
 

 

Topics to be Covered  

Standing Orders  

a. Concept and Nature of Standing Orders 

 

b. Scope and Coverage of the Industrial Employment (Standing Orders) Act, 1946 

 

c. Certification Process 

 

i) Procedure for Certification 

 

ii) Appeals against Certification 

 

iii) Condition for Certification 

 

iv) Date of Operation of Standing Orders 

 

v) Building Nature and Effect of Certified Standing Orders 

 

vi) Posting of Standing Orders 
 

d. Modification and Temporary Application of Model Standing Orders 

e. Interpretation and Enforcement of Standing Orders 

f. Penalties and Procedure 

 

 

 

 

 

 

 

 

For further query 

You can contact us on: 

Whatsapp: +919354560572 

Or you can follow us on Instagram at : Do_MyWork 



 

 

 

Concept and Nature of Standing Orders 

The Standing Orders are a critical part of labor law that helps regulate the terms of employment, 

discipline, and conduct within industrial establishments. The Industrial Employment (Standing 

Orders) Act, 1946 provides a legal framework for employers to define, in writing, the terms and 

conditions that govern the relationship between them and their employees. These orders are 

essential for promoting transparency, fairness, and consistency in the treatment of employees.  

 

Concept of Standing Orders 

Standing Orders refer to a set of written rules, guidelines, and regulations that outline the terms 

and conditions of employment for employees in industrial establishments or factories. They are 

meant to create a framework of clear and standardized procedures related to employment, ensuring 

that both employers and employees understand their rights and duties. 

The main objectives of Standing Orders are to: 

1. Regulate Employment Terms: They specify the working conditions, working hours, pay 

structure, holidays, and leave policies. 

2. Ensure Discipline and Conduct: They lay down rules regarding acceptable and 

unacceptable behavior in the workplace, covering issues such as punctuality, employee 

conduct, and methods for handling disputes. 

3. Specify Disciplinary Procedures: These orders provide a procedure for taking disciplinary 

action, such as suspension or dismissal, in cases of violation of rules. 

4. Provide a Framework for Termination or Dismissal: Standing orders govern the grounds 

and procedures for terminating or dismissing an employee, ensuring that such actions are 

taken in accordance with law and the agreed-upon terms. 

5. Protect Employee Rights: They ensure that workers' rights are protected by making the 

terms of employment clear and accessible. 



 

 

Essential Features of Standing Orders 

The standing orders typically cover several key aspects of employment, which are outlined in the 

Industrial Employment (Standing Orders) Act, 1946 and the model standing orders: 

1. Classification of Workers: Defines different categories of employees, such as permanent, 

temporary, or probationary workers, and their rights and duties. 

2. Working Hours: Specifies the working hours, including start and end times, rest breaks, 

and overtime provisions. 

3. Leave Entitlements: Outlines the leave policies, including annual leave, sick leave, and 

other types of leave that employees are entitled to. 

4. Wages and Payment: Defines the wage structure and payment schedule for employees, 

including provisions for overtime pay. 

5. Disciplinary Procedures: Defines misconduct, the process for taking disciplinary actions, 

and the penalties that can be imposed for violations, such as suspension or dismissal. 

6. Termination of Service: Describes the grounds on which an employee can be dismissed or 

terminated, and the procedures for doing so. 

7. Grievance Redressal: Provides mechanisms for workers to raise grievances and complaints 

regarding their employment conditions. 

Legal Status and Compliance 

• Standing Orders are certified by a Certifying Officer under the provisions of the Industrial 

Employment (Standing Orders) Act, 1946, and once approved, they become enforceable in 

law. 

• The employer must ensure compliance with the certified standing orders and ensure that 

these are posted in a prominent place within the factory or industrial establishment for all 

employees to see. 

• In the case of disputes arising out of the standing orders, these can be referred to an 

Industrial Tribunal or Labor Court for resolution. 



 

 

Nature of Standing Orders 

Standing Orders are critical legal instruments established under the Industrial Employment 

(Standing Orders) Act, 1946. They serve as a standardized framework for regulating the 

relationship between employers and employees in industrial establishments.  

 

1. Statutory Instruments 

• Legal Binding: Standing Orders are statutory instruments, meaning they are created under 

the authority of law and are legally enforceable. 

• Industrial Employment (Standing Orders) Act, 1946: The Act mandates that employers in 

industrial establishments must draft and implement standing orders for their employees. 

These orders define the terms and conditions of employment, and the Act provides the legal 

backing for their enforcement. 

• Certification: The standing orders are certified by a Certifying Officer appointed under the 

Act. Once certified, they become binding on both the employer and employees, and must 

be adhered to strictly. 

 

2. Standardization of Conditions of Employment 

• Uniformity: One of the primary purposes of standing orders is to standardize the terms and 

conditions of employment across all employees in an industrial establishment, ensuring 

that there is no arbitrary treatment of workers. 

• Clarity and Consistency: They create a clear and consistent set of rules regarding various 

employment-related issues, such as work hours, wages, leave policies, and disciplinary 

actions. This prevents the employer from imposing inconsistent or unfair conditions on 

different employees. 

• Fairness: By ensuring that all employees are governed by the same rules, standing orders 

promote fairness in the treatment of workers, reducing the scope for exploitation or 

discriminatory practices. 



 

 

 

3. Transparency and Fairness 

• Clear Framework for Discipline: Standing orders provide a transparent framework for 

disciplinary procedures. They outline what constitutes misconduct, the process for 

investigating and disciplining employees, and the penalties that can be imposed. 

• Employee Protection: These orders ensure that workers are protected from arbitrary or 

unjustified disciplinary action. They also provide a process for employees to contest 

disciplinary actions if they feel their rights have been violated. 

• Grievance Redressal: Standing orders often include provisions for grievance redressal 

mechanisms, ensuring that employees have a channel to raise concerns or disputes and seek 

resolution without fear of retaliation. 

 

4. Legal Framework for Employment Matters 

• Work Conditions: Standing orders address fundamental employment conditions, such as 

working hours, wages, overtime, and rest periods, ensuring that employees’ basic rights are 

upheld in accordance with the law. 

• Discipline and Conduct: They lay down clear rules on employee conduct and behavior at 

the workplace, specifying what is acceptable and what is not. This provides employers with 

a tool to manage their workforce while safeguarding employee dignity. 

• Termination and Dismissal: The standing orders outline the grounds and procedures for 

dismissal or termination of employees, ensuring that any action taken against an employee 

is lawful, transparent, and in accordance with the agreed terms. 

• Security for Employees: Employees are protected from arbitrary termination or suspension 

because any disciplinary action must comply with the procedures established in the 

standing orders. 

 



 

 

5. Compliance and Enforcement 

• Legal Compliance: Once certified, standing orders are enforceable under law. Both the 

employer and the employee are bound by these terms, and any deviation or non-compliance 

can lead to legal consequences. 

• Posting and Access: Employers are required to post the standing orders in a prominent 

place within the workplace so that all employees have access to them. This ensures 

transparency and makes employees aware of their rights and duties. 

• Grievance Redressal: In case of disputes regarding the standing orders, they can be referred 

to a labor court or industrial tribunal for interpretation and enforcement. 

Scope and Coverage of the Industrial Employment (Standing Orders) Act, 1946 

The Industrial Employment (Standing Orders) Act, 1946 was enacted to regulate the conditions of 

employment in industrial establishments by requiring employers to draft, certify, and implement 

standing orders for their workers. The Act aims to establish a clear framework that ensures fairness, 

transparency, and uniformity in industrial relationships. 

 

Scope of the Act 

1. Applicability to Industrial Establishments 

• Industrial Establishments Covered: The Act applies to every industrial establishment that 

employs 100 or more workers. However, the number of workers required for the 

application of this Act can be modified by the government, either by notification or 

regulation. The threshold can be lower in specific industries or under certain conditions. 

• Threshold for Applicability: The Act is specifically applicable to factories, mines, 

plantations, or any other establishment that falls under the definition of an industrial 

establishment as per the Act. 

• Employers’ Obligations: Employers in these establishments are legally bound to formulate 

standing orders and have them certified by the authorities under the Act. The standing 



 

 

orders are required to reflect the terms of employment, working conditions, disciplinary 

procedures, and grievance redressal mechanisms. 

2. Mandate for Formulation, Certification, and Enforcement 

• Formulation of Standing Orders: The Act mandates that the employer must formulate 

written rules (standing orders) detailing the conditions of employment. These orders are to 

be approved and certified by a Certifying Officer. 

• Certification Process: The employer is required to submit the standing orders to the 

Certifying Officer for approval. Once certified, the standing orders become legally binding 

on both the employer and the employees of the establishment. 

• Enforcement: After certification, the standing orders must be implemented and adhered to, 

ensuring legal compliance by both parties. 

 

Coverage of the Act 

1. Key Employment Conditions 

The Act requires standing orders to cover the following essential topics, ensuring that they 

standardize employment conditions in the establishment: 

• Working Hours: The standing orders should define the normal working hours, including 

overtime regulations, lunch breaks, and other rest periods, ensuring workers’ rights are 

protected concerning work-life balance. 

• Leave Policies: Standing orders should clearly outline the leave entitlements of workers, 

including paid leave, sick leave, maternity leave, casual leave, and any other leave 

categories, to protect employees’ right to rest and personal time. 

• Termination Procedures: The standing orders must describe the grounds and procedures for 

dismissal, termination, and suspension of employees. This includes the notice period, 

procedures for inquiry, and grounds for dismissal, ensuring transparency in the termination 

process. 

• Conduct and Discipline: Clear rules on employee conduct must be stated, including what 

constitutes misconduct and the penalties that may be imposed for various violations. These 



 

 

rules aim to ensure that employees are treated equally and fairly when it comes to 

disciplinary matters. 

2. Employees Covered Under the Act 

• Permanent and Temporary Workers: The Act covers both permanent employees as well as 

temporary or casual workers in industrial establishments, ensuring that all workers in the 

establishment have the same set of rights and obligations. 

• Apprentices and Trainees: While the Act is primarily concerned with regular employees, 

some provisions may also be applicable to apprentices and trainees who are employed 

under the establishment, though the terms of their employment might differ slightly. 

3. Disciplinary Procedures 

The Act mandates that the standing orders should establish clear disciplinary procedures. These 

include: 

• Conduct of Inquiry: Standing orders must specify how investigations into employee 

misconduct are to be conducted, ensuring that employees are not penalized without due 

process. 

• Penalties: The standing orders must outline the possible penalties for violations, which can 

range from warnings to termination. This ensures that employees are aware of the 

consequences of their actions. 

4. Grievance Redressal 

The Act also emphasizes the need for grievance redressal mechanisms within standing orders. It 

ensures that employees have a formal way to raise issues regarding: 

• Workplace conditions 

• Disciplinary action 

• Payment of wages 

• Other grievances 



 

 

This promotes industrial peace and provides workers with a platform to voice their concerns 

without fear of retribution. 

 

Working Hours Under the Industrial Employment (Standing Orders) Act, 1946 

The working hours for employees in industrial establishments are a critical aspect of the Industrial 

Employment (Standing Orders) Act, 1946. The Act mandates that employers must clearly define 

the working hours in the standing orders that apply to their establishment. These rules help in 

ensuring that workers are not overburdened, that they have sufficient rest, and that their rights are 

safeguarded. 

Key Elements of Working Hours under the Act 

 

1. Definition of Working Hours 

• Normal Working Hours: The standing orders must outline the normal working hours that 

an employee is expected to work in a day. Typically, the normal working hours are fixed at 

8 hours per day or 48 hours per week. These working hours are usually subject to state-

specific labor laws, which may impose different time limits for certain industries or 

regions. 

• Overtime: Any work performed beyond the normal working hours is considered overtime 

and must be compensated at a higher rate, often defined as double the normal wage rate. 

The standing orders should specify the overtime rules and the rates for overtime 

compensation. 

o Example: If an employee works 9 hours in a day, the 9th hour is considered 

overtime and would typically be compensated at a higher rate, as per the 

establishment's policies. 

 



 

 

2. Weekly Rest Days and Holidays 

• Weekly Day Off: The standing orders must also specify the weekly rest day, usually one 

day off in a week. Typically, Sunday is designated as the weekly day off, but employers 

have the flexibility to choose any other day depending on operational requirements. 

o Example: If a factory operates 7 days a week, workers should still be entitled to at 

least one day off, and it could be any other day like Monday or Tuesday, based on 

the employer’s operational needs. 

• Public Holidays: In addition to weekly rest days, employees are entitled to paid holidays 

on public holidays. The standing orders should define the procedure for granting such 

holidays and the pay rates for employees working on holidays. 

o Example: If a factory operates on a national holiday like Independence Day, 

employees working on that day may be entitled to a higher holiday pay rate or 

compensatory off-day. 

 

3. Shift Work and Flexibility 

• Shift Work: In many industries, especially manufacturing, employees may be required to 

work in shifts. Standing orders must define how shift work is to be managed, including: 

o The maximum number of hours a worker can work in a shift. 

o The time gap between consecutive shifts. 

o The rotation schedule for workers who may need to work on night shifts. 

This ensures that workers are not overburdened and that the shift schedules are fair, with 

adequate rest and time between shifts. 

• Breaks and Rest Periods: The standing orders should specify the provision for breaks or 

rest periods during the working day. Typically, employees are entitled to a 15-minute break 

after every 3-4 hours of continuous work. This is to ensure workers have the opportunity 

to rest and refresh before resuming work. 

 



 

 

4. Adjustments for Special Circumstances 

• Flexible Hours: In certain industries or sectors, employers may be allowed to introduce 

flexible working hours to accommodate peak business periods. For example, retail 

establishments or call centers might need to adjust working hours based on customer 

demand, but the standing orders should ensure that such flexibility does not result in 

excessive working hours or exploitation of workers. 

• Special Circumstances: The standing orders may also account for special circumstances 

such as emergency work, seasonal variations, or unexpected demands. In such cases, the 

working hours could be adjusted, but this must be clearly documented, and workers should 

be compensated as per the overtime regulations. 

 

5. Enforcement of Working Hours 

• Compliance with Legal Standards: While the Industrial Employment (Standing Orders) 

Act, 1946 lays the foundation for the terms of employment, it is also subject to compliance 

with the broader Factories Act, 1948 and the Shops and Establishments Act of various 

states. These Acts provide the legal framework for work hours, rest periods, and other 

employee rights. 

• Penalties for Violation: If an employer fails to comply with the defined working hours, it 

can result in penalties or legal action. Employees have the right to raise grievances if they 

are forced to work beyond the specified hours without proper compensation or without 

adequate rest periods. 

 

6. Importance of Defining Working Hours in Standing Orders 

• Transparency and Fairness: Clearly defined working hours help avoid disputes and ensure 

that both employers and employees understand their rights and obligations. 



 

 

• Protection of Employee Rights: By setting limits on working hours, employers ensure that 

workers are not exploited through long working hours, thereby protecting their health and 

well-being. 

• Operational Efficiency: Well-defined working hours and schedules ensure that the 

establishment operates efficiently, and workers can perform their tasks effectively without 

undue fatigue. 

Certification Process of Standing Orders 

The Certification Process ensures that the Standing Orders formulated by the employer conform 

to legal standards and are enforceable. This process is governed by the Industrial Employment 

(Standing Orders) Act, 1946, which mandates the certification of these orders by a Certifying 

Officer. The goal is to make sure that the terms and conditions of employment are clearly defined, 

fair, and legally valid for both the employer and employees. 

 

i) Procedure for Certification 

The Procedure for Certification is a structured and systematic process designed to review, approve, 

and implement standing orders that govern the relationship between employers and workers. 

Below are the key steps involved in this process: 

 

1. Drafting and Submission of Standing Orders 

• The employer must first draft the Standing Orders, which must cover essential matters like: 

o Conditions of employment. 

o Work hours, leave, termination procedures, and disciplinary actions. 

o Employees' conduct and grievance redressal mechanisms. 

• The employer then submits these draft Standing Orders to the Certifying Officer (usually 

the Labour Commissioner or another designated authority). 



 

 

• The draft Standing Orders should be in compliance with the Model Standing Orders 

prescribed by the Act. If the employer chooses to create their own set of standing orders 

(not using the model), they must ensure that the provisions are not contrary to the statutory 

requirements. 

 

2. Examination by Certifying Officer 

• The Certifying Officer (Labor Commissioner) carefully examines the submitted draft 

Standing Orders. 

• The officer checks if the standing orders cover all the essential points prescribed under the 

law and whether they align with the Model Standing Orders. 

• The Certifying Officer ensures the standing orders are fair, equitable, and conform to the 

provisions of the Industrial Employment (Standing Orders) Act, 1946. 

 

3. Public Hearing and Objections 

• Once the Certifying Officer reviews the standing orders, a hearing is typically held. This 

allows employees, trade unions, or other stakeholders to voice their objections, 

suggestions, or concerns regarding the proposed standing orders. 

• The employer, employees, and trade unions may present arguments, request modifications, 

or object to specific provisions that they believe are unfair or non-compliant with legal 

standards. 

 

4. Approval, Modification, or Rejection 

• After considering all objections and suggestions, the Certifying Officer has three options: 

o Approve: If the standing orders comply with the law and are deemed fair, the 

Certifying Officer may approve them as is. 



 

 

o Modify: The officer can make modifications to the standing orders to ensure they 

comply with the Act or to address the concerns raised during the hearing. 

o Reject: If the standing orders do not comply with legal standards or are found to be 

unfair or unreasonable, the Certifying Officer can reject the standing orders and 

require the employer to submit a revised draft. 

 

5. Certification of Standing Orders 

• Once the Certifying Officer approves the standing orders, they are certified and become 

legally binding. 

• The certified standing orders are posted in a conspicuous place at the establishment, 

ensuring all employees are aware of the terms and conditions of their employment. 

• The certification also ensures that the employer and employees are bound by the terms of 

the standing orders, and any violation may lead to legal consequences. 

 

Case Law: Indian Tube Company v. State of Bihar (1955) 

This case highlights the significance of the certification process under the Industrial Employment 

(Standing Orders) Act, 1946. It underscores the requirement for compliance with legal procedures 

when certifying standing orders. 

In this case, the Indian Tube Company had submitted its standing orders for certification, but the 

procedures were not followed correctly. The case emphasized that employers must adhere strictly 

to the certification process, including holding hearings and addressing objections from employees 

or unions. 

The Court ruled that the process of certification is vital for the protection of workers' rights and 

that standing orders must be certified in accordance with the legal provisions to be enforceable. 

This case reinforced the principle that standing orders, once certified, are legally binding on both 

parties, and the certification process must be transparent, fair, and in compliance with the law. 



 

 

Appeals Against Certification of Standing Orders 

The appeal process allows both employers and employees to challenge the decision made by the 

Certifying Officer regarding the certification of Standing Orders. If either party is dissatisfied with 

the decision, they can appeal to the Appellate Authority for a review. 

 

Appeal Process Against Certification 

1. Grounds for Appeal 

An appeal may be filed if any of the parties (employer or employee) believes that: 

• The Certifying Officer has made an error in the certification process. 

• The standing orders were approved with unfair provisions or not in compliance with the 

legal requirements. 

• The Certifying Officer made a wrong decision after considering the objections or 

suggestions from stakeholders. 

 

2. Appellate Authority 

• The appeal must be made to the Appellate Authority, which can be either: 

o Industrial Tribunal, or 

o Labour Court. 

The choice of the Appellate Authority depends on the jurisdiction and specific legal provisions that 

apply to the dispute. 

 

3. Process of Appeal 

• The appeal must be filed within a specified period after the Certifying Officer’s decision, 

typically within 30 days from the date of the order. 



 

 

• The party filing the appeal (either the employer or the employee) must submit a formal 

application with details of the grounds on which the appeal is being made. 

• The Appellate Authority will review the case and may: 

o Uphold the decision of the Certifying Officer. 

o Modify the Standing Orders in line with legal requirements. 

o Set aside the decision and send the case back to the Certifying Officer for further 

review. 

 

4. Decision of the Appellate Authority 

• After reviewing the appeal, the Appellate Authority issues a decision, which is final and 

binding. 

• The decision may result in either approving, modifying, or rejecting the standing orders, 

based on the legal review and arguments presented in the appeal. 

 

Case Law: The Workmen of Dimakuchi Tea Estate v. Dimakuchi Tea Estate (1958) 

In this case, the Workmen of Dimakuchi Tea Estate filed an appeal against the decision made by 

the Certifying Officer regarding the standing orders in their tea estate. 

The key points discussed in the case: 

• The workers were dissatisfied with the terms of the certified standing orders and believed 

that they were not in line with the statutory requirements. 

• The Appellate Authority (in this case, the Industrial Tribunal) was required to review the 

decision made by the Certifying Officer. 

• The case highlighted that appeals against certification are an important mechanism for 

ensuring that standing orders comply with legal standards and fairly represent both 

employer and employee interests. 



 

 

The decision emphasized that the Appellate Authority plays a critical role in ensuring the fairness 

and legality of standing orders in industrial establishments. 

Conditions for Certification of Standing Orders 

For Standing Orders to be certified under the Industrial Employment (Standing Orders) Act, 1946, 

they must meet certain legal conditions and ensure that they align with the statutory requirements 

laid down by the Act. These conditions aim to safeguard both employer and employee interests 

while ensuring fairness and transparency in the workplace. 

 

1. Conformity with Model Standing Orders 

• Standing Orders must generally conform to the model standing orders that are prescribed 

by the Industrial Employment (Standing Orders) Act, 1946. The model standing orders 

provide a template covering common aspects of employment conditions in various 

industries. 

• These model standing orders serve as a baseline, and employers can draft their standing 

orders based on them. However, the employer's drafted standing orders must not deviate 

significantly from the provisions set forth in the model standing orders. 

 

2. Fairness and Reasonableness 

• The Standing Orders must be fair and reasonable, meaning they should provide clear and 

transparent terms of employment for the workers. They must reflect the conditions of work, 

discipline, leave, conduct, termination, and other fundamental aspects of employment 

without causing undue hardship to workers. 

• Unreasonable or arbitrary terms, such as unjust disciplinary measures, excessive working 

hours, or discriminatory conditions against workers, would not be eligible for certification. 

The Certifying Officer ensures that these standing orders comply with the principles of 

justice and fairness. 



 

 

 

3. Clear Terms of Employment 

• The Standing Orders must specify in detail the terms and conditions of employment for 

workers, such as: 

o Working hours and overtime policies. 

o Leave entitlements (sick leave, annual leave, etc.). 

o Disciplinary procedures and grounds for dismissal. 

o Procedures for termination of employment. 

• These terms must be precise and unambiguous, providing employees with a clear 

understanding of their rights, duties, and obligations in the workplace. 

 

4. No Violation of Workers' Rights 

• Standing Orders must not violate the statutory rights of the workers as guaranteed by Indian 

labor laws. This includes provisions that may affect workers' rights to: 

o Fair wages and benefits. 

o Social security and welfare schemes. 

o Freedom from arbitrary dismissal or discrimination. 

• If the standing orders infringe on any statutory rights of workers, they will be rejected or 

modified by the Certifying Officer to ensure compliance with labor laws. 

 

5. Power of Certifying Officer to Modify Standing Orders 

• The Certifying Officer (often the Labor Commissioner or a designated officer) has the 

discretionary power to modify the standing orders during the certification process. The 

officer may: 

o Amend provisions that do not comply with legal standards. 

o Strike down unfair or unreasonable terms. 



 

 

o Require amendments to align the terms with the model standing orders or other 

statutory provisions. 

The Certifying Officer reviews the draft standing orders carefully and may consult trade unions or 

employee representatives to ensure that the terms are just and reasonable. 

 

Case Law: Tata Iron and Steel Co. Ltd. v. Their Workmen (1971) 

In the case of Tata Iron and Steel Co. Ltd. v. Their Workmen (1971), the Court examined the 

conditions under which standing orders are certified and the importance of ensuring that these 

standing orders do not violate statutory rights. 

• Key Issue: The case revolved around whether the employer's standing orders were fair, 

reasonable, and in line with statutory provisions. 

• Court's Decision: The Supreme Court held that the standing orders certified by the 

Certifying Officer must comply with the statutory framework and must not violate any 

rights guaranteed under labor laws. The Court emphasized the importance of standing 

orders being reasonable and not unfairly restrictive for the workers. 

• Significance: The case highlighted that while the Certifying Officer has the discretion to 

modify standing orders, this power must be exercised judiciously to ensure that the 

conditions of employment are balanced and do not prejudice workers’ statutory rights. 

Date of Operation of Standing Orders 

The date of operation refers to the effective date when the certified standing orders come into force 

and begin to govern the relationship between the employer and the workers in an industrial 

establishment. This date marks the commencement of the enforceability of the standing orders, 

and from this point onward, both the employer and the employees are bound by the provisions laid 

down in the certified standing orders. 

 



 

 

Key Points about the Date of Operation: 

1. Certification Date: 

o The date of operation is typically the date on which the Certifying Officer certifies 

the standing orders. This is the date when the standing orders are approved and 

legally formalized. Once the Certifying Officer is satisfied with the contents of the 

standing orders, the orders are certified, and this date becomes the official 

commencement date. 

2. Notification Issuance: 

o After certification, a notification is usually issued by the Certifying Officer to make 

the standing orders public. This notification may also include the date from which 

the standing orders are applicable. 

o This ensures that both the employer and the workers are informed about the terms 

and conditions that now govern their relationship. 

3. Implementation: 

o The employer is obligated to ensure that the standing orders are implemented 

immediately after the certification date. The employer must also ensure that the 

standing orders are posted in a conspicuous place within the industrial 

establishment, where workers can easily access and read them. This is typically 

near the entrance or in common areas like the notice board. 

4. Conspicuous Posting: 

o The posting of standing orders is not just a formal requirement but also an important 

practical step to ensure that employees are aware of their rights, obligations, and 

the procedures governing their work environment. 

 

Case Law: National Engineering Industries Ltd. v. State of Rajasthan (2000) 

In the case of National Engineering Industries Ltd. v. State of Rajasthan (2000), the issue at hand 

was the effective date of certified standing orders and the responsibility of the employer to 

implement them. 



 

 

• Key Issue: The case focused on the obligation of the employer to implement the certified 

standing orders immediately after they are certified, as well as the legal enforceability of 

these orders from the date of certification. 

• Court's Ruling: The Supreme Court in this case addressed the date of operation of the 

certified standing orders and reaffirmed that once the standing orders are certified, they 

must be immediately put into operation. This includes ensuring that the standing orders are 

posted in a conspicuous place for all employees to see, ensuring transparency and 

awareness. 

• Significance: The case emphasized that the employer must act promptly and responsibly in 

implementing the certified standing orders, which includes posting them for the workers’ 

awareness and adhering to the conditions set forth in those orders from the date of 

certification. 

Binding Nature and Effect of Certified Standing Orders 

Once certified, standing orders hold legal authority and become binding on both the employer and 

the employees in an industrial establishment. The Industrial Employment (Standing Orders) Act, 

1946 ensures that certified standing orders are a comprehensive and enforceable framework 

governing employment conditions, disciplinary actions, termination procedures, and workers' 

rights. 

 

Key Aspects of Binding Nature and Effect: 

1. Legally Binding on Both Parties: 

o Once the standing orders are certified, they are binding on both the employer and 

the employees. 

o The employer must follow these standing orders concerning discipline, termination, 

working conditions, and any other matter related to the employment relationship. 

o Employees are entitled to benefits and protections as specified in the certified 

standing orders, such as protection from unfair dismissal, proper grievance 

redressal mechanisms, and transparency in the terms of employment. 



 

 

2. Compliance with Standing Orders: 

o Employers are legally required to comply with the standing orders in matters of 

employee conduct, disciplinary actions, termination of services, and any other 

procedures for managing the workforce. 

o Any deviation or non-compliance with these orders can result in legal 

consequences, including claims for unfair dismissal or claims related to breach of 

employment terms. 

3. Workers' Rights and Benefits: 

o Employees, once the standing orders are in place, are entitled to the benefits 

specified in these orders, which can include: 

▪ Fair disciplinary procedures. 

▪ Clear termination processes. 

▪ Defined working hours, leave entitlements, and wages. 

o Standing orders provide a legal safeguard for employees, ensuring they are treated 

fairly in accordance with the established rules. 

4. Resolving Employment Disputes: 

o In case of disputes related to employment or disciplinary actions, the certified 

standing orders serve as the primary reference point. They provide a clear 

framework for dispute resolution, ensuring consistency and fairness. 

 

Case Law: Bharat Petroleum Corporation Ltd. v. Their Workmen (2000) 

In the case of Bharat Petroleum Corporation Ltd. v. Their Workmen (2000), the issue revolved 

around the legal status and enforceability of certified standing orders. 

• Key Issue: The case examined whether certified standing orders can be enforced by law 

and how they affect disputes between employers and employees. 

• Court's Ruling: The Supreme Court in this case emphasized that certified standing orders 

are legally binding on both employers and employees. The court highlighted that the clear 

framework established by standing orders ensures fair treatment and transparency in the 

workplace, particularly concerning disciplinary actions and termination procedures. 



 

 

• Significance: The court also stated that the certification of standing orders protects both 

workers and employers. Workers benefit from the legal protections and entitlements 

specified in the orders, while employers have a standardized process for managing labor 

relations, ensuring that they are not subject to arbitrary or unfair claims. 

Posting of Standing Orders 

Once standing orders are certified, it is crucial for employers to make them easily accessible to all 

employees in the workplace. The Industrial Employment (Standing Orders) Act, 1946 mandates 

that employers post the certified standing orders in a conspicuous place in the establishment to 

ensure that all workers are aware of the terms and conditions governing their employment. 

 

Key Requirements for Posting of Standing Orders: 

1. Conspicuous Display: 

o The standing orders must be posted in a prominent and visible location where all 

employees can easily access and review them. This could be on a notice board in a 

common area like the staff room, lobby, or main entrance of the workplace. 

2. Employee Accessibility: 

o A copy of the standing orders should be made available to every employee for 

review. If an employee wishes to see the standing orders, they must be provided 

with access to a copy of the same, either in physical form or through other means 

such as electronic copies, depending on the workplace setup. 

3. Ensuring Awareness: 

o Posting standing orders ensures that all employees are fully aware of their rights 

and obligations, including aspects like working hours, leave entitlements, 

disciplinary procedures, and termination protocols. This helps prevent disputes 

arising due to lack of knowledge or misunderstanding of the rules. 

4. Employer’s Responsibility: 



 

 

o It is the responsibility of the employer to ensure that the standing orders are posted 

and remain up-to-date. If any amendments are made to the standing orders, they 

must also be reflected in the posting. 

 

Case Law: Workmen of Hindustan Lever Ltd. v. Hindustan Lever Ltd. (1984) 

The Supreme Court in Workmen of Hindustan Lever Ltd. v. Hindustan Lever Ltd. (1984) 

emphasized the importance of posting certified standing orders in a visible and accessible manner 

within the workplace. 

• Key Issue: The case revolved around whether the non-posting of certified standing orders 

in a conspicuous place in the workplace can be deemed a violation of the Industrial 

Employment (Standing Orders) Act, 1946. 

• Court’s Ruling: The Supreme Court held that certified standing orders must be posted in a 

prominent location within the establishment to ensure that all employees are aware of the 

terms and conditions. The Court stressed that the purpose of the Act is to ensure that 

workers are informed of their rights, duties, and the procedures for dealing with workplace 

issues, including disciplinary actions and terminations. 

• Significance: The ruling reinforced the principle that posting of standing orders is not just 

a formality but an important legal requirement that ensures transparency and accountability 

in the workplace. It ensures that employees have access to the same set of rules and can 

refer to them when needed, preventing unfair treatment or disputes over employment 

conditions. 

 

Modification and Temporary Application of Model Standing Orders 

Modifications of Standing Orders: 

Standing Orders, once certified, are intended to govern the relationship between employers and 

employees, setting out the terms and conditions of employment. However, over time, changes in 

working conditions or legal requirements may necessitate modifications to these standing orders. 



 

 

• Legal Standards: If the standing orders do not comply with the legal standards or if they 

conflict with existing labor laws, modifications must be made. For example, changes in 

laws regarding employee rights, discipline procedures, or termination may require 

amendments to the standing orders. 

• Changing Industrial Conditions: In some cases, industrial or workplace conditions may 

change, such as expansion, automation, or new work practices, requiring updates to the 

standing orders. 

• Approval Process: Any modifications to standing orders must go through the certification 

process again to ensure they are fair, reasonable, and in line with legal standards. 

 

Temporary Application of Model Standing Orders: 

In certain circumstances, employers may need to adopt model standing orders temporarily, 

especially when specific conditions are not yet met for the adoption of custom standing orders. 

• New Establishments: If an employer sets up a new industrial establishment, they may not 

yet have formalized standing orders. In such cases, they may apply model standing orders 

as a temporary measure until their custom standing orders are drafted, reviewed, and 

certified. 

• Temporary Issues: If an unexpected situation arises, such as a change in management or a 

temporary shift in working conditions, the model standing orders can be temporarily 

applied to cover gaps in the existing standing orders. These may include issues such as 

disputes over wages or disciplinary procedures. 

The temporary application of model standing orders helps ensure that there is no legal vacuum and 

that both employers and employees continue to have a framework for resolving disputes and 

managing workplace relations until more specific or permanent orders are in place. 

 



 

 

Case Law: Union of India v. Workmen of Hindustan Steel Ltd. (1966) 

The case of Union of India v. Workmen of Hindustan Steel Ltd. (1966) deals with the issue of 

modification of standing orders and the temporary application of model standing orders. 

• Key Issue: The issue in this case revolved around whether standing orders could be 

modified in response to changing industrial conditions and whether model standing orders 

could be applied temporarily during such periods of change. 

• Court’s Ruling: The Supreme Court held that standing orders must be modified when there 

are changes in industrial conditions that necessitate such modifications, ensuring that they 

remain relevant and fair. The Court also allowed the temporary application of model 

standing orders when an establishment is in a transition phase, such as when new 

management is introduced or when temporary changes in working conditions occur. 

• Significance: This case clarified that modifications to standing orders are a necessary and 

ongoing process that must reflect the evolving nature of work environments. The Court 

also emphasized that the temporary application of model standing orders serves as a 

stopgap measure that provides immediate clarity in the absence of fully certified standing 

orders, ensuring that the legal rights of workers are not compromised during periods of 

change. 

Interpretation and Enforcement of Standing Orders 

Interpretation of Standing Orders: 

Interpretation of standing orders is crucial to resolve ambiguities or disputes regarding the terms 

outlined in the standing orders. Since standing orders are meant to govern the relationship between 

employers and employees, it is essential that the language used is clear and unambiguous to avoid 

misunderstandings or misapplication. 

• Clarification of Terms: If any provision in the standing orders is unclear or open to multiple 

interpretations, the Certifying Officer or the Industrial Tribunal can be called upon to 

interpret the terms. For example, terms like "misconduct", "termination", or "disciplinary 

action" must be clearly defined in the standing orders to avoid confusion. 



 

 

• Disputes Resolution: If there is a dispute regarding the implementation of the standing 

orders, such as the discipline process or termination procedure, the issue will be referred 

to the appropriate authority (usually the labor court or tribunal) for interpretation. 

• Clarity in Drafting: It is important that standing orders are drafted in a way that leaves little 

room for doubt about their meaning. This helps in ensuring that employees and employers 

both understand their rights and obligations, thereby minimizing the potential for legal 

disputes. 

Enforcement of Standing Orders: 

Enforcement refers to the implementation and adherence to the terms outlined in the standing 

orders. It ensures that both employers and employees comply with the agreed rules, and if there is 

a violation, appropriate penalties or legal actions can be taken. 

• Employer's Duty: Employers must ensure that they comply with the terms in the standing 

orders, such as providing leave as per the rules, maintaining disciplinary standards, and 

adhering to termination procedures. 

• Employee's Duty: Employees, on the other hand, must follow the workplace rules, respect 

the conduct guidelines, and adhere to the disciplinary codes as outlined in the standing 

orders. 

• Penalties for Non-Compliance: If either the employer or the employee violates the standing 

orders, the aggrieved party may take legal action. Penalties may be imposed for non-

compliance, including fines, compensation claims, or even dismissal depending on the 

nature of the violation. 

• Legal Mechanism: The Industrial Tribunal or Labor Court has the authority to enforce the 

standing orders. If any party fails to adhere to the terms, the matter can be taken to these 

courts for resolution, and they can pass orders for enforcement. 

 

Case Law: Standard Vacuum Refining Co. of India Ltd. v. Workmen (1965) 

Case Summary: 



 

 

The case of Standard Vacuum Refining Co. of India Ltd. v. Workmen (1965) is a significant ruling 

concerning the interpretation of standing orders. The issue in this case revolved around the 

clarification of terms within the standing orders that were unclear and led to a dispute between the 

employer and the workers. 

• Key Issue: The case primarily dealt with the question of interpretation of the terms used in 

the standing orders. There was a dispute regarding the application of certain provisions, 

and the workers challenged the way the employer was interpreting the standing orders in 

relation to disciplinary action and termination procedures. 

• Court’s Ruling: The Supreme Court held that standing orders should be clear and 

unambiguous in their language to avoid misinterpretation. The Court emphasized that 

where there is ambiguity in the language, the terms should be interpreted in favor of 

workers since the purpose of standing orders is to ensure fair treatment and transparency 

in the workplace. The judgment reinforced the principle that the terms of standing orders 

should be drafted in a clear and precise manner to avoid legal disputes. 

• Significance: This case highlighted the importance of clarity in drafting standing orders 

and the need to ensure that there is no room for misunderstanding of the terms. It also 

emphasized that in case of ambiguity, the interpretation should be aligned with the purpose 

of protecting the rights of the workers. 

Penalties and Procedure for Violation of Standing Orders 

Penalties for Violation: 

The penalties for violating standing orders can vary depending on the nature and severity of the 

offense. These penalties are outlined within the standing orders themselves and may include the 

following actions: 

1. Dismissal: For serious offenses such as misconduct, theft, or gross negligence, an employee 

may be dismissed from their employment. 

2. Suspension: In cases of less severe offenses or while an investigation is ongoing, an 

employee may be temporarily suspended from work. 



 

 

3. Demotion: An employee may be demoted to a lower position or grade, resulting in a 

reduction in salary or status. 

4. Fines: In certain cases, fines may be imposed on the employee as a penalty for minor 

offenses, such as tardiness or absence without permission. 

5. Warning/Admonition: A first-time or minor violation may lead to a warning or admonition 

in the employee’s record. 

6. Other Disciplinary Actions: Depending on the standing orders, employers may also impose 

other penalties such as reprimands, transfer, or additional duties. 

Procedure for Imposing Penalties: 

The procedure for imposing penalties must be fair, transparent, and in strict compliance with the 

terms outlined in the standing orders. This ensures that the rights of the employees are protected 

and that any disciplinary actions taken are legally valid. 

The procedure generally includes the following steps: 

1. Investigation: Before imposing any penalty, the employer must conduct a thorough 

investigation into the alleged violation. This is to ascertain the facts and determine whether 

the charge against the employee is substantiated. 

2. Notice to the Employee: The employee must be informed in writing about the charge or 

violation they are accused of. The notice should specify the nature of the offense and the 

potential penalty. 

3. Opportunity to Defend: The employee must be given a reasonable opportunity to present 

their side of the story, which may include submitting written statements or attending a 

hearing. 

4. Hearing: If necessary, a hearing should be held where the employee can present their 

defense and the employer can present evidence supporting the charge. Both parties must 

have the opportunity to cross-examine witnesses. 

5. Decision: After considering the evidence, the employer or designated disciplinary authority 

will decide whether a penalty should be imposed and what the appropriate penalty is. 



 

 

6. Appeal Process: If the employee is dissatisfied with the penalty, they should have the right 

to appeal to a higher authority, such as a labor court or industrial tribunal, as specified in 

the standing orders. 

 

Case Law: Hindustan Steel Ltd. v. Workmen (1970) 

Case Summary: 

In Hindustan Steel Ltd. v. Workmen (1970), the Supreme Court addressed the issue of penalties 

and disciplinary actions in the context of standing orders. 

• Issue: The main issue in this case was whether the penalty imposed on workers was valid, 

given that the procedure outlined in the certified standing orders was not followed. 

• Court’s Ruling: The Court ruled that any penalty imposed must follow the procedure set 

out in the certified standing orders. Specifically, it emphasized that the employer must 

adhere to the process of investigation, provide the employee with a chance to present a 

defense, and follow the disciplinary procedures as outlined in the standing orders. 

o The Court held that if the employer fails to follow the prescribed procedure, the 

penalty imposed could be deemed illegal and unjust. 

o The ruling reinforced the principle that disciplinary actions should not be arbitrary 

and must be conducted in a fair and transparent manner, ensuring that employees 

are not subjected to unfair treatment. 

• Significance: The judgment highlighted that the procedure for imposing penalties is a 

critical aspect of industrial relations and must be strictly followed to maintain fairness and 

justice. It also emphasized the importance of adhering to the standing orders, as they 

provide a framework for handling disputes between employers and employees. 

 

 

 

 



 

 

 



 

 

 


