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e Issues and Challenges in Sustaining Cordial Industrial Relations (IR),

* Changed Role and Responsibilities of the Management,

* Union and Employees in the Stable IR.
* Trade Union Act- 1926, relevance and scope for Improvement



Industrial Relations Perspectives

* Industrial relations is used to denote the collective relationships
between management and the workers.

* Industrial progress is impossible without cooperation of labors and
harmonious relationships.

* Therefore, it is in the interest of all to create and maintain good
relations between employees (labor) and employers (management).
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* Traditionally, the term industrial relations is used to cover such
aspects of industrial life as
e trade unionism,
* collective bargaining,
workers’ participation in management,
discipline and grievance handling,
industrial disputes and interpretation of labor laws and rules and
code of conduct.



Definition

* In the words of Lester, "Industrial relations involve attempts at
arriving at solutions between the conflicting objectives and values;
between the profit motive and social gain; between discipline and
freedom, between authority and industrial democracy; between
bargaining and co-operation; and between conflicting interests of the
individual, the group and the community.



Definition

* The National Commission on Labor (NCL) also emphasize on the
same concept. According to NCL, industrial relations affect not merely
the interests of the two participants- labor and management, but also
the economic and social goals to which the State addresses itself. To
regulate these relations in socially desirable channels is a function,
which the State is in the best position to perform.



Characters

* Industrial relations aims to study the role of
* workers unions and employers’ federations officials,
* shop stewards,
* industrial relations officers/ manager, mediator/conciliators / arbitrator,
* judges of labor court, tribunal etc.



Industrial relations Institution

* Itincludes
e government,
* employers,
e trade unions,
e union federations or associations,
* government bodies,
* [abor courts,
* tribunals and

* other organizations which have direct or indirect impact on the industrial
relations systemes.



Methods

 Methods focus on
* collective bargaining,
» workers’ participation in the industrial relations schemes,
* discipline procedure,
e grievance redressal machinery,
 dispute settlements machinery
» working of closed shops,
* union reorganization,

e organizations of protests through methods like revisions of existing rules,
regulations, policies, procedures, hearing of labor courts, tribunals etc.



Contents of IR

* [t includes matter pertaining to employment conditions like
* pay,
* hours of works,
* leave with wages,
* health, and safety
e disciplinary actions,
* lay-off, dismissals retirements etc.,
* laws relating to such activities,
* regulations governing labor welfare,
* social security,

* industrial relations issues concerning with workers’ participation in management,
collective bargaining, etc.



Concept of Industrial Relations:

* The term ‘Industrial Relations’ comprises of two terms: ‘Industry’ and

‘Relations’. “Industry” refers to “any productive activity in which an
individual (or a group of individuals) is (are) engaged”.

* By “relations” we mean “the relationships that exist within the
industry between the employer and his workmen.”

* The term industrial relations explains the relationship between
employees and management which stem directly or indirectly from
union-employer relationship.



From this perspective, industrial relations covers all
aspects of the employment relationship, including
human resource management, employee relations, and
union-management (or labor) relations.

Now its meaning has become more specific and
restricted.

Accordingly, industrial relations pertains to the study and
practice of collective bargaining, trade unionism, and
labor-management relations, while human resource
management is a separate, largely distinct field that
deals with nonunion employment relationships and the
personnel practices and policies of employers.



Objectives of Industrial Relations

To bring better understanding and cooperation between employers and
workers.

* To establish a proper channel of communication between workers and
management.

* To ensure constructive contribution of trade unions.
* To avoid industrial conflicts and to maintain harmonious relations.
* To safeguard the interest of workers and the management.

* To work in the direction of establishing and maintaining industrial
democracy.

* To ensure workers’ participation in decision-making.
* To increase the morale and discipline of workers.
* To ensure better working conditions, living conditions and reasonable wages.

* To develop employees to adapt themselves for technological, social and
economic changes.

* To make positive contributions for the economic development of the country.



Importance of Industrial relations

* Uninterrupted production

e Reduction in Industrial Disputes
* High morale

* Mental revolution

* Reduced wastage

* Thus, it is evident that good industrial relations is the
basis of higher production with minimum cost and higher
profits. It also results in increased efficiency of workers.

* New and new projects may be introduced for the welfare
of tf|1<e workers and to promote the morale of the people at
work.

* If the objectives of rapid national development and
increased social justice are to be achieved, there must be
harmonious relationship between management and labor.



Issues and Challenges in
Sustaining Cordial Industrial
Relations

Changed Role and Responsibilities of the Management



Issues in Sustaining Cordial IR

e - Lack of mutual trust

* - Ineffective grievance redressal

* - Poor communication

* - Resistance to change

* - Political influence in trade unions



Contemporary Challenges

* - Gig economy and informal workforce
- Contractual employment

* - Globalization and outsourcing

e - Digital transformation and automation
- Hybrid/remote work disputes



Changed Role of Management

* - Shift from authoritative to participative leadership
* - Emphasis on employee engagement
* - Role of HR as a strategic partner

* - Conflict prevention and proactive IR practices



Management Responsibilities in Modern IR

* - Ensuring transparency

* - Policy communication

* - Promoting inclusivity and diversity

* - Building long-term trust

* - Training managers on conflict resolution



Strategies to Sustain Cordial IR

* - Collective bargaining and negotiations
* - Regular dialogue forums

» - Welfare and safety measures

* - Employee voice mechanisms

* - Digital tools for IR monitoring



Strategies to Sustain Cordial IR

* - Collective bargaining and negotiations
* - Regular dialogue forums

» - Welfare and safety measures

* - Employee voice mechanisms

* - Digital tools for IR monitoring



Industrial Relations and the Emerging Socio-economic Scenario

* The industrial relations includes all aspects of relationships
such as bringing cordial and healthy labour management
relations, creating industrial peace and developing
industrial democracy.

* The cordial and healthy labour management relations
could be brought in-
* by safeguarding the interest of the workers;
by fixing reasonable wages;
by providing good working conditions;
by providing other social security measures;
by maintaining healthy trade unions;
by collective bargaining.



Industrial Relations and the Emerging Socio-economic Scenario

* The industrial peace could be attained —

* by setting industrial disputes through mutual understanding
and agreement;

by evolving various legal measure and setting up various
machineries such as Works Committee, Boards of
Conciliation, Labour Courts etc.

The industrial democracy could be achieved —
by allowing workers to take part in management; and
by recognition of human rights.



Industrial Relations and the State

* In recent years the State has played an important role in
regulating industrial relations but the extent of its involvement in
the process is determined by the level of social and economic
development while the mode of intervention gets patterned in
conformity with the political system obtaining in the country and
the social and cultural traditions of its people.

* The degree of State intervention is also determined by the staie
of economic develop. For example, in a developing economy like
ours, work-stopﬁages to settle claims have more serious
consequences than in a developed economy and similarly, a free
market economy may leave the parties free to settle their
relations through strikes and lockouts but in other systems
varying degrees of State participation is required for building up
sound industrial relations.

* In India, the role played by the State is an important feature in
the field of industrial relations and State intervention in this area
has assumed a more direct form. The State has enacted
procedural as well as substantive laws to regulate industrial
relations in the country.



Legal Framework of Industrial Relations

» Legislation pertaining to industrial
relations

> Legis
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ation pertaining to wages
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ation pertaining to Women &

Children
» Legislation pertaining to social security



Legislation pertaining to industrial relations

 The Trade Union Act, 1926 and the Trade Union
Amendment Act 2011.

* The Industrial Employment (Standing Orders) Acts,
1946

* The Industrial disputes Act 1947
* Legislation pertaining to wages

* The payment of Wages Act 1936 and the Payment o f
Wages (Amendment) Act 2005

* The Minimum Wages Act 1948
* The Payment of Bonus Act, 1965
* The Equal Remuneration Act 1976




Legislation pertaining to work conditions

* The Factories Act, 1948

* The Contract Labour (Regulations & Abolition) Act 1970
* The Shops and Establishment Act

* The Dock Workers (Regulation of Employment) Act, 1948
* The Plantation Labour Act, 1951

* The Mines Act, 1952

* The Merchant Shipping Act,1958

e The Building & Other Construction (Regulation of Employment &
Conditions of Service) Act, 1996




* Legislation pertaining to Women & Children

* The Maternity Benefit Act, 1961

* The child Labour (Prohibition & Regulation Act, 1986
* Legislation pertaining to social security

* The Workmen’s Compensation Act, 1923 and The
Workmen’s Compensation (Amendment) Act 2000

* The Employees’ State Insurance Act, 1948

* The employees’ Provident Fund & Miscellaneous
Provisions Act, 1952 and The Employees’ Provident
Fund & Miscellaneous Provisions (Amendment) Act,
1996

* The Payment of Gratuity Act, 1972
* The Unorganised Workers’ Social Security Act, 2008



Impact of ILO

* The International Labour Organisatoin (ILO) was set up
in 1919 by the Versailles Peace Conference as an
autonomous body associated with the League of
Nations.

* The ILO was the only international organization that
survived the Second World War even after the
dissolution of its parent body.

* It became the first specialized agency of the United
Nations in 1946 in accordance with an agreement
entered into between the two organizations.

* India has been a member of the ILO since its inception.
A unique feature of the ILO, as distinct from other
international institutions, is its tripartite character.



Impact of ILO

 The three main functions of the ILO are;
e to establish international labour standards;

e to collect and disseminate information on labour and
industrial conditions; and

* to provide technical assistance for carrying out
programmes of social and economic development.



Impact of ILO

* The ILO consists of three principal organs, namely, the International
Labour Conference, the Governing Body and the International Labour
Office.

* The work of the Conference and the Governing Body is supplemented
by that of Regional Conferences, Regional Advisory Committees,
Industrial Committees, etc.

* The meeting of the General Conference, held normally every year, are
attended by four delegates from each member State, of whom two
are government delegates and one each representing respectively the
employers and the work people of the State.



Impact of ILO

* In order to achieve its objective, the ILO has relied on its standard-
setting function.

* The international labour standards take the form of Conventions and
Recommendations.

* A Convention is a treaty which, when ratified, creates binding
international obligations on the country concerned.

* On the other hand, a Recommendation creates no such obligations
but is essentially a guide to national actions.



Impact of ILO

* The ILO adopted a series of Conventions and Recommendations
covering hours of work, employment of women, children and your
persons, weekly rest, holidays leave with wages, night work, industrial
safety, health, hygiene, labour inspection, social security, labour-

management, relations, freedom of association, wages and wage
fixation, productivity, employment, etc.



* Trade Union Act- 1926, relevance and scope for Improvement



Objectives Of Trade Unions

» Trade unions are formed to protect and promote the interests of their members.

» Their primary function is to protect the interests of workers against
discrimination and unfair labor practices.

Trade unions are formed to achieve the following objectives:

Representation

Trade unions represent individual workers when they have a problem at work. If
an employee feels he is being unfairly treated, he can ask the union
representative to help sort out the difficulty with the manager or employer.
Unions also offer their members legal representation. Normally this is to help
people get financial compensation for work-related injuries or to assist people
who have to take their employer to court.



Continued.....

Negotiation

Negotiation is where union representatives, discuss with management, the
issues which affect people working in an organization. There may be a difference
of opinion between management and union members. Trade unions negotiate
with the employers to find out a solution to these differences. Pay, working
hours, holidays and changes to working practices are the sorts of issues that are
negotiated. In many workplaces there is a formal agreement between the union
and the company which states that the union has the right to negotiate with the
employer. In these organizations, unions are said to be recognized for collective
bargaining purposes.

Voice in decisions affecting workers

The economic security of employees is determined not only by the level of
wages and duration of their employment, but also by the management’s
personal policies which include selection of employees for lay offs,
retrenchment, promotion and transfer. These policies directly affect workers.
The evaluation criteria for such decisions may not be fair. So, the intervention of
unions in such decision making is a way through which workers can have their
say in the decision making to safeguard their interests.



Continued.....

Member services

During the last few years, trade unions have increased the range of services they offer their
members. These include:

Education and training - Most unions run training courses for their members on
employment rights, health and safety and other issues. Some unions also help members who
have left school with little education by offering courses on basic skills and courses leading to
professional qualifications.

Legal assistance - As well as offering legal advice on employment issues, some unions give
help with personal matters, like housing, wills and debt.

Financial discounts - People can get discounts on mortgages, insurance and loans from
unions.

Welfare benefits - One of the earliest functions of trade unions was to look after members
who hit hard times. Some of the older unions offer financial help to their members when
they are sick or unemployed.



Functions Of Trade Unions

* Trade unions perform a number of functions in order to achieve the
objectives. These functions can be broadly classified into three
categories:

(i) Militant functions,
(ii) Fraternal functions



Militant Functions

= One set of activities performed by trade unions leads to the
betterment of the position of their members in relation to their
employment.

= The aim of such activities is to ensure adequate wages, secure better
conditions of work and employment, get better treatment from
employers, etc.

= When the unions fail to accomplish these aims by the method of
collective bargaining and negotiations, they adopt an approach and
put up a fight with the management in the form of go-slow tactics,
strike, boycott, gherao, etc.

= Hence, these functions of the trade unions are known as militant or
fighting functions.

" Thus, the militant functions of trade unions can be summed up as:
* To achieve higher wages and better working conditions

* To raise the status of workers as a part of industry
* To protect labors against victimization and injustice



Fraternal Functions

Another set of activities performed by trade unions aims at rendering help to its
members in times of need, and improving their efficiency.

Trade unions try to foster a spirit of cooperation and promote friendly industrial
relations and diffuse education and culture among their members.

The¥ take up welfare measures for improving the morale of workers and generate self
confidence among them.

They also arrange for legal assistance to its members, if necessary.

Besides, these, they undertake many welfare measures for their members, e.g., school
for the education of children, library, reading-rooms, in-door and out-door games,
and other recreational facilities.

Some trade unions even undertake publication of some magazine or journal.

These activities, which may be called fraternal functions, depend on the availability of
funds, which the unions raise by subscription from members and donations from
outsiders, and also on their competent and enlightened leadership.

Thus, the fraternal functions of trade unions can be summed up as:

- --To take up welfare measures for improving the morale of workers
* To generate self confidence among workers

* To encourage sincerity and discipline among workers

* To provide opportunities for promotion and growth

* To protect women workers against discrimination



Importance Of Trade Unions

* The existence of a strong and recognized trade union is a pre-requisite to
industrial peace.

* Decisions taken through the process of collective bargaining and negotiations
between employer and unions are more influential.

* Trade unions play an important role and are helpful in effective
communication between the workers and the management.

* They provide the advice and support to ensure that the differences of opinion
do not turn into major conflicts.

* The central function of a trade union is to represent people at work. But they
also have a wider role in protecting their interests.

* They also play an important educational role, organizing courses for their
members on a wide range of matters.

* Seeking a healthy and safe working environment is also prominent feature of
union activity.




* Trade unions help in accelerated pace of economic development in many ways
as follows by helping in the recruitment and selection of workers.

* by inculcating discipline among the workforce

* by enabling settlement of industrial disputes in a rational manner by
helping social adjustments.

* Workers have to adjust themselves to the new working conditions, the
new rules and policies.

* Workers coming from different backgrounds may become disorganized,
unsatisfied and frustrated. Unions help them in such adjustment.

* Trade unions are a part of society and as such, have to take into
consideration the national integration as well.

* Some important social responsibilities of trade unions includes:

* promoting and maintaining national integration by reducing the number
of industrial disputes

* incorporating a sense of corporate social responsibility in workers
* achieving industrial peace



Reasons For Joining Trade Unions

1. Greater Bargaining Power
2. Minimize Discrimination

3. Sense of Security

4. Sense of Participation

5. Sense of Belongingness

6. Platform for self expression
7. Betterment of relationships



Trade Unionism In India
The f| rst phase (1850 t01900)

The trade unionism in India developed quite slowly as compared to the western
nations. Indian trade union movement can be divided into three phases.

* During this phase the inception of trade unions took place. During this period, the
working and living conditions of the labor were poor and their working hours were
long.

» Capitalists were only interested in their productivity and profitability. In addition, the
wages were also low and general economic conditions were poor in industries.

* In order to regulate the working hours and other service conditions of the Indian
textile laborers, the Indian Factories Act was enacted in 1881. As a result,
employment of child labor was prohibited.

* The growth of trade union movement was slow in this phase and later on the Indian
Factory Act of 1881 was amended in 1891.

* Many strikes took place in the two decades following 1880 in all industrial cities.
These strikes taught workers to understand the power of united action even though
there was no union in real terms.

* Small associations like Bombay Mill-Hands Association came up by this time.



The second phase (1900 to 1946)

* This phase was characterized by the development of organized trade unions
and political movements of the working class.

* Between 1918 and 1923, many unions came into existence in the country. At
Ahmedabad, under the guidance of Mahatma Gandhi, occupational unions
like spinners’ unions and weavers’ unions were formed.

* A strike was launched by these unions under the leadership of Mahatma
Gandhi who turned it into a satyagrah. These unions federated into industrial
union known as Textile Labor Association in 1920.

* In 1920, the First National Trade union organization (The All India Trade
Union Congress (AITUC)) was established. Many of the leaders of this
organization were leaders of the national Movement.

* In 1926, Trade union law came up with the efforts of Mr. N N Joshi that
became operative from 1927.

e During 1928, All India Trade Union Federation (AITUF) was formed.



Third phase began (in 1947)

* The third phase began with the emergence of independent India (in 1947). The
partition of country affected the trade union movement particularly Bengal and
Punjab. By 1949, four central trade union organizations were functioning in the
country:

The All India Trade Union Congress,

The Indian National Trade Union Congress,
The Hindu Mazdoor Sangh, and
The United Trade Union Congress

* The working class movement was also politicized along the lines of political
parties. For instance Indian national trade Union Congress (INTUC) is the trade
union arm of the Congress Party.

* The AITUC is the trade union arm of the Communist Party of India. Besides
workers, white-collar employees,.su?]erwsorg and managers are also organized by
thg trade unions, as for example in the Banking, Insurance and Petroleum
industries.



Trade unions in India

The Indian workforce consists of 430 million workers, growing
2% annually. The Indian labor markets consist of three sectors:
The rural workers, who constitute about 60 per cent of the
workforce.

Organized sector, which employs 8 per cent of workforce, and

The urban informal sector (which includes the growing
software industrK and other services, not included in the
formal sector) which constitutes the rest 32 per cent of the
workforce.



At preéent there are twelve Central Trade Union Organizations
in India:

All India Trade Union Congress (AITUC)
Bharatiya Mazdoor Sangh (BMS)

Centre of Indian Trade Unions (CITU)

Hind Mazdoor Kisan Panchayat (HMKP)

Hind Mazdoor Sabha (HMS)

Indian Federation of Free Trade Unions (IFFTU)
Indian National Trade Union Congress (INTUC)
National Front of Indian Trade Unions (NFITU)
National Labor Organization (NLO)

Trade Unions Co-ordination Centre (TUCC)
United Trade Union Congress (UTUC) and
United Trade Union Congress - Lenin Sarani (UTUC - LS)



Trade Unions in the Era of Globalization/
Privatization

* The announcement of new economic policy of the government of
India in 1991, labour institutions and trade unions are facing a
challenging task ahead.

* The power of trade unions are facing a challenging task in the
industrial units is declining.

* Trade union movements are confronting multiple challenges, and the
union memberships are eroding due to structural changes in the
economy and society.

* Unfavorable political and institutional conditions are making
organization of trade union work more difficult.



* |In the changed environment union leaders were willing to
neFotiate the adaptation of labour market and social
policies to the current domestic and international
challenges.

* The deregulation of the labour markets and flexibility in
production are major challenges to industrial challenges.

* Union's role in bargaining and social policy realms are
changing.

 The employers are not treated as opponents.

* A successful profitable business is good for workers and
therefore good for the union and its members.

* Trade union is using collective bargaining to protect
workers rights and strengthen its own role in the industry.

* It is resolving labour disputes through peaceful social
dialogue and engaging in genuine collective bargaining.

e Thank u
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Causes of Conflicts, Need for Managing and Resolution of Conflicts,
Grievance Redressal Machinery as a tool for Resolving Conflict.
Collective Bargaining - Industrial Disputes Act -- 1947, Manifestations of
Conflicts such as Strike, Lock out, Go Slow and other Work Stoppages -
Their Impacts and Resolution.



Causes of Conflicts & Need for Managing

* Introduction - Conflicts are inherent in employer-employee relationships -
Can be constructive or destructive - Managing conflict is vital for
organizational peace and productivity

 Types of Industrial Conflicts - Strikes (legal & illegal) - Lockouts - Go-slow -
Work-to-rule - Gherao — Picketing

e Causes of Industrial Conflicts - Wage and salary issues - Poor working
conditions - Job insecurity - Lack of recognition - Political influence in
unions - Ineffective grievance handling

* Need for Conflict Management - Prevent disruption of work - Ensure
industrial peace - Maintain productivity - Improve employee morale -
Protect public interest



Resolution of Conflicts

* Conflict Resolution Mechanisms - Collective bargaining - Conciliation -
Arbitration - Adjudication (Labour Courts) - Voluntary negotiation

* Role of Stakeholders

* — Management: Fair policies & dialogue

* - Employees: Responsible participation

* - Unions: Mediation & representation

e - Government: Legal framework & mediation



Causes of Industrial disputes

Management’s general apathetic towards workers or employees because of their contention that they want
more and more economic or monetary rewards and want to do less work.

Mental inertia on the part of both management and labour.
Lack of proper fixation of wages inconformity with cost of living and a reasonable wage structure generally.
Bad working conditions.

Attempts by management to introduce changes (such a rationalization, modernization or automation) without
creating a favourable to appropriate climate or environment for the same.

Lack of competence or training on the part of first-line supervision as well management at upper levels in the
practice of human relations.

Assignment of unduly heavy work-loads to worker, unfair labour practices (such as victimization or undue
dismissal).

Lack of strong and healthy trade unionism, lack of a proper policy of union recognition and inter-union rivalries.



* A spirit of non-cooperation and a general tendency among employees to criticize or
oppose managerial policies or decisions even when they may be in the right directions.

* A fall in the standard of discipline among employees largely due to wrong or improper
leadership, often resulting in insubordination or disobedience on the part of
employees.

 Difference in regard to sharing the gains of increased productivity. Inadequate
collective bargaining agreements. Legal complexities in the industrial relations
machinery or settlement of industrial disputes.

* Lack of necessary changes in the working of government in accordance with changing
needs and circumstances. Combination of too much law and too little respect for law
even at high levels.

* Growing factional and personal difference among rank-and-file employees who are
team members or union leaders and a tendency on the part of the management in
some cases to prefer having with outside leaders and not give due respect to worker-
leaders.

 Political environment of the country; and Agitation and wrong propaganda by selfish
labour leaders to further their own interests of their own party.



Grievance Redressal Machinery as a tool for
Resolving Conflict

 Steps in grievance procedure
* Identify grievances
» Define correctly
* Collect data
* Prompt redressal
* Implement and follow up



Four Step Grievance Format

—> Informal Resolution allotted three days

—> Formal Resolution  \yithin seven days

within three days
Formal Resolution

Final
Decision

within a week




Grievances Handling

* Grievance procedure is the most significant channel through which
dissatisfaction of employees can be communicated to management.

* First, the grievance is taken to the departmental representative of the
management who has to give an answer within 48 hours.



Failing this, the aigrieved worker/ employee can beet the departmental
head along with the departmental representative of the management and
this step is allotted three days.

Above this, the grievance is taken up by the Grievance Committee which
should make its recommendations to the manager within seven days.

The final decision of the management has to be communicated to the
workers or employee concerned within three days of the Grievance
Committee’s recommendations.

If the employee is not satisfied, he can make an appeal for revision and the
management has to communicate its decision within a week. In the case of
non-settlement, the grievance may be referred to voluntary arbitration. The
formal conciliation machinery will not be invoked till the final decision of the
top management has been found unacceptable by the aggrieved employee.

In the case of any grievance arising out of discharge or dismissal, the
workman or employee has the right to apBeaI either to the dismissing
authority or to a senior authority specific by the management within a week
from the date of dismissal or discharge.

Although the grievance procedure gives the employees opportunity to raise
their grievances to the highest possible level of management, yet they
should be resolved as close as possible to their source.



Machinery for Prevention and Settlement of
Industrial Relations

* VVoluntary Methods
* Government Machinery
* Statutory Measures



* VVoluntary Methods
* Code of Discipline
* Tripartite Machinery
* Worker’s Participation
* Collective Bargaining

* Government Machinery

Labour Administration (States & Central Levels)
* Works Committee
* Conciliation: Conciliation Officers, Conciliation Board
e Voluntary Arbitration
* Court of Enquiry
* Adjudication :Labour Court, Industrial Tribunal, National

Tribunal
* Statutory Measures

* |.D. Act, 1947
* State Acts



Workers’ Participation in Management - concepts

* The concept workers’ participation in management encompasses the
following:

* |t provides scope for employees in the decision making of the organization.

* The participation may be at the shop level, departmental level or at the top
level.

* The participation includes the willingness to share the responsibility by
works as they have a commitment to execute their decisions.

* The participation is conducted through the mechanism of forums which
provide for association of workers representatives.

* The basic idea is to develop self control and self discipline among works, so
that the management become “Auto Management”.



Objectives

* The scheme has economic, psychological, ethical and political objectives.

* |ts psychological objective of the scheme is to secure full recognition of the
workers. Association of worker with management provides him with a
sense of importance, involvement and a feeling of belongingness. He
considers himself to be an indispensable constituent of the organisation.

* Socially, the need for participation arises because modern industry is a
social institution with the interest of employer, the share-holders, the
community and the workers equally invested in it.

* The ethical objective of participation is to develop workers free personality
and to recognize human dignity.

* The political objective of participation is to develop workers conscious of
their democratic rights on their work place and thus bring about industrial
democracy.



Levels of Participation

* Workers’ participation is possible at all levels of management; the only difference is that of
degree and nature of apﬁlication. For instance, it may be vigorous at lower level and faint at top
level. Broadly speaking there is following five levels of participation:

* Information participation: It ensures that employees are able to receive information and express
their views pertaining to the matters of general economic importance.

* Consultative participation: Here works are consulted on the matters of employee welfare such as
work, safety and health. However, final decision always rests at the option of management and
employees’ views are only of advisory nature.

* Associative participation: It is extension of consultative participation as management here is
under moral obligation to accept and implement the unanimous decisions of employees.

* Administrative participation: It ensure greater share of works in discharge of managerial
functions. Here, decision already taken by the management come to employees, preferably with
alternatives for administration and employees have to select the best from those for
implementation.

* Decisive participation: Highest level of participation where decisions are jointly taken on the
matters relation to production, welfare etc. is called decisive participation.



Forms of Workers’ Participation in
Management

* The forms of workers participation in management vary from industry
to industry and country to country depending upon the political
system, pattern of management relations and subject or area of
participation. The forms of workers participation may be as follows:

* Joint Consultation Model
* Joint Decision Model
e Self Management, or Auto Management Scheme

* Workers Representation on Board



Employee Safety Programme

* A safe hygienic work environment is the basic and common
requirement of every employee irrespective of his position or status
in the organization. And it is the moral as well as legal responsibility of

every employer to provide a workplace to its employees which is not
hazardous to their physical or mental health.



* Nature and causes of accidents broadly vary form organisation to organisation.
Basically, industrial accidents will arise either due to technical faults or due to
human follies or errors. Therefore, the causes of accidents may be attributed to
work related causes and worker related causes.

 Work-related causes: Unsafe working conditions are the prime cause for any
industrial accident and these include all engineering deficiencies. These mainly
include improper lighting, inadequate safety devices, polluted work place, poor
machine guarding, and unsafe and careless housekeeping. These factors will
create psychological and physical problems for the worker and will invite
industrial accident.

» Worker-related causes: These are human factors responsible for accidents due to
their unsafe acts. Lack of adequate skill or knowledge in handling the machine,
disturbed mental condition, neglecting safety device and instruction, using unsafe
machine, working at unsafe speed are some of the causes due to which workers
become victims of industrial accidents.



Elimination of hazards

e Job safety analysis

* Placement

* Personal protective equipment
e Safeguarding Machinery

* Material handling

* Hand tools

* Maintenance

* Layout and design

* Housekeeping

* Falls



Collective Bargaining - Industrial Disputes Act
-- 1947

Machinery for Prevention and Settlement of Industrial Relations

v - v

Voluntary Methods Government Machinery Statutory Measures
Code of Tripartite Worker's Collective I.D. Act. 1947 State Acts
Discipline Machinery  Participation Bargaining
v

Labour Administration
(States & Central Levels)

v v v v v

Works Conciliation Voluntaryv Court of Enquiry Adjudication
Committee Arbitration
Conciliation Conciliation Labour Industrial National

Officers Board Court Tribunal Tribunal



* Statutory measure

* This measure relates to various types of machinery set up by the government
under the Industrial Disputes Act, 1947 (like Labour courts and Industrial and
National Tribunals) for specific conflicts which the government refers to the
respective authorities.

* Formation of Works Committees is also statutorily provided for, to see the conflict
to be resolved on time.

* Non- Statutory measures

* Like code of discipline, workers’ participation in management and collective
bargaining, which are voluntary in nature, are supported by the government, and
they help in resolving the conflict.

* |In this process, they encourage a resolution through negotiation between the two
parties and speed up the process and cut short the long procedures.



Works committees

The IDA, 1947 provides for setting up works committees consisting of equal representatives of employer and
employee in every organization having 100 or more employees.

These are consultative bodies and are set up for maintaining harmonious relations at the work place and
sort out the difference if any.

Though the act does not define the jurisdiction of these committees, yet their functions mainly include
ProvidLng proEer working conditions and amenities for the welfare of employees at the work place or away
rom the work.

A work committee aims at promoting measures for securing the preserving amity and good relations
between employees and workers

The machinery comprises;
Collective bargaining
Conciliation & Mediation
Arbitration

Adjudication



* Collective Bargaining;
* |t occurs when representatives of union meet with management.

* They meet to discuss over employee’s wages & benefits, to create or revise
work rules & to resolve disputes of labor contract.

* The bargain is said to be collective in the sense that chosen representatives
act as bargaining agent for all employees in dealing with management.

 Collective bargaining is a technigue by which disputes as to conditions of
employment are resolved amicably, by agreement, rather than by coercion.
The dispute is settled peacefully and voluntarily, although reluctantly,
between labour and management.



e Conciliation

* ‘Conciliation’ is limited to encouraging the parties to discuss their
differences and to help them develop their own proposed solutions.

* ‘It is a process by which representatives of workers and employers are
brought together before a third person or a group of persons with a
view to persuading them to arrive at an agreement by mutual
discussion between them’.

* The conciliator is a neutral party.
* He tries to reduce the disputes between disputants.
* He cannot suggest solutions but suggests alternative solutions



e Mediation

* Mediation” implies a stronger form of intervention. The mediator may
be permitted to offer the parties proposals for settlement.

* Mediation is a process by which a third party brings together the
opposing groups, not only to iron out the differences between them
but also to find an answer to problems or specified proposals and
offer alternative suggestions.

* Mediation contemplates affirmative and positive action by a third
party to bring about a settlement of disputes



* Role of a Conciliator

e As a Discussion Leader

* As a safety valve

* As a Communication link

* As an Innovator

* As a Sounding board

* As a Protector

* As a Stimulator

e As an Advisor

* As a Promoter of Collective bargaining



e Conciliation Machinery

* Board of conciliation: under sec 5 of the ID act 1947, the govt. may
also as the occasion arises, appoint a Board of Conciliation,
constituting a chairman and two to four other members to promote

the settlement of disputes.

* Conciliation officer: Under sec 4 of the ID act 1947, if the govt. thinks
fit then it may appoint a conciliation officer for a specific area or even
for a specific industry; to mediate in, and promote the settlement of

industrial dispute.




* Arbitration

* Arbitration aims to securing an award on a conflict issue by reference
to a third party called Arbitrator. It is a process in which a dispute is
submitted to an impartial outsider who makes a decision which is
usually binding on both the parties.

* The arbitrator hears both parties involved in the conflict, determines
the cause and origin of conflict, understands the differing perceptions
and attempts to evolve an amicable solutions.

* The decision of the arbitrator is binding on both the parties.



* Advantages of Arbitration

* Arbitration has the particular advantage of bringing the dispute
settlement procedure down to the level of the parties in the dispute.

e It is more flexible.

* It enabling the arbitrators to acquire a much greater familiarity with
industry .

* There are voluntary Arbitration and compulsory arbitration



 Types of Arbitration

* Voluntary arbitration: Industrial Disputes (Amendment) Bill, 1956
incorporated Section 10A, favouring voluntary arbitration. In case of
existed or apprehended dispute, the disputing parties can enter into an
arbitration agreement in writing. The success of voluntary arbitration
depends on “a sufficient degree of mutual confidence in decision by
agreement on subjects which may be submitted for arbitration”.

 Compulsory arbitration: This is one where the parties are required to
accept arbitration without any willingness on their part. When one of the
parties to an industrial dispute feels aggrieved by an act of the other, it may
be apply to the appropriate government to refer the dispute to
adjudication machinery.




* Principles of Arbitration

* Fair hearing

* Principle of natural justice

* The party should be free to give any evidence
* The arbitrator should not rely



* Adjudication

* Adjudication involves intervention in the dispute by a third party
appointed by the government for the purpose of deciding the nature
of final settlement’.

* Adjudication is needed when,

* Failure of conciliation

* loss of production

* interest of the workers

* Intervention by the government



Characteristics Of Collective Bargaining

* |tis a group process, wherein one group, representing the employers, and

the other, representing the employees, sit together to negotiate terms of
employment.

Negotiations form an important aspect of the process of collective
bargaining i.e., there is considerable scope for discussion, compromise or
mutual give and take in collective bargaining.

Collective bargaining is a formalized process by which employers and
independent trade unions negotiate terms and conditions of employment
and the ways in which certain employment-related issues are to be
regulated at national, organizational and workplace levels.



* Collective bargaining is a process in the sense that it consists
of a number of steps. It begins with the presentation of the
charter of demands and ends with reaching an agreement,
which would serve as the basic Iawgoverning labor
management relations over a period of time in an enterprise.
Moreover, it is flexible process and not fixed or static. Mutual
trust and understanding serve as the by products of
harmonious relations between the two parties.

* |t a bipartite process. This means there are always two parties
involved in the process of collective bargaining. The
negotiations generally take place between the employees and
the management. It is a form of participation.

* Collective bargaining is a complementary process i.e. each
party needs something that the other party has; labor can
Increase productivity and management can pay better for
their efforts.



Collective bargaining is a complementary process i.e. each party
needs something that the other party has; labor can increase
productivity and management can pay better for their efforts.

Collective bargaining tends to improve the relations between workers
and the union on the one hand and the employer on the other.

Collective Bargaining is continuous process. It enables industrial
democracy to be effective. It uses cooperation and consensus for
settling disputes rather than conflict and confrontation.

Collective bargaining takes into account day to day changes, policies,
potentialities, capacities and interests.

It is a political activity frequently undertaken by professional
negotiators



Definitions

* ILO has defined collective Bargaining as “ negotiations about working
conditions and terms of an employment between an employer, a
group of employers or more employers organization on the one hand,
one or more representative workers organization on the other hand

with a view to reaching agreements”.



Definitions

* According to professor John J. Dunlop collective bargaining
IS:

* A system, which establishes, revises and administers many of the
rules relating to work and workers,

e A procedure which determines the quantum of compensation
employers should receive and influences the distributions of
economic benefits.

A method of setting disputes. Matters covered by a collective
agreement may be broadly divided into the following categories:

* Employment and working conditions [wages, bonus, DA retirement
benefits, working hours, holidays with pay etc.]

e Labour welfare, labour, recruitment and management matters [same
like above said]

* Organizational matters [ like union recognition, workers participation in
management so on.]
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ne collective bargaining process comprises

f five core steps:
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Administration of

N

the agreement

\

Identify &Discuss
bargaining Issues
Settlement and Decide the
CONEract negotiating point
agreement
é_’




Collective, Strength
Flexible, Voluntary
Continuous, Dynamic

Representation,
Bipartite process

Collective
settlement

Freedom of association
Recognition of union

Mutual trust and confidence

Give and take policy

Political climate and
government

Power relationship




Productive Bargaining and Gain Sharing

e Work place e Effort e Formal
bargaining/ bargaining bargaining
plant e Productivity e Coordinated
bargaining bargaining bargaining,

e Company e Productive more then

bargaining efficiency two unions

* National e The reward bind. to
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into action.
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Collective Bargaining Process

* Prepare

* Discuss

* Purpose

* Bargain

* Settlement



Importance Of Collective Bargaining

Collective bargaining includes not only negotiations between the employers and unions but also
includes the process of resolving labor-management conflicts. Thus, collective bargaining is,
essentially, a recognized way of creating a system of industrial jurisprudence. It acts as a
method of introducing civil rights in the industry, that is, the management should be conducted
by rules rather than arbitrary decision making. It establishes rules which define and restrict the
traditional authority exercised by the management.

Importance to employees

Collective bargaining develops a sense of self respect and responsibility among the employees. It
increases the strength of the workforce, thereby, increasing their bargaining capacity as a
group. Collective bargaining increases the morale and productivity of employees. It restricts
management’s freedom for arbitrary action against the employees. Moreover, unilateral actions
by the employer are also discouraged.

Effective collective bargaining machinery strengthens the trade unions movement. The workers
feel motivated as they can approach the management on various matters and bargain for
higher benefits. It helps in securing a prompt and fair settlement of grievances. It provides a
flexible means for the adjustment of wages and employment conditions to economic and
technological changes in the industry, as a result of which the chances for conflicts are reduced.



Importance to employers

It becomes easier for the management to resolve issues at the bargaining level
rather than taking up complaints of individual workers.

Collective bargaining tends to promote a sense of job security among
employees and thereby tends to reduce the cost of labor turnover to
management.

Collective bargaining opens up the channel of communication between the
workers and the management and increases worker participation in decision
making. Collective bargaining plays a vital role in settling and preventing
industrial disputes.

Importance to society

Collective bargaining leads to industrial peace in the country. It results in
establishment of a harmonious industrial climate which supports which helps
the pace of a nation’s efforts towards economic and social development since
the obstacles to such a development can be reduced considerably.

The discrimination and exploitation of workers is constantly being checked.

It provides a method or the regulation of the conditions of employment of
those who are directly concerned about them.



Levels of Collective Bargaining

Collective bargaining operates at three levels:

1. National level
2. Sector or industry level
3. Company/enterprise level

Economy-wide (national) bargaining 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, which aims at the standardization of the terms of employment in one
industry, includes a range of bargaining patterns. Bargaining may be either broadly or narrowly
defined in terms of the industrial activities covered and may be either split up according to
territorial subunits or conducted nationally.

Com?any/enterprise level ;The third bargaining level involves the company and/or
establishment. As a supplementary type of bargaining, it emphasizes the point that bargaining
levels need not be mutually exclusive.



Trade Unions in the Era of Globalization/
Privatization

* The announcement of new economic policy of the government of
India in 1991, labour institutions and trade unions are facing a
challenging task ahead.

* The power of trade unions are facing a challenging task in the
industrial units is declining.

* Trade union movements are confronting multiple challenges, and the
union memberships are eroding due to structural changes in the
economy and society.

* Unfavorable political and institutional conditions are making
organization of trade union work more difficult.



* Three-Tier System of Adjudication

* The Industrial Disputes Act, 1947 provides for a three-tier system of
adjudication:

(1) Labour Courts;
* (2) Industrial Tribunals; and
* (3) National Tribunals



e Labour Courts:

. The Labour Courts can deal with disputes relating to:

a) The propriety or legality of an order passed by an employer under the
standing Orders.

b) The application and interpretation of Standing Orders.
c) Discharge and dismissal of workmen and grant of relief to them.
d) lllegality or otherwise of any strike or lock-out



* Industrial Tribunals

* It deals can deal with disputes relating to:

e 1. Wages including the period and mode of payment.

* 2. Compensatory and other allowances.

3. Hours of work and rest intervals

e 4, Leave with wages and holidays

e 5. Bonus, profit sharing, provident fund and gratuity.

* 6. Shift working otherwise than in accordance with standing orders.
* 7. Rules of discipline.

e 8. Retrenchment.




 National Tribunals

* These tribunals are meant for those disputes which, as the name
suggest, involve the questions of national importance or issues which
are likely to affect the industrial establishments of more than one
state, The employers and unions use adjudication as a primary
measure of resolving disputes.



* Discipline

* Discipline may be defined as an attitude of mind which aims at
inculcating restraint, orderly behaviour and respect for and willing
obedience to a recognized authority. In any industry discipline is a
useful tool for developing, improving and stabilizing the personality of
workers.

* Industrial discipline is essential for the smooth running of an
organization, for increasing production and productivity, for the
maintenance of industrial peace and for the prosperity of the industry
and the nation. It is a process of bringing multifarious advantages to
the organization and its employees.



 The main aims and objectives of discipline are:

. To obtain a willing acceptance of the rules, regulations and
procedglres of an organization so that organizational objectives can be
attained;

* To develop among the employees a spirit of tolerance and a desire to make
adjustments;

* To give and seek direction and responsibility;

* To create an atmosphere of respect for human personality and human
relations;

* To increase the working efficiency morale of the employees; and

* To impart an element of certainty despite several differences in informal
behaviour patterns and other related changes in an organization.



* The important causes for indiscipline are;

* Ineffective leadership to control, coordinate and motivate workers.

* Low wages and poor working conditions.

* Lack of timely redressal or workers’ grievances.

* Lack or defective grievance procedure.

* Character of the workers such as gambling, drinking, violet nature etc.
* Political influence.



Manifestations of Conflicts such as Strike,
Lock out, Go Slow and other Work Stoppages

Industrial conflict refers to all forms of dispute or disagreement between employers and workers.
*Manifestations are the visible forms that conflict takes at the workplace.
*These can disrupt productivity and industrial harmony.



Definition: A temporary stoppage of work by a group of employees to express a grievance or demand.
*Types of Strikes:

*General Strike

*Token Strike

Sympathetic Strike

*Sit-down Strike

‘Wildcat Strike

*Flash Strike

*Hunger Strike



e Lockout

* Definition: A temporary closure of a place of employment or the
suspension of work by the employer during an industrial dispute.

* Key Features:
* |nitiated by the employer
* Used as a tool to force workers to accept terms
* Legal under certain conditions



e Go-Slow

* Definition: Workers intentionally reduce their pace of work while
remaining on the job.

* Effects:
* Reduced productivity
* Hard to legally prove
* A form of passive resistance



Go-Slow
Definition: Workers intentionally reduce their pace of work while remaining on the job.

Effects:

* Reduced productivity
* Hard to legally prove
* A form of passive resistance

Other Forms of Conflict Manifestations
Gherao: Workers encircle employers and prevent them from leaving the premises.
Picketing: Workers demonstrate outside the workplace, holding signs or protesting.

Mass Casual Leave: All workers apply for leave simultaneously to halt production
without officially striking.

Slowdown Tactics: Similar to go-slow but can include reduced cooperation or intentional
inefficiency.



Their Impacts and Resolution

*Strike & Lockout governed by the Industrial Disputes Act, 1947
Legal strike/lockout requires:

*Prior notice

*No conflict with ongoing conciliation or adjudication

*Observance of timelines and conditions



* Consequences of Work Stoppages

* To Employers:
* Financial loss
* Production halts
* Reputation damage

* To Workers:
* Wage loss
* Risk of dismissal
e Legal consequences

* To the Economy:
 Disruption in supply chain
* |[nvestor uncertainty
* Inflationary pressures



* Manifestations of conflict are symptoms of deeper issues.

* Proactive dialogue, effective grievance handling, and participative
management can prevent work stoppages.
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Purposes of Various Statutory and Non
Statutory Weltare Benefits

e Statutory and non-statutory welfare benefits serve different but
complementary purposes.

 Statutory benefits, mandated by law, aim to provide a baseline level
of financial security and protection for employees,

* while non-statutory benefits, offered at an employer's discretion,
enhance employee well-being and job satisfaction, ultimately
improving recruitment and retention



Statutory Weltare Benefits:

* Purpose:

* To establish a minimum standard of employee protection and well-being, ensuring fair treatment
and providing a safety net against common risks like iliness, injury, or retirement.

* Examples:

* Provident Fund (PF): A retirement savings scheme where both employer and employee
contribute a portion of the employee's salary.

* Employee State Insurance (ESI): Provides medical and cash benefits in case of sickness, maternity,
or employment-related injury.

e Gratuity: A lump-sum payment made to employees after a certain period of continuous service.
* Maternity Leave: Paid or unpaid leave for women employees during and after pregnancy.

* Payment of Bonus: A percentage of the employee's salary paid as a bonus based on the
company's profits.

* Minimum Wages: Ensuring a minimum level of compensation for all employees.



* Key Functions:
* Provide financial security during times of need.

* Promote employee morale and reduce turnover by demonstrating
employer commitment to employee well-being.

* Ensure compliance with labor laws and ethical employment
practices.



* Non-Statutory Welfare Benefits:
* Purpose:

* To attract and retain talent, enhance employee morale, and improve
the overall work environment.



Examples:

Health Insurance: Extending coverage beyond ESI to include more comprehensive medical benefits.
Performance Bonuses: Rewarding employees for achieving specific goals and contributing to the company's success.
Gym Memberships or Wellness Programs: Promoting employee health and well-being.
Transportation Allowances: Helping employees with the cost of commuting.

Childcare Facilities: Supporting working parents.

Training and Development Programs: Investing in employee growth and skill development.

Key Functions:

Boost employee morale and motivation.

Enhance the employer's brand and attract top talent.

Improve employee retention and reduce recruitment costs.

Create a positive and supportive work environment.

In essence, statutory benefits are a legal obligation, while non-statutory benefits are a strategic tool for employers to improve their
relationship with their workforce and create a competitive advantage.



Present Trends and Practices in Extending
Welfare Benefits under Settlements

* Present trends in extending welfare benefits under settlements focus
on providing comprehensive support beyond basic needs, including
financial security, career development, and access to healthcare and
education, with a growing emphasis on personalized and preventative
care. There's a move towards universalism and progressive
approaches, aiming to address various forms of disadvantage and

vulnerability.



* Beyond Basic Needs:

* Welfare benefits are expanding beyond just providing food, shelter, and
basic income to include access to healthcare, education, and vocational
training.

* Financial Security:

* This includes pensions, employment injury protection, health insurance,
and maternity benefits, often funded through worker contributions and
levies on businesses.

* Career Development:

* Settlements are increasingly offering career counseling, scholarships, and
training programs to help individuals advance in their chosen fields.



Healthcare Access:

Improved access to healthcare, including specialized care centers, streamlined
reimbursement systems, and stress relief measures, is a growing trend.

Community Engagement:

Settlements are becoming hubs for community development, offering spaces for
social interaction, recreation, and support networks.

Addressing Social Isolation:

Efforts are being made to combat social isolation through community programs,
support groups, and access to technology.

Focus on Vulnerable Groups:

Targeted programs for children, youth, women, the elderly, and people with
disabilities are being developed and refined.



* Preventative Measures:

 Emphasis is shifting towards preventative care, such as health screenings,
early childhood development programs, and mental health support.

* Technology Integration:

e Utilizing technology to improve access to information, services, and
communication is becoming increasingly common.

* Data-Driven Approaches:

 Collecting and analyzing data to assess the effectiveness of welfare
programs and identify areas for improvement is becoming more prevalent.



Examples of Innovative Approaches:
Worker Welfare Funds:

In India, Worker Welfare Funds, managed by tripartite boards, provide a range of benefits to
workers in sectors with high casual and subcontracted work.

Social Insurance for Performing Artists:

Germany's social insurance program for performing artists and Eublicists_ on short-term contracts
provides coverage through a combination of employer and worker contributions, along with
government subsidies.

Community Libraries as Welfare Hubs:

Libraries are evolving into community hubs, offe_riniservices like homework clubs, warm spaces,
and access to community resources, filling gaps in the welfare system.

Integrated Service Delivery:

Settlements are increasinﬁly partnering with other organizations to offer a wider range of
services, creating a more holistic approach to welfare.
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Employee Provident Fund and Miscellaneous
Act, 1952

* The Employees' Provident Funds & Miscellaneous Provisions Act,
1952, aims to provide social security to employees in India, primarily
through retirement benefits. It mandates contributions from both
employers and employees to the Employees' Provident Fund (EPF),
Employees' Pension Scheme (EPS), and Employees' Deposit Linked
Insurance Scheme (EDLI). The Act applies to factories and
establishments with 20 or more employees.



* Key Features:
 Mandatory Contributions:

* Both employers and employees contribute a percentage of the employee's
salary (currently 12%) to the EPF.

 Schemes under the Act:

 Employees' Provident Fund Scheme (1952): Provides retirement savings
and allows for partial withdrawals for specific needs.

 Employees' Pension Scheme (1995): Offers pension benefits to employees
after retirement.

 Employees' Deposit Linked Insurance Scheme (1976): Provides life
insurance coverage to employees.



* Eligibility:

* Generally, employees earning up to a certain wage limit (currently
15,000 per month) are eligible.

 Employer Responsibilities:

* Employers are responsible for enrolling eligible employees, making
timely contributions, and submitting required forms and returns.

e Withdrawal:

* Employees can withdraw their accumulated EPF funds upon
retirement, or in some cases, for specific purposes like housing or
education.



The Employees state Insurance Act 1948

* The Act aims to provide security (financial and medial) to employees
(and their dependents) during contingencies that may affect their
earning capacities, temporarily or permanently.

* Scheme financing; ESI scheme is a self-financeing health insurance
scheme.

* Employees’ contribution = 1.75% of wages Benafits under the ES| Act:

Sickness benefits
Maternity benefits

* Employers’ contribution = 4.75% of wages
* No contribution from employees less than INR 50 per day| =i

Dependant’s benefits
Medical benefits
Funeral expenses




* Eligibility and coverage
* The act extends to the whole India

* It applies to non-seasonal, power-using factories or manufacturing
units employing 10 or more persons and non-power using
establishments employing 20 or more persons.

* Employees drawing wages only up to INR 10,000 a month are entitled
to health insurance cover under the ESI Act.



ESI corporation:

* This social-security programme is administered by a corporate body called
the Employees’ State Insurance Corporation. It comprises members
representing interest groups that include employee, employers, the central
and state government, besides representatives of parliament and the
medical profession.

e Contribution period and Benefit period - Contribution period is (a) 1st
September to 31st March (b) 1st April to 30th September. The
corresponding benefit period is (a) following 1st July to 31st December (b)
following 1st January to 30th June. Thus, ‘benefit period’ starts three
months after the ’contributionfperiod’ are over. The relevance of this
definition is that sickness benefit and maternity benefit is available only
durinﬁ ‘benefit period’. Thus, an employee gets these benefits only after 9
months afterjoinin§ employment and paying contribution. However, other
benefits are available during contribution period also.



BENEFITS NOT TO BE COMBINED

* An, insured person shall not be entitled to receive for the
same period:

* Both sickness benefit and maternity benefit; or

 Both sickness benefit and disablement benefit for
temporary disablement; or

* Both maternity benefit and disablement benefit for
temporary disablement.

* Where a person is entitled to more than one of the benefits
mentioned in sub-section (1), he/she shall be entitled to
choose which benefit he shall receive.



The Payment of Gratuity Act 1972

* It is a beneficent piece of social-security legislation that aims at

providing a sc

heme for providing gratuity to employees engaged in

factories, mines, oil fields, plantations, ports, railways, shops and

other establis

nments.

* The gratuity was to be paid in the event of superannuation,
retirement, resignation, death or total disablement due to accident or

disease.

* The main purpose of the Payment of Gratuity Act is to provide a sum
of payment to an employee as a token of gratitude for having served
the organization. This payment is intended to help the employee
provide for his/her needs after severance of his/her relationship with

the employer.



* An employee is eligible for receiving gratuity payment only after s/he
has completed five years of continuous service. S/he is said to be in
continuous service, when s/he has provided uninterrupted service
during that period, till their:

* e Superannuation

* o Retirement

* e Resignation

* ¢ Death or disablement due to accident or disease



* Applicability:

* To all employees in an establishment, factory, mine, oilfield, plantation etc
employed for wages. No ceiling limit of salary/wa%es for eligibility.
Managerial and supervisory employees are also eligible.

e Calculation:

* For every completed year of service, or part thereof, in excess of six
months, the employer shall pay gratuity to an employee at the rate of 15
days’ wages based on the rate of wages last drawn by the employee
concerned. Further, a month will be taken to comprise 26 days, i.e. 30 days
in @ month adjusted for 4 weekly offs.

* Maximum Payable:

 The amount of gratuity payable to an employee shall not exceed INR
350,000



* When not Payable:

* The gratuity payable to an employee may be wholly or partially
forfeited if ...

* The services of the employee have been terminated for his riotous or
disorderly conduct or any other act of violence on his part, or

* The services of the employee have been terminated for any act,
which constitutes an offence involving moral turpitude, if offence is
committed by him in the course of his employment.



The Minimum Wages Act 1948

* The Minimum Wages Act, 1948

* The Minimum Wages Act aims at establishing a mechanism for fixing
minimum wage rates in various kinds of employments.

 Employee:

* 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.



* Minimum wages determined by the government:

* The appropriate government is empowered to fix minimum rates of
wages and to review at intervals not exceeding five years.

* Types of work:

* e Time work

* ¢ Piece work at piece rate

* o Piece work for the purpose of minimum wages

* ¢ Overtime work done by employees for piece work or time-rate
workers.



* Components:

* Any minimum rate of wages fixed or revised by the appropriate
government may consist of:

e o A basic rate of wages + a special allowance (e.g., cost-of-living
allowance).

* ¢ A basic rate of wages + cash value of concessions for the supply of
essential commodities allowance.

* ¢ An all-inclusive rate i.e., basic wage + cost-of-living allowance + cash
value of concessions on essential commodities.



* There are two basic procedures for the determination of wages:

* 1. Notification procedure: Notification of proposed changes by the
government. The final revision based on consideration of objections
by affected parties.

e 2. Committee procedure: A tripartite committee comprising
employers’ and employees’ representatives and independent
members.



The Maternity Benefit Act 1961

 The Maternity Benefit Act of 1961 was therefore, passed to provide
uniform maternity benefit for women workers in certain industries not
covered by the Employees’ State Insurance Act, 1948. The Act is amended
by the Act No.29 of 1995. The Amendment Act has come into force with
effect from 1 February 1996.

* The object of maternity leave and benefit is to protect the dignity of
motherhood by providing for the full and healthy maintenance of women
and her child when she is not working. With the advent of modern age, as
the number of women employees is growing, the maternity leave and
other maternity benefits are becoming increasingly common. But there
was no beneficial piece of legislation in the horizon which is intended to
achieve the object of doing social justice to women workers employed in
factories, mines and plantation.



* With the object of providing maternity leave and benefit to women
employee the Maternity Benefit Bill was passed by both the Houses

of Parliament and subsequently it received the assent of President on
12th December, 1961 to become an Act under short title and

numbers "THE MATERNITY BENEFIT ACT, 1961 (53 OF 1961)".

* 1. To provide for maternity benefit to women workers in certain
establishment

e 2. To regulate the employment of women workers in such
establishment for a certain period before and after child birth.



* It is enacted by Parliament in the Twelfth Year of the Republic of India as
follows:-

e 1. Short title, extent and commencement.-
* (1) This Act may be called the Maternity Benefit Act, 1961.
* (2) It extends to the whole of India.

* (3) It shall come into force on such date?as may be notified in this behalf in
the Official Gazette,-

* (a) In relation to mines and to any other establishment wherein persons
are employed for the exhibition of equestrian, acrobatic and other
performances, by the Central Government; and

* (b) In relation to other establishments in a State, by the State Government.



APPLICATION OF ACT
(1) It applies, in the first instance,-

(a) to every establishment being a factory, mine or plantation including any such establishment belonging to
Government and to every establishment wherein persons are employed for the exhibition of equestrian,
acrobatic and other performances;

(b) to every shop or establishment within the meaning of any law for the time being in force in relation to
shops and establishments in a State, in which ten or more persons are employed, or were employed, on any
day of the preceding twelve months.

Provided that the State Government may, with the approval of the Central Government, after giving not less
than two months’ notice of its intention of so doing, by notification in the Official Gazette, declare that all or
any of the provisions of this Act shall apply also to any other establishment or class of establishments,
industrial, commercial, agricultural or otherwise.

Save as otherwise provided in [sections 5A and 5B] nothing contained in this Act shall apply to any factory or
other establishment to which the provisions of the Employees, State Insurance Act, 1948 (34 of 1948), apply
for the time being.



Sexual Harassment of Women at Workplace
(Prevention, Prohibition and Redressal) Act, 2013

* The Sexual Harassment of Women at Workplace (Prevention,
Prohibition and Redressal) Act, 2013 (POSH Act) is a comprehensive
Indian law that provides a legal framework to protect women from
sexual harassment in any workplace and establish mechanisms for its
redressal. Key aspects include defining sexual harassment,
establishing Internal and Local Complaint Committees, outlining a
detailed complaint and inquiry procedure, and prescribing penalties

for non-compliance by employers.



Institutional Mechanisms

* Internal Complaints Committee (ICC):

* Every employer with 10 or more employees must form an ICC to
handle complaints at their respective workplaces.

* Local Committee (LC):

* For workplaces without an ICC (e.g., in the unorganized sector or
those with fewer than 10 employees), a District Officer will constitute
a Local Committee to address complaints.



Complaint and Inquiry Process
Filing a Complaint:

An aggrieved woman can file a written complaint with the relevant committee within
three months of the incident.

Confidentiality and Assistance:

The Act ensures confidentiality throughout the process and requires the committee to
provide assistance to women who are unable to file a written complaint.

Time Limit for Inquiry:
The ICCis required to complete its inquiry within a period of 90 days.
Protection from Retaliation:

The Act prohibits any retaliatory or adverse action against a complainant who files a
complaint in good faith.



Penalties and Employer Responsibilities

* Penalties for Non-Compliance: An employer can face a fine of up to
X50,000 for non-compliance.

* Further Penalties: Repeated offenses can lead to more severe
punishments and even the cancellation or withdrawal of business
licenses.

* Employer Liability: Employers are responsible for creating and
maintaining a safe and harassment-free work environment, and
failure to comply can result in significant penalties.



Code on Wages, 2019

* The Code on Wages, 2019 is a significant Indian labor law that
consolidates and simplifies four repealed acts to provide for a uniform
minimum wage, equal pay, timely wage payments, and bonus
eligibility across various sectors and for all employees. Key provisions
include the Central Government fixing a national floor wage to
prevent wages from falling below a certain threshold, a simplified
definition of 'wages,' mandated payment via digital or cash modes,
and enhanced penalties for non-compliance. It aims to reduce wage
disparity, ensure timely payments, and provide a unified framework

for wage regulation.



Key Provisions:

*Universal Minimum Wage: The Central Government sets a "floor wage" below which no employer
can pay wages.

*Equal Pay: The Code ensures gender equality in wages for work of equal or similar nature.
‘Uniform Definition of Wages: It provides a single, simplified definition of ‘wages,' replacing the
varied definitions in the previous four acts.

*Timely Payments: The Code mandates that wages be paid in coins, currency notes, by cheque, or
through electronic mode. Final settlements must be made within two working days of an employee's
termination or resignation.

Annual Bonus: Employees are entitled to an annual bonus if they have worked for a certain
number of days in an accounting yeat.

Consolidation of Laws: It repeals and subsumes four earlier acts: the Payment of Wages Act,
1936; the Minimum Wages Act, 1948; the Payment of Bonus Act, 1965; and the Equal Remuneration
Act, 1976.

Expanded Scope: The Code applies to all employments in both the organized and unorganized
sectors, ensuring universal application of its provisions.

*Grievance Redressal: It establishes mechanisms for employees to address grievances related to
their wages.

*Penalties: The Code specifies penalties for employers who do not comply with its provisions.



Key Objectives:

Uniformity: To bring uniformity in wage-related regulations
across India.

*Transparency: To make wage payments and policies more
transparent.

Accountability: To enhance accountability of employers
regarding wage payments and compliance.

Elimination of Discrimination: To remove disparities and
discrimination in wage payments.



Code on Social Security, 2020

* The Code on Social Security, 2020, is an Indian law that consolidates
and amends existing laws related to social security, aiming to extend
benefits to all employees, including those in
the organized and unorganized sectors, as well as gig
workers and platform workers. Key provisions include the definition
and social security measures for gig and platform workers,
requirements for creches in establishments with at least 50
employees, and rules for gratuity payments, even for fixed-term
employees.



https://www.google.com/search?sca_esv=cd373399a9f9352a&q=organized&sa=X&ved=2ahUKEwjJjozd3_WPAxWKbmwGHdrdFU8QxccNegQIJRAB&mstk=AUtExfCpx6UNm7J6IwnZBTHUK4gPUaO8VX6f7WZgBiczVHsqGLJtZ9tIKjmi8dA1oFCTdtdAavHQAYfo1totjH6a2lyxYcZmzPYy52Dsm09bvs-QDvrJe42MmIucIMBpIaUevdkRqIcHXrFnsB7rwsglsHr96_eL5f4l9D5xJ2LT7zC0kEINzDt4XbQYRgjLRXZV5ZMm&csui=3
https://www.google.com/search?sca_esv=cd373399a9f9352a&q=unorganized+sectors&sa=X&ved=2ahUKEwjJjozd3_WPAxWKbmwGHdrdFU8QxccNegQIJRAC&mstk=AUtExfCpx6UNm7J6IwnZBTHUK4gPUaO8VX6f7WZgBiczVHsqGLJtZ9tIKjmi8dA1oFCTdtdAavHQAYfo1totjH6a2lyxYcZmzPYy52Dsm09bvs-QDvrJe42MmIucIMBpIaUevdkRqIcHXrFnsB7rwsglsHr96_eL5f4l9D5xJ2LT7zC0kEINzDt4XbQYRgjLRXZV5ZMm&csui=3
https://www.google.com/search?sca_esv=cd373399a9f9352a&q=gig+workers&sa=X&ved=2ahUKEwjJjozd3_WPAxWKbmwGHdrdFU8QxccNegQIJRAD&mstk=AUtExfCpx6UNm7J6IwnZBTHUK4gPUaO8VX6f7WZgBiczVHsqGLJtZ9tIKjmi8dA1oFCTdtdAavHQAYfo1totjH6a2lyxYcZmzPYy52Dsm09bvs-QDvrJe42MmIucIMBpIaUevdkRqIcHXrFnsB7rwsglsHr96_eL5f4l9D5xJ2LT7zC0kEINzDt4XbQYRgjLRXZV5ZMm&csui=3
https://www.google.com/search?sca_esv=cd373399a9f9352a&q=platform+workers&sa=X&ved=2ahUKEwjJjozd3_WPAxWKbmwGHdrdFU8QxccNegQIJRAE&mstk=AUtExfCpx6UNm7J6IwnZBTHUK4gPUaO8VX6f7WZgBiczVHsqGLJtZ9tIKjmi8dA1oFCTdtdAavHQAYfo1totjH6a2lyxYcZmzPYy52Dsm09bvs-QDvrJe42MmIucIMBpIaUevdkRqIcHXrFnsB7rwsglsHr96_eL5f4l9D5xJ2LT7zC0kEINzDt4XbQYRgjLRXZV5ZMm&csui=3
https://www.google.com/search?sca_esv=cd373399a9f9352a&q=cr%C3%A8ches&sa=X&ved=2ahUKEwjJjozd3_WPAxWKbmwGHdrdFU8QxccNegQIKxAB&mstk=AUtExfCpx6UNm7J6IwnZBTHUK4gPUaO8VX6f7WZgBiczVHsqGLJtZ9tIKjmi8dA1oFCTdtdAavHQAYfo1totjH6a2lyxYcZmzPYy52Dsm09bvs-QDvrJe42MmIucIMBpIaUevdkRqIcHXrFnsB7rwsglsHr96_eL5f4l9D5xJ2LT7zC0kEINzDt4XbQYRgjLRXZV5ZMm&csui=3
https://www.google.com/search?sca_esv=cd373399a9f9352a&q=gratuity&sa=X&ved=2ahUKEwjJjozd3_WPAxWKbmwGHdrdFU8QxccNegQIKxAC&mstk=AUtExfCpx6UNm7J6IwnZBTHUK4gPUaO8VX6f7WZgBiczVHsqGLJtZ9tIKjmi8dA1oFCTdtdAavHQAYfo1totjH6a2lyxYcZmzPYy52Dsm09bvs-QDvrJe42MmIucIMBpIaUevdkRqIcHXrFnsB7rwsglsHr96_eL5f4l9D5xJ2LT7zC0kEINzDt4XbQYRgjLRXZV5ZMm&csui=3

Kevy Provisions and Highlights:

*Broader Definition of Employee:

The Code expands the definition of "employee" to include inter-state migrant
workers, construction workers,

and film industry workers, in addition to existing categories.

*Gig and Platform Workers:

For the first time, the Code defines gig and platform workers and provides social
security benefits like life

and disability insurance, accident cover, and old age protection.

*Aggregator Responsibility:

"Aggregators" (digital intermediaries) are required to contribute to the funding of
social security schemes for gig

and platform workers, with their contributions typically limited to a small percentage
of their annual turnover.



Key Provisions and Highlights:

*Creche Facilities:

Establishments with 50 or more employees must provide créche facilities for women employees,
allowing for four visits a day.

*Social Security Fund:

The Code mandates the creation of a dedicated Social Security Fund to support gig and platform
workers.

*Gratuity Payment:

Gratuity is payable to employees who have completed a continuous service of at least five years,
including for fixed-term employees on a pro-rata basis upon termination of their contract.



Consolidation of Laws

Consolidation of Laws: The Code on Social Security, 2020, replaces and
consolidates provisions from

nine previous central labor laws, including:

*The Employee's Compensation Act, 1923.

*The Employees' Provident Funds and Miscellaneous Provision Act, 1952.
*The Employees' State Insurance Act, 1948.

*The Maternity Benefit Act, 1961.

*The Payment of Gratuity Act, 1972.

*The Unorganized Workers' Social Security Act, 2008



https://www.google.com/search?sca_esv=cd373399a9f9352a&q=Employees'+Provident+Funds+and+Miscellaneous+Provision+Act,+1952&sa=X&ved=2ahUKEwjJjozd3_WPAxWKbmwGHdrdFU8QxccNegQIXhAB&mstk=AUtExfCpx6UNm7J6IwnZBTHUK4gPUaO8VX6f7WZgBiczVHsqGLJtZ9tIKjmi8dA1oFCTdtdAavHQAYfo1totjH6a2lyxYcZmzPYy52Dsm09bvs-QDvrJe42MmIucIMBpIaUevdkRqIcHXrFnsB7rwsglsHr96_eL5f4l9D5xJ2LT7zC0kEINzDt4XbQYRgjLRXZV5ZMm&csui=3
https://www.google.com/search?sca_esv=cd373399a9f9352a&q=Employees'+State+Insurance+Act,+1948&sa=X&ved=2ahUKEwjJjozd3_WPAxWKbmwGHdrdFU8QxccNegQIXxAB&mstk=AUtExfCpx6UNm7J6IwnZBTHUK4gPUaO8VX6f7WZgBiczVHsqGLJtZ9tIKjmi8dA1oFCTdtdAavHQAYfo1totjH6a2lyxYcZmzPYy52Dsm09bvs-QDvrJe42MmIucIMBpIaUevdkRqIcHXrFnsB7rwsglsHr96_eL5f4l9D5xJ2LT7zC0kEINzDt4XbQYRgjLRXZV5ZMm&csui=3
https://www.google.com/search?sca_esv=cd373399a9f9352a&q=Maternity+Benefit+Act,+1961&sa=X&ved=2ahUKEwjJjozd3_WPAxWKbmwGHdrdFU8QxccNegQIWRAB&mstk=AUtExfCpx6UNm7J6IwnZBTHUK4gPUaO8VX6f7WZgBiczVHsqGLJtZ9tIKjmi8dA1oFCTdtdAavHQAYfo1totjH6a2lyxYcZmzPYy52Dsm09bvs-QDvrJe42MmIucIMBpIaUevdkRqIcHXrFnsB7rwsglsHr96_eL5f4l9D5xJ2LT7zC0kEINzDt4XbQYRgjLRXZV5ZMm&csui=3
https://www.google.com/search?sca_esv=cd373399a9f9352a&q=Payment+of+Gratuity+Act,+1972&sa=X&ved=2ahUKEwjJjozd3_WPAxWKbmwGHdrdFU8QxccNegQIZRAB&mstk=AUtExfCpx6UNm7J6IwnZBTHUK4gPUaO8VX6f7WZgBiczVHsqGLJtZ9tIKjmi8dA1oFCTdtdAavHQAYfo1totjH6a2lyxYcZmzPYy52Dsm09bvs-QDvrJe42MmIucIMBpIaUevdkRqIcHXrFnsB7rwsglsHr96_eL5f4l9D5xJ2LT7zC0kEINzDt4XbQYRgjLRXZV5ZMm&csui=3
https://www.google.com/search?sca_esv=cd373399a9f9352a&q=Unorganized+Workers'+Social+Security+Act,+2008&sa=X&ved=2ahUKEwjJjozd3_WPAxWKbmwGHdrdFU8QxccNegQIYBAB&mstk=AUtExfCpx6UNm7J6IwnZBTHUK4gPUaO8VX6f7WZgBiczVHsqGLJtZ9tIKjmi8dA1oFCTdtdAavHQAYfo1totjH6a2lyxYcZmzPYy52Dsm09bvs-QDvrJe42MmIucIMBpIaUevdkRqIcHXrFnsB7rwsglsHr96_eL5f4l9D5xJ2LT7zC0kEINzDt4XbQYRgjLRXZV5ZMm&csui=3
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Industrial Safety, Health &
Environment

Accident Prevention — Education & Enforcement

Relevant Provisions and Case Studies



Introduction

 Why Industrial Safety is critical
* Rising workplace accidents in India
e Accident prevention through Education and Enforcement



Accident Prevention Cycle

* Hazard Identification

* Training & Awareness

* Enforcement & Compliance
* Monitoring & Feedback



Accident Prevention — Education

* Induction & refresher training
* PPE usage awareness

e Posters, drills, toolbox talks

* Building a safety-first culture



Accident Prevention — Enforcement

* Implementation of labour laws

* Factory inspections & audits

* Penalties, fines, shutdown orders
e Case: LG Polymers Gas Leak (2020)



Education vs Enforcement (Comparison)

* Education - Awareness, proactive prevention
* Enforcement - Compliance, accountability

* Education may be ignored

* Enforcement may be resisted



Debate Prompt

* Which is more important in accident prevention?
* Team A: Education

* Team B: Enforcement

* Open floor discussion



Factories Act, 1948 — Key Provisions

* Sections 11-20: Health — cleanliness, ventilation, lighting

* Sections 21-41H: Safety — machine guarding, PPE, dangerous fumes
* Appointment of Safety Officers

e Section 79: Leave with wages



Workmen’s Compensation Act, 1923

* Now Employee’s Compensation Act (2017)
* Employer liability for workplace accidents
 Compensation for death & disablement

* Medical expense coverage

* Protects families of workers



Occupational Safety, Health & Working
Conditions Code, 2020

* Consolidates 13 labour laws

* Annual free health check-ups

e Safety Committees in hazardous workplaces

* Employers: Provide safe workplace, PPE, training
* Workers: Right to refuse unsafe work



Comparison of Safety Laws

* Factories Act: Health & Safety, Safety Officers, Old framework
« WCA 1923: Compensation, financial relief, reactive only
* OSH Code 2020: Modern comprehensive norms, implementation gaps



Case Study: Bhopal Gas Tragedy (1984)

e Cause: Poor safety systems, lack of training

* Weak enforcement of industrial laws

* Lessons: Need for enforcement + education

* Global impact on Indian industrial safety laws



Case Study: Bhilai Steel Plant Gas Leak (2018)

* Incident: Pipeline blast, carbon monoxide leak
* Cause: Lack of maintenance, poor safety audits
* Education Gap: No mock drills

* Enforcement Gap: Weak compliance checks

* Lesson: Need for strict audits & regular training



Case Study: LG Polymers Gas Leak (2020)

* Incident: Styrene gas leak in Vizag

* Cause: Poor storage & monitoring systems

* NGT enforced strict compliance & compensation
* Lesson: Strong enforcement + preventive training



Role Play Activity

* Scenario: Factory inspection simulation

* Roles: Safety Officer, Manager, Workers

e Task: Identify violations & suggest improvements
* Discussion on Education + Enforcement role



Case Analysis: Bhilai Steel Plant (2018)

e Students analyze incident in groups

* |dentify education and enforcement gaps
* Propose accident prevention measures

* Present group findings to class



Key Takeaways

* Education = Awareness + Skills

* Enforcement = Accountability + Compliance

* Together = Accident Prevention Culture

e Case studies prove the importance of synergy



Conclusion

* Accident prevention needs both Education and Enforcement

e Factories Act, WCA 1923, OSH Code 2020 provide framework
* Balanced approach ensures safe and sustainable workplaces

e Safe Workplaces = Education + Enforcement + Compliance



MODULE IV INDUSTRIAL SAFETY, HEALTH
AND ENVIRONMENT 6+2
Accident Prevention - Education and Enforcement,
Relevant Provisions and Factories Act, 1948 and The
Workmen‘s Compensation Act, 1923, The

Occupations, Safety, Health & Working Conditions
Code, 2020



* Industrial safety, health, and environment management aim to
protect workers, property, and the surrounding community from risks

arising in the workplace.
Accident prevention is a core part of industrial safety and is achieved

by:
* Education: Training and awareness for employees.
* Enforcement: Implementation of safety laws, rules, and penalties.



Accident Prevention Framework

* A. Education in Safety

* Training Programs: Regular sessions on handling machinery,
emergency response, use of PPE (Personal Protective Equipment).

* Awareness Campaigns: Posters, safety drills, toolbox talks.

e Skill Development: Hands-on workshops for high-risk tasks (welding,
chemical handling).

» Safety Culture: Promoting the belief that "safety is everyone’s
responsibility.”

« ¥ Example: Oil & Natural Gas Corporation (ONGC) regularly conducts
mock fire drills and safety awareness weeks.



Enforcement in Safety

* Legal Provisions:
* Factories Act, 1948 — Ensures health, safety, and welfare of workers.
* Environment Protection Act, 1986 — Protects against industrial pollution.
* Factories Amendment Bill, 2020 (draft) — Stronger norms for occupational safety.

* Regulatory Bodies:
* Directorate General Factory Advice Service & Labour Institutes (DGFASLI).
* State Factories Inspectorates.
* National Safety Council of India.

* Punitive Measures: Penalties for non-compliance, suspension of licenses,
compensation for victims.

« ¥ Example: In 2020, LG Polymers Gas Leak (Vizag, Andhra Pradesh) led to
strict National Green Tribunal (NGT) intervention, enforcing compensation
and safety compliance.



3. Integration of Education and Enforcement

* Accident prevention works best when education and enforcement go
hand in hand:

* Education builds awareness and skills.
* Enforcement ensures accountability and compliance.



4. Indian Caselet for Classroom Discussion

» Caselet: The Bhilai Steel Plant Gas Leak (2018)
* Incident: A pipeline blast released carbon monoxide, killing 11 workers and injuring several.
* Cause: Poor maintenance, lack of safety audits, and inadequate worker training.

* Education Gaps:
* Workers were unaware of proper emergency handling.
* No regular mock drills.

* Enforcement Gaps:
» Safety audits were not enforced strictly.
* Penalties imposed only after the accident.

* Learning Points:

e Continuous training could have reduced casualties.

e Stronger enforcement of maintenance rules was necessary.

* A combined approach (education + enforcement) prevents recurrence.



Classroom Activity Suggestion

* Debate: "Which is more important in accident prevention: Education
or Enforcement?”

* Role Play: Simulate a factory inspection by a safety officer.

e Case Analysis: Students propose accident prevention measures for
the Bhilai case.



The Factories Act 1948

* The Factories Act of 1948 in India is a comprehensive law that
regulates the working conditions in factories to ensure the health,
safety, and welfare of workers. Key points include mandated health
and hygiene standards, strict safety protocols for machinery,
regulated working hours with rest intervals and weekly holidays,
provisions for worker welfare facilities like drinking water and first-
aid, restrictions on the employment of young persons, and penalties
for non-compliance.



The important points of the Factories Act,

1948

Health Provisions

*Cleanliness and Hygiene: Factories
must be kept clean, with adequate
drainage, lighting, and ventilation.
*Drinking Water: Clean and readily
accessible drinking water must be
provided.

*Waste and Effluents: Adequate
arrangements must be made for the
disposal of waste and effluents.
«Sanitation: Sufficient and accessible
latrines and urinals, separate for men
and women, must be provided and
maintained.

Safety Provisions

Machinery Safety: Moving parts of
machinery must be adequately fenced to
prevent accidents.

Dangerous Machinery: Young persons are
prohibited from working on dangerous
machinery.

Emergency EXxits: Factories must have
sufficient manholes or other openings to
allow for the safe escape of

e workers in case of an emergency.



Welfare Provisions

*First Aid: Adequate first-aid appliances
and facilities must be available.
*Washing Facilities: Suitable washing
facilities must be provided for workers.
Canteens and Shelters: Larger
factories are required to provide
canteens and shelters,

«and sufficient space for dining.
*Creches: Creches must be provided
where women workers are employed.

Working Hours and Leave
*Weekly Working Hours: Adult
workers are limited to a maximum of
48 hours of work per week.

*Daily Working Hours: The
working day for an adult worker
cannot exceed nine hours.

*Weekly Holidays: Every worker
must be given a weekly holiday.
*Rest Intervals: Rest intervals must
be provided to prevent worker
fatigue



Employment of Young Persons

*Prohibition of Child Labor: The Act prohibits the employment of children below
the age of 14.

Adolescents: Strict regulations apply to the employment of adolescents, including
limits on working hours and restrictions from operating dangerous machinery.
Other Key Aspects

*Application: The Act applies to all of India.

*Registration and Licensing: Factories must be registered and licensed to
operate.

*Penalties: The Act includes provisions for penalties, such as fines and
Imprisonment, for violations.

Hazardous Processes: The Act contains specific provisions for hazardous
processes, requiring employers to take necessary measures

to prevent accidents and occupational diseases.



The Workmen‘s Compensation Act, 1923

The Workmen's Compensation Act, 1923 (now known as the
Employees' Compensation Act) provides financial compensation to
workers who suffer injury, disability, or death due to work-related
accidents or occupational diseases. The Act establishes a framework for
compensation based on the nature of the injury, the employee's wages,
and other factors, with the goal of providing a safety net for employees
and encouraging safer workplaces. A key feature is the establishment of
Commissioners to adjudicate disputes quickly and efficiently, ensuring a
simplified and accessible claims process for workers.



Key aspects of the Act

*Purpose: To provide compensation to workmen or their dependents in cases of injury, disablement, or death resulting from an accident arising out of and in
the course of employment.

*Employer's liability: Employers are liable to pay compensation for work-related injuries and occupational diseases specified in the Act.

*Definition of workman: The Act applies to a wide range of workers, including those in hazardous occupations and railway servants, but generally excludes
those whose employment is of a casual nature for the employer's trade or business.

Compensation calculation: The amount of compensation depends on factors like the nature of the injury (temporary/permanent, partial/total), the employee's
monthly wages, and a relevant factor from a schedule within the Act.



* Types of compensation:

* Death: A percentage of the deceased's monthly wages or a minimum lump
sum, whichever is higher.

* Permanent total disablement: A percentage of the monthly wage or a
minimum lump sum, whichever is higher.

* Permanent partial disablement: A certain percentage of the earnings lost due
to the injury.

 Temporary disablement: Financial compensation, up to a percentage of the
monthly wages.



* Dispute resolution: The Act establishes quasi-judicial authorities
called Commissioners to handle claims. This provides a quicker and
more accessible mechanism for resolution compared to civil courts.

* Protection for workers: The Act prohibits employers from retaliating
against employees who file a compensation claim.



* Who is eligible for compensation (dependents): Includes a widow,
minor legitimate children, widowed mother, or, in certain
circumstances, other relatives like a widower or an unmarried
daughter.

* Medical reimbursement and funeral expenses: Recent amendments
have added provisions for medical reimbursement and funeral
expenses for employees who have suffered work-related injuries.



The Occupations, Safety, Health & Working
Conditions Code, 2020

* The Occupational Safety, Health and Working Conditions (OSHWC)
Code, 2020, is a set of Indian laws designed to consolidate and
simplify regulations for worker safety, health, and working
conditions. It applies to establishments with at least 10 workers and
introduces rules like an 8-hour workday, mandates appointment
letters, requires employers to provide a hazard-free workplace and
annual health check-ups, and includes provisions for gig and platform
workers. Penalties for violations include fines up to X2 lakh and
imprisonment for up to two years



https://www.google.com/search?sca_esv=eb0ee29535a5550a&q=Occupational+Safety,+Health+and+Working+Conditions+(OSHWC)+Code&sa=X&ved=2ahUKEwjN4__IxNqQAxU1bWwGHbEtG48QxccNegQIKBAB&mstk=AUtExfCgPxuH6QZQGY1uLHk3t-vY6WFlC1y7e_Q4f5rJg32oCVZDMDwOYrvBLLckpFerxFXajCt8xmVbUlAToHCaaRu3XrL3pzGNNI7XpNWdR1q2i8-yntsonJG2mBRuHgmZUzc&csui=3

Key provisions of the OSHWC Code, 2020

*Scope of application:
Applies to establishments with 10 or more workers.

Employer duties:
*Provide a workplace free from hazards.
*Conduct free annual health examinations in notified establishments.

Inform authorities of any accident leading to death or serious injury.
*Provide welfare facilities like washing areas, lockers, and creches.



‘Employee rights and duties:
*Take care of their own health and safety.
«Comply with safety and health standards.
*Report unsafe incidents to an Inspector.
*Working hours:
*Workers are restricted to a maximum of eight hours per day and not
more than six days a week.
*Overtime for exceeding these hours is paid at twice the wage rate

*Gig and platform workers:
Allows for the creation of social security schemes for gig and platform
workers.
*These schemes can be funded by a combination of contributions from the
government and aggregators (like ride-sharing or delivery services).



Other requirements:

Mandates the issuance of appointment letters to all
employees.

*Expands the definition of a factory to include premises with
at least 20 workers using power or 40 workers without power
*Allows for the employment of women at night (between 7 pm
and 6 am) with their consent and with safety measures in
place, including transportation and well-lit facilities

‘Requires separate and clearly marked washing, bathing, and
locker facilities for men, women, transgender individuals, and
persons with disabilities



Penalties for non-compliance

Employers face fines up to X2 lakh and imprisonment
up to two years for certain violations, notes Qureos.
«Additional criminal liability may apply in cases of
serious accidents.



End of module 4



MODULE V LABOUR LEGISLATIONS
6+2
History and Development of Labour Legislations,

Unigueness and complexities in the evolution of Indian
Labour Laws. Few more Key Labour Legislations: Industrial
Establishment (Standing Orders) Act 1946. Contract Labour
Regulation and Abolition Act 1970, Payment of Wages Act

1936, Child Labour Prevention and Regulation Act, 1986,
Equal Remuneration Act 1976, Migrant Workmen Act, 1979



History and Development of Labour
_egislations

* Labour law in India originated during the British colonial era, with
early laws like the Factories Act of 1883 primarily serving British
economic interests by formalizing working conditions and making
Indian labor more expensive.

* Following independence, the Indian Constitution laid the groundwork
for worker protection through fundamental rights and directive
principles, leading to a period of rapid growth in labor legislation in
the post-independence era.

* Modern reforms have focused on consolidating numerous laws into
fewer codes for greater flexibility and ease of doing business, such as
the four labor codes enacted in recent years.


https://www.google.com/search?sca_esv=eb0ee29535a5550a&q=Factories+Act+of+1883&sa=X&ved=2ahUKEwjZv8Wkx9qQAxX0yDgGHTk9EgMQxccNegQIIxAC&mstk=AUtExfCYcyW0RJmY3IRTe3dH77VCmYV9iQtsF11JspGDJ0SlkscmFPbCLw0NxQ5RahbyskrAkmDhQAlEDaWYVdzeyhCHmEMGMi8VdRegYCgJqD2PM6kqmcacJjz7ULY5mJk0qXk&csui=3

Pre-independence era (British rule)

*Motivations:
Initial laws were created to protect the interests of British employers and the British economy. For instance, the Factories
Act of 1883 was introduced partly
due to pressure from Manchester and Lancashire textile magnates to make Indian labor more expensive.
*Key developments:
*The first stipulations for an eight-hour workday, abolition of child labor, and restriction of night work for women were
introduced.
*The Trade Dispute Act of 1929 was the first Indian statute to formally regulate the relationship between employer
and employee.
*Working-class politics began to take shape, influencing the development of more laws



https://www.google.com/search?sca_esv=eb0ee29535a5550a&q=Trade+Dispute+Act+of+1929&sa=X&ved=2ahUKEwjZv8Wkx9qQAxX0yDgGHTk9EgMQxccNegUI5gIQAQ&mstk=AUtExfCYcyW0RJmY3IRTe3dH77VCmYV9iQtsF11JspGDJ0SlkscmFPbCLw0NxQ5RahbyskrAkmDhQAlEDaWYVdzeyhCHmEMGMi8VdRegYCgJqD2PM6kqmcacJjz7ULY5mJk0qXk&csui=3

Post-independence era
«Constitutional framework:
The Constitution of India (1950) established the legal foundation for labor rights, including
provisions for social justice, fair wages, and workplace safety.
*Period of rapid growth:
The mid-1970s saw a wave of new labor legislation, spurred by industrial growth and labor
agitation.
*Influences:
*The Indian labor movement and organizations like the International Labour
Conference and Indian Labour Conference played a significant role.
Legislation on issues such as child and bonded labor became a focus, with the Child
Labour (Prohibition and Regulation) Act being passed in 1976.
*National commissions and judicial rulings also significantly shaped the legal
environment.



https://www.google.com/search?sca_esv=eb0ee29535a5550a&q=International+Labour+Conference&sa=X&ved=2ahUKEwjZv8Wkx9qQAxX0yDgGHTk9EgMQxccNegUI6gIQAQ&mstk=AUtExfCYcyW0RJmY3IRTe3dH77VCmYV9iQtsF11JspGDJ0SlkscmFPbCLw0NxQ5RahbyskrAkmDhQAlEDaWYVdzeyhCHmEMGMi8VdRegYCgJqD2PM6kqmcacJjz7ULY5mJk0qXk&csui=3
https://www.google.com/search?sca_esv=eb0ee29535a5550a&q=Indian+Labour+Conference&sa=X&ved=2ahUKEwjZv8Wkx9qQAxX0yDgGHTk9EgMQxccNegUI6gIQAg&mstk=AUtExfCYcyW0RJmY3IRTe3dH77VCmYV9iQtsF11JspGDJ0SlkscmFPbCLw0NxQ5RahbyskrAkmDhQAlEDaWYVdzeyhCHmEMGMi8VdRegYCgJqD2PM6kqmcacJjz7ULY5mJk0qXk&csui=3
https://www.google.com/search?sca_esv=eb0ee29535a5550a&q=Child+Labour+(Prohibition+and+Regulation)+Act&sa=X&ved=2ahUKEwjZv8Wkx9qQAxX0yDgGHTk9EgMQxccNegUI6QIQAQ&mstk=AUtExfCYcyW0RJmY3IRTe3dH77VCmYV9iQtsF11JspGDJ0SlkscmFPbCLw0NxQ5RahbyskrAkmDhQAlEDaWYVdzeyhCHmEMGMi8VdRegYCgJqD2PM6kqmcacJjz7ULY5mJk0qXk&csui=3

Modern reforms

*Consolidation and simplification:

In recent decades, the Indian government has consolidated many existing labor laws to
simplify the regulatory framework and make it easier to do business.

eLabor codes:

A significant reform was the codification of 29 labor laws into four labor codes: the Code on
Wages, the Code on Industrial Relations, the Code on Occupational Safety, Health and
Working Conditions, and the Code on Social Security.

*Focus:

These modern reforms aim to strike a balance between protecting worker rights and
promoting economic growth through increased flexibility.



https://www.google.com/search?sca_esv=eb0ee29535a5550a&q=Labor+codes&sa=X&ved=2ahUKEwjZv8Wkx9qQAxX0yDgGHTk9EgMQxccNegUIvwIQAQ&mstk=AUtExfCYcyW0RJmY3IRTe3dH77VCmYV9iQtsF11JspGDJ0SlkscmFPbCLw0NxQ5RahbyskrAkmDhQAlEDaWYVdzeyhCHmEMGMi8VdRegYCgJqD2PM6kqmcacJjz7ULY5mJk0qXk&csui=3
https://www.google.com/search?sca_esv=eb0ee29535a5550a&q=Code+on+Wages&sa=X&ved=2ahUKEwjZv8Wkx9qQAxX0yDgGHTk9EgMQxccNegUI2AIQAQ&mstk=AUtExfCYcyW0RJmY3IRTe3dH77VCmYV9iQtsF11JspGDJ0SlkscmFPbCLw0NxQ5RahbyskrAkmDhQAlEDaWYVdzeyhCHmEMGMi8VdRegYCgJqD2PM6kqmcacJjz7ULY5mJk0qXk&csui=3
https://www.google.com/search?sca_esv=eb0ee29535a5550a&q=Code+on+Industrial+Relations&sa=X&ved=2ahUKEwjZv8Wkx9qQAxX0yDgGHTk9EgMQxccNegUI2AIQAg&mstk=AUtExfCYcyW0RJmY3IRTe3dH77VCmYV9iQtsF11JspGDJ0SlkscmFPbCLw0NxQ5RahbyskrAkmDhQAlEDaWYVdzeyhCHmEMGMi8VdRegYCgJqD2PM6kqmcacJjz7ULY5mJk0qXk&csui=3
https://www.google.com/search?sca_esv=eb0ee29535a5550a&q=Code+on+Occupational+Safety,+Health+and+Working+Conditions&sa=X&ved=2ahUKEwjZv8Wkx9qQAxX0yDgGHTk9EgMQxccNegUI2AIQAw&mstk=AUtExfCYcyW0RJmY3IRTe3dH77VCmYV9iQtsF11JspGDJ0SlkscmFPbCLw0NxQ5RahbyskrAkmDhQAlEDaWYVdzeyhCHmEMGMi8VdRegYCgJqD2PM6kqmcacJjz7ULY5mJk0qXk&csui=3
https://www.google.com/search?sca_esv=eb0ee29535a5550a&q=Code+on+Social+Security&sa=X&ved=2ahUKEwjZv8Wkx9qQAxX0yDgGHTk9EgMQxccNegUI2AIQBA&mstk=AUtExfCYcyW0RJmY3IRTe3dH77VCmYV9iQtsF11JspGDJ0SlkscmFPbCLw0NxQ5RahbyskrAkmDhQAlEDaWYVdzeyhCHmEMGMi8VdRegYCgJqD2PM6kqmcacJjz7ULY5mJk0qXk&csui=3

Uniqueness and complexities in the evolution
of Indian Labour Laws

* The evolution of Indian labour laws is unique and complex due to a blend of its colonial legacy, post-independence constitutional
Icorpr|m'gments to social justice, economic liberalisation, a vast informal sector, and a dual framework of central and state
egislation.

Uniqueness in Evolution

* Colonial Influence with Protectionist Intent: Early labour laws in British India (e.g., Factories Act of 1881) were often enacted due to
pressure from British manufacturers who sought to raise labour costs in India to reduce competition with their home industries,
rather than purely for worker welfare. This, however, incidentally benefited Indian workers and laid a foundational legal framework.

* Constitutional Mandate for Social Justice: Post-independence laws were heavily shaped by the Indian Constitution's Preamble,
Fundamental Rights, and Directive Principles of State Policy (DPSP). These enshrined principles like "equal pay for equal work"
(Article 39(d)) and protection against forced labour (Article 23), leading to a pro-worker, welfare-oriented legislative approach.

* Active Judicial Interpretation: The Indian judiciary has played a unique and significant role in expanding the scope of labour rights,
often interpreting constitutional provisions to include rights such as the "right to a living with human dignity" (linked to Article 21)
and encompassing issues like minimum wages and the conditions of contract labour.

* Influence of the Freedom Struggle: The Indian nationalist movement and trade union movements were closely linked, creating a
strong political alliance that pressured the colonial government for reforms and ensured that worker rights became a core part of
the post-independence national policy.

* Tripartite Consultations: Labour policy in India has evolved through extensive tripartite consultations involving government,
Smplé)yers, and trade unions, aiming to balance industrial peace with worker welfare, a model that has guided policy decisions for
ecades.



Complexities and Challenges

* Dual Legislative Framework: Labour is a subject on the Concurrent
List of the Constitution, meaning both Central and State governments
can enact laws. This has resulted in a plethora of overlapping laws,
with varying definitions and compliance requirements across different
states, creating significant complexity for businesses operating
nationwide.

 Vast Informal Sector: Over 90% of India's workforce operates in the
informal sector, which historically has been largely excluded from the
purview of many formal labour law protections. Extending social
security and basic rights to this segment remains a major challenge



*Rigidity vs. Flexibility Debate: A persistent complexity has been the tension between ensuring job
security for permanent workers (with stringent dismissal and retrenchment rules) and the industry's
demand for greater labour market flexibility, particularly following the 1991 economic liberalisation.
sImplementation and Enforcement Gaps: Despite a comprehensive legal framework, implementation
and enforcement have been weak due to a lack of resources, low awareness among both employers and
workers, and a slow judicial process. The system has at times been criticised for "Inspector Raj"
(excessive bureaucratic oversight) while still failing to ensure universal compliance.

*Rise of the Gig Economy: The emergence of platform and gig workers presents a new complexity, as
these workers often fall outside traditional employer-employee relationships. Recent reforms, such as the
Code on Social Security, 2020, have started to address this, but the regulatory framework is still
evolving.

The recent consolidation of over 40 existing laws into four comprehensive Labour Codes (Code on
Wages, Industrial Relations Code, Code on Social Security, and Occupational Safety, Health, and
Working Conditions Code) is the latest attempt to simplify this complex landscape, though concerns and
iImplementation hurdles persist.



Industrial Establishment (Standing Orders) Act
1946

* The Industrial Employment (Standing Orders) Act, 1946 requires
employers in industrial establishments with 100 or more workers to
formally define and uniformly apply conditions of employment. It aims to
minimize exploitation, prevent discriminatory practices, and foster
harmonious relations between employers and workmen.

* 1. Applicability & Scope

 Employee Threshold: Applies to establishments or factories employing 100
or more workmen (though "Appropriate Governments" can lower this
threshold for specific units). [1, 2]

* Exemptions: Excludes establishments covered by the government's
Fundamental and Supplementary Rules, Civil Services Classification, or
similar specific acts.


https://www.lawrbit.com/article/standing-orders-in-india-scope-objectives-and-its-applicability/
https://www.scribd.com/document/635732455/THE-INDUSTRIAL-EMPLOYMENT-2

2. Key Objectives
* Define terms of employment with sufficient precision.
* Bring uniformity to the conditions of service.

* Provide a clear right for employees to know the rules, working hours, and
disciplinary procedures. [1, 2, 3]

e 3. Certification Process

* Draft Submission: Within 6 months of the Act applying to an establishment, the
employer must submit 5 copies of draft standing orders to the Certifying Officer. [1]

* Review & Approval: The Officer forwards a copy to the trade union/workers’
Ee]presentatives. After hearing objections, the Officer modifies/certifies the draft. [1,

* Appeals: Either party can appeal the decision to the Appellate Authority within 30
days of certification. [1]

* Enforcement: Certified standing orders come into operation upon the expiry of 7
cziagis from filing the authenticated copies, or 7 days from the appellate decision. [1,


https://blog.ipleaders.in/the-industrial-employment-standing-orders-act-1946/
https://egyankosh.ac.in/bitstream/123456789/6930/1/Unit-16.pdf
https://www.scribd.com/document/635732455/THE-INDUSTRIAL-EMPLOYMENT-2
https://www.scribd.com/document/458828331/240719110-Standing-Orders-Labour-Law-Project-doc
https://www.slideshare.net/slideshow/standing-orders-act-1946/9641652
https://www.indiacode.nic.in/bitstream/123456789/20572/1/the_industrial_employment.pdf
https://www.scribd.com/document/406181512/14906801562-Industrial-Employment-Standing-Orders-Act-1946
https://clc.gov.in/clc/sites/default/files/Industrial Employment (Standing Orders) Act, 1946_1.pdf
https://www.scribd.com/document/406181512/14906801562-Industrial-Employment-Standing-Orders-Act-1946
https://www.lawrbit.com/article/standing-orders-in-india-scope-objectives-and-its-applicability/

e 4, Matters Covered in Standing Orders (The Schedule)
 Certified orders must cover: [1, 2, 3]

* Classification of workmen (Permanent, temporary, probationers,
apprentices, or badlis).

* Working hours, holidays, pay-days, and wage rates.

 Shift working.

* Attendance and late-coming.

* Leave and holiday application procedures.

* Termination of employment and notice periods.

* Acts constituting misconduct and rules for suspension or dismissal


https://gyansanchay.csjmu.ac.in/wp-content/uploads/2022/10/Industrial-employment-standing-order-act-CSJM.pdf
https://www.youtube.com/watch?v=Vi8nLeXosKw&t=1
https://www.scribd.com/document/406181512/14906801562-Industrial-Employment-Standing-Orders-Act-1946

e 5. Essential Provisions & Modifications

* Subsistence Allowance: If a worker is suspended pending an inquiry,
the employer is legally obligated to pay a subsistence allowance (as
per Section 10A). [1, 2]

* Modifications: Standing orders cannot typically be modified within 6
months of their last certification unless both employer and workmen
mutually agree. [1, 2]

* Enforceability: Modifications go into operation 7 days after copies are
sent to the certifying officer. [1, 2, 3]


https://clc.gov.in/clc/sites/default/files/Industrial Employment (Standing Orders) Act, 1946_1.pdf
https://www.lawrbit.com/article/standing-orders-in-india-scope-objectives-and-its-applicability/
https://clc.gov.in/clc/sites/default/files/Industrial Employment (Standing Orders) Act, 1946_1.pdf
https://www.indiacode.nic.in/bitstream/123456789/20572/1/the_industrial_employment.pdf
https://clc.gov.in/clc/sites/default/files/Industrial Employment (Standing Orders) Act, 1946_1.pdf
https://www.slideshare.net/slideshow/standing-orders-act-1946/9641652
https://www.indiacode.nic.in/bitstream/123456789/20572/1/the_industrial_employment.pdf

Contract Labour Regulation and Abolition Act 1970

 The Contract Labour (Regulation and Abolition) Act, 1970 prevents the exploitation of
contract workers. It applies to any establishment or contractor employing 20 or more
workers. It mandates the registration of principal employers, licensing of contractors, and
guarantees fair wages and welfare facilities like canteens and first aid.

* Here are the key notes organized for a presentation:

e 1. Objectives of the Act

* Regulate the employment of contract labor.

* Abolish contract labor in certain core/perennial circumstances.

* Prevent exploitation regarding wages, job security, and working conditions. [1, 2, 3]
e 2. Applicability & Thresholds

* Applies to every establishment employing 20 or more contract workers on any day of the
preceding 12 months.

* Applies to every contractor employing 20 or more workmen.

* Exemptions: Does not apply to establishments where work is of an intermittent or casual
nature (unless it spans more than 120 days/year). [1, 2]


https://www.scribd.com/presentation/137042185/Contract-Labour-R-A-Act-1970-ppt
https://www.slideshare.net/slideshow/contract-labour-regulation-and-abolition-act-1970-pptpptx-260259700/260259700
https://www.slideshare.net/slideshow/contractlabouractppt/255261632
https://www.slideshare.net/slideshow/contractlabouractppt/255261632
https://www.academia.edu/30305922/Contract_Labour_Regulation_and_Abolition_Act

* 3. Key Definitions

 Workman: Any person hired to do skilled, unskilled, manual, or
supervisory work, excluding those in managerial or administrative
roles.

e Contractor: A person who undertakes to produce a given result for the
establishment through contract labor, or supplies labor for the work.

* Principal Employer: The head of the establishment or factory where

* 4. Registration & Licensing

* Registration: Every principal employer must obtain a Certificate of
Registration from the appropriate Government.

* Licensing: Contractors cannot undertake or execute any work through
contract labor without a valid License. [1, 2]


https://www.rostrumlegal.com/labour-law-notes-and-study-material/
https://www.scribd.com/document/882548438/unit2
https://www.slideshare.net/slideshow/concept-27172252/27172252
https://www.comply360.in/labor-law-library/wp-content/uploads/2024/02/Abstract-Of-The-Contract-Labour-Regulation-And-Abolition-Act-1970-And-The-Contract-Labour-Regulation-And-Abolition-Central-Rules-1971-English-Version-2.pdf
https://ruralindiaonline.org/bn/library/resource/the-contract-labour-regulation-and-abolition-act-1970/
https://www.slideshare.net/slideshow/contract-labour-act-1970pptx/256199881
https://www.academia.edu/30305922/Contract_Labour_Regulation_and_Abolition_Act

5. Welfare & Health Facilities
Canteens: Mandatory if employing 100 or more contract workers.

Rﬁct Rooms: Required if workers are required to halt overnight or work multiple
shifts.

Basic Necessities: Adequate supply of wholesome drinking water, latrines, and
washing facilities.

First Aid: Accessible first-aid boxes equipped with prescribed contents during
working hours. [1]

6. Responsibilities & Penalties

Payment of Wages: The contractor must pay wages before the prescribed date, and
the principal employer is responsible for ensuring this payment is made in the
presence of their authorized representative.

gfnaltles Violations can lead to imprisonment for up to 3 months and/or fines. [1,


http://elearning.nokomis.in/uploaddocuments/Industrial Relations. & Labour laws/Chp.15 The Contract Labour (Regulation And Abolition) Act 1970/PPT/Chapter 15.pdf
https://www.academia.edu/30305922/Contract_Labour_Regulation_and_Abolition_Act
https://www.slideshare.net/slideshow/hrd-clra-act/36057222

Payment of Wages Act 1936

* The Payment of Wages Act, 1936, regulates wage disbursement for
employees in India to prevent arbitrary fines, unauthorized
deductions, and delayed payments. It applies to workers earning up
to Rs. 24,000 per month and ensures fair compensation. [1, 2, 3, 4]

* 1. Applicability & Scope

* Coverage: Applies to the whole of India. It covers persons employed
in factories, railways, industrial establishments, mines, and
plantations.

* Wage Limit: Employees earning a monthly wage of Rs. 24,000 or
more are generally excluded from the protective scope of the Act. [1,
2, 3]


https://cleartax.in/s/payment-of-wages-act
https://www.py.gov.in/sites/default/files/labour-wages.pdf
https://vakilsearch.com/article/payment-of-wages-act-1936-india/
https://www.myndsolution.com/glossary/payment-of-wages-act-1936/
https://clc.gov.in/clc/acts-rules/payment-wages-0
https://www.ramauniversity.ac.in/online-study-material/fcm/mba/iiisemester/laborlegislation/lecture-18.pdf
https://vakilsearch.com/article/payment-of-wages-act-1936-india/

2. Time of Payment (Section 5)
*Wage Period: Employers must fix wage periods (e.g., daily,
weekly, or monthly), which cannot exceed 1 month. [1, 2, 3, 4]
Deadline:
*Establishments with less than 1,000 workers: Wages must be
paid before the expiry of the 7th day after the wage period
ends.
Establishments with 1,000 or more workers: Wages must be
paid before the expiry of the 10th day. [1]
*Termination: If an employee's employment is terminated, all
earned wages must be paid within 2 working days. [1]


https://www.scribd.com/presentation/840500640/ICSI-Executive-Group-1-Paper-3-SBILL-Lesson-18-1-Payment-of-Wages-Act-1936
https://www.slideshare.net/slideshow/payment-of-wages-act-1936-india/251792490
https://vakilsearch.com/article/payment-of-wages-act-1936-india/
https://clc.gov.in/clc/acts-rules/payment-wages-0
https://vakilsearch.com/article/payment-of-wages-act-1936-india/
https://ihrpchumanrights.com/rights/labour-laws-wages-act

* 3. Mode of Payment (Section 6)
* Wages must be paid in current coin, currency notes, or both.

* With the worker's written authorization, payments can be made via
cheque or directly credited to their bank account. [1]


https://www.slideshare.net/slideshow/the-payment-of-wages-act-1936-69633688/69633688

* 4. Permissible Deductions (Section 7)

* Employers cannot make unauthorized deductions. Legal deductions under
the Act are limited to: [1]

* Fines: Requires prior state government approval and must not exceed 3%
ordth[e ezn?ployee's wages. It cannot be levied on employees under 15 years
ola. |1, 2

* Absence from Duty: Deduction proportional to the period of absence. [1]

* Amenities/Services: For housing or services authorized by the state
government. [1]

* Advances & Loans: Recovery of advances, including interest, or
adjustments for overpayment of wages. [1]

e Statutory Deductions: Income tax, provident fund, or payments ordered
by a court. [1, 2, 3, 4]

* Co-operative Societies/Insurance: Payments authorized in writing by the
employee for approved insurance schemes or co-operative societies.


https://rskr.irimee.in/sites/default/files/PAYMENT OF WAGES ACT-CPN.pdf
https://vakilsearch.com/article/payment-of-wages-act-1936-india/
https://clc.gov.in/clc/acts-rules/payment-wages-0
https://vakilsearch.com/article/payment-of-wages-act-1936-india/
https://rskr.irimee.in/sites/default/files/PAYMENT OF WAGES ACT-CPN.pdf
https://rskr.irimee.in/sites/default/files/PAYMENT OF WAGES ACT-CPN.pdf
http://rajconjnd.com/xl-rajconsultancy/upload/pdf/rajconjnd-8900.pdf
https://www.scribd.com/document/888495273/Section-7-of-the-Payment-of-Wages-Act-1936
https://supremetoday.ai/issue/supreme-court-salary-deduction-without-permission
https://rskr.irimee.in/sites/default/files/PAYMENT OF WAGES ACT-CPN.pdf

e 5. Enforcement & Penalties

* The Authority: State governments appoint a "Payment of Wages
Authority" to hear and decide claims regarding delayed or withheld
wages. Claims must be filed within 12 months from the date the wage
became due. [1, 2, 3]

* Penalties: Employers who violate the provisions (e.g., making
unlawful deductions or delaying payments) are liable to pay fines
ranging from Rs. 1,500 to Rs. 7,500 for the first offense. [1, 2]


https://www.py.gov.in/sites/default/files/labour-wages.pdf
https://vakilsearch.com/article/payment-of-wages-act-1936-india/
https://www.slideshare.net/slideshow/payment-of-wages-act-1936-india/251792490
https://www.keka.com/compliance/acts/payment-of-wages-act-1936
https://www.indiacode.nic.in/bitstream/123456789/20359/1/payment_of_wages_act_1936.pdf

Child Labour Prevention and Regulation Act, 1986

* The Child Labour (Prohibition and Regulation) Act, 1986, prohibits the employment
of children below 14 years in specified hazardous occupations and regulates their
working conditions in others. Significantly amended in 2016 to align with the RTE
Act, it now strictly bans child employment in all occupations.

* Key Provisions & Amendments

* Age Classification: Defines a "child" as anyone under 14 and an "adolescent" as
anyone between 14 and 18 years old. [1, 2]

 Complete Prohibition (Below 14): Children are prohibited from working in any
occupation or process, with limited exceptions for family businesses or child-artist
roles (provided it does not interfere with school). [1, 2, 3, 4, 5]

* Regulation for Adolescents (14—-18): Adolescents cannot be employed in hazardous
occupations. If they work in non-hazardous roles, their hours are capped at 6 hours
a day, and they cannot work between 7 PM and 8 AM

* Stricter Penalties (2016 Amendment): Employers face imprisonment (6 months to
2 years) and fines ranging from 20,000 to X50,000. Employing children in
hazardous work is a cognizable offense. [1, 2, 3, 4, 5]


https://byjus.com/free-ias-prep/child-labour-prohibition-act/
https://childsafety.cgpolice.gov.in/assets/img/resource/Chil-Labour-Act-1986_English.pdf
https://www.indiacode.nic.in/bitstream/123456789/11220/1/child_labour_(regulation_and_abolition)_act,_1986.pdf
https://blog.ipleaders.in/child-labour-prohibition-regulation-act-1986/
https://byjus.com/free-ias-prep/child-labour-prohibition-act/
https://childsafety.cgpolice.gov.in/assets/img/resource/Chil-Labour-Act-1986_English.pdf
https://prsindia.org/files/bills_acts/bills_parliament/2012/Comparison with the Bill, SC Recommendations and 2015 amendments.pdf
https://childlabour.karnataka.gov.in/5/about-us/en
https://www.facebook.com/airnewsalerts/posts/the-child-adolescent-labour-prohibition-regulation-act-1986-prohibits-children-f/787408946916142/
https://www.shankariasparliament.com/current-affairs/velpur-model-of-eradication-of-child-labour
https://clc.gov.in/clc/acts-rules/child-labour-prohibition-and-regulation-act-1986
https://childsafety.cgpolice.gov.in/assets/img/resource/Chil-Labour-Act-1986_English.pdf

Equal Remuneration Act 1976

* The Equal Remuneration Act of 1976 is an Indian labor law mandating
equal pay for equal work and prohibiting gender discrimination in
recruitment, training, promotions, and working conditions. It ensures
men and women receive the same remuneration for work of a similar
nature, honoring Article 39 of the Indian Constitution.



Objective and Application

*Core Principle: "Equal pay for equal work" regardless of
gender.

Constitutional Basis: Fulfills Article 39(d) of the Directive
Principles of State Policy, which ensures men and women
have the right to equal means of livelihood and equal pay.
*Applicability: Applies to all establishments and
employments across India, covering both the public and
private sectors.

*Exceptions: The Act allows for the prohibition or restriction
of women's employment in specific hazardous industries for
their safety. [1, 2, 3, 4]


https://blog.ipleaders.in/equal-remuneration-act-1976/
https://www.sgcms.com/equal-remuneration-act-1976/
https://www.freelaw.in/legalarticles/Equal-Remuneration-Act-1976
https://www.youtube.com/watch?v=vc9n5eeoiJ4&t=43

* Key Provisions

* No Discrimination: Employers cannot discriminate against women
during recruitment, job allocation, transfers, training, or promotions.

* Equal Remuneration: Remuneration (salary, wages, or other
allowances in cash or kind) must be uniform for similar work.

* Downward Wage Adjustment: An employer cannot reduce the pay of
any worker to achieve equality with the opposite sex



* Employer Obligations

* Maintained Registers: Employers must maintain specific registers and
documents detailing the work, wages, and other particulars of their
employees. [1]

* Advisory Committees: The appropriate government is required to
constitute advisory committees, with at least 50% representation of
women, to advise on providing increasing employment opportunities
for women. [1]


https://www.scribd.com/document/634600022/Untitled
https://www.scribd.com/document/634600022/Untitled

 Compliance and Penalties

* The appropriate authority (usually state or central
labour commissioners) handles enforcement and
dispute resolution. Employers who fail to maintain
registers or violate the law face penalties, fines, or
iImprisonment.



Migrant Workmen Act, 1979

* The Inter-State Migrant Workmen (Regulation of Employment and Conditions of

Service) Act, 1979, regulates the recruitment and employment conditions of
inter-state migrant laborers in India. It mandates registration of establishments,
licensing of contractors, and guarantees fair wages, journey allowances, and
adequate housing for workers. [1, 2, 3]

Key Provisions & Applicability

Applicability: Applies to every establishment and contractor that employs or
recruil;cs 5[10r2r]nore inter-state migrant workmen on any day of the preceding 12
months. [1, 2

Registration of Establishment: Principal employers must register their
establishments with the appropriate government authorities. [1, 2]

Licensing of Contractors: Contractors must obtain a license from the licensing
officer to recruit workers from one state and deploy them to another. [1]


https://clc.gov.in/clc/acts-rules/inter-state-migrant-workmen
https://www.scribd.com/document/438808995/Interstate-Migrant-Workmen-Act-1979
https://www.slideshare.net/slideshow/inter-state-migrant-workmenregulation-and-conditions-of-services/238863984
https://www.scribd.com/document/595636720/Inter-state-Migrant-Workmen-Act-1979
https://lawbhoomi.com/inter-state-migrant-workers-act/
https://www.indiacode.nic.in/bitstream/123456789/13209/1/the_inter-state_migrant_workmen_regulation_of_employment_and_conditions__of_service_act_1979.pdf
https://www.scribd.com/presentation/713724174/THE-INTER-STATE-MIGRANT-WORKMEN-REGULATION-OF
https://lawbhoomi.com/inter-state-migrant-workers-act/

* Rights & Entitlements

* Wages: Migrant workers are entitled to wages equal to those of local
workers, or the minimum wages fixed under the Minimum Wages Act,
1948, whichever is higher. [1, 2]

* Allowances: Workers are eligible for a displacement allowance and a
journey allowance (to and from their home state). [1, 2]

* Basic Amenities: Contractors are responsible for providing suitable
residential accommodation, medical facilities, protective clothing, and
free drinking water. [1, 2, 3, 4]

* Passbook: Contractors must issue a passbook to every migrant workman
detailing the nature of employment, wages, and other conditions.


https://www.scribd.com/document/438808995/Interstate-Migrant-Workmen-Act-1979
https://lawbhoomi.com/inter-state-migrant-workers-act/
https://www.scribd.com/presentation/408609501/The-Inter-state-Migrant-Workmen-Regulation-of-Employment
https://www.scribd.com/document/438808995/Interstate-Migrant-Workmen-Act-1979
https://www.studocu.com/in/document/kle-societys-law-college/ballb/inter-state-migrant-workmen-act-1979-overview-and-key-provisions/130011317
https://www.slideshare.net/slideshow/inter-state-migrant-workmenregulation-and-conditions-of-services/238863984
https://www.scribd.com/document/438808995/Interstate-Migrant-Workmen-Act-1979
https://www.scribd.com/presentation/408609501/The-Inter-state-Migrant-Workmen-Regulation-of-Employment

* Responsibilities of Principal Employers

* |If a contractor fails to provide the prescribed wages or
facilities, the principal employer is legally obligated to
provide them and can deduct the cost from the
contractor's payments



Thank you



