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Abstract- Presenteeism, habitually portrayed as going to 

work debilitated, is an overall wonder. Instead of non-

participation, Presenteeism has starting late gotten 

thought as a fundamental thought that impacts 

progressive execution. This article shows that, to date, 

neither a uniform definition nor dependable estimation 

procedures have been used in the investigation on 

Presenteeism. Notwithstanding the way that there have 

been a couple of undertakings at theory enhancement, a 

broad model that can clear up why people pick 

Presenteeism or truancy still can't be developed. 

Observational examinations have recognized partners 

of Presenteeism; nevertheless, an undeniable capability 

among conditions and final products has anyway to be 

made.  

 

Index Terms- Presenteeism, Absenteeism, Observation, 

workplace. 

I. INTRODUCTION 

 

Presenteeism as an idea is expanding in significance 

in the workplace. It happens when laborers go to 

work when sick and can't perform viably because of 

their evil wellbeing. Because of this misfortune in 

efficiency, it has been evaluated that presenteeism 

costs associations more than ailment nonappearance, 

and all things considered ought to be observed to a 

more prominent degree. It impacts on specialists' 

wellbeing, prosperity and versatility, just as 

authoritative wellbeing. These issues are talked about 

similar to the suggestions for work environment 

approaches and practices to oversee presenteeism. 

While presenteeism is impacted by the general 

wellbeing and prosperity of representatives, there are 

many work and non-work factors that may make 

representatives go to work when sick and when they 

are not ready to deliver and perform to the best of 

their capacity. Generally speaking, people who are 

encountering sick wellbeing should avoid answering 

to work until they are completely recuperated. In any 

case, for a few people, contingent upon their disease, 

they may either concur with their manager on 

decreased work hours, less strenuous exercises or 

both, to encourage come back to work after long haul 

infection nonattendance. Work for the most part is 

useful for physical and psychological well-being and 

generally prosperity and on the other hand an absence 

of work can prompt poorer physical and emotional 

wellness and in general prosperity. In this regard, 

people who may have generally recouped from a 

sickness, yet are not 100% fit could participate in 

specific exercises at work, and in this manner help 

further with their full recuperation. It must be 

perceived however that a 'controlled' come back to 

work for laborers with help from their associations 

when while in transit to recuperation from sick 

wellbeing, would create diverse outcomes from those 

people who may feel that they ought to go to work 

when they are sick because of the weights of the 

workplace. 

1.1 Signs of presenteeism: 

 Making more mistakes than usual 

 Producing work of a low standard 

 Low productivity 

 Lack of care about results  

 Arriving late/leaving early 

 Conversely, missing lunch breaks / working long 

hours 

 Working whilst sick 

 Looking tired / exhausted. 

 

II. CAUSES OF PRESENTEEISM 

 

As presenteeism includes going to work when sick, it 

could include any part of sick wellbeing. In any case, 

it has been appeared to be related with certain 

wellbeing conditions. Schultz and Edington (2007) in 

an orderly audit surveying representative wellbeing 

and presenteeism found that it was connected to 

sensitivities, joint inflammation and wellbeing 

dangers which emerge from an absence of physical 

action and expanded body weight, in this manner 
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supporting the utilization of work environment 

wellbeing advancement programs that are created to 

address these hazard factors. People who experience 

the ill effects of enthusiastic, thyroid or pulse 

concerns are bound to remain at home to manage 

their conditions, while back agony could make 

specialists similarly pick going on wiped out leave 

(non-attendance) or coming to work however not 

ready to work proficiently (presenteeism) to adapt to 

these conditions. Further, higher feelings of anxiety 

are bound to build an example of presenteeism 

among people. 

A Swedish report dependent on a broadly delegate 

test has demonstrated that infection nonappearance 

and presenteeism are affected by a poor workplace, 

with weakness and high feelings of anxiety further 

reinforcing this relationship. Further, the two ideas 

decidedly influence one another, as people who are 

encountering sick wellbeing will deal with this 

ailment by shifting back and forth between ailment 

nonappearance and presenteeism, adding to a further 

decrease in their wellbeing. This could prompt future 

long haul infection nonattendance, because of 

weakness, taking into consideration presenteeism to 

be considered an 'indicator' of disorder 

nonappearance. In this way, associations in looking 

to oversee one of those issues (either non-appearance 

or presenteeism) should work to deal with the other 

in the meantime. 

1. Employer expectations - In today's often "leaner-

and-meaner" workplaces, some workers trudge 

off to work when sick because they fear one or 

more of the following: appearing less committed 

to their jobs, receiving disciplinary action, or 

even losing their jobs. A day or more off can 

also mean burdening co-workers with job duties, 

coming back to a heavy backlog of work 

responsibilities, or missing work deadlines. 

2. Little or no paid sick days - A 2017 report from 

the Bureau of Labor Statistics shows that on the 

average, 68 percent of private industry workers 

have access to paid sick leave. But the highest 

percentage of workers who receive paid sick 

leave fall into management and finance 

occupations. The average percent  of workers in 

service and construction jobs that get paid sick 

leave is respectively 46 and 47 percent.  As a 

result, many workers are reporting to work when 

ill to avoid loss of pay.  

3. Loyalty and Self-importance - Still others come 

into work when they are sick because they "don’t 

want to let the team down," think no one else can 

do their job, or that the business will suffer if 

they aren't there.  

 

III. EMPLOYEE SOLUTION FOR 

PRESENTEEISM 

 

1. Recognize the problem - The first step in solving 

a problem is often recognizing there is a problem 

in the first place. Presenteeism is often 

unrecognized by employers who may not realize 

the extent of loss it can cause. If you're a 

business owner, it's time to make managers 

aware of this problem and that the costs of 

presenteeism are rising. A business that ignores 

the problem of presenteeism is a business that 

may very well have it adversely affect its bottom 

line. 

2. Rethink the use of disciplinary action to control 

absenteeism - Employers need to examine and 

ensure that absence control policies are not 

counterproductive. Programs such as disciplinary 

action may in fact pressure sick employees to 

report to work; this inadvertently encouraging 

presenteeism. 

3. Develop a workplace policy on presenteeism and 

inform and educate employees - Employees need 

to know where your company stands on coming 

to work sick, and how doing so can infect others. 

Establish and communicate guidelines. Help 

employees understand under what conditions 

they should stay home, and when it's OK to 

return to work.  

4. Don't set a bad example. As the boss, if you are 

sick or unable to work effectively, stay home. 

Don't spread your germs to others in the office. If 

you feel you must be available to handle 

emergencies, do so on the telephone or by email.  

5. Take disciplinary action, when necessary. In 

workplaces where the protection of the public is 

critical and essential to staying in business, 

employers may want to take disciplinary action 

or dismiss workers who are found in violation of 

company policy. One worker, for instance, went 

to work ill at a popular food chain establishment. 

As a result of doing so, this employee infected 
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more than 400 customers whose symptoms 

included vomiting and uncontrollable diarrhoea.  

6. Send sick employees home. Many companies 

with presenteeism problems report that they also 

try to combat the issue by sending sick 

employees home. They strive to foster a culture 

that discourages employees from coming in sick; 

where employees are not made to feel that they 

must go to work even if they are ill. Where 

possible, employees are given the option to 

telecommute and work from home when not 

well. 

7. Provide Paid Sick Leave and/or Paid Time Off to 

Workers. If you don't already offer paid sick 

days, consider doing so. In addition to providing 

a desirable benefit to your employees, you may 

benefit from reduced employee turnover, higher 

productivity and by reducing the spread of 

contagion in the workplace.  

8. Make an Effort to Boost Employee Morale.  

According to the CCH survey, morale had a 

significant impact on the incidence of 

presenteeism. They found that companies with 

low morale had more ill workers showing up for 

work. In their study, 52 percent or organizations 

with "poor/fair" morale reported presenteeism 

was a problem; this compared with just 31 

percent of organizations with "good/very good" 

morale seeing presenteeism as an issue. One way 

to boost morale is to provide some degree of 

flexibility in employees' work arrangements. 

Employers who do so help employees meet the 

pressing demands of both work and family, and 

aid in their achievement of a healthy work-life 

balance. 

 

Consequences and benefits: 

Presenteeism impacts on both representative and 

manager. For instance, when weight is given on 

representatives to go something to do, this may bring 

down their [[Employee and director commitment: 

impacts on psychosocial dangers work commitment. 

Alternately, when associations support and execute 

strategies that enable the representatives to 

concentrate on their long haul prosperity, at that point 

the two sides advantage as far as expanded 

profitability, responsibility, diminished turnover and 

retraining costs, upgraded workforce steadiness, 

worker reliability and gathering cohesiveness. 

Presenteeism is viewed as a hazard taking conduct 

that is decidedly connected with occupation requests 

and burnout. 

Workers with high employment requests may feel 

constrained to go to work to guarantee that the work 

completes, yet a portion of alternate results 

incorporate fatigue and depersonalization, 

melancholy, and relying upon the idea of the activity, 

may prompt other wellbeing and dangers to the 

partners of the laborer because of him/her being less 

caution and accordingly more clumsy; in this way 

antagonistically influencing the two gatherings by 

introducing her/himself at work. 

It must be focused on that going to work when not 

completely fit does not really prompt presenteeism 

(for example not taking the necessary steps 

obviously). Truth be told, look into has demonstrated 

that a 'controlled' come back to work could profit, 

both the association and the representative, when the 

worker comes back to work while recouping from a 

disease. 

 An examination by Howard et al. (2009) evaluated 

two gatherings of laborers experiencing constant 

torment conditions. One gathering was grouped by 

the creators as 'presentees': i.e., the individuals who 

worked over 20% of the time post-damage and for 

over three months post-damage; or were working at 

the season of admissions to the treatment. The other 

gathering was called 'non-attendants': i.e., the 

individuals who did not meet the recently recorded 

criteria.  

 

The evaluation found that:  

Those specialists who were 'introducing' themselves 

at work (i.e., those named presentees)  

Were bound to finish the endorsed utilitarian 

therapeutic treatment program;  

To profit to work either for full-obligation or full-

time;  

To hold their work one year pos t treatment, and not 

to have a decline in employment request from pre-

damage to post-treatment.  

These outcomes propose that representatives and 

managers advantage if the evil or harmed worker 

remain at work post-damage instead of going on 

present moment or long haul handicap, 

notwithstanding, the working conditions must be 

changed in accordance with their present capacities. 

The investigation proposes one of the manners in 
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which that could be utilized to urge representatives to 

work with associations in dealing with their evil 

wellbeing and in this manner diminish the capability 

of workers leaving the activity because of an intense 

or momentary medical issue. 

 

The Hidden cost of presenteeism: 

Numerous businesses don't understand it, yet 

presenteeism— hands on efficiency misfortune that is 

disease related—might be undeniably more costly for 

organizations than other wellbeing related expenses. 

Bank One finished up this a couple of years back, 

when the organization completed a breakdown of its 

therapeutic costs. In the outline underneath, 

therapeutic and pharmaceutical costs are installments 

made on workers' cases for restorative treatment and 

physician endorsed medications. Handicap also, non-

attendance costs are the remuneration paid when 

workers are far from work. Presenteeism costs, 

gauges dependent on workers' pay rates, are the 

dollars lost to illness related decreases in efficiency. 

 
Reason for presenteeism: 

  

Reducing Presenteeism: 

At the point when individuals don't feel better, they 

basically don't do their best work. A focal point of 

presenteeism look into is to recognize practical 

estimates an organization can take to recuperate a 

few, if not all, of the hands on efficiency lost to 

worker disease. The initial step, plainly, is making 

your supervisors—and yourself—mindful of the 

issue. The following stage includes becoming 

acquainted with the specific medical problems 

confronting your representatives. This may involve a 

formal report, yet in any case, you could basically 

take a gander at your workforce in view of Medical 

problems. Instructing representatives is likewise 

critical. You might need to set up projects to 

guarantee that sicknesses aren't going undiscovered 

in light of the fact that representatives don't 

understand they have an issue or—as in Amy Farler's 

case—that diseases aren't being misdiagnosed. 

Comerica's investigation of touchy inside disorder 

uncovered that a few representatives had for a 

considerable length of time unsuccessfully looked for 

assistance from upwards of five or six specialists, 

who erroneously analyzed the condition; in a 

confused exertion to facilitate their torment, 

numerous specialists had even experienced an 

exploratory appendectomy, hysterectomy, or other 

kind of medical procedure. It's likewise useful to 

show representatives how to more readily deal with 

their sicknesses. An ongoing instruction program at 

Lockheed Martin for joint inflammation sufferers 

gave clarifications of treatment choices and 

exhortation on making doctor visits increasingly 

profitable. Comerica supported a progression of hour-

long Lunch and Learn sessions driven by a 

gastroenterologist, which concentrated on things 

workers can do, such as changing their eating routine 

and decreasing worry, to alleviate the side effects of 

fractious entrail disorder. Such projects normally 

underscore the significance of consistently taking 

one's prescriptions. These means appear to be basic, 

yet the test of enhancing wellbeing instruction is a 

long way from trifling, as discoveries from the 

International Truckand Engine hypersens itivity 

contemplate feature. The organization had increased 

its conventional methods for handing-off data to 

workers (pamphlets, handouts, and announcement 

board shows) with Web pages and on location 

meetings with allergists. Yet, a subsequent report 
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uncovered that the intercessions hadn't supported the 

moderately little extent of sensitivity sufferers —

about 25%—who took the new age of nonsedating 

prescriptions. 

IV.CONCLUSION 

 

As appeared, there are solid connections among 

presenteeism and affliction nonattendance, with 

hierarchical strategies being one of the affecting 

components that sway straightforwardly on 

representatives substituting their truancy with 

presenteeism to deal with their evil wellbeing. While 

representatives take note of that they 'pick' to go to 

work while being unfit for work, such decisions 

would be decreased or dispensed with in the event 

that they realized that the required help from the 

associations and their directors/bosses was accessible 

in overseeing their remaining burden, as well as their 

wellbeing and prosperity. The estimation of 

presenteeism remains and issue with various assorted 

instruments being used that may not give a full 

acknowledgment of the expenses or outcomes 

associated with the conduct and that may create 

distinctive assessed expenses or battle to set up its 

general effect. The proceeding with research for 

appropriate instruments would enhance and expand 

on the apparatuses that associations could use to 

gauge, survey and assess and along these lines 

execute reasonable intercessions for this hazard 

factor. There is by all accounts most likely that strain 

on specialists will keep on expanding in the future. 

As stress has been recognized as a critical factor in 

activating presenteeism, and as presenteeism itself 

likewise produces stress, increases in both the 

quantity of instances of presenteeism and the time 

allotment in which presenteeism is exhibited must be 

anticipated. As numerous organizations are currently 

enabling laborers to telecommute workplaces, this 

could without a doubt advance unwinding and stress 

decrease by methods for self-decided work rhythms 

because of the vanishing of observing and control. 

However, the potential for the checking of PC use in 

the home office through introduced programming 

offers ascend to extra worry with negative wellbeing 

effects and more presenteeism conduct. Moreover, 

bosses can't regulate in the home office or mediate on 

account of clear presenteeism and mastermind wiped 

out leave in light of a legitimate concern for the 

representative's wellbeing. This could prompt an 

expansion in shrouded presenteeism. Furthermore, 

despite the fact that elite work frameworks (HPWSs) 

as depicted above are emphatically identified with 

corporate execution, it must not be overlooked that 

they likewise include expanded remaining burden, 

work heightening, and expanded strain, all of which 

are corresponded with presenteeism. 
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