influence 
attendance patterns among employees. Absenteeism in the workplace refers to when an employee displays a repeated pattern of not 
turning up for work. It varies from regular, authorised absences to being unplanned and habitual. For example, an employee requiring an 
unexpected day off to deal with a family emergency could be a genuine but unplanned absence if it’s an isolated occurrence. However, if 
you notice that an employee regularly requests absences without notice or authorisation, this would fall into the category of 
absenteeism. Additionally, the study highlights the importance of management practices and workplace culture in fostering a supportive 
environment that encourages regular attendance. By addressing the underlying causes of absenteeism, organizations can enhance 
productivity, reduce operational costs, and improve overall employee morale. 

INTRODUCTION 

The success of any organization is fundamentally linked to its most valuable asset: its employees. However, employee 

absenteeism poses a significant challenge, acting as a barrier to organizational effectiveness. This issue can be likened to 

an “illness” that disrupts the internal structure and adversely affects production processes. To address this challenge, it 

is essential to conduct a thorough analysis to identify the critical causes of absenteeism, ultimately contributing to the 

development of a positive organizational culture. Absenteeism is defined as the failure of an employee to report for work 

as scheduled.An organization relies on its workforce’s regular and efficient performance; higher attendance correlates with 

increased productivity, improved quality, and enhanced profitability. Absenteeism can arise from various factors, including 

illness, personal events, and bereavement, and it represents a serious, often unpredictable, problem for both employees and 

employers. 
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Maintaining an acceptable level of employee attendance is crucial for achieving departmental objectives and targets.  It is 

important to note that absences due to recognized holidays, vacations, layoffs, strikes, lockouts, weekly rest, suspensions, or 

approved leaves of absence are not categorized as absenteeism.As such, managing absenteeism remains a primary concern 

for supervisors and managers, who must explore effective strategies to mitigate its impact. 

 

EMPLOYEE ABSENTEEISM 

Employee absenteeism refers to the habitual or intentional absence of an employee from work without a valid reason, 

resulting in lost productivity and negatively impacting organizational performance. 

Absenteeism is broadly categorized into involuntary, which includes legitimate reasons like illness, and voluntary, where 

employees choose to miss work for personal reasons. Health issues, low job satisfaction, high work stress, and an unsupportive 

workplace culture are common predictors of absenteeism.Theories such as Steers and Rhodes’ model of absenteeism 

suggest that attendance is influenced by both motivation and the ability to attend, while the Job Demands-Resources (JD-

R) model emphasizes the balance between job stressors and available resources. Absenteeism impacts organizational 

productivity, increases costs, and can lower employee morale. Strategies to reduce absenteeism include improving employee 

engagement, offering flexible work schedules, implementing wellness programs, and providing regular feedback. Recent 

research highlights the effects of the COVID-19 pandemic, which led to increased absenteeism due to health concerns and 

changing work norms. 

 

DEFINITION OF RESEARCH 

Research is a systematic investigation to find solution to a problem - Kothari 

Research is a careful, systematic and objective investigation conducted to obtain valid facts, draw conclusions and established 

principles regarding an identifiable problem in some field ofknowledge. - Clarke and Clarke 

Research is a careful enquiry or examination in seeking facts or principles, a diligent investigation to ascertain something. 

- Clifford Woody 

 

RESEARCH METHODOLOGY 

Research methodology refers to the systematic, theoretical analysis of the methods applied to a field of study. It encompasses 

the principles, tools, and techniques that researchers use to conduct scientific investigations. A clear and well-structured 

methodology is crucial in ensuring the validity, reliability, and credibility of research findings. 

The methodology section in research helps to explain what methods are used in the study, how the research 

is conducted, and why certain methods or approaches are chosen over others. It enables readers to assess the quality of 

the research process and to replicate or build upon the study if needed. 

Research design refers to the overall strategy that researchers choose to integrate the different components of the 

study in a coherent and logical way. It serves as the blueprint for the collection, measurement, and analysis of data.The goal 

of a well-thought-out research design is to ensure that the evidence obtained enables researchers to answer the research 

question(s) effectively and in a valid, reliable, and ethical manner. 

The research problem is addressed systematically. 

Data collection methods are aligned with the research questions. 

Potential biases are minimized. 

Results are valid, reliable, and replicable. 

 

OBJECTIVES OF RESEARCH 

 Clarity of Purpose: Objectives outline the purpose of the research, making it easier to stay focused on relevant 

aspects of the study. 
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 Guidance for Methodology: Research objectives help in selecting the most appropriate research design, data 

collection methods, and analysis techniques. 

 Framework for Data Collection: Clearly defined objectives assist in determining what data is needed, from 

whom, and how it should be collected. 

 Measurement of Success: By meeting the research objectives, the success or failure of a research project can 

be assessed. 

 

SCOPE OF THE STUDY 

 The development of any organization depends on the regularity of employees. 

 The study is conducted to know the various levels and reasons for absence is anorganization. 

 One can adopt corrective measures to decrease irregularities in the organization, leadsto organizational growth. 

 The turnover of employees is also likely to increase which increases the cost of makingalternative arrangements. 

 

DESCRIPTIVE RESEARCH 

A descriptive research s carried out with specific objectives and it results in definite conclusion. This research tries to 

describe the characteristics of the respondents in relation to aparticular practice culture of importance. This result deals 

with rewards management techniques. 

 

DATA ANALYSIS 

According to LeCompte and Schensul, research data analysis is a process used by researchers to reduce data to a story and 

interpret it to derive insights. The data analysis process helps reduce a large chunk of data into smaller fragments, which 

makes sense. 
 

 

 

DATA ANALYSIS INTERPRETATION: 

Interpretation refers to the task of drawing inferences from the collected facts after an analytical and/or experimental 

study. In fact, it is a search for broader meaning of research findings.The task of interpretation has two major aspects viz., 

(i) the effort to establish continuity in research through linking the results of a given study with those of another, and (ii) 
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the establishment of some explanatory concepts. “In one sense, interpretation is concerned with relationships within the 

collected data, partially overlapping analysis. Interpretation also extends beyond the data of the study to include the results 

of other research, theory and hypotheses.” 

Thus, interpretation is the device through which the factors that seem to explain what has been observed by researcher 

in the course of the study can be better understood and it also provides a theoretical conception which can serve as a 

guide for further researches. 

 

DEMOGRAPHIC PROFILE: 

NO. No. Of Respondents Percentage [%] 

AGE 

18-25 25 31 

25-35 40 50 

35-45 10 13 

above 45 5 6 

GENDER 

Male 60 75 

Female 20 25 

EDUCATION QUALIFICATION 

SSLC 23 29 

IIT 10 12 

DEGREE 20 25 

OTHERS 27 34 

MARTIAL STATUS 

married 56 70 

Unmarried 24 30 

WORK ENVIRONMENT 

Excellent 18 22 

Good 44 54 

Satisfied 12 14 

Poor 8 10 

WORK SATISFACTION 

Yes 67 84 

No 13 16 

WELFARE FACILITIES PROVIDED BY COMPANY 

Yes 70 87 

No 10 13 

BALANCING THE LIFE 

Yes 75 94 
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No 5 6 

REASON FOR LEAVE 

Sickness 58 73 

Lack of interest in job 5 6 

Poor working condition 12 15 

Long working hours 5 6 

ABSENTEEISM 

Superior related problem 10 12 

Work related problem 35 44 

Situation related problem 20 25 

Work stress 15 19 

SUPERIOR RELATIONSHIP WITH EMPLOYEES 

Satisfied 40 50 

Highly satisfied 30 37 

Not satisfied 10 13 

RECOGNITION OF THE EMPLOYEES 

Always 15 19 

Often 50 62 

Sometimes 10 13 

Never 5 6 

LOSS OF PAY 

Yes 68 85 

No 12 15 

MANAGEMENT OF THE ABSENTEEISM 

Extra pay to work on Sunday /festival holiday 23 29 

Use over time Incas of vacancy 10 12 

Train employees in various function 47 59 

EFFECT OF ABSENTEEISM ON PRODUCTION 

To a little extent 10 12 

To some extent 10 13 

To a great extent 57 71 

Not at all 3 4 

WORK PRESSURE FACED BY EMPLOYEES 

Forced to work 30 37 

Improper environment 11 14 

Strict supervision 39 49 
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FINDINGS 

 It is found that 31 % of respondents are under the age group 18 – 25, 50 % of respondents are under the age group 

of 25 – 35, 13 % of respondents are under the age group of 35 – 45, 6 % of respondents are under the age group 

of above 45. 

 It is found that 75 % of the respondents are male, 25 % of the respondents are female. 

 It is found that the Educational Qualifications of respondents are 28.75% of SSLC, 12.5% of IIT, 25% of Degree 

Holders, 33.75% of others. 

 It is found that 70% of the respondents are married and 30% of respondents are unmarried. 

 It is found that the Opinion on Work Environment of the respondents are 22% - Excellent, 54% - Good, 14% - 

Satisfied, 10% - Poor. 

 It is found 84% of respondents are satisfied with their work and 16% of respondents are not satisfied with their 

work. 

 It is found that 87% of respondents are satisfied with welfare facilities provided by the company and 13% have 

responded no. 

 It is found that 94% of respondents are balancing with life and 6% were not. 

 It is found that 73% of employees under Sickness, 6% of employees under Lack of interest in Job, 15% of employees 

under Poor Working Condition, 6% of employees under Long Working Hours are the reasons for taking leave by 

the employees in a month. 

 It is found that 12% of Superior Related Problems, 44% of Work-Related Problems, 25% of Situation Related 

Problems, 19% of Work Stress are the opinion of absenteeism. 

 It is found that the 50% of Employees are satisfied with their superior, 37% of Employees are Highly Satisfied with 

their Superior, 13% of Employees are Not Satisfied with their Superior. 

 It is found that 19% of employees are Always recognized, 62% of employees are oftenrecognised, 13% of employees 

are Sometimes recognised, 6% of employees are Neverrecognised for their jobs. 

 It is found that 85% of employees state Yes and 15% of employees state No. 

 It is found that 29% of respondents are Extra Payment to work on Sunday/ Festival holiday, 12% of respondents are 

Use Over Time in case of Vacancy, 59% of respondentsare Train Employees in various Function. 

 It is found that 12 % of respondents are affected a Little Extent, 13% of respondents are affected To Some Extent, 

71% of respondents are affected to a Great Extent, 4% were not affected. 

 It is found that 37 % of respondents are Forced to Work, 14% of respondents are Improper Environment, 49% of 

respondents are Strict Supervision. 

 

SUGGESTIONS: 

 Performance Development Programs:The management should implement additional programs aimed at enhancing 

employee performance levels. 
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 Counselling for Absenteeism: It is essential for management to provide counselling services for employees who 

frequently take unnecessary leave, emphasizing the impact of absenteeism and the significance of consistent 

attendance. 

 Regular Medical Examinations: The management should conduct routine medical check-ups, as many employees 

cite health issues as the reason for their absences. 

 Pleasant Work Environment: Creating and maintaining a positive work environment is crucial for employee 

satisfaction and productivity. 

 Motivation from Leadership: Supervisors should actively motivate employees to align their efforts with the 

organization’s goals. 

 Training Opportunities:The management should offer ample training opportunities to enhance employee skills and 

capabilities. 

 Incentive Schemes: The introduction of additional incentive programs would effectively encourage employees to 

maintain regular attendance. 

 

CONCLUSION: 

This study aimed to analyse the impact of employee absenteeism at Popular Appalam Company and provide practical 
recommendations for addressing this challenge.Through the collection of primary and secondary data, it was determined that 
significant factors contributing to absenteeism include heightened work pressure due to stringent supervision, inadequate 
incentives and bonuses, and a lack of recognition for employee contributions. Through employee engagement and the promotion 
of work-life balance, absenteeism among employees has gradually increased. 

To mitigate these issues, it is essential for management to implement necessary changes that address these deficiencies 

and fulfil employee needs.A key recommendation is to enhance employee motivation, which is crucial for fostering greater 

commitment to their roles and ultimately reducing absenteeism. By taking these steps, the organization can improve overall 

employee satisfaction and productivity. 

 

BIBLIOGRAPHY 

BOOK REFERENCE 

1. Atkin, R., & Goodman, P. (1984). Effects of absenteeism on individuals and organizations. Retrieved from Carnegie 

Mellon University. 

2. Tamara Singh, Nishika Chetty,Anis Mahomed Karodia “A Study of An Investigation Into the Impact of Absenteeism on 

the Organizational Performance of a Private Security Company in Durban, KwaZulu - Natal”; Singh A Poral of Busi-

ness Economics, and Management Studies,Vol-4, No. 11, 2016. 

3. Gethsi Beulah, Dr.VenkatramaRaju D,“A STUDY ON FACTORS INFLUENCING EMPLOYEE ABSENTEEISM IN BPO 

INDUSTRY’’, International Journal of Business and Administration Research Review, Vol.2, Issue.5, April - 

June2014. E- ISSN -2347-856X, ISSN -2348-0653, Page98 

4. M. Prabhu, “A Study in a Steel Organization on Employees Absenteeism”, Indian Journal of Economics and Develop-

ment,Vol: 1, Issue: 3, March 2013. ISSN 2320- 9836. 

5. Harish K. Padmanabhan, 2017. A Study on Impact of Employee Absenteeism in selected Manufacturing Industry. Inter-

national Journal of Innovations in Engineering Sciences and Technology: MBA, volume. 01, Issue. 01 http://www.ijiest. 

org | ISSN: XXXX-XXXX 



IPE Journal of Management,Vol 14, No 20 

1 

 

 

 
6. Dr. Renuka Rathod, Mr. Basavanth Reddy, “Employee Absenteeism: A Study at Titan Industry Limited”, Bangalore, The 

International Journal of Engineering and Science (IJES),Volume, 1, Issue, 1, Pages, 80-84, 2012, ISSN: 2319 – 1813 Pp.80. 

7. Mehmet C. Kocakülâh, Stevie Lynch & Timothy G. Bryan, 2018. Effects of Absenteeism on Company Productivity, Ef-

ficiency, and Profitability. Business and Economic Research ISSN 2162-4860 2018,Vol. 8, No. 1. 

8. Dr. Abhinav Patel, Sanjay Thakkar, “A Study on Factor Affecting Absenteeism in Pharmaceutical Industry in Gujarat”, 

International Global Journal for Research Analysis,Volume-3, Issue-9, Sept-2014 • ISSN No 2277 – 8160. 

9. Barkha Gupta,“Employees Absenteeism: Barrier for Retail Sector Organization Success’, International Journal of Engi-

neering and Management Research,Volume-3, Issue-6, December-2013, ISSN No.: 2250- 0758, Pp.88-92. 

10. S. Salomy D. Ankitha, V.Divya. “A STUDY ON EMPLOYEE ABSENTEEISM” 12th international conference on recent 

trend in engineering, science and management. 

WEBSITE REFERENECE 

1. https://blog.vantagecircle.com/employee-absenteeism-hr-guide/ 

2. https://www.economicsdiscussion.net/human-resource-management/employee-absenteeism/ 

3. https://www.slideshare.net/LikhithaR3/project-on-employees-absenteeism 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

IPE Journal of Management 

ISSN 2249-9040 Volume 14, No 20, July-December 2024 

THE EFFECT OF QUIET QUITTING ON JOB PERFORMANCE 

https://blog.vantagecircle.com/employee-absenteeism-hr-guide/
https://www.economicsdiscussion.net/human-resource-management/employee-absenteeism/
https://www.slideshare.net/LikhithaR3/project-on-employees-absenteeism


IPE Journal of Management,Vol 14, No 20 

2 

 

 

 
Mr. Rajan. S Ms. 

Swetha. L Ms. 

Shavitha. M 

Dr. Mahalakshmi.G Dr. 

A. Raja 

 
Abstract: 

Quiet Quitting, a wonder where workers slowly separate from their work without expressly reporting their purposeful 

take off, can have a significant effect on work execution. This concept considers investigation of the causes and results of 

quiet quitting, uncovering a decrease in efficiency, diminished quality of work, expanded mistakes, and a negative effect 

on group flow. Moreover, quiet quitting can lead to a misfortune of ability and information, diminished work fulfillment, 

and eventually, worker turnover. To relieve these impacts, organizations must cultivate a positive work environment, 

give openings for development and advancement, set clear desires, screen and address burnout, and conduct customary 

criticism and coaching. By understanding the impacts of quiet quitting, organizations can take proactive steps to re-engage 

representatives, make strides, work execution, and hold important talent.This study analyzes the various causes and impact 

of Quiet-quitting in organizations. 

Keywords: Quiet quitting, Productivity 

 
INTRODUCTION: 

In later years, the word known as “quiet quitting” has gathered critical consideration inside the domain of work environment 

flow.This term alludes to a withdrawal technique where representatives fulfill as it were the least necessities of their parts, 

picking to pull back from the additional endeavors that characterize conventional work engagement.  As organizations 

endeavor to cultivate a persuaded and profitable workforce, understanding the suggestions of quiet quitting on 

work execution has ended up progressively crucial. 

Quiet quitting can show in different ways, from diminished eagerness for assignments to a need for activity in collaborative 

ventures. This behavior not as it were impacts person execution but can moreover swell through groups, influencing in 

general resolve and efficiency. For occasion, a representative who unobtrusively stops may total their allotted assignments 

but maintain a strategic distance from partaking in group gatherings or contributing imaginative thoughts,  driving to a 

decrease in group cohesion and inventiveness.This unobtrusive shape of withdrawal can be especially challenging to identify 

and address, as it frequently flies beneath the radar of conventional execution metrics. 
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As businesses explore the complexities of representative engagement in a post-pandemic world, it is fundamental 

to investigate how quiet quitting impacts work execution and, in turn, organizational victory. The COVID-19 widespread 

has reshaped work situations, with farther and half-breed work models getting to be more predominant. These changes 

have presented unused challenges in keeping up worker engagement and checking execution, making the consider 

of quiet quitting indeed more germane. The move to inaccessible work has obscured the boundaries between individual 

and proficient life, possibly compounding sentiments of burnout and withdrawal among employees. 

This investigation will dive into the basic components that contribute to quiet quitting, such as work disappointment, 

need of career development openings, and destitute administration hones. Work disappointment can stem from different 

sources, counting lacking remuneration, need of acknowledgment, and unfulfilling work parts. When workers feel 

underestimated or see no clear way for progression, they may resort to quiet quitting as an adapting instrument. Moreover, 

destitute administration hones, such as micromanagement, need of bolster, and incapable communication, can advance 

estranged workers and drive them towards disengagement. 

The potential results of quiet quitting on both employees and organizations are noteworthy. For employees, quiet 

quitting can lead to diminished work fulfillment, expanded push, and a sense of low morale. Over time, this can result in 

higher turnover rates as withdrawn representatives look for more fulfilling openings somewhere else.  For organizations, 

the effect can be similarly hindering. Diminished efficiency, lower quality of work, and lessened work environment assurance 

are a few of the unfavorable impacts. Besides, the nearness of quiet quitters can make a harmful work environment, where 

separation gets to be infectious and spreads among group members. To address the issue of quiet quitting, organizations 

must execute techniques that cultivate a culture of engagement and fulfillment. Improving communication is a basic step 

to begin with. Open and straightforward communication channels can offer assistance representatives feel listened to and 

esteemed, lessening sentiments of segregation and separation. 

Giving proficient improvement openings is another viable procedure.When employees have to prepare for various career 

headway programs, they are more likely to feel persuaded and contributed in their parts. Moreover, cultivating a strong work 

culture that prioritizes representative well-being can moderate the impacts of quiet quitting. This incorporates advancing 

work-life adjustment, recognizing and fulfilling representative commitments, and making a positive and comprehensive work 

environment. By looking at this rising drift, we can superiorly understand the advancing scene of work and the imperative 

significance of cultivating a culture that advances dynamic engagement and fulfillment among representatives. Tending to 

quiet quitting is not as it were vital for person well-being but too for the by and large wellbeing and victory of organizations 

in a progressively competitive and energetic trade environment. As we move forward, it is basic that organizations stay 

careful and proactive in recognizing and tending to the root causes of quiet quitting, guaranteeing that their workforce 

remains spurred, locked in, and beneficial. 

QUIET QUITTING – MEANING, DEFINITION 

Meaning: 

“Quiet quitting” refers to the phenomenon where employees remain in their jobs but disengage from going above and 

beyond their basic job requirements. Instead of fully investing themselves in their work, they choose to do only what is 

necessary to meet their obligations, often as a response to feeling undervalued, overworked, or dissatisfied with their roles. 

Definition: 

Greg Daugherty explains Quiet quitting as employees doing only the minimum required for their job, without putting in 

extra effort or enthusiasm. They fulfill their primary responsibilities but are mentally and emotionally disengaged from 

their work.This concept was widely discussed in an article by Greg Daugherty on Investopedia. 

Causes of Quiet Quitting: 

Burnout: Excessive workloads, unrealized expectations, and long-term stress can cause workers to become disengaged 

and only fulfill the bare minimum of duties. 
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Lack of Recognition: Workers may choose to put in the bare minimum of effort if they feel their contributions are 

undervalued and unappreciated. 

Inadequate Work-Life Balance: When individuals struggle to strike a balance between their personal 

and professional obligations, it can cause them to become dissatisfied and reduce their involvement at work. 

Work Insecurity: When faced with economic uncertainty and the possibility of layoffs, workers may become more 

indifferent to their work and prioritize job survival over quality. 

Work Environment: Conflict, a lack of support, and bad management are just a few examples of the negative 

workplace cultures that can cause workers to disconnect in an attempt to protect themselves.  

Change in Values: Employees are prioritizing their life outside of work over traditional ideas of dedication as a result 

of a growing emphasis on personal well-being and mental health, particularly in the wake of the epidemic. 

Transition from Remote Work: Returning from a period of remote work to an in-office setting can cause conflict 

as employees may feel overburdened by the demanding work environment. 

Generational Attitudes: Gen Z in particular tends to place a higher priority on mental health and work-life balance 

than older generations did, which has caused a reevaluation of job engagement. 

 
LITERATURE REVIEW: 

Thalmus Mahand1 and Cam Caldwell (2022) in their study “Quiet Quitting - Causes and Opportunities” examines 

the phenomenon of “quiet quitting,” where 50% of today’s workforce disengages by only fulfilling basic job requirements. 

The authors argue that the decline in employee commitment stems from managerial failures in engaging and inspiring staff. 

They propose practical strategies for organizations to re-engage employees and enhance commitment. 

Sandro Formica and Fabiola Sfoderab (2022) in their study “The Great Resignation and Quiet Quitting Paradigm Shifts” 

explores significant workforce changes following the pandemic, specifically focusing on the “great resignation” and “quiet 

quitting.” These shifts challenge hospitality managers to reconsider their internal marketing and human resource strategies.  

The authors aim to highlight the impact of these phenomena and propose a framework of experiential practices to address 

the evolving needs of the post-pandemic workforce. 

Esra Aydin and Oznur Azizoglu (2022) in their study “A New Term for an Existing Concept: Quiet Quitting - A 

Self-Determination Perspective,” explore the rise of quiet quitting, particularly among Gen Z, as a response to the COVID-

19 pandemic’s impact on work-life balance. They argue that this phenomenon reflects a rejection of the hustle culture, 

with employees opting to do only the minimum required to maintain their well-being.The authors examine existing 

literature on similar concepts and propose a theoretical foundation rooted in self-determination theory, offering managerial 

suggestions to address quiet quitting and suggesting future research directions. 

Janek Ratnatunga (2022) in his study investigates “ Quiet Quitting:The Silent Challenge of Performance Management” as 

a trend where employees only perform the minimum required at work, often due to feelings of being undervalued, especially 

in light of the cost-of-living crisis. It underscores the challenges this poses for performance management, suggesting 

that organizations must adapt by creating jobs that enhance employee engagement, provide fair compensation, and 

recognize commitment to the organization and its values. 

Salima Hamouche, et.al. (2023) in their article titled,“Quiet Quitting: Relationship with Other Concepts and Implications 

for Tourism and Hospitality,” reveals the connections between quiet quitting and established concepts in human resource 

management and organizational behavior. The study highlights how quiet quitting, particularly among younger 

employees post-COVID-19, shares similarities with collective actions like “work to rule” and incorporates psychological 

elements such as work withdrawal and employee cynicism. The authors propose various theories such as organizational 

citizenship behavior and social exchange theory to aid in the conceptualization and operationalization of quiet quitting, 

emphasizing its relevance to the tourism and hospitality sectors. 
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J. Richard Johnson (2023) in their study “What’s New About Quiet Quitting (and What’s Not),” asserts that the only 

significant change regarding the 2022 phenomenon of quiet quitting is its increased visibility; the underlying issues are 

longstanding and will persist beyond this trend. The paper draws on economic theory and various workplace studies to 

propose solutions for addressing the root causes of quiet quitting. 

Dain Lee, et.al. (2023) in their study entitled “Where are the Workers? From Great Resignation to Quiet Quitting” 

analyzes the post-pandemic labor market in the U.S. by examining the decline in aggregate hours worked. It distinguishes 

between the extensive margin (fewer people working) and the intensive margin (workers reducing hours). Findings 

reveal that the intensive margin accounts for over half of the decline from 2019 to 2022. The study reveals that reductions 

in hours are more pronounced among men, particularly those with higher education and long working hours, suggesting 

that these trends contribute to a tighter labor market despite low unemployment rates. 

İbrahim Yikilmaz (2023) in his study provides a comprehensive examination of the concept of “ Quiet Quitting: 

A Conceptual Investigation” which originated from an economic discussion in 2009 but gained widespread attention 

through social media. The study clarifies that quiet quitting does not involve employees leaving their jobs but rather 

entails them performing only at a minimal level within their designated work hours. It contrasts this with “quiet firing,” where 

employers minimize incentives to encourage employee departure. The paper aims to address the various interpretations 

of quiet quitting, its implications for individuals and organizations, and its potential impact on workplace dynamics, 

advocating for increased awareness among management for sustainable practices. 

Deniz Yıldız (2023) in his study “ Current Problem of Employees and Employers in Organizations: Quiet Quitting 

“ examines the emerging issue of quiet quitting within organizations, particularly in the context of changes brought 

about by technological advancements, the pandemic, and economic challenges. The study defines quiet quitting as 

employees fulfilling only the minimum requirements of their roles to maintain employment without going beyond what is 

necessary. It highlights the potential long-term negative effects of this phenomenon on organizational performance and 

aims to discuss its development, underlying causes, and implications for both employees and employers, while providing global 

insights and recommendations. 

Milena Nikolova (2024) in his study titled “Loud or Quiet Quitting? The Influence of Work Orientations on Effort and 

Turnover” investigates the role of work orientations individual beliefs about the significance of work in shaping job search 

behaviors, quit intentions, and effort levels. Utilizing data from the Netherlands, the study reveals that employees who 

perceive work as callers are more engaged and less likely to quit compared to those with a career-focused or income-

driven outlook. The findings highlight that work orientations significantly influence these behaviors offering a deeper 

understanding of employee motivation beyond traditional measures like job satisfaction. 

 
SUGGESTION FOR FURTHER RESEARCH: 

Foster a Positive Work Environment: 

 Create a culture of appreciation where employees feel valued for their contributions. 

 Promote inclusivity and support among team members to strengthen connections. 

Enhance Communication: 

 Establish open channels for feedback, allowing employees to express their concerns and suggestions. 

 Encourage managers to engage in regular one-on-one meetings to discuss workload and employee well-being. 

Provide Growth Opportunities: 

 Implement professional development programs and training that align with employees’ career aspirations. 

 Offer mentorship and coaching to help employees navigate their career paths effectively. 
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Recognize and Reward Efforts: 

 Develop a recognition system that rewards employees for going above and beyond their basic job responsibilities. 

 Consider flexible incentives that cater to individual preferences, such as additional time off or bonuses. 

Promote Work-Life Balance: 

 Encourage practices that support a healthy balance between work and personal life, such as flexible working hours 

and remote work options. 

 Implement wellness programs to address stress and burnout proactively. 

 Monitor workloads to ensure they are manageable and make adjustments when necessary. 

 Encourage breaks and time off to allow employees to recharge. 

Empower Employees: 

 Involve employees in decision-making processes to foster a sense of ownership and responsibility toward their 

work. 

 Allow employees to set their own goals within the framework of organizational objectives. 

Cultivate Leadership Skills: 

 Train managers on effective leadership practices that emphasize empathy, support, and motivation. 

 Encourage leaders to model positive behaviors and actively engage with their teams. 

 
CONCLUSION: 

In conclusion, tackling quiet quitting is essential for improving job performance and achieving overall organizational success. 

By fostering a positive work environment, enhancing communication, offering growth opportunities, recognizing 

employee contributions, promoting work-life balance, addressing burnout, empowering employees, and developing strong 

leadership, organizations can re-engage their workforce. Proactively understanding and addressing the factors 

contributing to quiet quitting not only boosts individual job satisfaction but also enhances team cohesion and productivity, 

ultimately benefiting the organization as a whole.As workplaces continue to evolve, cultivating a culture of engagement will 

be vital for retaining talent and sustaining a competitive edge. 
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