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OBJECTIVES 

After studying this unit you sliould be able to: 
@ provide an overview of labour legislation in India; 
@ explaill the provisiolls of Factories Act; 

enumerate the provisions of laws relating to wages atid bonus; 
@ outline the coverage of laws bearing on social security of  workers; 
@ describe the provisions of laws aimed a t  regulating industrial relations in India; and 
@ explain the concept of  workers' participation in management and the various 

schemes introduced in India for such participation. 

8.1 INTRODUCTION 

You have learnt about the basic business laws, the Companies Act, the environment 
protection laws and the other corporate laws like IDR Act, MRTP Act. Competition 
Act, etc. which regulate the working of business firms in India. Another ilnpoltant 
colnponent of legal environment is the laboi~r legislation which refers to all measures 
that may extend statutory recognition to the interest of labour. In India, such legislative 
measures include laws enacted by the Parliament and the State legislatures, numbering 
about 150. These include laws relating lo factories and specific industries, wages and 
bonus, social security, and trade unions and industrial relations. In this unit you will 
have an overview of these laws and learn about the provisions of some important 



cnncInie~lts in detail. In addition, you will learn about the concept of workers' 
participation in management and its worlting in practice. 

8.2 LABOUR LEGISLATION IN INDIA : AN 
OVERVIEW 

l'he scope and coverage of labour legislation happen to be very wide and overlapping. 
?'he earliest legislation, the Factories Act, dates back to 188 1 which mainly related to 
the conditions of employment of children. It was alnendecl in 1891, 191 1 ,  and 1934 by 
adding with more comprehensive clauses, and finally inore radical chaliges were 
illtroduced in the Act passed in 1948. The number of enactments relating to labour 
niultiplied over time and thib lrend continued afLer independence. Classified on the 
basis of  their focus on particular aspect of workers' interest, the various laws ]nay be 
discussed as (a) laws relating to factories and specific industsics for health, sefely and 
welfare of worlce~.~, (b) laws relating to wages and bonus, (c) relating to socittl 
security, and (d) laws relating to trade unions and industrial relations. Let us l~ave an 
overview of different categories of such laws before we discuss the provisions of a few 
important laws in detail. 

Laws relating to factories a ~ ~ c l  specific industries : All manufacturing establishments 
in India are required to provide for health, safety and welfare or  worlters ~ ~ n d e r  Lhe 
Factories Act, 1948. This Act also covers aspects like worlting hours, leave with pay, 
and elnployment of young persons. 'Then, tliere are laws which relate to specific 
ind~~str ics  to talte care of their pec~~ l i a r  needs. The Mines Act, 1952, for example; 
s eq~~ i re s  the 111inc owners to providc for drinking water, conservancy ancl first aid for 
employees as also cr8cl1es in rnines employing women. Additional facilities such as an 
ambulance room under the charge of a qualified medical practitioner for every mine 
employing 500 or more persons, a shelter for taltingfood and rest by employees where 
a mine elnpfoys 150 persons or Inore, or a canteen, where there are 250 or Inore 
employees are also to  be provided. Similarly, under the Plantations Laboilr Act, 1961, 
provision of drinking water, conservancy, niedical facilities, canteen, crkche, 
recreational facilities, ~lmbrell;ls, blanltcts and raincoats have been made statutory 
requireme~~ts. Certai11 welfare amenities oi~tside the workplace Ilavl: also been made 
obligatory in the case oi'plantation worlters, such as housing, educational and medical 
racacilities. The working and service conditions of dock worltcrs are regulated by the 
Indian Dock Laborurers Act, 1934 and Dock Worlters (regulation of Lmploylnent Act, 
1984. 

The elnployees of transport undertakings have their working and service condit io~~s 
regulated by specific laws like Indian Railways Act, 1930; Indian Merchant Shippitlg 
Act, 1973; Motor Vehicles Act, 1939; and Motor Transport .Workers Act, 1961 which 
ensures provision of  canteens, rest rooms, uniform 11o~u.s of worlc, leave rules and other 
service conditions. For wage earners el~iployed in shops, commercial establishments 
(including insurance and banking companies), restaurants, theatres, cinemas, etc. there 
are state laws which provide for rules relating to opening and closing h o ~ ~ r s ,  working 
hours, rest intervals, spread over, overtinie rates and weeltly 1101 idays. The Contract 
Labour and (Regulation and Abolition) Act, 1970 governs the elnplaylnent of  workers 
by contractors for casual or seasonal work. The provisio~~s of the Act are aitued a t  
abolishing the system of contract labour ill perennial operations and regulating it in 
other cases. The service conditions of working journalists and employees of newspaper 
establishme~lt are regulated as  per the Working Journalists and Other Newspaper 
Elnployees (Conditions of  Service) Miscellaneous Provisions Act, 1955. 



Laws relating to wages and bonus: An important legislation bearing on pay~nent of 
wages is the Payment of Wages Act, 1936, which applies to e~nployees in factories, 
industrial or other establislimcnts and railways. It covers at1 those workers who draw 
less than one thousand and six hundred rupees a month. The main purpose of this Act 
is to ensure regular and timely payment of wages, to prevent unauthorized deductions 
being made from wages, and arbitrary fines being imposed on the employees. Another 
legislation, the Minimum Wages Act, 1948 enables the Central and State Government 
to fix lninimu~n rates of wages payable to workers e~nployed in selected 'sweated 
industries' like woolen, carpet making or shawl weaving establishment, rice mill, flour 
mill, dal mill, oil mill, as well s employees under any local authority. Under the 
Payment ofBonus Act, 1965, e~nployers have been made liable to pay bonus to persons 
employed in factories and every other establishment in which 20 or more persons are 
employed and drawing upto Rs. 3,500 per month. Then, to avoid discrimination on the 
ground of sex, the Equal Remuneration Act, 1976 provides for payment of equal 
remu~ieration to inale ancl fernale workers for the same work or work of a similar 
nature. It also seeks to prevent any discrimination in matters of employment, 
pro~llotion, training and transfer, 

Laws relating to social security : Laws relating to social security of workmen contain 
provisions relating to cases of e~nploy~nent injury, mater~~ity benefit, sickness, as well 
as eventualities of old age and ~~nemployment. The Workmen's Compensation Act, 
1923 inclnde pravisio~is for payment of compensation by employers to workmen and 
their dependents for personal injury caused by accidents arising out of, and in course 
of, elnploy~nent and for death or disablelnent as a result of occupational diseases. 
Maternity benefits for women employees have been provided i n  the Central Maternity 
Benefit Act, 1961, a ~ ~ d  State laws, which apply to factories, mines and plantations. 
Provisions have been made in these laws for payment of cash maternity benefit, 
before and after confinement, grant of leave and other benefits like payment of medical 
bonus, free medical aid, etc. The Employees' State Insurance Act, 1948, which governs 
the Elnployees State Insurance Scberne (ESI Sclie~ne), applies to all employees of non- 
seasonal fictories whose aggregate remuneration does not exceed Rs. 6,500 per month. 
The ESI Scheine provides for a number of benefits like free niedical treatment for 
sick~less and e~nployment injury, free maternity care for women employees, casll 
disablement benefit if the disability from Injury is for Inore than seen days, life pension 
in the case of permanent disablement, pension for the family or dependents in the case 
of fatal i~ijury. 

The Employees Provideot Fund and Miscellaneous Provisions Act, 1952, is another 
legislation relating to social security. It provides protection to workers against the risks 
of old age, retirement, discharge, retrenchment of death, and applies to factories and 
estnblish~nents falling wder and iiotified indi~stry employing 20 or more employees. 
There is another enactment called Payment OF Gratuity Act, 1972 which provides for 
the payment of gratuity, a relirernent benefit to the employees for long years of faithful 
service. Yet another type of benefit provided for workers is the payment of 
compensation in the event of lay off retrenchment, closure and transfer of undertakings. 
The relevant provislons are made iu the Industrial Disputes Act, 1947. 

Laws Relsltirig to trade upions and industrial relations : A trade union, in law, 
means any combinatiori formed for the purpose of regulating the relations between 
workmen and employers, or between workmen and workmen, or between employers 
and employers. But as n part of the industrial environment, trade unions are generally 
referred to as organisations of workers formed to promote and protect their interests by 
collective action. The Indian Trade Unions Act, 1926, is a landmark in the history of 



trade union movement in India. It is by virtue of its provisions that trade i~nions have a 
legal status and tlieir officers and members enjoy im~nunity against civil and criminal 
liability for concerted action. The Act lays down the rights and liabilities of registered 
trade union and regulates their functions. Another important enactn~ent covering all 
important issues bearing on industrial relations is the Industrial Disputes Act, 1947. It 
is aillied at prevention and settlement of indusial disputes expeditiously, and provides 
for works co~nlnittees to be constituted in every industrial establish~nent with equal 
rlil~nber of representatives of  workmen and employers, to proniote to measures for 
securing and preserving amity and good relations between the e~nploycr and workmen. 
Provision is also made for Central and State governments to appoint coticiliation 
officers and, i f  necessary, a Board of Conciliation to mediate and promote tlie 
settlement of an industrial dispute. The Act also provides a three tier adjudication 
machinery for settlement of  disputes. It consists of Labour Courts, Industrial Tribunals 
and National Tribunals. There is another old enactment, viz., Industrial Eniployment 
Standing Orders) Act, 1946, wliicli aims at defining the conditions of e~nployment of 
industrial workers so as to avoid disputes arising f'ro~~i uncertainty or vagr.leness in the 
terms of employme~it, discharge, etc. It applies to every industrial establishment 
wherein one lii~ndred or liiore workers are employed. 

8.3 FACTORIES ACT. 1948 

Tlie Act, wliicli came into force with effect fro111 1'' April, 1949, contains elaborate 
provisions regarding liealtli, saSety and welfare of worlcers in faclol-ies where 
manufacturing process is carried on. Tlie objective is to provide for satisfactory 
working conditions as  well as for health, safety and welfare of factory workers. 
Towards the same end, the Act includes restrictive provisions regarding the working 
Iionrs for adults, women and young persons, and has provided for an~iual leave witli 
wages for workers in factories. 

As per Section 2(1ii) o f  the Act, a factory means any premises wliere 10 or more 
workers are engaged and in any part o f  which a manufacturing process is carried on 
with the aid of power, or a premises wliere 20 or more persons are engaged and a 
ma~~ufacturing process is carried on without tlie aid of power. A ~nanufacturing process 
is also defined as any process for making, altering, repairing, ornamenting, finishing, 
packing, oiling, washing, cleaning, bsealti~ig up, demolislii~ig, or otlierwise treating or  
adapting any article or  substance witli a view to its use, sale, transport, delivery or 
disposal. It may also include pumping oil, water or sewage, or generation and 
transmission of  power, constructing, repairing, refitting, or braking up of ships or 
vessels, preservation or storage of articles in cold storage, etc. 

Provisions relating to health of employees: Under Sections1 1-20, tlie Act has laid 
down necessary steps to be taken for 

cleanliness in the factory; 

disposal of wastes and effluents; . providing adequate ventilatio~i and such temperature in work rooms as will secure 
reasonable comf'o~t to workers and prevent injury to health; 

prevention of inhalation and accu~nulation of  dust or fume or other impurity in 
work room which lnay be injurious or offensive to tlie workers ; 

@ prescribing standards and regulating tlie liurnidity in tlie air wliere it is artificially 
increased in the factory; 

@ prevention of overcroivding in any workroom; 
maintaining sufficient and suitable lighting; 

" - 
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I.cgal Environment @ arranging and maintaining at suitable points sufficient supply of wholesome 
drinking water; 

@ providing latrines and urinals of prescribed types separately for male and female 
workers; and 

@ arranging sufficient number of spittoons to be placed at convenient places which 
are to be maintained in a clean and hygienic condition. 

Safety provisions: The safety provisions are nlostly in the nature of precautions and 
due safeguards in connection with the machinery used in the factory. Fencing of 
certain types of machinery is a very inlportant requirement as also the dangerous parts 
of macl~inery. Precautions are required to be taken as regards work on or near 
machinery in motion. Where necessary, suitable strilcing gear or other ~neclianical 
appliance, and suitable devices for culling off power must be provided along with 
arrangement for locking the clevice to prevent accidental starting of transmission or 
other machinery. Employment of young persons on dangerous machines is prohibited 
~rnless they have been fi~lly instructed and sufficiently trained. Likewise, employment 
of women and children is prohibited near cotton openers. 

t 
Tlle Act requires evely hoist way and lift way to be sufficie~~tly protected by an 
enclosure fitted with gates, ~naxi~nurn safe working load must be marked on the lift or 
hoist, and devices must be there to support the cage if there is breakage of ropes 01. 
cllains. Precautions and safeguards are also required to be provided in the case of 
lifting machines, chains, ropes and lifting taclcles, revolving ~nacllinery and pressure 
plant, against dangerous fumes, regarding the use of portable light, against explosive or 
inflammable dust, gas, etc. In case a nlanufacturing process involves risks of injury to 
the eyes from particles or fragments thrown off or exposure to excessive liglit, the state 
government may by rules requires require that effective screens or suitable goggles by 
provided for tlle protection of persons employed on, or in the vicinity of, the process. 

Certain other requirements of the Act in relation to safety are : (a) In every factory, all 
floors, steps, stairs, passages, gangways and means of access must be of sound 
construction, properly maintained and kept free Trom obstn~ctions and substances likely 
to cause persons to slip, and where necessary, must be provided with liandrails; (b) If 
there are pits, sumps or tanlc in the gro~und or opening in floors wllich is a source of 
danger, the same must be securely covered or fenced; (c) No person should be 
employed in facto~y to lift, carly or move any load so heavy as to be likely to causc 
him injury; and (cl) Safegl~ards against rislts of fire are laid down in detail which 
include provision of means of escape, nature of fire-fighting apparatus to bc 

maintained, etc. 

Provisions relating to Iabour we1fal.e : Under Section 42-49 of tlle Act, certain . 
facilities are required to be provided in all factories irrespective of the number of 
workers employed, such as (a) separate and adequately screcned washing facilities for 
male and female workers; (b) facilities for storing and drying wet clothing; (c) 
facilities for sitting for workers.obliged to work in a standing position in order that they 
nlay take advantage of any opportunities for rest, and for workers wllo may be able to 
do their work efficiently in a sitting position; and (d) First-aid appliances kept in first- 
aid box or cupboard which should be readily accessible during working liours. In 
addition tlle following faiiiities are required to be provided in specified factories : 

(i) one or more canteens where more than 250 workers are ordinarily employed; 

(ii) sheltc~~s, rest rooms and luncl~ rooms where Inore than 150 workers are 
employed; and 



(iii) c,rechcs under tlie charge of trained women for the use of children under six 
years in Pictors where more than 30 wolnen worlcers are employed. 

Tlie Act also requircs factories where more than 500 workers are employed to e~nploy 
one or more welfare officers to take care of welfare facilities with duties prescribed by 
tlie State Government. 

Working 1ioul.s for stlults : Provisions in tlie Factories Act regulating the liours of 
work of adults consists of a number of rules. A summary of the rilles is given below. 

0 Tlie maximi~ni numbcr of hours of worlc tliat an adult worker ]nay be required to 
do is 46 11ours in any week, but not exceeding 9 liours in any day with a provision 
for at least half an hour rest after five hours of work. 

0 Every worlcer must have a weekly holiday. 

Where a worker is deprived of any of the weekly holidays, he is to be allowed 
colnpensatory holiday witliin the months in which the holidays were due to him, or 
witliin two months i~n~nediately following tliat month. 

0 When a worlcers is on shift duty which extends beyond midnight, the weekly 
holiday will be for a period oltwenty four conseci~tive hours beginning when his 
shift ends. Also overlapping shifts are prohibited. 

Workers are to be paicl for overtime work (in excess of nine liours in a day or 48 
hours in  a weelc) at twice the ordinary rate of wages, 

0 Women workers shall not be employed except between the liours of 6 a.m. and 7 
p.m. 

An advance notice must be clisplayed and correctly maintained showing clearly for 
every day the periods during wliicli adult worlcers may be required to work. 

@ Tlie manager of every factory is required to ~naintain a ~'egister of adult wol.lcers 
with the name, naturc of work, and other particulars about each adult worker, 
co~iiplete i n  itself and up to date. 

Ernployme~lt of cbi1dl.cn There is absolute prohibition of employment in a factory of 
any child who has not co~uplcted his fourteenth year age and it is the duty of tlie 
employes to ascertain the age of children and not depend on their application. For a 
chi Id who llas conipleted his fourteenth year 01. is an adolescent, if employed, nii~st be 
granted a certificate of fitness, and he must carry a token while at work giving 
reference to such certificate granted. He shall not be employed or permitted to work 
during the night, i.e., between 10 p.m. and 6 a.m., and for more than four and a half 
liours in  any day. Tlle period of work must be limited to two sllifts only and these shall 
not overlap. 

Annual leave with wages : According to Section 79 ( I ) ,  where a worlcer has worked 
for a minimum pcriod of 240 days or Inore in a factory during any calender year, he is 
elititled to leave wit11 wages on the following basis: 

(a) for adults - one day for every 20 days of work 

(b) for children - one day for evely 15 days of work 

It a worlcer does not commence his services from 1st January, he is entitled to these 
leaves at tlie above mentioned sates provided he has worked for 2/3rd of tlie total 
number of days in tlie reniaining part of tlie calender year. If any worker does not avail 
the earned leave entitled to l i i~n during [he calender year, it can be carried forward to 
the next calender year sub-ject to the ~ n a x i ~ n u ~ n  of 30 days for an adult worker and 40 
days for a child worker. 

Labour 1,egislrtion 
I 



Administrative set-up : The State Goverl~ment is responsible for the administration 
of the Act and tlie implementation of various provisions thereof in its state through the 
illspectorate headed by a Chief Inspector. The Chief Jnspector is assisted by Additional 
Cliief Inspectors, Joi~lt Chief Inspectors, h~spectors and other officers as may be 
appointed by the State Government. The State Government has tlie powers to (a) apply 
all or any of tlie provisiolis of the Act even to a factory elnploying less than 10 workers 
if working with power and less than 20 workers if working without power; (b) exempt 
in case of public emergency any facto~y or a class of factories from all or any of tlie 
provisions of the Act except Section 67 (prohibiting en~ployn~ent of children) for not 
Inore than 3 months at a time; and (c) make rules for enforcement of the Act, 
registration and licensing of factories, and collection of licence fee. 

Check Your Progress A 

1 Name three enactnients which are intended to pronlote and protect the interests 
of workers in specific industries. 
................................................................................... ... ........ 

2 Which aspects of labour welfare are taken care of by social security 
enactments? 
............................................................................................. 

Mention Ilie three facilities required to be provided for tlie welfare of factory 
workers under the Factories Act. 
.......................................................................... .... ............... 

4 Fill in the blanks 

a) of certain types of  machinery is an important requirement 
as also tlie daiigerous parts of machinery. 

b) The maximum number of working hours that an adult worker is required to 
do is hours a week but not exceeding in ally 
day. 

c )  A child worker is entitled to leave with wages for one day for every -------- 
--------------" days of work. 

d) The laws relating to social security of workers contain provisiorls relating 
to cases of employment injury, sickness as well as eventualities of old age 
and 

e) The payment of cornpensation in the event of lay off, retrenchment, closure 
and transfer of undertakings is provided in the Act. 



8.4 WAGES AND BONUS Labour Legislation 

Fair wage and its timely payment are the most important concerns of workmen in any 
part of the world. The laws regulating these aspects are discussed hereunder. 

8.4.1 Minimum Wages Act, 1948 

According to the National Commission on Labour, the Minimum Wages Act, 1948, 
may be regarded as a landmark in the history of labour legislation in India. The 
Supreme Court had underlined its purpose and significance very precisely. To quote, 
"What the Minimum Wages Act purports to achieve is to prevent exploitation of 
labour, and for that purpose, authorises the appropriate Government to take steps to 
prescribe the minimum rates of wages in the scheduled industries. In an 
underdeveloped country which faces the problem of unemployment on a vury large 
scale, it is not  inl likely that labour may offer to work even on starvation wkges. The 
policy of the Act is to prevent the einplloyment of such sweated labour in the interest of 
general public, and so, in prescribing the minimum rates, the capacity of the enlployer 
need not be considered." (Unichoyi v. State of Icerala - A.I.R. 1962 SC 12) 

The concept of minimum wage has not been defined in  the Act. To be worthwhile, 
however, minimum wage must not only provide for bare subsistence of life but also 
for preservation of the efficiency of the workers. It should provide also for sustenance 
of the worker's family, education for children, their medical care and some amenities, 
The Committee oil Fair Wages (1949) recommended on similar lines. 

Under llle Act, fixing and revising of minimu~n rate of wages is the responsibility of 
the Central and State Govern~neni as is appropriate, for en~ployees einployed in any 
scheduled industry like woolen carpet making or shawl weaving, rice mill, flo~lr mill, 
oil mill, mines, stone breaking or stone crushing, any plantation, and in local authority, 
in agric~1tul.e~ etc. in which labour is unorganised. The minimum rate of wages may be 
fixed as a minimum time rate, or a minimum piece rate, a 'guaranteed time rate', and as 
overtime rate. While fixing or revising minimurn rates of wages, different rates iaay be 
fixed for different scheduled employme~lt, for adults, adolesceiits, children and 
appre~tices, and for different localities. It can be fixed or revised to coi~sisi oT(a) a 
basic rate and a cost of living allowance varying with the cost of living index number; 
or (b) a basic rate, with or without cost of living allowance, and cash value of 
concessions for supplies of essential commodities at concessional rates; or (c) an.al1 
incl~~sive rate allowi~lg for the basic rate, cost of living allowance and value of 
concessions. Altl~ough the minimum wages are usually payable in cash, the Act 
provides for payment wholly or partly in kind. 

Advisory Board and Central Advisory Board : Under the Act, an Advisory Board is 
required to be appointed by the appropriate government for the purpose of co- 
coordinating the work of committees and sub-committees appointed and advising the 
Govermme~lt geilerally in the matter of fixing and revising the ~niniinu~n rate of wages. 
Each of the committees, sub-committees and the Advisory Board consist of persons 
nominated by the government representing the employers and employees in equal 
proportion, and independent persons not exceeding one-third of the total number of 
members with one of the independent persons as chairman. There is also to be a 
Central Advisory Board appointed by the Central Government for the purpose of 
advising the Central and State Government in the matters under the Act, and for 
coordinating the work of the Advisory Boards. 



Legal Environment Payment without deduction : Where minimum rate of wages has been notified for 
any scheduled employment, payment is required to be made without any deductions 
except as may be authorised. Moreover, payment of wages less than the minimum 
wages on the ground of low performance or output is illegal. However, if the workman 
does not tur~iout work in conformity with any reasonable norm fixed by the employer, 
the employer can take disciplinary action and dismiss the workman, but cannot pay 
anything less than the minimum wages. 

Fixing hours for a normal day's works : With regard to any scheduled employment 
in respect ofwhich minimum rates of wages have been fixed, the appropriate 
Government may (a) fix the number of hours of work of a normal working day 
inclusive of specified intervals; (b) provide for a day of rest in every period of seven 
days; and (c) provide for payment for work on a day of rest at overtime rate, in 
relation to all employees, except certain categories like those engaged in urgent or 
emergency work, etc. Where an employee works on any day in excess of the number of 
hours constituting a normal working day, the employer has to pay him for every hour 
or part of an hour so worked in excess at the overtime rate fixed under the Act or under 
any other law, whichever is higher However, an employee who works on any day less 
than the number of hours constitutiilg a normal working day, has to be paid wages in 
respect of the work done on that day as if he had worked for a full normal working day 
unless his failure to work was caused by his unwillingness to work, and in such other 
cases as prescribed. 

Inspectors and penaIties : Inspectors may be appointed by the appropriate 
Government and local limits may be specified within which they may function to 
ensure that no offence is committed by an employer covered by the Act. Any employer 
who pays to any employees less than the minimum rates of  wages fixed or less than the 
amount due to  him, or contravenes any rule or order relating to working hours for a 
normal working day, is punishable with imprisonment or with fine or both. 

8.4.2 Payment of- Wages Act, 1936 

The Payment of Wages Act relates to payment of wages to employees in any factory, in 
railways directly or indirectly through sub-contractors, and in industrial and other 
establishments whose monthly remuneration does not exceed one thousand and six 
handred rupees. The basic purpose underlying this legislation is to ensure regular 
and timely payment of wages to the einployed persons, and to prevent unauthorized 
deductions being made being made from wages and arbitrary fines being imposed on 
them. 

Time for payment of wages : Under Section 5 of the Act, where less than 1,000 
persons are employed, wages are required to be paid before the expiry of the 7" day 
after the last day of wage period, which is fixed by the employer and cannot exceed 
one month. Where the number of workers exceed 1,000, wages are to be paid before 
the expiry of the 10"' day after the last day of the wage period. In case of persons 
einployed on a dock, wharf or jetty or in mine, the balance of wages payable on 
completion of the fiaal tonnage account of the ship or wagons loaded or unloaded, is to 
be paid before the expily of the 7th day of such completion. Where the employment of 
any person is terminated by the employer or due to the closure of the establishment, 
wages must be paid before the second working day from the day on which his 
employment is terminated. However, all payments are required to be made on a 
working day and must be paid in coin or currency notes or in both. Payment can also 
made by cheque or by crediting the wages in his bank account if there is a written 
authorisation by the employee. 



Deductions which can be made from wages : Under Section 7 of the Act certain 
iterns have been listed which can be deducted from wages. These include deductions 
for fines for absence from duty, damage to or loss of goods entrusted to an employee 
for custody, loss of money directly attributable to his neglect or default, house- 
accommodation provided by the employer, recovery of advances or loans, elc. with 
written authorisation ofthe employees. Deductions can also be made for any 
contribution or subscription to any trade union, payment of insurance premium, 
payments to cooperatives, etc. The total amount of deductions from the wages of any 
enployed person in any wage period should not exceed 75% of wages payable in cases 
where such deductions are wl~olly or partly made for payments to cooperatives and 
50% of the wages payable in any other case. 

Labour Legislation 

Fines : Fines can be imposed in respect of only such acts and omissions oil the part of 
any employee which the employer may have specified by notice, with the previous 
approval of the State govern~nent, and the notice had been exhibited in the prescribed 
manlier on tlie premises or at the prescribed place or places. However, no fine can be 
imposed on any employee unless he has been given an opportunity of showing cause 
against the fine, nor otherwise than in accordance with the prescribed procedure for 
imposition of fine. In addition to the above provisions, the Act has a few restrictive 
clauses. The total amount of fine that may be imposed in any one wage period is not to 
exceed three per cent of tlie wages payable to an employee in respect of that wage 
period. No fine can be imposed on ally employee who is below fifteen years of age, nor 
can tlie fine imposed on any employee be recover by instalments or after tlie expiry of 
sixty days from the day on which it was imposed. 

Appointment of illspectors : To ensure that tlie provisions of the Act are duly 
complied with by the employers, the State Government may appoint inspectors by 
notification in tlie Ofiicial Gazette, and define the locat li~ilits within which they are to 
function wit11 respect to industrial and other establishments. However, An inspector of 
Factories appointed under the Factories Act is to be an Inspector for purposes of the 
Payment of Wages Act in respect of all factories within the local litnits assigned to 
him. 

8.4.3 Payment of Bonus Act, 1965 

In a general sense, bonus means something given in addition to what is ordinarily 
received by or is strictly due to the recipient. In a specific sense, it refers to an ex- 
gratiapay~nent to workers as an incentive to stimulate productive efficiency or as the 
worker's share in the surplus generated by common endeavour and enterprise of both 
labour and capital. The Paynlent of Bonus Act provides for paytnent of bonus to 
persons employed in certain establishments on the basis of profits or on the basis of 
production or productivity and related matters. Payment of bonus is a statutory 
obligation of the employer in all establishments covered by the Act in accordance with 
the prescribed formula. The provisions of tlie Act is 1101 incognizant with the operation 
of  customary bonus schemes such as productivity bonus, attendance bonus, incentive 
bonus, and the like. 

T h e  Act extends to the whole of India and applies to every factory and other 
establishment in which twenty or more people are employed on any day during an 
accou~iting year, including establishments in the public sector which are engaged in 
activities in competition with any establishment in the private sector. 



Lcgnl Environment Eligibility for bonus : Every eniployee is entitled to be paid bonus in an accounting 
year in accordance with the provisions of the Act, provided he Iias worked in the 
establishment for not less than thirty working days in that year and is employed on a 
salary or wage not exceeding Rs. 3,500 per month. However, for calculatirlg the 
amount of bonus payable, salary or wages over and above Rs. 2,500 per month shall 
not be taken into account. 

Payment of minimum and maximum bonus : Subject to tlie provisions of the Act, 
eveiy e~nployer is bound to pay every eligible employee in respect of every accounting 
year, a minimum bonus of 8.33% of the salary or wage earned by the e~nployee or one 
hundred rupees, wliicliever is higher, whether or not the e~nployer has any allocable 
surplus during an accounting year. Where an employee has not completed fifteen 
years of age at tlie beginning of tlie accounting year, "one hundred rupees" is to be 
substituted by "sixty rupees". However, where an employee has not worked for all the 
working days in an accounting year, the lninilnu~n bonus of Rs. 100 or Rs. 60, as the 
case [nay be, if such bonus is higher than 8.33% of his salary or wage for tlie days he 
had worked in that accounting year, shall be proportionately reduced. As Tor the 
maxin~u~ii bonus, thc Act has provided that if in any accounting year the allocable 
surplus exceeds tlie amount payable as the minimum bonus, the employer has to pay 
bonus to every employees in proportion to salary or wage earned by the employee 
subject to a maximum of 20% of such salary or wages. 

Set on and set off of allocahle surplus : when in ally accounting year, the allocable 
surplus exceeds tlie amount of the tnaxi~iium bonus payable to the employees, the 
excess shall, subject to a limit of 20% ofthe total salary or wage of the employees, be 
carried forward for being set 011 in tlie succeeding accounting year and so on upto the 
fourth accounting year to be utilizcd for payment of bonus. However, where for any 
accounting year there is 110 allocable surplus or it falls short of the minimum bonus and 
therc is no alnount or sufficient amount carried forward and set 011 to be utilised for the 
payment of ~pinimuni bonus, then such niinimum amount or the deficiency is to be 
carried forward to be set off in tlie succeeding year and so on ~lpto the fourth 
accounting year. The principle of set on and set off implies that in calculating bonus 
for the succeeding year, the amount of set on or set off carried forward from the earliest 
accounting year has to be first taken into account. 

Special provision wit11 respect to payment of bonus lii~hed with production or 
pl-oductivity : In any establisll~nent covered by the Act, if the employees enter into 
any agree~ne~lt or settlement with their enlployer for payment of an annual bonus linked 
with production or productivity, they are entitled to received bonus due to them under 
such agree~nent or seltlement. .However, any such agreement or settlement whereby 
the e~nployees relinquish their right to receive the ~ninimu~n bonus provided under the 
Act will be null and void insofar as it purports to deprive them of sucli right. Further, it 
is stipulated that sucli employees shall not be entitled to be paid bonus linked with 
production or productivity in excess of 20% of the salary or wages earned by them 
during the relevant accounting year. 

Classes of employees not covered by Act : Classes of employees to which the 
Payment o f  Bonus Act does not apply include employees of LIC of India, seamen, 
dock workers, those employed in any industry under the authority of the Central or any 
State government or a local authority, elnployees of not-for-profit organisations like 
Indian Red Cross, universities, educational institutions etc., and employees of State 
Finance Corporations, NABARD, Unit Trust of India, IDBI, SIDBI, etc. 



It may be noted that the Act has made special provisions under Section 16 for the 
newly set up establishn~ents whereby they enjoy certain concessions during the first 
seven accounting years. Similarly, if the appropriate Government, having regard to the 
financial position and other relevant circumstances of any establishment or class of 
establisli~nenls is of the opinion tliat it will not be in public interest to apply all or any 
of the provisions of the Act thereto, it may, by ~lotification in tlie official Gazette, 
exempt for such period as may be specified therein and subject to such conditions as it 
may thinlc that to impose, sucll establisliment or class of establisliment from all or any 
of the provisions of this Act. 

8.4.4 Equal Remuneration ~ c t ,  1976 

The Equal Remuneration Act aims at providing for payment of equal remuneration to 
male and female workers for the same work or work of a similar nature, so that there is 
no discrimination on tlie ground of sex. It also seeks to prevent any discrimination on 
the ground of sex, against women in the lnatter of employment includiug recruitment, 
promotion, training and transfer. 

Equal rernuncratiol~ for equal worlc : Equal remuneration for equal work must be 
paid by the employer to any workers, male or female, e~nployed in any establishment 
or employment, i n  cash or kind, for performing the work or work of a similar nature. 
But for that purpose, no e~nployer is to reduce the rate of remuneration for any worker 

No tliscrimination to  be made while recruiting men and women workers : Wl~ile 
making recruitment for the same work, or work of a similar nature, or proniotion, 
training, or transfer subsequent to recruit~nent no employer is to make any 
discri~nination against women, except where there is prohibition or restriction to 
e~nployment of women by 01. under any law in force at the time. One or more advisory 
colnlnittees may be constituted by the Central Government to get advice regarding the 
extent to which wolnell lnay be employed in specified establisliments or emptoy~nenis. 
The aclvisory co~n~nittees are to consist of not less than tell persons each (of wliich one- 
llalf sliall be women) lo be no~ninated by tlie appropriate Government. After 
considering tlie advice given by tlie advisory committee, the appropriate Government 
may also give an opportu~~ity to the persons (in establisli~nent or employ~nenl) to make 
representatio~ls, and then issue directions in respect of employ~nent of wo~iien workers. 

Appointment of authorities for  dealil~g with complaints : The appropriate 
Governtnent may appoint officers, not below the rank of a labour officer, to hear and 
decide (a) complaints wit11 regard to contravention of any provisions of tlie Act, and 
(b) claims arising out of non-payment of wages at equal rates Inen and women workers 
for the same work or work of a similar nature. To investigate whether the provisions of 
the Act, or the rules made under it, are being co~nplied with by employers, the 
appropriate Government may appoint inspectors by notification wliich may define the 
local limits of the investigation. 

Check Your Progress B 

1 State the rule for payment of wages to an employee who has worked less than 
the number of liours fixed for a normal working day ? 



Legrl Environment 2 Is imposition of fine altogether prohibited under the Payment of Wages Act ? 
State the relevant provision in the Act. 
............................................................................................. 

3 What is the provision relating to payment of minirnuln bonus under the 
Payment of Bonus Act ? 

4 What is the duty of the principal employer in respect of payment of equal 
wages for equal work ? 

8.5 SOCIAL SECURITY LEGISLATION 

Social secr~rity legislati011 may be regarded as an important step towards the goal of a 
welfare state. It provides for active participation of the state in protecting labourers 
from the future uncertainties and risks involving unemployment, old age, sickness and 
disablenient, as also other contingencies. The provisions of four enactments bearing on 
social security of workers in India, viz., Workmen's Compensation Act, 1923, 
Employees State Insurance Act, 1948, Employees Provident Fund and Miscellaneous 
Provisions Act, 1952, and Payment of Gratuity Act, 1'972 are summarised hereunder. 

8.5.1 Workmen's Compensation Act, 1923 

This Act provides for ~aylnent  of compensation by the employer to his workmen for 
personal injuries sustained by accidents arising out of and in course of einploy~nent as 
also for certain occupational diseases. It also seeks to help the dependents of workmen 
rendered destitute by the accidents and the hardships arising therefrom. 

Employers liability in cases of occupational diseases : Occupational diseases which 
may be caused by various types of employment are listed in Schedule I11 of the Act 
which is divided into three parts A, B and C. Contacting of any such disease by a 
workman is deemed to be an injury by accident arising out of and in the course of 
employment. To support any clailn for compensation in case of occ~~pational disease 
given in Part A of the Schedule, no period of employment has been specified; in * 

respect of those listed in Part B, the workman must be in employlnent for a continuous 
period of at least six months; and in respect ofthose specified in Part C the workman 
must be in service of one or more employers for a continuous period as may be 
specieed by the Central Government. The Act duly provides for the liability of 
employers to pay conlpellsation for the injury resulting from all such cases of 
occupational diseases. 



Employers liability in case o f  personal injury by accident : As regards personal 
injury, tlie employer becomes liable if the injury is caused to a workman by accident 
arising out of atid in course of his employment. Personal injury may be physical or 
bodily illjury as well as nervous shock or breakdown or mental strain. The expression 
'accident arising out of and in course of employnient' implies that (a) there has to be a 
causal connection between tlie employment arid the accidental injury and it must be a 
proximite cause; and (b) at tlie time accident the workman must have been ernployed 
in the performance of his duties although lie may not be actually turning out the work 
(he may be, for example, resting for having food, or proceeding from the place of 
employment to his place of residence). 

Amount of compensation : Amount of compensation payable in the event of 
workman meeting with an accident depends upon tlie .extent of damage resulting froin 
illjury as follows. 

1 Where death results from illjury, tlie amount of co~npensation payable to the eldest 
serving depeiident is 50% of tlie monthly wage of the deceased workman 
multiplied by tlie relevant factor corresponding to his age as specified in Schedule 
IV of the Act, or Rs. 50,000 whicliever is more. 

2 Where permanent total disablement results from tlie injury, 60% oftlie mo~ithly 
wage of the ii~jured wo~~kmaii multiplied by the relevant factor as per Scliedule IV 
or Rs. 60,000 whichever is more. If tlie monthly wage of a workman exceeds Rs. 
2,000, it will be deenied to be Rs. 2,000 for tlie purpose of calculation under ( 1 )  
and (2) above. 

3 Wliere permanent partial disablement results frorn the injury, the amount of 
compensatio~i payable is to be calculated as (i) irtlie injury is specified it1 Part 11 OF 
Schedule I, tlie amount is to be such percentage of amount payable in the case of 
permanent total disablement as tlie percentage loss of earning capacity specified in 
Past II of Schedule I, and (ii) in case the injury is not specified in Schedule I, such 
percentage of amount payable in the case of permanent total disablemelit as is 
proportionate to tlie loss of earning capacity as may be assessed by tlie qualified 
tnedical practitioner. 

4 Where temporary disablement - total or partial - results from the i~ijury, tlie 
amount of compensation is to be a half montlily payment equivalent to 25% of 
mont1ily wages of the workman not exceeding tlie amount by wliicli half the 
amount of montlily wages before the accident exceeds half the amount wliicli lie 
earns after tlie accident. 

t 
When employer is not liable : The e~nployer shall not be liable to pay compensation 
in the following cases : 
1 If the injury did not result in ally total or partial disablement for a period not 

exceeding 3 years; and 
2 111 respect of injury not resulting in death; if 

(a) the workman was at tlie time of accident under the influence of drinks or 
drugs, 

(c) tlie work~nan willfully disobeyed an order expressly given or a rule 
expressly framed for the purpose of security safety of worknien, and 

(d) tlie work~na~i willfully disregarded or removed tlie safety devices or safety 
guards provided to Iiirn. 

Notice a ~ i d  claim : No claini for co~npensatio~i is to be entertained by the 
Co~nrnissioner for Workmen's Compensation unless notice of accident is given as so011 
as practicable after tlie happening thereof and unless the claim is preferred before him 
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within two years of the occurrence of the accident, or, i n  case of deatli, within two 
years fro111 the date of death. 

8.5.2 Employees' State Insurance Act, 1948 

This Act applies to all factory employees and persons en~ployed in establishments as 
notified by the state governments, provided their remuneration does not exceed 
Rs.6,500 per month. It covers all persons employed in factories or in connection with 
the work for a factory or establishment including manual, supervisory and salaried 
employees who are entitled to the benefits along with their dependants. 

Establishment of the Employees' State Insurance Corporation: The Central 
Gover~~rnent has established the Employees' State Insurance Corporation as a body 
corporate for ad~ninistration of the scheme of employees' state insurance in accordance 
with the provisions of the Act. The corporation includes, among others, representatives 
of e~nployers and enlployees (ten each), members representing states, and members of 
Parliament, and the Director General of the Corporation ( ex-officio) appointed by the 
Central Government. A Medical Benefit Council has also been constituted by the 
Central Government with the Director General of I-Iealth Services (ex Officio) as 
Chairman. There is a standing committee of the Corporation constituted from anlong 
its members as provided in the Act. 

Employees' State I~~surance  Fund: Subject to the provisions of the Act, all 
employees in factories, or establishments to which the Act applies are insured on the 
basis of contributions payable in  respect of every en~ployee co~nprising both the 
employer's co~~tribution and that of the employee to State Insurance Fund which is 
held and administered by the Corporation. The contribution shall be paid at sucl~ rates 
as may be prescribed by the Central Government. The present rates of contribution are 
4.75% and 1.75% of workers' wages by employers and employees respectively. 

Benefits: The insured persons and their dependents are entitled to the following 
benefits on prescribed rates. 

(a) periodical payments to the insured person in case of his sickness (sickness benefit); 
(b) periodical payments to an insured woman in case of confinement or miscarriage 01. 

sickness arising out of pregnancy, confinement, premature birth of child (maternity 
benefit); 

(c) periodical payments for temporary or pernlanent disableinent caused by 
employ~nent illjury (disabletnent benefit); 

(d) periodical payments to the dependants of an insured person who dies as a result of 
an e~nployment injury (dependants' benefit); and 

( e )  medical treatment and attendance on insured person (medical benefits) 

As provided under the Act, the Corporation has extended the above benefits to the 
family of insured pel-sons subject to such conditions as laid down in the regulations. 
Regarding medical benefit, it is further provided in the Act that an insured person or 
(where such benefit is extended to his family) a member of his family shall be entitled 
to receive medical benefit either in the form of out-patient treatment and attendance in 
a hospital or dispensary or clinic or treatment as impatient in a hospital or other 
institution. 

Adjudication of Disputes and Claims: The Act has provided for the constitution of 
one or more Employees' Insurance Courts by the State Governments for adjudication 



of disputes and claims ill relation to matters arising out of the provisions of the Act. 
There can be no appeal in respect of an order of tlie court except when it i~ivolves a 
substantive question of law and the period of limitation for an appeal is sixty days. 
However, tlie E~nployees Insurance Court may submit any question of law for the 
decision of the High Court. 

The Act has also laid down penalties for false statements, failure to pay contributions, 
and contravention or non-compliance of tlie requirements of tlie act. 

8.5.3 Employees Provident Funds and Miscellaneous Provisions Act, 1952 

Provision has been made under this Act for the institution of provident fund for the 
benefit of worlters in specified industries and classes of establishment. Tlie Act is 
applicable to employees drawing pay not exceeding Rs. 5,000 per month including 
basic pay, dearness allowance, retraining allowance, if any, or another similar 
allowance and cash value of food concession. It covers every establisli~nent wliicli is a 
factory engaged i n  any industry specified in Schedule I of the Act and in whicl~ twenty 
or more persons are employed, and any other eslablisli~nent e~nploying twenty or more 
persons or class of such establisli~nent which the Central Government, by notification 
in tlie official gilzette, may specify. Tlie Act is not applicable to certain establishments 
which are specified in Section 16 of tliis Act. Tliese are: (a) cooperative societies 
employing less than 50 persons and working witliout power, (b) establisliinents 
belonging to, or under tlie control of, tlie Central Government or a State Government 
whose employees are entitled to tlie benefit of CPF or old age pension with any 
government scheme and (c) any otlier establisli~nent newly setup until the expiry of 3 
years. However, tlie Central Gover~iment lnay extend the application of tliis Act to any 
establisli~nent e~nploying less than 20 persons. 

There are three schemes wliich liave been framed by tlie Central Government under 
the Act, viz., ( I )  Employees Provident Fund Schemes, 1952; (2) the E~nployee Pension 
Scheme, 1995; and (3) tlie E~nployees Deposit-linked Insurance Scheme, 1976. 

Employees Provident Funds Scheme : In accordance with the provisions of the Act, 
the Central Government has framed tlie E~nployees Provident Fund Scheme and 
established provident funds for employees to be administered by tlie Board of Trustees 
( the Central Board) constituted by the Government. An executive Committee is also 
cot~stituted to assist tlie Central Board in the performance of its fi~nctions. Tlie Central 
Provident Fund Coinmissio~~er is the chief executive officer of the Central Board, State 
Boards (Board of Trustees at the state level) liave also been constituted by tlie Central 
Gover~iment with specified powers and duties to be performed. 

The employer's contribution to tlie provident fund of any establishment is required to 
be 10 per cent of the basic wages, dearness allowance and retaining allowance (if any) 
payable to each of the employees whether e~nployed by Ilim directly or by or through a 
contractor. Tlie employee's contribution is to be equal to the employer's contribution or 
more if tlie employee so desires. The amount of contributions to the provident fund is 
required to be invested in accorda~ice with the invest~nent pattern approved by the 
Government of India and the members get interest on the money standing to their credit 
in their provident fund accounts. 

Advances and witlldrawals upto certain limits are allowed to the members for various 
purposes as laid down in the Act, like payment of insurance premium, hospitalization 
and medical treatment, marriage of soddaughter or brother/sister, purchasing or 

-- 

Labour I.cgisl:~tiorl 



construction of dwelling house or flat, etc. However, final withdrawal, i.e., refund of 
the accumulated amount with interest thereon, is allowed in the event of death, 
permanent disability, superannuation, voluntary retirement, etc. 

~ m ~ l o ~ e e s '  Pension Scheme, 1995 : This Scheme has been framed by the Central 
Government to provide for (a) superannuation pensioi~, or retirement pension or 
permanent total disablement pension to the employees of any establishment to which 
the Act applies, and (b) widow or widower's pension, children pension and orplian 
pelision to the beneficiaries of such employees. Tlie Pension Fund to be established 
under the scheme will have employer's contribution not exceeding 8.33 per cent of 
basic wages and allowances of the concerned employees diverted from tlie provident 
fund. 

The Pension Scheme which came into effect from 16.1 1.95, in place of the Family 
Pension Scheme, 1971, is compulsory for all persons who were members of tlie Family 
Pension Scheme as well as for those who became menibers of the Provident Fund from 
16.1 1.95. Minimum 10 of years contributory service is required for entitlement to 
pension (one month in case of total disablement and death). Normal superannuation 
pension is payable to the e~nployee on attaining the age of 58 years. A discounted rate 
of pension is payable on attaining the age of SO years. In case of voluntary retirement, 
20 years service shall be necessary. 

The amount of monthly pension may vary from member to member depending upon 
his pensionable salary (tlie average of last 12 months pay) and pensionable service. 
The rate of minilnuin widow pension is Rs. 450 p.m. and the maxiinum may be upto 
the amount of a normal member's pension. Tn addition, there is provision for children 
pension at 25% of widow pension for each child subject to a minimum of Rs. 115 p.m. 
per child payable for not more than two children at a time till they attain the age of 25 
years. Orphan pension is payable at 75% of the widow pension subject to a minimum 
of Rs. 170 p.m. per orphan. Dependent parents are also now eligible for pension as 
also disabled children who are eligible for life-long pension. 

Employeesy Deposit-Linked Insurance Scheme, 1976 : To provide lifc insurance 
benefits to the employees of establishments to which the Act applies, the Central 
Government framed the Employees' Deposit-Linked Insurance Scheme and establisl~ed 
a Deposit-Linked Insurance Fund which is vested in and administered by the Central 
Board. Tlie Scheme is applicable to all factories/establishments to which tlle 
Elnployees Provident Fund and Miscellaneous Provisions Act applies. It came into 
effect from 1st Aug~~s t  1976. All e~iiployees who are members of the Provident Funds 
are covered under the Scheme. It may be noted that the factories bi. establislknents 
which have an insurance scheme conferring more benefits than those provided under 
the deposit-linked scheme, may be granted exemption if majority of employees are in 
favour of such exemption. 

The employees are not required to contribute to the Insurance Fund. But the employers 
are required to contribute to tlie Fund at the rate of 1% ofthe total emolunlents, i.e., 
basic wages, dearness allowance including cash value of food concession and retaining 
allowance, if any. Besides, the employers are to pay charges to the Fund at tlie rate of 
0.0 1% of the pay of employee members for meeting the administrative charges, subject 
to a minimum of Rs. 2 per month. It may be noted that the factories or establishlnents 
which have an insurance scheme conferring more benefits than tliose provided under 
the deposit-linked scheme, may be granted exemption if majority of employees are in 
favour of such exemption. 



111 the event of a member's death an amount equal to the average balance in the 
provident fund account of the deceased during the preceding 12 months or period or 
membership, whichever is less, is payable to the persolls eligible to receive the amount 
or the Provident Fund accumulations. In case the average balance exceeds Rs. 
25,000, the amount to be paid is Rs. 25,000 plus 25% of the amount of such excess 
subject to a ceiling of Rs. 35,000. 

8.5.4 The Payment of Gratuity Act, 1972 

This Act became necessary in order to have a Central legislation to ensure a uniform 
pattern of payment of gratuity to e~nployees tl~rougliout the country, and to avoid 
differences in the treatment of employees of establishments having bra~iclles in Inore 
than one state and the employees.were liable to be transferred from one state to 
another. The Act applies to every factory, mine, oilfield, plantation and railway 
company, every shop or establish~nent covered by any law in any state i ~ ;  which ten or 
more persons are employed, and such other establish~nents in which ten or more 
persons are employed as tlie Central Government may specify by notification. 

Payment of gratuity : Gratuity is payable to an employee on the termination of his 
employment after lie has rendered continuous service for at least five years. It is 
payable on his superannuation, or reti~.en~ent or resignation, or his death or disablement 
due to accident or diseasc, in which case completion of service of five years is not 
necessary. For every completed year of service or part thereof in excess of six months, 
the employer is to pay gratuity to an employee at the rate of fifteen days' wages based 
on the rate of wages last drawn by the employee concerned. In the case of a piece- 
rated employee, the 15 days' wages is to be calculated by dividing the quotient by 15. 
Tlie amount of gl-atuity payable to an e~nployee is not to exceed three lakhs and fifty 
thousatld rupees. 

Compulso~y insurance : Every employer is required to obtain an insurance for his 
liability for payment towards gratuity under the Act, from the Life Insurance 
Corporation or any other prescribed insurer. But the Government rnay exempt 
employers who have established approved Gratuity.Funds earlier, or done so under the 
provisions of the Act with 500 or more en~ployees. Registration with control[ing 
authority is necessary for such employers. 

Nomination : Each employee wlio has conlpleted one year of service has to make 
~lomi~iation in favour of one or more members of his family for payment of gratuity. If 
he has no family at  the time of making no~nination, nomination may be made in favour 
of any person or person, but such nomination will be invalid if he acquires a family 
subsequently. 

inspectors and penaltics : The appropriate Government may appoint as many 
illspectors as it deems fit for purposes of the Act, so as ensure that the provisions of the 
Act are conlplied with. The Act has also provided for penalties where any false 
statement or false representation is made for the purpose ofavoiding any payment to be 
made under the Act and where any en~ployer contravenes or make default in complying 
with any of  the provisions of tlie Act or any rule or order made hereunder. Such 
offenders are punishable with imprisonment or fine, or with both. 



Checlc Your Progi-ess C 

1 Does tile Employees' Provident Funds and Miscella~ieous Provisions Act apply 
to all establishments? 
............................................................................................ 

2 State the minimum amount of widow pension and the children pension 
provided under the Pension Sclienie, 1995. 

3 State wl~ich of the following statements are True or False. 
(a) Workmen's Compensation Act provides for payment of compensation by 

the e~nployel~s to worknien for personal injuries sustained by any accident. 
(b) The State Insurance Act applies to all factory einployees provided their 

remuneration does not exceed Rs. 5,000 per month. 
(c) There are three schemes framed by the Central Government unclel- 

Employees Provident Funds aiid Miscella~~eous Provisions Act, 1952, 
(d) The Family Pension Scheme 1971, is compulsory for all persons who 

became members of the Provident fund before 1 6.1 1.95. 
(e) Every employer is required to obtain an insurance for liis liability for 

payment towards gratuity under the Payment of Gratuity Act, 1972. 

8.6 INDUSTRIAL RELATIONS 

Industrial relations refer to the relatio~is between relatio~~s between worlters and 
management representing the e~nployer in industrial establishments. Over time, 
employer-employee relations have undergone considerable changes with problems and 
issues more co~nplex than in earlier times. Ownership of industry being divorced froni 
management and the workers getting organised, disputes and conflicts between labour 
and management have assumed multiple dimensions. Let us examine the !agislative 
measures adopted in India to bring about harmony and cooperative relationsl~ip 
between employers and e~nployees and resolving the industrial conllicts and disputes, 
viz., the Trade Unions Act, 1926; the Industrial Disputes Act, 1947; and the Industrial 
Employment (Standing orders) Act, 1946. 

8.6.1 Trade Unions Act, 1926 

Trade union generally refers to workers associatioil formed to promote and protect their 
interest. But the Trade LJnions Act is wider in its scope and covers the trade unions of 
e~nployers as well. It defines 'trade union' as any combination formed (a) primarily for 
the purpose of  regulating the relations between workmen and employers or between 
worknien and worlcmen or between e~nployers and employers, or (b) for imposi~lg 
restrictive conditions on the conduct of any trade union or business. It also includes 
any federation of two or more trade unions. 



Mode of registratio11 : Tlie Act has laid down tliat any scven or more nie~nbers of a 
trade union, by subscribing to the rilles of the trade union, may apply for its registiation 
to the Registrar of Trade Unions. Every application for registration shall be made 
  lo rig the prescribe fee and a copy of the rilles of tlie trade union and a statement 
containing (i) tlie names, occupations and address of members making the application, 
(~i) tlie name of the trade union and the address of its head office, (iii) tlie titles, names, 
ages, addresses, occupat;uns of its office bearers. It is also necessary tliat the rules of 
tlie trade i~nion must contain tlie objects, purpose for wliicli the general f i~~lds  ofthe 
trade union shall be applicable, subscription payable by its ~iiembers. the manner in 
wliicli tlie members of tlie executive and otlier office bearers shall be appoi~~ted and 
removed, etc. It may be noted that, under the Act, not less than half of the total number 
of the office bearers o r  the registered trade unio11 nlust be persons actually engaged or 
elnployed in the industry with which the trade unio~l is connected. 

Labour tegislution 

Ieimunity and protect io~~ of trade linions : The Act has provided protection to the 
registered trade i~nions against criminal proceedings or victimization of orfice bearers 
or members for fi~rtliering the objects of tlie union. Immunity is provided against 
cri~nitial proceedings as well as civil suits. 

8.6.2 Industrial Disputes Act, 1947 

The objectives of this Act are : 
(a) Proniotion of measures for securing and preserving amity and good relations 

between employers and eniployees; 
(b) Investigation and settlement of industrial disputes; 
(c) Prevention of illegal strikes and lockouts; 
(d) Providing relief to workmen in the even of lay-off and retrencl~~i~ent; and 
(e) Pro~notion of collective bargaining. 

Tlie Act applies to all industries including those carried by the Central and State 
Governments. 

Authorities under the  Act: The Act provides for the followi~ig audiorities for 
investigation and settle~ne~it of industrial disputes. 
Works Committee 
Conciliation Officers 
Boards of Conciliation 
Court of Inquiry 
Labour Courts 
Illdustrial Tribunals 
National Tribunals 

Works Committees are to be constituted by the employers in all industrial 
establishments in which one hundred or more workmen are employed, with equal 
number of representatives of enlployers and employees respectively. Tlle main 
function of such co~n~nittees is to pro~note measures for securing and preserving amity 
and good  elations between tlie employer and workmen. 

The Act seeks to resolve industrial disputes in the first instance through conciliation. 
For this purpose, the appropriate Governine~lt niay appoint Collciliation Officers who 
are to mediate in and promote settlement of any dispute. If a Conciliation Officer is 
unable to settle a dispute amicably, it is to be referred to the Board of ConciIistion 
appointed by the Government consisting of a chairman and two or four other membcrs 



1,egal Environment equally representing the two parties. The Act also provides for the appointment of 
Court of Inquiry consisting of one or more independent persons in order to ascertain 
tlie facts relating to any dispute. But , their findings are not binding on any party. 

I 
I I 

1 
I 

The Act also provides for a three-tier adjudication machinery for settlement of I 
! 

disputes in the event of failure of the conciliati011 proceedings. It consists of Labour 
Courts, Industl-ial Tribunals and National Tribunals. Disputes relating lo matters 
listed under second and third schedules nlaybe referred to a Labour Court for 
adjudication. Such matters can also be referred to an Industrial Tribunal. Industrial 
disputes involving ally question of national importance or which relates to industrial 
establisllme~~ts located in more than one state may be referred to a National Tribunal. 
Reference of a dispute toNationa1 Tribunal for adjudication is compulsory in the case 
of public utility concerns unless tlie notice of strike is frivolous or vexatious. In other 
cases it IS e~ltirely at the discretion ofthe government concerned. The Gover~iment has 
also the power to modify or reject the award of a Tribunal on p ~ ~ b l i c  grounds. 

Reference to arbitration : Where any industrial dispute exists or is apprehended, tlie 
employer and the workmen may agree to refer the dispute to arbitration. They can do I 
so only by written agreement. Wlien tile agreement provides for a reference of tlie 
dispute to an even member of arbitrators, it has to provide for the appointinent of 
another person as umpire. If the arbitrators are equally divided in their opinion the 
award of tlie uinpire is to prevail. 

Strikes and locl~outs : The Act has ~Secognised the employees' right to strike which 
' can be exercised after complying with certain conditions regarding service of notice, 
etc. and oiily 011 the failure of conciliation proceedings. However, a strike by workmen 
or lockout by an employer is prohibited and become's illegal under Section 23 of the 
Act if it is commenced or declared 
(a) during tlie pendency of conciliation proceedings before a Board and seven days 

after the conclusion of such proceedings; 
(6) Durjng the pendency of proceeding before a Labour Court or Tribunal and two 

months after tlie conclusio~i of sucl~ proceedings; 
(c) during the pendency of arbitration proceedings and two months after conclusion 

thereof; and 
(d) during any period in whicli settlement or award is in operation. 

It may be noted that a lockout declared in consequence of a11 illegal strike or a strike 
declared in consequence of an illegal lockout is not deemed to be illegal. t 

The Act includes provisions specifying punishment including imprisonment or fine or I I 

both, for illegal strikes by workman, illegal lockouts by employers, instigating or 
inciting others to take part in strike or lockout which is illegal, giving financial help in 
support of illegal strike or lockout, breach of settlement or award, disclosiilg 
confidential information, closure without notice and other offences. 

Lay off and retrenchment: If any workman who has completed at least one year's 
continuous service is laid off, he must be paid compe~isation by the employer equal to 
fifty per cent of the total of basic wages and dearness allowance that would have been 
payable to hinl if lie had not been laid off. Sucli workman cannot be retrenched by the 
employer unless the workma:? has been given one month's notice or paid wages in  lieu 
thereof and is paid compensation equal to fifteen day's average pay for every 
colnpfeted year of service in excess of six months. The employer is also required to 
serve riotice on the appropriate government about the retrenchment. 



Closing down an undertaking : Where an undertaking is closed down for any reason 
whatsoever, every worlcman who has been in continuous service for at least one year is 
entitled to rlotice and cornpensation as in the case of retrencllment. However, if tlie 
undertaking is closed down on account of unavoidable circumstances beyond the 
control of the employer, the co~npensatioll payable to the workman may not exceed his 
average pay for three months. There are separate clauses in tlie Act as regards 
compensation payable in the case of undertakings engaged in mixing operation and in 
the case of under-taltings for the constr~~ction of buildings, bridges, roads, canals, dams, 
etc. 

It may be noted that as per the provisions under Chapter V-B of the Act, the employers 
concerned are required to obtain prior permission of the appropriate government, on an 
application made in that behalf, wl~ere ally workman is to be laid off or retrenched or 
an undertaking is to be closed down. 

Labour Legislation 

8.6.3 The Industrial Employment (Standing Orders) Act, 1946 1 
This legislation was ainied at defining the conditions of e~nploy~nent of industrial 
worlcers so as to avoid disputes arising from ~~ncertainty or vagueness in the terms of 
etnploylneilt including conditions of recruitment, discharge, disciplinary action, etc., 
The Act applies to every industrial establishment wherein one hundred or more 
workmen are e~nployed or were employed on any day during the preceding twelve 
months. 

Certification of Draft Standing Ordcrs: Witliin six months from tlie date on which 
tlie Act becomes applicable to any industrial establishment, the employer is required to 
submit to the Certifying Officer (generally the Labour Com~nissioner or Regional 
Labour Commissioner) five copies of tile draft standing orders proposed by him for 
adoption in liis establishment including provisions for every matter set out in the 
Schedule to the Act. TIie CertifLing Officer is to certify the draft after giving the 
employer and the trade union, or any other representatives of workmen, an opportunity 
of being Iieard if any modification or addition to the draft standing orders is to be made. 
The standing orders after certification become part of tlie terms and conditions of 
services between tlie e~nployer and e~nployees and have the force of law. 

It may be noted that the Standing Orders (as per Schedule) i~iciude classification of 
work~nen (whether permanent, temporary, badlies), maliner of intimation to workmen 
about periods and hours of work, holidays, paydays and wage rates, shift working, 
attendailce and late coming, etc. The text of the standing orders as finally certified 
must be prominently posted by the employer in English and in tlie language understood 
by majority of workmen on special boards maintained for the purpose at or  near the 
entrance to the establislllnent and in all concerned departments. 

Check Your  Progress D 

I State the nature of imniunity and protection provided to a registered trade 
union. 

............................................................ ..I............................ I.. 



2 Wliat is the amount of compensation to which a workman is entitled in case of 
closure of an industrial undertaking? 
............................................................................................. 

3 State the legal provisions regarding submission of draft standing order by the 
employer to the Certifying Officer. 

4 What are the conditions laid down for the employer to f~llfill before any 
workman can be retrenched ? 
............................................................................................. 

8.7 WORKERS' PARTICIPATION IN 
MANAGEMENT 

Worl<ersY participation in insl~~agernent is an important part of industrial relations as it 
offers an enormous potential for raising productivity and prolnoting industrial peace. It 
creates a sense of involvement on the apart of workers in an enterprise as it implies 
joint consultation involving management and workers representatives in the decision- 
making process. This co~lcept has been regarded as a tool for improving the overall 
performance of an enterprise and gained so much importance that, in 1975, the 
constitution was amended and article 42A was illserted in Directive Principles of State I 
Policy to encourage and secure the participation of workers in management. 

Objectives : The main objectives of workers' participation in management are : 

I Achieve higher productivity; ! 8 

2 Greater efficiency and job satisfaction; 
3 Improved I~~dustrial relations; 
4 Better discipline; 
5 Improved operation of safety measures and welfare activities; 
6 Developing a sense of belongingness; and 
7 Establ ish~nent of  harmonies industrial relations. 

Operatiot~ of a satisfactory scheme of participative management at all levels breaks 
down the barriers between labour and management, reduces mutual suspicioli and 
distrust, and imbibes a spirit of co-operation. The workers are likely to develop a 
higher sense of responsibility are able to offer new ideas and suggestions to 
management so as to make decision-making more realistic, and their willingness to 
imple~nent tlie decisions. 



Nature of participation : Broadly speaking tlie nature of workers' participation in 
management may be : 

(a) Information or associative participation, which enables workers to offer 
opinions based 011 information received; 

(b) ConsuItative participation, that is, workers sharing their views with 
management on matters of common interest; 

(c) Administrative participation which implies workers accepting greater share and 
assuming greater responsibility in the discharge of management functions; and 

(d) Active participation in the decision making process in relation to policies plans 
and activities. 

Scl~emes of Worlters' Participation 

A few schemes of worlcers' participation in management have been introdu,;ed in India 
from time to time, viz., worlcs committees, joint management councils, workers' 
representative on board of directors, and a two-tier rnodel consisting of shop council at 
the shop level and joint council at the enterprise level. 

Works Committees : The importance of works comnlittee in an industrial 
undertaking for the settlement of any dispute which lnay arise in course of the day to 
day operations was emphasized by the Royal Comlnission on Labour in 193 1 and was 

' recognized in the Industrial Truce Resolution in 194.7. The recommendation was given 
statutory recognition in the Industrial Disputes Act, 1947, under which works 
comlnittees were required to be set up in every industrial establish~nent employing 100 
or tnore persons, with equal representation of the employers and employees and their 
funclions duly spelt out. But, in actual practice, the basic idea has been that matters 
which fall under collective bargaining should be dealt wit11 by trade unions, while those 
relaled to implementation should be the concern of works cotnmittees. I-Iowever, as 
tlie National Coln~nissio~l on Labour observed, "The general feeling is that works 
committees have not proved to be effective". This is attributed to the advisory nature 
of their recommendations, inter-union rivalry, union, opposition, reluctance of the 
employers to utilize the committees, and the lack of interest of on the part of workers 
themselves. 

Joint Mallagernei~t Councils : The draft rnodel agreement between labour and 
management prepared in a Seminar 011 Labour Management Co-operation held in  New 
DeIhi in 1958 was the basis of setting up joint management councils. The functions of 
the councils have been divided into four categories : general functions; fi~nctions 
connected with the workers' right to be consulted; functions conilected with the right 
to receive information and offer suggestions; and functions connected with the right to 
exercise administrative pcwers such as those in relation to welfare schemes, safety 
measures, etc. Although joint management councils were set up in a large number of 
undertakings, both in the private and public sectors, their working of have not been 
satisfactory. This is attributed to hostility of the employers and workers, lack of proper 
understanding of t l~e  purposes and benefits, and existence.of several joint bodies and 
committees, etc. 

Wgrkesst Represeptatives Qn Board of Director81 It was on the recomlnendation of 
the Administrative Reforms Cornmission that the Government accepted the policy of  
appointing workers' representatives on the boards of directors of public sector 
undertakings. Initially it was decided that workers' representation should be there on 
the boards of industrial undertakings and not of financial or commercial undertakings. 
Later, the nationalized commercial banks were also covered. 
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Lcgnl Environment Scheme of Shop Councils and Joint Councils : In July 1975, the Government of 
India adopted a scheme known as 'workers' participation in industry at the shop floor 
and plant levels. It is a two-tier participation model with a shop council at the shop 
floor or departmental level, and a joint council at the plant or enterprise level. With 
equal participation of en~ployers and employees, there may be as many shop councils 
for a plant as the employer may decide. The size of council memberships is not to 
exceed twelve and is to be decided in consultation with the recognized trade union. 
Decisions are to be made by consensus, not by votes. The council is also to assist 
management in achieving production targets by eliminating wastage, optimum 
utilization of machine capacity and manpower, devising way of reducing absenteeism, 
and so on. A joint council is to be set up for the plant or the whole enterprise. Its 
constitiltion and working is more or less similar to that of shop co~~ncils .  But it may 
deal with sucli matters as optiniu~n production, fixation of production iiorrns and 
efficiency, work planning, developinent of facilities for training and improvement of 
skills, preparing schedules of working hours, resolving problen~s which could not be 
solved at the shop Flool. or departmental level, etc. The joint councils are required to 
meet at least once every quarter. 

Tlie schelne is applicable on a voluntary basis to all undertakings employing 500 or 
more persons, though i n  some states it is applicable in the case of concerns employing 
200 or more work~iien as in Punjab, 250 or [nore as in Orissa and 300 or more as in 
Karnataka. 111 a few states, like Gujarat, the scheme has been made compulso~y. The 
scheme has been applied in undertakings in the private sector, public sector as well as 
cooperative sector and covered ~l~illions of workers in several industries including steel, 
cement, fertilizer aluminum, copper, mica, paper sugar;textiles and engineering 
indusiries. By 1977, the scheme was extended to cover commercial and service 
organizations i n  the public sector elnploying at least 100 persons. 

8.8 LET US SUM UP 

The scope ancl coverage of labour legislation happen to be very wide and overlapping. 
Classified on the basis of their focus on particular aspects of workers' interest, the laws 
may be distinguislied as : (a) Laws relating to factories and workshops and specific 
industl.ies, which provide for health, safety and welfare of workers as well as other 
aspects like working hours, leave with wages and employment of children. Tlie 
Factories Act, 1948, Mines Act 1952, Plantatio~is Labour Act, 1961, the Indian Dock 
Labourers Act, 1934, and Dock Workers (Regulation of Employment) Act, 1984, come 
under this category. Besides, there are other laws govertiing the working and service 
conditions of the e~nployees of transport undertakings, sl~ops and commercial 
establisl~ments, contract labour, working journalists; (b) Laws relating to wages and 
bonus include Payment of Wages Act, 1936, to ensure regular and timely payment of 
wages; Minimum Wages Act, 1948 applicable to workers employed in selected 
sweated industries; Payment of Bonus Act, 196.5; and Equal Reniu~leration Act, 1976; 
(c) Enactments bearing on social security contain provisions wit11 respect to cases of 
employment injury, maternity benefit, sickness as well as eventualities of old age and 
unemployment. Laws related to this category are Wprkmen's Compensation Act, 
1923; Maternity Benefit Act, 1961 ; Employees State Insurance Act, 1948; Elnployees 
Provident Fund and Miscellaneous Provisions Act, 1952; and the Payment of Gratuity 
Act, 1972; and (d) Laws relating to trade unions and industrial relations include the 
Indian Trade Unions Act, 1926, and Industrial Disputes Act, 1947; and Industrial 
Employment Standing Orders) Act, 1946. 



The Factories Act includes provisions relating to health of employees, safety 
and welfare of workers, working hours for adults (men and women), 

employment or young persons. 

Legislation relating to  wages and  bonus: Under the Minimum Wages Act, the 
responsibilities of fixing and revising the minimum rates of wages for employees in 
atly scheduled e~nploy~nent lies with the Central and State governments, The Payment 
of Wages Act ensures workers welfare througll measures ensuring payment of wages 
regularly and prevention of undue deductions from wages and arbitrary times being 
imposed. Ttie Payment of Bonus Act provides for payment of mini~nu~n bonus of 
8.33% and lnaxi~nu~n bonus upto 20% ofthe total remuneration subject to the 
availability of allocable surplus. The Equal Relnuneration Act is aimed at ensuring 
payrnent of equal remuneration to male and female workers for the same work or work 
of a similar nature. It also seelts to prevent any discrimination on the ground of sex 
with regards to recruitment, promotion, transfer, etc. 

T l ~ e  social secwrity legislation : The Workmen's Compensation Act provides for 
payment o f  compensation by the employer to his workmen Tor personal injuries caused 
by accidents arising out of and in course of employme~~t as also for certain 
occupational diseases. The E~nployees State Insurance Act has laid down that the 
insured persons (en~ployees) and their families shall be entitled to benefits like 
payment for sickness, maternity, and disablement caused by e~nployment injury as well 
as on death, and medical treatment either in the form of out-patient treatment in a 
hospital 01- dispensary or treatment as inpatient ill a hospital. The E~nployees Provident 
Fund and Miscellaneous Provisions Act has provisions under which three schemes 
have been framed by the Central Government, viz., (a) Employees' Provident Fund 
Scheme; (b) Employees Pension Scheme; and (c) Employees' Deposit-Linked 
Insurance Scheme. All the schemes require contribution to be made by both the 
employees and the employers. All employees who are members of the provident funds 
are covered by the pension scheme and the insurance scheme. The Payment of 
Gratuity Act provides for the payment for gratuity, an important retirement benefit to 
the e~nployees for long and faithful service. 

Legidation relating to industrial rclatiolls : This includes are enactments intended to 
bring about harmony and co-operative relationship between e~nployers and employees 
and aims at resolving industrial conflicts and disputes. The Trade Unions Act provides 
for registration of all trade unions and their protection against criminal proceedings and 
immunity against civil suits or victimization of their office bearers. The Industrial 
Disputes Act includes provisions for constitution of works committees, conciliation 
officers, board of conciliation for settlement of illdustrial disputes, and a three-tier 
adjudication machinery (labour courts, Industrial Tribunes and National Tribuiials ) for 
settle~nent of industrial disputes. Employers and worlunen may also refer tlie dispute 
to arbitration if there is written agreement between them. The Act duly recognizes the 
e~l~ployee's right to strike, but any strike by workmen and so also the lockout by an 
einployer is prohibited during the pendency of conciliation, adjudication or arbitration 
proceedings and during tlie period when a settlement or award is in operation. 
Provision is also there for payment of compensation to workmen in the event of lay off 
or retrencliment of closure of an undertaking. The Industrial Employment (Standing 
Order) Act is aimed at defining the conditions of employme~it of industrial workers so 
as to avoid disputes arising from uncertainty or vagueness in the terms of employment. 

Workers' participation in management : The main objective of workers' 
involvement in the decision-making process is to improve the overall performance of 
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an enterprise though better discipline, improved industrial relations, securing greater 
efficiency and job satisfaction. It also help in developing a sense of belo~igingness and 
ensuring harmonies industrial relations. Tlie schemes which have been instituted for 
the purpose include : works committees, joint lnanagement councils, workers' 
representation on tlie board of directors, and workers' participation in industry at the 
shop floor and plant levels providing for shop couilcils and joint councils. Somehow 
the working of the schemes has not been satisfactory. 

8.9 KEYWORDS 

Employmcllt Injury : A personal injury to employee caused by accident or an 
occupatio~lal disease arising out of and in course of employment. 

Ex-gratia Payment : Payment not legally binding but for which some moral 
obligation is felt. 

Industl-is1 Relations : Relations between e~nployers and elnployees i l l  industry and 
the relations of state wit11 employers, workers arid tlieir organisations and trade unioiis. 

Lay off: Failure, reft~sal or inability of an employer to give employment to a 
worklnan whose name appears on the muster rolls of Iiis industrial establishment, and 
who has not been retreiiched. 

Social Security : Protection from uncertainties and risks i~ivolving unemployment, old 
age, sickness, disablement, etc. during service. 

8.10 ANSWERSTQ CHECKYOURPROGRESS 

A 4 (a) Fencing (b) 48'9 (c) 15 
(d) unemployme~~t (e) Industrial Disputes 

C 3 (a) False ( 6 )  True (c) True (d) False (e) True 

8 . 1  TERMINAL QUESTIONS 

1 "Tile scope and coverage of labour legislation are very wide and overlapping". 
Elucidate the stateinelit with a brief overview of labour legislation in India. 

2 State and explain briefly the safety provisions in the Factories Act for factory 
employees. 

3 What are the provisio~ls of the Factories Act regarding working hours for adult 
workers ? 

4 What is the main purpose underlying tlie Minimum Wages Act, 1948 ? What is the 
role o f  the Advisory Boards in that context ? 

5 Disc~~ss  the maill provisions of the payment of Bollus Act 1965, in the light of its 
objectives. 

6 Ststte the provisions af Payment o f  Wages Act, 1936 regarding (a) time for paying 
of wages, a ~ ~ d  (b) deductions allowed from wages. 

7 Explain the provisions of the Workmen's Compensation Act, 1923 regarding 
employer's liability and the amount of compensation payable for injury caused to 
an employee in course of employment. 



8 Enumerate tlie nature of benefits which workers can claim under the En~ployees 
State Insurance Act, 1948 and the En~ployees Deposit linked Insurance Schetne, 
1976. 

9 Write explanatory notes on : 
(a) Elnployees Provident Funds Sclien~e 
(IJ) Employees Pension Scheme, 1995 
(c) Payment of Gratuity 

I0 State tlie objects of t l ~ e  Industrial disputes Act, 1947, and tlle adjudication 
machinery set up for settlement of industrial disputes in India. 

I I What are tlie provisions of Industrial Disputes Act, 1947, regarding (a) strikes and 
lock outs, (b) lay off and retrenchment. 

12 What is meant by workers' participation in li~anagement ? Discuss the schemes of 
workers participation so far introduced in India. 

Notc : These questions will help  yo^! to understand the unit better. Try to write 
answers for them, but do not submit your answers to tlie university for 
assessment. These are for your practice only. 
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