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An Executive Summary of the Contract Labour (Regulation and 
Abolition) Act, 1970 is included towards the end of this 
document, right after the full bare act of the statute. This 
summary helps professionals, business owners, compliance 
officers, HR managers, legal practitioners, and students quickly 
understand the key provisions relating to the regulation of 
contract labour, registration of establishments and licensing of 
contractors, welfare and health provisions for contract workers, 
responsibilities of principal employers, prohibition of employment 
in certain processes, penalties for non-compliance, and 
enforcement mechanisms, without having to read the entire text. 
 
The Contract Labour (Regulation and Abolition) Act, 1970 
Summary provides a clear, practical, and time-saving guide for 
anyone looking to understand India’s labour law framework 
governing contract employment, ensure compliance in 
outsourcing and workforce management, safeguard employee 
welfare, and stay aligned with statutory requirements under the 
Contract Labour Act bare act. 
 

NOTE:  
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THE CONTRACT LABOUR (REGULATION AND ABOLITION) ACT, 1970 

ACT NO. 37 OF 1970 

[5th September, 1970.] 

An Act to regulate the employment of contract labour in certain establishments and to provide 

for its abolition in certain circumstances and for matters connected therewith. 

BE it enacted by Parliament in the Twenty-first Year of the Republic of India as follows:— 

CHAPTER I 

PRELIMINARY 

1. Short title, extent, commencement and application.—(1) This Act may be called the Contract 

Labour (Regulation and Abolition) Act, 1970. 

(2) It extends to the whole of India. 

(3) It shall come into force on such date1as the Central Government may, by notification in the 

Official Gazette, appoint and different dates may be appointed for different provisions of this Act. 

(4) It applies— 

(a) to every establishment in which twenty or more workmen are employed or were employed on 

any day of the preceding twelve months as contract labour; 

(b) to every contractor who employees or who employed on any day of the preceding twelve 

months twenty or more workmen: 

Provided that the appropriate Government may, after giving not less than two months’ notice of its 

intention so to do, by notification in the Official Gazette, apply the provisions of this Act to any 

establishment or contractor employing such number of workmen less than twenty as may be specified in 

the notification. 

(5) (a) It shall not apply to establishments in which work only of an intermittent or casual nature is 

performed. 

(b) If a question arises whether work performed in an establishment is of an intermittent or casual 

nature, the appropriate Government shall decide that question after consultation with Central Board or, as 

the case may be, a State Board, and its decision shall be final. 

Explanation.—For the purpose of this sub-section, work performed in an establishment shall not be 

deemed to be of an intermittent nature— 

(i) if it was performed for more than one hundred and twenty days in the preceding twelve 

months, or 

(ii) if it is of a seasonal character and is performed for more than sixty days in a year. 

STATE AMENDMENT 

Maharashtra 

Amendment of section 1 of 37 of 1970.—In Section 1 of the Contract Labour (Regulation and 

Abolition) Act, 1970, in its application to the State of Maharashtra, in sub-section (4),— 

(a) in clause (a), for the words “twenty or more workmen” the words “fifty or more workmen” 

shall be substituted; 

(b) in clause (b), for the words “twenty or more workmen” the words “fifty or more workmen” 

shall be substituted; 

 

1.  10th February, 1971, vide notification No. G.S.R. 190, dated 1st February, 1971, see Gazette of India, Extraordinary, Part II, 

sec. 3(i). 
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(c) in the proviso, for the words “less than twenty” the words “less than fifty” shall be substituted. 

[Vide Maharashtra Act 2 of 2017, s. 2.] 

Andhra Pradesh 

Amendment of section 1 central Act 37 of 1970.—In the Contract Labour (Regulation and 

Abolition) Act, 1970, in section 1, in sub-section (4), in clauses (a), (b) and the provision thereunder, for 

the word “twenty” the word “fifty” shall be substituted. 

[Vide Andhra Pradesh Act 21 of 2015, s. 2.] 

Uttar Pradesh 

In section 1 of the Contract Labour (Regulation and Abolition) Act, 1970 hereinafter referred 

to as the principal Act, for sub-section (4) the following sub-section shall be substituted— 

“(4) It applies— 

(a) to every establishment in which fifty or more workmen are employed or were employed 

on any day of the preceding twelve months as contract labour; 

(b) to every contractor who employs or who employed on any day of the preceding twelve 

months fifty or more workmen. 

Provided that the State Government may, after giving not less than two months’ notice of its 

intention so to do, by notification in the Official Gazette, apply the provisions of this Act to any 

establishment or contractor employing such number of workmen less than fifty as may be 

specified in the notification.” 

[Vide the Uttar Pradesh Act 14 of 2018, s. 2] 

Union Territory Jammu and Kashmir and Ladakh 

Section 1.—In sub-section (4), in clause (a), for "twenty", substitute "forty". 

[Vide Union Territory of Ladakh Reorganisation (Adaptation of Central Laws) Order, 2020, 

Notification no. S.O. 3465(E), dated (5-10-2020) and vide Union Territory of Ladakh Reorganisation 

(Adaptation of Central Laws) Order, 2020, Notification No. S.O. 3774(E), dated (23-10-2020).] 

Rajasthan 

Amendment of section 1, Central Act No. 37 of 1970.—For the existing sub-section (4) of 

section 1 of the Contract Labour (Regulation and Abolition) Act, 1970 (Central Act No. 37 of 1970), in its 

application to the State of Rajasthan, the following shall be substituted, namely:- 

“(4) It applies- 

(a) to every establishment in which fifty or more workmen are employed or were employed on 

any day of the preceding twelve months as contract labour; 

(b) to every contractor who employs or who employed on any day of the preceding twelve 

months fifty or more workmen: 

Provided that the State Government may, after giving not less than two months’ notice of its intention 

so to do, by notification in the Official Gazette, apply the provisions of this Act to any establishment or 

contractor employing such number of workmen less than fifty as may be specified in the notification.” 

[Vide Rajasthan Act 19 of 2014, s. 2] 

Gujarat 

Amendment of section 1 of 37 of 1970.—In the Contract Labour (Regulation and Abolition) Act, 1970, in its 

application to the State of Gujarat (hereinafter referred to as “the principal Act”), in section 1, sub-section (4),— 

(i) in clause (a), for the word “twenty”, the word “fifty” shall be substituted; 

(ii) in clause (b), for the word “twenty”, the word “fifty” shall be substituted; 
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(iii) in the proviso, for the word “twenty”, the word “fifty” shall be substituted. 

[Vide Gujarat Act 2 of 2021, s. 2] 

Arunachal Pradesh 

Amendment of section 1 of 37 of 1970 : (1) In section 1 of the Contract Labour (Regulation and Abolition) Act, 

1970 (Central Act 37 of 1970), as in force in the State of Arunachal Pradesh (hereinafter referred to as the “principal 

Act”), in sub-section (4) for the word “twenty” , wherever it occurs, the word “ fifty” shall be substituted. 

[Vide Arunachal Pradesh Act 10 of 2021, s. 2] 

Haryana 

Amendment of section 1 of 37 of 1970.— In sub-section (4) of section 1 of the Contract Labour 

(Regulation and Abolition) Act, 1970 (hereinafter called the principal Act), - 

(i) in clause (a), for the word "twenty", the word "fifty" shall be substituted; and 

(ii) in clause (b), for the word "twenty", the word "fifty" shall be substituted 

[Vide Haryana Act 26 of 2016, s. 2] 

2. Definitions.—(1) In this Act, unless the context otherwise requires,— 

1[(a) “appropriate Government” means,— 

(i) in relation to an establishment in respect of which the appropriate Government under the 

Industrial Disputes Act, 1947 (14 of 1947), is the Central Government, the Central Government; 

(ii) in relation to any other establishment, the Government of the State in which that other 

establishment is situate;] 

(b) a workman shall be deemed to be employed as “contract labour” in or in connection with the 

work of an establishment when he is hired in or in connection with such work by or through a 

contractor, with or without the knowledge of the principal employer; 

(c) “contractor”, in relation to an establishment, means a person who undertakes to produce a 

given result for the establishment, other than a mere supply of goods of articles of manufacture to 

such establishment, through contract labour or who supplies contract labour for any work of the 

establishment and includes a sub-contractor; 

(d) “controlled industry” means any industry the control of which by the Union has been declared 

by any Central Act to be expedient in the public interest; 

(e) “establishment” means— 

(i) any office or department of the Government or a local authority, or 

(ii) any place where any industry, trade, business, manufacture or occupation is carried on; 

(f) “prescribed” means prescribed by rules made under this Act; 

(g) “principal employer” means— 

(i) in relation to any office or department of the Government or a local authority, the head of 

that office or department or such other officer as the Government or the local authority, as the 

case may be, may specify in this behalf, 

(ii) in a factory, the owner or occupier of the factory and where a person has been named as 

the manager of the factory under the Factories Act, 1948 (63 of 1948), the person so named, 

(iii) in a mine, the owner or agent of the mine and where a person has been named as the 

manager of the mine, the person so named, 

(iv) in any other establishment, any person responsible for the supervision and control of the 

establishment. 
 

1. Subs. by Act 14 of 1986, s. 2, for clause (a) (w.e.f. 28-1-1986). 
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Explanation.—For the purpose of sub-clause (iii) of this clause, the expressions “mine”, “owner” and 

“agent” shall have the meanings respectively assigned to them in clause (j), clause (l) and clause (c) of 

sub-section (1) of section 2 of the Mines Act, 1952 (35 of 1952); 

(h) “wages” shall have the meaning assigned to it in clause (vi) of section 2 of the Payment of 

Wages Act, 1936 (4 of 1936); 

(i) “workman” means any person employed in or in connection with the work of any 

establishment to do any skilled, semi-skilled or un-skilled manual, supervisory, technical or clerical 

work for hire or reward, whether the terms of employment be express or implied, but does not include 

any such person— 
(A) who is employed mainly in a managerial or administrative capacity; or 

(B) who, being employed in a superviory capacity draws wages exceeding five hundred 

rupees per mensem or exercises, either by the nature of the duties attached to the office or by 

reason of the powers vested in him, functions mainly of a managerial nature; or 

(C) who is an out-worker, that is to say, a person to whom any articles or materials are given 

out by or on behalf of the principal employer to be made up, cleaned, washed, altered, 

ornamented, finished, repaired, adapted or otherwise processed for sale for the purposes of the 

trade or business of the principal employer and the process is to be carried out either in the home 

of the out-worker or in some other premises, not being premises under the control and 

management of the principal employer. 

(2) Any reference in this Act to a law which is not in force in the State of Jammu and Kashmir* shall, 

in relation to that State, be construed as a reference to the corresponding law, if any, in force in that State. 

CHAPTER II 

THE ADVISORY BOARDS 

3. Central Advisory Board.—(1) The Central Government shall, as soon as may be, constitute a 

board to be called the Central Advisory Contract Labour Board (hereinafter referred to as the Central 

Board) to advise the Central Government on such matters arising out of the administration of this Act as 

may be referred to it and to carry out other functions assigned to it under this Act. 
(2) The Central Board shall consist of— 

(a) a Chairman to be appointed by the Central Government; 

(b) the Chief Labour Commissioner (Central), ex officio; 

(c) such number of members, not exceeding seventeen but not less than eleven, as the Central 

Government may nominate to represent that Government, the Railways, the coal industry, the mining 

industry, the contractors, the workmen and any other interests which, in the opinion of the Central 

Government, ought to be represented on the Central Board. 

(3) The number of persons to be appointed as members from each of the categories specified in 

sub-section (2), the term of office and other conditions of service of, the procedure to be followed in the 

discharge of their functions by, and the manner of filling vacancies among, the members of the Central 

Board shall be such as may be prescribed: 

Provided that the number of members nominated to represent the workmen shall not be less than the 

number of members nominated to represent the principal employers and the contractors. 

4. State Advisory Board.—(1) The State Government may constitute a board to be called the State 

Advisory Contract Labour Board (hereinafter referred to as the State Board) to advise the State 

Government on such matters arising out of the administration of this Act as may be referred to it and to 

carry out other functions assigned to it under this Act. 
(2) The State Board shall consist of— 

(a) a Chairman to be appointed by the State Government; 

(b) the Labour Commissioner, ex officio, or in his absence any other officer nominated by the 

State Government in that behalf; 
 

*. Vide notification No. S.O. 3912(E), dated 30th October, 2019, this Act is made applicable to the Union territory of Jammu 

and Kashmir and the Union territory of Ladakh. 
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(c) such number of members, not exceeding eleven but not less than nine, as the State 

Government may nominate to represent that Government, the industry, the contractors, the workmen 

and any other interests which, in the opinion of the State Government, ought to be represented on the 

State Board. 

(3) The number of persons to be appointed as members from each of the categories specified in 

sub-section (2), the term of office and other conditions of service of, the procedure to be followed in the 

discharge of their functions by, and the manner of filling vacancies among the, members of the State 

Board shall be such as may be prescribed: 

Provided that the number of members nominated to represent the workmen shall not be less than the 

number of members nominated to represent the principal employers and the contractors. 

STATE AMENDMENT 

Bihar 

AMENDMENT OF THE CONTRACT LABOUR (REGULATION AND ABOLITION) ACT, 1970.— 

Sub-Section 4 of Section 1 of the Contract Labour (Regulation and Abolition) Act, 1970 shall be 

amended as follows:- 

(i) in clause (a), for the word "twenty", the word "fifty" shall be substituted, and (ii) in clause (b), 

for the word "twenty", the word "fifty" shall be substituted and in the provision of sub section-4 of 

section 1 of the Act, for the word "twenty", the word "fifty" shall be substituted. 

[Vide Bihar Act 17 of 2020, s. 2] 

5. Power to constitute committees.—(1) The Central Board or the State Board, as the case may be, 

may constitute such committees and for such purpose or purposes as it may think fit. 

(2) The committee constituted under sub-section (1) shall meet at such times and places and shall 

observe such rules of procedure in regard to the transaction of business at its meetings as may be 

prescribed. 

(3) The members of a committee shall be paid such fees and allowances for attending its meetings as 

may be prescribed: 

Provided that no fees shall be payable to a member who is an officer of Government or of any 

corporation established by any law for the time being in force. 

CHAPTER III 

REGISTRATION OF ESTABLISHMENTS EMPLOYING CONTRACT LABOUR 

6. Appointment of registering officers.—The appropriate Government may, by an order notified in 

the Official Gazette— 

(a) appoint such persons, being Gazetted Officers of Government, as it thinks fit to be registering 

officers for the purposes of this Chapter; and 

(b) define the limits, within which a registering officer shall exercise the powers conferred on him 

by or under this Act. 

7. Registration of certain establishments.—(1) Every principal employer of an establishment to 

which this Act applies shall, within such period as the appropriate Government may, by notification in the 

Official Gazette, fix in this behalf with respect to establishments generally or with respect to any class of 

them, make an application to the registering officer in the prescribed manner for registration of the 

establishment: 

Provided that the registering officer may entertain any such application for registration after expiry of 

the period fixed in this behalf, if the registering officer is satisfied that the applicant was prevented by 

sufficient cause from making the application in time. 
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(2) If the application for registration is complete in all respects, the registering officer shall register 

the establishment and issue to the principal employer of the establishment a certificate of registration 

containing such particulars as may be prescribed. 

STATE AMENDMENTS 

Uttar Pradesh 

In section 7 of the principal Act, after sub-section (2) the following sub-section shall be inserted, 

namely:- 

“(3) On submission of application in all respect the registering officer shall grant or refuse to 

grant or object to grant registration within one day from the date of submission of application and in 

such manner as may be prescribed. On the expiration of the said period the registration shall be 

deemed to be granted.” 

Applicant may submit his application on departmental web portal along with necessary 

documents and payment of fee. In such case if the application is complete in all respect and the 

applicant is eligible, automatic registration shall be granted by the web portal and registration 

certificate be sent through e-mail; 

Provided that if the registration is obtained by the misrepresentation of fact or concealment of fact 

or on the basis of forged document then such registration shall be deemed null and void and can be 

cancelled by registering officer and legal action shall be taken against applicant.” 

[Vide the Uttar Pradesh Act 14 of 2018, s. 3] 

Haryana 

Amendment of section 7 of 37 of 1970.—In sub-section (1) of section 7 of the principal Act,- 

(i) in the proviso, for the sign “.” existing at the end, the sign “:” shall be substituted; and 

(ii) after the existing proviso, the following proviso shall be added, namely:- 

"Provided further that the appropriate Government may, by notification in the Official Gazette, 

impose such further conditions, as may be deemed necessary, at the time of registration of an 

establishment or class of establishments for the proper administration of the Act and for prevention of 

misuse of employment of contract labour.”. 

[Vide the Haryana Act 26 of 2017, s. 3] 

8. Revocation of registration in certain cases.—If the registering officer is satisfied, either on a 

reference made to him in this behalf or otherwise, that the registration of any establishment has been 

obtained by misrepresentation or suppression of any material fact, or that for any other reason the 

registration has become useless or ineffective and, therefore, requires to be revoked, the registering 

officer may, after giving an opportunity to the principal employer of the establishment to be heard and 

with the previous approval of the appropriate Government, revoke the registration. 

9. Effect of non-registration.—No principal employer of an establishment, to which this Act applies, 

shall— 

(a) in the case of an establishment required to be registered under section 7, but which has not 

been registered within the time fixed for the purpose under that section, 

(b) in the case of an establishment the registration in respect of which has been revoked under 

section 8, 

employ contract labour in the establishment after the expiry of the period referred to in clause (a) or after 

the revocation of registration referred to in clause (b), as the case may be. 

10. Prohibition of employment of contract labour.—(1) Notwithstanding anything contained in 

this Act, the appropriate Government may, after consultation with the Central Board or, as the case may 

be, a State Board, prohibit, by notification in the Official Gazette, employment of contract labour in any 

process, operation or other work in any establishment. 
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(2) Before issuing any notification under sub-section (1) in relation to an establishment, the 

appropriate Government shall have regard to the conditions of work and benefits provided for the contract 

labour in that establishment and other relevant factors, such as— 

(a) whether the process, operation or other work is incidental to, or necessary for the industry, 

trade, business, manufacture or occupation that is carried on in the establishment; 

(b) whether it is of perennial nature, that is to say, it is of sufficient duration having regard to the 

nature of industry, trade, business, manufacture or occupation carried on in that establishment; 

(c) whether it is done ordinarily through, regular workmen in that establishment or an 

establishment similar thereto; 

(d) whether it is sufficient to employ considerable number of wholetime workmen. 

Explanation.—If a question arises whether any process or operation or other work is of perennial 

nature, the decision of the appropriate Government thereon shall be final. 

CHAPTER IV 

LICENSING OF CONTRACTORS 

11. Appointment of licensing officers.—The appropriate Government may, by an order notified in 

the Official Gazette,— 

(a) appoint such persons, being Gazetted Officers of Government, as it thinks fit to be licensing 

officers for the purposes of this Chapter; and 

(b) define the limits, within which a licensing officer shall exercise the powers conferred on 

licensing officers by or under this Act. 

12. Licensing of contractors.—(1) With effect from such date as the appropriate Government may, 

by notification in the Official Gazette, appoint, no contractor to whom this Act applies, shall undertake or 

execute any work through contract labour except under and in accordance with a licence issued in that 

behalf by the licensing officer. 

(2) Subject to the provisions of this Act, a licence under sub-section (1) may contain such conditions 

including, in particular, conditions as to hours of work, fixation of wages and other essential amenities in 

respect of contract labour as the appropriate Government may deem fit to impose in accordance with the 

rules, if any, made under section 35 and shall be issued on payment of such fees and on the deposit of 

such sum, if any, as security for the due performance of the conditions as may be prescribed. 

13. Grant of licences.—(1) Every application for the grant of a licence under sub-section (1) of 

section 12 shall be made in the prescribed form and shall contain the particulars regarding the location of 

the establishment, the nature of process, operation or work for which contract labour is to be employed 

and such other particulars as may be prescribed. 

(2) The licensing officer may make such investigation in respect of the application received under 

sub-section (1) and in making any such investigation the licensing officer shall follow such procedure as 

may be prescribed. 

(3) A licence granted under this Chapter shall be valid for the period specified therein and may be 

renewed from time to time for such period and on payment of such fees and on such conditions as may be 

prescribed. 

STATE AMENDMENTS 

Uttar Pradesh 

Amendment of Section 13.—In section 13 of the principal Act, after sub-section (3) the following 

sub section shall be inserted, namely:— 

“(4) If an application for licenses is complete in all respects and the licensing officer fails to make any 

order within a period of one day then it shall be deemed that the license has been granted to him.” 

[Vide the Uttar Pradesh Act 14 of 2018, s. 4] 
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14. Revocation, suspension and amendment of licences.—(1) If the licensing officer is satisfied, 

either on a reference made to him in this behalf or otherwise, that— 

(a) alicence granted under section 12 has been obtained by misrepresentation or suppression of 

any material fact, or 

(b) the holder of a licence has, without reasonable cause, failed to comply with the conditions 

subject to which the licence has been granted or has contravened any of the provisions of this Act or 

the rules made thereunder, 

then, without prejudice to any other penalty to which the holder of the licence may be liable under this 

Act, the licensing officer may, after giving the holder of the licence an opportunity of showing cause, 

revoke or suspend the licence or forfeit the sum, if any, or any portion thereof deposited as security for 

the due performance of the conditions subject to which the licence has been granted. 

(2) Subject to any rules that may be made in this behalf, the licensing officer may vary or amend a 

licence granted under section 12. 

15. Appeal.—(1) Any person aggrieved by an order made under section 7, section 8, section 12 or 

section 14 may, within thirty days from the date on which the order is communicated to him, prefer an 

appeal to an appellate officer who shall be a person nominated in this behalf by the appropriate 

Government: 

Provided that the appellate officer may entertain the appeal after the expiry of the said period of thirty 

days, if he is satisfied that the appellant was prevented by sufficient cause from filing the appeal in time. 

(2) On receipt of an appeal under sub-section (1), the appellate officer shall, after giving the appellant 

an opportunity of being heard, dispose of the appeal as expeditiously as possible. 

CHAPTER V 

WELFARE AND HEALTH OF CONTRACT LABOUR 

16. Canteens.—(1) The appropriate Government may make rules requiring that in every 

establishment— 

(a) to which this Act applies, 

(b) wherein work requiring employment of contract labour is likely to continue for such period as 

may be prescribed, and 

(c) wherein contract labour numbering one hundred or more is ordinarily employed by a 

contractor, 

one or more canteens shall be provided and maintained by the contractor for the use of such contract 

labour. 

(2) Without prejudice to the generality of the foregoing power, such rules may provide for— 

(a) the date by which the canteens shall be provided; 

(b) the number of canteens that shall be provided, and the standards in respect of construction, 

accommodation, furniture and other equipment of the canteens; and 

(c) the foodstuffs which may be served therein and the charges which may be made therefor. 

17. Rest-rooms.—(1) In every place wherein contract labour is required to halt at night in connection 

with the work of an establishment— 

(a) to which this Act applies, and 

(b) in which work requiring employment of contract labour is likely to continue for such period as 

may be prescribed, 

there shall be provided and maintained by the contractor for the use of the contract labour such number of 

rest-rooms or such other suitable alternative accommodation within such time as may be prescribed. 
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(2) The rest-rooms or the alternative accommodation to be provided under sub-section (1) shall be 

sufficiently lighted and ventilated and shall be maintained in a clean and comfortable condition. 

18. Other facilities.—It shall be the duty of every contractor employing contract labour in connection 

with the work of an establishment to which this Act applies, to provide and maintain— 

(a) a sufficient supply of wholesome drinking water for the contract labour at convenient places; 

(b) a sufficient number of latrines and urinals of the prescribed types so situated as to be 

convenient and accessible to the contract labour in the establishment; and 

(c) washing facilities. 

19. First-aid facilities.—There shall be provided and maintained by the contractor so as to be readily 

accessible during all working hours a first-aid box equipped with the prescribed contents at every place 

where contract labour is employed by him. 

20. Liability of principal employer in certain cases.—(1) If any amenity required to be provided 

under section 16, section 17, section 18 or section 19 for the benefit of the contract labour employed in an 

establishment is not provided by the contractor within the time prescribed therefor, such amenity shall be 

provided by the principal employer within such time as may be prescribed. 

(2) All expenses incurred by the principal employer in providing the amenity may be recovered by the 

principal employer from the contractor either by deduction from any amount payable to the contractor 

under any contract or as a debt payable by the contractor. 

21. Responsibility for payment of wages.—(1) A contractor shall be responsible for payment of 

wages to each worker employed by him as contract labour and such wages shall be paid before the expiry 

of such period as may be prescribed. 

(2) Every principal employer shall nominate a representative duly authorised by him to be present at 

the time of disbursement of wages by the contractor and it shall be the duty of such representative to 

certify the amounts paid as wages in such manner as may be prescribed. 

(3) It shall be the duty of the contractor to ensure the disbursement of wages in the presence of the 

authorised representative of the principal employer. 

(4) In case the contractor fails to make payment of wages within the prescribed period or makes short 

payment, then the principal employer shall be liable to make payment of wages in full or the unpaid 

balance due, as the case may be, to the contract labour employed by the contractor and recover the 

amount so paid from the contractor either by deduction from any amount payable to the contractor under 

any contract or as a debt payable by the contractor. 

CHAPTER VI 

PENALTIES AND PROCEDURE 

22. Obstructions.—(1) Whoever obstructs an inspector in the discharge of his duties under this Act 

or refuses or wilfully neglects to afford the inspector any reasonable facility for making any inspection, 

examination, inquiry or investigation authorised by or under this Act in relation to an establishment to 

which, or a contractor to whom, this Act applies, shall be punishable with imprisonment for a term which 

may extend to three months, or with fine which may extend to five hundred rupees, or with both. 

(2) Whoever wilfully refuses to produce on the demand of an inspector any register or other 

document kept in pursuance of this Act or prevents or attempts to prevent or does anything which he has 

reason to believe is likely to prevent any person from appearing before or being examined by an inspector 

acting in pursuance of his duties under this Act, shall be punishable with imprisonment for a term which 

may extend to three months, or with fine which may extend to five hundred rupees, or with both. 

23. Contravention of provisions regarding employment of contract labour.—Whoever 

contravenes any provision of this Act or of any rules made thereunder prohibiting, restricting or 

regulating the employment of contract labour, or contravenes any condition of a licence granted under this 

Act, shall be punishable with imprisonment for a term which may extend to three months, or with fine 
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which may extend to one thousand rupees, or with both, and in the case of a continuing contravention 

with an additional fine which may extend to one hundred rupees for every day during which such 

contravention continues after conviction for the first such contravention. 

24. Other offences.—If any person contravenes any of the provisions of this Act or of any rules made 

thereunder for which no other penalty is elsewhere provided, he shall be punishable with imprisonment 

for a term which may extend to three months, or with fine which may extend to one thousand rupees, or 

with both. 

25. Offences by companies.—(1) If the person committing an offence under this Act is a company, 

the company as well as every person in charge of, and responsible to, the company for the conduct of its 

business at the time of the commission of the offence shall be deemed to be guilty of the offence and shall 

be liable to be proceeded against and punished accordingly: 

Provided that nothing contained in this sub-section shall render any such person liable to any 

punishment if he proves that the offence was committed without his knowledge or that he exercised all 

due diligence to prevent the commission of such offence. 

(2) Notwithstanding anything contained in sub-section (1), where an offence under this Act has been 

committed by a company and it is proved that the offence has been committed with the consent or 

connivance of, or that the commission of the offence is attributable to any neglect on the part of any 

director, manager, managing agent or any other officer of the company, such director, manager, managing 

agent or such other officer shall also be deemed to be guilty of that offence and shall be liable to be 

proceeded against and punished accordingly. 

Explanation.—For the purpose of this section— 

(a) “company” means any body corporate and includes a firm or other association of individuals; 
and 

(b) “director”, in relation to a firm, means a partner in the firm. 

STATE AMENDMENT 

Uttar Pradesh 

Insertion of new Section 25-A.—After section-25 of the principal Act the following section shall be 

inserted, namely:— 

“25-A. (1) Any offence committed under this Act, punishable with fine or imprisonment up to six 

months or with both may, on an application of the accuses person, either before or after institution of 

any prosecution, be compounded by such Competent Officer, as the State Government may by 

notification, specify for a sum of fifty percent of the maximum fine provided for such offence, in such 

manner as may be prescribed: 

Provided that the provision of compounding under this section shall be available only for 

commission of first offence. 

(2) Every application for the compounding of an offence shall be made in such manner as may be 

prescribed. 

(3) Where any offence is compounded before the institution of any prosecution, no prosecution 

shall be instituted in relation to such offence, against the offender in relation to whom the offence is 

so compounded. 

(4) Where the composition of any offence is made after the institution of any prosecution, such 

composition shall be brought by the officer referred to in sub-section (1) in writing to the notice of the 

court in which prosecution is pending and on such notice of the composition of the offence being 

given, the person against whom the offence is so compounded shall be discharged.” 

[Vide the Uttar Pradesh Act 14 of 2018, s. 5] 
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Union Territory of Ladakh 

After section 25, insert- 

“25A. Compounding of offences.--(1) Any offence punishable under sub-sections (1) and (2) of 

section 22 and section 24 may, either before or after the institution of the persecution, on an 

application by the alleged offender, be compounded by such officer or authority as the appropriate 

Government may by notification in the official Gazette, specify in this behalf for such amount as 

specified in the Table below:-- 

TABLE 

S. No. Section Compounding amount 

1 2 3 

1 22(1), 22(2) and 24 Number of workmen employed in the 

industry 

Amount not exceeding 

1 to 50 Rs. 5000/- 

51 to 100 Rs. 8,000/- 

101 to 500 Rs. 12,000/- 

More than 500 Rs. 16,000/-: 

Provided that the appropriate Government may, by notification in the Official Gazette, amend the 

said specified compounding amount: 

Provided further that the offences of the same nature committed by the same offender for more 

than three occasions shall not be compoundable: 

Provided also that such offences shall be compounded only after the alleged offender has acted to 

the satisfaction of such officer or authority that such offence is not continued any further: 

Provided also that when an offence is compounded on an application by the principal employer or 

contractor, then seventy-five per cent. of the compounding amount received from him, shall be paid 

to the concerned employee or equally amongst the employees and if any employees are not 

identifiable, then the remaining amount shall be deposited in such manner as may be notified by the 

appropriate Government. 

(2) Where an offence has been compounded under sub-section (1), no further proceedings shall 

be taken against the offender in respect of such offence and the offender, if in custody, shall be 

released or discharged.” 

[Vide Union Territory of Ladakh Reorganisation (Adaptation of Central Laws) Order, 2020, Notification 

no. S.O. 3465(E), dated (5-10-2020) and vide Union Territory of Ladakh Reorganisation (Adaptation of 

Central Laws) Order, 2020, Notification no. S.O. 3774(E), dated (23-10-2020).] 

Arunachal Pradesh 

Insertion of section 25A : After section 25 of the principal Act, the following section shall be 

inserted, namely : 

“25A. Compounding of offences : (1) Any offence punishable under sub-section (1) and (2) of 

Section 22 and Section 24 may either before or after the institution of the prosecution, on an application 

by the alleged offender, be compounded by such officer or authority as the State Government may, by 

notification in the Official Gazette, specify in this behalf for the amount as specified in the table below. 
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TABLE 

 

Number of workmen employed in establishment Composition amount 

50 to 100 20000 

101 to 500 35000 

More than 500 50000 

Provided that the State Government may, by a notification in the Official Gazette, amend the composition 

amount specified in the above Table. 

Provided further that the offence committed of the same nature shall be compoundable only for the first three 

offences : 

Provided also that such offences shall be compounded only after the alleged offender has acted to the 

satisfaction of such officer or authority that such offence is not continued any further. 

(2) Where an offence has been compounded under section (1) of this section, no further proceedings shall be 

taken against the offender in respect of such offence and the offended, if in custody, shall be discharged”. 

[Vide the Arunachal Pradesh Act 10 of 2021, s. 3] 

26. Cognizance of offences.—No court shall take cognizance of any offence under this Act except on 

a complaint made by, or with the previous sanction in writing of, the inspector and no court inferior to 

that of a Presidency Magistrate or a magistrate of the first class shall try any offence punishable under this 

Act. 

27. Limitation of prosecutions.—No court shall take cognizance of an offence punishable under this 

Act unless the complaint thereof is made within three months from the date on which the alleged 

commission of the offence came to the knowledge of an inspector: 

Provided that where the offence consists of disobeying a written order made by an inspector, 

complaint thereof may be made within six months of the date on which the offence is alleged to have 

been committed. 

CHAPTER VII 

MISCELLANEOUS 

28. Inspecting staff.—(1) The appropriate Government may, by notification in the Official Gazette, 

appoint such persons as it thinks fit to be inspectors for the purposes of this Act, and define the local 

limits within which they shall exercise their powers under this Act. 

(2) Subject to any rules made in this behalf, an inspector may, within the local limits for which he is 

appointed— 

(a) enter, at all reasonable hours, with such assistance (if any), being persons in the service of the 

Government or any local or other public authority as he thinks fit, any premises or place where 

contract labour is employed, for the purpose of examining any register or record or notices required to 

be kept or exhibited by or under this Act or rules made thereunder, and require the production thereof 

for inspection; 

(b) examine any person whom he finds in any such premises or place and who, he has reasonable 

cause to believe, is a workman employed therein; 

(c) require any person giving out work and any workman, to give any information, which is in his 

power to give with respect to the names and addresses of the persons to, for and from whom the work 

is given out or received, and with respect to the payments to be made for the work; 
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(d) seize or take copies of such register, record of wages or notices or portions thereof as he may 

consider relevant in respect of an offence under this Act which he has reason to believe has been 

committed by the principal employer or contractor; and 

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

(3) Any person required to produce any document or thing or to give any information required by an 

inspector under sub-section (2) shall be deemed to be legally bound to do so within the meaning of 

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

(4) The provisions of the Code of Criminal Procedure, 1898 (5 of 1898), shall, so far as may be, apply 

to any search or seizure under sub-section (2) as they apply to any search or seizure made under the 

authority of a warrant issued under section 98 of the said Code. 

29. Registers and other records to be maintained.—(1) Every principal employer and every 

contractor shall maintain such registers and records giving such particulars of contract labour employed, 

the nature of work performed by the contract labour, the rates of wages paid to the contract labour and 

such other particulars in such form as may be prescribed. 

(2) Every principal employer and every contractor shall keep exhibited in such manner as may be 

prescribed within the premises of the establishment where the contract labour is employed, notices in the 

prescribed form containing particulars about the hours of work, nature of duty and such other information 

as may be prescribed. 

30. Effect of laws and agreements inconsistent with this Act.—(1) The provisions of this Act shall 

have effect notwithstanding anything inconsistent therewith contained in any other law or in the terms of 

any agreement or contract of service, or in any standing orders applicable to the establishment whether 

made before or after the commencement of this Act: 

Provided that where under any such agreement, contract of service or standing orders the contract 

labour employed in the establishment are entitled to benefits in respect of any matter which are more 

favourable to them than those to which they would be entitled under this Act, the contract labour shall 

continue to be entitled to the more favourable benefits in respect of that matter, notwithstanding that they 

receive benefits in respect of other matters under this Act. 

(2) Nothing contained in this Act shall be construed as precluding any such contract labour from 

entering into an agreement with the principal employer or the contractor, as the case may be, for granting 

them rights or privileges in respect of any matter which are more favourable to them than those to which 

they would be entitled under this Act. 

31. Power to exempt in special cases.—The appropriate Government may, in the case of an 

emergency, direct, by notification in the Official Gazette, that subject to such conditions and restrictions, 

if any, and for such period or periods, as may be specified in the notification, all or any of the provisions 

of this Act or the rules made thereunder shall not apply to any establishment or class of establishments or 

any class of contractors. 

32. Protection of action taken under this Act.—(1) No suit, prosecution or other legal proceedings 

shall lie against any registering officer, licensing officer or any other Government servant or against any 

member of the Central Board or the State Board, as the case may be, for anything which is in good faith 

done or intended to be done in pursuance of this Act or any rule or order made thereunder. 

(2) No suit or other legal proceedings shall lie against the Government for any damage caused or 

likely to be caused by anything which is in good faith done or intended to be done in pursuance of this 

Act or any rule or order made thereunder. 

33. Power to give directions.—The Central Government may give directions to the Government of 

any State as to the carrying into execution in the State of the provisions contained in this Act. 

34. Power to remove difficulties.—If any difficulty arises in giving effect to the provisions of this 

Act, the Central Government may, by order published in the Official Gazette, make such provisions not 

inconsistent with the provisions of this Act, as appears to it to be necessary or expedient for removing the 

difficulty. 
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35. Power to make rules.—(1) The appropriate Government may, subject to the condition of 

previous publication, make rules for carrying out the purposes of this Act. 

(2) In particular, and without prejudice to the generality of the foregoing power, such rules may 

provide for all or any of the following matters, namely:— 

(a) the number of persons to be appointed as members representing various interests on the 

Central Board and the State Board, the term of their office and other conditions of service, the 

procedure to be followed in the discharge of their functions and the manner of filling vacancies; 

(b) the times and places of the meetings of any committee constituted under this Act, the 

procedure to be followed at such meetings including the quorum necessary for the transaction of 

business, and the fees and allowances that may be paid to the members of a committee; 

(c) the manner in which establishments may be registered under section 7, the levy of a fee 

therefor and the form of certificate of registration; 

(d) the form of application for the grant or renewal of a licence under section 13 and the 

particulars it may contain; 

(e) the manner in which an investigation is to be made in respect of an application for the grant of 

a licence and the matters to be taken into account in granting or refusing a licence; 

(f) the form of a licence which may be granted or renewed under section 12 and the conditions 

subject to which the licence may be granted or renewed, the fees to be levied for the grant or renewal 

of a licence and the deposit of any sum as security for the performance of such conditions; 

(g) the circumstances under which licences may be varied or amended under section 14; 

(h) the form and manner in which appeals may be filed under section 15 and the procedure to be 

followed by appellate officers in disposing of the appeals; 

(i) the time within which facilities required by this Act to be provided and maintained may be so 

provided by the contractor and in case of default on the part of the contractor, by the principal 

employer; 

(j) the number and types of canteens, rest-rooms, latrines and urinals that should be provided and 

maintained; 

(k) the type of equipment that should be provided in the first-aid boxes; 

(l) the period within which wages payable to contract labour should be paid by the contractor 

under sub-section (1) of section 21; 

(m) the form of registers and records to be maintained by principal employers and contractors; 

(n) the submission of returns, forms in which, and the authorities to which, such returns may be 

submitted; 

(o) the collection of any information or statistics in relation to contract labour; and 

(p) any other matter which has to be, or may be, prescribed under this Act. 

(3) 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 successive sessions, and if before the expiry of the session in which 

it is so laid or the session immediately following, 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. 

1[(4) Every rule made by the State Government under this Act shall be laid, as soon as may be after it 

is made, before the State Legislature.] 
 

1. Ins. by Act 4 of 2005, s. 2 and the Schedule (w.e.f. 11-1-2005). 
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The Contract Labour (Regulation and Abolition) Act, 1970 (CLRA Act, 1970) Executive 
Summary 

1. Introduction to the Contract Labour (Regulation and Abolition) Act, 1970 

The Contract Labour (Regulation and Abolition) Act, 1970 marked a defining moment in India’s journey 

toward labour welfare and industrial fairness. Before this law came into effect, the use of contract labour 

had grown significantly, particularly in construction, manufacturing, mining, and public utilities. While it 

provided flexibility to employers, it often led to exploitation—low wages, poor working conditions, and 

complete absence of social security. The government recognised that such conditions were incompatible 

with India’s constitutional vision of equality and dignity in work. 

The Contract Labour Regulation and Abolition Act 1970 Bare Act PDF was therefore introduced to balance 

two competing needs—economic efficiency for employers and humane treatment for contract workers. The 

law does not prohibit contract labour in all situations; instead, it regulates its use and allows for abolition 

where exploitation or unfair practices are evident. It seeks to ensure that contract workers are not treated 

as replaceable labour but as individuals entitled to fair wages, safe workplaces, and lawful employment 

conditions. 

The legislation was enacted after extensive consultations and recommendations by the Labour 

Investigation Committee and the National Commission on Labour. These bodies had highlighted the 

growing dependency on intermediary contractors who frequently ignored welfare standards. The law 

sought to bring these relationships into the legal fold and hold both the contractor and principal employer 

accountable. 

The objectives behind the Contract Labour Act 1970 Executive Summary Corrida Legal can be 

summarised as: 

• To regulate the employment of contract labour in specific establishments and processes. 

• To provide safeguards relating to health, safety, and welfare. 

• To ensure payment of wages and prevention of exploitation. 

• To establish mechanisms for registration and licensing. 

• To empower the government to prohibit contract labour in core or perennial activities. 

• To promote industrial peace and equitable treatment of all workers. 

Over the years, contract employment has become an integral part of the Indian workforce. Industries 

continue to rely on outsourced labour for flexibility and cost control. However, the law ensures that this 

flexibility does not become a reason for unfair treatment. The Contract Labour Regulation and Abolition Act 

1970 PDF Download remains a vital framework that reinforces the idea that economic growth must coexist 

with social justice. 

The Contract Labour Act 1970 Key Provisions and Summary show how this balance is achieved through 

structured responsibilities. Principal employers are required to register, contractors must obtain licenses, 

and both must ensure compliance with welfare norms. These duties are not mere formalities—they reflect 

the moral and legal responsibility to treat every worker with dignity. 

For legal professionals, compliance officers, and employers, the Contract Labour Law Bare Act PDF 

Corrida Legal serves as a guiding reference to understanding these obligations. It clarifies where flexibility 

ends and accountability begins. The Contract Labour Regulation and Abolition Act 1970 Full Text PDF 

India continues to be one of the most relevant labour statutes today, shaping how modern workplaces 

engage contractual employees while preserving fairness, safety, and respect in employment. 

 
2. Objective and Applicability under the Contract Labour (Regulation and Abolition) Act, 1970 
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The purpose of the Contract Labour (Regulation and Abolition) Act, 1970 extends far beyond mere 

regulation. It is rooted in the broader vision of safeguarding dignity, equality, and humane working 

conditions for those engaged in contract-based employment. The rise of contract labour in post-

independence India brought efficiency for industries but created deep social disparities. Workers hired 

through contractors often had no access to fair wages, medical facilities, or job security. The Act was 

introduced to correct this imbalance and to ensure that the system of contract labour operates within ethical 

and legal boundaries. 

The Contract Labour Regulation and Abolition Act 1970 Bare Act PDF clearly defines the law’s objective: to 

regulate the employment of contract labour in certain establishments and to provide for its abolition in 

specific cases where conditions of work are found to be exploitative or unjust. It empowers the government 

to intervene whenever contract work becomes a tool for avoidance of legal obligations or when the nature 

of work is perennial and integral to the industry. 

2.1 Purpose and Policy Intent 

The intent behind the Act, as reflected in the Contract Labour Act 1970 Executive Summary Corrida Legal, 

is to balance flexibility in employment with fairness in treatment. The government recognised that contract 

labour could not be eliminated altogether, as industries often require temporary workers for seasonal or 

project-based activities. However, unregulated use of contract labour was leading to violations of basic 

labour rights. The law therefore set out a dual framework—regulation for fair treatment and abolition 

where exploitation persists. 

Key policy goals include: 

• Ensuring humane working conditions for contract labourers. 

• Protecting against underpayment and delayed wages. 

• Regulating intermediaries (contractors) to prevent abuse of employment structures. 

• Promoting equality between direct and contract workers engaged in similar work. 

• Allowing government intervention to abolish contract labour where work is of a permanent nature. 

This balanced policy ensures that industries remain competitive without sacrificing human welfare. 

2.2 Applicability of the Act 

As provided under the Contract Labour Regulation and Abolition Act 1970 PDF Download, the law applies 

to: 

• Every establishment in which 20 or more contract labourers are employed or were employed on 

any day of the preceding 12 months. 

• Every contractor who employs or has employed 20 or more workers during the same period. 

However, the Act excludes establishments where work is of an intermittent or casual nature. The 

appropriate government—either central or state—determines whether an establishment or process falls 

under this category. 

The law applies to both public and private sectors, including government departments, public sector 

undertakings, and private industrial establishments. This wide applicability ensures that contract workers in 

any sector can benefit from its protections. 

2.3 Role of Appropriate Government 

The MSME Development Act focuses on business inclusion, while the Contract Labour Act empowers the 

government to regulate labour welfare through administrative oversight. Under the Contract Labour Act 

1970 Key Provisions and Summary, the appropriate government (Central or State) has powers to: 
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• Grant registration certificates to principal employers. 

• Issue and renew contractor licenses. 

• Enforce compliance through labour inspectors. 

• Prohibit employment of contract labour in specific activities after due consultation. 

• Set welfare standards through rules and notifications. 

This mechanism ensures accountability across multiple layers of employment, preventing exploitation by 

both employers and contractors. 

2.4 Core Coverage of the Law 

The Contract Labour Law Bare Act PDF Corrida Legal makes it clear that the Act’s coverage is not limited 

to industrial undertakings—it also extends to service-based establishments, logistics, information 

technology support, construction, and maintenance activities. By design, the law captures every form of 

indirect employment where labour is supplied or managed through intermediaries. 

This wide scope is essential because the growth of outsourcing and third-party staffing in modern India 

mirrors the same vulnerabilities the Act was originally designed to address. 

2.5 Relevance in Contemporary Employment 

The Contract Labour Regulation and Abolition Act 1970 Full Text PDF India remains deeply relevant in 

today’s employment landscape. With the increasing dependence on contractual and gig work, the law’s 

focus on regulation and welfare continues to provide necessary safeguards. 

It ensures that no worker, irrespective of their employment type, is deprived of basic rights such as fair pay, 

safety, and welfare facilities. It also serves as a reminder that industrial progress must align with social 

responsibility. 

Through its balanced design, the Contract Labour Regulation and Abolition Act continues to be a 

cornerstone of labour justice in India—protecting the invisible workforce that powers industries while 

ensuring the country’s development remains humane, equitable, and sustainable. 

 
3. Registration and Licensing Requirements under the Contract Labour (Regulation and Abolition) 

Act, 1970 

The Contract Labour (Regulation and Abolition) Act, 1970 introduced a structured framework for 

registration and licensing — the two pillars that ensure transparency and accountability in the employment 

of contract labour. Before this system was in place, contractors often operated informally, with no official 

records of workers, payments, or working conditions. This lack of regulation led to widespread exploitation 

and made it difficult for authorities to monitor compliance. The Act corrected this by mandating a formal 

registration process for employers and a licensing requirement for contractors, ensuring that every 

participant in the chain is legally accountable. 

The Contract Labour Regulation and Abolition Act 1970 Bare Act PDF outlines this system in detail. It 

ensures that no establishment or contractor can legally employ contract labour unless duly registered or 

licensed under the law. This framework not only promotes transparency but also acts as a preventive 

measure against misuse of the contract labour system. 

3.1 Registration of Principal Employers 

The first step in compliance under the Contract Labour Act 1970 Executive Summary Corrida Legal is 

registration by the principal employer. Every establishment that intends to engage contract labour must 

apply for registration to the appropriate government, whether Central or State, depending on its jurisdiction. 

Key requirements for registration include: 



21 

 

 

• Submission of prescribed forms and fees. 

• Disclosure of the nature of work for which contract labour is to be employed. 

• Details of contractors engaged and the estimated number of workers. 

• Maintenance of registers and display of certificates at the workplace. 

Once registration is approved, the principal employer receives a Certificate of Registration, which 

authorises the engagement of contract labour under the conditions specified. No contractor can operate 

legally in an unregistered establishment. 

3.2 Licensing of Contractors 

The Contract Labour Regulation and Abolition Act 1970 PDF Download mandates that every contractor 

employing twenty or more workers must obtain a valid licence. This licence is issued by the same 

appropriate government that registered the principal employer. 

The contractor’s licence acts as a safeguard for workers’ rights, ensuring that contractors operate within 

regulated conditions. The main conditions attached to the licence are: 

• Employment of only the number of workers specified in the licence. 

• Provision for canteens, restrooms, drinking water, and first-aid facilities. 

• Payment of wages as per statutory standards. 

• Non-transferability of the licence to another contractor or establishment. 

If a contractor fails to comply with these conditions, the licence can be suspended or cancelled after due 

inquiry. This ensures that the welfare of workers is not compromised at any stage. 

3.3 Responsibilities of Principal Employers 

Registration does not absolve the principal employer of responsibility. Under the Contract Labour Act 1970 

Key Provisions and Summary, if a contractor defaults in providing facilities or paying wages, the principal 

employer becomes liable to make such payments and recover the amount from the contractor later. 

This provision establishes dual accountability, preventing employers from using contractors as shields to 

escape legal duties. The principal employer must also: 

• Ensure contractors possess valid licences. 

• Maintain a register of all contract workers engaged. 

• Display registration and licence details prominently. 

• Facilitate welfare amenities prescribed under the Act. 

This shared responsibility structure is a key feature that distinguishes the CLRA Act from earlier labour 

regulations. 

3.4 Renewal, Revocation, and Compliance Audits 

According to the Contract Labour Law Bare Act PDF Corrida Legal, licences and registration certificates 

are typically valid for a specified period and must be renewed before expiry. Authorities are empowered to 

revoke them if conditions are violated or if the contractor is found guilty of malpractice. 

Regular compliance audits are carried out by labour inspectors who verify that: 

• Workers receive timely wages. 

• Facilities such as drinking water, canteens, and medical aid are maintained. 



22 

 

 

• Working hours and rest intervals follow statutory rules. 

These audits serve both preventive and corrective purposes, ensuring consistent enforcement of welfare 

standards. 

3.5 Significance under the Contract Labour Regulation and Abolition Act 1970 Full Text PDF India 

The licensing and registration process, as elaborated in the Contract Labour Regulation and Abolition Act 

1970 Full Text PDF India, is the backbone of legal control in contract labour systems. It transforms informal 

work into a traceable, accountable, and lawful structure. 

For workers, it guarantees recognition and access to remedies. For employers, it provides legitimacy and 

legal clarity. For the government, it creates a transparent database for policy planning and monitoring. 

This process has long-term implications for industrial governance. It promotes ethical business conduct, 

protects vulnerable workers, and creates a compliance-oriented culture. Through this structured approach, 

the Act ensures that contract labour remains a regulated support mechanism — not an instrument of 

exploitation — within India’s industrial and service sectors. 

 
4. Duties and Responsibilities of Principal Employers and Contractors under the Contract Labour 

(Regulation and Abolition) Act, 1970 

The Contract Labour (Regulation and Abolition) Act, 1970 establishes a shared system of responsibility 

between principal employers and contractors. This dual accountability is the essence of the law — ensuring 

that no worker engaged through a contractor is denied basic rights, fair wages, or safe working conditions. 

Before the Act, employers often used contractors to bypass direct obligations toward labour. The new 

framework changed that by making both parties legally responsible for compliance and welfare. 

The Contract Labour Regulation and Abolition Act 1970 Bare Act PDF defines this relationship clearly. The 

principal employer, who engages a contractor, remains the ultimate authority responsible for ensuring 

compliance with the Act’s provisions. The contractor, in turn, is directly accountable for the day-to-day 

welfare, payment, and supervision of the workers employed under him. 

4.1 Duties of the Principal Employer 

The Contract Labour Act 1970 Executive Summary Corrida Legal explains that the principal employer 

cannot delegate complete responsibility to contractors. Even if a contractor manages recruitment and 

payments, the principal employer must oversee all legal and welfare obligations to ensure fair treatment. 

Key duties include: 

• Ensuring that contractors hold valid licences under the Act. 

• Maintaining a register of contractors and contract workers employed. 

• Providing welfare facilities if the contractor fails to do so. 

• Making wage payments directly if contractors default. 

• Displaying registration certificates and other statutory notices at the workplace. 

The principal employer’s liability is direct and enforceable. If any contractor violates provisions related to 

wages, safety, or welfare, the employer must rectify the default immediately and can recover the costs from 

the contractor later. This ensures that workers do not suffer delays or non-payment due to administrative 

lapses. 

4.2 Duties of the Contractor 

The contractor’s obligations, as detailed in the Contract Labour Regulation and Abolition Act 1970 PDF 

Download, form the operational core of the law. Contractors act as intermediaries who recruit, manage, and 

supervise labourers on behalf of the principal employer. 
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Their responsibilities include: 

• Paying wages within prescribed time limits and maintaining wage registers. 

• Providing canteens, restrooms, first-aid facilities, and safe drinking water. 

• Ensuring proper working hours and rest intervals. 

• Displaying wage rates and working conditions prominently. 

• Submitting returns and records to the licensing authority as required. 

The contractor must also issue employment cards and service certificates to every worker, establishing a 

verifiable record of employment. 

4.3 Shared Accountability and Legal Liability 

The Contract Labour Act 1970 Key Provisions and Summary places strong emphasis on joint liability. Both 

the principal employer and the contractor are accountable for compliance, especially in matters of payment 

and welfare. If a contractor fails to pay wages, the principal employer must do so on his behalf. Similarly, if 

welfare facilities such as canteens or medical aid are not provided, the responsibility automatically shifts to 

the principal employer. 

This structure ensures that the legal obligation to protect workers cannot be avoided through outsourcing or 

delegation. 

4.4 Welfare and Health Provisions 

The Contract Labour Law Bare Act PDF Corrida Legal also imposes specific welfare requirements on both 

parties. These include maintaining hygienic canteens, rest shelters, washing areas, and proper lighting in 

work zones. For larger establishments, separate facilities for men and women workers are mandatory. 

Employers and contractors must also ensure: 

• Regular health check-ups in hazardous industries. 

• Adequate first-aid arrangements at all work sites. 

• Protective equipment and safety training in high-risk operations. 

• Compliance with environmental and occupational safety standards. 

Failure to provide these facilities can lead to penalties, suspension of registration or licence, and even 

prosecution under the Act. 

4.5 Transparency and Record-Keeping under the Contract Labour Regulation and Abolition Act 

1970 Full Text PDF India 

To maintain transparency, the Act requires detailed record-keeping and reporting by both employers and 

contractors. The Contract Labour Regulation and Abolition Act 1970 Full Text PDF India specifies that 

registers of wages, attendance, overtime, deductions, and employment cards must be maintained and 

made available for inspection. These documents are essential for verifying compliance and protecting 

worker interests. 

This structured accountability ensures that the contract labour system functions within a defined legal 

framework. By creating shared responsibility, the Act protects the workforce from neglect and ensures 

fairness in every stage of employment — from recruitment to payment. 

The duties outlined in the Contract Labour Regulation and Abolition Act 1970 Bare Act PDF continue to 

remind employers that the pursuit of efficiency cannot override the principles of welfare, justice, and 

humane treatment. It is this balance that keeps India’s labour system aligned with the spirit of its 

Constitution — where economic growth and worker dignity move together, not apart. 
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5. Abolition of Contract Labour and Prohibition under the Contract Labour (Regulation and 

Abolition) Act, 1970 

While the Contract Labour (Regulation and Abolition) Act, 1970 allows for the use of contract labour under 

regulated conditions, it also recognises that in certain cases, contract labour should be abolished 

altogether. This is particularly true when the nature of work is perennial, essential, or integral to an 

establishment’s regular operations. The law empowers the government to prohibit employment of contract 

labour in such cases, ensuring that permanent and continuous work is carried out by direct employees 

instead of contract workers. 

The Contract Labour Regulation and Abolition Act 1970 Bare Act PDF sets out a structured process for 

identifying and abolishing exploitative forms of contract employment. This power is not arbitrary — it is 

exercised only after careful consideration and consultation with advisory bodies, ensuring that the decision 

serves both economic and social interests. 

5.1 Government’s Power to Abolish Contract Labour 

Under Section 10 of the Contract Labour Act 1970 Executive Summary Corrida Legal, the appropriate 

government (Central or State) may, by notification, prohibit employment of contract labour in any process, 

operation, or work in any establishment. This decision is taken only after consultation with the Central 

Advisory Board or the State Advisory Board, depending on jurisdiction. 

The key factors considered before issuing such a prohibition include: 

• Whether the process or work is perennial in nature. 

• Whether it is ordinarily done through regular employees in similar establishments. 

• Whether the work is necessary for the establishment’s normal operations. 

• Whether the employment of contract labour leads to adverse working conditions or exploitation. 

This process ensures that abolition is used as a corrective tool rather than a blanket restriction. 

5.2 Criteria for Determining Abolition 

The Contract Labour Regulation and Abolition Act 1970 PDF Download provides that contract labour 

should not be engaged where the work is of a permanent and recurring character, such as maintenance of 

machinery, core manufacturing, or essential services. The law’s guiding principle is that work essential to 

an establishment’s existence must be performed by regular employees who enjoy stable wages and 

benefits. 

For example, in a manufacturing plant, tasks like production line operations or routine maintenance are 

considered core functions. If such work is outsourced to contract workers for long periods, it may justify 

government intervention and abolition orders. 

5.3 Advisory Boards and Consultation Process 

The Contract Labour Act 1970 Key Provisions and Summary emphasises the consultative nature of the 

decision-making process. The Central Advisory Board and State Advisory Boards are statutory bodies that 

include representatives from the government, employers, workers, and other stakeholders. They study 

industry-specific situations, collect data, and advise on whether contract labour should be abolished in a 

particular activity. 

These boards ensure that the abolition process remains transparent and balanced, preventing misuse or 

disruption of genuine business needs while protecting the interests of workers. 

5.4 Consequences of Abolition Orders 

Once the government issues a notification under Section 10 prohibiting contract labour in a specific 
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process or operation, the principal employer is prohibited from employing contract workers in that activity. 

All such work must then be performed by directly employed staff. 

However, the Act does not automatically grant absorption rights to existing contract workers. Judicial 

interpretations have clarified that abolition of contract labour does not necessarily mean permanent 

employment for contract workers — unless specific directions are issued by the government or courts. This 

ensures that abolition remains a matter of regulation, not automatic conversion. 

5.5 Judicial Approach and Case Law 

The Contract Labour Law Bare Act PDF Corrida Legal reflects a series of judicial rulings that have defined 

the limits of abolition. The landmark case of Air India Statutory Corporation v. United Labour Union (1997) 

initially held that contract workers in abolished operations should be absorbed as regular employees. 

However, this was later revisited in Steel Authority of India Ltd. v. National Union Waterfront Workers 

(2001), where the Supreme Court ruled that abolition of contract labour does not automatically lead to 

absorption unless the government explicitly directs it. 

This shift underscored the difference between regulation and regularisation, keeping the focus on legality 

rather than expectation. 

5.6 Role of Corrida Legal and Industry Relevance 

The Contract Labour Regulation and Abolition Act 1970 Full Text PDF India serves as an essential 

reference for industries seeking clarity on where contract labour can and cannot be used. It guides HR 

managers, compliance officers, and legal practitioners on balancing flexibility with responsibility. 

Abolition under this law is not an anti-business move — it is a step toward fairness. By eliminating 

exploitative practices while allowing legitimate outsourcing, the Act supports both ethical governance and 

industrial progress. 

 
6. Welfare and Social Security Measures under the Contract Labour (Regulation and Abolition) Act, 

1970 

The Contract Labour (Regulation and Abolition) Act, 1970 places significant emphasis on the welfare of 

contract workers. It recognises that fair treatment at the workplace goes beyond wages; it includes access 

to basic amenities, health safeguards, and social protection. Many workers engaged through contractors 

come from economically vulnerable backgrounds, often migrating long distances in search of employment. 

The welfare provisions of this Act aim to ensure that these workers, who form the backbone of industries 

and public works, are provided with humane working conditions and adequate safety measures. 

The Contract Labour Regulation and Abolition Act 1970 Bare Act PDF outlines mandatory welfare facilities 

for all establishments employing contract labour. These provisions are designed not only to protect 

workers’ health and dignity but also to encourage responsible business practices. They establish a 

minimum standard of living and working conditions that every contractor and employer must adhere to. 

6.1 Health, Hygiene, and Safety Standards 

According to the Contract Labour Act 1970 Executive Summary Corrida Legal, every establishment 

covered under the Act must provide essential amenities such as clean drinking water, proper sanitation, 

washing facilities, and first-aid services. In workplaces with more than 100 contract workers, the law 

requires the setting up of canteens to provide affordable and hygienic meals. 

Additional welfare measures include: 

• Well-ventilated restrooms with adequate seating. 

• Separate facilities for men and women workers. 

• Regular maintenance of cleanliness at the worksite. 
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• Proper lighting, ventilation, and safe access routes. 

• Fire safety arrangements and periodic safety drills. 

These facilities are not optional benefits but mandatory rights under the law. Failure to comply attracts 

penalties and possible cancellation of the contractor’s licence. 

6.2 Provision for Canteens and Rest Areas 

The Contract Labour Regulation and Abolition Act 1970 PDF Download specifies that canteens are to be 

provided wherever a significant number of workers are employed on site. The aim is to maintain the health 

and morale of workers who often spend long hours performing strenuous physical labour. Similarly, 

restrooms and shelters must be made available for workers to use during intervals or non-working hours, 

especially at outdoor or construction sites. 

This focus on rest and nourishment ensures that productivity is achieved without compromising worker 

wellbeing. 

6.3 Welfare Responsibility of Contractors and Employers 

Under the Contract Labour Act 1970 Key Provisions and Summary, both the contractor and the principal 

employer share the responsibility for implementing welfare measures. The contractor must ensure these 

facilities are available and maintained, while the principal employer must supervise and verify compliance. 

If a contractor fails to provide the required amenities, the principal employer must step in and arrange them 

at his own cost, with the right to recover the expenses later. This ensures that workers do not suffer 

because of administrative negligence. 

6.4 Payment of Wages and Social Security Compliance 

The Act requires timely and full payment of wages directly to the workers. Wages must be paid before the 

expiry of the prescribed period, and in the presence of an authorised representative of the principal 

employer. The law prevents arbitrary deductions and mandates record maintenance of all wage payments. 

The Contract Labour Law Bare Act PDF Corrida Legal also ties into other social welfare legislations such 

as the Employees’ State Insurance Act, 1948, and the Employees’ Provident Fund Act, 1952. These 

linkages ensure that contract workers are not excluded from social security benefits such as healthcare, 

maternity protection, and retirement savings. 

Contractors and employers are obligated to register eligible workers under these schemes and contribute 

to the relevant funds as per statutory norms. 

6.5 Role of Labour Inspectors and Enforcement 

The Contract Labour Regulation and Abolition Act 1970 Full Text PDF India empowers labour inspectors to 

monitor welfare implementation. They conduct inspections, review registers, and verify that the required 

facilities exist at the site. Inspectors also investigate complaints from workers and can recommend 

suspension of licences for serious violations. 

Regular audits help maintain discipline and prevent exploitation, making the welfare system more 

transparent and responsive. 

6.6 Broader Significance of Welfare Measures 

The welfare and social security provisions under the Act go beyond compliance—they represent a vision of 

equitable industrial relations. They promote a workplace culture where safety, health, and dignity are non-

negotiable. By ensuring that every contract worker enjoys the same level of basic protection as permanent 

employees, the law reinforces the idea that fair work conditions are a fundamental right. 

These provisions continue to hold immense relevance today, especially with the expansion of the contract 

and gig workforce across industries. They reflect India’s evolving approach to inclusive growth—one where 
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the well-being of workers is seen as central to the success of enterprises. 

 
7. Rights and Remedies Available to Contract Workers under the Contract Labour (Regulation and 

Abolition) Act, 1970 

The Contract Labour (Regulation and Abolition) Act, 1970 is not just a framework for regulation; it is a 

guarantee of rights. It ensures that every worker engaged through a contractor enjoys fair treatment, legal 

protection, and access to remedies in case of exploitation or violation. For decades, contract workers were 

among the most vulnerable sections of the labour force — lacking stability, legal identity, and 

representation. This Act corrected that imbalance by giving them enforceable rights, supported by 

institutional mechanisms for redressal. 

The Contract Labour Regulation and Abolition Act 1970 Bare Act PDF lays down a series of worker-centric 

protections that apply to every establishment employing contract labour. These rights include fair wages, 

humane working conditions, protection from arbitrary dismissal, and access to welfare amenities. By 

integrating these safeguards into law, the Act gives contract workers a voice within the formal system of 

industrial justice. 

7.1 Right to Fair Wages and Timely Payment 

One of the most fundamental protections under the Contract Labour Act 1970 Executive Summary Corrida 

Legal is the right to fair and timely wages. The law mandates that workers must be paid before the expiry of 

the wage period prescribed by the government, and payments must be made in the presence of an 

authorised representative of the principal employer. 

Wages must not be lower than those prescribed under the Minimum Wages Act or other applicable labour 

laws. Any violation of wage provisions is treated as a punishable offence. This ensures that contract 

labourers receive not just legal recognition but financial dignity as well. 

7.2 Right to Safe and Healthy Working Conditions 

The Contract Labour Regulation and Abolition Act 1970 PDF Download gives workers the right to safe, 

hygienic, and humane workplaces. Employers and contractors are required to provide essential facilities 

such as clean water, restrooms, canteens, protective gear, and first-aid. Labour inspectors conduct regular 

visits to ensure compliance with these standards. 

If a worker is exposed to unsafe or unhealthy conditions, he has the right to report it to the appropriate 

authority without fear of reprisal. This provision empowers workers to safeguard their own well-being and 

promotes accountability at the workplace. 

7.3 Right to Welfare and Social Protection 

The Contract Labour Act 1970 Key Provisions and Summary connects workers’ rights under this law with 

broader social welfare frameworks such as the Employees’ State Insurance (ESI) and Employees’ 

Provident Fund (EPF). Contract workers covered under these schemes are entitled to medical care, 

maternity benefits, insurance, and pension contributions. 

These measures ensure that contract workers, despite being employed indirectly, enjoy the same safety 

net as regular employees. It bridges the gap between temporary employment and long-term security. 

7.4 Right to Protection against Unfair Dismissal 

The Contract Labour Law Bare Act PDF Corrida Legal ensures that contract workers are protected against 

abrupt termination or unfair dismissal. Contractors are prohibited from removing workers arbitrarily or 

without justifiable cause. In cases where termination occurs without reason or in violation of procedure, 

workers have the right to approach the Labour Commissioner or the Labour Court for relief. 

Additionally, workers engaged in establishments where contract labour has been abolished by government 

notification may be entitled to alternative employment or compensation, depending on the nature of the 
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order. 

7.5 Right to Raise Complaints and Seek Redress 

The Contract Labour Regulation and Abolition Act 1970 Full Text PDF India provides an effective grievance 

redressal mechanism. Workers can approach the Labour Inspector, the licensing authority, or the Labour 

Commissioner to report violations. Complaints may relate to non-payment of wages, denial of welfare 

facilities, unsafe working conditions, or harassment. 

If an issue is not resolved administratively, workers can seek remedy through Labour Courts or Industrial 

Tribunals established under the Industrial Disputes Act. The decisions of these authorities are binding and 

enforceable in law. 

7.6 Role of Trade Unions and Worker Representation 

Although many contract workers are employed for short durations, the law recognises the importance of 

collective representation. Trade unions play a crucial role in voicing concerns and negotiating better terms 

of employment for contract workers. The Act allows unions to represent workers before labour authorities, 

giving them access to organised support in legal proceedings. 

This representation ensures that individual workers are not isolated when raising grievances, strengthening 

the collective voice of labour. 

7.7 Broader Impact on Industrial Justice 

The rights and remedies provided under the Contract Labour Regulation and Abolition Act 1970 Bare Act 

PDF extend the reach of social justice to one of the most marginalised labour groups. They affirm that 

contract workers, though indirectly employed, are entitled to the same respect and protection as permanent 

employees. 

 
8. Advisory Boards and Institutional Framework under the Contract Labour (Regulation and 

Abolition) Act, 1970 

The success of the Contract Labour (Regulation and Abolition) Act, 1970 depends largely on its institutional 

structure. Recognising that labour regulation requires continuous monitoring and dialogue, the Act 

establishes a two-tier advisory framework — at the central and state levels — to guide implementation, 

review policies, and recommend abolition of contract labour where necessary. This consultative 

mechanism ensures that decisions are not made in isolation but reflect the collective wisdom of all 

stakeholders involved in employment relations. 

The Contract Labour Regulation and Abolition Act 1970 Bare Act PDF specifies that these advisory boards 

play both a preventive and corrective role. They help identify areas of potential exploitation, recommend 

welfare measures, and advise the government on whether contract labour should continue in certain 

operations or be prohibited altogether. 

8.1 Central and State Advisory Boards 

Under the Contract Labour Act 1970 Executive Summary Corrida Legal, two primary advisory bodies are 

constituted: the Central Advisory Contract Labour Board and State Advisory Contract Labour Boards. The 

Central Board advises the central government on matters relating to establishments under its jurisdiction, 

such as those operated by central public sector undertakings, railways, or ports. The State Boards, on the 

other hand, perform similar functions for establishments under state control. 

Each board includes representatives from the government, employers, contractors, workers, and 

independent members. This balanced composition ensures that no single interest dominates the decision-

making process. 

The functions of these boards include: 

• Reviewing the implementation of the Act and suggesting improvements. 
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• Advising the government on whether to prohibit contract labour in specific sectors. 

• Recommending welfare measures and compliance mechanisms. 

• Facilitating coordination between different labour departments. 

• Promoting awareness among employers and workers about their rights and obligations. 

These boards serve as the bridge between government policy and industrial reality. 

8.2 Functions and Decision-Making Process 

As detailed in the Contract Labour Regulation and Abolition Act 1970 PDF Download, the advisory boards 

operate through periodic meetings, fact-finding missions, and consultations. When considering whether to 

abolish contract labour, they examine: 

• The nature of work being performed (whether core, recurring, or seasonal). 

• The economic impact of abolition on the industry. 

• The working and living conditions of contract workers. 

• The availability of suitable alternatives for employment. 

Based on these findings, the boards submit recommendations to the government, which may then issue 

notifications under Section 10 of the Act. This process ensures that abolition decisions are evidence-based 

and fair to both employers and workers. 

8.3 Representation and Worker Participation 

One of the strengths of the Contract Labour Act 1970 Key Provisions and Summary lies in its emphasis on 

representation. Workers, through their unions or representatives, hold a formal place on these advisory 

boards. Their participation ensures that policy decisions are informed by real experiences on the ground. 

This approach makes the Act democratic in spirit and inclusive in execution. 

Through their participation, worker representatives can raise issues such as unsafe working conditions, 

non-payment of wages, or denial of welfare facilities, prompting the boards to recommend stronger 

enforcement measures. 

8.4 Role in Policy and Welfare Oversight 

Beyond their advisory capacity, these boards also influence policy direction. The Contract Labour Law Bare 

Act PDF Corrida Legal explains that the boards monitor welfare standards, advise on amendments, and 

help integrate contract labour policies with broader national labour reforms. They play a key role in 

harmonising the Act with other laws, including the Industrial Disputes Act, the Factories Act, and the 

Occupational Safety, Health and Working Conditions Code, 2020. 

Their work ensures that the law remains relevant in a rapidly changing employment landscape, where new 

industries and work arrangements continue to emerge. 

8.5 Institutional Support and Coordination 

The Contract Labour Regulation and Abolition Act 1970 Full Text PDF India highlights how effective 

implementation requires coordination among various institutions — labour departments, inspectors, courts, 

and the advisory boards themselves. Together, these entities form a network that maintains the integrity of 

the law. 

The boards also serve as a platform for dialogue between industries and workers, helping to prevent 

disputes before they escalate. They encourage compliance through consultation rather than coercion, 

promoting a cooperative model of industrial relations. 

8.6 Continuing Relevance in Modern Employment Systems 
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Even decades after its enactment, the advisory framework remains crucial. As industries evolve and new 

forms of contract work emerge — from gig platforms to service outsourcing — these boards provide the 

expertise needed to adapt regulatory approaches. They ensure that worker protection remains at the heart 

of policy-making, even as business models become more complex. 

9. Key Judicial Interpretations and Landmark Cases under the Contract Labour (Regulation and 

Abolition) Act, 1970 

Judicial interpretation has played a crucial role in shaping how the Contract Labour (Regulation and 

Abolition) Act, 1970 operates in practice. While the law provides the foundation for regulation and abolition, 

its real-world application has been defined and refined through landmark judgments of the Supreme Court 

and High Courts. These cases have clarified the scope of government powers, the rights of contract 

workers, and the responsibilities of employers under the Act. 

The Contract Labour Regulation and Abolition Act 1970 Bare Act PDF forms the legal backbone, but 

judicial decisions have transformed it into a living instrument of labour justice — one that balances 

industrial efficiency with worker protection. Over the decades, courts have dealt with issues such as 

abolition orders, absorption of workers, and the definition of employer-employee relationships. 

9.1 Air India Statutory Corporation v. United Labour Union (1997) 

This was one of the earliest and most influential judgments on the subject. In this case, the Supreme Court 

held that when contract labour is abolished under Section 10 of the Act, the workers employed in the 

concerned operations should be automatically absorbed as regular employees of the principal employer. 

The court reasoned that allowing abolition without absorption would defeat the very purpose of the law, 

which was to protect workers from exploitation. This decision was widely praised for its humane approach, 

as it sought to ensure continuity of employment for thousands of workers across public and private sectors. 

9.2 Steel Authority of India Ltd. v. National Union Waterfront Workers (2001) 

The interpretation from Air India, however, was later revisited in this landmark case. The Supreme Court 

held that abolition of contract labour does not automatically lead to absorption. The court ruled that the 

government’s power under Section 10 is limited to prohibiting contract labour but does not extend to 

directing regularisation of the workers. 

The judgment brought a more practical perspective, distinguishing between the roles of the legislature, the 

executive, and the judiciary. It also clarified that only the appropriate government, after consulting the 

advisory boards, could decide whether to abolish contract labour in a given establishment. 

This decision became the defining precedent for all future cases, restoring balance between employer 

autonomy and worker protection. 

9.3 Gujarat Electricity Board v. Hind Mazdoor Sabha (1995) 

In this case, the court examined whether contract labour could claim the status of regular employees when 

engaged in perennial work. It ruled that even if the nature of work was regular, automatic absorption could 

not be ordered unless the government had issued a formal notification prohibiting contract labour in that 

activity. 

The judgment reinforced procedural compliance under the Contract Labour Act 1970 Executive Summary 

Corrida Legal, highlighting that workers must follow due process rather than relying solely on judicial 

intervention. 

9.4 Hindustan Steel Works Construction Ltd. v. Commissioner of Labour (1996) 

This decision dealt with the welfare aspect of the law. The court observed that contractors and employers 

must not treat welfare provisions as symbolic or optional. Facilities such as canteens, restrooms, first-aid, 

and sanitation are integral to the right to work with dignity. The judgment reaffirmed that non-compliance 

with welfare standards constitutes a serious violation of the Act. 
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It also directed labour departments to conduct regular inspections and ensure that contractors maintain 

proper facilities and records. 

9.5 L&T McNeil Ltd. v. Government of Tamil Nadu (2001) 

In this case, the Madras High Court interpreted Section 10 to clarify the criteria for abolition. The court held 

that the government must undertake objective evaluation of each establishment before issuing an abolition 

order. Merely labelling work as “perennial” was not sufficient; the decision must be supported by data and 

consultation with the State Advisory Board. 

This judgment ensured that the process remained transparent and free from arbitrary decisions, aligning 

with the principles stated in the Contract Labour Regulation and Abolition Act 1970 PDF Download. 

9.6 Judicial Influence on Policy Development 

These cases collectively shaped the balance between regulation and flexibility under the law. Courts have 

consistently emphasised that while contract labour cannot be banned outright, its misuse must be curbed 

through careful monitoring, fair treatment, and effective government oversight. 

Through these rulings, the judiciary has transformed the Contract Labour Act from a static statute into an 

adaptive framework that responds to the realities of employment. The Contract Labour Act 1970 Key 

Provisions and Summary, when read alongside these judgments, illustrates how legal interpretation 

preserves the law’s spirit — protecting workers without stifling legitimate business operations. 

9.7 Ongoing Relevance and Judicial Oversight 

The Contract Labour Law Bare Act PDF Corrida Legal continues to be interpreted in light of changing 

employment practices, including the growth of outsourcing, gig work, and digital contracting. Recent 

judgments have extended the same principles of welfare and accountability to modern contractual 

arrangements. 

Courts now focus not just on the legality of employment structures but also on whether they serve the 

broader goals of fairness and social justice. 

9.8 Broader Legal and Social Impact 

The Contract Labour Regulation and Abolition Act 1970 Full Text PDF India, supported by decades of 

judicial interpretation, remains a cornerstone of labour jurisprudence in India. It reaffirms that industrial 

growth must coexist with the protection of workers’ rights. 

By defining the scope of abolition, limiting arbitrary employment practices, and mandating fairness, the 

judiciary has ensured that the Act remains relevant and robust. These landmark rulings have turned the 

CLRA Act into more than a law — they have made it a symbol of India’s continuing commitment to justice 

for every worker who contributes to the nation’s progress. 

 
Conclusion 

The Contract Labour (Regulation and Abolition) Act, 1970 remains one of India’s most significant labour 

welfare legislations — a law that transformed the way contract labour is viewed, regulated, and protected. It 

emerged at a time when contract workers were invisible in the legal system, often exploited without access 

to fair wages or safe working conditions. By bringing them under a structured regulatory framework, the Act 

turned vulnerability into visibility and exploitation into enforceable rights. 

The Contract Labour Regulation and Abolition Act 1970 Bare Act PDF captures this transformation in clear 

legal terms. It established that industrial progress cannot come at the cost of human dignity. The law 

regulates employment through registration, licensing, and welfare provisions while giving the government 

power to abolish contract labour in areas where it is misused. This balance between regulation and 

abolition ensures that industries remain flexible but never unjust. 

For businesses and professionals, the Contract Labour Act 1970 Executive Summary Corrida Legal serves 
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as a comprehensive guide to ethical and legal compliance. It explains that both principal employers and 

contractors share responsibility for fair treatment of workers — in payment, welfare, and safety. By making 

accountability a shared duty, the law prevents employers from escaping liability through intermediaries and 

promotes transparency across employment chains. 

The Contract Labour Regulation and Abolition Act 1970 PDF Download continues to influence workplace 

governance across India. It connects traditional employment structures with modern realities like 

outsourcing and project-based work. Even as industries evolve, the Act ensures that fairness, safety, and 

equity remain constant principles in every workplace. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 


