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UNIT I



ECONOMY AND LABOUR FORCE IN INDIA

Labour market is a place where employee 

and workers come in direct contact with 

each other. 

 In the labour market, the worker struggle 

for the best job satisfaction and employers 

take part to pick the best. 

 In an economy labour market operates 

with demand and supply of labour. 

 In a market supply of labour and labour 

demand is the firm s demand for labour. 

labour in the market



 India’s large working population is the part of 

the unorganized sector that is over 94 percent.

 The Indian labour market is divided in two 

segments organized or formal sector and other is 

unorganized sector which is also known as 

informal sector. 

Unorganized sector is the one of the biggest 

sector of the Indian economy. At the same time it 

supports half of the working population in both 

the rural as well as urban area.



APPROACHES TO INDUSTRIAL RELATIONS

 The Unitary Approach

 The Pluralist Approach

 The Marxist/RadicalApproach

 Gandhian Approach

 System Approach









GANDHIAN APPROACH

Gandhiji advocates

 Demands should be reasonable and through 

collective action.

 Avoide strikes as far as possible.

 Avoide formation of unions in philanthropic 

organisations.

 Strikes should be the last resort only.

 In case of organising a strike, workers should 

remain peaceful and non-violent



SYSTEM APPROACH (BY JOHN DUNLOP)

Focuses on 

 Participants in the process

 Environmental forces

 Output and their inter-relationship.



SYSTEM APPROACH

(i) Market or 

Budgetary 

Restraints

(ii)Technology

(iii)Distribution of 

Power in Society

Union –

Management

Government

Rules of the 

Workplace

Environmental 

Forces
Participants Outputs



COMPARATIVE FRAMEWORK

 The central challenge facing comparative industrial relations 
theory is to explain the cross-national variety of industrial 
relations.

 It is customary to delineate their differences in terms of 
measurable institutional variables such as trade union density, 
collective bargaining coverage, bargaining, centralization or 
level, bargaining coordination, the extent of worker 
participation and the extent of government involvement in pay 
negotiations.

 Measurable differences in industrial relations outcomes, such 
as the extent of earnings dispersion, may also be 
distinguished.

 A key feature of these differences in industrial relations 
systems is their relative stability over time. Reviewing the 
evolution of post-war employment relations between 1960 and 
the late 1990s.







WHAT IS A TRADE UNION?

 Definition: An organization of workers or employees 

formed mainly to _ Negotiate with the employers on 

various employment related issues – Improve the terms 

and conditions at their workplace – Enhance their status 

in society

 In most countries, there are laws governing the 

formation, membership and administration of trade 

unions.



ORIGIN & GROWTH OF TRADE UNION 

 Industrialization brought about new economic and social order in 
societies. TU emerged as a result of industrialization in new social 
order.

 First workers’ union in India under the leadership of Mr Lokhande
was developed in 1890.

 Beginning of labor movement in the modern sense started after the 
outbreak of World War I.

 Economic, Political and social conditions influenced the growth of 
trade union movement in India.

 Establishment of ILO helped the formation of TUs in the country

 In 1920 AITUC( All India Trade Union Congress) was formed- the 1st 
All India trade union.

 World War II brought splits in AITUC. Efforts of Indian National 
Congress resulted in the formation of INTUC( Indian National Trade 
Union Congress).

 Socialists separated from AITUC formed HMS( Hind Mazdoor Sabha) 
in 1948.

 Some other unions were also formed. They were BMS ( Bhartiya
Majdoor Sangh) in1955, HMP( Hind Majdoor Panchayat) in 1965,   
CITU( Centre of Indian Trade Union ) in 1970.



OBJECTIVES OF A TRADE UNION:

1. Collective bargaining – Represent members to negotiate 

with employers, for better wages and conditions of 

employment

2. Safeguard jobs – Protect jobs of members

3. Cooperate with employers – For the benefits of 

members, resolve disputes in a mutually acceptable 

manner

4. Political activities - Support pro-union political parties

5. Social activities - Support members with recreation 

facilities and benefits for unemployment, illness, 

retirement, death



6. Welfare Solving difficulties of workers through 
collective bargaining wrt sanitation, hospitals, 
quarters, schools, colleges and other basic amenities

7. Employer- employee relations Bureaucratic attitude 
and unilateral thinking of mgmt may lead to conflicts 
Trade unions go for constant negotiations for 
industrial democracy and peace .

8. Negotiating machinery Based on ‘give and take 
principle’, negotiations continue till parties reach an 
agreement. Protect interests of workers through 
collective bargaining

9. Safeguarding organizational health Methods evolved 
for grievance redressal, techniques adopted to reduce 
absenteeism and labor turnover. upgrading skills-
attend training courses organized by unions



STRUCTURE OF TRADE UNIONS

 Plant level Unions: The first level in the structure 
from below is the plant level union. This comprises 
the unions in one organisation or factory. 

 Local level Federations:This is the second level in the 
structure from below. The local trade union federation 
holds together the plant level unions at the local level 
in a particular craft and industry. 

 Regional level federations: These are the 
organisations of all the constituent unions in a 
particular state or region.

 National level federations :These are national level 
bodies to which plant level unions, local unions or 
regional level unions may get affiliated. These are the 
apex bodies at the top of the structure. They act as 
coordinating bodies.



TRADE UNION ACT, 1926

Objectives – To lay down the procedure for 

registration of Trade Unions, defining their 

rights and liabilities, regulating their activities, 

and making them more purposeful for the 

society. The Act extends to the whole of India.



PROVISIONS OF THE TRADE UNION ACT, 1926

 Section 3: Appointment of Registrars -The 

appropriate Government is empowered to appoint 

a Registrar of Trade Unions for each State. It 

may also appoint Additional and Deputy 

Registrars of Trade Unions.

 Section 4: Mode of Registration -Any seven or 

more members of a Trade Union may apply for 

registration of the Trade Union under this Act:by 

subscribing their names to the rules of the Trade 

Union; andby complying with the provisions of 

this Act with respect to registration.



 Section 5: Application for registrationApplication 

for registration of a Trade Union shall be made to 

the Registrar and shall be accompanied by:A copy 

of the rules of the Trade Union

 Section 6:A Trade Union shall not be entitled to 

registration under this Act, unless its executive 

body is constituted in accordance with the 

provisions of this Act, and its rules provide for 

the following:the Name of the Trade Union



 Section 8, 9: RegistrationThe Registrar, on being 

satisfied that the Union has complied with all the 

requirements of this Act in regard to registration, 

shall register and issue a certificate of 

registration to the Trade Union.

 Section 10: Cancellation of Registration:The 

certificate of registration of a Trade Union may 

be withdrawn or cancelled.

 Section 12: Registered office - All 

communications and notice to a registered Trade 

Union may be addressed to its registered office.



THE LEGAL FRAMEWORK OF TRADE UNION ACT, 1926

 Legalises the formation of trade unions by any 

seven persons employed in a unit quite easily. A 

registered union has certain advantages to its 

credit. 

 Due to inter union and intra union rivalry, it is 

not easy to carry out negotiations with a 

recognised union in India. The Act, of course, has 

not cleared the fog either. Trade Unions And 

Employers’ Associations.



CODE OF DISCIPLINE, 1958

 When multiple unions exit, the union claiming 

recognition should be functioning for at least one 

year after recognition.

 The membership of the union should cover at 

least 15% of workers in the establishment .

 To be recognised as a representative union for an 

industry in a local area, the union should have 

membership of at least 25 per cent of workers in 

that area .

 In case of multiple unions in an establishment or 

industry, the one with the largest membership 

should be recognised.



RECOGNITION OF TRADE UNIONS

 Recognition means the expressed recognition of a registered trade 
union by an employer or by an employers association for the 
purposes of collective bargaining.

CONDITIONS FOR RECOGNITION:

o All ordinary members are workmen employed in the same 
industry or in industries closely allied to or connected with 
another; 

o It is representative of all workmen employed by the 
employer in that industry or those industries; Its rules do 
not provide for the exclusion from membership of any class 
of workmen 

o Its rules provide for the procedure for declaring a strike  

o Its rules provide that a meeting of its executive shall be 
held at least once in every 6 months

o It is a registered trade union and that it has complied will 
all the provisions of the Trade unions (amendment) Act, 
1947.



MAJOR PROBLEMS FACED BY BTRADE UNIONS

• Outside or political leadership

• Multiplicity of trade unions

• Small size of unions

• Low membership

• Uneven growth

• Poor financial position

• Low level of knowledge of labor legislation



NON UNION FIRMS

 Non‐unionism and non‐union firms have been an increasing focus 

of interest since the early 1980s, and indeed for some constitute 

an emerging model of employee relations which could (or should) 

become dominant in an ‘enterprise culture’

 This view is prompted by a belief that trade union organisation is 

in terminal decline; a lasting transformation in the economic, 

legal and political context of industrial relations is being achieved; 

new sophisticated ‘human resource management’ (HRM) 

strategies acting as ‘substitutes’ for union representation are 

emerging; 

 Non‐union firms enjoy a competitive advantage because they are 

inherently conducive settings for technological innovation, flexible 

working practices and high productivity



MANAGEMENT OF TRADE UNIONS

 Trade Unions protect the worker from wages 

hike, provides job security through peaceful 

measures.

 Trade Unions also help in providing financial and 

non-financial aid to the workers during lock out 

or strike or in medical need.

 It has also to be borne in mind while making an 

agreement that the interest of the workers who 

are not the members of Trade Union are also 

protected and the workers who are not members 

of the Trade Union are also protected and the 

workers are not discriminated.



UNIT-II



COLLECTIVE BARGAINING

 “Collective Bargaining is a process in which the 

representatives of a labor organization and the 

representatives of business organization meet 

and attempt to negotiate a contract or 

agreement, which specifies the nature of 

employee-employer union relationship”



NATURE OF COLLECTIVE BARGAINING

It is carried out on a collective as distinct from an 

individual basis. That is collective bargaining is 

bargaining by groups of people

In the bargaining process the main actors are 

employees, employers and their associations 

The main focus of these rules is on the terms and 

conditions of employment. 

Collective bargaining is a “civilised bipartite 

confrontation” between the workers and 

management with a view to arriving at an 

agreement, for the object is not warfare but 

compromise



THE LEGAL FRAMEWORK OF COLLECTIVE BARGAINING

 The Labour Act  provides the right to collective bargaining.  

Section 74 (2) and 24 (1) (b) of the Act.

 However collective bargaining may be statutory or non –

statutory at workplace level or industry level.

 In terms of section 62 of the Act an employment council for 

an undertaking may assist parties to reach an agreement 

known as collective bargaining agreement.

 At workplace level collective bargaining is by workers and 

management whereas at the industrial level it will be 

between employers organizations and employees.

 Section 75 of the Labour Act provides for the obligation to 

negotiate in good faith.

 Section 76 provides for the duty of full disclosure when 

financial incapacity is alleged.



 Section 77 provides for the representation of parties.

 Section 78 provides for the ratification of collective 

bargaining agreements,

 section 80 provides for publications of collective bargaining 

agreements.

 Section 79 deals with submission of collective bargaining 

agreement for approval or registration.

 Section 80 deals with publications of collective bargaining 

agreement

 Section 81 – 82 deals with amendments and binding nature 

of the collective bargaining agreement.



LEVELS OF COLLECTIVE BARGAINING

1.National level

2. Sector or industry level

3. Company/enterprise level National (Economy-wide) 

bargaining

It is a bipartite or tripartite form of negotiation between 

union confederations, central employer associations and 

government agencies

It aims at providing a floor for lower-level bargaining on the 

terms of employment, often taking into account 

macroeconomic goals

Sectoral bargaining Aims at the standardization of the terms 

of employment in one industry, includes a range of bargaining 

patterns Company/enterprise level.



AGREEMENTS:

Firm/plant-level agreements:

While employers generally prefer bargaining at the plant 

level, unions press for bargaining at higher levels to increase 

their bargaining power.

Duration of agreements 

Duration of collective agreements increased during the 1970s 

and 80s, and again in the 1990s in the public sector. Since 

1997, the duration of public sector agreements has been ten 

years. 

Most private sector collective agreements typically last for 

three years. Public sector agreements can have a much longer 

duration.



CHANGE IN THE LABOUR

 Shifting demographics, dynamic workforces

 The rise of individual choice

 The technological revolution

 Client sophistication and the dawn of data



MANAGEMENT RELATIONS IN THE POST-LIBERALISED

INDIA

 Collective bargaining in India has mostly been 

decentralized, but now in sectors where it was not so, are 

also facing pressures to follow decentralization.

 Some industries are cutting employment to a significant 

extent to cope with the domestic and foreign competition 

e.g. pharmaceuticals. On the other hand, in other 

industries where the demand for employment is increasing 

are experiencing employment growths.

 In the expansionary economy there is a clear shortage of 

managers and skilled labor.

 The number of local and enterprise level unions has 

increased and there is a significant reduction in the 

influence of the unions.



THE LEGAL FRAMEWORK ON COLLECTIVE

BARGAINING

 collective bargaining is governed by the 

provisions of the Labor Act 2006.

 According to section 209 and 210 of the act 

collective bargaining is the first step in the 

industrial dispute settlement mechanism. 

Bangladesh has ratified ILO Conventions 87 and 

98 on freedom of association and collective 

bargaining and thus is required to protect the 

rights.



NEGOTIATED FLEXIBILITY

 It is a business strategy that allows workers to 

make choices about core aspects of their work, 

such as: 

 Time - when and how long work is performed, 

 Place - where work is performed, and/or

 Task - the specific tasks that are performed at 

work.



 Compressed Work Week: A work schedule that 

condenses one or more standard workweeks into 

fewer, longer days.

 Flextime: A work schedule with variable starting 

and ending times, within limits set by one’s 

manager. Employees still work the same number 

of scheduled hours as they would under a 

traditional arrangement.



 Home based - Staff conduct business from their 

homes.

 Telecommuting/telework center - satellite offices 

- Two or more staff members share office 

operations and space for a single employer to 

reduce commute time, alleviate 

traffic/parking/congestion problems

 Negotiated Job Description – An individualized 

job description created by picking from all the 

tasks performed at the workplace.

 Job Creation – The creation of a new position 

based on unmet workplace needs. 



PRODUCTIVITY BARGAINING

 A form of collective bargaining leading to a 

productivity agreement in which management 

offers a pay raise in exchange for alterations to 

employee working practices designed to increase 

productivity.



PRODUCTIVITY BARGAINING CAN TAKE

ONE OF TWO FORMS

 One-time buyout of outmoded practices 

 Long-term, joint union-management program for 

adjusting to change 

The Pacific Maritime Association signed a 

mechanization and modernization agreement with 

the International Longshoremen and 

Warehousemen’s Union in 1960 that provided a $5 

million productivity fund, wage and employment 

guarantees, and incentives for early retirement in 

return for changing work rules

In 1974, typographers in New York City entered a 

productivity agreement regarding computerization



IMPROVED WORK RELATIONS

 Strong and Stable Union

 Mutual Trust

 Workers’ Participation in Management

 Mutual Accommodation

 Sincere Implementation of Agr

 eements

 Sound Personnel Policies

 Government’s Role

 Progressive Outlook



BARGAINING IN THE PUBLIC SECTOR

 Nature of public employment

 Public employees provide essential services

 Lack of controls on public service and absence of 

marketplace control on their costs

 Difficult to assess productivity of a professional work 

force

 Elected officials represent public employers

 Sovereignty doctrine limits issues addressed by 

bargaining



LIMITED SCOPE OF NEGOTIATIONS IN PUBLIC

SECTOR

 Management rights are broader than in private 
sector

 Agency shop the most common type of union security

 Federal law precludes negotiation about wages and 
benefits

 Type of job determines flexibility of negotiations 
about hours

 Negotiations about working conditions focus on the 
provision of services to the public

 Grievance procedure must be included, often with 
provision for binding arbitration



CONCEPT OF SOCIAL SECURITY

• Social security systems ensure the minimum 

level of living to the needy by public assistance, and 

they also promote public health and social welfare. 

• Social security has a powerful impact at all levels 

of society. It provides workers and their families 

with access to health care and with protection 

against loss of income 

• It provides older people with income security in 

their retirement years • For employers and 

enterprises, social security helps maintain stable 

labour relations and a productive workforce





NEGOTIATION SKILLS& TECHNIQUES

 Try to imagine yourself as the other side to the negotiations 
and consider how they might view or react to your 
proposals and arguments.

 There is no one perfect style of negotiating. 

 Different people do it equally successfully in different styles 
and manners .

 To be successful your individual style has to be the one you 
are most comfortable with and which matches your 
individual personality

 Successful negotiators range from colourful charismatic 
performers to quiet, calm and methodical people.



DRAFTING OF AGREEMENTS

 After good faith bargaining ,a formal document 

must prepare .it should be simple ,clear and 

concise. 

 Signing the agreement:- Both parties sign the 

agreement and abide by its terms and conditions







HOW TO DRAFT A CONTRACT

• Set the ground rules

• Control the drafting processes

• Control the deal’s tempo







UNIT-III



TRIPARTISM

Tripartite means composed of or split into three 

parts, or refers to three parties.

Tripartism is a system of labour relations in which 

the state, employers, and workers are autonomous 

yet interdependent partners, pursuing common 

interests and participating in decisions affecting 

them in a binding spirit of mutuality and 

reciprocity. 

This can take place at either or both macro and 

micro levels. Tripartite forums evolve norms or 

standards in the form of guidelines. There are a 

number of tripartite bodies which operate at the 

Central and State levels.



TYPES AND LEVELS OF TRIPARTISM

 National, sectoral or enterprise level Emerging 

form:

i) cross-border (global) level (between 

multinational enterprises and global unions: IFAs; 

ii) within regional groupings; 

iii)Trade Agreements



SOCIAL DIALOGUE AND REFORM PROCESS

Effective social dialogue depends on… 

1.Freedom of association and collective bargaining 

(right to freely join organizations, 

2.protection against anti-union discrimination, etc.) 

Strong, independent workers’ and employers’ 

organizations (appropriate technical capacities) 

3.Appropriate institutional support (legislation, 

administration, dispute prevention and settlement 

mechanisms, etc.)



CHALLENGES FACING SOCIAL DIALOGUE

INSTITUTIONS

 Changing composition of the labour market 

 Technological advances & digitalization

 Migration, youth unemployment, informal 

economy 

 Instability caused by the recurrent crises

 Increasing imbalances and inequalities 

 Rise of new actors



STRENGTHENING TRIPARTITE SOCIAL DIALOGUE

 ILO is running a workers’ education programme 

for the newly established trade unions. 

 This include training on socio-economic and legal 

rights, how to organize, internal management 

skills, international Labour Standards, 

negotiation skills, and the role of workers in 

reforming the national labour market, wages and 

other matters of current concerns related to the 

labour market



ROLE OF THE GOVERNMENT IN IR

 To protect welfare of workers

 To promote good employer-employee 

relationships through a peaceful IR system

 To assist the unemployed find employment

 To conduct national level human resource 

planning



ROLE OF THE STATE IN IR

 The state has direct interest in preserving 

industrial peace in the country. 

 To promote healthy growth of trade unions and 

set up a well organised industrial relations to 

achieve industrial peace and prosperity.

 Industrialized developed and underdeveloped 

economies steps have been taken by the state to 

promote a healthy growth of trade union. 

 The state intervention has been deemed 

necessary because there are numerous labour 

organization



 Changing role of state Govt. – Laissez Faire: 

During 19th century govt played a laissez faire 

role in industrial relations . 

 Under this the workers and employees were left 

alone to manage their affairs. – Paternalism: By 

the end of 19th century laissez faire was replaced 

by paternalism.



UNIT-IV



FACTORIES  ACT, 

1948



INITIATION:

In great Britain, the second half of the 18th century, 
there was a rapid growth of industrial  town s & 
factories.

As it was started without planning, they employed
the women as well as their children in factories who
needed to work for more than 12 hours a day.

Some of the employees took initiative to implement
labour lagislations, Facories Act came into existence
in 1819.

After some modifications, the final amended of
Factories Act took place in 1948.



FACTORIES ACT IN INDIA:

In India, the First factories Act was passed in 1881.  

This Act was basically designed to protect children

and to provide few measures for health and safety of  
the workers.

This law was applicable to only those factories, which  
employed 100 or more workers.

In 1891 another Factories Act was passed which  
extended to the factories employee 50 or more workers.



FACTORIES ACT INCLUDES:

Health

Safety

Welfare

Working Hours Of Adults

Annual Leave With wages



DEFINITIONS:

“Factory” is defined in section 2(m) of the Act. It means any  
premises including the precincts thereof-

a)Whereon 10 or more workers are working, or were working on  
any day of the preceding 12 months, and in any part of which  a 
manufacturing process is being carried on with the aid of  power, 
or is ordinarily so carried on; or

b)Whereon 20 or more workers are working, or were working on  
any day of the preceding 12 months, and in any part of which  a 
manufacturing process is being carried on without the aid  of 
power, or is ordinarily so carried on.

But does not include a mine subject to the operation of the Mines  
Act, 1952 or a mobile unit belonging to the Armed forces of the  
Union, a railway running shed or a hotel, restaurant or eating  
place.



OTHER

DEFINITIONS:

“Manufacturing process” means any process for-

a)Making, altering, repairing, ornamenting, finishing, packing
, oiling, washing, cleaning, breaking up, demolishing, or  
otherwise treating or adapting any article or substance  with a 
view to its use, sale, transport, delivery or disposal ;  or

b)Pumping oil, water, sewage or any other substance; or

c)Generating, transforming or transmitting power; or

d)Composing types for printing by letter
press, lithography, photogravure or other similar process or
book binding

e)Constructing, reconstructing, repairing, refitting, finishing  or 
breaking up ships or vessels;

f)Preserving or storing any article in cold storage;



(CONTINUE…)

DAY: means a period of 24 hours beginning at midnight;

WEEK: means a period of 7 dayz beginning at midnight on

Saturday night

CALENDAR YEAR: means the period of 12 months beginning  

with the first day of January in any year

POWER: means electrical energy, or any other form of energy  

which is mechanically transmitted and is not generated by  

human or animal agency

PRIME MOVER: means any engine, motor or other appliance  

which generates or otherwise provides power;



OBJECTIVES:

The main objective of Factories Act, 1948 is to ensure adequate  
safety measures and to promote the health and safety and  
welfare of the workers employed in factories. The act also makes  
provisions regarding employment of women and young persons  
(including children & adolescents), annual leave with wages etc.

The Act extended to whole of India including Jammu & 
Kashmir  and covers all manufacturing processes and 
establishments  falling within the definitions of “factory” as 
defined u/s 2(m) of  the act. Unless otherwise provided it is also 
applicable to  factories belonging to Central/State Government 
(section 116)



PROVISIONS REGARDING HEALTH:

1) Cleanliness

2) Disposal of Wastes & Effluents

3) Ventilations & Temperature

4) Dust & Fumes

5) Artificial Humidification

6) Overcrowding

7) Lighting

8) Drinking Water

9) Latrines & Urinals

10) Spittoons



PROVISIONS REGARDING SAFETY:

1) Fencing of Machinery

2) Work on or near Machinery in motion

3) Employment of Young Persons on Dangerous Machines

4) Striking Gear and Devices for cutting off power

5) Self Acting Machines

6) Casing of New Machinery

7) Prohibition of Employment of Women & Children near  
Cotton openers

8) Hoists, lifts, Lifting Machines and others

9) Revolving Machinery

10) Pressure Plant



(CONTINUE…)
1) FLOORS, STAIRS & MEANS OR

ACCESS

2) Pits, Sumps, Opening in Floors and others

3) Excessive Weights

4) Protection of Eyes\precautions against 

Dangerous  Fumes, Gases & others

5) Precautions Regarding use of portable electric 

light

6) Explosive or Inflammable Dust, Gas

7) Precautions in case of fire

8) Specifications of Defective Parts or Tests of 

Stability

9) Safety of Buildings and machines

10) Safety officers



PROVISIONS REGARDING WELFARE OF

WORKERS

1) Washing Facilities

2) Facilities for Storing & Drying clothing

3) Facilities for Sitting

4) First Aid facilities

5) Canteens, Shelters, Rest Rooms & Lunch Rooms

6) Creches

7) Welfare Officers



HAZARDOUS PROCESSES

Provisions regarding Hazardous Process were  

instructed in the Act under a new chapter by the  

Factories (Amendment) Act, 1987.

This Act instructed two new schedules:

I.Listing the industries involving hazardous process

II.Relating to permissible levels of certain chemical  

substances in work environment



PROVISIONS REGARDING HAZARDOUS

PROCESSES

1)Constitution of Site Appraisal Committee

2)Compulsory Disclosure of Information

3)Special Responsibility of the occupier in relation to  
Hazardous processes:

4)Maintaining accurate and up-to-date health and medical  
records of workers exposed to any chemical, toxic or any  
other harmful substances manufactured, stored, handled  or 
transported

5)Appointing qualified, experienced & compete persons in
handling such substances to supervise handling and for
protecting the workers from the hazard

6)Providing for medical examination of every worker at
intervals



(CONTINUE…)

 Appointment of Inquiry Committee

 Emergency Standards

 Permissible Limits of Exposure of chemical and toxic

 Substances

 Workers’ participation in safety management

 Right of workers to warn about imminent danger



WORKING HOURS OF ADULTS:

•Weekly Hours: < 48 hours

•Weekly Holidays : at least 1 holiday in a week

, substitute holidays

•Compensatory Holidays

•Daily Hours : < 9 hours

•Intervals for rest : at least half an hour

•Spread Over

•Night Shifts



(CONTINUE…)

• Prohibition of Overlapping Shifts : not more than  

2 continuous shift

• Extra wages for overtime : wages at the rate of  

twice at his ordinary rate of wages for overtime

• Notice of period of work



WOMEN & CHILDREN:

•Work between 6 a.m. to 7 p.m. only

•Strictly restriction for women for employment  

between 10 p.m. to 5 a.m.

•Employment of women in night shift is permitted  

only in the case of fish-curring and fish-canning



ANNUAL LEAVE WITH WAGES

Annual leave with wages

Wages during leave period

Payment in advance in certain cases

Mode of Recovery of unpaid wages

Power to make rules



PENALTIES:

General penalties for offence

Penalty for the contravention of Provisions Relating to  

Hazardous process

Penalty for obstructing Inspector

Penalty for wrongfully Disclosing Results of Analysis

Penalty relating to casing of new machinery

Penalties for Offences by workers & Parents

Penalty for offence by a medical practitioner

Penalty for employing child labour



WORKMEN’S COMPENSATION ACT, 1923



a) This Act may be called the Workmen's Compensation Act 1923.

b) It extends to the whole of India.

c) It shall come into force on the first day of July 1924.

 A "workman" was defined as, "any person who is engaged in an employment 
to  which this Act applies, whether by way of manual labour or otherwise."

 The employments to which the Act applied were stated to be railways, mining 
and  quarrying, factory work and laundry work.



• The Workmen’s Compensation Act, 1923 provides for payment of compensation to workmen and
their dependants in case of injury and accident (including certain occupational disease) arising
out of and in the course of employment and resulting in disablement or death.

• The Act applies to railway servants and persons employed in any such capacity as is specified in
Schedule II of the Act.

• The schedule II includes persons employed in factories, mines, plantations, mechanically
propelled vehicles, construction works and certain other hazardous occupations.

• The amount of compensation to be paid depends on the nature of the injury and the average
monthly wages and age of workmen.

• The minimum and maximum rates of compensation payable for death (in such cases it is paid to
the dependents of workmen) and for disability have been fixed and is subject to revision from
time to time.

• A Social Security Division has been set up under the Ministry of Labour and Employment , which
deals with framing of social security policy for the workers and implementation of the various
social security schemes. It is also responsible for enforcing this Act. The Act is administered by
the State Governments through Commissioners for Workmen's Compensation.



 The main provisions of the Act are:-

 An employer is liable to pay compensation:-
(i) if personal injury is caused to a workman by accident arising out of and in  

the course of his employment;
(ii) if a workman employed in any employment contracts any disease,  

specified in the Act as an occupational disease peculiar to that 
employment.

 However, the employer is not liable to pay compensation in the following cases:-

1. If the injury does not result in the total or partial disablement of the workman
for a period exceeding three days.

2. If the injury, not resulting in death or permanent total disablement, is caused  by an 
accident which is directly attributable to:-

(i) the workman having been at the time of the accident under the influence  
of drink or drugs; or

(ii) the willful disobedience of the workman to an order expressly given, or to
a rule expressly framed, for the purpose of securing the safety of workmen; or

(iii) the willful removal or disregard by the workman of any safety guard or
other device which has been provided for the purpose of securing safety
of workmen.



 The State Government may, by notification in the Official Gazette, appoint any person
to be a Commissioner for Workmen's Compensation for such area as may be specified
in the notification. Any Commissioner may, for the purpose of deciding any matter
referred to him for decision under this Act, choose one or more persons possessing
special knowledge of any matter relevant to the matter under inquiry to assist him in
holding the inquiry.

 Compensation shall be paid as soon as it falls due. In cases where the employer does
not accept the liability for compensation to the extent claimed, he shall be bound to
make provisional payment based on the extent of liability which he accepts, and, such
payment shall be deposited with the Commissioner or made to the workman, as the
case may be.

 If any question arises in any proceedings under this Act as to the liability of any
person to pay compensation (including any question as to whether a person injured is
or is not a workman) or as to the amount or duration of compensation (including any
question as to the nature or extent of disablement), the question shall, in default of
agreement, be settled by a Commissioner. No Civil Court shall have jurisdiction to
settle, decide or deal with any question which is by or under this Act required to be
settled, decided or dealt with by a Commissioner or to enforce any liability incurred
under this Act.



 The State Government may, by notification in the Official Gazette, direct that every
person employing workmen, or that any specified class of such persons, shall send at
such time and in such form and to such authority, as may be specified in the
notification, a correct return specifying the number of injuries in respect of which
compensation has been paid by the employer during the previous year and the
amount of such compensation together with such other particulars as to the
compensation as the State Government may direct.

 Whoever, fails to maintain a notice-book which he is required to maintain; or fails to
send to the Commissioner a statement which he is required to send; or fails to send a
report which he is required to send; or fails to make a return which he is required to
make, shall be punishable with fine.



 Employer's Liability for Compensation:

a) A workman is entitled to get compensation from his employer if he is injured while
on duty and during the course of his employment with his employer.

b) If a workman dies due to the accident while of duty and during the course of his
employment with his employer, his dependents are entitled to receive the amount of
compensation from his employer.

c) Occupational diseases: If a workman contacts occupational diseases enlisted in
Schedule III of this Act, while on duty and during the course of his employment with
his employer, the said disease shall be deemed to be an injury by accident. The
workman or if dead, his dependents are entitled to receive the amount of
compensation from his employer.



 d) Amount of Compensation:

(1) Temporary Disablement:
Where the disablement is temporary i.e. workman not being able to attend to duty for

more than 3 days on account of injury is entitle to get compensation at the rate of
a half monthly payment of the sum equivalent to twenty five percent of monthly
wages of the workman. E.G. if workman's wages are Rs.500/- per month he will
receive Rs.125/- for a fortnight i.e. 15 days or Rs. 8.33 p. per day and so on
depending on his wages. If the disablement continues for more than 28 days
therefrom days to be counted from the date of injury.

(2) Permanent total disablement:
The permanent total disablement is listed in Schedule I of the Act. Where the

disablement is permanent and total the amount of compensation will be
equivalent of fifty percent of the monthly wages of the injured workman
multiplied by the relevant factor or an amount of twenty four thousand rupees
(Rs. 24,000/-) whichever is more.

(3) Death:
Where death results from an injury an amount equal to forty percent of the monthly

wages of the deceased workman multiplied by the relevant factor or an amount of
twenty thousand rupees (Rs. 20,000/-) whichever is more.



1)For purpose of sub clause (2) & (3) above 'relevant factor' in relation to workman
mean the factor specified in schedule IV of the Act against the age of the workman.

2)Where the monthly wages of a workman exceed Rs.1,000/- his monthly wages for
the purpose of clause (2) & (3) shall be deemed to be Rs. 1,000/- only.

e) If Permanent partial disablement results from the injury :-
Such percentage of the compensation which would have been payable in the case of
permanent total disablement after determining the loss of earning capacity caused by
that injury.



 Recovery of Compensation:

1. If the employer fails to pay the compensation to a workman of fails to deposit the
amount of compensation with the commissioner for Workmen's Compensation, or
the Labour Court concerned, them the injured workman, either himself or through
his representative, should send a notice of his claim or his employer mentioning
therein the time, date, place and nature of accident, wage rate of the workman and
the amount of compensation. In case of death of a workman , any of his dependents
or his/her representative can send such notice with detailed information. A copy of
the same should be sent to the Commissioner for Workmen's Compensation or the
Labour Court concerned.

2. If the employer fails to settle the claim, the workman himself or any of the
dependents of the deceased workman should file the application before the
concerned court having jurisdiction to entertain the claim. This has to be done in
form 'F' by the injured workman and in form 'G' by the dependent of the deceased
workman.

3. The court fee is @ Rs.1/- per every Rs. 500/- or less amount of claim and paise 50 for
claim of half monthly wages for temporary disablement.



4.Amount payable under this Act cannot be assigned or charged or be liable to
attachment or be passed to any person other than the workman by operation of law nor
shall any claim be set-off against the same. Only the amount which is paid towards half
monthly wages during the period of disablement can be deducted from the amount of
final settlement of claim.

5.The Court has power to award interest on the amount of compensation, cost and
penalty.

6.If the employer fails to pay or deposit the amount of compensation awarded by the
Court or admitted by the employer, them on application by the workman to the
concerned court for recovery of the same, the court shall write to the collector and the
same will be recovered as arrears of Land Revenue.



The Employees’ State Insurance Act, 1948

Objects: Social security to workers in contingency such as 
illness,  maternity, long term sickness or any other health risks 
due to  exposure to employment injury or occupational 
hazard.

Sec 1: Applicability- The Act is applicable to 
establishment  employing 20 or more employees and 
mandates provision of  medical benefits, such as medical 
attendance, treatment,  medicines to the insured person 
having net salary less than Rs  15000.

Registration of the Factories or other establishment: in 15 
days  with the appropriate Regional office.



The ESI Act provides for the following benefits:

(i) Sickness Benefit is provided for a period up to 91 days
during medical treatment by ESI hospital. Under this
insured individual gets half of the daily average wages. In
case an individual covered by this Act is suffering from a
long term decease, the sickness benefit can be extended
upto 309 days and 63 % of the average daily wages are
paid as sickness benefits.



(ii)Medical Benefits – Free medical treatment in case of  
illness, accident and maternity.

(iii)Maternity Benefit- for confinement on account of  
delivery, miscarriage or illness arising out of pregnancy.  
The payment at the rate of half of average daily wages is  
made.

(iii) Disablement Benefit- In case of temporary disablement  
full pay is given to the individual for the period of  
disablement. In case of permanent disablement the insured  
individual is paid for life at a percentage of wages.



(iv)Dependents’ Benefits- The ESI Act provides for  
payment to be made to the dependent of the deceased  
or permanently disabled insured employee provided the  
death or disability arising out of and in the course of  
employment (2) for any occupational disease contracted  
by him.

(v)Funeral Expenses upto Rs 1000/-



-duty to pay interest on contribution due but not paid  
15% per annum for each day of the default
-duty to report accident to the nearest local office
-duty to report death if it is by employment injury

-Punishment for False statement: up to 6 months  
Imprisonment and or Rs 2000/- fine
-Punishment for failure to pay contribution: up to 6  
months imprisonment, not less than 3 months  
imprisonment if contribution has been deducted but  
not deposited. Not less than 01 month in any



Power to recover damages:
default upto 2 months 5%
default more than 2 months 10%  default from 4 
months to 6months 15%  default for 6 months & 
above25%
Case Law:
Anand Kumar v ESI corporation AIR 1957 ALL 136  
Constitutionality of Act – Article 14 & Sec 1(3) of 
the  Act.
MA Khan Pathan v& ors v ESI Corpn (1995) 2 LLJ
- workmen was killed by rioters while returning.  
Sheela v ESI Corpn (1991) 2 Lab LLJ 247 (P&H)  
workmen died at bus stop.



Employees’ State Insurance Corporation (Sec3)
A statutory body known as the ESI Corporation has
been created under the Act to administer and execute
the ESI scheme. The ESI corporation is a body corporate
having perpetual succession and a common seal.
-separate legal entity
Jhansi Co-operative oil mills v Manoharlal AIR 1975 All
492 held a decree or award made against
the corporate body ie ESI Corpn is not enforceable
against the individual members but against the assets
of the corporate body.



Constitution of the Corporation (Sec 4)
The ESI Corporation shall consist of the following  
members:
(i) a Chairman, a Vice Chairman and not more than 5  
persons to be appointed by the Central Government.  
(ii)1 persons each representing each of the state in  
which the Act is in force to be appointed by the State  
Govt.
(iii)1 person representing Union Territories to be  
appointed by the Central Govt.
(iv)10 persons representing employers to be appointed  
by the Central Govt in consultation with



Powers of the ESI Corporation
1.Employment of the Staff Sec 17
2.Promotion of the measures of the health & welfare  
Sec 19
3.Holding of the property Sec 29
4.Appointment of the Inspectors Sec 45
5.Determination of Contribution Sec 45A
6.Authentication of orders and decisions Sec 7 
Duties of the ESI corporation
7.Budget Estimates Sec 34
8.Accounts Sec 33
9.Audit Sec 34



4. Annual Report of the work and activities Sec 35
5. Valuation of the assets and Liabilities Sec 37 at
intervals  
appointed

of 5 years made  
with the approval of

by a valuer  
the Central Govt.

6. Placement before Parliament Sec 36 - the annual
report, audited accounts and budget to be placed in
Parliament and published in official gazette.



THE PAYMENT OF WAGES ACT 1936 (NO. IV OF 1936)

• An Act to regulate the payment of wages to certain classes of

[employed persons] [23rd April, 1936]

• This Act may be called the Payment of Wages Act, 1936.

• It extends to the whole of India

• The Central Government is responsible for enforcement of the Act in

railways, mines, oilfields and air transport services, while the State

Governments are responsible for it all other establishments (

factories and other establishments)—amendment 2005.



THE PAYMENT OF WAGES ACT 1936 (NO. 
IV OF 1936)

• It applies in the first instance to the payment  
of wages to persons employed in any [factory  
to persons] employed (otherwise than in a  
factory) upon any railway by a railway  
administration or either directly or through a  
sub-contractor, by a person fulfilling a  
contract with a railway administration [and to  
persons employed in an industrial or other  
establishment specified in sub-clauses (a) to

(g) of clause (ii) of section 2.].



THE PAYMENT OF WAGES ACT 1936 (NO. 

IV OF  1936)

• The State Government may extend the provisions of this Act or any
of them to the payment of wages to any class of persons employed
in [any establishment or class of establishments specified by the
Central Government or a State Government.

• "employed person" includes the legal representative of a deceased
employed person;

• "employer" includes the legal representative of a deceased
employer

• any sum to which the person employed is entitled under any scheme
framed under any law for the time being in force ; but does not
include- a) bonus (profit sharing); b) value of house rent
accommodation or supply of light, water medical attendance or
other amenities (excluded from computation of wages ; c)
employer’s contribution to pension, PF, and interest thereon;
d)Leave travel facility; e) special expenses on account of nature of
employment and f) gratuity



THE PAYMENT OF WAGES ACT 1936 (NO. 

IV OF  1936)

Every employer shall be responsible for the payment to persons employed by  
him of all wages required to be paid under this Act :

• (a) In factories, if a person has been named as the manager of the factory  
under clause(f) of sub-section(1) of section(7) of the Factories Act, 1948  
(63 of 1948) ;

• b) in industrial or other establishments, if there is a person responsible to  
the employer for the supervision and control of the industrial or other  
establishment

• the railway administration has nominated a person in this behalf for the  
local area concerned, the person so named, the person so responsible to  
the employer or the person so nominated as the case may be, shall also be  
responsible, for such payment.



THE PAYMENT OF WAGES ACT 1936 

(NO. IV OF 1936)

Wage Period:

•(1) Every person responsible for the payment of wages under section 3 shall fix  
periods (in this Act referred to a wage period) in respect of which such wages  
shall be payable.
•(2) No wage-period shall exceed one month.

Time for payment of wages
•(1) The wages of every person employed upon or in-

• (a) any railway, factory or [industrial or other establishment] upon or in
which less than one thousand persons are employed, shall be paid before the
expiry of the seventh day.
•(b) any other railway, factory or [industrial or other establishment] shall be paid
before the expiry of the tenth day,
after the last day of the wage-period in respect of which the wages are
payable :



THE PAYMENT OF WAGES ACT 1936 

(NO. IV OF 1936)

• (2) Where the employment of any person is terminated by or on behalf of the
employer, the wages earned by him shall be paid before the expiry of the second
working day from the day on which his employment is terminated;

• The State Government may provide exemptions for employers to pay wages to certain
categories eg. Daily wagers in PWD of Central or State Government,

• Payment: Payment of Wages shall be on a working day and in currency and coins
and/or both

• On obtaining employee’s mandate the employer can issue cheques or credit the bank
accounts directly or any other mode (ECS etc)

• Deductions permissible: The following are the permissible deductions from wages: a)
Any loss of wages resulting from the imposition, for good and sufficient cause, upon a
person employed, of any of the following penalties, namely :-(i) the withholding of
increment or promotion (including the shoppage of increment at an efficiency bar) ;

(ii) the reduction to a lower post or time-scale or to a lower stage in a time-scale ; b) Fines
with the sanction of the appropriate authorities

•



THE PAYMENT OF WAGES ACT 1936 

(NO. IV OF 1936)

Fines:

•Notice to the employee about the acts and omission

•Give a reasonable opportunity to the employee

•Total fines shall not exceed 3 per cent of wages pertaining to that  

wage period.

•No fine for workers below the age of 15 years

•No recovery of fines after 60 days or by instalments

•Separate register to be maintained



THE PAYMENT OF WAGES ACT 1936 

(NO. IV OF 1936)

• Deductions for absence from duties for the purpose of this section, an
employed person shall be deemed to be absent from the place where he
is required to work if, although present in such place, he refuse, in
pursuance of a stay in-strike or for any other cause which is not
reasonable in the circumstance, to carry out his work.

• Deductions of damage or loss - (1) A deduction shall not exceed the
amount of the damage or loss cause to the employer by the neglect or
default of the employed person.—Reasonable opportunity to the
employee, maintenance of a separate register are other requirements.

• Deductions for services rendered like House Rent or a concessional
rent once it is accepted by the employee

• Deduction for recovery of advances: Advance salary, Festival advance or
other types of advance payments in anticipation of salary

• A Deductions for recovery of loans



THE PAYMENT OF WAGES ACT 1936 

(NO. IV OF 1936)

• Deductions towards subscriptions to and for repayment of advances  
from any provident fund;

• Deductions towards income tax

• Deductions for payment to co-operative societies and insurance schemes  
approved by the State Government ( postal insurance)

• deductions made with the written authorisation of the employee for  
payment of any premium on his life insurance policy or purchase of  
securities.



THE PAYMENT OF WAGES ACT 1936 

(NO. IV OF 1936)

• Inspectors - (1) An Inspector of Factories appointed under sub-
section(1) of section 8 of the Factories Act, 1948 (63 of 1948) shall  
be an Inspector for the purpose of this Act in respect of all factories  
within the local limits assigned to him.

•

• (2) The State Government may appoint Inspectors for the  
purposes of this Act in respect of all persons employed upon a  
railway (otherwise than in a factory) to whom this Act applies.

•

• (3) The State Government may, by notification in the official  
Gazette, appoint such other persons as it thinks fit to be Inspectors  
for the purpose of this Act, and may define the local limits within  
which and the class of factories and industrial or other  
establishments in respect of which they shall exercise their  
functions.



THE PAYMENT OF WAGES ACT 1936 

(NO. IV OF 1936)

• Contracting out - Any contract or agreement, whether made before or
after the commencement of this Act, whereby an employed person
relinquished any right entered by this Act shall be null and void in so far as
it purports to deprive him of such right.

• Application of Act to railways, air transport services mines and oil-fields -
The powers by this Act conferred upon the State Government shall in
relation to railways, air transport services, mines and oilfields, be powers
of the Central Government.

• Display by notice of abstracts of the Act - The person responsible for the
payment of wages to person shall cause to be displayed in such factory or
industrial or other establishment a notice containing such abstracts of this
Act and of the rules made thereunder in English and in the language of the
majority of the persons employed.



THE PAYMENT OF WAGES ACT 1936 

(NO. IV OF 1936)

• Payment of undisbursed wages, in cases of death of employed person- IN
case of death of an employee or his whereabouts not known the wages
payable should be paid to a) the nominee; or b) deposited with the
prescribed authority. IN these cases, the employer is discharged from his
obligations

• State Government has regulatory powers to lay down the procedure to
be adopted by the authorities and the courts. Such regulations may
relate to a)maintenance of records, registers returns and notices and the
particulars to be entered thereon; b) Display of rates of wages for
different categories and c)regular inspection of weights and measures re:
wages



THE PAYMENT OF WAGES ACT 1936 (No. IV of 1936)

•Hence, the main object of the Act is to eliminate all  
malpractices by laying down the time and mode of payment  
of wages as well as securing that the workers are paid their  
wages at regular intervals, without any unauthorised  
deductions

•Amendment in 2005 or Payment of Wages Act enhanced the  
ceiling from 1600 to 6500 per month



THE PAYMENT OF WAGES ACT 1936 

(NO. IV OF 1936)Authorised Officers:

The appropriate Government may, by notification in the Official Gazette, appoint-
(a)any Commissioner for Workmen's Compensation; or
(b)any officer of the Central Government exercising functions as,- (i) Regional Labour
Commissioner; or (ii) Assistant Labour Commissioner with at least two years'
experience; or
(c)any officer of the State Government not below the rank of Assistant Labour
Commissioner with at least two years' experience; or
(d)a presiding officer of any Labour Court or Industrial Tribunal, constituted under the
Industrial Disputes Act, 1947 (14 of 1947) or under any corresponding law relating to
the investigation and settlement of industrial disputes in force in the State; or
(e)any other officer with experience as a Judge of a Civil Court or a Judicial Magistrate,
as the authority to hear and decide for any specified area all claims arising out of
deductions from the wages, or delay in payment of the wages, of persons employed
or paid in that area, including all matters incidental to such claims:



THE PAYMENT OF WAGES ACT 1936 

(NO. IV OF 1936)

Authorised Officers:

•Where the appropriate Government considers it necessary so to do,
it may appoint more than one authority for any specified area and
may, by general or special order, provide for the distribution or
allocation of work to be performed by them under this Act.";

•The authority shall hear the applicant and the employer or other
person responsible for the payment of wages or give them an
opportunity of being heard, and, after such further enquiry, if any, as
may be necessary, may, without prejudice to any other penalty to
which such employer or other person is liable under this Act, direct
the refund to the employed person of the amount deducted, or the
payment of the delayed wages, together with the payment of such
compensation as the authority may think fit (subject to maximum
limits prescribed by the Act from time to time.



THE PAYMENT OF WAGES ACT 1936 

(NO. IV OF 1936)

Authorised Officers:
•A claim under this Act shall be disposed of as far as practicable  within 
a period of three months from the date of registration of the  claim by 
the authority:
•Extension of time permitted if both parties to the dispute agree for  
any bona fide reason to be recorded by the authority that the said  
period of three months may be extended to such period as may be  
necessary to dispose of the application in a just manner:
•No direction for the payment of compensation shall be made in the  
case of delayed wages if the authority is satisfied that the delay was  
due to- (a) a bona fide error or bona fide dispute as to the amount  
payable to the employed person;



MINIMUM WAGES ACT

1948



WHAT IS THE MEANING OF 

MINIMUM

WAGES?

These are fixed by state governments with  
regard to industries and the employer has to  
pay at least this much of wages (generally @  

per day). These are generally revised every two
/ five years based on recommendations of a  
wage board (different for different industry)  

for this purpose



What wages will not include?

Wages will include only cash component, and  
not other facilities like house, etc.



DEFINITION OF WAGES

Section 2(h) “Wages” means all remunerations capable of being expressed in terms of money,

which would, if the terms of the contract of employment, express of  
implied, were fulfilled, be payable to a person employed in respect of his  

employment or of work done in such employment and includes house rent  
allowance but doe s not include:

1.the value of: 1. any house accommodation, supply of light, water  med 
2. any other amenity or any service excluded by general or social order
of the appropriate Government;

2.contribution by the employer to any Pension Fund or Provides Fund or  
under any scheme of social insurance3. any traveling allowance or the
value of any traveling concession 4. any sum paid to the person employed  
to defray special expenses entailed on him by the nature of his employment
5. any gratuity payable on discharge.



WAGES IN CASH ONLY....

 The act says that wages should be in cash only  
and not in kind (in any goods). Wages include  only 
cash payments – it does not include any  facilities 

provided.



HOW IS THE RATE FIXED?

The wages may be fixed on hourly basis, or on  
daily basis or on piece rate basis or on monthly  

basis. It differs from Industry to industry.
Generally the government will fix the rate for

all those industries where 1000 or more  
workers are working in the total state. A  

general minimum wages may be prescribed for  
general workers.



HOW TO ARRIVE AT MINIMUM WAGE?

Look at the cost of living index, based on this  
wages are revised. Cost of living index denotes  

changes in the price level. It is based on a  basket of 
commodities.



WHO IS EMPLOYEE?

 Section 2(i) Employee means any person who is 
employed for hire or  reward to do any work, skilled or 

unskilled, manual or clerical in a  scheduled employment 
in respect of which minimum rates of wages  have been 

fixed; and includes an outworker to whom any articles or  
materials are given out by another person to be made up, 

cleaned,  washed, altered, ornamented, finished, 
repaired, adapted or otherwise  processed for sale 

purpose of the trade or business of that other  person 
where the process is to be carried out either in the home 
of  the out-worker or in some other premises, net being 
premises under  the control and management of that 

person



What is scheduled industry ?

All the industries which are listed are called  
scheduled industries and they are covered in  

the minimum wages act.



WHO IS EMPLOYER?

Sec 2 (e) : 1. in a factory - , any person named under clause (f) of
sub-section (1) of Section 7 of the Factories Act, as manager

2. in any scheduled employment under the control of any
Government the person or authority appointed by such Government  
for the supervision and control of employees or where no person of  

authority is so appointed, the Head of the Department;

3.in any scheduled employment under any local authority - the  
Chief Executive Officer of the local authority;

4.in any other case- any person responsible to the owner of the  
supervision and control of the employees or for the payment of
wages.



METHOD OF FIXING WAGES?

1.it may ask the committee / board, based on  
the advice of the board, it may fix the wage

rate and specify in Gazettee.

2.it can ask people to give their proposal,  
which will be forwarded to the board /
committee and based on the proposals, the

wage rate will be fixed.



OTHER PROVISIONS :

Section 14 : pay overtime, if worker works  more 
than prescribed hours (as per sec. 13,  hours of work 
have to be fixed), and if the  worker willingly works 
for less time, the wages  may be reduced also (as per 

section 15). But it  is obligatory to pay at least 
minimum wages  (sec. 12).



THE PAYMENT OF 

BONUS  ACT, 1965



APPLICABILITY

The Act applies to-

(a)every factory; and

(b)every other establishment in which  

twenty or more persons are employed on 

any  day during an accounting year.



Establishments to include
departments, undertakings and branches

•Where an establishment consists of  
different departments or undertakings or 
has  branches, whether situated in the same 
place  or in different places, all such 
departments  or undertakings or branches 
shall be treated  as parts of the same 
establishment for the  purpose of 
computation of bonus.



•Provided that where for any  
accounting year a separate balance-
sheet and profit and loss account are  
prepared and maintained in respect of  
any such department or undertaking or  
branch, then, such department or  
undertaking or branch shall be treated  
as a separate establishment for the  
purpose of computation of bonus, for  
that year.



• However employees of

L.I.C., Universities and Educational  

institutions, Hospitals, Chamber of  

Commerce, R.B.I., IFCI, U.T.I. 

Social  Welfare institutions are not 

entitled to  bonus under this Act.



•The payment of Bonus Act provides  

for payment of bonus to persons  

employed in certain establishments of  

the basis of profits or on the basis of  

production or productivity and for  

matters connected therewith.



ELIGIBIITY FOR BONUS

Every employee receiving salary or wages up  to 

RS.10,000 p.m. and engaged in any kind of  work 

whether skilled, unskilled, managerial,  

supervisory etc. is entitled to bonus for every  

accounting year if he has worked for at least  30 

working days in that year.



NATIONAL WAGE POLICY



LEARNING

OBJECTIVES

 Difference Between Wage And Salary

 Concepts Of Wages

 Wage Policy

 Economic Objectives Of Wage Policy

 Social Objectives Of Wage Policy

 Wage Policy In India

 Methods Of Wage Fixation



DIFFERENCE BETWEEN WAGE 

AND SALARY

 Wage is a terminology used for daily allowances  

rendered to a worker or a labourer. This is more in  

use for blue collar type jobs.

 Salary is administered on a monthly basis to  

employees in an organization.



CONCEPTS OF

WAGES

While evolving wage policy, three concepts of wages  

namely (i) minimum wages, (ii) fair wages and (iii)  

living wages are generally considered.

These are broadly based on the needs of the  

workers, capacity of the employer to pay, and the  

general economic conditions prevailing in a country.



CONCEPTS OF

WAGES

 Minimum wage: Minimum wage providing for  
sustenance of life plus for preservation of the  
efficiency of worker (some measure of education,  
medical requirements and amenities).

 Fair wage: Equal to the rate prevailing in the same  
trade and in the neighbourhood, or equal to the  
predominant rate for similar work throughout the  
country.

 Living wage: Higher than fair wage. Provided for  
bare essentials plus frugal comforts (education for  
children, insurance etc)



WAGE

POLICY

 Wage Policy are principles acting as guidelines for  

determining a wage structure.

 Wage policy refers to all systematic efforts of the  

government in relation to national wage and salary  

system.



ECONOMIC OBJECTIVES OF 

WAGE POLICY

 Full employment and optimum allocation of all  

resources

 The highest degree of economic stability consistent  

with an optimum rate of economic progress

 Maximum income security for all sections of the  

community



SOCIAL OBJECTIVES OF WAGE

POLICY

 The elimination of exceptionally low wages

 The establishment of ‘fair’ labour standards

 The protection of wage earners from the 

effects of  rising prices

 The incentive for workers to improve their  

productive performance



WAGE POLICY IN

INDIA

The first step towards the evolution of a wage policy  

was the enactment of the Payment of Wages

Act, 1936. The main objective of the Act is to  

prohibit any delay or withholding of wages  

legitimately due to the employees.

The next step was the passing of the Industrial  

Disputes Act, 1947, authorizing all the state  

governments to set up industrial tribunals which  

would look into disputes relating to remuneration.



WAGE POLICY IN

INDIA

Another notable development that led to the evolution  

of wage policy was the enactment of the Minimum  

Wages Act, 1948.

Then came the Equal Remuneration Act, 1976, which  

prohibits discrimination in matters relating to  

remuneration on the basis of religion, region or sex.

In spite of legislations, tribunals and boards,  

disparities in wages and salaries still persist.





METHODS OF WAGE FIXATION

 Legislation

 Wage Boards

 Pay Commissions

 Job Evaluation

 Collective Bargaining

 Arbitration and Adjudication



LEGISLAT

ION

 Payment of wages Act, 1936

 Minimum Wages Act, 1948

 Equal Remuneration Act, 1976



WAGE

BOARD

 The wage board is tripartite in nature and is a  

voluntary negotiation body set up by discussions  

between the employers and the employees to  

regulate the wages.

 It consists of an equal number of 

representatives  from the employers and the 

employees with an  independent chairperson.



FUNCTIONING OF WAGE

BOARD

Wage board examines the need based minimum  

wage, job evaluation, productivity criteria, socio-

economic considerations, need for incentives and  

employer’s capacity to pay to conclude their  

recommendations for basic pay, DA increase and  

other allowances.



PAY

COMMISSION

 Pay commission are salary-fixing machinery of the

central government for the employees of the public

sectors and government employees.

 The commission has a team of economists,  

secretary/chairman of commerce and industries  

and representatives from relevant ministries under  

the chairmanship of a retired judge.



PAY

COMMISSION

 First pay commission in 1946

 Second pay commission in 1957

 Third pay commission in 1970

 Fourth pay commission in 1983

 Fifth pay commission in 1994

 Sixth pay commission in 2006



JOB

EVALUATION

 Job evaluation is the process of systematically  

determining a relative internal value of a job in an  

organization. In all cases the idea is to evaluate the  

job, not the person doing it.

 Job evaluation is the process of determining the  

worth of one job in relation to that of the other jobs  

in a company so that a fair and equitable wage and  

salary system can be established.



COLLECTIVE

BARGAINING

 It is bi-party in nature, where representatives from  

the employers and the employee/unions form a  

board to discuss wage related issues and  

agreement is signed on the concluding remarks or  

agreement.



VOLUNTARY

ARBITRATION

If the parties to the dispute , voluntarily agree to  

submit the dispute to an impartial authority, whose  

decisions they are ready to accept, then it is known  

as voluntary arbitration. The voluntary submission  

of dispute to the arbitrator is the distinguishing  

features of this method of settlement of conflict.



COMPULSORY ARBITRATION OR

ADJUDICATION

 If the parties fail to arrive at a settlement through 

all the  other methods of settlement of conflict, then 

compulsory  arbitration is used. In such a case 

either party or both the  parties can request the 

government to settle the dispute  through 

compulsory arbitration.



COMPULSORY ARBITRATION OR ADJUDICATION

This method is usually used in the following cases:

When the parties fail to arrive at a settlement by the

voluntary methods.

When there is need to continue production in the  

best interest of the nation.

When the country is passing through a grave

economic crisis.



 When there is great public dissatisfaction with the
existing industrial relations.

 When industries of strategic importance are involved, for  
example, oil and gas, petroleum, railways, post and  
telegraphs, telecommunications, etc.

 When the trade union is weak and ill organized.

 When public interest and working conditions of the  
employees are desired to be safeguarded and regulated  
by the state.



FLAWS IN INDIAN WAGE

SYSTEM

 Wages are not decided by market forces instead they are  

decided by institutions.

 Implementation of laws is not proper.

 Wages in organized sector are fix but in unorganized  

sector wages are not fixed

 Piece wage system should be introduced instead fix  

wage system so that competitive prices of products can  

be introduced.

 Organization should revise wage as per market  

conditions



SALARY LIMIT (CEILING OF BONUS)

Where the salary or wages of an employee  exceeds 
Rs.10,000 per month, the bonus  payable to such 
employee shall be calculated  as if his salary or wages 
were Rs.10,000 per  month.



Salary or Wages " means all remuneration  
(other than remuneration in respect of over-
time work, which would, be payable to an  
employee in respect of his employment or of  
work done in such employment and includes  
dearness allowance, but does not include,-

(i)any other allowance which the employee  
is for the time being entitled to;

(ii)the value of any house accommodation  
or of supply of light, water, medical  
attendance or other amenity or of any  
service or of any concessional supply of  
food grains or other articles;



(iii) any travelling concession.

(iv) any bonus (including incentive, production  

and attendance bonus).

(v) any contribution paid or payable by the  

employer to any pension fund or provident 

fund  or for the benefit of the employee.

(vi) any retrenchment compensation or any  

gratuity or other retirement benefit payable 

to the  employee or any ex gratia payment 

made to him.

any commission payable to the employee.



COMPUTATION OF NUMBER OF  

WORKING DAYS

• An employee shall be deemed to have worked in  
an establishment in any accounting year also on  
the days on which :

(a)he has been laid off under an agreement or as  
permitted by standing orders under the Industrial  
Employment (Standing Orders) Act, 1946, or  
under the Industrial Disputes Act, 1947, or under  
any other law applicable to the establishment;



(b) he has been on leave with salary or wages;

(c) he has been absent due to temporary  
disablement caused by accident arising 
out of  and in the course of his 
employment, and

(d) the employee has been on maternity leave  
with salary or wages, during the 
accounting  year.



DISQUALIFICATION FOR  

BONUS

• An employee shall be disqualified from  
receiving bonus under this Act, if he is  
dismissed from service for,-

• fraud; or

• riotous or violent behavior while on the  
premises of the establishment; or

• theft, misappropriation or sabotage of any  
property of the establishment.



AMOUNTS FROM  BONUS 

PAYABLE UNDER THE 

ACT

Where in any accounting year, an employee is  

found guilty of misconduct causing financial  

loss to the employer, then, it shall be lawful for  

the employer to deduct the amount of loss  

from the amount of bonus payable by him to  

the employee under this Act in respect of that  

accounting year only and the employee shall  

be entitled to receive the balance, if any.



MINIMUM AND MAXIMUM  BONUS 

PAYABLE

MINIMUM BONUS

•The minimum bonus which an employer is  
required to pay even if he suffers losses 
during the  accounting year or there is no 
allocable surplus is
8.33 % of the salary during the accounting 
year, or

•Rs. 100 in case of employees above 15 years 
and  Rs 60 in case of employees below 15 
years,



MAXIMUM BONUS

• If in an accounting year, the allocable surplus,  

calculated after taking into account the amount  

‘set on’ or the amount ‘set of’ exceeds the  

minimum bonus, the employer should pay  

bonus in proportion to the salary or wages  

earned by the employee in that accounting year  

subject to a maximum of 20% of such salary or  

wages.



TIME LIMIT FOR PAYMENT

The bonus should be paid in cash within 8  months 
from the close of the accounting year  or within one 
month from the date of  enforcement of the award 
or coming into  operation of a settlement following 
an  industrial dispute regarding payment of bonus.

However if there is sufficient cause extension  may 

be applied for.



CALCULATION OF BONUS

The method for calculation of annual bonus is  

as follows:

1) Calculate the Available Surplus.



AVAILABLE SURPLUS

Available Surplus = Gross Profit – ( deduct) the  

following :

• Depreciation admissible u/s 32 of the Income  

tax Act

• Development allowance



AVAILABLE SURPLUS  

(DEDUCTIONS)

• Direct taxes payable for the accounting year

(calculated as per Sec.7) – Sums specified in

the Third Schedule.

• Direct Taxes (calculated as per Sec. 7) in  

respect of gross profits for the immediately  

preceding accounting year.



CALCULATE ALLOCABLE SURPLUS

• Allocable Surplus = 60% of Available  

Surplus, 67% in case of foreign companies.

• Make adjustment for ‘Set-on’ and ‘Set-off’.  

For calculating the amount of bonus in  

respect of an accounting year, allocable  

surplus is computed after considering the  

amount of set on and set off from the  

previous years, as illustrated in Fourth  

Schedule.



SET ON

Where for any accounting year, the allocable  
surplus exceeds the amount of maximum  
bonus payable to the employees, then, the  
excess shall, subject to a limit of twenty per  
cent of the total salary or wages of the  
employees employed in the establishment in  
that accounting year, be carried forward for  
being set on in the succeeding accounting year  
and so on up to and inclusive of the fourth  
accounting year to be utilized for the purpose  
of payment of bonus.



SET OFF

Where for any accounting year, there is no  

available surplus or the allocable surplus in  

respect of that year falls short of the amount of  

minimum bonus payable to the employees, and  

there is no amount or sufficient amount carried  

forward and set on which could be utilized for the  

purpose of payment of the minimum bonus, then  

such minimum amount or the deficiency, as the  

case may be, shall be carried forward for being set  

off in the succeeding accounting year and so on  

up to and inclusive of the fourth accounting year.



SET & SET OFF

• Where in any accounting year any amount has  

been carried forward and set on or set off under  

this section, then, in calculating bonus for the  

succeeding accounting year, the amount of set on  

or set off carried forward from the earliest  

accounting year shall first be taken into account.



• The allocable surplus so computed is  

distributed amongst the employees in  

proportion to salary or wages received by  

them during the relevant accounting year.



DUTIES OF EMPLOYER

• To calculate and pay the annual bonus as  
required under the Act.

• To submit an annul return of bonus paid to  
employees during the year, in Form D, to the  
Inspector, within 30 days of the expiry of the  
time limit specified for payment of bonus.

• To co-operate with the Inspector, produce  
before him the registers/records

maintained, and such other information as may  
be required by them.



RIGHTS OF EMPLOYER

• Right to forfeit bonus of an employee, who has  
been dismissed from service for fraud, riotous or  
violent behavior, or theft, misappropriation or  
sabotage of any property of the establishment.

• Right to make permissible deductions from the  
bonus payable to an employee, such

as, festival/interim bonus paid and financial loss  
caused by misconduct of the employee.

• Right to refer any disputes relating to application  
or interpretation of any provision of the Act, to  
the Labour Court or Labour Tribunal.



RIGHTS OF EMPLOYEES

• Right to claim bonus payable under the Act and  
to make an application to the Government, for the  
recovery of bonus due and unpaid, within one  
year of its becoming due.

• Right to refer any dispute to the Labour  
Court/Tribunal.

• Employees, to whom the Payment of Bonus 
Act  does not apply, cannot raise a dispute 
regarding  bonus under the Industrial Disputes 
Act.

• Right to seek clarification and obtain information,  
on any item in the accounts of the establishment.



OFFENCES AND PENALTIES

• For contravention of the provisions of the Act or  
rules the penalty is imprisonment upto 6  
months, or fine up to Rs.1000, or both.

• For failure to comply with the directions or  
requisitions made the penalty is imprisonment  
upto 6 months, or fine up to Rs.1000, or both.



• In case of offences by companies, firms, body  

corporate or association of individuals, its  

director, partner or a principal officer responsible  

for the conduct of its business, shall be deemed to  

be guilty of that offence, unless the person  

concerned proves that the offence was committed  

without his knowledge or that he exercised all  

due diligence



UNIT-V



INDUSTRIAL 
DISPUTES  
ACT 1947



DEFINITION

“The industrial disputes may be said to be  

disagreement or controversy between  

management and labor with respect to  

wages, working conditions, other employment  
matters or union recognition.”



•Promotions of measures of securing , preserving
industrial harmony.

•Settlement of disputes between:
Employer- Workman
Employer- Employer
Workman- Workman

•Prevention of illegal- strike, Lockout.

OBJECTIVES



•Disturb the economic, social and political life of a

country

•Loss of Output

•Decline in the demand for goods and Services

•Lasting loss to the workers

•Increase in indebtedness

•Loss of health of family members

•Problem to consumers

•Loss to the management/employer

•Bad effect on labor relations

EFFECTS



Interest dispute: arising  
out of deadlocks in  

negotiation for collective  
bargaining.

Recognition disputes:  
represents class or  

category of workers.

Unfair labor practices:  
those arising out of right  

to organize, acts of  
violence ,failure to  

implement in award,  
illegal strikes and  

lockouts.

Grievance dispute: may  
pertain to discipline ,wage,  
working time, promotion,  

rights of supervisors  
etc,also sometimes called  
interpretation disputes.

TYPES OF ID’S



THE THREE METHODS FOR SETTLEMENT OF 
INDUSTRIAL  DISPUTES ARE AS 
FOLLOWS:

Conciliation

Arbitration

. Adjudication.



ADVANTAGES

Flexible, encourages parties to find  
common interests and WIN WIN  
solution.



In India, there are two types of arbitration:

VOLUNTARY
IN VOLUNTARY ARBITRATION BOTH THE 

CONFLICTING PARTIES APPOINT A  NEUTRAL 

THIRD PARTY AS ARBITRATOR.

Compulsory.
In compulsory arbitration, the government can force the 

disputing  parties to go for compulsory arbitration.



Structured process,  
Subject to review,
Finality and enforceability.

ADVANTAGES



GRIEVANCE

HANDLING



INTRODUCTION







Human nature is such that wherever he works, he has  

grievance about something or the other.

They may be real or imaginary, valid or invalid,  

genuine or false.

The grievance produce unhappiness, frustration,  

discontent, indifference and poor morale and  

ultimately it has an adverse effect on the efficiency and  

productivity of an employee



DEFINITION OF GRIEVANCE







Prof. Pigors and Meyers define grievance as  
dissatisfaction. According to them, dissatisfaction of an  
employee is anything that disturbs the employee,  
whether expressed or not

Dale Yoder defines it as "a written complaint filed by  
an employee and claiming unfair treatment".

The National Commission of Labour states that  
complaints affecting one or more individual workers in  
respect of their wage payments, overtime, leave,  
transfer, promotion, seniority, work assignment, and  
discharges would constitute grievance



WHY DO GRIEVANCES ARISE?

 A grievance is always a symbol of some malfunctioning or  
maladjustment.

 The causes of employee grievances could be grouped as follows:

1.Promotions

3. Continuity of Services

5. Compensation

7. Disciplinary action

9. Acting Promotion

11. Recovery of dues

12. Safety appliance

15. Victimization

2. Amenities

4. Fines

6. Increments

8. Wages

10. Transfer

13. Superannuation

14. Super session

16. Conditions of work.



DIRECTIONS HELP IN HANDLING A

GRIEVANCE

1. Receive and define the nature of 

the  dissatisfaction

2. Get the facts

3. Analyze and divide

4. Apply the answer

5. Follow up



ERRORS IN PROCESSING OF

GRIEVANCE

1. Stopping too soon in the search of facts

2. Expressing a management opinion prior to the time when all  

pertinent facts have been discovered

3. Failing to maintain proper records

4. Resorting to executive fiat or orders instead of discussion  

and conference to change minds

5. Setting the wrong grievance a mistake which may in 
turn  produce a second new grievance. Follow up is the 
step in the  procedure that tells us when a mistake in 
handling has been  made.



PRINCIPLES OF GRIEVANCE HANDLING

 Principles suggested by the Indian Institute of Personnel Management for  
addressing the grievance are as follows:

a) A grievance should be dealt within the limits of the first line supervisor.

b) The appellate authority should be made clear to the employee so that if he
cannot get satisfaction from his immediate supervisor, he should know the
next step.

c) The grievance should be dealt with speedily.

d) In establishing a grievance procedure, if the grievance is against an  
instruction given by a superior in the interest of order and discipline, the  
instructions must be carried out first and then only employee can register his  
protest



GRIEVANCE MACHINERY











 Usually thought of in connection with a company 
that  deals with a labour union.

 Whether unionized or not, should have established 

and  known methods of processing grievances.

 Representatives from each department/shift can  
constitute a new machinery.

 Agreed list of names from Union as per any existing  
agreement.

 A satisfactorily running Works Committee member  
shall act as the departmental representative



GRIEVANCE HANDLING PROCEDURE

Grievance procedure vary  

from industry to industry

and

from trade union to trade union  

because of the

variations in the size of 
organizations,

trade union strength,

the management 
philosophy,

the company traditions,  

industrial practices

and

in the cost factor.



GRIEVANCE HANDLING  

PROCEDURE

 Initial step

 Intermediate step

 Final Company union step



ARBITRATION

AGGRIEVED  
EMPLOYEE

TOP UNION  
LEADERSHIP

COMPANY UNION  
GRIEVANCE  
COMMITTEE

TOP MANAGEMENT

MIDDLE  
MANAGEMENT

UNION  
REPRESENTATIVE

SUPERVISOR



IMPORTANT ASPECT OF  THE GRIEVANCE 

MACHINERY


 The reassurance given to an individual employee by  the 

mere fact that there is a mechanism available to  him 
which will consider his grievance in a  dispassionate and 
detailed manner, and that his point  of view will be heard 
and given due consideration.

 An employee's conception of his problems may be  
quite biased. Venting his grievance and being heard  
gives him a feeling of being cared for.

 He gets it "off his chest", so to say, and it does a lot  
of good for his morale as revealed by the famous  
Hawthorne Studies.



CONCEPTOF ARBITRATION







 The union can temporarily or  permanently drop 

the issue.

 The union can call a strike if the  contract 

permits.

 The case may be submitted to an  impartial 

arbitrator.



ARBITRATOR









Arbitration is usually handled by either a single  
individual or a panel of three, consisting of a  
representative of labour, one of management, and an  
impartial third person.

An arbitrator is an outside third party who is brought
in to settle a dispute, and he or she has the authority
to make a decision.

The arbitrator may be hired for a particular case or  
may be appointed as a permanent official for the  
industry or the company and the union.

Generally, the person may be acceptable to both  
union and management.



STANDING  

ORDERS 

2
1



 There was no uniformity in the conditions of service of workers

until this Act was brought.

 The absence of standing order, clearly defining the rights and

obligations of the employer

 The demand for statutory service conditions was first raised by

Bombay Cotton Textile workers in 1927-28.

 The Bombay Industrial Disputes Act of 1938 provided, for the first

time, for statutory standing orders.

 The Labour Investigation Committee 1944-46 observed: “An

industrial worker has the right to know the terms & conditions

under which he is expected to follow”.

2
1



OBJECTIVES

2
1

 To require employers to define the  

conditions of work

 To bring about uniformity in terms

and  conditions of employment

 To minimize industrial conflicts

 To foster harmonious relations between  

employers and employees.

 To provide statutory sanctity and  

importance to standing orders



SCOPE AND APPLICATION

2
1

The Act extends to the whole of India

 It apply to every establishment wherein

100 or more workmen are employed or

employed on any day preceding twelve

months.



 The appropriate Govt. can exempt any

establishment from any of the provisions of the

Act

 It applies to railways, factories, mines, quarries, oil-

fields, tramways, motor services, docks, plantations,

workshops, civil construction and maintenance

works.

 The Act has 15 sections and a schedule.

2
1



 The Act is applicable to all workmen employed in

any industrial establishment to do any skilled or

unskilled, manual, supervisory, technical, clerical

work.

 Even the apprentices are also included.

 Butthe persons employed mainly in a  

managerial/administrative/supervisory  capacity

drawing wages exceeding  

Rs.1600 are not covered

2
1



STANDING ORDERS

2
2

















Classification of the workmen : temporary, casual, apprentices

Manner of intimating to workmen periods and hours of work,  holidays, pay-days 

and wage rates

Shift working

Attendance and late coming

Conditions of, procedure in applying for, and the authority which  may grant 
leave and holidays

Requirements to enter premises by certain gates and liability to  search

Closing and reopening of sections of the establishments, or  temporary 

stoppages

Suspension or dismissal for misconduct and acts and omissions  which 

constitute misconduct



SUBMISSION OF DRAFT S

2
2

 It is obligatory on the part of an employer or a group of employers

to furnish 5 copies of the draft standing orders to the certifying

officer within 6 months of the application of the Act the employer

shall submit the draft standing orders

 The draft shall be accompanied by a statement giving prescribed

particulars of the workmen employed in the industrial

establishment, including the name of the trade unions, if any, to

which they belong



PROCEDURE FOR 

CERTIFICATION OF  

STANDING ORDERS

2
2

 On receipt of the draft standing order, the certifying officer shall

forward a copy to sent to trade union of the workmen functioning

in the establishment

 If no such union exists, to three representatives of workmen in the

establishment elected at a meeting called for the purpose

 A notice in the prescribed form will be given inviting objections, if

any, to the draft standing orders within fifteen days of receipt

of these orders.



 After giving to the parties an opportunity of being heard, the

certifying officer shall decide whether or not any modification of

the draft is necessary, and make an order in writing accordingly.

 In doing so, the certifying officer can adjudicate upon the fairness

and reasonableness of the provisions in the drafts.

 The certifying officer shall thereupon certify the standing orders

with or without modifications and forward the authenticated copies

thereof to the employer and to the trade union or other prescribed

representatives of the workmen within seven days from the date of

his orders

2
2
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APPEAL

2
2
4











An aggrieved party may appeal to the appellate authority within thirty days from the date on

which the copies of the standing orders were sent to it by the certifying officer. The order of

the authority shall be final.

Section 6(1) empowers the appellate authority to do only two things: i.Confirm the standing

orders in the form certified by the certifying officer

ii.Confirm the standing orders after amending them by making the necessary modifications

or additions.

The certified standing orders become enforceable on the expiry of 30 days from the date on

which the authenticated copies of the same are sent to the parties by the certifying officer. If

an appeal has been filed, it shall come into operation on the expiry of 7 days from the date

on which copies of the order of the appellate authority are sent to the parties



MODIFICATION OF STANDING ORDERS

2
2
5



The standing orders finally certified under this Act shall not be liable to

modification until the expiry of six months from the date on which the standing

orders or the last modifications thereof came into operation.

Subject to the provisions of section10(1), an employer or

workman may apply to the certifying officer to have the standing orders

modified. Such an application shall be accompanied by five copies of the

modifications proposed to be made by agreement between the employer and

the workmen, a certified copy of that agreement shall be filled along with the

application



POWERS OF CERTIFYING OFFICER

2
2
6

 Every certifying officer and appellate authority shall  have all 

the powers of a civil court for the purpose of:

 i.Receiving evidence  ii.Administering oaths
iii.Enforcing the attendance of witnesses and

iv.Compelling the discovery and production of  documents

 Every certifying officer and appellate authority is  deemed to 

be a civil court within the meaning of  section 345 of the 

Code of Criminal Procedure, 1973  (Section 11)



ACTS OF MISCONDUCT



•

•

•







The following acts or omissions on the part of a workman shall  

amount to misconduct;

Going on an illegal strike

Wilfully slowing down in performance of work

Theft, fraud or dishonesty in connection with the employer’s  

business or property or the theft of property of another workman  

within the premises of the establishment

Taking or giving bribes

Habitual absence without leave or absence without leave for more

than ten consecutive days

Collection without the permission of the manager of any money

within the premises of the establishment except as sanctioned by

any law for the law for the time being in force



OFFENCES AND PENALTY

2
2
8

 Any employer fails to submit draft standing orders

or modifies it, shall be punishable with fine which

may extend to Rs. 5000.

 In case of continuance of the above offence, fine

up to Rs.200 per every day.



OBLIGATIONS OF EMPLOYERS

2
2
9

 Submit draft standing orders with the required

information to the certifying officer for certification

within the time limit mentioned in the Act.

 Act in conformity with the certified standing orders in

the day to day dealings with the workmen

 Modify certified standing orders only with the approval

of the certifying officer



OBLIGATIONS OF WORKMEN

 Work in conformity with the certified standing orders or

model standing orders as the case may be.

 Comply with the provisions of the Act in regard to

modification and interpretation of standing orders.



DEFINITION OF INDUSTRIAL DISPUTES

According to Section 2(k) of the industrial 

disputes Act,1947, “Any disputes or differences 

between employers and employees, or between 

employers and workmen,or between workmen and 

workmen,which is connected with the employment 

or non-employment or the terms of employment or 

with the conditions of labour,of any person”.

http://www.scoopskiller.com/management-materials/business-law/information-technology-act/


NATURE OF INDUSTRIAL DISPUTE

 There must be difference of opinion or a dispute:

Between employers (such as wage-welfare where labour 

is scarce).between employers and workmen( such as 

demarcation disputes) between workmen and workmen.

 The subject matter is connected with the employment 

or non-employment or the terms of employment or 

with the conditions of labour of any person,or it must 

pertain to any industrial matter.

 The relationship between the employer and the 

workman must be in existence and should be the 

result of a contract and the workman actually 

employed.



SCOPE OF INDUSTRIAL DISPUTE

 Industrial disputes are considered to overcome 

the disagreement made between employer and 

employee in industrial relation.

 It Acts as an connectivity between firm and the 

protesters for inappropriate consequences.

 Industrial dispute performs the high degree of 

trust to be made in order to make propensity for 

communication made for conflict.

 To handle the desired situation through lockout, 

strikes, picketing, bans etc,. which are highly 

applicable to maintain the situation.



CAUSES/CONSEQUENCES OF INDUSTRIAL DISPUTES

 Industrial Factors

 Management attitude towards employees

 Government machinery

 Political interference

 Economic cause



PREVENTION AND SETTLEMENT OF INDUSTRIAL DISPUTES





























Machinery for prevention and settlement of disputes

Voluntary Methods

Collective Bargaining

Trade Unions

Joint consultations 

Standing Orders 

Grievance Procedure

Code of Discipline

Government Machinery

Labour Administration

Machinery

State Level 

Central Level

Statutory Measures

Works Committees

Conciliation

(A) C.Officer

(B) C. Board

Arbitration

Adjudication

(a) Labour Courts

(b) Industrial Tribunals

(c) National Tribunals
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EMPLOYEE PARTICIPATION

Participative management is a tool that is used to 

motivate the employees. When subordinates are 

involved in decision-making at all levels it is known 

as participation. According to New-storm and 

Davis, ‘participation is the mental and emotional 

involvement of people in group situations that 

encourages them to contribute to group goals and 

share responsibility for them



FEATURES:

 Participation involves mental as well as emotional 

involvement of the employees.

 It instills teamwork among the employees.

 It is a motivational technique.

 An employee can identify his own strengths as well 

as weaknesses.

 It is an all-pervasive function.

 Employees become better through contribution in 

the decision-making process.

 The participation of workers can be applied under 

various methods, such as participation at board 

level, through work committees and quality circles.



QUALITY OF WORK LIFE



QUALITY OF WORK LIFE (QWL)

• Quality of relationship between employees & total  
working environment

• a process by which an organization responds  to 
employee needs

• Varying from industry to industry



OBJECTIVES

1. To create a positive attitude

 2. To increase productivity

3. To improve standard of living of the people



MAJOR ISSUES IN

QWL

1. Pay and stability of employees

•Employees will demand more in the form of social  
security and welfare benefits

•Not given proper payments will affect the QWL

2. Job security

•Should not have fear of losing their job

•Systems with healthy working conditions &  optimum 
financial security



3.OCCUPATIONAL

STRESS

• Due to working conditions,  working schedule , 

hypertension,  irritability etc..

• Adversely effect employ productivity

4. Adequacy of resources

• Match between resource availability & company  
objectives

• Lead to employee dissatisfaction



OF

QW

L

1. Self managed work team
•Autonomous work group or  integrated work teams

•Plan , co-ordinate & control activities with the help  
of team leader

•employee participation

•Improve QWL



2. PARTICIPATIVE

MANAGEMENT

• Allowed to participate in management participative  
schemes – quality circle

• Develop a positive attitude

• Improve QWL

3. Worker- supervisor relationship
Social association , belongingness,  achieve of work 

results etc…



4. PROMOTION

• Opportunity to move in to jobs with

high job satisfaction and prestige

• Orderly, logical and prompt source of recruitment for the  
management to fill vacancies

5. Recognition

Human being rather than employee

rewarding system, job enrichment,  offering

membership etc…



6.ORGANIZATIONAL HEALTH

PROGRAM

• Educating employee about health problems

• Results in reduction of absenteeism, 

hospitalization  etc..

7. Alternative work schedule
• Work at home, flexible working hours, part time  

employment etc…



ROLE OF HR DEPARTMENT

• role varies widely

• In some organizations executives will be appointed &  
they will depend on HR department for getting help

• In others HR department itself is responsible



MANAGING INDUSTRIAL RELATIONS

There are phenomenal changes in industrial relations 

field in India why globally also the same thing. 

To improve the working conditions in industries and 

also to safeguard the interest of the workers and to put 

a check on amassment of wealth by industrialists, in 

early fifties Nationalisation of industries galore started. 

This has resulted in public sector undertakings, with 

improved industrial relations



To have workers whole hearted co-operation in our 

modernization endeavors

2. More transparancy is required every where and this 

helps in better collective bargaining

3. This will not only facilitate enhancement in production 

but also improve productivity 

4. The net outcome of increasing efficiency and profit will 

go to industrialists as well as to workers.


