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Slated to be the most populated country in the
world by 2022 with a total workforce of 460
million, India’s labour law system is considered
quite complex with a total of 44 federal labour
acts and more than 200 ministerial- and statelevel labour laws. Enforcement of labour
laws by the state and local governments are
important in regulating the market, protecting
employment and ensuring social security
of workers. Here’s an overview to better
understand the basic aspects of India’s labour
policies.

Salary & Working Hours
In India, there is no regulation which clearly defines the

depending on the state. Indian law prohibits

standard minimum salary. The Minimum Wages Act

working of female employees beyond permissible

1948 gives each local state government the authority

hours after 8.00pm to 6.00am of the next day.

to set the minimum wage. Minimum wages vary state-

Some states also have a maximum number of

wise and are dependent on factors such as nature of

overtime hours that can be worked in a week.

employment, skill level, industry which the employee
is working in, geographical location of employment

Overtime wage is typically calculated using twice

and employee’s age. As at 1 July 2017, the national

the rate of the regular wages. Currently, only a few

minimum wage is INR 176 per day (US$2.76 per day),

states in India have overtime pay laws. Generally,

and this regulation must be complied by all states.

when an employee works beyond normal working
hours, he or she will be acquiescently considered as

As per the Factories Act 1948, an employee can work

having agreed that the overtime pay does not need

a maximum of 9 hours daily. The working hours

to be paid. Nonetheless, organisations should not

per week is 48-50 hours, although they may vary

be exempted from paying overtime wages when
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their workers are eligible for overtime. In prosecution
of overtime wage violations, company owners and
officers may be fined for failing to pay overtime.

Contract Termination
The following procedural requirements must be
met during contract termination:

The state laws generally provide a leave entitlement of
15 days in a year. Employees can take up to 10 days of

1. The employee must be given one-month notice
period and informed of the dismissal reasons,

sick leave and a possible 10 additional days of ‘casual

and the notification term has expired, or salary

leave’, where employees can choose not to come to

has been prepaid to the work man to replace the

work that day without applying for leave in advance.

notice;

In addition, most state governments declare 10 days of
public holidays, wherein 3 days are regarded as national
holidays and 4 to 6 days are festive holidays set by the

2. 15 days of pay is paid to the work man for every
completed continuous year of service (or every

country and relevant state governments. Employees can

part of a completed year of service which is

select the remaining holidays from the list observed
by each state, as the festive holidays vary from state to
state.
When an employer terminates the contract, the
company is required to pay the final salary to the
employee within 2 working days from the date of
termination. If the employee resigns and serves the
required notice period, the final salary pay-out will be
paid as part of the company’s normal payment cycle.
Under special circumstances, for recovery of advances,
loans or overpaid salary as well as damage or loss of
goods which are entrusted to the employee, deductions
are permitted from the employee’s salary, but capped at
up to 50% of his/her total payable salary.

3. For industrial establishments, for example
factories or farms with at least 100 work men
during the preceding 12 months, work men
who are laid off must be given three months’
notice or three months’ salary in lieu of notice as
compensation. Prior approval by the appropriate
government must be obtained before the
dismissal.
Certain employee rights increase with continuous
e m p l o y m e n t service. If employment is
terminated

maintain proper records of payroll and payments

after

continuously
employer
employee a

Under the state and federal laws, employers must
made such as payroll register, register of

amounted to over 6 months);

is

an employee has worked
for at least five years, the
required to pay the
gratuity at the rate of

15

days’

pay, as mentioned

in

the

above item (2).

fines

and deductions. Furthermore, organisations must
issue itemised pay slips to its employees. Annual
declaration forms which contain payment related
declarations must be filed and submitted to the
regulatory authorities.
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Employee compensation can be exempted under the
following circumstances:

1.

Employee is negligent of his/her duty and has caused losses, damage or destruction to his/her

2.

Employee’s conduct is violent or has committed an immoral act when performing his/her duties.

employer’s properties.

Under the above circumstances, the compensation can be fully or partially exempted accordingly.

Employers are liable to pay employee compensation
under the following circumstances:

1.

Severance Payment
Employee is compensated with 15 days of salary for each completed year of service or part of a year
of service which is longer than 6 months. Employee is only entitled to receive the compensation if
he/she has been employed in the company for at least one year.

2.
3.

Gratuity
According to the Payment of Gratuity Act 1972, an employee who has worked continuously for at
least five years is entitled to receive gratuity upon dismissal. The gratuity is paid at the rate of 15 days
of salary for each completed year or part of year of service, subject to a limit of INR 1 million.
Conversion of unused annual leave into cash

Usually, employers are required to give 30 days’ notice for termination or make a payment in lieu of
the notice period.

BIPO Client Appreciation Dinner
A Huge Success!
BIPO hosted a client appreciation dinner at The Langham hotel in Shanghai on the evening of 18 January.
Themed ‘Towards Our Dream’, the event welcomed distinguished guests including Pan Hongmei, Jing’an
District Labour Bureau Deputy Chief and Zhu Qingyang, Shanghai Human Resources Consulting Association
Secretary-General as well as over 100 key clients and prospects.
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One of the key highlights was the engaging panel discussion by highly experienced practitioners which
included Vira Du, CEO of Shanghai Global Expertise and Talents Co., Ltd. (SGET Group), Richie Liu,
Managing Director of Railink International Intermodal Logistics, Liu Yixing, Chairman of Landing Global
Management Committee and Senior Partner of
Shanghai Landing Law Offices, as well as Florence
Mok, General Manager - North Asia of BIPO and
moderated by Kevin Zhou, Senior Consultant of
BIPO. Everyone shared their shared insights on the
HR opportunities and challenges, brought about by
the ‘One Belt and One Road’ initiative.

This event was a great way to celebrate the
successful partnerships we have built over the years
and to show our appreciation towards our valued
clients for part of our growth and achievements.

BIPO China Wins Yet Another Industry Accolade!
The Jiangsu (Changshu) Human Resources Service Industrial Park awards banquet marked another
milestone achievement for BIPO, as we accepted yet another top honour, ‘Outstanding Enterprise Award
2018’.

Our unparalleled expertise, service excellence and reputation as an innovation leader in the Human
Resources industry were cited by an independent judging panel of business leaders for garnering the win.
This award is a reflection of the effort, dedication and commitment of every single employee at BIPO, and
we are proud to win this important recognition—our very first award for 2018 as we continue to deliver
innovative solutions with a personal touch to our clients.
Brought to you by

Inaugural APAC Management Meeting Kicks-Off in Shanghai
Leaders from BIPO gathered in Shanghai on 17-20 January for the
inaugural Asia Pacific management meeting to discuss strategies
and growth in the region.
During the 3-day fruitful meeting, the team addressed the
challenges and frameworks for improvement and sustainability,
with a clear focus on our vision, goals and strategies for 2018.
Recommendations addressing current and future opportunities
and issues indicated a high level of team commitment and
engagement.
The meeting ended on a high note with a professional photoshoot, which was a fun team bonding activity!

BIPO Speaks at Singapore Human
Resources Institute’s #infoHR Session
BIPO’s Suwandi Ng, Managing Director, Southeast Asia and Oceania
will be taking stage at Singapore Human Resources Institute (SHRI)’s
inaugural #infoHR session on Tuesday, 13 February. Suwandi will be
sharing how our industry leading technology and services can help
the organisations transform their HR practices and engage employees.
For more details or interested participants, please visit

ABOUT
US

http://bit.ly/InfoHRFeb18.

BIPO is a leading one-stop human resources provider in Asia Pacific, focused on providing organisations
with innovative ways to manage complex end-to-end HR processes. Through our cloud and mobile-based
Human Resources Management system as well as industry-leading solutions such as Payroll Outsourcing,
Attendance Automation, HR Consulting, Recruitment & Business Process Outsourcing and Flexible Employee
Management, we help companies transform their HR operations to and beyond their expectations, while
achieving business goals related to cost and profitability.
Established in Shanghai in 2004, our Asia Pacific headquarters is in Singapore and R&D centre in Indonesia.
We have offices in Australia, Hong Kong, New Zealand, Philippines, Vietnam, Taiwan and Thailand with
business links in over 10 countries and regions. Visit www.biposervice.com and connect with us on Facebook,
LinkedIn and WeChat.

hello@biposervice.com
www.biposervice.com
bipo-svc

biposvc
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