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ABSTRACT 
Labour is an indispensable asset for the development of any nation, playing a pivotal role in enhancing 

production processes and fostering value addition across diverse business entities. Labour reforms stand at 

the intersection of economic policy, social welfare, and legal frameworks, encompassing a range of measures 

aimed at restructuring labour markets and regulating employment relationships. In recent years, the global 

landscape of labour regulation has witnessed significant shifts, with many countries introducing 

comprehensive reforms to adapt to changing economic realities and address emerging challenges. The 

labour reforms have been the subject of extensive global discussion and analysis, particularly in light of 

evolving worker characteristics and changing economic situations. This research paper comprehensively 

examines legislative changes, policy frameworks, and socioeconomic circumstances to clarify the complex 

nature of Labour reforms and their effects on many stakeholders. It discusses the importance of balancing 

flexibility with worker protections, fostering inclusive growth, and promoting social dialogue to ensure that 

labour reforms contribute to sustainable development and improved well-being for all.  The study centers on 

Labour reforms, their justifications and the principal components, which include social security, working 

hours, remuneration, and dispute resolution processes. Along with evaluating their effectiveness, 

implementation challenges, and socioeconomic impacts, it also pays particular attention to the dynamics of 

the Labour market, creating employment, distribution of income, and social protection 
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INTRODUCTION: 
The labour force is the main engine for the 
economic development and prosperity of any 
country. From the sweat of labourers it determines 
how a country is developing. Because the 
infrastructure, goods, and services that sustain 
modern life all emerge from the hard work of 
labour. So it is necessary for economic development, 
social progress, and human flourishing that some 
good enactments should be there for the welfare of 
workers and these laws also should be amended 
from time to time.  
India is a welfare state. There were numerous laws 
were prevailed for the welfare and protection of the 
workers, these laws are commonly known as 
industrial laws. But these laws were prevailing from 
the British Era. So these laws were outdated and 
required to be amended. So, the Indian Parliament 
brought a change by introducing new labour codes. 
Out of 44, 29 laws are consolidated into 4codes. The 
Central Government has notified four labour codes 
to consolidate and simplify labour legislations in the 
country. These new codes basically provides the 

social as well as economic security by providing the 
minimum wages, insurance facilities, provident funds 
etc. to the wokers without any distinguish between 
organized and unorganized wokers. These laws 
specifies the work hours per day and per week and 
provide benefits to the inter-state migrant workers. 
These also strive to replace the Inspector Raj with 
Facilitator Raj.  
HISTORY OF LABOUR LAWS IN INDIA 
Factories Act in 1883:- The first labour law in India 
was introduced in 1833. It was basically to protect 
the interests of the British employers.  The textile 
magnates of Manchester and Lancashire exerted 
pressure on the British parliament, resulting in the 
introduction of the Factories Act, 1833. The main 
provisions in this act were maximum eight-hours 
work , abolish child labour, extra wages for overtime 
work and the restriction on women working at night. 
World War I and the international discussions on 
labour Reforms:  In World War-I, the labours play a 
very pivotal role. So, the discussions started to frame 
and reform the labour laws for the welfare of the 
labour. These discussions lead to foundation of 
International Labour Organization in 1919 and India is 
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a Founding Member of the ILO. So, Trade Union Act of 
1923 and Industrial Disputes Act, of 1929 enacted in 
India under the impact of ILO. These laws were 
passed to regulate the relationship between 
employees and employers.  The provisions were laid 
down to regulate the workers’ right to form Unions 
for collective bargaining, to protest via strikes and 
lockouts and to settle the disputes between employer 
and employee amicably. 
The Royal Commission on Labour in 1929:- The 
British government established the Royal 
Commission on Labour in 1929. The Indian labour 
movement strongly opposed the commission and 
boycotted it. Because there was the worldwide 
financial crisis, growing unemployment, and the 
independence movement in India. 
The Payment of Wages Act of 1936:- This act passed 
to make provisions related to payment of wages to 
employees. It provides that a employer can deduct 
the wages if employee is absent from the work 
without any reasonable cause. It also restricts the 
employer from making any unlawful deductions from 
the wages of the employee.  
The Trade Disputes (Amendment) Act of 1938:- This 
amendment made provision for the speedy and less 
expensive dispute resolution between the employer 
and employee by authorizing government to appoint 
conciliation officers to settle disputes.  
Industrial Disputes Act, 1947:- This is one of the most 
important and first legislation or labour after the 
independence of country. It intends to promote 
industrial peace and harmony and to promote 
growth of industry. This act gives emphasis on 
industrial dispute resolution through arbitration and 
adjudication.  
Factories Act, 1948:- This Act deals with provisions 
such as working hours, safety, and safety of women 
workforce.  
Minimum Wages Act, 1948:- The Minimum Wages 
Act guarantees the minimum wages that have to be 
paid to skilled or to unskilled workers. The minimum 
wages have to be proportional to the work 
undertaken and their capacity to perform assigned 
work. 
Equal Remuneration Act, 1951:- This act states that 
there should be equal remuneration for equal work 
and no one can be discriminate on the basis of caste, 
religion, sex, and country in employment or pay scale. 
The act also emphasized equal opportunity for 
promotion for women in government employment. 
Abolition of Forced Labour, 1957:- this act is based 
on international convention Abolition of Forced 
Labour Convention, 1957 and the Indian Government 
became a party to the said Convention in 1974. In 
India forced labour was a by-product of the caste 
system, so this enactment abolish forced and bonded 
labour, 
Child Labour Prohibition Act 1986:- This legislation is 
beneficial for the children below the age of 14 years. 
It was legislate to fulfill the constitutional objective to 

prevent exploitation of children at workplace. This act 
restricts the child from being employed in hazardous 
jobs 
CONSTITUTIONAL PROVISIONS WITH REGARD TO 
LABOUR LAWS:-  
India is a welfare state. In the constitution of India 
various provisions are made to protect the rights of 
worker by enshrining provisions in part-III 
(Fundamental Rights) and Part-IV (Directive 
Principles of State Policy). 
In Part-III Article 14 guarantees Equality before law 
and equal protection of law , which guarantee equal 
pay for labours according to their physical ability, 
unskilled and skilled labour. Article 15 guarantees 
that the state shall not discriminate any citizen of 
India on ground of sex, place, caste, religion or any of 
them. Article 19 guarantees freedom of speech and 
expression. Article 19(1)(g)  enables citizens to 
engage in any profession or occupation, trade, or 
business of their own choice, but this right is 
subjected to reasonable restrictions. Article 21 
provides the right life to life and liberty, which 
includes right to live with dignity, to rest, to have 
some leisure etc. Article 23 abolishes the bonded 
labour and forced labour. Article 24 restricts the 
employment of children below the age of 14 years in 
any factory, mine, or hazardous occupation. Article 
32 which is commonly known as ‘soul of 
Constitution’, in case any violation of fundamental 
right, then everyone have right to approach Supreme 
Court and High Court directly.  
Article 39, 39A, 41, 42, 43, and 43A collectively 
termed as ‘Magna Carta’ of working class in India. 
These directive principles of state policy guide the 
government to do works for the welfare of public. 
Although these principles are not legally enforceable 
but still plays an important role. Article 39 provides 
right to earn livelihood without any discrimination 
on basis of sex, distribution of material sources for 
common good, non concentration of wealth and 
means of production in few hands. Article 39(d) 
specifically provides equal wages for equal work for 
both men and women. Article 39(e) says that no one 
be forced by economic necessity to enter a vocation 
unsuited to their age, sex or strength. Article 39A 
made provisions for free legal aid to ensure access to 
justice for all citizens. Article 41 directs the state to 
secure the right to work, education and public 
assistance in certain cases such as unemployment, 
old age, sickness and disablement. Article 42 directs 
the state for upliftment of the working conditions for 
workers, a suitable and humane workplace and 
maternity benefits to pregnant women. Article 43 
provides “living wage” for its citizens. 
The Constitution of India enlists labour-related 
legislation under the concurrent list, which means 
both the Central Government and the State 
Government are equally competent and permitted to 
enact labour legislations.  
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REASON FOR EVOLUTION OF LABOUR LAWS: The 
main reasons to pass the new labour codes is to 
ensure ‘Ease of doing business’, reduce red-tapism 
and Inspector-Raj, and minimize the interference of 
government in industrial functioning. These labour 
codes contribute to provide friendly environment 
for the smoothly growth of economy of India. The 
reasons for evolution of these laws are discussed as 
followings:-   
• The Working Class Was Entangled In Web Of 
Multiple Labour Legislations:- Before passing these 
laws numerous enactments were prevailed , so the 
labour class was entangled in web of multiple 
legislation. So there was need to provide some 
unified laws to tackle this problem.  
• “Sabka Sath Sabka Vikas Aur Sabka Vishwas”:- 
The implementation of GST, a One Nation One Tax, 
expedited the brainstorming on Labour Codes. For 
the welfare of everyone government launches the 
scheme “Sabka Sath Sabka Vikas and Sabka Vishwas. 
It speeded up the law reforms. 
• The Shramev Jayate Scheme : The Prime Minister 
Modi had started “Shramev Jayate” on 16th October, 
2014 at that moment and termed workers as 
“Nation Builders”, he had said that the power of 
“Shramev Jayate” for growth of the country was 
equal to that of “Satyamev Jayate”. So the initiative 
of providing social security to worker taken by the 
government. 
• The Minimum Wages and a Large Section of 
Workers in Unorganized Sector: In previous laws 
the guarantee of minimum wages only granted to 
organized woker, so there was need to take care the 
interests of the unorganized workers which is a 
large section in India.   
The Second National Commission Of Labour: The 
Second National Commission of Labour also 
recommended in 2002 that at the Central level 
multiple Labour Laws should be codified in 4 or 5 
Labour Codes. 
To Replace Inspector Raj System: To replace 
inspector raj system, inspector will be made 
inspector cum facilitator for the welfare of 
employee as well as employer. 
Emerging issues: The gig economy, a change in work 
arrangements, is bringing up new challenges in the 
labour market and bringing attention to how 
technology is affecting employment and how it is 
changing. 
FOUR NEW LABOUR CODES: With the advancement 
of society the needs of the public are changed. The 
old laws prevailing in the country are not as per the 
requirement of modern society. So, to give the boost 
to industry, Indian Parliament has been passed four 
new labour codes by consolidating 29 prevailing 
enactments in country. It is a revolutionary step has 
taken by the Central Government in the right 
direction to provide them freedom in industry in 
real sense. These codes are as following:- 
1) The Code on Wages, 2019   

2) The Occupational Safety, Health and Working 
Conditions Code, 2020  
3) The Code on Social Security, 2020 
4) The Industrial Relations Code, 2020  
THE CODE ON WAGES, 2019 :- This code provides 
the provisions related to the wages. This code is 
applicable to both in the organised and the un-
organised sector irrespective of their wages. It 
consolidates the 4 acts named Payment of Wages Act, 
1936, Minimum Wages Act, 1948, Payment of Bonus 
Act,1965, Equal Remuneration Act, 1976. This code 
has given many new definitions and revises existing 
ones. The important definitions under this act are 
provides as following:-  
Section 2(k) "Employee" means, any person (other 
than an apprentice engaged under the Apprentices 
Act, 1961), employed on wages by an establishment 
to do any skilled, semi-skilled or unskilled, manual, 
operational, supervisory, managerial, administrative, 
technical or clerical work for hire or reward, whether 
the terms of employment be express or implied, and 
also includes a person declared to be an employee by 
the appropriate Government, but does not include 
any member of the Armed Forces of the Union; 
Section 2(l) defines "employer" means a person who 
employs, the employer in any establishment  where 
the establishment is carried on by any department of 
the Central Government or the State Government and 
where no such authority is specified, the head of the 
department. The employer also includes 
• the chief executive of local authority in case 
establishment carried on by a local authority; the 
occupier or the manager of the factory in case 
establishment is a factory under the Factories Act, 
1948 or  
• in relation to any other 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; 
• Any contractor of establishment; and  
• Legal representative of a deceased employer; 
Section 2(y) provides the definition of wages "wages" 
means all remuneration whether by way of salary, 
allowances or otherwise be payable to a person 
employed in respect of his employment or of work 
done in such employment, and includes basic pay, 
dearness allowance and retaining allowance. But it 
does not includes bonuses which are not part of 
remuneration, the value of any house-
accommodation, any contribution to pension or 
provident funds, house rent allowance, any overtime 
allowance ,any commission payable to the employee, 
any gratuity or any ex gratia payment etc. 
This code made main provisions as following:-  
• No Discrimination (Section 3) :There should be no 
discrimination in providing wages on the basis of 
gender. The women cannot be restricted from 
recruiting in any work unless such work is 
prohibited by any law in force for women. 
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• Minimum Wages (Section 5-14): The appropriate 
government shall fix the minimum wages for the 
employee and no employer shall provide to any 
employee less than those fixed wages. The minimum 
rate of wages on time work basis may be fixed by 
the hour, by the day, by the month. The government 
will revise the wages of worker with the variation in 
the cost of living index number applicable to such 
workers. For the overtime work employer is bound 
to provide additional wages according to the 
duration of overtime. 
 
• Sections 15 to 25 are dealing how payment of 
wages shall be made to the employee. The payment 
should be made in current coin or currency notes or 
by cheque or by crediting the wages in the bank 
account of the employee or by the electronic mode. 
The fixation of the wage can either as daily or 
weekly or fortnightly or monthly. But it is subject to 
the condition that no wage period in respect of any 
employee shall be more than a month. Any kind of 
unauthorized deductions are not allowed from the 
wages. Deductions can be made in case of absence 
from the work, damage or loss to the employer by 
negligence or default of the employee, house-
accommodation amenity or service to employee, for 
recovery of any advance or loan to employee. 
• The code made provisions for the payment of 
bonuses. The employer have right to deduct the 
bonuses from the wages of employee. These 
bonuses to be paid by crediting it in the bank 
account of the employee by his employer within a 
period of eight months from the close of the 
accounting year.  
• Under the code every employer is obliged to pay 
the wages to employee. In case there is any 
undisbursed due against the dead employee that 
due should be paid to the nominee of dead 
employee and where no such nomination has been 
made or where for any reasons such amounts 
cannot be paid to the person so nominated, be 
deposited with the such authority, as may be 
prescribed, who shall deal with the amounts so 
deposited in prescribed manners. 
• In case any dispute arise between the employer 
and employee with regard to fixation or payment of 
bonuses, that dispute shall be deemed to be an 
industrial dispute within the meaning of the 
Industrial Disputes Act, 1947.(Section 46) 
• Chapter-VII under section-51 of the code 
provisions are made for the appointment of 
Inspector cum Facilitators. He shall be appointed by 
the appropriate government shall be deemed to be 
public servant within the meaning of section 21 of 
the Indian Penal Code. Their primary 
responsibilities involve providing guidance to both 
employers and employees regarding adherence to 
the Code, conducting facility inspections, and 
utilising authorities such as employee examinations, 
information requests, wage record searches, 

reporting violations or flaws to the authorities, 
among other mandated functions. 
THE OCCUPATIONAL SAFETY, HEALTH AND 
WORKING CONDITIONS CODE, 2020 
The Occupational Safety, Health and Working 
Conditions Code, 2020 (OSH Code) is a significant 
piece of legislation passed by the Indian government. 
It consolidates and amends laws related to 
occupational safety, health, and working conditions 
in establishments and factories across India. It 
consolidated following 13 laws:- 
1. The Factories Act, 1948 
2. The Mines Act, 1952 
3. The Dock Workers (Safety, Health and Welfare) 
Act, 1986 
4. The Building and Other Construction Workers 
(Regulation of Employment and Conditions        of 
Service) Act, 1996 
5. The Plantations Labour Act, 1951 
6. The Contract Labour (Regulation and Abolition) 
Act, 1970 
7. The Inter-State Migrant Workmen (Regulation of 
Employment and Conditions of Service) Act, 1979 
8. The Working Journalists and Other Newspaper 
Employees (Conditions of Service and     Misc. 
Provisions) Act, 1955. 
9. The Motor Transport Workers Act, 1961 
10. The Sales Promotion Employees (Conditions of 
Service) Act, 1976 
11. The Beedi and Cigar Workers (Conditions of 
Employment) Act, 1966 
12. The Cine-Workers and Cinema Theatre Workers 
(Regulation of Employment) Act, 1981 
13. The Dock Workers (Safety, Health and Welfare) 
Act, 1986. 
• The consolidation of these laws into the 
Occupational Safety, Health and Working Conditions 
Code, 2020 aims to simplify compliance, improve 
enforcement, and enhance the welfare and 
protection of workers across various sectors while 
also promoting a conducive working environment. It 
covers various aspects such as safety, health, welfare, 
and working conditions of workers. 
Here are some key features and provisions of the 
OSH Code: 
• Registration and Licensing (Section 3 to 6): 
Establishments and factories covered under the code 
need to register and obtain licenses to operate. This 
ensures that they adhere to the prescribed safety 
standards and regulations. The employer will make 
an application to the registering authorities for 
registration. If the all conditions for   registration are 
completed then the establishment will get 
registration. The denial for registration is subject to 
appeal.   
• Working Hours and paid leaves (Section 25 to 32): 
The OSH Code regulates working hours, overtime, 
and rest intervals for workers. It aims to prevent 
exploitation of workers and ensures that they receive 
fair compensation for overtime work. No worker is 
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allowed to work more than 8hours and six days in a 
week. Extra wages shall be provided for the 
overtime work and the period of overtime work 
shall be calculated on a daily basis or weekly basis, 
whichever is more favorable to such worker. Every 
worker is entitled to leave with wages who worked 
in establishment for 180 in a calendar year. The 
worker shall be entitled for one-day leave for every 
twenty days of his work, in the case of adolescent 
worker for fifteen days of his work, The female 
workers are entitled for maternity leave. 
• Safety, Health and Welfare Facilities: The code 
mandates the implementation of safety and health 
measures in workplaces to prevent accidents, 
injuries, and occupational hazards. It requires 
employers to provide necessary protective 
equipment and facilities to ensure the well-being of 
workers. Employers are required to provide welfare 
facilities such as canteens, restrooms, first aid 
facilities, and crèches (if applicable) for the benefit 
of workers. 
• Inspection And Enforcement (Section 34 to42): 
The code establishes mechanisms for inspection and 
enforcement to ensure compliance with its 
provisions. Inspectors appointed under the code 
have the authority to assess workplace conditions, 
issue notices for non-compliance, and impose 
penalties for violations. 
• Special Provisions For Women(Section 43 and 
44): Earlier women were not allowed to do work at 
night, but this code make provisions that women 
can be employed to work before 6a.m. and after 
7p.m. with their consent. In dangerous operations 
adequate safety of employment of women will be 
provide to them. 
• Inter-State Migrant Workers(Section 59 to 65). 
This code made special provisions for the inter-state 
migrants. It is responsibility of the employer to 
provide them suitable conditions of work and 
journey allowances to his native place from the 
place of his employment once a year. The 
government shall provide benefits of public 
distribution system to inter-state migrant workers 
by implementing the “One Nation One Ration Card” 
scheme. The facility of toll free helpline shall also 
provide them.  
• Provisions Regarding Mines (67 to73): Every 
mine shall be under the sole control of a manager. 
He shall be responsible for the overall management, 
control, supervision and direction of the mine and 
all such instructions when given by the owner or 
agent shall be confirmed in writing forthwith. No 
person under the age 18year shall be appointed in 
any mine. 
• Beedi And Cigar Workers( 74 to 78):- No 
employer shall use or allow to use any place or 
premises as an industrial premises unless he holds a 
valid licence to do beedi or cigar works.  The outside 
workers (the wetting or cutting of beedi or tobacco 
leaves) are also entitled only after taking proper 

permission from the government. 
Advisory Boards(Section 16 to 18): The OSH Code 
provides for the constitution of advisory boards at 
the central and state levels to advise the government 
on matters related to occupational safety, health, and 
working conditions. 
So the Code aims to modernize and streamline labour 
laws related to occupational safety and health in 
India, thereby enhancing the welfare and protection 
of workers while promoting a conducive 
environment for businesses to operate. 
 
 
THE CODE ON SOCIAL SECURITY, 2020: The Code on 
Social Security, 2020 is another significant piece of 
legislation passed by the Indian government, aimed 
at providing comprehensive social security coverage 
to all workers in India. The code consolidates and 
amends existing laws related to social security, 
ensuring that workers across various sectors have 
access to essential benefits and protections. It 
consolidate The Employees’ Compensation Act, 1923, 
The Employees’ State Insurance Act, 1948,The 
Employees’ Provident Funds and Miscellaneous 
Provisions Act, 1952, The Employment Exchanges 
(Compulsory Notification of Vacancies) Act, 1959, 
The Maternity Benefit Act, 1961, The Payment of 
Gratuity Act, 1972, The Cine Workers Welfare Fund 
Act, 1981, The Building and Other Construction 
Workers Welfare Cess Act, 1996 and the Unorganised 
Workers' Social Security Act 2008. Here are some 
key features and provisions of the Code on Social 
Security: It simplifies compliance for businesses and 
provides clarity on the rights and entitlements of 
workers. The main provisions of the code are 
discussed as followings:- 
• Constitution of Boards (Section 4 to 13): Chapter-
II of the code provides for the constitution of 
different boards for the social security of the 
organized and unorganized workers. The code made 
provisions for Constitution of Board of Trustees of 
Employees’ Provident Fund, board of Employees’ 
State Insurance Corporation, National Social Security 
Board and State Unorganised Workers’ Board, State 
Building Workers’ Welfare Boards etc. It expands the 
scope of social security benefits to include workers in 
various employment arrangements, such as gig 
workers, platform workers, and self-employed 
individuals. 
• Defined Contributions (section 29): The code 
introduces the concept of defined contributions, 
wherein both employers and employees contribute a 
certain percentage of wages towards social security 
schemes. These contributions fund various social 
security benefits and programs, ensuring financial 
protection for workers and their families. 
• Social Security Funds: The code establishes 
various social security funds to administer and 
disburse benefits to eligible workers. These funds 
may include the Employees' Provident Fund(section 
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14 to 23), the Employees' State Insurance 
Fund(Section 24 to 57, and other specified funds for 
different categories of workers. 
• Maternity Benefit(Section 59 to 72): The code 
provides for maternity benefits including medical 
expenses during pregnancy, six week leave for 
miscarriage etc. 
• Social Security to gig workers( Section109 to 
114): The central government shall launch social 
Security Schemes for the welfare of workers. These 
schemes shall be related to life and disability cover, 
health and maternity benefits, old age protection, 
education etc. 
 The code also establishes authorities at the central 
and state levels to oversee the implementation and 
administration of social security schemes. These 
authorities are responsible for collecting 
contributions, managing funds, and ensuring the 
delivery of benefits to eligible workers. The code 
promotes the portability of social security benefits, 
allowing workers to access benefits seamlessly 
across different regions and industries. This ensures 
that workers can retain their social security 
entitlements even when they change jobs or 
locations. So, the Code on Social Security aims to 
create a robust social security framework that 
provides comprehensive coverage and protection to 
all workers in India, promoting social justice and 
economic security for the workforce. 
 
 
THE INDUSTRIAL RELATIONS CODE, 2020  
To modernize and streamline the country's 
industrial relations framework the Industrial 
Relation Code, 2020 introduced by Indian 
Government. The code consolidates and amends 
existing laws related to industrial relations, 
including the Industrial Disputes Act, 1947, the 
Trade Unions Act, 1926, and the Industrial 
Employment (Standing Orders) Act, 1946. Some of 
the provisions of this code are discussed below:-  
Recognition of Trade Unions (Section5 to 27): The 
IRC provides for the registration and recognition of 
trade unions by employers or employer 
associations. It outlines the criteria and procedure 
for the recognition of trade unions, which allows for 
effective collective bargaining and representation of 
workers' interests. 
Reference of Disputes to Arbitration (Section 42):- 
Where any industrial dispute arise or is 
apprehended and the employer and the workers 
agree to refer the dispute to arbitration, they may, 
by a written agreement, refer the dispute to 
arbitration, 
Industrial Disputes Resolution (Section 43 to 61): 
The IRC establishes mechanisms for the prevention 
and resolution of industrial disputes. It provides for 
the appointment of conciliation officers, mediation 
boards, and labour courts to facilitate the resolution 
of disputes through conciliation, mediation, or 

adjudication. It also establishes industrial tribunals 
and appellate tribunals to adjudicate disputes arising 
from the implementation of its provisions. 
Strikes and Lockouts(62 to 64): The code regulates 
the conduct of strikes and lockouts by workers and 
employers, ensuring that they are carried out in 
compliance with prescribed procedures and 
safeguards. It aims to prevent disruptions to 
industrial peace and productivity while safeguarding 
the rights of workers and employers to engage in 
collective action. 
Standing Orders(Section 28 to 39: The IRC mandates 
the adoption of standing orders by employers to 
regulate various aspects of employment, including 
disciplinary procedures, working hours, leave 
entitlements, and grievance redressal mechanisms. It 
aims to provide clarity and certainty regarding the 
terms and conditions of employment for workers. 
 
Besides above discussed provisions code also 
provides for fixed-term Employment, inspection, 
Collective Bargaining provisions and provide 
penalties to ensure compliance with its provisions. 
Inspectors appointed under the code have the 
authority to assess compliance, issue notices for non-
compliance, and impose penalties for violations. So 
this code primarily aims to promote a harmonious 
relationship between employers and workers 
through dialogue and negotiation. 
KEY  CHANGES BY NEW LABOUR CODES 
Some of the key reforms of the Labour codes have 
generated significant interest, particularly those 
having greater ramifications as following:- 
Raised ceiling for retrenchment approvals: In New 
code section 77(1) of the Industrial Relation code 
increased the cap from 100 to 300 workmen who 
need government approval before carrying out any 
closures, layoffs or retrenchments.  
Unified common definitions: The new labour codes 
made an attempt to achieve uniformity of definition 
and interpretation of the same terms in those acts 
Less onerous contract labour hiring: The OSH code 
aims to simplify contract labour management by 
increasing the applicability threshold from 20 to 50 
workers, reducing compliance burdens for small 
businesses employing fewer than 50 workers. 
Collective Bargaining Reforms: The IR law permits 
the recognition of one trade union, with the majority 
of employees as members, in an establishment for 
the purpose of facilitating effective collective 
bargaining between employers and employees. 
Umbrella social security scheme:  The Social Security 
code will establish a National Social Security Council 
to consolidate administration of various social 
security benefits, including pensions, healthcare, and 
unemployment benefits. 
Wider applicability of minimum wages: The wages 
code expanded in the applicability of minimum 
wages by including workers from all organised as 
well as unorganised sectors in it. 
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Common licence. The OSH code introduced a nation-
wide common licence for factories, contract labour, 
and beedi and cigar establishments. It will be valid 
for five years to ease the engagement of contract 
labour. 
Dr Ambedkar considered economic servitude to be a 
form of coercion believing that for a democracy to 
thrive, the state must intervene for the benefit of the 
marginalised. These codes, should be implemented 
with all the necessary measures for achieving its 
goal.  
DYNAMICS OF LABOUR REFORMS: 
STAKEHOLDER PERSPECTIVES 
The dynamics of labour reforms involve complex 
interactions among various stakeholders, each with 
their own perspectives, interests, and objectives. 
Understanding these perspectives is crucial for 
shaping effective labour reforms that balance the 
needs of different stakeholders while promoting 
socio-economic development. Here are some key 
stakeholder perspectives in the context of labour 
reforms: 
• Government Perspective: The Governments 
modernize labour laws, streamline compliance 
processes, and enhance enforcement tools to ensure 
fair labour practices and workers' rights, while also 
addressing social stability, unemployment, and 
inequality. It aims to boost economic growth, 
generate job opportunities and enhance competition 
in industries. 
• Employer Perspective: In order to decrease 
compliance costs, lessen regulatory burdens, and 
improve workforce flexibility, employers support 
labour reforms. They look for reforms that support 
investment, innovation, market flexibility, 
improving productivity, and reducing risk in the 
corporate environment.  
• Worker Perspective: The workers, including 
trade unions and labour organizations, advocate for 
labour reforms to protect workers' rights, improve 
working conditions, and ensure fair wages and 
benefits. They also seek reforms to address issues 
like informal employment, gender discrimination, 
and occupational health. 
• Civil Society Perspective: Human rights 
organisations, advocacy groups, and NGOs are 
examples of civil society organisations that play a 
critical role in advancing social justice, labour rights, 
and inclusive development. They also hold 
governments responsible by lobbying for labour 
reforms that give priority to marginalized groups. 
• International Perspective: International 
organizations like ILO, development banks, and 
foreign governments offer technical assistance and 
financial support for labour reforms in developing 
countries, promoting international labour standards 
and best practices, and influencing them through 
trade agreements and treaties. 
It can be said in order to create inclusive, equitable, 
and sustainable labour markets, labour reforms 

necessitate a careful balancing of interests, power 
dynamics, and socio-economic factors. This requires 
stakeholder participation, conversation, and 
collaboration. 
 
 
RECOMMENDATIONS  
For the successful Implementation of new labour 
codes careful planning, effective communication, and 
collaboration among various stakeholders is 
necessitate.  Some recommendations for the 
implementation of new labour codes are as 
followings: 
• Awareness and Training:   There should be some 
initiating extensive awareness campaigns and 
training sessions to inform stakeholders, including 
employers and employees, on the implications and 
provisions of the new labour codes. 
• Consultation and Dialogue: The implementation 
process should involve open dialogue with trade 
unions, employer associations, and other 
stakeholders to ensure inclusivity and ownership of 
the new labour codes. 
• Capacity Building: Provide support and resources 
for capacity building among employers, employees, 
and government officials responsible for enforcing 
the labour codes. This includes training programs on 
compliance, dispute resolution mechanisms, and the 
use of technology for efficient administration 
• Technology Integration: To reduce administrative 
burdens by using technology to expedite procedures, 
increase transparency regarding compliance, and 
develop user-friendly digital platforms for 
registration, filing returns, making contributions, and 
resolving disputes. 
• Monitoring and Enforcement: Establish reliable 
procedures for keeping an eye on labour code 
compliance, such as frequent audits, evaluations, and 
inspections, to guarantee standards are followed and 
laws are properly enforced. 
• Dispute Resolution Mechanisms: To enhance 
amicable conflict resolution processes such as 
conciliation, mediation, and arbitration. The proper 
training should be provided to the arbitrator, 
mediator or conciliator etc. 
• Social Dialogue Platforms:  To promote a 
cooperative culture in labour relations some 
initiative must be taken for social discourse and 
cooperation between employers, employees, and 
government agencies. 
• Monitoring and Evaluation: Some mechanisms 
must be established for monitoring the 
implementation of the new labour codes and 
evaluating their impact on labour market dynamics, 
productivity, and socio-economic outcomes.  
• Inclusive Approach:  To ensure that the 
implementation of the new labour codes some 
measure must be adopt to promote diversity, equity, 
and social justice in the labour market. 
• Public Awareness Campaigns:  to make aware 
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about rights and entitlements of workers under the 
new labour codes awareness campaigns must be 
launched. It can be given through various channels, 
including mass media, social media, and community 
outreach programs. 
By implementing these recommendations, 
policymakers, employers, and other stakeholders 
can effectively implement the new labour codes and 
create a conducive environment for sustainable and 
inclusive economic growth. 
 

CONCLUSION 
Labour reforms are complex processes influenced 
by various stakeholders, affecting workforce, 
economic development, and social cohesion. 
Governments aim to stimulate growth, attract 
investment, and create employment opportunities, 
while employers seek flexibility, regulatory 
reduction, and competitiveness. Workers advocate 
for rights protection, working conditions 
improvement, and social protection. Well-designed 
reforms can improve productivity and living 
standards, but poorly implemented ones can 
exacerbate inequality. To navigate these 
complexities, inclusive dialogue, collaboration, and 
consultation among stakeholders are crucial. By 
promoting decent work, social justice, and inclusive 
growth, labour reforms can contribute to a more 
equitable future. 
Trade unions argue these codes will allow business 
owners more flexibility in hiring and firing workers, 
but balancing economic growth with labour 
management is crucial for inclusive growth. 
Implementing these codes with necessary measures 
could significantly contribute to India's future labor 
law regime, reflecting diverse interests and 
perspectives of all stakeholders. So, the introduction 
of codes for national and international businesses in 
India is expected to revolutionize the country's 
economic, social, and technological conditions. 
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