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Payment of Gratuity Act, 1972 

An Act to provide for a scheme for the payment of gratuity to employees 

engaged in factories, mines, oilfields, plantations, ports, railway companies, 

shops or other establishments and for matters connected therewith or 

incidental thereto. BE it enacted by Parliament in the Twenty-third Year of 

Republic of India as follows : 

 

Section: 1 
Short title, extent, application and commencement. 

(1) This Act may be called the Payment of Grataity Act, 1972. 

 

(2) It extends to the whole of India: 

 

Provided that in so far as it relates to plantations or ports, it shall not extend 

to the State of Jammu and Kashmir. 

 

(3) It shall apply to - 

 

(a) every factory, mine, oilfield, plantation, port and railway company; 

 

(b) every shop or establishment within the meaning of any law for the time 

being in force in relation to shops and establishments in a State, in which ten 

or more persons are employed, or were employed, on any day of the 

preceding twelve months; 

 

(c) such other establishments or class of establishments, in which ten or more 

employees are employed, or were employed, or, any day of the preceding 

twelve months, as the Central Government may, by notification, specify in 

this behalf. 

 

(3A) A shop or establishment to which this Act has become applicable shall 

continue to be governed by this Act notwithstanding that the number of 

persons employed therein at any time after it has become so applicable falls 

below ten.] 

 

(4) It shall come into force on such date as the Central Government may, by 

notification, appoint. 



 

 

 

 

Payment of Gratuity Act, 1972Section: 2 
Definitions. 

In this Act, unless the context otherwise requires, - 

 

(a) "appropriate Government"' means, - 

 

(i) in relation to an establishment 

 

(a) belonging to, or under the control of, the Central Government, 

 

(b) having branches in more than one State, 

 

(c) of a factory belonging to, or under the control of, the Central 

Government, 

 

(d) of a major port, mine, oilfield or railway company, the Central 

Government, 

 

(ii) in any other case, the State Government; 

 

(b) "completed year of service" means continuous service for one year; 

 

[2] [(c) "continuous service" means continuous service as defined in section 

2A;] 

 

(d) "controlling authority" means an authority appointed by the appropriate 

Government under section 3 ; 

 

(e) "employee" means any person (other than an apprentice) employed on 

wages, [3] [***] in any establishment, factory, mine, oilfield, plantation, 

port, railway company or shop, to do any skilled, semi-skilled, or unskilled, 

manual, supervisory, technical or clerical work, whether the terms of such 

employment are express or implied, [4] [and whether or not such person is 

employed in a managerial or administrative capacity, but does not include 

any such person who holds a post under the Central Government or a State 

Government and is governed by any other Act or by any rules providing for 

payment of gratuity]. 

 

Explanation : [5] [***] 



 

 

 

 

(f) "employer" means, in relation to any establishment, factory, mine, 

oilfield, plantation, port, railway company or shop - 

 

(i) belonging to, or under the control of, the Central Government or a State 

Government, a person or authority appointed by the appropriate Government 

for the supervision and control of employees, or where no person or authority 

has been so appointed, the head of the Ministry or the Department concerned, 

 

(ii) belonging to, or under the control of, any local authority, the person 

appointed by such authority for the supervision and control of employees or 

where no person has been so appointed, the chief executive office of the local 

authority, 

 

(iii) in any other case, the person, who, or the authority which, has the 

ultimate control over the affairs of the establishment, factory, mine, oilfield, 

plantation, port, railway company or shop, and where the said affairs are 

entrusted to any other person, whether called a manager, managing director 

or by any other name, such person; 

 

(g) "factory" has the meaning-assigned to it in clause (m) of section 2 of the 

Factories Act, 1948 (63 of 1948); 

 

(h) "family", in relation to an employee, shall be deemed to consist of - 

 

(i) in the case of a male employee, himself, his wife, his children, whether 

married or unmarried, his dependent parents [6] [and the dependent parents 

of his wife and the widow] and children of his predeceased son, if any, 

 

(ii) in the case of a female employee, herself, her husband, her children, 

whether married or unmarried, her dependent parents and the dependent 

parents of her husband and the widow and children of her predeceased son, if 

any: 

 

[7] [***] 

 

Explanation : Where the personal law of an employee permits the adoption 

by him of a child, any child lawfully adopted by him shall be deemed to be 

included in his family, and where a child of an employee has been adopted 

by another person and such adoption is, under the personal law of the person 

making such adoption, lawful, such child shall be deemed to be excluded 

from the family of the employee; 



 

 

 

 

(i) "major port" has the meaning assigned to it in clause (8) of section 3 of 

the Indian Ports Act, 1908 (15 of 1908); 

 

(j) "mine" has the meaning assigned to it in clause (J) of sub-section (1) of 

section 2 of the Mines Act, 1952 (35 of 1952); 

 

(k) "notification" means a notification published in the Official Gazette; 

 

(l) "oilfield" has the meaning assigned to it in clause (e) of section 3 of the 

Oilfields (Regulation and Development) Act, 1948 (53 of 1948); 

 

(m) "plantation" has the meaning assigned to it in clause (f) of section 2 of 

the Plantations Labour Act, 1951 (69 of 1951) ; 

 

(n) "port" has the meaning assigned to it in clause (4) of section 3 of the 

Indian Ports Act, 1908 (15 of 1908); 

 

(o) "prescribed" means prescribed by rules made under this Act; 

 

(p) "railway company" has the meaning assigned to it in clause (5) of section 

3 of the Indian Railways Act, 

 

1890 (9 of 1890); 

 

(q) "retirement" means termination of the service of an employee otherwise 

than on superannuation; 

 

[8] [(r) "superannuation", in relation to an employee, means the attainment 

by the employee of such age as is fixed in the contract or conditions of 

service at the age on the attainment of which the employee shall vacate the 

employment;] 

 

(s) "wages" means all emoluments which are earned by an employee while 

on duty or on leave in accordance with the terms and conditions of his 

employment and which arc paid or arc payable to him in cash and includes 

dearness allowance but does not include any bonus, commission, house rent 

allowance, overtime wages and any other allowance. 



 

 

 

 

Payment of Gratuity Act, 1972Section: 2A 
Continuous service. 

For the purposes of this Act, - 

 

(1) an employee shall be said to be in continuous service for a period if he 

has, for that period, been in uninterrupted service, including service which 

may be interrupted on account of sickness, accident, leave, absence from 

duty without leave (not being absence in respect of which an order [***] 

treating the absence as break in service has been passed in accordance with 

the standing order, rules or regulations governing the employees of the 

establishment), lay off, strike or a lock-out or cessation of work not due to 

any fault of the employee, whether such uninterrupted or interrupted service 

was rendered before or after the commencement of this Act. 

 

(2) where an employee (not being an employee employed in a seasonal 

establishment) is not in continuous service within the meaning of clause (1), 

for any period of one year or six months, he shall be deemed to be in 

continuous service under the employer - 

 

(a) for the said period of one year, if the employee during the period of 

twelve calendar months preceding the date with reference to which 

calculation is to be made, has actually worked under the employer for not 

less than - 

 

(i) one hundred and ninety days, in the case of an employee employed below 

the ground in a mine or in an establishment which works for less than six 

days in a week; and 

 

(ii) two hundred and forty days, in any other case; 

 

(b) for the said period of six months, if the employee during the period of six 

calendar months preceding the date with reference to which the calculation is 

to be made, has actually worked under the employer for not less than - 

 

(i) ninety-five days, in the case of an employee employed below the ground 

in a mine or in an establishment which works for less than six days in a 

week; and 

 

(ii) one hundred and twenty days, in any other case; 



 

 

 

 

Explanation: For the purpose of clause (2), the number of days on which an 

employee has actually worked under an employer shall include the days on 

which - 

 

(i) he has been laid-off under an agreement or as permitted by standing 

orders made under the Industrial Employment (Standing Orders) Act, 1946 

(20 of 1946), or under the Industrial Disputes Act, 1947 (14 of 1947), or 

under any other law applicab1c to the establishment; 

 

(ii) he has been on leave with full wages, earned in the previous year; 

 

(iii) he has been absent due to temporary disablement caused by accident 

arising out of and in the course of his employment and 

 

(iv) in the case of a female, she has been on maternity leave; so, however, 

that the total period of such maternity leave does not exceed twelve weeks. 

 

(3) where an employee employed in a seasonal establishment, is not in 

continuous service within the meaning of clause (1), for any period of one 

year or six months, he shall be deemed to be in continuous service under the 

employer for such period if he has actually worked for not less than seventy- 

five per cent of the number of days on which the establishment was in 

operation during such period. 



 

 

 

Payment of Gratuity Act, 1972 

Section: 3 

Controlling authority 

The appropriate Government may, by notification, appoint any officer to be a 

controlling authority, who shall be responsible for the administration of this 

Act and different controlling authorities may be appointed for different areas. 

 

Section: 4 
Payment of gratuity. 

(1) Gratuity shall be payable to an employee on the termination of his 

employment after he has rendered continuous service for not less than five 

years, - 

 

(a) on his superannuation, or 

 

(b) on his retirement or resignation, or 

 

(c) on his death or disablement due to accident or disease: 

 

Provided that the completion of continuous service of five years shall not be 

necessary where the termination of the employment of any employee is due 

to death or disablement: 

 

Provided further that in the case of death of the employee, gratuity payable 

to him shall be paid to his nominee or, if no nomination has been made, to 

his heirs, and where any such nominees or heirs is a minor, the share of such 

minor, shall be deposited with the controlling authority who shall invest the 

same for the benefit of such minor in such bank or other financial institution, 

as may be prescribed, until such minor attains majority.] 

 

Explanation. : For the purposes of this section, disablement means such 

disablement as incapacitates an employee for the work which he, was 

capable of performing before the accident or disease resulting in such 

disablement. 

 

(2) For every completed year of service or part thereof in excess of six 

months, the employer shall pay gratuity to an employee at the rate of fifteen 

days wages based on the rate of wages last drawn by the employee 



 

 

 

 

concerned: 

 

Provided that in the case of a piece-rated employee, daily wages shall be 

computed on the average of the total wages received by him for a period of 

three months immediately preceding the termination of his employment, and, 

for this purpose, the wages paid for any overtime work shall not be taken into 

account.: 

 

Provided further that in the case of [an employee who is employed in a 

seasonal establishment and who is riot so employed throughout the year], the 

employer shall pay the gratuity at the rate of seven days wages for each 

season. 

 

Explanation: In the case of a monthly rated employee, the fifteen days wages 

shall be calculated by dividing the monthly rate of wages last drawn by him 

by twenty-six and multiplying the quotient by fifteen. 

 

(3) The amount of gratuity payable to an employee shall not exceed three 

lakhs and fifty thousand] rupees. 

 

(4) For the purpose of computing the gratuity payable to an employee who is 

employed, after his disablement, on reduced wages, his wages for the period 

preceding his disablement shall be taken to be the wages received by him 

during that period, and his wages for the period subsequent to his 

disablement shall be taken to be the wages as so reduced. 

 

(5) Nothing in this section shall affect the right of an employee to receive 

better terms of gratuity under any award or agreement or contract with the 

employer. 

 

(6) Notwithstanding anything contained in sub-section (1), - 

 

(a) the gratuity of an employee, whose services have been terminated for any 

act, wilful omission or negligence causing any damage or loss to, or 

destruction of, property belonging to the employer, shall be forfeited to the 

extent of the damage or loss so caused. 

 

(b) the gratuity payable to an employee may be wholly or partially forfeited] 

- 

 

(i) if the services of such employee have been terminated for his riotous or 



 

 

 

 

disorderly conduct or any other act of violence on his part, or 

 

(ii) if the services of such employee have been terminated for any act which 

constitutes an offence involving moral turpitude, provided that such offence 

is committed by him in the course of his employment. 

 

(7) [***] 



 

 

 

Payment of Gratuity Act, 1972 

Section: 4A 

Compulsory insurance 

(1) With effect from such date as may be notified by the appropriate 

Government in this behalf, every employer, other than an employer or an 

establishment belonging to, or under the control of, the Central Government 

or a State Government, shall, subject to the provisions of sub-section (2), 

obtain an insurance in the manner prescribed, for his liability for payment 

towards the gratuity under this Act, from the Life Insurance Corporation of 

India established under the Life Insurance Corporation of India Act, 1956 (31 

of 1956) or any other prescribed insurer: 

 

Provided that different dates may be appointed for different establishments 

or class of establishments or for different areas. 

 

(2) The appropriate Government may, subject to such conditions as may be 

prescribed, exempt every employer who had already established an approved 

gratuity fund in respect of his employees and who desires to continue such 

arrangement and every employer employing five hundred or more persons 

who establishes an approved gratuity fund in the manner prescribed from the 

provisions of sub-section (1). 

 

(3) For the purpose of effectively implementing the provisions of this 

section, every employer shall within such time as may be prescribed get his 

establishment registered with the controlling authority in the prescribed 

manner and no employer shall be registered under the provisions of this 

section unless he has taken an insurance referred to in sub-section (1) or has 

established an approved gratuity fund referred to in sub-section (2). 

 

(4) The appropriate Government may, by notification, make rules to give 

effect to the provisions of this section and such rules may provide for the 

composition of the Board of Trustees of the approved gratuity fund and for 

the recovery by the controlling authority of the amount of the gratuity 

payable to an employee from the Life Insurance Corporation of India or any 

other insurer with whom an insurance has been taken under sub-section (1), 

or as the case may be, the Board of Trustees of the approved gratuity fund. 

 

(5) Where an employer fails to make any payment by way of premium to the 

insurance referred to in sub-section (1) or by way of 'contribution to all 



 

 

 

 

approved gratuity fund referred to in sub-section (2), he shall be liable to pay 

the amount of gratuity due under this Act (including interest, if any, for 

delayed payments) forthwith to the controlling authority. 

 

(6) Whoever contravenes the provisions of sub-section (5) shall be 

punishable with fine which may extend to ten thousand rupees and in the 

case of a continuing offence with a further fine which may extend to one 

thousand rupees for each day during which the offence continues. 

 

Explanation : In this section "approved gratuity fund" shall have the same 

meaning as in clause (5) of section 2 of the Income-tax Act, 1961 (43 of 

1961)]. 

 

Section: 5 
Power to exempt 

(1) The appropriate Government may, by notification, and subject to such 

conditions as may be specified in the notification, exempt any establishment, 

factory, mine, oilfield, plantation, port, railway company or shop to which 

this Act applies from the operation of the provisions of this Act if, in the 

opinion of the appropriate Government, the employees in such establishment, 

factory, mine, oilfield, plantation, port, railway company or shop are in 

receipt of gratuity or pensionary benefits not less favourable than the benefits 

conferred under this Act. 

 

(2) The appropriate. Government may, by notification and subject to such 

conditions as may be specified in the notification, exempt any employee or 

class of employees employed in any establishment, factory, mine, oilfield, 

plantation, port, railway company or shop to which this Act applies from the 

operation of the provisions of this Act, if, in the opinion of the appropriate 

Government, such employee or class of employees are in receipt of gratuity 

or pensionary benefits not less favourable than the benefits conferred under 

this Act. 

 

(3) A notification issued under sub-section (1) or sub-section (2) may be 

issued retrospectively a date not earlier than the date of commencement of 

this Act, but no such notification shall be issued so as to prejudicially affect 

the interests of any person. 



 

 

 

Payment of Gratuity Act, 1972 

Section: 6 

Nomination. 

(1) Each employee, who has completed one year of service, shall make, 

within such time, in such form and in such manner, as may be prescribed, 

nomination for the Purpose of' the second proviso to sub-section (1) of 

section 4. 

 

(2) An employee may, in his nomination, distribute the amount of gratuity 

payable to him under this Act amongst more than one nominee. 

 

(3) If an employee has a family at the time of' making a nomination, the 

nomination shall be made in favour of one or more members of his family, 

and any nomination made by such employee in favour of a person who is not 

a member of his family, shall be void. 

 

(4) If at the time of making a nomination the employee has no family, the 

nomination may be made in favour of any person or persons but if the 

employee subsequently acquires a family, such nomination shall forthwith 

become invalid and the employee shall make, within such time as may be 

prescribed, afresh nomination in favour of one or more members of his 

family. 

 

(5) A nomination may, subject to the provisions of sub-sections (3) and (4), 

be modified by an employee at any time, after giving to his employer a 

written notice in such form and in such manner as may be prescribed, of his 

intention to do so. 

 

(6) If a nominee predeceases the employee, the interest of the nominee shall 

revert to the employee who shall make a fresh nomination, in the prescribed 

form, in respect of such interest. 

 

(7) Every nomination, fresh nomination or alteration of nomination, as the 

case may be, shall be sent by the employee to his employer, who shall keep 

the same in his safe custody. 



 

 

 

 

 
Section: 7 
Determination of the amount of gratuity. 

(1) A person who is eligible for payment of gratuity under this Act or any 

person authorised, in writing, to act on his behalf shall send a written 

application to the employer, within such time and in such form, as may be 

prescribed, for payment of such gratuity. 

 

(2) As soon as gratuity becomes payable, the employer shall, whether an 

application referred to in sub-section (1) has been made or not, determine the 

amount of gratuity and give notice in writing to the person to whom the 

gratuity is payable and also to the controlling authority specifying the 

amount gratuity so determined. 

 

(3) The employer shall arrange to pay the amount of gratuity within thirty 

days from the date it becomes payable to the person to whom the gratuity is 

payable. 

 

(3A) If the amount of gratuity payable under sub-section (3) is not paid by 

the employer within the period specified in sub-section (3), the employer 

shall pay, from the date on which the gratuity becomes payable to the date on 

which it is paid, simple interest at such rate, not exceeding the rate notified 

by the Central Government from time to time for repayment of long-term 

deposits, as that Government may, by notification specify: 

 

Provided that no such interest shall be payable if the delay in the payment is 

due to the fault of the employee and the employer has obtained permission in 

writing from the controlling authority for the delayed payment on this 

ground.] 

 

(4)  
 

(a) If there is any dispute as to the amount of gratuity payable to an employee 

under this Act or as to the admissibility of any claim of, or in relation to, an 

employee for payment of gratuity, or as to the person entitled to receive the 

gratuity, the employer shall deposit with the controlling authority such 

amount as he admits to be payable by him as gratuity. 

 

(b) Where there is a dispute with regard to any matter or matters specified in 

clause (a), the employer or employee or any other person raising the dispute 



 

 

 

 

may make an application to the controlling authority for deciding the 

dispute.] 

 

(c)] The controlling authority shall, after due inquiry and after giving the 

parties to the dispute a reasonable opportunity of being heard, determine the 

matter or matters in dispute and if, as a result of such inquiry any amount is 

found to be payable to the employee, the controlling authority shall direct the 

employer to pay such amount or, as the case may be, such amount as reduced 

by the amount already deposited by the employer.] 

 

(d) The controlling authority shall pay the amount deposited, including the 

excess amount, if any, deposited by the employer, to the person entitled 

thereto. 

 

(e) As soon as may be after a deposit is made under clause (a), the controlling 

authority shall pay the amount of the deposit - 

 

(i) to the applicant where he is the employee; or 

 

(ii) where the applicant is not the employee, to the nominee or, as the case 

may be, the guardian of such nominee or] heir of the employee if the 

controlling authority is satisfied that there is no dispute as to the right of the 

applicant to receive the amount of gratuity. 

 

(5) For the purpose of conducting an inquiry under sub-section (4), the 

controlling authority shall have the same powers as are vested in a court, 

while trying a suit, under the Code of Civil Procedure, 1908 (5 of 1908), in 

respect of the following matters, namely : 

 

(a) enforcing the attendance of any person or examining him on oath; 

 

(b) requiring the discovery and production of documents, 

 

(c) receiving evidence on affidavits; 

 

(d) issuing commissions for the examination of witnesses. 

 

(6) Any inquiry under this section shall be a judicial proceeding within the 

meaning of sections 193 and 228, and for the purpose of section 196, of the 

Indian Penal Code, 1860 (45 of 1860). 

 

(7) Any person aggrieved by an order under sub-section (4) may, within sixty 



 

 

 

 

days from the date of the receipt of the order, prefer an appeal to the 

appropriate Government or such other authority as may be specified by the 

appropriate Government in this behalf: 

 

Provided that the appropriate Government or the appellate authority, as the 

case may be, may, if it is satisfied that the appellant was prevented by 

sufficient cause from preferring the appeal within the said period of sixty 

days, extend the said period by a further period of sixty days. 

 

Provided further that no appeal by an employer shall be admitted unless at 

the time of preferring the appeal, the appellant either produces a certificate of 

the controlling authority to the effect that the appellant has deposited with 

him an amount equal to the amount of gratuity required to be deposited under 

subsection (4), or deposits with the appellate authority such amount.] 

 

(8) The appropriate Government or the appellate authority, as the case may 

be, may, after giving the parties to the appeal a reasonable opportunity of 

being heard, confirm, modify or reverse the decision of the controlling 

authority. 



 

 

 

Payment of Gratuity Act, 1972 

Section: 7A 

Inspectors 

(1) The appropriate Government may, by notification, appoint as many 
Inspectors, as it deems fit, for the purposes of this Act. 

 

(2) The appropriate Government may, by general or special order, define the 

area to which the authority of an Inspector so appointed shall extend and 

where two or more Inspectors are appointed for the same area, also provide, 

by such order, for the distribution or allocation of work to be performed by 

them under this Act. 

 

(3) Every Inspector shall be deemed to be a public servant within the 

meaning of section 21 of the Indian Penal Code, 1860 (45 of 1860). 

 

Section: 7B 
Powers of Inspectors. 

(1) Subject to any rules made by the appropriate Government in this behalf, 

an Inspector may, for the purpose of ascertaining whether any of the 

provisions of this Act or the conditions, if any, of any exemption granted 

there under, have been complied with, exercise all or any of the following 

powers, namely: 

 

(a) require an employer to furnish such information as he may consider 

necessary 

 

(b) enter and inspect, at all reasonable hours, with such assistants (if any), 

being persons in the service of the Government or local or any public 

authority, as he thinks fit, any premises of or place in any factory, mine, 

oilfield, plantation, port, railway company, shop or other establishment to 

which this Act applies, for the purpose of examining any register, record or 

notice or other document required to be kept or exhibited under this Act or 

the rules made there under, or otherwise kept or exhibited in relation to the 

employment of any person or the payment of gratuity to the employees, and 

require the production thereof for inspection; 

 

(c) examine with respect to any matter relevant to any of the purposes 

aforesaid, the employer or any person whom he finds in such premises or 



 

 

 

 

place and who, he has reasonable cause to believe, is an employee employed 

therein; 

 

(d) make copies of, or take extracts from, any register, record, notice or other 

document, as he may consider relevant, and where he has reason to believe 

that any offence under this Act has been committed by an employer, search 

and seize with such assistance as he may think fit, such register, record, 

notice or other document as he may consider relevant in respect of that 

offence; 

 

(e) exercise such other powers as may be prescribed. 

 

(2) Any person required to produce any register, record, notice or other 

document or to give any information by an Inspector under sub-section (1) 

shall be deemed to be legally bound to do so within the meaning of sections 

175 and 176 of the Indian Penal Code 1860 (45 of 1860). 

 

(3) The provisions of the Code of Criminal Procedure, 1973 (2 of 1974) shall 

so far as may be, apply to any search or seizure under this section as they 

apply to any search or seizure made under the authority of a warrant issued 

under section 94 of that Code.] 

 

Section: 8 
Recovery of gratuity. 

If the amount of gratuity payable under this Act is not paid by the employer, 

within the prescribed time, to the person entitled thereto, the controlling 

authority shall, on an application made to it in this behalf by the aggrieved 

person, issue a certificate for that amount to the Collector, who shall recover 

the same, together with compound interest thereon at such rate as the Central 

Government may, by notification, specify,] from the date of expiry of the 

prescribed time, as arrears of land revenue and pay the same to the person 

entitled thereto : 

 

Provided that the controlling authority shall, before issuing a certificate 

under this section, give the employer a reasonable opportunity of showing 

cause against the issue of such certificate: 

 

Provided further that the amount of interest payable under this section shall, 

in no case exceed the amount of gratuity payable under this Act. 



 

 

 

Payment of Gratuity Act, 1972 

Section: 9 

Penalties. 

(1) Whoever, for the purpose of avoiding any payment to be made by himself 

under this Act or of enabling any other person to avoid such payment, 

knowingly makes or causes to be made any false statement or false 

representation shall be punishable with imprisonment for a term which may 

extend to six months, or with fine which may extend to ten thousand rupees 

or with both. 

 

(2) An employer who contravenes, or makes default in complying with, any 

of the provisions of this Act or any rule or order made there under shall be 

punishable with imprisonment for a term which shall not be less than three 

months but which may extend to one year, or with fine which shall not be 

less than ten thousand rupees but which may extend to twenty thousand 

rupees, or with both: 

 

Provided that where the offence relates to non-payment of any gratuity 

payable under this Act, the employer shall be punishable with imprisonment 

for a term which shall not be less than [36] [Six months but which may 

extend to two years] unless the court trying the offence, for reasons to be 

recorded by it in writing, is of opinion that a lesser term of imprisonment or 

the imposition 01; a fine would meet the ends of justice. 

 

Section: 10 
Exemption of employer from liability in certain cases. 

Where an employer is charged with an offence punishable under this Act, he 

shall be entitled, upon complaint duly made by him and on giving to the 

complainant not less than three clear days notice in writing of his intention to 

do so, to have any other person whom he charges as the actual offender 

brought before the court at the time appointed for hearing the charge; and if, 

after the commission of the offence has been proved, the employer proves to 

the satisfaction of the court - 

 

(a) that he has used due diligence to enforce the execution of this Act, and 

 

(b) that the said other person committed the offence in question without his 

knowledge, consent or connivance, that other person shall be convicted of 



 

the offence and shall be liable to the like punishment as if he were the 

employer and the employer shall be discharged from any liability under this 

Act in respect of such offence: 

 

Provided that in seeking to prove as aforesaid, the employer may be 

examined on oath and his evidence and that of any witness whom he calls in 

his support shall be subject to cross examination on behalf of the person he 

charges as the actual offender and by the prosecutor: 

 

Provided further that, if the person charged as the actual offender by the 

employer cannot be brought before the court at the time appointed for 

hearing the charge, the court shall adjourn the hearing from time to time for a 

period not exceeding three months and if by the end of the said period the 

person charged as the actual offender cannot still be brought before the court, 

the court shall proceed to hear the charge against the employer and shall, if 

the offence be proved, convict the employer. 

 

Section: 11 
Cognizance of offences. 

(1) No court shall take cognizance of any offence punishable under this Act 

save on a complaint made by or under the authority of the appropriate 

Government: 

 

Provided that where the amount of gratuity has not been paid, or recovered, 

within six months from the expiry of the prescribed time, the appropriate 

Government shall authorise the controlling authority to make a complaint 

against the employer, whereupon the controlling authority shall, within 

fifteen days from the date of such authorisation, make such complaint to a 

Magistrate having jurisdiction to try the offence. 

 

(2) No court inferior to that of a Metropolitan Magistrate or a Judicial 

Magistrate of the first class shall try any offence punishable under this Act. 
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Section: 12 

Protection of action taken in good faith. 
No suitor other legal proceeding shall lie against the controlling authority or any other person in 

respect of anything which is in good faith done or intended to be done under this Act or any rule 

or order made there under. 
 



 

 

Section: 13 
Protection of gratuity. 

No gratuity payable under this Act and no gratuity payable to an employee 

employed in any establishment, factory, mine, oilfield, plantation, port, 

railway company or shop exempted under section shall be liable to attach- 

ment in execution of any decree or order of any civil, revenue or criminal 

court. 

 

Section: 14 
Act to override other enactments, etc. 

The provisions of this Act or any rule made there under shall have effect 

notwithstanding anything inconsistent therewith contained in any enactment 

other than this Act or in any instrument or contract having effect by virtue of 

any enactment other than this Act. 

 

Section: 15 
Power to make rules. 

(1) The appropriate Government may, by notification make rules for the 

purpose of carrying out the 

 

provisions of this Act. 

 

(2) Every rule made by the Central Government under this Act shall be laid, 

as soon as may be after it is made, before each House of Parliament while it 

is in session, for a total period of thirty days which may be comprised in one 

session or in two or more successive sessions, and if, before the expiry of the 

session ii-immediately following the session or the successive sessions 

aforesaid, both Houses agree in making any modification in the rule or both 

 
Houses agree that the rule should not be made, the rule shall, thereafter, have effect only in such 

modified form or be of no effect as the case may be; so, however, that any such modification or 

annulment shall be without prejudice to the validity of anything previously done under that rule. 
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Introduction to the Payment of Gratuity Act, 1972 (Bare Act PDF) 

The Payment of Gratuity Act, 1972 bare act PDF is not simply a piece of labour legislation; it is a 

recognition of the years of service that employees devote to an organisation. Gratuity, in Indian 

law, is treated as a statutory right and not a gift at the discretion of the employer. The Act sets out 

who is entitled, how gratuity is calculated, and what obligations fall upon the employer. 

In practice, this means: 

• Every establishment employing ten or more persons comes under its scope. 

• The law applies to factories, mines, plantations, shops, and other notified establishments. 

• Employees who complete five years of continuous service become eligible, with 

exceptions carved out for cases of death or disablement. 

• Employers are under a duty to calculate and release gratuity within a strict time frame. 

Why the Payment of Gratuity Act, 1972 Executive Summary PDF Matters 

For many readers, the Payment of Gratuity Act 1972 executive summary PDF is the quickest way 

to understand the scheme. The bare text of the Act runs into multiple sections and sub-sections, 

which are not always easy for non-lawyers to follow. A structured executive summary: 

• Explains key provisions in plain language. 

• Identifies compliance points for HR and management. 

• Highlights employee rights in case of disputes. 

• Saves time for students and professionals preparing for examinations or advisory roles. 

Who Should Refer to the Payment of Gratuity Act, 1972 PDF Corrida Legal 

The Payment of Gratuity Act 1972 PDF Corrida Legal has been designed with different users in 

mind. 

• Employers can refer to it to understand obligations and avoid penalties. 

• Employees can use it to secure their rightful benefits. 

• HR managers and compliance officers find it helpful in drafting internal policies. 

• Law students and practitioners get a ready reference for study and advisory purposes. 

Understanding Gratuity Rules in India PDF Download 

The gratuity rules in India PDF download provide clarity on the scope of the benefit. These 

rules explain what counts as “continuous service,” how seasonal employees are treated, and how 

gratuity is calculated across different categories of workers. Key points include: 

• Gratuity is payable after five years of service, but not mandatory in cases of death or 

disablement. 

• Calculation is based on last drawn wages, with specific formulas for monthly, daily, and 

piece-rated workers. 



 

• The Act sets a statutory ceiling, but better terms can be given through contracts or 

awards. 

Payment of Gratuity Act Compliance Guide PDF 

For employers, the Payment of Gratuity Act compliance guide PDF is a practical checklist. It 

covers: 

• Registration of the establishment with the controlling authority. 

• Maintaining proper nomination forms from employees. 

• Keeping compulsory insurance or approved gratuity funds in place. 

• Ensuring gratuity is paid within thirty days, failing which interest becomes payable. 

Payment of Gratuity Act, 1972 Key Provisions Summary 

The Payment of Gratuity Act 1972 key provisions summary allows readers to step back and see 

the statute as a whole. At a glance, it: 

• Identifies applicability and coverage. 

• Summarises eligibility rules. 

• Explains the method of calculation with illustrations. 

• Lists enforcement mechanisms, penalties, and protections. 

 
 
Historical Background and Evolution of the Payment of Gratuity Act, 1972 (Bare Act PDF) 

The Payment of Gratuity Act, 1972 bare act PDF did not come into existence overnight. Gratuity 

as a concept has its roots in the idea of rewarding long and continuous service, even before India 

had codified social security laws. In the early decades, courts in India treated gratuity more as a 

matter of “employer generosity” than a statutory right. That uncertainty created disputes and 

unequal treatment across industries. 

By the late 1960s, several States had already introduced gratuity schemes for workers. However, 

the absence of uniformity meant that a worker in Bombay received a benefit denied to a worker in 

Calcutta for the same length of service. To correct this imbalance, Parliament enacted the 

Payment of Gratuity Act in 1972, ensuring nationwide coverage. 

Key stages in its development include: 

• Pre-1972: Voluntary gratuity payments and scattered State-level laws. 

• 1972: Central enactment for uniform application across India. 

• Subsequent amendments: Periodic increases in the maximum ceiling, introduction of 

compulsory insurance, and refinements to coverage. 

• Recent years: Adjustments under the Code on Social Security, 2020, though gratuity 

remains a separate statutory right. 

Growth of the Payment of Gratuity Act, 1972 Executive Summary PDF Over Time 

A Payment of Gratuity Act 1972 executive summary PDF today reflects not only the bare 

provisions but also decades of amendments and judicial interpretations. Some notable changes 



 

are: 

• Raising the gratuity ceiling amount to keep pace with inflation. 

• Expanding the definition of “employee” to include supervisory and clerical staff. 

• Strengthening enforcement through inspectors and controlling authorities. 

• Introducing compulsory insurance to secure employer obligations. 

These refinements transformed gratuity into a robust, enforceable social security right. 

Payment of Gratuity Act, 1972 PDF Corrida Legal – Bridging Law and Practice 

The Payment of Gratuity Act 1972 PDF Corrida Legal goes a step further by explaining not only 

what the law says, but also why it evolved in the first place. For example: 

• It shows how gratuity aligns with constitutional principles of social justice. 

• It connects changes in the Act with labour reforms in India. 

• It explains how judicial decisions filled gaps when the text of the law was silent. 

Such insights help HR managers, employers, and students understand the Act not as a static law, 

but as a living instrument that has grown with India’s industrial and social landscape. 

Why Gratuity Rules in India PDF Download Reflect Historical Shifts 

The gratuity rules in India PDF download also demonstrate how compliance has changed over 

time. For instance: 

• Record-keeping requirements today are far stricter than in the 1970s. 

• Employers must maintain nomination forms and insurance, which were not part of the 

original Act. 

• Calculation methods have been refined, particularly in relation to seasonal 

establishments and piece-rated employees. 

Payment of Gratuity Act Compliance Guide PDF – Lessons from the Past 

Looking at history, the Payment of Gratuity Act compliance guide PDF reveals a few lessons for 

employers: 

• Laws once treated gratuity as optional; today it is non-negotiable. 

• Amendments consistently strengthened employee rights rather than weakening them. 

• Non-compliance has become increasingly costly, with penalties and interest provisions 

acting as deterrents. 

Payment of Gratuity Act, 1972 Key Provisions Summary in Context 

Placing the Payment of Gratuity Act 1972 key provisions summary in historical perspective helps 

readers appreciate why the law still matters. It is not simply about one-time payments; it reflects 

India’s gradual recognition of employees as stakeholders who deserve statutory protection after 

long years of service. 

 
 



 

Applicability and Coverage of the Payment of Gratuity Act, 1972 (Bare Act PDF) 

The Payment of Gratuity Act, 1972 bare act PDF is meant to provide uniform protection for 

workers across India. Its scope is wide, but it is also clearly defined so that both employers and 

employees know when the law applies. 

The Act extends to the whole of India and applies to the following: 

• Factories, mines, oilfields, plantations, ports, and railway companies. 

• Shops and commercial establishments employing ten or more persons, based on the 

State’s Shops and Establishments law. 

• Other notified establishments, as may be specified by the Central Government. 

Important points to note: 

• Once an establishment comes under the Act, it continues to remain covered even if the 

number of employees later falls below ten. 

• Both permanent and contractual employees are covered, provided they meet the 

eligibility requirement of continuous service. 

• Apprentices are excluded, but other categories of staff (skilled, semi-skilled, unskilled, 

supervisory, and clerical) are expressly included. 

Who Benefits Under the Payment of Gratuity Act, 1972 Executive Summary PDF 

The Payment of Gratuity Act 1972 executive summary PDF explains that gratuity is payable to 

every employee who has completed five years of continuous service. However, there are 

exceptions: 

• In cases of death or disablement, the five-year rule does not apply. 

• Seasonal workers are also entitled, though gratuity is calculated differently (seven days’ 

wages per season). 

• Women employees on maternity leave, days of lay-off, or leave with wages are still 

treated as being in “continuous service.” 

Applicability Explained in the Payment of Gratuity Act, 1972 PDF Corrida Legal 

The Payment of Gratuity Act 1972 PDF Corrida Legal clarifies coverage for employees in 

practical terms: 

• Private sector employees: All medium to large businesses with 10+ staff must comply. 

• Public sector employees: Central and State establishments are included, except where 

alternative gratuity or pension benefits exist. 

• Educational institutions: Schools and colleges employing ten or more persons also fall 

within the scope, as per judicial interpretations. 

Gratuity Rules in India PDF Download – Applicability Highlights 

From the gratuity rules in India PDF download, coverage highlights include: 

• The law is not limited to industrial workers; even office and administrative staff are 

covered. 



 

• Termination due to misconduct may affect payment, but eligibility still arises once the 

service requirement is met. 

• Exemptions may be notified where benefits provided are not less favourable than those 

under the Act. 

Employer Responsibilities Under the Payment of Gratuity Act Compliance Guide PDF 

The Payment of Gratuity Act compliance guide PDF sets out duties for employers with respect to 

coverage: 

• Registering the establishment with the controlling authority. 

• Ensuring insurance cover or an approved gratuity fund is in place. 

• Keeping employee records updated to reflect eligibility. 

• Informing employees about their gratuity rights at the time of joining and separation. 

Why the Payment of Gratuity Act, 1972 Key Provisions Summary on Applicability Matters 

The Payment of Gratuity Act 1972 key provisions summary on applicability highlights one 
recurring theme: the Act is not confined to one sector or class of workers. Its objective is to 
extend gratuity as a universal benefit across industries, reinforcing the principle that long service 
deserves recognition and reward. 
 
 
Key Definitions under the Payment of Gratuity Act, 1972 (Bare Act PDF) 

The Payment of Gratuity Act, 1972 bare act PDF begins with definitions that are critical to 

understanding the scope of the law. These definitions remove ambiguity and clarify who is 

entitled, who is responsible, and what terms like “continuous service” or “family” really mean in 

practice. 

Some of the most important definitions under Section 2 and Section 2A include: 

• Employee: Any person (other than an apprentice) employed in an establishment, 

whether in a skilled, semi-skilled, unskilled, supervisory, clerical, or technical role. Even 

managerial staff can be included, unless specifically governed by other gratuity rules.  

PaymentofGratuityAct 

• Employer: The person or authority with ultimate control over the affairs of the 

establishment, including managers, managing directors, or heads of departments. 

• Family: For male and female employees, the definition includes spouse, children 

(married or unmarried), dependent parents, and dependent in-laws, with clear rules on 

adoption.  
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• Wages: All emoluments earned while on duty or leave, including dearness allowance but 

excluding bonuses, commissions, overtime, and HRA. 

• Appropriate Government: Central Government for establishments under its control 

(e.g., railways, ports, oilfields, major industries); State Government in all other cases. 

Understanding Continuous Service – Payment of Gratuity Act, 1972 Executive Summary 

PDF 



 

The Payment of Gratuity Act 1972 executive summary PDF highlights the meaning of “continuous 

service” under Section 2A: 

• An employee is in continuous service if he or she works without interruption, except for 

permitted breaks such as sickness, accident, leave, strike, lock-out, or cessation of work 

not due to employee’s fault. 

• For non-seasonal establishments: 

o 240 days in the preceding 12 months count as one year of continuous service. 

o 120 days in the preceding 6 months count as six months of continuous service. 

• For mines or establishments working less than six days a week: 190 days (for a year) 

and 95 days (for six months) suffice.  

PaymentofGratuityAct 

• For seasonal establishments: 75% of working days in a season qualifies. 

Key Parties Defined in the Payment of Gratuity Act, 1972 PDF Corrida Legal 

The Payment of Gratuity Act 1972 PDF Corrida Legal explains three sets of parties clearly: 

• Employees: Those who earn the right to gratuity after five years, or earlier in cases of 

death/disablement. 

• Employers: Those who must ensure timely payment, maintain insurance or gratuity 

funds, and comply with the Act. 

• Controlling Authorities: Appointed by the government to administer the Act, adjudicate 

disputes, and recover unpaid gratuity. 

Coverage of Gratuity Rules in India PDF Download 

From the gratuity rules in India PDF download, one sees how definitions have practical 

compliance impact: 

• “Wages” form the basis for gratuity calculation, so exclusions like overtime or bonuses 

must be carefully noted. 

• “Family” matters because nomination can only be made in their favour; if no family exists, 

nominations to outsiders are valid only until the employee acquires a family.  

PaymentofGratuityAct 

• “Continuous service” ensures employees cannot be denied gratuity simply because of 

legitimate absences like maternity leave. 

Employer Duties Clarified in the Payment of Gratuity Act Compliance Guide PDF 

The Payment of Gratuity Act compliance guide PDF stresses that employers must: 

• Understand the statutory meaning of “employee” to avoid wrongful exclusion. 

• Track service periods carefully for accurate gratuity calculation. 

• Accept nominations in prescribed forms and keep them updated. 



 

• Recognise that disputes about definitions (e.g., whether someone is an “employee”) often 

form the basis of litigation. 

Why Definitions in the Payment of Gratuity Act, 1972 Key Provisions Summary Are Crucial 

The Payment of Gratuity Act 1972 key provisions summary makes it clear that definitions are not 

mere technicalities. They decide: 

• Who is eligible for gratuity. 

• How gratuity is calculated (based on “wages”). 

• Who is responsible (employer/controlling authority). 

• Who can receive payment (nominee, family, or legal heirs). 

Without clarity on definitions, neither employers nor employees can apply the Act correctly. 

 

 

Payment of Gratuity – Eligibility and Conditions (Bare Act PDF) 

The Payment of Gratuity Act, 1972 bare act PDF sets out the specific conditions under which 

gratuity becomes payable. This ensures that employees who have rendered continuous service 

receive a monetary recognition of their contribution, and employers are clear about when their 

liability arises. 

The basic rule is simple: gratuity becomes payable after five years of continuous service. But the 

Act also recognises situations where service may end earlier, and still ensures protection. 

Key eligibility conditions include: 

• Completion of five years of service in the same establishment. 

• Termination of employment on superannuation, retirement, resignation, death, or 

disablement.  

• No minimum service requirement in cases of death or disablement – gratuity is payable 

immediately to the nominee or legal heir. 

• Seasonal employees receive gratuity based on seven days’ wages per season. 

• Calculation based on last drawn wages, excluding allowances not covered under the 

definition of “wages.” 

Eligibility Explained in the Payment of Gratuity Act, 1972 Executive Summary PDF 

The Payment of Gratuity Act 1972 executive summary PDF makes clear that eligibility is not 

discretionary. Employers cannot deny gratuity once statutory conditions are met. For instance: 

• Even if an employee resigns after completing five years, gratuity must be paid. 

• Absence due to sickness, accident, or maternity leave still counts towards continuous 

service. 

• Forfeiture of gratuity is permitted only in limited cases (such as misconduct involving 

moral turpitude, violence, or damage to property). 



 

Eligibility Conditions Clarified in the Payment of Gratuity Act, 1972 PDF Corrida Legal 

The Payment of Gratuity Act 1972 PDF Corrida Legal notes that gratuity is payable across a wide 

range of industries and categories of employees. Important points for practical application are: 

• Even fixed-term employees may become eligible if they meet the continuous service 

requirement. 

• In case of death, gratuity is payable to the nominee, or to legal heirs where no nomination 

is made. 

• For minor heirs, the amount is deposited with the controlling authority until the child 

reaches majority.  

Gratuity Rules in India PDF Download – Practical Eligibility Points 

From the gratuity rules in India PDF download, practical eligibility points include: 

• Probationary service counts towards continuous service. 

• Part-time or temporary staff may qualify if they satisfy the definition of “employee.” 

• Retrenchment or closure of establishment does not defeat gratuity rights; liability 

remains. 

• Contract labour may also be entitled, depending on the nature of the employment 

relationship and employer control. 

Payment of Gratuity Act Compliance Guide PDF – Employer Liabilities 

The Payment of Gratuity Act compliance guide PDF highlights what employers must do regarding 

eligibility: 

• Keep accurate service records to determine when employees cross the five-year 

threshold. 

• Ensure timely payment (within 30 days), failing which interest becomes payable. 

• Recognise exceptions (death/disablement) and release gratuity without delay. 

• Avoid wrongful denial, as disputes quickly escalate before the controlling authority. 

Payment of Gratuity Act, 1972 Key Provisions Summary – Why Eligibility Matters 

The Payment of Gratuity Act 1972 key provisions summary underlines that eligibility rules are the 

heart of the statute. Without them, gratuity would remain a discretionary benefit. By fixing service 

requirements, recognising exceptions, and imposing strict timelines, the Act ensures gratuity 

functions as a statutory right, not a voluntary favour. 

 
 
Calculation of Gratuity under the Payment of Gratuity Act, 1972 (Bare Act PDF) 

The Payment of Gratuity Act, 1972 bare act PDF provides a clear formula for calculating gratuity, 

ensuring both employers and employees can work out the entitlement without ambiguity. Section 

4 of the Act sets out the principles of calculation, maximum limits, and conditions under which 

gratuity may be forfeited. 

The law makes it clear that gratuity is not a matter of guesswork but a statutory formula tied to the 



 

employee’s last drawn wages and completed years of service. 

Formula Explained – Payment of Gratuity Act, 1972 Executive Summary PDF 

The Payment of Gratuity Act 1972 executive summary PDF explains the formula as follows: 

• General Rule: Gratuity = 15 days’ wages × Number of completed years of service. 

• Monthly rated employees: 15 days’ wages = (Last drawn monthly wages ÷ 26) × 15. 

• Piece-rated employees: Average of three months’ wages immediately preceding 

termination (overtime excluded). 

• Seasonal employees: 7 days’ wages for each season worked. 

Additional points: 

• Service of more than six months is treated as a full year. 

• The statutory ceiling (currently revised upwards through amendments) applies, though 

employers may pay more under contracts or awards. 

• Better terms given by agreement or award cannot be taken away.  

Illustrations from the Payment of Gratuity Act, 1972 PDF Corrida Legal 

The Payment of Gratuity Act 1972 PDF Corrida Legal provides practical examples to simplify 

calculation: 

1. Employee A earns ₹20,000 per month and has completed 10 years, 7 months of service. 

o Eligible service = 11 years (since more than 6 months counts as a year). 

o 15 days’ wages = (20,000 ÷ 26) × 15 = ₹11,538. 

o Total gratuity = 11 × ₹11,538 = ₹1,26,918. 

2. Employee B earns ₹15,000 per month with 4 years, 9 months of service (resigns). 

o Eligible service = 5 years. 

o 15 days’ wages = (15,000 ÷ 26) × 15 = ₹8,654. 

o Total gratuity = 5 × ₹8,654 = ₹43,270. 

3. Seasonal worker earning ₹500 daily for 8 seasons. 

o Gratuity = 7 days’ wages × 8 seasons = (₹500 × 7) × 8 = ₹28,000. 

Worked Examples – Gratuity Rules in India PDF Download 

The gratuity rules in India PDF download section typically provides sample tables for ease of 

reference. 

Last Drawn Salary (₹) Years of Service Gratuity Formula Total Gratuity (₹) 

25,000 12 years (25,000 ÷ 26 × 15) × 12 1,73,077 

40,000 20 years (40,000 ÷ 26 × 15) × 20 4,61,538 (subject to ceiling) 



 

Last Drawn Salary (₹) Years of Service Gratuity Formula Total Gratuity (₹) 

18,000 6 years (18,000 ÷ 26 × 15) × 6 62,308 

 

Employer Duties – Payment of Gratuity Act Compliance Guide PDF 

The Payment of Gratuity Act compliance guide PDF reminds employers: 

• Payment must be made within 30 days of gratuity becoming due. 

• If delayed, simple interest is payable from the date gratuity becomes due until actual 

payment. 

• Employers must also inform employees (and nominees in case of death) about the 

amount determined. 

• Forfeiture of gratuity is limited to misconduct involving violence, property damage, or 

offences of moral turpitude during employment.  

Why Calculation Matters – Payment of Gratuity Act, 1972 Key Provisions Summary 

The Payment of Gratuity Act 1972 key provisions summary shows that calculation is more than 

arithmetic. It ensures: 

• Employees are protected with a predictable statutory benefit. 

• Employers have a clear formula to avoid disputes. 

• Courts can enforce rights without ambiguity. 

In short, gratuity calculation under Section 4 is the heart of the Act, translating long years of 

service into a tangible financial benefit. 

 
 
Nomination and Employee Rights under the Payment of Gratuity Act, 1972 (Bare Act PDF) 

The Payment of Gratuity Act, 1972 bare act PDF makes it clear that gratuity is not only about 

eligibility and calculation but also about who eventually receives the benefit. The law anticipates 

that circumstances like death or disablement may arise, and it provides a structured system of 

nomination to ensure gratuity reaches the right person without unnecessary disputes. Under 

section 6, every employee who has completed one year of service is required to submit a 

nomination in the prescribed form. This nomination directs the employer on how to disburse the 

gratuity in the event of death, which removes uncertainty for both the employer and the family of 

the employee. 

The concept of nomination is straightforward, yet in practice, it has wide implications. If the 

employee has a family at the time of making the nomination, the nomination must be in favour of 

one or more family members. Any nomination outside the family is treated as void. On the other 

hand, if at the time of making a nomination the employee does not have a family, then the 

nomination can be in favour of any other person. However, once the employee acquires a family, 

the earlier nomination becomes invalid, and a fresh nomination must be filed. Employers are 

required to keep these records carefully and update them when employees submit changes, 

because disputes often arise when nominations are not properly maintained. 

Rights Clarified in the Payment of Gratuity Act, 1972 Executive Summary PDF 



 

The Payment of Gratuity Act 1972 executive summary PDF explains that nomination is not a 

formality but a safeguard for the rightful heirs of the employee. It guarantees that in cases of 

death, gratuity does not lapse but passes on to the nominee or legal heirs without delay. If the 

nominee is a minor, the law further requires the amount to be deposited with the controlling 

authority, who will invest it until the minor attains majority. This protects the interests of 

dependents and ensures the gratuity is preserved. In practice, this section gives employees a 

level of security, as they know their families will not face bureaucratic hurdles to access benefits 

after their death. 

Nomination Process in the Payment of Gratuity Act, 1972 PDF Corrida Legal 

The Payment of Gratuity Act 1972 PDF Corrida Legal provides a step-by-step understanding of 

the nomination process. Employees must fill out the prescribed form within one year of service, 

and employers must acknowledge and store it safely. The law also permits modification of 

nominations at any time through written notice. If a nominee predeceases the employee, a fresh 

nomination must be made. These provisions show how seriously the Act treats the subject of 

succession, and how it reduces the chances of disputes between family members, employers, 

and other claimants. From a compliance perspective, HR managers are advised to remind 

employees regularly to review and update their nominations. 

Employee Rights under Gratuity Rules in India PDF Download 

The gratuity rules in India PDF download outline several rights of employees beyond the 

nomination procedure. These include the right to have gratuity protected against attachment by 

any court under section 13, meaning gratuity cannot be seized to satisfy a decree in civil, 

criminal, or revenue cases. This ensures gratuity reaches the employee or their family intact. 

Employees also have the right to dispute any denial or miscalculation of gratuity before the 

controlling authority, which has powers similar to a civil court. This right of appeal ensures that 

the employee is not left at the mercy of the employer’s interpretation. 

Compliance Duties in the Payment of Gratuity Act Compliance Guide PDF 

The Payment of Gratuity Act compliance guide PDF stresses that nomination is a core employer 

duty. Employers must not only collect and preserve nomination forms but also act upon them 

immediately when gratuity becomes payable. They must ensure that notices of determination of 

gratuity are issued promptly and that payment is arranged within the statutory period of thirty 

days. Failure to follow the nomination procedure can result in delays, penalties, and unnecessary 

litigation. Many disputes are traced back to employers not maintaining updated nomination 

records or failing to deposit gratuity with the controlling authority when the nominee is a minor. 

Nomination and Rights in the Payment of Gratuity Act, 1972 Key Provisions Summary 

The Payment of Gratuity Act 1972 key provisions summary emphasises that nomination and 
employee rights provisions ensure gratuity remains a genuine social security measure rather than 
a hollow statutory benefit. By securing gratuity against attachment, mandating nominations, and 
protecting minor beneficiaries, the law reflects a strong policy of employee welfare. These 
protections also reduce the administrative burden on employers, as clear procedures leave less 
room for disputes. In the broader scheme of social security law, this positions gratuity alongside 
provident fund and pension as a right that employees and their families can rely on with 
confidence. 
 
 
Employer Obligations and Liabilities under the Payment of Gratuity Act, 1972 (Bare Act 

PDF) 

The Payment of Gratuity Act, 1972 bare act PDF imposes clear duties on employers to ensure 



 

that gratuity reaches employees or their nominees without delay. These obligations are not 

discretionary but statutory. Employers must recognise that gratuity becomes payable immediately 

upon termination of employment due to superannuation, retirement, resignation, death, or 

disablement. The law gives a strict timeline of thirty days for settlement, and if payment is not 

made within this period, simple interest is automatically payable. This prevents employers from 

treating gratuity as a low-priority liability and reinforces its character as a statutory right. 

Employer obligations can be summarised as follows: 

• Determining the amount of gratuity as soon as it becomes payable. 

• Issuing written notice to the employee, nominee, and controlling authority. 

• Arranging for full payment within thirty days of becoming due. 

• Paying interest in case of delay, unless the delay is attributable to the employee. 

• Respecting the statutory protections of gratuity, such as its immunity from attachment by 

courts. 

Employer Duties in the Payment of Gratuity Act, 1972 Executive Summary PDF 

The Payment of Gratuity Act 1972 executive summary PDF shows that the law goes further than 

mere payment. Section 4A introduces compulsory insurance, requiring employers to take 

insurance cover for gratuity liability with the Life Insurance Corporation of India or another 

approved insurer. This ensures that even if an employer becomes financially distressed, the 

gratuity of employees is secured. Large employers with five hundred or more employees may 

instead establish an approved gratuity fund. In practice, this provision shifts gratuity from an 

uncertain liability to a secured obligation backed by insurance. 

Compliance Explained in the Payment of Gratuity Act, 1972 PDF Corrida Legal 

The Payment of Gratuity Act 1972 PDF Corrida Legal highlights that employer obligations extend 

to proper registration with the controlling authority. No establishment is treated as compliant 

unless it is registered and has in place either an insurance policy or an approved gratuity fund. 

The Act also provides that in case of disputes regarding the amount of gratuity or entitlement, the 

employer must deposit the admitted amount with the controlling authority before contesting. This 

prevents employers from withholding gratuity on the basis of disputes and ensures employees 

receive at least what is undisputed. 

Key employer liabilities under this section include: 

• Registering the establishment with the controlling authority. 

• Taking compulsory insurance or setting up an approved gratuity fund. 

• Depositing admitted amounts with the controlling authority in case of disputes. 

• Cooperating with inspectors and furnishing records when required. 

Responsibilities Listed in the Gratuity Rules in India PDF Download 

The gratuity rules in India PDF download make it clear that employers who fail to comply face 

penalties. Section 9 prescribes punishment of imprisonment between three months and one year, 

or fines ranging from ten thousand to twenty thousand rupees. For non-payment of gratuity, the 

minimum imprisonment is six months, unless a court records reasons for reducing the sentence. 

In addition, failure to insure or contribute to a gratuity fund can result in fines up to ten thousand 

rupees, with further daily fines for continuing offences. 



 

Employers therefore must: 

• Maintain registers and records in prescribed forms. 

• Furnish information to inspectors when demanded. 

• Avoid delaying payments, as penalties are strict and criminal in nature 

Guidance in the Payment of Gratuity Act Compliance Guide PDF 

The Payment of Gratuity Act compliance guide PDF provides a practical roadmap for employers. 

It recommends periodic audits of gratuity liability to avoid last-minute financial pressure, training 

HR managers to handle nominations and service records, and setting up internal mechanisms for 

timely settlement of claims. Many compliance failures arise not from deliberate violations but from 

poor record-keeping or lack of awareness at the managerial level. The guide therefore stresses 

preventive compliance as a strategy. 

Employer Liabilities Summarised in the Payment of Gratuity Act, 1972 Key Provisions 

Summary 

The Payment of Gratuity Act 1972 key provisions summary explains that the liability of employers 

is two-fold: financial and criminal. Financial liability arises from failing to pay gratuity or delaying 

settlement, which brings in interest. Criminal liability arises from default or misrepresentation, 

which can lead to imprisonment and fines. Together, these provisions ensure that employers treat 

gratuity as a compulsory statutory duty, not an optional benefit. 

 

 
Enforcement, Penalties, and Recovery under the Payment of Gratuity Act, 1972 (Bare Act 

PDF) 

The Payment of Gratuity Act, 1972 bare act PDF is not a law without teeth. It sets up a framework 

of enforcement through controlling authorities and inspectors, and it prescribes penalties to 

ensure that employers comply with their obligations. Enforcement provisions recognise that 

gratuity is not just another contractual payment but a statutory right, and therefore require 

statutory mechanisms to guarantee that the right is realised. Employees who are denied gratuity, 

or who face delays in payment, are given a straightforward remedy by approaching the controlling 

authority, who has powers similar to a civil court under the Code of Civil Procedure. 

When gratuity is not paid, the controlling authority can issue a certificate to the Collector, who will 

recover the amount as arrears of land revenue along with interest. This ensures that employees 

do not have to pursue lengthy litigation merely to enforce a clear statutory entitlement. The law 

also protects gratuity from being attached in execution of decrees from civil, criminal, or revenue 

courts, reinforcing its character as a social security measure. 

Enforcement Process in the Payment of Gratuity Act, 1972 Executive Summary PDF 

The Payment of Gratuity Act 1972 executive summary PDF sets out the enforcement process in 

simple terms. Employees or their nominees may file an application before the controlling authority 

when gratuity is withheld or disputed. The authority conducts an inquiry, hears both parties, and 

directs payment of the determined amount. Employers are required to deposit any admitted 

portion of gratuity during the pendency of the dispute, so that employees are not left entirely 

without relief. If the controlling authority’s order is not followed, recovery is initiated through the 

Collector, who has the machinery of revenue recovery at his disposal. 

Inspector Powers in the Payment of Gratuity Act, 1972 PDF Corrida Legal 



 

The Payment of Gratuity Act 1972 PDF Corrida Legal explains the role of inspectors under 

sections 7A and 7B. Inspectors are appointed by the appropriate government and are treated as 

public servants. They are empowered to enter establishments, examine records, question 

employers or employees, and even seize documents relevant to gratuity compliance. Non-

cooperation with inspectors is treated as an offence, and employers are legally bound to provide 

the information and documents demanded. The presence of inspectors strengthens the 

monitoring process and discourages wilful defaults. 

Penalty Structure in the Gratuity Rules in India PDF Download 

The gratuity rules in India PDF download set out penalties that are both financial and criminal. 

Key penalties include: 

• Making a false statement to avoid gratuity: imprisonment up to six months, or fine up to 

ten thousand rupees, or both. 

• Default in payment of gratuity: imprisonment between three months and one year, or 

fines between ten thousand and twenty thousand rupees. 

• Non-payment of gratuity specifically: minimum imprisonment of six months, extendable to 

two years, unless the court records reasons for a lesser sentence. 

• Failure to insure or contribute to an approved gratuity fund: fines up to ten thousand 

rupees, with additional daily fines for continuing default. 

Compliance Safeguards in the Payment of Gratuity Act Compliance Guide PDF 

The Payment of Gratuity Act compliance guide PDF highlights how employers can avoid 

penalties through preventive action. It recommends: 

• Maintaining accurate service and wage records to avoid disputes. 

• Settling gratuity within thirty days to prevent interest liability. 

• Ensuring insurance or gratuity fund contributions are current. 

• Cooperating with inspectors during inspections. 

• Avoiding misstatements or attempts to evade liability. 

By following these safeguards, employers not only reduce the risk of penalties but also build a 

compliant and employee-friendly work culture. 

Recovery and Protection in the Payment of Gratuity Act, 1972 Key Provisions Summary 

The Payment of Gratuity Act 1972 key provisions summary notes that recovery provisions make 

gratuity an enforceable right, not a hollow promise. Employees are assured that gratuity cannot 

be withheld indefinitely, and they are protected against employers who may try to avoid liability. 

By giving the controlling authority quasi-judicial powers and by involving the revenue machinery 

for recovery, the law ensures that gratuity remains a guaranteed benefit. The combination of 

enforcement, penalties, and recovery provisions underscores the seriousness with which the 

legislature views gratuity as part of India’s social security framework. 

 
 
Practical Compliance Guide for Employers under the Payment of Gratuity Act, 1972 (Bare 

Act PDF) 



 

The Payment of Gratuity Act, 1972 bare act PDF does not stop at setting out eligibility and 

calculation rules; it also creates a strong compliance framework for employers. In practice, the 

law expects employers not only to pay gratuity but also to put in place systems that prevent 

disputes and delays. Failure to comply can result in financial liability, penalties, and reputational 

damage. For many organisations, gratuity is one of the most sensitive components of employee 

separation, and therefore careful adherence to the law is essential. 

Employers must approach compliance as a continuous process rather than a one-time 

settlement. Gratuity obligations accrue over the years of an employee’s service, and if records 

are not properly maintained, difficulties arise when it is time to calculate and pay. The law also 

places equal importance on nomination, insurance, and registration, all of which form part of the 

compliance cycle. 

Employer Checklist in the Payment of Gratuity Act, 1972 Executive Summary PDF 

The Payment of Gratuity Act 1972 executive summary PDF presents compliance in a way that 

HR managers and business owners can understand and implement. A simple employer checklist 

would include: 

• Registration: Ensure that the establishment is registered with the controlling authority. 

• Insurance or fund: Take compulsory insurance or create an approved gratuity fund, as 

required under section 4A. 

• Service records: Maintain detailed records of employees’ service periods and wages. 

• Nomination: Collect and update nomination forms from employees. 

• Settlement: Arrange payment within thirty days of gratuity becoming due. 

• Interest: Pay simple interest if there is any delay, unless attributable to the employee. 

Practical Guidance in the Payment of Gratuity Act, 1972 PDF Corrida Legal 

The Payment of Gratuity Act 1972 PDF Corrida Legal provides additional guidance for employers 

who want to avoid litigation. It explains that disputes often arise not because employers refuse to 

pay, but because they lack clarity on procedures. For example, failure to deposit admitted gratuity 

when a dispute is pending before the controlling authority is a common error that exposes 

employers to penalties. Similarly, many establishments neglect to update nominations, which 

leads to competing claims after an employee’s death. These mistakes can be avoided if 

employers follow a structured compliance calendar and conduct periodic audits. 

Implementation Tips from Gratuity Rules in India PDF Download 

The gratuity rules in India PDF download translates the compliance framework into practical 

implementation tips: 

• Train HR managers to handle gratuity queries and paperwork efficiently. 

• Use standardised forms and maintain them in both physical and digital format. 

• Conduct annual reviews of gratuity liability to ensure adequate financial provision. 

• Remind employees to update their nominations whenever their family circumstances 

change. 

• Prepare a grievance redressal mechanism so that disputes are resolved internally before 

reaching the controlling authority. 



 

Preventive Steps in the Payment of Gratuity Act Compliance Guide PDF 

The Payment of Gratuity Act compliance guide PDF emphasises preventive steps. Employers are 

advised to treat gratuity as a statutory right rather than a negotiable benefit. This approach 

changes workplace culture by showing employees that their long service will always be honoured. 

Preventive steps include internal audits, clear employee communication, prompt action on 

retirement or resignation, and close monitoring of deadlines. When compliance is embedded into 

organisational practice, employers not only avoid penalties but also improve employee trust and 

reduce attrition risks. 

Key Takeaways from the Payment of Gratuity Act, 1972 Key Provisions Summary 

The Payment of Gratuity Act 1972 key provisions summary makes it clear that compliance is as 

much about process as it is about payment. Employers who keep records in order, settle dues 

promptly, and respect employee rights rarely face disputes. On the other hand, those who neglect 

compliance face penalties, litigation, and strained industrial relations. In this sense, the 

compliance guide is not just a legal requirement but also a strategic tool for businesses that value 

long-term employee relationships. 

 
 
Landmark Judicial Pronouncements under the Payment of Gratuity Act, 1972 (Bare Act 

PDF) 

The Payment of Gratuity Act, 1972 bare act PDF has been the subject of extensive interpretation 

by Indian courts. While the Act provides the basic framework, judicial decisions have clarified 

ambiguities, extended protections, and reinforced the principle that gratuity is a statutory right 

rather than a discretionary payment. Courts have consistently held that gratuity is a form of social 

security, and interpretations have leaned in favour of employees wherever the law allows. 

Some of the most important pronouncements deal with issues such as continuous service, 

forfeiture of gratuity, the scope of “employee,” and the rights of nominees and heirs. These 

judgments are critical for employers, HR managers, and legal practitioners, as they demonstrate 

how the bare provisions are applied in real disputes. 

Judicial Insights in the Payment of Gratuity Act, 1972 Executive Summary PDF 

The Payment of Gratuity Act 1972 executive summary PDF often highlights the Supreme Court’s 

view that gratuity is a deferred payment earned through service. In Delhi Cloth and General Mills 

Co. Ltd. v. Workmen, the Court observed that gratuity is not a gift but a statutory right that 

accrues with service. This principle has been repeatedly affirmed in later cases, ensuring that 

employers cannot evade liability by treating gratuity as an ex gratia benefit. 

Other decisions, such as Mettur Beardsell Ltd. v. Regional Labour Commissioner, have clarified 

that resignation after five years of continuous service still qualifies an employee for gratuity, 

rejecting the argument that only retirement or superannuation creates eligibility. These judgments 

show the judiciary’s approach to interpreting the Act in a manner that favours employees’ rights. 

Case Law Covered in the Payment of Gratuity Act, 1972 PDF Corrida Legal 

The Payment of Gratuity Act 1972 PDF Corrida Legal provides detailed summaries of case law 

where courts have dealt with disputes over forfeiture. For example, in Union Bank of India v. C.G. 

Ajay Babu, the Supreme Court held that gratuity cannot be forfeited for misconduct unless it 

involves moral turpitude committed during the course of employment. This ruling narrowed the 

scope of forfeiture provisions under section 4(6), preventing employers from arbitrarily withholding 

gratuity. 



 

Another significant case, Indian Hume Pipe Co. Ltd. v. Its Workmen, dealt with the meaning of 

continuous service. The Court emphasised that even if an employee had interruptions due to 

sickness or leave, they should still be treated as in continuous service under section 2A. These 

decisions reflect the protective intent of the law and its pro-employee orientation. 

Precedents Referenced in the Gratuity Rules in India PDF Download 

The gratuity rules in India PDF download often refers to decisions where courts have clarified the 

rights of nominees. In Saraswati Devi v. Employees’ State Insurance Corporation, the High Court 

ruled that gratuity payable to a deceased employee must go to the nominee, and not necessarily 

to all legal heirs, unless the nomination is absent or invalid. This judgment highlighted the 

importance of nominations and the need for employers to maintain updated records. 

Courts have also intervened to ensure timely payment. In Municipal Corporation of Delhi v. 

Dharam Prakash Sharma, the Supreme Court held that gratuity must be paid promptly and that 

delays attract statutory interest, regardless of the employer’s financial condition. 

Guidance from the Payment of Gratuity Act Compliance Guide PDF 

The Payment of Gratuity Act compliance guide PDF uses these judicial pronouncements to 

provide practical guidance for employers. It warns that courts interpret the law strictly against 

employers who delay or deny gratuity. Employers are advised to avoid disputes by following the 

statutory process meticulously, making timely payments, and respecting the limited grounds for 

forfeiture. These cases also remind employers that attempts to evade gratuity obligations are 

rarely successful in court and usually result in penalties and reputational harm. 

Importance of Case Law in the Payment of Gratuity Act, 1972 Key Provisions Summary 

The Payment of Gratuity Act 1972 key provisions summary highlights that case law has become 

as important as the statute itself. Judicial interpretations provide clarity where the Act is silent, 

and they ensure that the law evolves with changing employment practices. For employers, these 

cases serve as reminders that gratuity is not negotiable, and for employees, they reinforce the 

assurance that courts will protect their rights. Together, the Act and its judicial interpretations 

create a framework where gratuity remains a genuine instrument of social justice. 

 
 
Comparison with Other Social Security Laws in India under the Payment of Gratuity Act, 

1972 (Bare Act PDF) 

The Payment of Gratuity Act, 1972 bare act PDF is one of several pillars of social security 

legislation in India. While it focuses on providing a lump-sum financial benefit at the end of 

service, other social security laws deal with long-term retirement savings, monthly pensions, or 

health insurance. Comparing gratuity with these parallel laws highlights both its unique 

contribution and its limitations. 

Gratuity stands apart because it is a one-time statutory payment, directly linked to the employee’s 

length of service and last drawn wages. It is not funded by employee contributions, unlike 

provident fund or insurance schemes, but is entirely borne by the employer. This makes it a 

distinct form of employee welfare, combining elements of reward and statutory protection. 

Gratuity vs Provident Fund in the Payment of Gratuity Act, 1972 Executive Summary PDF 

The Payment of Gratuity Act 1972 executive summary PDF often contrasts gratuity with provident 

fund benefits. The Employees’ Provident Funds and Miscellaneous Provisions Act, 1952 creates 

a contributory scheme where both employer and employee contribute to a retirement corpus. In 



 

contrast, gratuity requires no contribution from the employee. 

Key differences include: 

• Provident fund is a savings mechanism; gratuity is a service-linked benefit. 

• Provident fund is payable regardless of service length; gratuity requires at least five years 

(except in cases of death or disablement). 

• Provident fund accumulates with monthly contributions; gratuity is calculated at the end of 

service through a statutory formula. 

Gratuity vs Pension in the Payment of Gratuity Act, 1972 PDF Corrida Legal 

The Payment of Gratuity Act 1972 PDF Corrida Legal notes that gratuity and pension often 

complement each other but serve different purposes. Pension schemes, whether under the 

Employees’ Pension Scheme or employer-sponsored arrangements, provide periodic income 

after retirement. Gratuity, on the other hand, is a lump-sum settlement. 

Key distinctions are: 

• Pension ensures regular income; gratuity provides immediate financial support. 

• Pension depends on contributions and qualifying service under the pension scheme; 

gratuity is mandatory for establishments under the Act. 

• Pension benefits may continue to family members after death; gratuity is payable once, 

though it may go to nominees or heirs. 

Gratuity and Insurance Benefits in the Gratuity Rules in India PDF Download 

The gratuity rules in India PDF download often explain how gratuity interacts with insurance 

benefits. Group insurance or health insurance provides coverage for risks during service, while 

gratuity is a reward for service itself. Insurance protects against contingencies like illness or 

accident, but gratuity is payable regardless of risk, so long as service conditions are satisfied. 

Employers are also required to take compulsory insurance for gratuity liability under section 4A, 

which links gratuity with the insurance framework. This ensures gratuity is always secure, even if 

the employer faces financial difficulties. 

Gratuity under Labour Codes in the Payment of Gratuity Act Compliance Guide PDF 

The Payment of Gratuity Act compliance guide PDF discusses how the Code on Social Security, 

2020 seeks to consolidate multiple social security laws, including gratuity. While the core 

principles remain unchanged, the Code extends gratuity rights to fixed-term employees, ensuring 

they are not excluded simply because they do not complete five years of service. This reflects a 

modern recognition that employment patterns are shifting towards fixed-term contracts. 

Employers must therefore prepare for compliance under the new Code by updating their policies 

and systems. They will need to integrate gratuity obligations with provident fund and other 

benefits under a single consolidated compliance framework. 

Importance of Comparison in the Payment of Gratuity Act, 1972 Key Provisions Summary 

The Payment of Gratuity Act 1972 key provisions summary underlines why comparison with other 
social security laws matters. Together, gratuity, provident fund, pension, and insurance form a 
safety net for employees. Each addresses a different aspect of financial security: immediate 
lump-sum support, long-term savings, monthly post-retirement income, and risk protection. 
Employers must understand this broader picture, as compliance with one law does not exempt 



 

them from obligations under the others. Employees benefit most when all these schemes function 
in harmony, ensuring both immediate and future financial stability. 
 
Download Resources for the Payment of Gratuity Act, 1972 (Bare Act PDF) 

The Payment of Gratuity Act, 1972 bare act PDF is most useful when readers can access it 

quickly in an organised manner. For students, practitioners, HR professionals, and employers, 

downloadable resources save time and provide ready reference. Corrida Legal ensures that the 

bare act, executive summary, and compliance checklists are consolidated into accessible 

formats. This allows different audiences to use the Act not only for academic or advisory 

purposes but also for day-to-day compliance. 

Payment of Gratuity Act, 1972 Executive Summary PDF 

The Payment of Gratuity Act 1972 executive summary PDF gives a structured, concise 

understanding of the Act. It reduces lengthy statutory text into key points that highlight eligibility, 

calculation methods, nomination rules, employer obligations, and enforcement. Professionals who 

do not have the time to read the entire statute often rely on the summary to ensure compliance. 

Key uses of the executive summary include: 

• Quick revision for students and examination candidates. 

• Easy reference for HR managers preparing internal guidelines. 

• Compliance support for employers during audits. 

• Guidance for employees in understanding their rights. 

Accessing the Payment of Gratuity Act, 1972 PDF Corrida Legal 

The Payment of Gratuity Act 1972 PDF Corrida Legal combines the statute with practical 

commentary and compliance notes. Unlike the bare act alone, this version gives context, explains 

definitions, and provides examples of calculation and dispute resolution. For readers, this is 

particularly valuable because it connects law with practice. 

Employers and compliance officers may find it most useful for: 

• Drafting workplace policies that reflect statutory obligations. 

• Training HR staff to manage gratuity procedures. 

• Preparing for inspections by labour authorities. 

• Clarifying employee entitlements in separation documents. 

Gratuity Rules in India PDF Download 

The gratuity rules in India PDF download helps users navigate the procedural requirements. It 

covers prescribed forms, record-keeping obligations, and the role of inspectors. By compiling 

these rules in one place, employers avoid missing minor but critical details. 

Practical applications include: 

• Maintaining nomination forms and service registers. 

• Understanding penalties for non-compliance. 

• Following the correct process during disputes. 



 

• Ensuring updates are made when rules are amended by the government. 

Employer Tools in the Payment of Gratuity Act Compliance Guide PDF 

The Payment of Gratuity Act compliance guide PDF provides practical tools that employers can 

download and implement directly. These may include compliance checklists, sample calculation 

tables, and timelines for payment. By following these tools, employers can reduce risks of non-

compliance and protect themselves from penalties. 

Employers typically use the compliance guide for: 

• Internal audits of gratuity liabilities. 

• Preparing financial provisions for gratuity payments. 

• Aligning insurance and gratuity fund arrangements with statutory requirements. 

• Ensuring disputes are handled in a timely and lawful manner. 

Summary of Downloadable Resources in the Payment of Gratuity Act, 1972 Key Provisions 

Summary 

The Payment of Gratuity Act 1972 key provisions summary highlights why downloadable 

resources matter. Bare acts provide the exact statutory text, summaries offer clarity, compliance 

guides ensure processes are followed, and checklists allow quick action. Together, these 

resources create a comprehensive toolkit for anyone dealing with gratuity, whether in an 

academic, professional, or compliance role. 

 

FAQs on the Payment of Gratuity Act, 1972 (Bare Act PDF) 

The Payment of Gratuity Act, 1972 bare act PDF often raises practical questions in the minds of 

employees, HR professionals, and employers. While the statutory provisions are clear in 

principle, their application to everyday situations requires careful interpretation. The following 

frequently asked questions address some of the most common queries with direct, practical 

answers. 

Who is eligible under the Payment of Gratuity Act, 1972 Executive Summary PDF? 

The Payment of Gratuity Act 1972 executive summary PDF clarifies that any employee who 

completes five years of continuous service becomes eligible for gratuity. However, there are 

exceptions where the five-year rule does not apply. 

• In cases of death or disablement, gratuity becomes payable immediately. 

• Seasonal workers are also covered, though their gratuity is calculated differently. 

• Even resignation after five years of service qualifies an employee for gratuity. 

Does the Payment of Gratuity Act, 1972 PDF Corrida Legal apply to private companies? 

Yes. The Payment of Gratuity Act 1972 PDF Corrida Legal confirms that private companies 

employing ten or more persons come under the Act. Once covered, the company remains bound 

by the Act even if the number of employees falls below ten later. This ensures continuity of 

benefits for employees. 

Employers in the private sector must therefore: 



 

• Register their establishment with the controlling authority. 

• Maintain service records and nomination forms. 

• Arrange for insurance or a gratuity fund to meet liabilities. 

What do the gratuity rules in India PDF download say about calculation? 

The gratuity rules in India PDF download explains that gratuity is calculated at the rate of fifteen 

days’ wages for every completed year of service, with service beyond six months treated as a full 

year. The calculation is based on last drawn wages, including basic salary and dearness 

allowance but excluding bonuses, commissions, and overtime. 

Key points to remember: 

• For monthly-rated employees, 15 days’ wages = last drawn monthly wages ÷ 26 × 15. 

• For piece-rated employees, average wages for the last three months are used. 

• For seasonal employees, gratuity = seven days’ wages for each season. 

What if an employer delays payment as per the Payment of Gratuity Act Compliance Guide 

PDF? 

The Payment of Gratuity Act compliance guide PDF states that employers must settle gratuity 

within thirty days of it becoming due. If payment is delayed, simple interest is payable from the 

date gratuity became due until the date of actual payment. Interest is not payable only if the delay 

is caused by the employee’s fault and the employer has obtained written permission from the 

controlling authority. 

This provision ensures that employees are not left waiting indefinitely for their statutory 

entitlement. 

Can gratuity be forfeited under the Payment of Gratuity Act, 1972 Key Provisions 

Summary? 

The Payment of Gratuity Act 1972 key provisions summary explains that gratuity is a statutory 

right, but it can be forfeited under limited circumstances: 

• If services are terminated for damage or loss caused to the employer’s property, gratuity 

may be forfeited to the extent of the loss. 

• If services are terminated for riotous conduct, violent behaviour, or misconduct involving 

moral turpitude committed during employment, gratuity may be wholly or partially 

forfeited. 

Courts have consistently ruled that forfeiture must strictly follow statutory provisions and cannot 

be applied arbitrarily 

Is gratuity taxable under the Payment of Gratuity Act, 1972 bare act PDF? 

While the Act itself does not deal with taxation, income-tax provisions apply. Currently, gratuity 
received by employees of private companies is exempt up to a prescribed limit under the Income 
Tax Act, while government employees enjoy full exemption. Tax treatment depends on the status 
of employment and the amount received. Employers are advised to guide employees on tax 
implications when gratuity is settled. 
 
Conclusion on the Payment of Gratuity Act, 1972 (Bare Act PDF) 



 

The Payment of Gratuity Act, 1972 bare act PDF stands as a cornerstone of India’s social 

security framework. It ensures that employees who devote years of service are recognised 

through a statutory lump-sum payment at the end of their employment. Over the decades, the law 

has evolved through amendments and judicial interpretations, but its central principle remains 

unchanged: gratuity is a right earned through service, not a discretionary reward. 

For employees, the Act guarantees financial support at critical stages such as retirement, 

resignation, or in the event of death or disablement. For employers, it imposes a clear duty to 

plan ahead, maintain records, and comply with timelines, thereby ensuring workplace harmony 

and legal compliance. In this way, gratuity serves as both a reward for loyalty and a safeguard for 

the future. 

Key Takeaways from the Payment of Gratuity Act, 1972 Executive Summary PDF 

The Payment of Gratuity Act 1972 executive summary PDF provides clarity that is essential for 

practical application. Its key takeaways include: 

• Every establishment employing ten or more persons is covered. 

• Five years of continuous service is the general eligibility requirement, with exceptions for 

death or disablement. 

• Gratuity is calculated through a statutory formula linked to last drawn wages. 

• Payment must be made within thirty days, failing which interest is mandatory. 

• Forfeiture is possible only in limited cases of misconduct defined by law. 

Practical Importance of the Payment of Gratuity Act, 1972 PDF Corrida Legal 

The Payment of Gratuity Act 1972 PDF Corrida Legal bridges the gap between the bare statute 

and workplace realities. By combining statutory text with compliance checklists, case law 

summaries, and calculation examples, it equips employers and HR managers with the tools they 

need to meet their obligations. For employees, it provides assurance that their rights are well 

protected and enforceable. 

Compliance Lessons from the Gratuity Rules in India PDF Download 

The gratuity rules in India PDF download makes it clear that compliance is not optional. 

Employers who delay or deny gratuity face financial penalties, interest liability, and in some cases 

even imprisonment. Employees, on the other hand, must ensure nominations are filed and 

updated, as this prevents disputes after death. Compliance lessons for employers include: 

• Keep accurate service and wage records. 

• Train HR staff on gratuity procedures. 

• Conduct periodic audits of liabilities. 

• Cooperate fully with inspectors and authoritie 

Employer Guidance in the Payment of Gratuity Act Compliance Guide PDF 

The Payment of Gratuity Act compliance guide PDF emphasises preventive compliance. 

Employers who integrate gratuity obligations into their routine HR and finance practices rarely 

face disputes. Those who neglect compliance, however, expose themselves to unnecessary 

litigation and penalties. The guide stresses that gratuity should be seen as part of long-term 

employee welfare and organisational goodwill, not merely a statutory liability. 



 

Broader Impact in the Payment of Gratuity Act, 1972 Key Provisions Summary 

The Payment of Gratuity Act 1972 key provisions summary reminds us that gratuity is more than 

a financial payment; it reflects India’s commitment to social justice and employee welfare. 

Alongside provident fund, pension, and insurance, it forms part of the broader safety net that 

protects employees after years of service. For employers, compliance ensures not only legal 

safety but also stronger employee trust and retention. For employees, it provides dignity, security, 

and recognition of their contribution to the workplace. 

In conclusion, gratuity is both a right and a responsibility. By complying with the Payment of 

Gratuity Act in letter and spirit, employers honour the contributions of their workforce, while 

employees and their families gain security for the future. Corrida Legal’s resources, bare act 

PDFs, executive summaries, compliance guides, and case law commentaries, provide the 

practical tools needed to make this law work effectively in everyday practice. 

 

 

 

 

 

 

 

 

 

 


