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Dear Members,

Warm greetings to you all……

It is a great privilege and honour to serve as the Chairman of this prestigious Institution. I would 

like to express my sincere gratitude to all of you for electing me and giving me an opportunity to 

serve as Chairman of NIPM-KC.

I am privileged to have an excellent committee of talented, young and experienced 

HR Professionals whose support and expertise encourages me to carry forward NIPM agenda as 

well as to take new initiatives.

Our team intends to organise a range of activities like evening lectures, professional training 

programs and workshops to enhance the quality and add value to the HR Professionals and all the 

participants. We are also planning to organize a conference in the coming days. We are also 

thinking of organising quarterly legal update sessions, from the legal experts for the benet of all 

the Members/Professionals.

I believe that, , and all those who “It doesn't matter who you are, it is who you choose to be”

associate themselves with NIPM have chosen to be the better version of themselves year by year. 

We, as a team here in NIPM have the platform and opportunity to give new vision and values to our 

young HR Professionals and thereby make a difference. 

I earnestly ask for your support in collaborating with other Professional bodies and Government 

Authorities to organise many joint programmes in the days to come. We need to focus on 

strengthening the existing NIPM clusters located in different parts of Bangalore.

I take this opportunity to complement the editorial team of, , “THE HUMAN RESOURCE”

who have put-in dedicated efforts to bring out this Journal with excellent compendium of 

articles. Our team always supports and provides resources to make it possible to bring out this 

magazine every quarter. 

We would like to invite new ideas from the Members, Senior Professionals and Past Chairmen to 

support NIPM-KC members to grow professionally and intellectually.

Warm Regards

Robert Cutinha
Chairman – NIPM - KC

CHAIRMAN’S MESSAGE

4



5

EDITORIAL MESSAGE

From the Editorial Committee

Dear Reader,

We are pleased to present to you the Quarterly issue of 

The Human Resource. It shall be our endeavour to bring to you a Quarterly compendium which will 

serve as a cauldron of knowledge with interesting and refreshing articles, a synopsis of the 

Quarter gone by and a peek into the Quarter to come. We will strive towards value addition by 

focussing on contemporary topics in HR. 

In this edition we have focussed on the subject which is most debated and discussed of late - 'THE 

LABOUR CODE'. The new labour code is set to be implemented during the most challenging of 

times that the planet has witnessed in the last few decades, bringing with it newer challenges for 

the Employers and Employees in India. Heraclitus, the ancient Greek philosopher, remarked that 

“The only constant in life is change”. This new change in our lives is analysed, debated and 

questioned by Mr. S N Murthy, Senior Advocate, Mr. Muralidhara, Advocate and Mr. Vittala Rao, 

Management Consultant – through their insightful articles. They bring to us not only the 

background of this law, but also a critical analysis of the same and some thoughts on the way 

forward. 

We introduce to you the new Team for the year 2021-23 in this edition and also capture the events 

and programmes that were conducted from July 2021 – September 2021. We have also shared with 

you the programmes/events that we wish to conduct in the coming months, for which we look 

forward to your participation. 

We welcome members to share their suggestions on what subject/theme they are keen on 

exploring. An e-mail may be sent to nipmkc@gmial.com with your ideas which will be considered 

by us. We are certain that The Human Resource will be not just a good read, but something worth 

preserving.

Mrs. Karuna .S.G

Chairperson – Editorial Committee

EC member, NIPM – KC (2021-23)
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THE CODE ON WAGES 2019

The Code on Wages 2019 is an amalgamation 
of four existing labour enactments viz., The 
Payment of Wages Act, 1936, The Minimum 
Wages Act, 1948, The Payment of Bonus Act, 
1965 and the Equal Remuneration Act, 1976.  
An attempt has been made to reduce the 
number of legislations by bringing a code 
comprising of all the above said four 
enactments.  Some of the salient features of 
The Code on Wages 2019 are as under:

A) Section 2(f) of the Code denes 
'Contractor' as under:

 “Contractor”,  in  re lat ion to  an
 establishment, means a person, who—

(I)  undertakes to produce a given result 
for the establishment, other than a 
mere supply of goods or articles of 
manufacture to such establishment, 
through contract labour; or

(ii)  supplies contract labour for any work of 
the establishment as mere human 
resource and includes a sub-contractor; 

A clear attempt is made by emphasizing that a 
person who merely supplies labour for any 
work of the establishment (principal 
employer) falls within the denition of 
contractor.  The Hon'ble Supreme Court, in a 
number of cases had taken the view that mere 
supply of contract labour could lead to the 
conclusion that the contract is a 'sham'.  This 
is because, the Hon'ble Apex Court has been 
of the view that if the work of contract labour 
is supervised or controlled by the principal 
employer, the contract could be deemed to 
be 'sham contract'.  Recently, the Hon'ble 
Supreme Court in Bharat Heavy Electricals 
Limited Vs. Mahendra Prasad Jakhmola  
reported in 2019 (2) LLJ page 1 has analysed 
what constitutes contract labour and at para-
12 of the Judgment reproduced paras-38 and 

39 from the Judgment in International Airport 
Authority of India Vs. International Air Cargo 
Workers Union. It reads thus:

The expression "control and supervision" in 
the context of contract labour was explained 
by this Court in International Airport 
Authority of India v. International Air Cargo 
Workers' Union thus: (SCC p. 388, paras 38-
39):

38. ...if the contract is for supply of labour, 
necessarily, the labour supplied by the 
contractor will work under the directions, 
supervision and control of the principal 
employer but that would not make the worker 
a direct employee of the principal employer, 
if the salary is paid by a contractor, if the right 
to regulate the employment is with the 
contractor, and the ultimate supervision and 
control lies with the contractor.

39. The principal employer only controls and 
directs the work to be done by a contract 
labour, when such labour is assigned/
allotted/sent to him. But it is the contractor 
as employer, who chooses whether the worker 
is to be assigned/allotted to the principal 
employer or used otherwise. In short, worker 
being the employee of the contractor, the 
ultimate supervision and control lies with the 
contractor as he decides where the employee 
will work and how long he will work and 
subject to what conditions. Only when the 
contractor assigns/sends the worker to work 
under the principal employer, the worker 
works under the supervision and control of 
the principal employer but that is secondary 
control. The primary control is with the 
contractor.”

After analysing paras-38 and 39 of the 
Judgment in International Airport Authority 
case, the Hon'ble Supreme Court at para-20 
has stated thus:

By S.N. Murthy  |  Senior Advocate
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“20. From this judgment, it is clear that test 
No. 1 is not met on the facts of this case as the 
contractor pays the workmen their wages. 
Secondly, the principal employer cannot be 
said to control and supervise the work of the 
employee merely because he directs the 
workmen of the contractor 'what to do' after 
the contractor assigns/allots the employee to 
the principal employer. This is precisely what 
paragraph 12 explains as being supervision 
and control of the principal employer that is 
secondary in nature, as such control is 
exercised only after such workman has been 
assigned to the principal employer to do a 
particular work.”

It is clear from the above judgment that if the 
contractor pays wages to the workmen and 
the contractor assigns/sends the worker to 
the principal employer consequent to which 
worker works under the supervision and 
control of the principal employer, that is still 
secondary control as the primary control is 
with the contractor.

B) Section 2(l) denes 'employer' as 
under:

 (I) "employer" means a person who 
employs, whether directly or through any 
person, or on his behalf or on behalf of 
any person, one or more employees 
in his establishment and where the 
establishment is carried on by any 
department of the Central Government 
or the State Government, the authority 
spec ied,  by  the  head  o f  such 
department, in this behalf or where no 
authority, is so specied the head of the 
department and in relation to an 
establishment carried on by a local 
authority, the chief executive of that 
authority, and includes,—

 (i) in relation to an establishment which 
is a factory, the occupier of the factory as 
dened in clause (n) of section 2 of the 
Factories Act, 1948 and, where a person 
has been named as a manager of the 
factory under clause (f) of sub-section (1) 
of section 7 of the said Act, the person so 
named;

 (ii)  i n  r e l a t i o n  t o  a n y  o t h e r 
establishment, the person who, or the 
authority which, has ultimate control 
over the affairs of the establishment and 
where the said affairs is entrusted to a 
manager or managing director, such 
manager or managing director;

 (iii) contractor; and

 (iv) legal representative of a deceased 
employer;”

 A reading of the above Section gives the 
impression that those employed by an 
employer through any person or on his 
behalf or on behalf of any person is also 
an employee of the employer.  In other 
words, even for contract labour, the 
employer is the principal employer. This 
is bringing the denition of employer in 
line with those existing under the ESI Act, 
EPF Act, Factories Act and the like. This 
raises a serious question, particularly in 
the light of the fact that even for the 
purpose of bonus, the above denition of 
employer holds good.  If that is so, a 
question arises as to who is responsible 
for payment of bonus to contract 
workmen, and what should be the 
quantum of bonus payable to contract 
labour.  Once you hold that workman 
engaged through a contractor should 
be taken to have been engaged by 
the employer (principal employer), it 
becomes obvious  that  whatever 
provisions of the Bonus Act that applies 
to principal employer in respect of his 
direct employees will apply with equal 
force to contract labour also.

C) Section 2(y) denes 'Wages' as under:

 “2(y) "wages" means all remuneration 
whether by way of salaries, allowances 
or otherwise, expressed in terms 
of money or capable of being so 
expressed which would, if the terms of 
employment, express or implied, 
were fullled, be payable to a person 
employed in respect of his employment 
or of work done in such employment, and 
includes,—
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(i) basic pay;

(ii) dearness allowance; and

(iii) retaining allowance, if any,

but does not include––

(a) any bonus payable under any law for the 
time being in force, which does not form 
part of the remuneration payable under 
the terms of employment;

(b) the value of any house-accommodation, or 
of the supply of light, water, medical 
attendance or other amenity or of any 
service excluded from the computation of 
wages by a general or special order of the 
appropriate Government;

(c) any contribution paid by the employer to 
any pension or provident fund, and the 
interest which may have accrued thereon;

(d) any conveyance allowance or the value of 
any travelling concession;

(e) any sum paid to the employed person to 
defray special expenses entailed on him 
by the nature of his employment;

(f)  house rent allowance;

(g)  remuneration payable under any award or 
settlement between the parties or order 
of a court or Tribunal;

(h)  any overtime allowance;

(i)  any commission payable to the employee;

(j)  any gratuity payable on the termination of
employment;

(k) any retrenchment compensation or 
other retirement benet payable to the 
employee or any ex gratia payment made 
to him on the termination of employment:

 Provided that, for calculating the wages 
under this clause, if payments made 
by the employer to the employee under 
clauses (a) to (i) exceeds one-half, or 
such other per cent. as may be notied 
by the Central Government, of the all 
remuneration calculated under this clause, 
the amount which exceeds such one-half, or 
the per cent. so notied, shall be deemed 

as remuneration and shall be accordingly 
added in wages under this clause:

 Provided further that for the purpose of 
equal wages to all genders and for the 
purpose of payment of wages, the 
emoluments specied in clauses (d), (f), 
(g) and (h) shall be taken for computation 
of wage.

 Explanation.––Where an employee is given 
in lieu of the whole or part of the wages 
payable to him, any remuneration in kind 
by his employer, the value of such 
remuneration in kind which does not 
exceed fteen per cent. of the total 
wages payable to him, shall be deemed to 
form part  of  the wages of  such 
employee;”

 The above denition is a drastic departure 
from the existing denition of 'Wages' 
under Section 2(h) of the Minimum Wages 
Act, 1948.  Under the Minimum Wages 
Act, 1948, 'wages' is dened as under:

 “2(h): "wages" means all remuneration, 
capable of being expressed in terms of 
money, which would, if the terms of the 
contract of employment, express or 
implied, were fullled, be payable to a 
person employed in respect of his 
employment or of work done in such 
employment, and includes house rent 
allowance], but does not include—

 (i) the value of – 

 (a) any house-accommodation, supply of 
light, water, medical attendance, or 

 (b) any other amenity or any service 
excluded by general or special order of 
the appropriate Government; 

 (ii)  any contribution paid by the employer 
to any Pension Fund or Provident Fund or 
under any scheme of social insurance; 

 (iii) any travelling allowance or the value 
of any travelling concession; 

 (iv) any sum paid to the person employed 
to defray special expenses entailed on him 
by the nature of his employment; or 

 (v)   any gratuity payable on discharge;



9

 A reading of the two denitions clearly 
shows that only basic wages and dearness 
allowance constitute wages under the 
Code.  In other words, when we talk of 
minimum wages, only the components of 
basic wages and dearness allowance will 
have to be taken into consideration. This 
is virtually undoing the judgment in 
Airfreight case and in Hindustan 
Sanitaryware and Industries Limited 
Vs. State of Haryana Civil Appeal 
No.2539/2010 decided on 29.04.2019.  
Now, to satisfy the requirements 
of the payment of minimum wages, 
the salary should have components 
of basic wages and dearness allowance 
aggregating to not less than what is xed 
by the Government as minimum wages. 
This might call for restructuring of wage 
structure in a large number of industrial 
establishments.

D) Parity in Wages: Section 3 of the Code 
clearly lays down that there should be no 
discrimination on the ground of sex while 
recruiting an employee for any kind of 
work and or while xing remuneration for 
the same kind of work between male and 
female employees.

E) Eligibility for bonus: This provision is very 
vague as the ceiling limit for the purpose 
of coverage under the Act is required to be 
specied by a notication. Till such 
notication is published, employers will 
be in the dark.

F) Proportionate reduction in bonus:  
A new section is introduced where an 
employee who has not worked on all 
working days in an accounting year could 
suffer proportionate reduction in the 
payment of bonus; and this provision 
applies only where more than minimum 
bonus is required to be paid.  It is very 
difcult to nd out what the section 
means, particularly because, bonus is paid 
on salary earned during the accounting 
year.  An effort, possibly is made to ensure 
that only those employees who regularly 
attend should get higher quantum of 
bonus when bonus beyond the minimum 
bonus is paid.

G) Adjustment of customary or interim 
bonus against bonus payable under the 
Code:  Where an employer pays Pooja 
bonus or other customary bonus or pays a 
part of the bonus payable under the Code 
before the date on which it becomes 
payable, such bonus paid could be 
deducted from the bonus entitlement 
when paid later.

H) Authority may get accounts of the 
employer audited at the cost of the 
employer:  A new provision with regard to 
authority appointed to determine the 
disputes with regard to bonus may appoint 
auditors to get the accounts of the 
employer audited at the cost of the 
employer and then act on the said audit 
report.

I) Ofcers of the appropriate Government 
empowered to levy penalties in case of 
violation:  For the rst time, a provision is 
made for imposing penalty, in case of 
violation of provisions with regard to 
bonus.  An enquiry should be held before 
levying penalty.

J) Restriction on ofcers to initiate 
criminal prosecution:  The inspector cum 
facilitator is required to give an 
opportunity to the employer to comply 
with the provisions of the Code by way of 
written direction in case of violations. The 
time limit for such compliance is also 
required to be given. If the employer 
complies with the direction so issued 
within the specied time, the inspector 
cum facilitator is not permitted to initiate 
prosecution proceedings. In case of 
violation of similar provision/s within a 
period of ve years, there could be 
prosecution even after compliance.

K) Composition of offences: A totally new 
concept is introduced in the Code, under 
which, in cases of offences not punishable 
with imprisonment alone, the authority, 
on an application by the accused person 
before or after institution of the criminal 
prosecution is required to compound the 
offence for a sum of fty per cent of the 
maximum ne provided for such offence.  
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Those who do not comply with the 
provisions for the second time within a 
period of ve years will not be entitled to 
the benet of compounding.

L) Draconian provision with regard to 
Prosecution: Section 52(1) of the Code on 
Wages reads thus:

 52. (1) No court shall take cognizance of 
any offence punishable under this Code, 
save on a complaint made by or under the 
authority of the appropriate Government 
or an ofcer authorised in this behalf, or 
by an employee or a registered Trade 
Union registered

 under the Trade Unions Act, 1926 or an 
Inspector-cum-Facilitator.

 It is seen from the above that an employee 
or a union registered under the Trade 
Unions Act, 1926 may straightaway make a 
complaint to the judicial magistrate 
alleging breach of any of the provisions of 
the Code. In other words, the restriction 
on prosecution that is in force as on date 
in the form of trade union requiring 
sanction of the Government to prosecute 
the employer for offences is done away 
with. Now,  any employee or registered 
trade union may straightaway le a 
criminal complaint. This provision will 
denitely be misused by the employees as 
also the trade unions. For every small 
thing, the employee and the trade union 
will start threatening the employer with 
ling of cases before the Judicial 
Magistrate Court. It looks as though 
companies will have to engage an 
advocate only to attend to these cases and 
should engage ofcers for the purposes of 
going and sitting in the court every now 
and then. This is a highly retrograde step 
and in no way advances the policy of the 

Central Government of improving ease of 
doing business.

M) Work ing  Journa l i s t s  and  Sa l e s 
promotion employees are brought within 
the denition of workmen under the 
Code.

N) Floor wages to be xed by the Central 
Government:  Section 9 of the Code deals 
with the power of Central Government to 
x oor wages. The provision clearly 
states that the Central Government shall 
x oor wages taking into account 
minimum living standards of a worker. The 
oor wages may be different for different 
geographical areas.  The provision further 
makes it clear that the minimum 
rates of wages xed by the appropriate 
Government i.e., respective State 
Governments shall not be less than the 
oor wage.

There is no doubt that there are so many areas 
in the Code which require rules and 
regulations to be framed for effective 
implementation. It is possible, that over a 
period of time, with interpretations of the 
provisions by the courts, a clear picture 
would emerge. 

The Code on Wages 2019 has received assent 
of the President of India on 08.08.2019. 
However, the code or portions of the code as 
the case may be, will come into effect from 
the date the Central Government noties the 
commencement date in the ofcial gazette.  
As such, as of now, the existing enactments 
continue to operate in the eld. Once a new 
Code comes into force, the four enactments 
viz., The Payment of Wages Act, 1936, the 
Minimum Wages Act, 1948, The Payment of 
Bonus Act, 1965 and the Equal Remuneration 
Act, 1976 would stand repealed.

(will be continued in the next Issue)

“The views expressed in this Article are that of the author. 
The views contained here are not to be constructed as Legal Opinion”
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In September 2021, NIPM-KC in association with HDFC Bank conducted a session on the 
Importance of implementing NPS and the role of Corporate India. The speakers 
extensively discussed the role of National Pension Scheme acting as a catalyst for 
corporate growth and how industries can be enablers for this. The session was 
attended by approx. 50 participants and appreciated by all present.

Evening Lecture Programme
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NIPM successfully delivered to M/s Aditya Birla Fashion & Retail Limited a 3 month certication 
programme on labour laws, through industry & subject-matter experts viz., Mr. S N Murthy, Senior 
Advocate, Mr. S N Gopinath, Senior HR & IR Consultant, Mr. Vittala Rao, Management Consultant - 
IR, Mr. Bhima Rao, Management Consultant and Mrs. Karuna S G, Advocate & POSH Consultant. 
This programme was curated specically for M/s ABFRL after identifying the basic training needs 
for the audience, who were all employees of M/s ABFRL. 

Some glimpses of the Certication Ceremony conducted by NIPM-KC on 14.08.2021:

A unique Labour Law Certication Programme 
tailor made to the needs of an organisation.
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Event was sponsored by M/s ABFRL.

NIPM-KC is happy to help identify and cater to any specic and unique training needs of organisations. 
Please write to nipmkc@gmail.com for further information.
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In June 2021, Ms. Bharathi Singh, Founder and CEO of SA-MUDRA foundation presented 
a webinar on CSR during COVID-19. Mrs. Bharathi has extensively worked towards 
youth wellness and women empowerment. This virtual programme was well received 
by all participants.

Evening Lecture Programme

NATIONAL INSTITUTE OF PERSONNEL MANAGEMENT



£ÀÆvÀ£À PÉÊUÁjPÁ ¨ÁAzsÀªÀå ¸ÀA»vÉ - MAzÀÄ «±ÉèÃµÀuÉ

PÉÊUÁjPÉUÀ¼À°è ªÀiÁ°ÃPÀgÀÄ ªÀÄvÀÄÛ PÁ«ÄðPÀgÀÄ/PÁ«ÄðPÀ 
¸ÀAWÀUÀ¼À £ÀqÀÄªÉ GzÀã«¸À§ºÀÄzÁzÀ PÉÊUÁjPÁ «ªÁzÀUÀ¼À£ÀÄß 
±ÁAwAiÀÄÄvÀªÁV ºÁUÀÆ PÁ£ÀÆ£ÁvÀäPÀªÁV §UÉºÀj¸ÀÄªÀ°è 
ªÀÄÆgÀÄ PÁ«ÄðPÀ PÁ£ÀÆ£ÀÄUÀ¼ÀÄ, CAzÀgÉ PÁ«ÄðPÀ 

¸ÀAWÀUÀ¼À PÁAiÉÄÝ, 1926 (Trade Unions Act, 1926), 

PÉÊUÁjPÁ GzÉÆåÃUÀ (¸ÁÜ¬Ä DzÉÃ±ÀUÀ¼ÀÄ), 1946 (Industrial 

Employment (Standing Orders) Act, 1946) ªÀÄvÀÄÛ 

PÉÊUÁjPÁ «ªÁzÀUÀ¼À PÁAiÉÄÝ, 1947 (Industrial Disputes 

Act, 1947) ¥ÀæªÀÄÄR ¥ÁvÀæªÀ£ÀÄß ªÀ»¸ÀÄªÀÅzÀgÀ §UÉÎ 
C©ü¥ÁæAiÀÄ ̈ sÉÃzÀ«gÀ¯ÁgÀzÀÄ C£ÉÃPÀ zÀ±ÀPÀUÀ½AzÀ eÁjAiÀÄ°èzÀÝ 
F PÁ£ÀÆ£ÀÄUÀ¼ÀÄ FUÀ gÀzÁÝV ªÀÄÆgÀÄ PÁ«ÄðPÀ 
PÁ£ÀÆ£ÀÄUÀ¼À£ÀÄß ¸ÀAAiÉÆÃf¹ PÉÊUÁjPÁ ¨ÁAzsÀªÀå ¸ÀA»vÉ 

(Industrial Rela�ons Code)£ÀÄß eÁjUÉÆ½¸ÀÄªÀ 
¥ÀæAiÀÄvÀßªÀ£ÀÄß PÉÃAzÀæ ªÀÄvÀÄÛ gÁdå ¸ÀPÁðgÀUÀ¼ÀÄ PÉÊUÉÆArªÉ.  
PÁ«ÄðPÀ PÁ£ÀÆ£ÀÄUÀ¼ÀÄ ¸ÀÄzsÁgÀuÉAiÀiÁUÀ¨ÉÃPÀÄ ªÀÄvÀÄÛ 
¸ÀgÀ½ÃPÀgÀtUÉÆ¼Àî¨ÉÃPÉA§ PÉÃAzÀæ ¸ÀPÁðgÀzÀ GzÉÝÃ±ÀªÀ£ÀÄß 
PÉÊUÁjPÁ ¨ÁAzsÀªÀå ¸ÀA»vÉ ¸ÁPÁgÀUÉÆ½¹zÉAiÉÄÃ JAzÀÄ 
«±ÉèÃ¶¸À¨ÉÃPÁzÀzÀÄÝ CªÀ±ÀåPÀ.

PÁ«ÄðPÀ PÁ£ÀÆ£ÀÄUÀ¼À ̧ ÀÄzsÁgÀuÉAiÀÄ ̈ ÉÃrPÉ:�
eÁUÀwÃPÀgÀt, GzÁjÃPÀgÀt ªÀÄvÀÄÛ SÁ¸ÀVÃPÀgÀtzÀ 
¤ÃwUÀ¼À£ÀÄß ¨sÁgÀvÀ ¸ÀPÁðgÀ D®AV¹ eÁjUÉÆ½¹zÀ 
»£Éß¯ÉAiÀÄ¯ÉèÃ PÁ«ÄðPÀ PÁ£ÀÆ£ÀÄUÀ¼ÀÄ ̧ ÀÄzsÁgÀuÉUÉÆ¼Àî¨ÉÃPÉAzÀÄ 

«±Àé¨ÁåAPï (World Bank) CAvÀgÀgÁ¶ÖçÃAiÀÄ ºÀtPÁ¸ÀÄ 

¸ÀA¸ÉÜ (IMF), §ºÀÄgÁ¶ÖçÃAiÀÄ ºÁUÀÆ zÉÃ²ÃAiÀÄ PÀA¥À¤UÀ¼À 
¨ÉÃrPÉAiÀiÁVvÀÄÛ. §AqÀªÁ¼À vÉÆqÀV¹, G¢ÝªÉÄUÀ¼À£ÀÄß 
¥ÁægÀA©ü¸ÀÄªÀ ªÀÄÄPÀÛ CªÀPÁ±ÀzÀAvÉAiÉÄÃ §AqÀªÁ¼ÀªÀ£ÀÄß 
»AvÉUÉAiÀÄÄªÀ ªÀÄvÀÄÛ G¢ÝªÉÄUÀ¼À£ÀÄß ªÀÄÄZÀÄÑªÀ ªÀÄÄPÀÛ CªÀPÁ±À 
F ¸ÀA¸ÉÜUÀ¼À ¨ÉÃrPÉAiÀÄ CAvÀUÀðvÀ CA±ÀªÁVvÀÄÛ.  
PÁ«ÄðPÀgÀ£ÀÄß £ÉÃªÀÄPÁw ªÀiÁrPÉÆ¼ÀÄîªÀ ¸ÁévÀAvÀæöåzÀµÉÖÃ 
CªÀgÀ£ÀÄß PÉ®¸À¢AzÀ vÉUÉzÀÄ ºÁPÀÄªÀ ̧ ÁévÀAvÀæöåzÀ ̈ ÉÃrPÉAiÀÄÆ 
ªÀÄvÉÆÛAzÀÄ CAvÀUÀðvÀ CA±ÀªÁVvÀÄÛ.  ºÀ®ªÁgÀÄ ªÀiÁ°ÃPÀgÀ 
¸ÀA¸ÉÜUÀ¼ÀÄ F «µÀAiÀÄUÀ¼À §UÉÎ «ZÁgÀ ¸ÀAQgÀtUÀ¼À£ÀÄß ªÀÄvÀÄÛ 
«ZÁgÀPÀªÀÄälUÀ¼À£ÀÄß PÁ¯PÁ®PÉÌ K¥Àðr¹ vÀªÀÄä ¨ÉÃrPÉUÀ¼À 
§UÉÎ ̧ ÀPÁðgÀUÀ¼À UÀªÀÄ£À ̧ É¼É¢zÀÝ£ÀÄß ̧ Àäj¸À§ºÀÄzÀÄ.

C£ÀUÀvÀå PÁ«ÄðPÀ ̧ ÀA»vÉUÀ¼ÀÄ:

PÁ«ÄðPÀ PÁ£ÀÆ£ÀÄUÀ¼À ¸ÀÄzsÁgÀuÉAiÀÄ ¨ÉÃrPÉAiÀÄ §UÉÎ 
UÀªÀÄ¤¸À§ºÀÄzÁzÀ MAzÀÄ ¥ÀæªÀÄÄR CA±ÀªÉAzÀgÉ ªÀiÁ°ÃPÀgÀÄ 

F PÁ£ÀÆ£ÀÄUÀ¼À ¸ÀÄzsÁgÀuÉAiÀÄ£ÀÄß §AiÀÄ¹zÀÝgÉÃ ºÉÆgÀvÀÄ, 
C°èAiÀÄªÀgÉUÉ ¥ÀæZÀ°vÀzÀ°èzÀÝ J®è PÁ«ÄðPÀ PÁ£ÀÆ£ÀÄUÀ¼À£ÀÄß 
gÀzÀÄÝUÉÆ½¹ ºÉÆ¸À ¸ÀA»vÉUÀ¼À£ÀÄß eÁjUÉÆ½¸À¨ÉÃPÉA§ÄzÀÄ 
«±À é ¨ÁåAPï, CAvÀgÀgÁ¶Ö çÃAiÀÄ ºÀtPÁ¸ÀÄ ¸ÀA¸É Ü, 
«zÉÃ²Ã/¸ À éz ÉÃ²Ã P ÀA¥ À¤U À¼ À ¨ ÉÃrP ÉAi À iÁVg À°®è .  

CAvÀgÀgÁ¶ÖçÃAiÀÄ PÁ«ÄðPÀ ̧ ÀA¸ÉÜAiÀÄ (ILO) MAzÀÄ ̧ À«ÄÃPÉëAiÀÄ 
¥ÀæPÁgÀ PÁ«ÄðPÀ PÁ£ÀÆ£ÀÄUÀ¼ÀÄ ¸ÀªÀÄUÀæªÁV ¥ÀjµÀÌgÀuÉAiÀiÁUÀ 
¨ÉÃPÉA§ÄzÀ£ÀÄß PÉÃ½zÀ G¢ÝªÉÄzÁgÀgÀÄ PÉÃªÀ® 10% ªÀiÁvÀæ 
G½zÀ 90% G¢ÝªÉÄzÁgÀgÀÄ PÉÊUÁjPÁ «ªÁzÀUÀ¼À PÁAiÉÄÝ 

1947 (Industrial Disputes Act, 1947) PÉÊUÁjPÁ 

G¢ÝªÉÄUÀ¼À ¸ÁÜ¬ÄÃ DzÉÃ±ÀUÀ¼À PÁAiÉÄÝ 1947 (Industrial 

Employment (Standing Orders) Act, 1946) UÉ PÉ®ªÀÅ 
¥ÀæªÀÄÄR PÀ®AUÀ¼À°è wzÀÄÝ¥ÀrUÀ¼À£ÀÄß §AiÀÄ¹zÀÝgÀ §UÉÎ 
ªÀiÁ»wUÀ½ªÉ. CªÀÅUÀ¼À£ÀÄß wzÀÄÝ¥ÀrUÉÆ½¸ÀÄªÀ gÁdQÃAiÀÄ 
¤zsÁðgÀ G¢ÝªÉÄzÁgÀgÀÀ §AiÀÄPÉAiÀÄ£ÀÄß ¥ÀÆgÉÊ¸À°vÀÄÛ  
¸ÁgÁ¸ÀUÀlÄ §zÀ¯ÁªÀuÉ ªÀÄvÀÄÛ vÀvÀàjuÁªÀÄªÁV GAmÁUÀÄªÀ 
U ÉÆAzÀ® C£ÁªÀ± À åP ÀªÁVvÀÄ Û JA§ÄzÀÄ PÁ«ÄðPÀ 
¸ ÀA»vÉU À¼ À£ ÀÄ ß D¨s À å¹¸ Àz Àª Àg À Cj«UÉ §A¢gÀÄªÀ 
¸ÀAUÀwAiÀiÁVgÀ§ºÀÄzÀÄ.

¸ÀgÀ¼ÀªÁVzÀÝ PÁ«ÄðPÀ PÁ£ÀÆ£ÀÄUÀ¼ÀÄ:

P Á« ÄðP À  P Á£ ÀÆ£ À Ä U À ¼ À Ä  DA i À i Á  P Á®W Àl Öz À 
¸À¤ßªÉÃ±ÀUÀ½UÀ£ÀÄUÀÄtªÁV gÀÆ¥ÀÀUÉÆArzÀÄÝ, ¥ÁèAmÉÃµÀ£ï 
PÁ«ÄðPjÀ UÉ CªgÀ À PÁAiÄÀ ð PëÃÉ vPæÀ ÌÉ C£éÀAiÄÀ ªÁUÄÀ ªÀ ¥ÁèAmµÉ £À ï 
¯ÃÉ §gï PÁAiÄÉ Ý, ©Ãr PÁ«ÄðPjÀ UÉ C£éÀAiÄÀ ªÁUÄÀ ªÀ ©Ãr 
ªÄÀ vÄÀ Û ¹UÁgï PÁAiÄÉ Ý, UtÀ PÂ Á«ÄðPjÀ UÉ C£éÀ¬Ä¸ÄÀ ªÀ UtÀ UÂ ¼À À 
PÁAiÄÉ Ý »ÃUÉ DAiiÀ Á PÁ«ÄðPÀ PëÃÉ vPæÀ ÌÀ£ÄÀ UÄÀ tªÁzÀ UÆÉ ÃdÄ-
UÆÉ Az®À «®èzÀ ¸gÀ ¼À À PÁ£ÆÀ £ÄÀ U¼À ÄÀ  º®À ªÁgÄÀ  z±À PÀ UÀ ½À AzÀ 
eÁjAiÄÀ °èzÄÀ Ý CªÅÀ U¼À À DzÁs gzÀ À ªÄÉ Ã É̄ ®PÁëAvgÀ À PÊÉ UÁjPÁ 
«ªÁzUÀ ¼À ÄÀ  wÃªiÀ Áð£UÀ ÆÉ ArzÝÀ£ÄÀ ß ªiÀ Á°ÃPgÀ ÁU°À Ã CxªÀ Á 
PÁ«ÄðPÀ ¸ÀAWÀl£ÉUÀ¼ÁUÀ°Ã C®èUÀ¼ÉAiÀÄÄªÀAw®è. F 
PÁ£ÆÀ £ÄÀ U¼À ÄÀ  PÁ«ÄðPgÀ À ªÄÀ vÄÀ Û PÁ«ÄðPÀ ¸AÀ WlÀ £UÉ ¼À À ºPÀ ÄÀ Ì 
ªÀÄvÀÄÛ »vÀgÀPÀëuÉUÉ ¸ÀA¥ÀÆtð §zÀÝªÁVzÀÝªÀÅ JAzÀÄ 
ºÃÉ ¼À̄ ÁU¢À zÝÀgÆÀ  ̧ éÀ®à ªÄÀ nÖ£À gPÀ ëuÀ É ¤ÃrzÝÀªÅÀ  JA§ÄzÄÀ  ªÀ̧ ÄÀ Û 
¸vÀ åÀ .

JgÀqÀ£ÉÃ gÁ¶ÖçÃAiÀÄ PÁ«ÄðPÀ DAiÉÆÃUÀ

ªÉÄÃ®ÌAqÀ »£Éß¯ÉAiÀÄ°è C¹ÛvÀ ézÀ°èzÀÝ 29 PÁ«ÄðPÀ 
PÁ£ÀÆ£ÀÄUÀ¼À£ÀÄß gÀzÀÄÝUÉÆ½¹ £Á®ÄÌ ºÉÆ¸À PÁ«ÄðPÀ 
¸ÀA»vÉUÀ¼À£ÀÄß vÀgÀÄªÀ CªÀ±ÀåPÀvÉ PÉÃAzÀæ ¸ÀPÁðgÀPÉÌ K¤vÀÄÛ 
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JA§ÄzÀÄ ¥Àæ±Éß. Cl¯ï ©ºÁj ªÁd¥ÉÃ¬Ä ¸ÀPÁðgÀ 
2000gÀÀ°è gÁ¶ÖçÃAiÀÄ PÁ«ÄðPÀ DAiÉÆÃUÀ gÀa¹zÀ GzÉÝÃ±À 
¸ÀAWÀnvÀ PÁ«ÄðPÀjUÉ C£Àé¬Ä¸ÀÄªÀ PÁ£ÀÆ£ÀÄUÀ¼À£ÀÄß 
¥ÀgÁªÀÄ²ð¸ÀÄªÀÅzÀÄ ªÀÄvÀÄÛ C¸ÀAWÀnvÀ PÁ«ÄðPÀjUÉ PÀ¤µÀ× 
gÀPÀëuÉ ¤ÃqÀÄªÀ PÁAiÉÄÝ gÀÆ¦¸ÀÄªÀ ¸À®ºÉ ¥ÀqÉAiÀÄÄªÀÅzÀÄ.  
DzÀgÉ JgÀqÀ£ÉÃ gÁ¶ÖçÃAiÀÄ PÁ«ÄðPÀ DAiÉÆÃUÀ PÁ«ÄðPÀ 
PÁ£ÀÆ£ÀÄUÀ¼À£ÀÄß £Á®ÄÌ ¸ÀA»vÉUÀ¼À£ÁßV ¸ÀgÀ½ÃPÀj¸À¨ÉÃPÉAzÀÄ 
²¥sÁgÀ¸ÀÄì ¤ÃrvÀÄÛ.  DzÀgÉ F ²¥sÁgÀ¸ÀÄìUÀ¼ÀÄ ¸ÀÄªÀiÁgÀÄ 12 
ªÀµÀðUÀ¼À PÁ® £É£ÉUÀÄ¢UÉ ©¢ÝvÀÄÛ. CzÀÄ ªÀÄvÉÛ ªÀÄgÀÄfÃªÀ 
¥ÀqÉ¢zÀÄÝ £ÀgÉÃAzÀæ ªÉÆÃ¢ ¥ÀæzsÁ¤AiÀiÁV C¢üPÁgÀzÀ 
UÀzÀÄÝUÉAiÉÄÃjzÀ £ÀAvÀgÀªÉÃ.

¸ÀAQÃtð PÁ«ÄðPÀ ̧ ÀA»vÉUÀ¼ÀÄ:

¨sÁgÀv ÀzÀ ªÀiÁgÀÄP Àm É ÖAi ÀÄ°è ªÁå¥ÁgÀ ¸ÀÄU ÀªÀÄªÁV 

£ÀqÉAiÀÄÄªÀAvÀºÀ ªÁvÁªÀgÀt (Ease of doing Business) 
¸ÀÈ¶Ö¸À¨ÉÃPÉA§ÄzÀÄ «±Àé¨ÁåAPï£À DzÉÃ±À.  EzÀgÀ MAzÀÄ ̈ sÁUÀ 
PÁ«ÄðPÀ PÁ£ÀÆ£ÀÄUÀ¼À ¸ÀgÀ½ÃPÀgÀt ªÀÄvÀÄÛ ¸ÀÄzsÁgÀuÉ.  DzÀgÉ 
«¥ÀAiÀiÁð¸ÀªÉAzÀgÉ, ¸ÀgÀ¼ÀªÁzÀ PÁ£ÀÆ£ÀÄUÀ¼ÀÄ ¸ÀAQÃtð 

¸ÀA»vÉUÀ¼ÁV (Complex Codes) ºÉÆ¸À UÉÆAzÀ®UÀ¼À£ÀÄß 
¸ÀÈ¶Ö¹gÀÄªÀÅzÀÄ UÀªÀÄ£ÁºÀð.  ªÀ¸ÀÄÛ ¸ÀAUÀwAiÉÄAzÀgÉ £Á®ÆÌ 
¸ÀA»vÉUÀ¼À£ÀÄß PÀÆ®APÀÄ±ÀªÁV ¥Àj²Ã°¹zÀ°è ¥À æw 
¸ÀA»vÉAiÀÄ®Æè ¸ÀÄªÀiÁgÀÄ 80% gÀµÀÄÖ PÀ®AUÀ¼À£ÀÄß »A¢£À 
PÁ«ÄðPÀ PÁ£ÀÆ£ÀÄUÀ½AzÀ AiÀÄxÁªÀvÁÛV PÁ¦ ªÀiÁqÀ¯ÁVzÉ.  
F ZÀAzÀPÉÌ EµÉÆÖAzÀÄ CªÁAvÀgÀ CUÀvÀå«vÉÛÃ JA§ÄzÀÄ 
PÁ«ÄðPÀ ̧ ÀAWÀl£ÉUÀ¼À ¥Àæ±Éß.

¸ÀAAiÀÄÄPÀÛ gÁdå ªÀåªÀ¸ÉÜUÉ zsÀPÉÌ:

“PÁ«ÄðPÀ” (Labour) ¸ÀA«zsÁ£ÀzÀ°è °¸ïÖ-3 (Concurrent 

List) gÀ°ègÀÄªÀ «µÀAiÀÄ. PÉÃAzÀæ ªÀÄvÀÄÛ gÁdåUÀ½UÉ PÁ«ÄðPÀ 
PÁ£ÀÆ£ÀÄUÀ¼À£ÀÄß gÀa¸ÀÄªÀ C¢üPÁgÀ ̧ ÀA«zsÁ£ÀzÀvÀÛªÁzÀzÀÄÝ. F 
¥sÉqÀgÀ¯ï ªÀåªÀ¸ÉÜ ¸ÀA«zsÁ£ÀzÀ ªÀÄÆ®¨sÀÆvÀ ®PÀëtUÀ¼À¯ÉÆèAzÀÄ 
JAzÀÄ ¥ÀjUÀtÂ¸À®ànÖzÉ. PÁ«ÄðPÀ ¸ÀA»vÉUÀ¼À ºÀ®ªÁgÀÄ 
CA±ÀUÀ¼ÀÄ ¥sÉqÀgÀ¯ï ªÀåªÀ¸ÉÜUÉ ¥ÉlÄÖ ¤Ãr gÁdå ¸ÀPÁðgÀUÀ¼À 
C¢üPÁgÀªÀ£ÀÄß ZÀÄåwUÉÆ½¹zÉ.  MAzÉgÀqÀÄ GzÁºÀgÀuÉUÀ¼À£ÀÄß 
£ÉÆÃqÀÄªÀÅzÁzÀ°è, ¸ÁÜ¬Ä DzÉÃ±ÀUÀ¼À PÁAiÉÄÝAiÀÄ C£ÀéAiÀÄzÀ 
ªÀiÁ¥À£ÀªÀ£ÀÄß gÁdå¸ÀPÁðgÀªÀÅ ¤zsÀðj¸ÀÄªÀ C¢üPÁgÀ 
ºÉÆA¢vÀÄÛ.  PÉÃAzÀæ CzÀgÀ C£ÀéAiÀÄªÀ£ÀÄß 100 PÁ«ÄðPÀjgÀÄªÀ 
PÉÊUÁjPÁ ¸ÀA¸ÉÜUÀ½UÉ ¤UÀ¢ü¥Àr¹zÀÝgÉ, PÀ£ÁðlPÀ ¸ÀPÁðgÀ 
F PÁAiÉÄÝAiÀÄ C£ÀéAiÀÄªÀ£ÀÄß 50 PÁ«ÄðPÀjgÀÄªÀ PÉÊUÁjPÁ 
¸ÀA¸ÉÜUÀ½UÉ ¤UÀ¢ü¥Àr¹vÀÄÛ. FUÀ PÉÊUÁjPÁ ¨sÁAzÀªÀå 
¸ÀA»vÉAiÀÄ°è PÉÃAzÀæ ¸ÀPÁðgÀ gÁdå ¸ÀPÁðgÀzÀ F 
C¢üPÁgÀªÀ£ÀÄß ªÉÆlPÀÄ ªÀiÁrzÉ. ºÁUÉAiÉÄÃ PÉÊUÁjPÁ 
«ªÁzÀUÀ¼À PÁAiÉÄÝAiÀÄ CzsÁåAiÀÄ-5 gÀ C£ÀéAiÀÄªÀ£ÀÄß PÉÃAzÀæ 
¸ÀPÁðgÀªÉÃ ¤zsÀðj¹, gÁdå ¸ÀPÁðgÀUÀ¼À C¢üPÁgÀªÀ£ÀÄß 
ZÀÄåwUÉÆ½¹zÉ. EzÀÄ wÃªÀæ DvÀAPÀzÀ «µÀAiÀÄ ªÀÄvÀÄÛ EzÀÄ 
¸ÀA«zsÁ£ÀPÉÌ J¸ÀVgÀÄªÀ C¥ÀZÁgÀªÉÃ ̧ Àj.

ºÉZÀÑ§ºÀÄzÁzÀ PÉÊUÁjPÁ C±ÁAw:

ªÀÄvÉÆÛªÉÄä ¸ÁÜ¬ÄÃ DzÉÃ±ÀUÀ¼À §UÉÎ UÀªÀÄ£ÀºÀj¸ÀÄªÀÅzÁzÀ°è, 
¸ÀA»vÉAiÀÄ ¥ÀæPÁgÀ 300PÀÆÌ ºÉZÀÄÑ PÁ«ÄðPÀjgÀÄªÀ PÉÊUÁjPÁ 
¸ÀA¸ÉÜUÀ¼ÀÄ ¸ÁÜ¬ÄÃ DzÉÃ±ÀªÀ£ÀÄß ºÉÆA¢gÀ¨ÉÃPÀÄ. CAzÀgÉ 
300PÀÆÌ PÀrªÉÄ PÁ«ÄðPÀgÀ£ÀÄß ºÉÆA¢gÀÄªÀ PÉÊUÁjPÁ 
¸ÀA¸ÉÜUÀ¼ÀÄ ¸ÁÜ¬ÄÃ ¤AiÀÄªÀÄUÀ¼À£ÀÄß ºÉÆA¢gÀ¨ÉÃQ®è. MAzÀÄ 
¸À«ÄÃPÉëAiÀÄ ¥ÀæPÁgÀ ̧ ÀA»vÉ eÁjUÉÆAqÀ £ÀAvÀgÀ ̧ ÀÄªÀiÁgÀÄ 90% 
PÉÊUÁjPÁ ̧ ÀA¸ÉÜUÀ½UÉ ̧ ÁÜ¬ÄÃ ¤AiÀÄªÀÄUÀ¼À£ÀÄß ºÉÆA¢gÀ¨ÉÃQ®è 
ºÁUÉAiÉÄÃ 40% ¸ÀAWÀnvÀ PÁ«ÄðPÀgÀÄ ¸ÁÜ¬ÄÃ ¤AiÀÄªÀÄUÀ¼À 
C£ÀéAiÀÄ¢AzÀ ºÉÆgÀzÀÆqÀ®ànÖgÀÄvÁÛgÉ.  EzÉÃ£ÀÆ ªÀiÁ°ÃPÀjUÉ 
¸ÀAvÀ¸À vÀgÀÄªÀ «ZÁgÀªÀ®è.  EzÀÄ PÉÊUÁjPÁ C±ÁAwAiÀÄ£ÀÄß 
ºÉaÑ¹, GvÁàzÀ£ÉAiÀÄ£ÀÄß PÀÄApvÀUÉÆ½¸ÀÄªÀ ¸ÁzsÀåvÉUÉ CªÀPÁ±À 

PÀ°à¹zÉ. E£ÀÄß ¤UÀ¢ CªÀ¢üAiÀÄ GzÉÆåÃUÀ (Fixed Term 

Employment) ªÀiÁ°ÃPÀjUÉ MAzÀÄ C¯ÁàªÀ¢üAiÀÄ 
¥ÀjºÁgÀªÉÃ ºÉÆgÀvÀÄ ¢ÃWÁðªÀ¢üAiÀÄ ¥ÀjºÁgÀªÀ®è.  
PÉÊUÁjPÉUÀ¼À°è GvÁàzÀ£ÉAiÀÄ ºÉZÀÑ¼À ªÀÄvÀÄÛ UÀÄtªÀÄlÖ ̧ Á¢ü¸À®Ä 
PÀÄ±À® ªÀÄvÀÄÛ §zÀÝvÉAiÀÄÄ¼Àî PÁ«ÄðPÀgÀÄ Cw CªÀ±ÀåPÀ.  ¤UÀ¢vÀ 
CªÀ¢üAiÀÄ GzÉÆåÃVUÀ¼ÀÄ PÉÊUÁjPÉAiÀÄ §UÉÎ C©üªÀiÁ£À ªÀÄvÀÄÛ 
§zÀÝvÉ ºÉÆAzÀÄªÀ ¸ÁzsÀåvÉ PÀrªÉÄ. ºÁUÁV ªÀiÁ°ÃPÀgÀÄ 
EzÉÆAzÀÄ ªÉÆÃ¢ ¸ÀPÁðgÀ ¤ÃrzÀ ªÀgÀzÁ£ÀªÉAzÀÄ 
¥ÀjUÀtÂ¸ÀzÀ°è CzÀÄ C¯ÁàAiÀÄÄ¶ JA§ÄzÀÄ ªÀiÁvÀæ RavÀ.  
E£ÀÄß PÉÊUÁjPÁ ¨sÁAzÀªÀå ¸ÀA»vÉAiÀÄ°è£À “ªÉÃvÀ£ÀzÀ”zÀ 
CxÀðªÁå¦Û »A¢£À PÉÊUÁjPÀ «ªÁzÀUÀ¼À “ªÉÃvÀ£À”zÀ 
CxÀðªÁå¦ÛVAvÀ ¸ÀAPÀÄavÀUÉÆArzÉ.  EzÀÄ PÁ«ÄðPÀjUÉ 
¤ÃrgÀÄªÀ zÉÆqÀØ ¥ÉlÄÖ, jmÉæAZïªÉÄAmï ¥ÀjºÁgÀªÀ£ÀÆß 
“ªÉÃvÀ£À” CxÀðªÁå¦Û¬ÄAzÀ ºÉÆgÀzÀÆrgÀÄªÀÅzÀÄ PÁ«ÄðPÀjUÉ 
ªÀiÁrgÀÄªÀ ̈ sÁj C£ÁåAiÀÄªÉAzÉÃ ºÉÃ¼À§ºÀÄzÀÄ.

¸ÁéUÀvÁºÀð CA±ÀUÀ¼ÀÄ: 

“PÁ«ÄðPÀ” CxÀðªÁå¦ÛAiÀÄ£ÀÄß ºÉaÑ¹ PÁAiÀÄð¤gÀvÀ 
¥ÀvÀ æPÀvÀðgÀÄ ªÀÄvÀÄÛ ¸ÉÃ¯ïì ¥À æªÉÆÃµÀ£ï £ËPÀgÀgÀ£ÀÄß 
¸ÉÃj¹gÀÄªÀÅzÀÄ ¸ÁéUÀvÁºÀð.  PÉÊUÁjPÁ ¨ÁAzsÀªÀå ¸ÀA»vÉAiÀÄ 
PÀ®A 14 PÁ«ÄðPÀ ̧ ÀAWÀUÀ¼À ªÀiÁ£ÀåvÉAiÀÄ£ÀÄß PÀÄjvÀzÀÄÝ.  EzÀÄ 
¸ÀA»vÉUÉ ¸ÉÃj¸À®ànÖgÀÄªÀ ºÉÆ¸À CA±À.  EzÀgÀ ¥ÀæPÁgÀ 
¥ÀæwAiÉÆAzÀÄ PÉÊUÁjPÁ ¸ÀA¸ÉÜAiÀÄ°è £ÉÆAzÁ¬ÄvÀ PÁ«ÄðPÀ 
¸ÀAWÀªÁUÀ°Ã CxÀªÁ ¸ÀAWÀUÀ¼ÁUÀ°Ã EzÀÝ°è D ¸ÀA¸ÉÜAiÀÄ 
ªÉÃvÀ£À jd¸ÀÖgï £À°ègÀÄªÀ PÁ«ÄðPÀgÀ ¥ÉÊQ 51% ªÀÄvÀÄÛ CzÀPÀÆÌ 
ºÉZÀÄÑ PÁ«ÄðPÀgÀ ¨ÉA§® ¥ÀqÉAiÀÄÄªÀ PÁ«ÄðPÀ ¸ÀAWÀªÀÅ 

KPÀªÉÄÃªÀ ¸ÁªÀÄÆ»PÀ ZËPÁ²zÁgÀ ¸ÀAWÀªÉAzÀÄ (Sole 

Collec�ve Bargaining Union) ªÀiÁ£ÀåvÉ ¥ÀqÉAiÀÄÄªÀÅzÀÄ.  
MAzÀQÌAvÀ ºÉZÀÄÑ £ÉÆÃAzÁ¬ÄvÀ PÁ«ÄðPÀ ¸ÀAWÀUÀ¼ÀÄ 
PÉÊUÁjPÉAiÀÄ°èzÀÝgÉ ªÀÄvÀÄÛ AiÀiÁªÀ PÁ«ÄðPÀ ¸ÀAWÀªÀÇ 51% 
PÁ«ÄðPÀgÀ ¨ÉA§® ¥ÀqÉAiÀÄ¢zÀÝ°è, CAvÀºÀ ¥Àj¹ÜwAiÀÄ°è 

ZËPÁ² ¥ Àjµ Àv À Û £ À Ä ß  (B a rga i n i n g  C o u n c i l ) 
gÀa¸À¯ÁUÀÄªÀÅzÀÄ. PÉÊUÁjPÀ ¸ÀA¸ÉÜAiÀÄ°è£À 20% PÁ«ÄðPÀgÀ 
¨ÉA§® ºÉÆA¢zÀ PÁ«ÄðPÀ ¸ÀAWÀPÉÌ ¥Àæw 20%UÉ NªÀð 
¥Àæw¤¢üAiÀÄAvÉ ZËPÁ² ¥ÀjµÀvï£À°è ¥Áæw¤zsÀå zÉÆgÉAiÀÄÄªÀÅzÀÄ.  
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PÉÊUÁjPÁ ¨ÁAzsÀªÀå ¸ÀA»vÉAiÀÄ PÀ®A-27 PÁ«ÄðPÀ ¸ÀAWÀUÀ¼À 

MPÀÆÌlzÀ (Trade Union Federa�on) ªÀiÁ£À åvÉ 
PÀÄjvÁVzÀÄÝ, F PÀ®A PÀÆqÀ ¸ÀA»vÉAiÀÄ°è ¸ÉÃjgÀÄªÀ ºÉÆ¸À 
CA±À.  F PÀ®A£À ¥ÀæPÁgÀ PÉÃAzÀæ ¸ÀPÁðgÀªÁUÀ°Ã CxÀªÁ 
gÁdå ¸ÀPÁðgÀªÁUÀ°Ã PÉÃAzÀæ ªÀÄvÀÄÛ gÁdå ªÀÄlÖzÀ¯ÁèUÀ°Ã 
MAzÀÄ PÁ«ÄðPÀ ¸ÀAWÀ CxÀªÁ PÁ«ÄðPÀ ¸ÀAWÀUÀ¼À MPÀÆÌl 
ªÀiÁ£ÀåvÉ ¤ÃqÀ¨ÉÃPÉA§ CUÀvÀå ©zÁÝUÀ CAvÀºÀ PÁ«ÄðPÀ ̧ ÀAWÀ 
CxÀªÁ PÁ«ÄðPÀ ¸ÀAWÀUÀ¼À MPÀÆÌlPÉÌ ¤zÉÃð²vÀ ¤AiÀÄªÀÄUÀ¼À 
¥ÀæPÁgÀ ªÀiÁ£ÀåvÉ ¤ÃqÀ§ºÀÄzÀÄ.  PÁ«ÄðPÀ ¸ÀAWÀUÀ¼ÀÄ ªÀÄvÀÄÛ 
PÁ«ÄðPÀ ¸ÀAWÀUÀ¼À MPÀÆÌlUÀ½UÉ PÉÊUÁjPÁ ¸ÀA¸ÉÜUÀ¼À°è 
ªÀiÁ£ÀåvÉ ¤ÃqÀÄªÀ MAzÀÄ PÉÃAzÀæ PÁ£ÀÆ£ÀÄ FªÀgÉUÀÆ 
®¨sÀå«gÀ°®è. ¸ÀA»vÉAiÀÄ°è CzÀ£ÀÄß C¼ÀªÀr¸À¯ÁVzÉ.  
ªÉÄÃ¯ÉÆßÃlPÉÌ EzÀÄ ¸ÁéUÀvÀºÀð CA±ÀªÉAzÀÄ PÀAqÀÄ§AzÀgÀÆ 
EzÀÄ PÉÊUÁjPÁ ¨ÁAzsÀªÀåPÉÌ ªÀiÁgÀPÀªÁUÀÄ ¸ÀA¨sÀªÀUÀ½ªÉ.  
PÁ«ÄðPÀ ¸ÀAWÀzÀ ªÉÄÃ¯É ªÀiÁ°ÃPÀ ªÀUÀðzÀ ºÀvÉÆÃn 
ºÉZÀÄÑªÀÅzÀÄ.  ̧ ÁªÀÄÆ»PÀ ZËPÁ²AiÀÄ ªÉÄÃ¯É CzÀgÀ ¥ÀjuÁªÀÄ 
©ÃgÀ§ºÀÄzÀÄ ªÀÄvÀÄÛ PÁ«ÄðPÀ ¸ÀAWÀUÀ¼À £ÀqÀÄªÉ ¥ÉÊ¥ÉÆÃnUÉ 
PÁgÀtªÁUÀ§ºÀÄzÀÄ.  F jÃwAiÀÄ PÁgÀtUÀ½AzÁV PÁ«ÄðPÀ 
¸ÀAWÀUÀ¼À £ÀqÀÄªÉ ªÀÄvÀÄÛ MPÀÆÌlUÀ¼À £ÀqÀÄªÉ CAvÀBPÀ®ºÀ 
¨É¼ÉAiÀÄÄªÀ ̧ ÁzsÀåvÉUÀ¼À£ÀÄß vÀ½îºÁPÀÄªÀAw®è.

¢é¸ÀzÀ¸Àå OzÀå«ÄPÀ £ÁåAiÀiÁ¢üÃPÀgÀt:

PÉÊUÁjPÁ ¨ÁAzsÀªÀå ¸ÀA»vÉAiÀÄ PÀ®A-44 OzÀå«ÄPÀ 
£ÁåAiÀiÁ¢üÃPÀgÀt PÀÄjvÀzÀÄÝ.  PÉÃAzÀæ ªÀÄvÀÄÛ gÁdå ̧ ÀPÁðgÀUÀ¼ÀÄ 
CªÀ±ÀåPÀvÉUÉ vÀPÀ ÌAvÉ OzÀå«Ä £ÁåAiÀiÁ¢üÃPÀgÀtUÀ¼À£ÀÄß 
¸ÀÈ¶Ö¸À§ºÀÄzÀÄ.  OzÀå«ÄPÀ £ÁåAiÀiÁ¢üÃPÀgÀt ¢é¸ÀzÀ¸ÀåvÀé ¦ÃoÀ-
£ÁåAiÀiÁ¢üÃ±ÀgÀÄ ªÀÄvÀÄÛ DqÀ½vÀ ¸ÀzÀ¸ÀågÀ£ÉÆß¼ÀUÉÆArgÀÄvÀÛzÉ.  
E£ÀÄß ªÀÄÄAzÉ PÁ«ÄðPÀ £ÁåAiÀiÁ®AiÀÄUÀ¼À£Éß®è OzÀå«ÄPÀ 
£ÁåAiÀiÁ¢üÃPÀgÀtªÉAzÀÄ PÀgÉAiÀÄ¯ÁUÀÄªÀÅzÀÄ. EzÀgÀ OavÀå 
¥Àæ±ÁßºÀð.

ªÀÄÄµÀÌgÀPÉÌÃ ̄ ÁPËmï:

ªÀÄÄµÀÌgÀ ªÀÄvÀÄÛ ©ÃUÀªÀÄÄzÉæ ¤µÉÃzÀ PÉÊUÁjPÁ ¨ÁAzsÀªÀå 
¸ÀA»vÉAiÀÄ PÀ®A-62 ªÀÄvÀÄÛ 63gÀ ¥ÀæPÁgÀ MAzÀÄ PÉÊUÁjPÁ 
¸ÀA¸ÉÜAiÀÄ°è GzÉÆåÃUÀzÀ°ègÀÄªÀ AiÀiÁªÀ ªÀåQÛAiÀÄÆ F PÉ¼ÀUÉ 
ºÉÃ½gÀÄªÀ µÀgÀvÀÄÛUÀ¼À£ÀÄß ¥Á°¸ÀzÉ ªÀÄÄµÀÌgÀ ªÀiÁqÀÄªÀ ºÁV®è.

 C) ªÀÄÄµÀ Ìg À £ÀqÉ¸ÀÄªÀ 60 ¢£ÀUÀ¼À ªÀÄÄAZÉ
 ªÀiÁ°ÃPÀ¤UÉ ªÀÄÄµÀÌgÀzÀ £ÉÆÃnÃ¸ï PÉÆqÀzÉ ªÀÄÄµÀÌgÀ
 ¥ÁægÀA©ü¸ÀÄªÀAw®è.

 D) CAvÀºÀ £ÉÆÃnÃ¸ï PÉÆlÖ ºÀ¢£Á®ÄÌ ¢£ÀUÀ¼ÉÆ¼ÀUÉ
 ªÀÄÄµÀÌgÀ ¥ÁægÀA©ü¸ÀÄªÀAw®è.

 E) gÁfÃ ¸ÀAzsÁ£À £ÀqÉAiÀÄÄwÛgÀÄªÀ ¸ÀªÀÄAiÀÄzÀ°è 
 ªÀÄvÀÄÛ ªÀÄÄVzÀ K¼ÀÄ ¢£ÀUÀ¼À M¼ÀUÉ ªÀÄÄµÀÌgÀ
 £ÀqÉ¸ÀÄªÀAw®è.

 F) ªÀÄÄµÀÌgÀzÀ ¤UÀ¢¥Àr¹zÀ ¢£ÀPÀÆÌ ªÀÄÄAZÉ ªÀÄÄµÀÌgÀ
 £ÀqÉ¸ÀÄªÀAw®è.

 G) PÉÊUÁjPÁ OzÀå«ÄPÀ £ÁåAiÀiÁ¢üÃPÀgÀtzÀ ªÀÄÄAzÉ
 CxÀªÁ gÁ¶ÖçÃAiÀÄ £ÁåAiÀiÁ¢üÃPÀgÀtzÀ ªÀÄÄAzÉ
 ¥ÀæPÀgÀt £ÀqÉAiÀÄÄªÀ ¸ÀªÀÄAiÀÄzÀ°è ªÀÄvÀÄÛ CzÀÄ
 ªÀÄÄPÁÛAiÀÄªÁzÀ 30 ¢£ÀUÀ¼ÉÆ¼ÀUÉ ªÀÄÄµÀÌgÀ
 £ÀqÉ¸ÀÄªÀAw®è.

 H) ZÁ°ÛAiÀÄ°ègÀÄªÀ LwÃ¥ÀÄð CxÀªÁ MqÀA§rPÉUÉ
 ¸ÀA§A¢ü¹zÀ «µÀAi ÀÄzÀ ªÉÄÃ¯É ªÀÄÄµÀ Ìg À
 £ÀqÉ¸ÀÄªÀAw®è.

F ªÉÄÃ®ÌAqÀ µÀgÀvÀÄÛUÀ¼ÀÄ ©ÃUÀªÀÄÄzÉæUÀÆ C£ÀéAiÀÄªÁUÀÄvÀÛzÉ.  
ªÉÄÃ¯É w½¹zÀ AiÀiÁªÀ µÀgÀvÀÛ£ÀÄß «ÄÃj ªÀÄÄµÀÌgÀ CxÀªÁ 
©ÃUÀªÀÄÄzÉæ £ÀqÉzÀ°è CzÀÄ PÁ£ÀÆ£ÀÄ¨Á»gÀ.  PÁ«ÄðPÀ ªÀUÀðPÉÌ 
ªÀÄÄµÀÌgÀ MAzÀÄ C¸ÀÛç. DzÀgÉ PÉÊUÁjPÁ ¨ÁAzsÀªÀå ¸ÀA»vÉ 
CzÀ£ÀÄß vÀqÉUÀlÄÖªÀ ¤nÖ£À°è C£ÉÃPÀ ¤§AzsÀ£ÉUÀ¼À£ÀÄß ºÉÃjzÉ.  
F ªÉÆzÀ®Ä ¸ÁªÀðd¤PÀ G¥ÀAiÉÆÃV ¸ÀA¸ÉÜUÀ¼À°è ªÀÄÄµÀÌgÀPÉÌ 
ªÉÆzÀ®Ä £ÉÆÃnÃ¸ï ¤ÃqÀ¨ÉÃPÉA¢vÀÄÛ. FUÀ ¸ÀA»vÉ F 
µÀgÀvÀÛ£ÀÄß J®è PÉÊUÁjPÉUÀ½UÀÆ C£ÀéAiÀÄªÁUÀÄªÀAvÉ ªÀiÁrzÉ. F 
¤nÖ£À°è £ÉÆÃrzÀgÉ PÁ«ÄðPÀgÀ J®è ªÀÄÄµÀÌgÀUÀ¼ÀÆ 
CPÀæªÀÄªÁUÀÄªÀ ¸ÀAzsÀ¨sÀðªÉÃ ºÉZÀÄÑ. PÁ£ÀÆ£ÀÄ¨Á»gÀªÁV 
£ÀqÉAiÀÄÄªÀ ªÀÄÄµÀÌgÀUÀ½UÉ PÁ«ÄðPÀgÀÄ C£ÀÄ¨sÀ«¸À§ºÀÄzÁzÀ 
zÀAqÀ£ÉAiÀÄ §UÉÎ ̧ ÀA»vÉAiÀÄÄ PÀ®A-86 gÀ°è ¥ÀnÖªÀiÁrzÉ.

CPÀæªÀÄ ªÀÄÄµÀÌgÀ ªÀÄvÀÄÛ ̄ ÁPïOmïUÉ ²PÉë

AiÀiÁªÀ PÁ«ÄðPÀ CPÀæªÀÄ ªÀÄÄµÀÌgÀ ¥ÁægÀA©ü¸ÀÄªÀÅzÁUÀ°Ã, 
ªÀÄÄAzÀÄªÀgÉ¸ÀÄªÀÅzÁUÀ°Ã, CxÀªÁ ªÀÄÄµÀÌgÀPÉÌ ¥ÀÆgÀPÀªÁV 
£ÀqÉzÀÄPÉÆAqÀ°è CAvÀºÀ PÁ«ÄðPÀ MAzÀÄ ¸Á«gÀ¢AzÀ ºÀvÀÄÛ 
¸Á«gÀ gÀÆ¥Á¬ÄUÀ¼À zÀAqÀ vÉgÀ¨ÉÃPÀÄ.  E®èªÉÃ MAzÀÄ wAUÀ¼À 
¸ÉgÉªÀÄ£ÉªÁ¸À E®èªÉÃ JgÀqÀÆ vÀgÀºÀzÀ zÀAqÀ vÉgÀ¨ÉÃPÀÄ.  
AiÀiÁªÀ ªÀåQÛ CPÀæªÀÄ ªÀÄÄµÀÌgÀzÀ°è ¥Á¯ÉÆÎ¼ÀÄîªÀ CxÀªÁ CzÀPÉÌ 
¥ÀÆgÀPÀªÁV £ÀqÉzÀÄPÉÆAqÀ°è, ºÀvÀÄÛ ¸Á«gÀ¢AzÀ LªÀvÀÄÛ 
¸Á«gÀ gÀÆ¥Á¬ÄªÀgÉUÉ zÀAqÀ vÉgÀ¨ÉÃPÀÄ. E®èªÉÃ MAzÀÄ 
wAUÀ¼À ¸ÉgÉªÀÄ£É ªÁ¸À E®èªÉÃ JgÀqÀÆ vÀgÀºÀzÀ zÀAqÀ 
vÉgÀ¨ÉÃPÀÄ.  AiÀiÁªÀ ªÀåQÛ UÉÆwÛzÀÆÝ PÀÆqÀ CPÀæªÀÄ ªÀÄÄµÀÌgÀPÉÌ 
ºÀt ¤ÃrzÀ°è ºÀvÀÄÛ ¸Á«gÀ¢AzÀ LªÀvÀÄÛ ¸Á«gÀ 
gÀÆ¥Á¬ÄªÀgÉUÉ zÀAqÀ vÉgÀ¨ÉÃPÀÄ. E®èªÉÃ MAzÀÄ wAUÀ¼À 
¸ÉgÉªÀÄ£É ªÁ¸À E®èªÉÃ JgÀqÀÆ vÀgÀºÀzÀ zÀAqÀ vÉgÀ¨ÉÃPÀÄ. E°è 
UÀªÀÄ¤¸À¨ÉÃPÁzÀ §ºÀÄªÀÄÄRå ªÀåvÁå¸ÀªÉAzÀgÉ ªÀiÁ°ÃPÀ¤UÀÆ 
EzÉÃ jÃwAiÀÄ zÀAqÀªÀ£ÀÄß «¢ü¹zÉ.  DzÀgÉ ªÀiÁ°ÃPÀ CPÀæªÀÄ 
©ÃUÀªÀÄÄzÉæ WÉÆÃ¶¹zÀ°è zÀAqÀ vÉgÀ¨ÉÃPÁzÀgÀÆ CzÀÄ M§â 
ªÀåQÛUÉ ¹Ã«ÄvÀªÁUÀÄvÀÛzÉ. DzÀgÉ PÉÊUÁjPÁ ¸ÀA¸ÉÜAiÀÄ°è£À 
ªÀÄÄµÀÌgÀ¤gÀvÀ ¥ÀæwAiÉÆ§â PÁ«ÄðPÀ£ÀÄ zÀAqÀ vÉgÀ¨ÉÃPÁUÀÄvÀÛzÉ.

GzÀå«ÄUÀ¼À ̈ ÉÃrPÉAiÀÄ ¥ÀÆgÉÊPÉ:

¸ÀA»vÉAiÀÄ ¨sÁUÀ-10 gÀ°è£À PÀ®AUÀ¼ÀÄ «±ÉÃµÀªÁV ¯ÉÃ-D¥sï, 
jmÉ æAZï ªÉÄAmï ªÀÄv ÀÄ Û PÁSÁð£É ªÀÄÄZÀÄ Ñ«P ÉU É 
¸ÀA§AzsÀ¥ÀnÖzÀÄÝ, PÉÊUÁjPÁ «ªÁzÀUÀ¼À PÁAiÉÄÝAiÀÄ ¥ÀæPÁgÀ 
MAzÀÄ ªÀµÀðzÀ CªÀ¢üAiÀÄ°è ¢£ÀªÉÇAzÀPÉÌ ¸ÀgÁ¸Àj 100 

PÁ«ÄðPÀjzÀÝ PÉÊUÁjPÁ ¸ÀA¸ÉÜUÀ¼ÀÄ – PÁSÁð£É, ¥ÁèAmÉÃµÀ£ï 
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ªÀÄvÀÄÛ UÀtÂ – PÁ«ÄðPÀgÀ£ÀÄß ¯ÉÃ-D¥sï ªÀÄvÀÄÛ jmÉæAZïªÉÄAmï ªÀiÁqÀ®Ä ªÀÄvÀÄÛ PÉÊUÁjPÁ ¸ÀA¸ÉÜAiÀÄ£ÀÄß CxÀªÁ CzÀgÀ ¨sÁUÀªÀ£ÀÄß 
ªÀÄÄZÀÑ®Ä AiÀÄÄPÀÛ ¸ÀPÁðgÀzÀ ¥ÀÆªÀð ¥ÀgÀªÁ£ÀV ¥ÀqÉAiÀÄ¨ÉÃQvÀÄÛ.  FUÀ ¸ÀA»vÉ PÁ«ÄðPÀgÀ ¸ÀASÉåAiÀÄ «ÄwAiÀÄ£ÀÄß 300PÀÆÌ ºÉZÀÄÑ 
JAzÀÄ ¤UÀ¢¥Àr¹zÉ. gÁdå ̧ ÀPÁðgÀUÀ¼ÀÄ F «ÄwAiÀÄ£ÀÄß ºÉaÑ¸ÀÄªÀ C¢üPÁgÀ ºÉÆA¢ªÉAiÉÄÃ ºÉÆgÀvÀÄ «ÄwAiÀÄ£ÀÄß PÀrªÉÄ ªÀiÁqÀÄªÀ 
C¢üPÁgÀ ºÉÆA¢®è. ¸ÀA»vÉAiÀÄ ¨sÁUÀ-10 §ºÀÄ ªÀµÀðzÀ ªÀiÁ°ÃPÀgÀ ¨ÉÃrPÉUÀ¼À£ÀÄß ¥ÀÆgÉÊ¹zÉ. 300QÌAvÀ PÀrªÉÄ PÁ«ÄðPÀjgÀÄªÀ 
®PÁëAvÀgÀ PÉÊUÁjPÁ ̧ ÀA¸ÉÜUÀ¼À°è E£ÀÄß ªÀÄÄAzÉ ̄ ÉÃ-D¥sï, jmÉæAZïªÉÄAmï ªÀÄvÀÄÛ PÉÆèÃdgï ªÀiÁqÀ®Ä AiÀiÁªÀ PÁ£ÀÆ¤£À CrØAiÀÄÆ 
EgÀÄªÀÅ¢®è. EAvÀºÀ PÉÊUÁjPÁ ̧ ÀA¸ÉÜUÀ¼À°è PÉ®¸À ªÀiÁqÀÄwÛgÀÄªÀ PÁ«ÄðPÀgÀ §zÀÄPÀÄ FUÀ C¤²ÑvÀ.

PÁ«ÄðPÀ ¸ÀAWÀUÀ¼À PÁAiÉÄÝ, 1926, PÉÊUÁjPÁ GzÉÆåÃUÀ (¸ÁÜ¬Ä DzÉÃ±ÀUÀ¼ÀÄ), 1946, ªÀÄvÀÄÛ PÉÊUÁjPÁ «ªÁzÀUÀ¼À PÁAiÉÄÝ, 1947, 
F ªÀÄÆgÀÄ PÁ«ÄðPÀ PÁAiÉÄÝUÀ¼ÀÄ ¸ÀAAiÉÆÃfvÀUÉÆAqÀÄ gÀÆ¥ÀUÉÆArgÀÄªÀ ªÀÄvÀÄÛ ¸ÀgÀ½ÃPÀgÀtUÉÆArzÉAiÉÄAzÀÄ ºÉÃ¼À¯ÁVgÀÄªÀ 
PÉÊUÁjPÁ ̈ ÁAzsÀªÀå ̧ ÀA»vÉ PÉÊUÁjPÉUÀ¼À°è ªÀiÁ°ÃPÀgÀÄ §AiÀÄ¹zÀÝ §zÀ¯ÁªÀuÉUÀ¼À£ÀÄß eÁjUÉÆ½¹zÀÝgÀÆ, PÉÊUÁjPÉUÀ½UÉ ̈ ÉÃPÁzÀ ±ÁAw 
ªÀÄvÀÄÛ ̧ ËºÁzÀðvÉAiÀÄ£ÀÄß JµÀÖgÀ ªÀÄnÖUÉ vÀgÀÄªÀÅzÉÆÃ JA§ÄzÀ£ÀÄß PÁzÀÄ£ÉÆÃqÀ¨ÉÃPÁVzÉ.

MmÁÖgÉ FV£À ¥Àj¹ÜwAiÀÄ°è PÀ« UÉÆÃ¥Á®PÀÈµÀÚ CrUÀgÀ PÀ«vÉAiÀÄ MAzÀÄ ̧ Á®Ä £É£À¦UÉ §gÀÄvÀÛzÉ.

'CµÉÆÖAzÀÄ «ÄAZÀÄ «ÄAazÀÝPÉÌ, M¯ÉAiÀÄ vÀgÀUÉ¯É PÀÆqÀ ºÀvÀÛ°®è”
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You cannot mandate
productivity you must
provide the tools to let
people become their best

Steve Jobs

“The views expressed in this Article are that of the author. 
The views contained here are not to be constructed as Legal Opinion”



Mob: 89707 36468 | 99802 16380

Contact : Mr. Raju, Managing Director 
                         

Professional in industrial labour Supply 

House Keeping & Gardening

Man Power Supply

Manpower Consultants

Training and Audits

With Best Compliments from

# 34, Sri Lakshminarayana Swamy Temple Street, Amruthahalli
Sahakara Nagar Post, Bengaluru - 560 092

Mob: 78997 70991, 94487 35829
Email: sunrise.oss@gmail.com | Web: sunriseworkforce.in

Healthcare | Technology | Engineering | Automotive
Mechanical | Hospitality | Logistics | Construction | Finance
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The buzz words, “Labour Reforms”,  are not 
unfamiliar to the Business Community as well 
as the Trade Unions for the last over 3 
decades. The Central Government brought 
“Economic Reforms” all of a sudden in the 
year 1991, resulting in Globalization of Trade 
& Business. Economic Reforms calls for 
immediate Labour Reforms to provide a 
helping hand in terms of elimination of legal 
constraints & hurdles to the Indian Industry. 
Indian Industry was saddled with multiple 
legal restrictions causing hurdles for 
organizing /reorganizing/ rationalization of 
process & methods and most importantly the 
productivity etc. This was not attended to.  
Ever since, the Indian Business Entrepreneurs 
have been consistently pressurizing and 
pursuing the Central Government to bring out 
“Labour Reforms” for ease of doing Business 
due to global competitiveness in cost, quality 
and delivery.  The Business constantly urged 
upon the Central Government, in order to 
invite Foreign Direct Investment, the 
productivity coupled with international 
quality as also the cost effectiveness which 
are the main criteria, and insisted on the 
Central Government that exibility in 
engagement of  human resource,  to 
elimination of the legal hurdles and 
restrictions pertaining to modernization, 
adaptation to the latest technology, 
rationalizations and method improvements 
etc. are the primary essentials towards this 
goal.  As we have witnessed, the Central 
Finance Ministry would talk of the word 
“Labour Reforms” during the Finance 
Budget presentation every year. Indian 
Business would get motivated and attracted 
towards the steps to be taken with eagerness. 
The Trade Unions, upon hearing the word 
“Labour Reforms” would get emotionally 
charged and call for protest including 

organizing & inciting a “Bharat Bandh”. 
Next, the Central Government, inuenced by 
the protest, would take no further initiatives, 
and the year is gone. These are the chain of 
events, going on year after year.

Indian Business, for survival, for expansions 
and to invite foreign direct investments, had 
to pass through plenty of hurdles posed by the 
Labour, coupled with legal restrictions. 
Businesses learnt over a period and 
consistently adopted systematic approaches 
to bring in “Change  Management”.  
Approaching the Labour, educate and 
convince them of the advantages in the 
Change Management from the points of view 
of security of employment, adequate 
remuneration and creating plenty of 
employment opportunities. Here, one must 
acknowledge the reciprocation by the Labour 
and their cooperation in all the endeavors. 
Thus, the Indian Business moved from 
“Confrontation to Collaboration”.

We have seen tremendous growth in the 
Business, entry of MNCs,  job growth etc  for 
the last  decades. Both Business & Labour 
accepted the concept of Change Management 
without relying upon any legal hurdles etc. 
The Central Government although no Reforms 
were brought in, did not take any initiative. 
But, the words “Labour Reforms” did not 
miss in any annual nancial budget.

Second Labour Commission was formed and 
was entrusted the task of Labour Reforms 
from the point of view of eliminating/ 
simplifying the labour laws.

The Second National Commission on Labour, 
which submitted its report in June, 2002 had 
recommended that the existing set of labour 
laws should be broadly amalgamated into the 
following groups, namely:––

Labour Reforms: Ease of Doing Business – 2020 -2021
Emergence of Four Labour Codes.

Gains, Challenges and Concerns of Employers Arising out of the 
Labour Reforms through Labour Codes.
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(a) Industrial relations; 

(b) Wages; 

(c) Social security; 

(d) Safety; and 

(e) Welfare and working conditions

Here again, for nearly  17 years, after the 
submission of Report in 2002, the Indian 
Business did not  see any initiative or progress 
or plans of actions to take up implementation 
of the Recommendations by the Central 
Government.

Now, we have been witnessing, since 
2017,  the  in i t iat ives  taken by  the 
Central Government to implement the 
Recommendations and accordingly, Labor 
Codes have come into place. The Draft Bills, 
consolidating various Labour Laws into Four 
Codes were published for debate amongst all 
stake holders in the year 2017. After suitable 
modications in the Bills, the revised 
Bills were nally circulated in the year 
2018 & 2019.

Now, all the Bills have been passed in the 
Parliament and after the assent of the 
President of India, now Four Codes have 
become Acts and the date of enforcement is 
awaited.

The table shows the macro details of consolidation of the Labour Laws.

Code On Wages

[4 Legislations merged] 40 24 84 69

Code On IR

[3 Legislations merged] 54 41 90 99

Code On Social Security

[9 Legislations merged] 127 83 286 163

Code On Occupational Safety, 

Health & WC. [13 Legislations merged] 156 56 561 134

Number of Legislations merged: 29 377 204 1021 465

 Existing  Code  Existing  Code

CODE Denitions  Provisions

The Draft Bills of all Four Codes were 
published for opinions, suggestions or 
modications if any by all the stake holders, 
namely, Industry, Trade Unions, consumers, & 
general public in the years,  2018, & 2019

But, it is unfortunate that the Industry did not 
avail the opportunity of addressing its issues, 
challenges, and concerns arising out of the 
Codes. No proper representations were made 
before the Government. Finally all the Bills 
are enacted as Acts and effective dates are 
awaited.

Now, there have been plenty of debates 
amongst the Business and many concerns are 
expressed as well as some challenging issues 
that may crop up resulting in increase in the 
legal petitions etc.

Let us examine the overall positive and 
advantages for the Industry, Trade Unions 
and in particular those engaged in 
unorganized sectors.

1. All the Labour Laws are unied under 
the Four Codes.
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2. Aims at uniform application of 
Health, Safety, Occupational Health, 
welfare & working conditions to all 
Establishments, be it be commercial, 
manufacturing, plantations, Mines 
etc.

3. Submissions of returns are centralized 
and digitalized.

4. Aims at Social Security Schemes to be 
extended to Un-organized sectors.

5. Recognition of Trade Union has been 
legalized, after 94 years of Trade 
Unions Act came into force.

6. Most of the existing provisions related 
to Social Security Schemes like, 
Provident Fund, ESIC, and payment of 
Gratuity, Payment of Bonus, and 
Compensation in cases of employment 
injuries etc are retained in the Codes. 
This avoids conicts between Industry, 
Labour & the Governments.

7. Applicability of Standing Orders has 
been enhanced to 300 workmen as 
against 100.

8. Earlier concept of “Public Utility 
Services” is eliminated. Notice of 14 
days is mandated for Strikes / 
Lockouts. Any sudden or lightning 
strikes are illegal.

9. An Industry can layoff, retrench or 
close in case the employment strength 
of workers is less than 300 without 
seeking permission from the Central/ 
State Governments.

10. Fixed Term Employment has been 
introduced which i s  a imed at 
employment of persons due to sudden 
demand or service by an Industry.

Let us examine the negative factors or 
disadvantages for an Industry and also the 
concerns with challenges to be faced. 

How far the Four Labour Codes addresses 
the main objective & intention of the 
Central Government's promise - “Ease of 
doing Business” ?

1. Wage Administration and employee 
cost.

 Employee Cost is highly signicant to an 
Employer  a t  a l l  t imes  i nc ludes 
forecasting. Employee Cost includes the 
direct and indirect outows and more 
importantly it is very closely inter-
related with the productivity or the 
output by an employee. 

 Let us examine each of these costs with 
reference to the Labour Codes.

 Denit ion of  “Wages”  has been 
drastically redened to make sure the 
“Contributory wages” shall be Fifty 
Percent of the total gross salary. 
Contributory wages to be taken for the 
purposes of payment of contribution to 
PF, payment of Gratuity and Payment of 
Bonus etc.  This results in sizable 
nancial additional liability to an 
Employer. The question is how to 
neutralize this additional liability - either 
overall cost savings measures for the 
product or service or by way of increased 
productivity or output?. Any attempts or 
efforts by the Employer to neutralize the 
additional nancial burden, calls for 
“Change Management”. There is no 
relief provided under the Code and will 
have to prevail upon the Trade Union & 
workmen which are again matter of 
challenge. Let us discuss this in detail in 
the subsequent paragraph.

 Fixation of National Floor Level Wages 
under the Chapter of Minimum Wages. 

 The xation has been evolved on the basis 
of evidence based xation. Here, we may 
recall the Hon'ble Supreme Court judicial 
pronouncement endorsing the xation of 
minimum wages based on evidence based 
one.

 1. 2700 calories per head per day – 3
  units are taken for a Family.

 2. 66 metres of cloth per annum for  
  the Family.

 3. HRA @ 10% of sl.1.& sl.2.
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 4. Fuel, electricity,& misc @ 20 % Sl.1. 2.
  & 3. 

 5. Chi ldren educat ion,  medical ,
  recreation etc. @ 25 % of 1,2,3.

 The above base has been endorsed by 
Supreme Court :  

 “The recommendations assumed a 
2400 calorie diet, while a 1992 
Supreme Court judgment and the 
Indian Labour Conference of  1957 
recommended setting the national 
minimum wage on the basis of a 2700 
calorie diet”.

 This revised xation aims at “Need-
based Minimum Wages” as envisaged by 
the Central Government. The Industries 
may not be against  this enhancement, in 
case, the same is linked to productivity of 
labour. Now, in its absence, this poses 
another additional nancial burden on 
the Employer. In addition, there is half 
yearly revision of Dearness Allowance. 
Wage theories propagate “Need Based 
Wages” depending on the productivity 
of labour.

2. Bipartite Machinery under the Code.

 Firstly Works Committee consisting of 
representatives of Employer & Employees 
to discuss and resolve issues pertaining to 
working conditions like, ventilation, 
s a n i t a t i o n s ,  w a t e r,  r e s t r o o m s 
cleanliness, sitting facilities etc.  
Although, generally, disputes or conicts 
are not encouraged to discuss in this 
forum including individual / any group 
grievances. 

 Secondly,  Gr ievance  Redressa l 
Machinery. 

 Here again, the Machinery is a team of 
representatives of Employer & Employees 
limiting to maximum Ten members. 
Chairman of the Committee shall be on 
rotational basis every six months. Any 
grievance by a worker or even group ,may 
bring up any grievance before the 

Committee. The decision by the 
Committee is based on majority votes. 
But, there is a rider. Majority votes 
means at least 50 % of the worker's 
representatives must endorse the 
decision along with the Employer's.  How 
far can any Employer accomplish this?  
This is next to impossible. Another major 
jolt. In case the worker / group of 
workers do not accept the decisions of 
the Committee, they can straight 
approach the Conciliation ofcer thus 
raising an Industrial Dispute through the 
Union. This is a major concern for any 
Employer since it would result in sharp 
rise in Industrial Disputes.

 Here, the challenges for an Employer is 
the Proactive measures to be taken, 
namely,  forecast  any gr ievance, 
strategize the plans  of  act ions, 
preventive steps to avoid any grievances 
and even if there are, then, resolve the 
same either way and must prevent the 
grievance reaching the Committee. Once 
the grievance reaches the Committee, it 
is out of control as explained above. 
Managerial Effectiveness is the essence 
for any preventive and resolution 
steps.

3. Change in Service Conditions.

 This continues to be a challenge for an 
Employer to alter or change in service 
conditions without due process of Law as 
mandated at present under Sec.9A of the 
Industrial Disputes Act. What concerns 
any employer is that – any rationalization 
process, methods, improvement in the 
process, increase in productivity, 
redeployments, exibility in engaging or 
deployments etc are all included under 
the head “Service Conditions”. In fact, 
for the last three decades, particularly 
after the Economic Reforms and 
Globalization in 1991, the Employers 
have been continuously urging for 
modication, relaxation or even 
elimination.
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 Now, it a matter of disappointment and 
concern that even under the Codes, there 
are no changes envisaged.

 Hence, this situation calls for a 
challenging task to neutralize the 
additional nancial burden as we 
discussed earlier and continues to be so 
in case of any strategic plans towards 
technical developments, innovations, 
innovat ive  pract ices  inc lud ing 
e x p a n s i o n s ,  g e n e r a t i o n  o f 
employments  etc.

4. Outsourc ing  & contract  labour 
management.

 As we are fully aware, the Contract 
Labour [Regulation & Abolition] Act came 
into effect from 1971 wherein regulatory 
measures have been mandated like 
registrations, licensing by contractors, 
payment of wages not less than the 
prescribed minimum wages as notied by 
Central and State Governments, working 
conditions, social security coverage etc . 
The Central / State governments are 
entrusted with the power of abolition of 
contract labour in any industry, class of 
industries etc in terms of Sec.10[1] of the 
Act. The Industry and the Trade Unions 
have been extremely familiar with 
their obligations and observing strict 
compliances. There have been number of 
cases of prohibitions in certain Industrial 
Establishments. Consequent to the rapid 
development of industrialization in 
the areas of Information Technology, 
BPO, ITES, manufacturing, service 
sector, hospitality and health care etc., 
there have been tremendous growth in 
employment opportunities and that has 
contributed to reduce the unemployment 
in the Country. The contract labour 
engagement & outsourcing have been 
prominently dominated by all Central and 
State Government in all their activities 
and functions. At present, one can see 
tremendous growth in employment 
through outsourcing in the Industrial and 
Business circles. 

 Now, let us see what is in store for the 
Business.

 THE OCCUPATIONAL SAFETY, HEALTH 
AND WORKING CONDITIONS CODE, 2020, 
denes CORE & NON CORE ACTIVITIES. 
While, this is welcome, Sec.57 of the 
Code prohibits engagement of contract 
labour in CORE AREAS. 

 NON CORE AREAS, no issues, engagements 
are permitted.

 Denition of Core Areas has been very 
vague and highly debatable. 

 "Core activity of an establishment" 
means any activity for which the 
establishment is set up and includes any 
activity which is essential or necessary 
to such activity”

 This will be a major challenge for all 
employers. The Code also species that in 
case of any conicts or differences in 
deciding what is Core and Noncore, 
the same may be referred to an Authority 
to  be  spec ied  by  the  Cent ra l / 
State governments. It means plenty of 
hindrances, lead to litigations etc. and the 
Business cannot wait any longer. 

 On c lose  examinat ion  of  var ious 
types of outsourcing of functions like 
nance, administrations, pay roll, wage 
administrations, talent acquisitions, 
marketing, sales, purchase, IT / ITES / BPO 
sectors etc., these activities do fall under 
the denition of “Core Activities”. The 
question is how to face the challenge. 

 There is a small leverage for arguments to 
continue to engage contract Labour. 
Following is the extract of the denition of 
“Contract Labour”.

 Sec. 2 (m) "Contract Labour" means a 
worker who shall be deemed to be 
employed in or in connection with the work 
of an establishment when he is hired in or 
in connection with such work by or through 
a contractor, with or without the 
knowledge of the principal employer and 
includes inter-State migrant worker but 
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does not include a worker (other than 
part time employee) who is regularly 
employed by the contractor for any 
activity of his establishment and his 
employment is governed by mutually 
accepted standards of the conditions 
of employment (including engagement 
on permanent basis),  and gets 
periodical increment in the pay, social 
security coverage and other welfare 
benefits in accordance with the law 
for the time being in force in such 
employment;

 But, this is highly arguable, debatable 
and interpretations can be either way. 
We can be sure that this will be a major 
litigation when the Code comes into 
effect and the Trade Unions or even the 
Authorities might start questioning this 
and create conicts. It is too early to 
conclude that the employers have 
gained from the proviso.

5. Worker Reskilling Fund.

 This is a newly introduced Chapter 
towards creating a Fund.  This Fund is 
aimed at Skilling / Reskilling of workmen 
who are retrenched. The Funds are 
generated by contributions by Employers 
as well as the Government. The intention 
and purpose of the Code under this 
provision is good.

 Now the Central Government has 
published Draft Rules and some of the 
State Governments have also published 
the Draft Rules.

 Under these Draft Rules, it is surprising to 
see that the Employer is directed to 
contribute the amount equivalent to 15 
days of wages  in cases of retrenchment 
of a workman. The amount to be credited 
to Central / State Authority online with 
details of name and bank details etc. of 

the retrenched worker. In turn, the 
Authority will remit this amount to the 
retrenched workmen.

 Now, here, where is the reskilling? The 
Employer has to pay retrenchment 
compensation under the Code which is a 
condition precedent at the time of 
retrenchment and then the Employer has 
to deposit the amount to the Fund. 
This is an additional payment of 
retrenchment compensation. The 
purpose and intention of the Code is 
totally diluted.

6. Penalties.

 The penalties under all the Codes are 
very severe  for each and every 
contravention of the provisions. The 
Minimum Fine starts with Rs.Fifty 
Thousand and goes up to Rs. 4 Lakhs. 

 The imprisonment starts with Three 
months and goes up to 3 years.

 Under the Code on Wages, any employee 
who gets the salary delayed or gets less 
salary or deductions are in excess, the 
Employee can directly le a complaint 
before a Magistrate against the Employer. 
Hence, strict compliances under all the 
Four Codes is one of the challenges.

 Finally, when we scrutinize the 
positive sides of the Four Codes with 
the dis-advantages, concerns, threat 
of increase of litigations, challenging 
issues, how far can one say that it is a 
Labour Reform with a purpose and 
intention of “Ease Of Doing Business”??

Bangalore
Email:vittalarao@gmail.com 

th5  September, 2021
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The views contained here are not to be constructed as Legal Opinion”
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“Upcoming programmes” followed by the brochure
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Human Resource (HR) professionals are the intersection of the two organizational dynamics, 
human exchange and systemic change. They are confronted by rapidly changing requirements 
and responsibilities especially related to the welfare, safety, policies, rights of employees, 
oversee payroll, and so on. To add to the list, the most recent being COVID-19 pandemic and the 
implementation of Labour Code. It accounts for the challenge and performance pressure for the 
HR Managers and other Human Resource professionals.

HR professionals are playing a crucial role in ensuring that mental health, as a serious business 
issue, is discussed in senior management's agenda, driving through policies and initiatives to 
tackle the growing challenges on this front. Companies spend huge amount of money on 
employee well-being programs because leaders recognize that good psychological health helps 
their workers be less stressed, more satised with their jobs, more energized, more creative, and 
more socially engaged leading to better productivity. 

No doubt, pressure on HR is increasing. HR professionals do feel stretched, challenged and quite 
often overburdened. With all these errands and by consistently putting the needs of others rst in 
their working lives, is there a tendency for HR professionals to neglect their own mental health 
and wellbeing? The answer is unequivocally “YES”. 

What is mental health?

Mental health is a state of well-being in which an individual realizes his or her own abilities, can 
cope with the normal stresses of life, can work productively and is able to make a contribution to 
his or her community. Poor mental health is on the other hand, associated with rapid social 
change, stressful work conditions, gender discrimination, social exclusion, unhealthy lifestyle, 
physical ill-health and human rights violations. Multiple social (environmental), psychological, 
and biological factors determine the level of mental health of a person at any point of time. 
According to the National Mental Health Survey of India (2015-16), around 15% of Indian adults 
need support for one or other mental illness issues.

In'a stress survival guide for HR professionals' Mark Gorkin (LCSW) documents a list of HR-related 
stressors:

  Availability and Accountability – can lead to burnoutl

  Objectivity - concerned advocate for management and employees can make theml

 stressed

  Multiple rolesl

  Transitional Glue – HR team sustain morale in the face of an uncertain andl

 vulnerable future 

  Crisis managementl

  Ever – changing technology and policyl

  Training demandsl

Your Mental Health Matters!! 
A small reminder to HR professionals

By Dr. Shreedevi .A.U  |  Assistant Professor

Department of Psychiatric Social Work, NIMHANS
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HR professionals are known to be good at caring for the rest of the workforce, sign posting others 
to help while they are expected to be the strong resilient kind of professionals. People expect HR 
professionals to be perfect, to give great advice to others, on many areas including on mental 
health. Undeniably mental health-related concerns continue to pervade the workplace, which 
includes HR professionals too. Often it may be ignored because of the unwritten code of conduct 
in HR fraternity i.e., if we show signs of weakness ourselves then who can the business trust? 
Sometimes, there is this expectation that we don't need help! This obviously makes it harder for 
HR professionals to speak out should they experience mental health problems.

Deprioritising their own mental wellbeing could be particularly hazardous for HR professionals 
because of the typical type of person that goes into the profession. For some professionals, with 
already existing predisposition for HR professionals to struggle with mental health issues, the 
difcult external business environment can also be a potential trigger. There are not only stigmas 
towards acknowledging, accepting the mental health problems, but the barriers that have been 
built up between HR and the rest of the business when it comes to mental health. There is no 
wonder many feel a lack of control over their workload and career. Some may have genuine worry 
that reaching out about a mental health issue could negatively impact their job security.

In Firstpost titled 'Our silent relationship with mental health — Stigma is still strong in India', 
Mumbai-based counsellor Divya Srivastava wrote:

"Can one say with certainty that stigma surrounding mental health has reduced? Perhaps, 
yes; but to a very minuscule extent. True, people are not shunning topics related to mental 
health; conversations are now taking place more in the open. But it is an issue that is still 
trivialised."

Being watchful:

HR professionals are by no means immune to the wider situation, in which mental ill health is now 
the primary cause of long-term sickness. Though professionals use the terms anxiety and 
depression loosely to explain their psychological state of mind, a sizable amount of people being 
potentially diagnosed to have them as most common conditions.

Reading signals and early detection is the rst step of prevention. The following are a few early 
signs which indicate that a person may be experiencing mental health problems. These signs 
should be considered when it is not typical of one's personality and it constantly bothers and 
deteriorates work or personal life day-by-day. Similarly, ruling out any physical ailment is must 
before considering it as mental health issue. 

l Unusual behaviours which may be overly sensitive, irritable, angry, confused, forgetful,
 teary or tense

l Working longer or fewer hours than usual

l Obsession with parts of the job, and neglect of others

l Disengagement and low self-esteem

l Increased unplanned absence

l Increase in use of negative language and workplace conict

l Physical symptoms such as appearing tired, headaches, sleeplessness, poor appetite

l Unusual fear towards some aspects of work or people 

l Suicidal thoughts

l Smoking, drinking, or using drugs more than usual

l Experiencing severe mood swings that cause problems in relationships
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Healthy mind in healthy body:

Stress is inevitable and universally present. Protecting our own mental health is paramount 
because if we cannot look after our self we are in no position to look after others. We need to feel 
comfortable in putting our hands up and saying 'Can I have some help here?' It is the simple logic 
that we are humans and we tend to get emotional impact from difcult situations. 

A few high-spirited HR professionals coming forward with their stories of battling with mental 
health issues, are paving the way for better, more resilient, positive cultures in companies. 
This opens up innovative environmental approaches to fostering well-being. 

New Economics Foundation ( ) quoted simple doable techniques http://www.neweconomics.org
in Five Ways to Wellbeing: 

l Connect (to others, individually and in communities); 

l Be active; 

l Take notice (of the world); 

l Keep learning; and 

l Give (e.g., smile, volunteer, join in).

Similarly, 'A stress survival guide for HR professional’s by Mark Gorkin suggested ve survival 
strategies:

l Balance Interdependence and Autonomy

l Balance administrative work and human relations

l Maximise team meetings

l Encourage independence by setting boundaries - Three boundary-setting strategies will
 enable the HR manager to successfully juggle various roles and responsibilities:

l Delegation: Balance the Triple A - Authority, Autonomy and Accountability - which are 
critical management and stress tools.

l Education: Help others not to be so dependent on your indispensable knowledge.

l Separation: Generate the space-time dynamics for optimal performance of HR. Model 
the stress management mantra- "Giving of yourself and giving to yourself!"

l Reach out to specialists and counsellors: Resist the urge to be a self-therapist. When things 
are beyond your capacity to handle, it is better to take the help of experts without draining 
your internal resources. There is still a taboo towards using the services of a counsellor or 
the psychiatrist, but it is all the mindset; one may be comfortable in going to a physician, 
diabetologist or a dietician. The same level of acceptance needs to come among 
professionals.

To conclude:

Recognizing these stressors, warning signs and strategic interventions will lighten the personal 
load while strengthening the leadership hold. There are various mind-healing methods such as 
yoga, meditation, practising mindfulness which can provide the cushion while handling mental 
health issues. At the end of the day, all these will allow you to practice Safe Stress and thereby, 
safeguard your mental health.

“The views expressed in this Article are that of the author. 
The views contained here are not to be constructed as Legal Opinion”



Book your Training, Interviews 

and Meetings at NIPM Hall

l Centrally Located on Infantry Road

l Reasonable Rent

l Ready to use facility

l Option to use for half day or full day

l Lunch and tea can be arranged at reasonable price

l Can accommodate up to 60 people

l Ready to use facilities like PA System with collar mike, OHP,
 TV/CR, Xerox, Telephone and Email.

Contact Details for Book: Mr. B.V. Lakshmana Kumar, Ofce Manager, 
C-209, 2nd Floor, Blue Cross Chamber, No.11, Infantry Road Cross, Bengaluru - 560 001.

Ph: 080 - 2559 1481, Mob: 99861 33495, Email: nipmkc@gmail.com

Full Day (Week days) : Rs. 3500/-

Half Day : Rs. 2000/-

Holidays : Rs. 4000/-

Holidays Half Day : Rs. 2500/-

RENTAL CHARGES
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Members who wish to upgrade to Life Member Ship may do so at any point of time by just sending a request 
letter to the National Ofce along with a Cheque/DD, favouring “National Institute of Personnel 
Management” KOLKATA by paying Rs. 5500/- provided they are not defaulters.

All Members (except Life Members) are required to renew their Membership every year by paying the 
Annual Subscription before due date/or on receipt of intimation from National Ofce.

Membership forms can be downloaded from website www.hr-nipmkc.org

Chairman : Mr. Robert Cutinha

Vice Chairman-I : Ms. Sabitha .S, Chiarperson

Vice Chairman-II : Mr. H. Prabhu

Secretary : Mr. A.U. Dinesh 

Honorary Additional Secretary : Mr. Sanjay Mitra

Treasurer : Mr. Siddalinga D.K.

Executive Committee Member : Mr. L.H. Siddeshwara

Executive Committee Member : Mrs. Karuna S.G.

Executive Committee Member : Mr. Shashidhara G.K.

Executive Committee Member : Mr. Balakrishna K.N.

Executive Committee Member : Mr. Renuka Murthy

Executive Committee Member : Mr. Guru BEL

Executive Committee Member : Mr. Nagaraj .G

Executive Committee Member : Mr. Rajesh .S

Executive Committee Member : Mr. Sheenappa Gowda

NIPM Membership Subscription Details

OFFICE BEARERS AND EXECUTIVE COMMITTEE MEMBERS OF

NIPM KARNATAKA CHAPTER 2021-23

Plus 18% GST

Plus 18% GST

Plus 18% GST

NATIONAL INSTITUTE OF PERSONNEL MANAGEMENT

KARNATAKA CHAPTER

C-209, 2nd Floor, Blue Cross Chamber, No.11, Infantry Road Cross, Bengaluru - 560 001.
Ph: 080 - 2559 1481, Mob: 99861 33495, Email: nipmkc@gmail.com
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