ATTENDO PRESENTS
Menstrual Leave Policy Pack
A paid menstrual leave policy for India, with the one State where it is an order, the forms, the register and the rules that bind what you write

For Indian employers: factories, garment units, offices, hospitals, stores and warehouses
•  Where menstrual leave is required and where it is your call: Karnataka's order of 12-Nov-2025, Odisha for government staff, Bihar as reported, and no central law
•  A policy for every employee who menstruates, on top of statutory leave, with no certificate and no carry-over
•  A confidential register, the DPDP Act's rules for it, and the twenty-one days' notice before any cut
•  Nine formats, eight mistakes and forty citations

From Attendo (formerly Petpooja Payroll). Reviewed 27-Oct-2026. General guidance, not legal advice.
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In a hurry? Read section 1 to see whether the leave is owed where your staff work. Then fill the days in Format 01, hand Format 02 to staff and Format 04 to managers, and keep Format 03 where only HR can open it. Karnataka sites add Format 08, and section 6 opens with what to do this week. Starting it voluntarily outside Karnataka? Section 2 ends with the steps, four weeks out to launch day.


1.  WHAT THE LAW SAYS TODAY, STATE BY STATE
No central law in India requires menstrual leave. The OSH Code gives a worker in an establishment of ten or more workers (s.2(1)(v)) annual leave with wages, earned at one day for every twenty days worked once 180 days have been worked in the year (s.32(1)), and the word 'menstrual' appears nowhere in it. The Supreme Court was asked three times to order a national policy, in Shailendra Mani Tripathi v. Union of India, and each time left it to the Government: on 24-Feb-2023 it let the petitioner make a representation to the Ministry, on 08-Jul-2024 it asked the Centre to consult stakeholders on a model policy, and on 13-Mar-2026 it said there was no need to seek a positive mandamus and disposed of the petition. The Ministry of Women and Child Development told the Lok Sabha on 08-Dec-2023 that there was no proposal to make paid menstrual leave mandatory for all workplaces. The orders were read from copies of the Court's signed record of proceedings published by LiveLaw, not from the Court's own site.
One State has reached private employers. Others give it to their own staff, or to nobody:
	Where
	Who
	What
	Read from

	Karnataka
	Private establishments registered under the five Acts the order names; women aged 18 to 52, permanent, contract or outsourced
	One paid day a month, twelve a year, no certificate, no carry-over
	GO of 12-Nov-2025, gazetted 20-Nov-2025

	Odisha
	Women State Government employees up to 55
	Twelve days of additional casual leave a year, one a month, no carry-over
	Finance Department O.M. 30993/F of 11-Nov-2024

	Karnataka, State staff
	Women State Government employees aged 18 to 52
	One day a month, no certificate, kept apart in the leave register and not combined with other leave
	Finance Department order of 02-Dec-2025, as reproduced in the High Court's judgment

	Bihar
	Women State Government employees
	Two days a month, as reported since 1992; the order was not read for this pack
	Reported only

	Sikkim
	Women employees of the High Court's own Registry
	Two to three days a month, on the recommendation of the Court's Medical Officer, not debited from leave
	Notification No. 24/HCS of 27-May-2024

	Kerala
	Students in State universities (2023)
	Attendance relief, as reported; the order was not read
	Reported only

	Central law
	Every employer
	None. The OSH Code's annual leave, for a worker in an establishment of ten or more, is earned at one day for every twenty worked after 180 days, and the Code does not mention menstruation
	OSH Code s.32(1)

	Everywhere else
	Private employers outside Karnataka
	Your policy. Once written, the three rules in section 2 bind it
	Your own policy, Format 01



Karnataka is the only place where a private employer is told to give this leave. Everywhere else the policy is yours, and section 2 says what writing one commits you to. Section 6 has Karnataka in full.
Rests on  OSH Code, 2020, s.2(1)(v) and s.32(1); Karnataka GO of 12-Nov-2025 and Gazette No. 748 of 20-Nov-2025; Odisha O.M. 30993/F of 11-Nov-2024; Sikkim High Court Notification No. 24/HCS; the Supreme Court's orders; Lok Sabha Unstarred Question No. 921. The Bihar and Kerala orders are as reported


2.  DESIGNING A POLICY THAT HOLDS
A voluntary policy is a promise, and three rules decide what the promise costs. Write the policy with all three in view.
It sits on top of statutory leave
The annual leave in s.32 of the OSH Code is a floor for every worker in an establishment of ten or more workers (s.2(1)(v)), and a State Shops and Establishments Act can set a higher one for sick or casual leave, or reach a smaller unit the Code does not: Karnataka's gives twelve days a year for sickness or other reasonable cause (s.15(3)), though since 04-Sep-2026 not to an establishment of ten or more workers already registered under the OSH Code (s.3(1)(k)). A menstrual leave day taken out of that leave gives the employee nothing. So the policy says the day is in addition, never deducted, and never traded for earned leave. The Code itself protects the better term: where a contract of service or otherwise gives a more favourable benefit, the employee keeps it (s.120(1), proviso).
Cutting it later needs notice
Once the policy is in force, the day is 'leave with wages', item 5 of the Third Schedule to the IR Code, and a change to it is a change in conditions of service: notice to the workers, and twenty-one days' wait, before it takes effect (s.40). After it has run for years it is also a customary concession, item 8. Section 4 has the detail and Format 07 is the notice.
The record is personal data
Who took the leave and when is data about an identifiable person (DPDP Act s.2(t)). Keep the reason in one register HR alone opens (Format 03) and a neutral code on the attendance register. Section 5 has the rules and Format 09 the note.
The choices the policy has to make
•  Days. The pack defaults to one paid day a calendar month, the figure Karnataka's order and Odisha's memorandum both use. Write the number in clause 3 and say the day lapses if not taken: leave that accumulates or is encashed becomes money at exit.
•  Proof. None. A declaration on Format 02 is the whole record. A certificate costs more than the day, defeats the policy, and is one more piece of personal data to guard. In Karnataka the order bars asking for one.
•  Half days. Allow two half days in a month if the work permits; clause 3 has the line to keep or delete.
•  Work from home. Offer it as an alternative where the role allows, never as a condition.
•  Pay and standing. The day is paid and counts as worked for attendance, appraisal, bonus eligibility, probation, increment and leave accrual. A day that is given and then scored as absence has not been given.
•  Who. Every employee who menstruates, whatever their gender identity: section 3 says why.
Outside Karnataka: starting it next month
Do this, in this order. Nothing here needs a lawyer or a Government form.
1.  Four weeks out. Fill Format 01: the days and half days in clause 3, who is covered in clause 2, and the start date in clause 10.
2.  Same day. Point clause 7 at a misconduct rule you already have, such as harassment. If none fits, clause 7 is a new rule of discipline and, on our reading, needs the twenty-one days' notice under section 40 before it binds a worker: give that notice now, so it has run by launch day (section 4).
3.  Same week. If your establishment has certified or adopted standing orders, check that the policy's way of applying for leave does not contradict theirs (section 4).
4.  Two weeks out. Pick the neutral attendance code and tell payroll the day is paid leave. Name the HR role that opens the register, and fill Format 09 for it.
5.  One week out. Give every manager Format 04, and fill the bracketed answers in Format 05.
6.  Launch day. Issue Format 06 with the policy and Format 05 attached. No section 40 notice is needed to introduce the leave, on our reading (section 4). Keep Format 07 for the day you ever cut it.
A small office or clinic, say twelve people: the same steps and the same formats, except Format 08, which is for Karnataka sites only. Skip the standing orders check in step 3 if you have none. Keep Format 03 and Format 09: the register is personal data however small the office, and one sheet each is all they take.
Rests on  OSH Code, 2020, s.2(1)(v), s.32(1) and s.120(1); Karnataka Shops and Commercial Establishments Act, 1961, s.15(3); IR Code, 2020, s.40 and Third Schedule, items 5 and 8; DPDP Act, 2023, s.2(t)


3.  WHO THE POLICY COVERS
Every employee who menstruates
A trans man, a non-binary employee and some intersex employees menstruate. A trans man is a 'transgender person' under the Transgender Persons (Protection of Rights) Act, 2019, 'whether or not such person has undergone Sex Reassignment Surgery or hormone therapy' (s.2(k)). No person or establishment may discriminate against a transgender person by 'unfair treatment in, or in relation to, employment' (s.3(b)), and no establishment may discriminate 'in any matter relating to employment' (s.9). Every establishment must comply with the Act (s.10) and designate a complaint officer for complaints under it (s.11). Those three bind an 'establishment', which the Act defines as a government body or a company, body corporate, association, body of individuals, firm, society, trust, agency or institution (s.2(b)). A sole proprietor is not named in that list, but s.3 binds any 'person' all the same. The Act has been in force since 10-Jan-2020. So the policy covers 'every employee who menstruates', and Format 04 tells managers to apply it without comment.
Is a women-only leave discrimination?
The Code on Wages forbids discrimination 'on the ground of sex while recruiting any employee ... and in the conditions of employment' (s.3(2)(ii)), and its 'employee' includes managers (s.2(k)), so the section reaches everyone on the rolls. Whether a leave given to women alone falls within it has not been decided under the Code. The Karnataka High Court, directing the order's implementation on 15-Apr-2026, said that to acknowledge biological difference 'is not to transgress the guarantee of equality, but to give it substantive meaning'. It was not asked about the Code. The Constitution's Article 15(3) allows special provision for women, but that Article binds the State, not a private employer. Covering every employee who menstruates, which is also what the leave is for, answers the Transgender Persons Act but does not settle the Code on Wages: the line still follows biology, and a man doing the same work gets a paid day a month fewer. Section 3(1) also bars discrimination 'on the ground of gender in matters relating to wages' for the same or similar work. Our reading is that a benefit meeting a need only some employees have is not discrimination on either ground; section 10 lists it as open.
Contract staff, probationers, fixed-term staff
Clause 2 covers everyone from the date of joining, and has a line for fixed-term staff and for a contractor's staff on your premises. In Karnataka that line is not optional for women aged 18 to 52: the order names 'permanent, contract and outsourced' employees, so put the day in the contractor's agreement and check its wage register (Format 08).
Who pays for a contractor's staff: the order directs the 'respective employer', and a contract worker's employer is the contractor, who is responsible for paying their wages (OSH Code s.55(1)). So the contractor gives and pays the day, and the contract price carries the cost. Where fifty or more contract labour work at the establishment, Part I of Chapter XI of the Code applies (s.45(1)), and if the contractor short-pays wages, the principal employer must pay the balance and recover it from the contractor (s.55(3)). That the order's day is part of the wages due rests on the order binding, which section 10 lists as open. Outside Karnataka, give a contractor's staff the day through the contractor too. HR approving their leave and keeping them in your own register is evidence of the control a contract worker can use to claim to be your employee, so Format 03 holds your own staff only.
Rests on  Transgender Persons (Protection of Rights) Act, 2019, s.2(b), s.2(k), s.3(b), s.9, s.10 and s.11; S.O. 135(E); Code on Wages, 2019, s.2(k), s.3(1) and s.3(2)(ii); OSH Code, 2020, s.45(1), s.55(1) and s.55(3); Karnataka GO of 12-Nov-2025


4.  CHANGING OR WITHDRAWING IT LATER
No employer who proposes to change the conditions of service of any worker in a Third Schedule matter may do so without notice to the workers affected, or within twenty-one days of giving it (IR Code s.40). 'Leave with wages and holidays' is item 5 of the Schedule, and 'withdrawal of any customary concession or privilege' is item 8. A menstrual leave policy is the first from the day it starts and, after it has run for years, the second as well. So reducing the days, narrowing who gets them, or ending the policy is a change that waits twenty-one days after notice. Format 07 is that notice: display it, and send a copy to each registered union.
•  Who is owed the notice: workers (s.2(zr)), which leaves out anyone employed mainly as a manager or administrator, and a supervisor drawing wages over ₹18,000 a month. The policy itself can promise notice to everyone, and clause 9 does.
•  There is no headcount threshold on s.40.
•  The manner of the notice is 'as may be prescribed' (s.40(i)). For a private factory, office, IT company or hospital that is the State's rules under the Code, not the IR (Central) Rules, and no State's rules were read for this pack. Format 07's display and union copy are the safe minimum; check your State's rules for the form and the method.
•  Introducing the leave: the section says 'any change', and the cases under the repealed Act read it as reaching changes that prejudice workers. The pack announces the leave by circular (Format 06) without a s.40 notice, and treats every cut as needing one. That reading is ours.
•  Clause 7 is the exception to that. 'Introduction of new rules of discipline' is item 9 of the Third Schedule, so point clause 7 at a misconduct your standing orders or disciplinary rules already carry, such as harassment. If none fits, clause 7 is a new rule of discipline and, on our reading, needs the s.40 notice before it binds a worker. Where certified or adopted standing orders apply, misconduct and the procedure for applying for leave are standing order matters (First Schedule, items 5 and 9): the policy sits beside them and must not contradict them, and a new misconduct goes into the standing orders, not into a policy.
•  A pending dispute freezes the leave. While an industrial dispute is pending before a conciliation officer, an arbitrator or a Tribunal, no change connected with it may be made to the prejudice of the workers concerned without that authority's written permission (s.90(1)). Notice alone does not cure it.
•  Karnataka: no change can take a woman aged 18 to 52 below the one paid day a month the order directs, whatever notice is given.
Rests on  IR Code, 2020, s.40, s.2(zr), s.90(1), First Schedule, items 5 and 9, and Third Schedule, items 5, 8 and 9; Karnataka GO of 12-Nov-2025


5.  THE RECORD AND ITS PRIVACY
The register of who took menstrual leave is personal data, 'any data about an individual who is identifiable by or in relation to such data' (DPDP Act s.2(t)). The Act has no separate class of sensitive or health data: the word 'sensitive' does not appear in it. So the law's duties are the ordinary ones, and the care is yours to add.
•  Ground: personal data may be processed only with consent or for 'certain legitimate uses' (s.4(1)), and processing 'for the purposes of employment' is one (s.7(i)). No consent form is needed for the register. Tell staff what is kept and who sees it all the same: Format 01 clause 6 and Format 05 do.
•  Responsibility: the employer answers for compliance 'irrespective of any agreement to the contrary' (s.8(1)), so a clause in a contract or an HR vendor's terms does not shift it.
•  Safeguards: reasonable security safeguards against a breach (s.8(5)), and a breach is intimated to the Board and to each affected employee (s.8(6)).
•  Erasure: the data is erased once its purpose is no longer served, unless a law requires retention (s.8(7)). Format 09 sets the period.
•  Keep the reason out of the attendance register, the muster roll, payroll notes, rosters, appraisals and references. Payroll needs 'paid leave' and a code, nothing more. A code such as ML reads as maternity or menstrual leave to anyone who opens the roll; use one that does not spell the leave out.
•  Retention: three years from the day taken is a defensible period, because an employee, a union or an Inspector can claim unpaid wages for three years (Code on Wages s.45(6)), and the register is the proof that the day was paid. Erase it after that.
•  Staff under eighteen: a 'child' under the Act (s.2(f)). Once s.9 is in force a parent's verifiable consent is needed before a child's personal data is processed (s.9(1)), and the exemptions in the Rules' Fourth Schedule do not include employment. That reaches an adolescent worker's whole HR file, not only this register.
When it starts: the Act's own duties, ss.3 to 17, which take in the grounds in s.4 and s.7 and the employer's obligations in s.8, and its penalties (s.33 and the Schedule), come into force on 13-May-2027 (G.S.R. 843(E) of 13-Nov-2025). Today only the definitions (s.2), the provisions setting up the Board and a few general sections are in force. The Rules that carry the notice, security and breach duties, rules 3 and 5 to 16, start the same day (rule 1(4)). A register you open today will still be open on that date, so keep it to the standard now.
Rests on  DPDP Act, 2023, s.2(f), s.2(t), s.4(1), s.7(i), s.8(1), s.8(5), s.8(6), s.8(7) and s.9(1); G.S.R. 843(E) of 13-Nov-2025; DPDP Rules, 2025, rule 1(4); Code on Wages, 2019, s.45(6)


6.  KARNATAKA
Do this week at a Karnataka site
•  Give every woman aged 18 to 52 on the rolls one paid day a month, and record it in Format 03's last column.
•  Put the day in every contractor's agreement for outsourced women on your premises: the contractor gives and pays it, the price carries the cost, and you may pay a day it has not paid and recover it. Check the contractor's wage register.
•  Never ask for a certificate. Never carry a day over.
•  Give everyone else the same day under the company's policy, so one rule runs on the floor.
•  Attach Format 08 to the policy, issue Format 06 with its Karnataka line, and give every manager Format 04.
The rest of this section is the order itself, why it still reaches you, and where it stands in court.
Government Order No. KAI 466 LET 2023, Bengaluru, 12-Nov-2025, published in the Karnataka Gazette Extraordinary, Part I, No. 748, on 20-Nov-2025, directs the employers of all permanent, contract and outsourced women employees aged 18 to 52, in every industry and establishment registered under the five Acts it names, to provide twelve days of paid leave a year during the menstrual cycle, one in each month. Two conditions: the month's leave is used in that month and not carried over, and no medical certificate is required. The order carries no penalty clause. It is issued in the name of the Governor and cites no section of any Act as its source of power: it is an executive order, not a statute or a rule. It names no start date of its own; on our reading it runs from the day it was made. The gazette was read, in Kannada and in its own English text, from the copy the Karnataka Employers' Association circulated to its members; no copy on a Karnataka government website was found.
Five Acts, four of them repealed
The order names the Factories Act, 1948, the Karnataka Shops and Commercial Establishments Act, 1961, the Plantations Labour Act, 1951, the Beedi and Cigar Workers (Conditions of Employment) Act, 1966 and the Motor Transport Workers Act, 1961. Nine days after it was signed, on 21-Nov-2025, the OSH Code repealed all but the Karnataka Act (s.143(1)). On our reading the order still reaches a factory, a plantation, a beedi unit and a motor transport undertaking registered before that date, because anything done under a repealed Act, a registration included, is deemed done under the corresponding provisions of the Code and stays in force until the Central Government repeals it (s.143(3)). That saving carries the registration, not the order, and it does not reach a unit first registered under the Code after 21-Nov-2025, which the order's words do not name. Give the day there too: the order's purpose plainly covers it. No court has decided the point, and the Dharwad Bench applied the order without drawing it. The fifth Act has its own gap. Karnataka Act 38 of 2026 took an establishment of ten or more workers already registered under the OSH Code out of the Shops Act from 04-Sep-2026 (s.3(1)(k)), so a large Karnataka office, IT company or store may now be registered under none of the five Acts in force. On our reading the order is still meant for it, and the Dharwad Bench directed implementation across all sectors; give the day.
In addition to the Shops Act's leave
Section 15(3) of the Karnataka Shops and Commercial Establishments Act, 1961 gives twelve days' leave with wages in every twelve months for sickness, accident or other reasonable cause. The order does not say whether its twelve days sit on top of those. Our reading is that they do, because the order's own conditions, use in the month and no carry-over, cannot be squared with section 15's leave. The 2026 amendment to the Act (Karnataka Act 38 of 2026) changed registration, service certificates, penalties and compounding and left section 15 alone, but it also took an establishment of ten or more workers already registered under the OSH Code out of the Act (s.3(1)(k)). At such a site section 15 does not apply, the OSH Code's annual leave is the floor, and the question does not arise.
Status
A High Court stay granted on 09-Dec-2025 on a hotel association's petition was recalled the same day, as reported. On 15-Apr-2026 the Dharwad Bench (M. Nagaprasanna J.), in Chandravva Hanamant Gokavi v. State of Karnataka (WP No. 109734 of 2025), a worker's petition to enforce the order, directed its strict and faithful implementation pending the Karnataka Menstrual Leave and Hygiene Bill, 2025, with guidelines from the State to make it work across all sectors. The judgment did not decide whether the order is valid, which was not before it, so it is not a ruling that the order binds. It describes enterprises of individuals or self-employed persons engaging fewer than ten workers, and daily wage labourers, as outside the Government Orders; the order's own words reach every establishment registered under the five Acts, so on our reading a small shop registered under the Shops Act gives the day too. The judgment quotes the order as 'LD 466 LET 2023' dated 20/11/2025, which is how the gazette's own English text heads it; the Kannada text, printed first, numbers it KAI 466 LET 2023 and dates it 12-Nov-2025, and this pack follows the Kannada. It also reproduces a Finance Department order of 02-Dec-2025 giving the State's own women employees aged 18 to 52 the same day. Petitions challenging the order, by the Karnataka Employers' Association, the Bangalore Hotels Association and others, were heard by the Bengaluru bench in March and April 2026 and had not been decided when this pack was reviewed, as reported; we found no decision. The Bill, as the judgment reproduces it, would give up to two days a month, twelve a year, and a fine of up to ₹5,000 for each contravention; it had not been enacted. The judgment was read from the copy LiveLaw published, not from the Court's own site. Follow the order unless a court says otherwise.
Rests on  Karnataka GO of 12-Nov-2025 and Gazette No. 748 of 20-Nov-2025; OSH Code, 2020, s.143(1) and (3); Karnataka Shops and Commercial Establishments Act, 1961, s.15(3); Karnataka Act 38 of 2026; Gokavi, WP No. 109734 of 2025


7.  WHAT GETTING IT WRONG COSTS
•  Cutting or withdrawing the leave without notice: s.40 of the IR Code carries no penalty of its own; that the general fine of up to ₹1,00,000 in s.86(20) reaches it is our reading. The company and the person in charge of its business are both liable (s.88), and a first offence can be compounded for half the maximum (s.89(1)). The workers, usually through a union, can also raise the cut as an industrial dispute; a single worker's own dispute counts only for discharge, dismissal, retrenchment or termination (s.2(q)).
•  A manager questioning an employee about her period: on our reading it can be a sexually coloured remark or other conduct of a sexual nature under the POSH Act (s.2(n)), and humiliating treatment and a hostile environment are circumstances the Act names (s.3(2)). Her complaint then belongs with the Internal Committee, which is why clause 7 names it.
•  Refusing the day to a trans man: the Transgender Persons Act gives no fine for a breach of s.9. Its s.18(d), harm to a person's well-being including 'economic abuse', carries six months to two years and a fine; whether a leave refusal reaches it is open. The complaint officer under s.11 hears it first.
•  A leave that discriminates on the ground of sex, if s.3(2)(ii) of the Code on Wages is read to reach it: a fine up to ₹20,000 as 'any other contravention', after a written chance to comply (s.54(1)(c) and (3)). That reading is ours.
•  The register leaking, or kept past its purpose: from 13-May-2027, when s.33 comes into force (G.S.R. 843(E)), up to ₹50 crore for a breach of any provision of the DPDP Act (the Schedule, item 7).
•  Karnataka, at a site the Shops Act still covers, taking the order's day out of the twelve days s.15(3) gives: if the two are separate, as we read them, the employee has been denied s.15 leave, and s.30(1), as Karnataka Act 38 of 2026 amended it, fines a contravention of s.15 up to ₹3,000, and up to ₹5,000 for a second or later offence.
•  Karnataka: the order has no penalty clause and names no way to enforce it, and the Dharwad Bench's direction runs to the State, which is to issue guidelines and circulars; it gives a worker no complaint against an employer. On our reading the routes are: the Labour Department's directions and inspections under that direction; an industrial dispute raised by the workers or a union (IR Code s.2(q)); and, where the day was docked as an absence, a claim for the wages within three years (Code on Wages s.45(6)), which succeeds only if the order binds, the first point in section 10. None of them carries a fine. The Bill's fine of up to ₹5,000 per contravention is not law.
Rests on  IR Code, 2020, s.2(q), s.86(20), s.88 and s.89(1); POSH Act, 2013, s.2(n) and s.3(2); Transgender Persons Act, 2019, s.11 and s.18(d); Code on Wages, 2019, s.45(6) and s.54(1)(c) and (3); DPDP Act, 2023, the Schedule, item 7; Karnataka Shops and Commercial Establishments Act, 1961, s.30(1); Gokavi, WP No. 109734 of 2025, para 23


8.  NINE FORMATS
Everything in [CAPITALS] is yours to fill or delete. Where a bracket offers choices split by '/', keep one.
FORMAT 01  ·  MENSTRUAL LEAVE POLICY
Note for HR, delete before sending: Ten clauses. Fill the days in clause 3, keep clause 2's words 'every employee who menstruates', and keep clause 9: it is what makes a later change lawful. Put the policy on the intranet or notice board with the circular.
The policy starts below.
[COMPANY LETTERHEAD]
MENSTRUAL LEAVE POLICY
1. Purpose
[COMPANY NAME] gives paid menstrual leave so that no one has to work through menstrual pain, use earned leave for it, or explain it to a manager.
2. Who it covers
Every employee who menstruates, whatever their gender identity, on any shift and at any site, from the date of joining. Nobody is asked about their gender identity to take it. [Delete if not used: including staff on fixed-term contracts. Staff supplied by a contractor who work on our premises receive the same day from their employer, the contractor, under its contract with us.]
3. The leave
[ONE] paid day in each calendar month. [Delete if not used: It may be taken as two half days.] A day not taken in the month lapses. It is never carried forward, never encashed and never deducted from earned leave, sick leave or any leave the law gives. A holiday or weekly off beside the day is never counted as leave.
4. Pay
The day is paid as a working day, at the wages the employee would have earned. It is not a loss of pay, an absence or a late mark for any purpose: attendance, appraisal, bonus eligibility, probation, increment or leave accrual.
5. How to take it
Tell HR by [10 a.m.] on the day, by message or on the leave form, and tell your manager only that you are on leave. On a shift that starts later, tell HR before it starts. You may tell your manager the reason if you wish; you never have to. A message sent later in the day does not turn the day into an absence. No reason beyond 'menstrual leave' is asked for, and no medical certificate is ever required. Where the role allows, an employee may instead ask to work from home that day.
6. Privacy
The reason is recorded only in a confidential register HR alone can open. The attendance register shows a neutral code that does not spell out the leave, such as [SPL] for special paid leave. Managers do not discuss an employee's use of this leave with anyone who does not need to know.
7. Dignity
Asking an employee to justify, prove or postpone this leave, or treating anyone less favourably for taking it, is dealt with as misconduct under [THE CLAUSE OF OUR STANDING ORDERS OR DISCIPLINARY RULES THAT COVERS IT]. A complaint may go to [GRIEVANCE CONTACT], to [THE COMPLAINT OFFICER UNDER THE TRANSGENDER PERSONS ACT], or, where the conduct is of a sexual nature, to [THE INTERNAL COMMITTEE UNDER THE POSH ACT].
8. Statutory leave
This policy is in addition to the leave the Occupational Safety, Health and Working Conditions Code, 2020 and the [STATE] Shops and Establishments Act give, and in Karnataka to the leave the Government Order of 12-Nov-2025 directs. Where the law gives more, the law applies.
9. Changes
The company may review this policy. Any reduction or withdrawal takes effect only after notice to the workers under section 40 of the Industrial Relations Code, 2020, and not within twenty-one days of that notice.
10. Effective date
This policy applies from [DD-MMM-YYYY] and was last reviewed on [DD-MMM-YYYY].
Approved by: [NAME, DESIGNATION]     Date: [DD-MMM-YYYY]


FORMAT 02  ·  LEAVE REQUEST AND SELF-DECLARATION
Note for HR, delete before sending: Works as a form or as a message, and goes to HR, not the manager. The declaration line is the whole proof. Never attach a certificate field; in Karnataka the order bars asking for one.
The form starts below.
MENSTRUAL LEAVE: REQUEST AND SELF-DECLARATION
	Item
	Detail

	Name and employee code
	

	Department, branch and shift
	

	Date of leave (one day; or two half days on [DATE] and [DATE])
	

	I am taking menstrual leave under the policy. No certificate is attached and none is required.
	[  ] Yes

	Or: working from home that day instead of taking the leave, if my role allows (the leave day stays unused)
	[  ] Yes   [  ] No

	Signature or sent from work email
	



Send to [HR EMAIL] by [10 a.m.] on the day, and tell your manager only that you are on leave. As a message, this is enough: 'Menstrual leave today, [DD-MMM-YYYY]. [NAME], [EMPLOYEE CODE].'


FORMAT 03  ·  CONFIDENTIAL MENSTRUAL LEAVE REGISTER
Note for HR, delete before sending: HR only. One row per day taken. This is where the reason lives; the attendance register carries a neutral code. The last column is for Karnataka sites, to show the order's day was given to every woman in its age band.
The register starts below.
CONFIDENTIAL. Opened by [HR ROLE] only. See Format 09.
	Month
	Employee code
	Name
	Date taken
	Half days?
	Paid in payroll (Y/N)
	Entered by
	Karnataka staff: within 18 to 52?

	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	




FORMAT 04  ·  MANAGER'S ONE-PAGE GUIDE
Note for HR, delete before sending: Issue it with the policy and again to every new manager. Its 'do not' list is the policy's clause 7 in plain words.
The guide starts below.
MENSTRUAL LEAVE: A MANAGER'S ONE PAGE
Do
•  Accept a message that says 'on leave' or 'menstrual leave' and nothing more. The employee tells HR the reason, and need not tell you.
•  Mark the day with the neutral code on the attendance register. If you were told the reason, it goes to HR only.
•  Treat the day as worked for every purpose: attendance, appraisal, bonus eligibility, probation and increment.
•  Say yes to working from home that day where the role allows.
•  Apply the policy to every employee who menstruates, including a trans man or a non-binary colleague, without comment.
Do not
•  Ask why, ask for a certificate, or ask for proof of any kind. In Karnataka the order bars a certificate; everywhere else the policy does.
•  Ask the employee to take the day at a 'better' time, or to swap it for earned leave.
•  Mention it in a review, a roster note, a team chat or a reference.
•  Keep your own list. The only record is HR's register.
•  Decide on your own that the policy does not reach someone. Send the question to HR.
•  Ask HR or the employee which kind of leave it was, or suggest working from home instead. Working from home is the employee's choice, never yours.
•  Ask about anyone's gender identity, or tell anyone that a colleague took this leave.
What to say
•  When the message comes: 'Noted, take care. I have marked you on leave today.' Nothing more.
•  If the employee tells you the reason: 'Thanks for letting me know. It stays between you and HR.'
•  To the team: '[NAME] is on leave today. [COLLEAGUE] is covering [TASK].' Not 'unwell', not 'that time of the month'.
•  If anyone asks why: 'They are on leave. That is all I can share.'
•  The next day: nothing about it. Pick up the work as you would after any day of leave.
Questions to [HR CONTACT]. Breaches of the 'do not' list are dealt with as misconduct under clause 7 of the policy, and a question about a woman's period can also be a complaint to the Internal Committee under the POSH Act.


FORMAT 05  ·  STAFF FAQ HANDOUT
Note for HR, delete before sending: Thirteen questions. Put it beside the policy. Edit the bracketed answers to match clauses 2 and 3 and your State.
The handout starts below.
MENSTRUAL LEAVE: THIRTEEN QUESTIONS STAFF ASK
How many days do I get?
[One] paid day each calendar month. It lapses if not taken that month.
Do I need a doctor's note?
No. Never. A message saying 'menstrual leave' is enough.
Who sees that I took it?
Your manager knows you are on leave, not why, unless you choose to say. HR keeps the reason in a register nobody else can open. The attendance register shows a neutral code.
Does it affect my pay, attendance or appraisal?
No. The day is paid, counted as worked, and not an absence for any purpose.
I am a trans man. Does it apply to me?
Yes. The policy covers every employee who menstruates, whatever their gender identity, and nobody is asked about gender identity to take it. Tell HR, not your manager, and the reason stays with HR.
Can I take it as two half days?
[Yes, on two days in the same month. / No, one full day.]
Can I work from home that day instead?
If your role allows it, yes: tick the box on the form or say so in your message. Working from home is a working day, so your leave day for the month is still yours to take. It is your choice, and nobody should suggest it to you.
I have just joined, or I am on probation. Can I take it?
Yes, from your first day. The day counts as worked, so it never counts against your probation.
I am employed by a contractor and work here. Does it apply to me?
[Yes. Your employer, the contractor, gives you the day under its contract with us. Ask the contractor's supervisor how to take it. / No. This policy covers the company's own employees.] [KARNATAKA SITES: Yes, if you are a woman aged 18 to 52. The Government order covers contract and outsourced staff, and the contractor gives you the day.]
What if I need more than one day?
Use your sick or casual leave as usual. This day is on top of it and is never taken out of it.
Can I carry it forward or get it paid out?
No. It is for the month it is given, and it is never encashed.
I work in Karnataka. Is this the Government's leave?
Yes, if you are a woman aged 18 to 52: the order of 12-Nov-2025 gives one paid day a month, and this policy delivers it. Everyone else gets the same day under the company's own policy.
What if a manager asks for proof, or asks me to move the day?
Neither is allowed under the policy. Tell [HR CONTACT], or use the grievance route in the staff handbook.


FORMAT 06  ·  CIRCULAR ANNOUNCING THE POLICY
Note for HR, delete before sending: Short, because the policy does the work. Keep the Karnataka line only at Karnataka sites.
The letter starts below.
[COMPANY LETTERHEAD]
Ref: [REFERENCE NO.]                    Date: [DD-MMM-YYYY]
Subject: Paid menstrual leave from [DD-MMM-YYYY]
From [DD-MMM-YYYY], every employee who menstruates may take [ONE] paid day of menstrual leave in each calendar month, on top of all other leave.
No certificate is needed. Tell HR by [10 a.m.] on the day, and tell your manager only that you are on leave; you never have to tell your manager the reason. The reason is recorded only by HR. The day is paid and counts as worked for attendance, appraisal and every other purpose.
The full policy and a short staff FAQ are attached, and both are on [INTRANET / NOTICE BOARD]. Questions to [HR CONTACT].
[KARNATAKA SITES ONLY: This leave also delivers the one paid day a month that the Government of Karnataka's order of 12-Nov-2025 directs for women aged 18 to 52.]

Issued for [COMPANY NAME]
[NAME], [DESIGNATION]


FORMAT 07  ·  NOTICE OF CHANGE TO THE POLICY
Note for HR, delete before sending: Only for reducing, narrowing or withdrawing the leave. Leave with wages is item 5 of the Third Schedule, so section 40 of the IR Code gives workers twenty-one days. Display it, send a copy to each union, check your State's rules for the prescribed manner, and in Karnataka never cut below the order. Before issuing it, check that no industrial dispute connected with leave is pending before a conciliation officer, arbitrator or Tribunal: if one is, the change needs that authority's written permission, notice or no notice (IR Code s.90(1)).
The letter starts below.
[COMPANY LETTERHEAD]
Ref: [REFERENCE NO.]                    Date: [DD-MMM-YYYY]
Subject: Notice of change to the menstrual leave policy under section 40 of the Industrial Relations Code, 2020
To: all workers at [ESTABLISHMENT / SITE], and a copy to [EACH REGISTERED TRADE UNION].
The company proposes the following change to the menstrual leave policy dated [DD-MMM-YYYY]: [STATE THE CHANGE: the number of days / who it covers / how it is taken].
This is a change in conditions of service relating to leave with wages, item 5 of the Third Schedule to the Code, [and the withdrawal of a customary concession, item 8]. It will take effect on [DD-MMM-YYYY], which is not less than twenty-one days after this notice.
Objections or questions to [NAME, ROLE] by [DD-MMM-YYYY]. This notice is displayed at [THE MAIN ENTRANCE / THE NOTICE BOARD / THE INTRANET] and in [LANGUAGES].
[KARNATAKA SITES: No change can reduce the leave below the one paid day a month the Government Order of 12-Nov-2025 directs for women aged 18 to 52.]

For [COMPANY NAME]
[NAME], [DESIGNATION]


FORMAT 08  ·  KARNATAKA ADDENDUM
Note for HR, delete before sending: Attach it to the policy at every Karnataka site. It carries the order's own terms and its status, and the contractor clause the order's 'outsourced' word calls for.
The addendum starts below.
KARNATAKA ADDENDUM TO THE MENSTRUAL LEAVE POLICY
What the order says
Government Order No. KAI 466 LET 2023, Bengaluru, 12-Nov-2025, published in the Karnataka Gazette, Part I, No. 748, 20-Nov-2025. Employers of all permanent, contract and outsourced women employees aged 18 to 52, in every industry and establishment registered under the Factories Act, 1948, Karnataka Shops and Commercial Establishments Act, 1961, Plantations Labour Act, 1951, Beedi and Cigar Workers (Conditions of Employment) Act, 1966 and Motor Transport Workers Act, 1961, are directed to provide 12 days of paid leave a year during the menstrual cycle, one in each month.
Condition 1
The month's leave is used in that month. It is not carried over to the next month.
Condition 2
No medical certificate is required to take the one day of menstrual leave each month.
What this policy does with it
Clause 3 of Format 01 delivers the order's day to every woman aged 18 to 52 on our Karnataka rolls, and the same day to everyone else under the company's own policy. Contract and outsourced women on our premises are in the order's words, and the order directs the 'respective employer', which for them is the contractor. So [CONTRACTOR] is required by [CLAUSE] of its contract to give and pay the day, to show it in its own wage and leave registers, and to let [COMPANY NAME] pay a day it has not paid and recover the amount from its bills. The contract price provides for the cost.
Age
The order's band is 18 to 52. A woman outside it, and every other employee who menstruates, gets the day under the company's policy, not the order.
In addition to
On our reading the order's leave is in addition to the twelve days a year that section 15(3) of the Karnataka Shops and Commercial Establishments Act, 1961 gives for sickness or other reasonable cause, because the order's own conditions, use in the month and no carry-over, cannot be squared with section 15. The order does not say so in terms. Since 04-Sep-2026 the Shops Act does not apply at all to an establishment of ten or more workers already registered under the OSH Code (s.3(1)(k)), so at such a site there is no section 15 leave to set it against.
The four repealed Acts
Four of the five Acts the order names were repealed on 21-Nov-2025 by the OSH Code (s.143(1)), nine days after the order. On our reading the order still reaches a factory, a plantation, a beedi unit and a motor transport undertaking registered before that date, because a registration under a repealed Act is deemed made under the Code (s.143(3)). A unit first registered under the Code after 21-Nov-2025 is not in the order's words; this policy gives it the day all the same. No court has decided the point.
Status
On 15-Apr-2026 the Dharwad Bench of the High Court (Chandravva Hanamant Gokavi v. State of Karnataka, WP No. 109734 of 2025), on a worker's petition, directed the order's strict and faithful implementation. It did not rule on the order's validity, which was not before it. Petitions by employers' associations challenging the order were pending before the Bengaluru bench when this pack was reviewed, as reported, and the Karnataka Menstrual Leave and Hygiene Bill, 2025, which would put the leave in a statute, had not been enacted. Follow the order unless a court says otherwise.


FORMAT 09  ·  DATA HANDLING NOTE FOR THE REGISTER
Note for HR, delete before sending: For HR's own file. It says why the register may be kept, who opens it, where it never goes and when it is erased.
The note starts below.
DATA HANDLING NOTE: THE MENSTRUAL LEAVE REGISTER
What the register holds: name, employee code, the dates of menstrual leave, and whether it was paid. That is personal data under the DPDP Act, 2023 (s.2(t)). The Act has no separate class of sensitive data, so the register is treated with the care the subject deserves rather than the care the Act demands.
Why we may keep it without consent: processing for the purposes of employment is a legitimate use (s.7(i)). We still tell staff, in Format 01 and Format 05, what is recorded and who sees it.
Who can open it: [HR ROLE] and [HR ROLE] only. Managers do not. It is kept [ON THE HR SYSTEM WITH ACCESS LOGGED / IN A LOCKED FILE].
Where it does not go: the attendance register, the muster roll, payroll notes, rosters, appraisal forms, references and any report that leaves HR. Payroll receives 'paid leave, code [SPL]' and nothing more. A contractor's staff are in the contractor's register, not this one.
How long: [THREE YEARS] from the month the day was taken, then erased (s.8(7)), unless a law requires longer. Three years is the time an employee, a union or an Inspector has to file a claim for unpaid wages (Code on Wages s.45(6)), and the register is our proof that the day was paid. Karnataka staff: it is also the record that the order's day was given.
Staff under eighteen: a 'child' under the Act (s.2(f)). From 13-May-2027 a parent's verifiable consent is needed before a child's personal data is processed (s.9(1)), and the exemptions in the Rules' Fourth Schedule do not include employment. That reaches the whole HR file, not only this register.
Security: reasonable safeguards against a breach (s.8(5)); a breach is reported to the Board and to each affected employee as the Rules prescribe (s.8(6)). These sections of the Act, and the Rules carrying them, start on 13-May-2027 (G.S.R. 843(E); rule 1(4)).
Owner: [HR ROLE]     Reviewed: [DD-MMM-YYYY]


9.  EIGHT MISTAKES
1.  Asking for a medical certificate
Karnataka's order bars it. Elsewhere the proof costs more than the day, the demand defeats the policy, and the certificate is personal data you then have to guard. The declaration on Format 02 is the whole proof.
2.  Deducting it from earned leave
The OSH Code's annual leave is a floor for a worker in an establishment of ten or more, one day for every twenty worked, and a State Shops Act can set a higher one, or reach a smaller unit. A policy day taken out of that leave gives nothing; clause 3 says it is never deducted.
3.  Writing 'women' and stopping
A trans man who menstruates is a transgender person under the 2019 Act (s.2(k)), and the Act bars unfair treatment in employment (s.3(b), s.9). Write 'every employee who menstruates'.
4.  Recording the reason on the attendance register
The muster roll is opened by supervisors, auditors and inspectors. Use a neutral code there and keep the reason in Format 03, which HR alone opens.
5.  Counting the day against attendance, appraisal or bonus days
The day is paid and is treated as worked. A policy that gives the day and then scores it as absence has given nothing, and in Karnataka it denies what the order directs.
6.  Letting it accumulate
Leave that carries forward or is encashed becomes a wage liability at exit. Karnataka's order allows no carry-over; the policy says the same everywhere.
7.  Withdrawing it overnight
Once given, it is leave with wages, item 5 of the Third Schedule, and after a few years a customary concession, item 8. Any cut needs twenty-one days' notice to the workers first (IR Code s.40). Format 07 is that notice.
8.  Treating Karnataka's order as optional, or as pan-India
It directs every registered private establishment in Karnataka and reaches no other State. A multi-State employer runs the policy everywhere and the addendum in Karnataka.


10.  WHAT THIS PACK COULD NOT SETTLE
Said plainly, so a gap is not read as an answer.
•  Whether Karnataka's Government Order binds a private employer as law. It is an executive order, not a statute or a rule, and it cites no section of any Act as its source of power. The Dharwad Bench directed its implementation on 15-Apr-2026 without ruling on its validity, which was not before it, and petitions by employers' associations challenging it were pending before the Bengaluru bench when this pack was reviewed, as reported. The pack treats the order as binding.
•  Which establishments the order reaches now that four of the five Acts it names were repealed on 21-Nov-2025. Our reading, from s.143(3) of the OSH Code, is that a registration under a repealed Act continues under the Code and the order follows it. That does not reach a unit first registered under the Code after 21-Nov-2025. Nor does it help with the fifth Act, which was not repealed: since 04-Sep-2026 the Karnataka Shops Act does not apply to an establishment of ten or more workers already registered under the OSH Code (s.3(1)(k)), so a large Karnataka office or shop may now be registered under none of the order's Acts. No court has decided either point.
•  Whether the order's twelve days are in addition to the twelve days of sick leave section 15(3) of the Karnataka Shops and Commercial Establishments Act gives, where that Act still applies. Our reading is that they are. The order does not say.
•  Whether a leave given only to women is discrimination 'in the conditions of employment' on the ground of sex under s.3(2)(ii) of the Code on Wages. The Karnataka High Court called the leave substantive equality under the Constitution, whose Article 15(3) permits special provision for women but binds the State, not a private employer. No court has read s.3(2)(ii) on the point. Covering every employee who menstruates answers the Transgender Persons Act but does not settle s.3: the line still follows biology, and a man doing the same work gets a paid day a month fewer. Our reading is that a benefit meeting a need only some employees have is not discrimination on the ground of sex or gender, but it is a reading.
•  Whether introducing the leave, as against cutting it, needs the twenty-one days' notice under s.40 of the IR Code. The section speaks of 'any change'; the cases under the repealed Act read it as reaching changes that prejudice workers. Format 06 announces the leave without the notice, and Format 07 gives the notice for any cut. That holds only while clause 7 of Format 01 points at a misconduct rule you already have: a new rule of discipline is item 9 of the Third Schedule, and section 4 says what to do. And whether s.86(20), the Code's general fine, reaches a breach of s.40 is our reading.
•  Whether refusing this leave to a trans man is 'economic abuse' within s.18(d) of the Transgender Persons Act, which carries imprisonment. The section is written for harm to a person's well-being; a leave refusal has not been tested against it.
•  What happens next in Karnataka: the employer petitions, and the Karnataka Menstrual Leave and Hygiene Bill, 2025, which as the High Court's judgment reproduces it would give up to two days a month, twelve a year, and a fine of up to ₹5,000 for each contravention. Neither had concluded when this pack was reviewed, as reported.
•  Bihar (1992) and Kerala (2023) are stated as reported. Neither order was read from an official copy for this pack, and neither reaches a private employer.


11.  FORTY CITATIONS
Each read at its own provision, 27-Oct-2026, in the official text or, where section 1 or section 6 says so, in a published copy of it. Items marked 'as reported' were not read.
	Provision
	What it decides

	Karnataka GO No. KAI 466 LET 2023, 12-Nov-2025, Karnataka Gazette Extraordinary, Part I, No. 748, 20-Nov-2025
	Employers of women aged 18 to 52 in registered establishments are directed to give twelve paid days of menstrual leave a year, one a month

	Karnataka GO, conditions 1 and 2
	The month's leave is used in that month and is not carried over; no medical certificate is required

	Karnataka Shops and Commercial Establishments Act, 1961, s.15(3)
	Twelve days' leave with wages in every twelve months for sickness, accident or other reasonable cause

	Karnataka Act 38 of 2026
	Amended sections 3, 4, 6, 21, 22, 25, 30 and 33 of the 1961 Act, substituted 33-A, and inserted 6-B, 6-C and 33-B; left section 15 alone. Its s.2 inserts s.3(1)(k): the Act does not apply to an establishment of ten or more workers already registered under the OSH Code

	Karnataka Shops and Commercial Establishments Act, 1961, s.30(1)
	A contravention of s.15, among others: a fine up to ₹3,000, and up to ₹5,000 for a second or later offence, as Act 38 of 2026 raised them

	Odisha Finance Department O.M. 30993/F, 11-Nov-2024
	Twelve days of additional casual leave a year, one a month, for women State Government employees up to 55, used in the month

	Odisha Finance Department letter No. 32735/F, 27-Nov-2024
	Confirms that O.M. 30993/F superseded the ten days of O.M. 6466/F of 12-Mar-2024

	OSH Code, 2020, s.32(1)(i) and (ii), with s.2(1)(v)
	Annual leave with wages after 180 days' work, at one day for every twenty worked, for a worker in an establishment of ten or more workers; the Code does not mention menstruation

	OSH Code, 2020, s.2(zzl)
	'Worker' leaves out anyone employed mainly as a manager or administrator, and a supervisor drawing wages over ₹18,000 a month

	OSH Code, 2020, s.120(1), proviso
	A more favourable benefit under a contract of service or otherwise continues

	OSH Code, 2020, s.143(1)
	Repeals the Factories, Plantations Labour, Motor Transport Workers and Beedi and Cigar Workers Acts

	OSH Code, 2020, s.143(3)
	Anything done under a repealed Act is deemed done under the Code

	OSH Code, 2020, s.45(1), s.55(1) and s.55(3)
	The contractor pays contract labour their wages; where fifty or more contract labour are employed, a principal employer pays what the contractor short-pays and recovers it

	IR Code, 2020, s.40
	No change in a Third Schedule matter without notice to the workers and twenty-one days' wait

	IR Code, 2020, Third Schedule, item 5
	Leave with wages and holidays is such a matter

	IR Code, 2020, Third Schedule, items 8 and 9
	Withdrawal of any customary concession or privilege, and introduction of new rules of discipline, are such matters; First Schedule items 5 and 9 make leave procedure and misconduct standing order matters

	IR Code, 2020, s.2(zr)
	The notice is owed to workers, which leaves out anyone employed mainly as a manager or administrator, and a supervisor drawing wages over ₹18,000 a month

	IR Code, 2020, s.86(20)
	Any contravention without its own penalty: a fine up to ₹1,00,000; the person in charge is liable with the company (s.88), and a first offence compounds at half the maximum (s.89(1))

	IR Code, 2020, s.2(q) and s.90(1)
	An industrial dispute is between employers and workers, or an individual worker's over discharge, dismissal, retrenchment or termination; while one is pending, no change connected with it without the authority's written permission

	Code on Wages, 2019, s.2(k), s.3(1) and s.3(2)(ii)
	'Employee' includes managerial staff; no discrimination on the ground of gender in matters relating to wages for the same or similar work, nor on the ground of sex while recruiting and in the conditions of employment

	Code on Wages, 2019, s.45(4) and (6)
	A claim for wages due may be filed by the employee, a union or an Inspector, within three years

	Code on Wages, 2019, s.54(1)(c) and (3)
	Any other contravention: a fine up to ₹20,000, after a written chance to comply

	Transgender Persons (Protection of Rights) Act, 2019, s.2(k)
	A transgender person includes a trans-man, whether or not they have had surgery or therapy

	Transgender Persons Act, 2019, s.2(b)
	'Establishment' is a government body, or a company, body corporate, association, body of individuals, firm, society, trust, agency or institution; a sole proprietor is not named

	Transgender Persons Act, 2019, s.3(b) and (c)
	No person or establishment shall discriminate by unfair treatment in employment, or by denial of or termination from it

	Transgender Persons Act, 2019, s.9
	No establishment shall discriminate against a transgender person in any matter relating to employment

	Transgender Persons Act, 2019, s.10 and s.11
	Every establishment shall ensure compliance with the Act and designate a complaint officer for complaints under it

	POSH Act, 2013, s.2(n) and s.3(2)
	Sexual harassment includes sexually coloured remarks and other unwelcome conduct of a sexual nature; humiliating treatment and a hostile environment are named circumstances

	Transgender Persons Act, 2019, s.18(d)
	Harming the well-being of a transgender person, including by economic abuse: six months to two years, and a fine

	S.O. 135(E), 10-Jan-2020
	Brought the Transgender Persons Act into force

	DPDP Act, 2023, s.2(t)
	Personal data is any data about an identifiable individual; the Act has no separate 'sensitive' class

	DPDP Act, 2023, s.4(1) and s.7(i)
	Personal data is processed only with consent or for certain legitimate uses, and processing for the purposes of employment is one, needing no consent

	DPDP Act, 2023, s.8(1)
	The employer answers for compliance irrespective of any agreement to the contrary

	DPDP Act, 2023, s.8(5), (6) and (7)
	Reasonable security safeguards; a breach is intimated to the Board and each affected person; data is erased once its purpose is served, unless a law requires retention

	DPDP Act, 2023, s.2(f) and s.9(1)
	A child is under eighteen; a parent's verifiable consent comes before a child's data is processed

	DPDP Act, 2023, the Schedule, item 7
	Up to ₹50 crore for a breach of any other provision

	DPDP Rules, 2025, rule 1(4)
	Rules 3, 5 to 16, 22 and 23 come into force eighteen months after publication: 13-May-2027

	G.S.R. 843(E), 13-Nov-2025
	Brings ss.3 to 17 and 28 to 34 of the DPDP Act, among them ss.4, 7 and 8 and the s.33 penalties, into force eighteen months after publication: 13-May-2027

	Chandravva Hanamant Gokavi v. State of Karnataka, WP No. 109734 of 2025, 15-Apr-2026
	On a worker's petition, the Dharwad Bench directed the order's strict implementation pending the Bill; its validity was not before the Court

	Shailendra Mani Tripathi v. Union of India, Supreme Court, 24-Feb-2023, 08-Jul-2024 and 13-Mar-2026
	Each petition disposed of, leaving a national policy to the Government; no mandamus
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