ATTENDO PRESENTS
Performance Improvement Plan Pack
A performance improvement plan template with its records and outcome letters, and the two routes the law gives when a plan fails

For Indian employers: factories, offices, hospitals, stores and warehouses
•  Why poor performance is not misconduct, and what calling it one costs
•  The worker route when a plan fails: section 70, with the compensation worked through, and prior permission at 300
•  The manager route: the contract and your State's shops Act
•  Maternity, disability, wages and the record: the four lines a plan cannot cross
•  Eleven formats, eight mistakes and forty citations

From Attendo (formerly Petpooja Payroll). Reviewed 27-Oct-2026. General guidance, not legal advice.


CONTENTS
1.  Poor performance is not misconduct
2.  Who is a worker, and why it decides the end
3.  If the plan fails: a worker
4.  If the plan fails: a manager or senior supervisor
5.  Four lines a plan cannot cross
6.  Who these rules reach
7.  Eleven formats: the plan and its letters start here
8.  Eight mistakes
9.  What this pack could not settle
10.  Forty citations

In a hurry? The formats are in section 7, after a table that says which to use when. To start a plan: Format 01 invites the employee to a meeting, Format 03 records it, Format 02 is the plan, and Format 04 records each review every two weeks. Give the manager running it Format 10. Read section 1 before the first meeting, so the plan never reads like a charge sheet. If the plan fails, section 2 tells you who is a worker, and section 3 or 4 gives the route and the letter.


1.  POOR PERFORMANCE IS NOT MISCONDUCT
Every disciplinary format in India starts from a list of misconduct. The Model Standing Orders, 2026 say misconduct 'shall include' theft, bribery, insubordination, habitual late attendance, 'habitual neglect of work' and 'malingering or slowing down work' (Schedule B clause 23(5); Schedules A and C clause 24(5)). Every item is a choice. Being unable to meet the standard is on no list.
In practice. 'Cannot' goes on a plan. 'Will not', which is slowing down, neglect or refusing a lawful order, goes to the warning and disciplinary formats, with a charge and an enquiry. Decide which it is before you write anything, and do not mix the two in one letter.
Why the difference matters
Retrenchment is 'the termination by the employer of the service of a worker for any reason whatsoever, otherwise than as a punishment inflicted by way of disciplinary action' (IR Code, 2020, s.2(zh)). So an exit for performance is retrenchment, with notice, compensation and a Government notice (section 3), and an exit for misconduct is a punishment, which needs a charge, an enquiry and a finding. A plan written in the language of the second and run with the procedure of neither gets both wrong.
What getting it wrong costs: to discharge or dismiss a worker 'in utter disregard of the principles of natural justice in the conduct of domestic enquiry or with undue haste' (Second Schedule, Part I, item 5(f)), or 'not in good faith, but in the colourable exercise of the employer's rights' (item 5(b)), or 'for patently false reasons' (item 5(d)), is an unfair labour practice (s.84), fined ₹10,000 to ₹2,00,000 (s.86(5)). A plan with no support and no review, written to paper over a decision already taken, is on our reading item 5(b).
Timing is evidence too. To discharge a worker 'by way of victimisation' (item 5(a)), or 'for filing charges or testifying against an employer' in a proceeding relating to an industrial dispute (item 11), is an unfair labour practice on the same scale. On our reading, a plan opened soon after the worker raised a grievance, joined or led a union, complained about wages or harassment, or gave evidence, will be read as the reprisal unless the evidence of the gap predates the complaint. Open one only on that evidence, and put its dates in Format 01.
What a plan is, then
•  A standard the employee was given, from the role's written duties.
•  Evidence, with dates, that the work is below it.
•  Goals with a number or a dated deliverable, a measure, and the support the employer gives.
•  A review every two weeks, in writing, with the employee's own comment on each.
•  A copy of everything to the employee, the same day.
•  An end: met, extended once with a reason, or not met, and then the route in section 3 or 4.
No law sets how long a plan runs. Sixty to ninety days with a review every two weeks is the practice this pack follows. The one statutory performance clock is probation under the Model Standing Orders: six months, extendable 'upon assessment of performance' by up to three months (clause 2(5)), where standing orders apply at 300 workers (s.28(1)).
A plan is not a route to a resignation
Do not ask for a resignation in place of the outcome, offer 'resign or be terminated', or make the job worse to push one: taking duties away, moving the person to another place or shift, or cutting an incentive while the plan runs. On our reading, a resignation the employee did not freely choose can be treated as a termination by the employer, which for a worker with a year's service is a retrenchment without section 70 (section 3); no judgment was read for this pack. A transfer made 'mala fide' and 'under the guise of following management policy' is itself an unfair labour practice (item 7). If the employee chooses to resign, accept it in their own words and keep it on the file.
Rests on  IR Code, 2020, s.2(zh), s.28(1), s.84, s.86(5) and the Second Schedule, items 5, 7 and 11; Model Standing Orders, 2026, clause 2(5), Schedule B clause 23(5), Schedules A and C clause 24(5)


2.  WHO IS A WORKER, AND WHY IT DECIDES THE END
The retrenchment rules protect a 'worker': anyone employed to do 'manual, unskilled, skilled, technical, operational, clerical or supervisory work', except a person 'employed mainly in a managerial or administrative capacity' and a supervisor drawing wages over ₹18,000 a month (IR Code s.2(zr)). The ₹18,000 line is on wages as the Code defines them, basic pay, dearness allowance and retaining allowance, not on gross pay, except that where the excluded allowances pass one-half of all remuneration, the excess is added back (s.2(zq), first proviso). A machine operator, a nurse, a storekeeper, an accounts clerk and a sales promotion employee are workers whatever they earn; a plant head, a branch manager or an HR manager is not.
Decide this before the plan starts, and write it in Format 11, because it decides the outcome letter:
	Who
	Route
	Notice
	Money
	Permission

	A worker with one year's continuous service
	Retrenchment, s.70
	One month in writing, with the reasons, or wages in lieu
	Fifteen days' average pay for every completed year, or part over six months, at the time; and fifteen days' wages into the re-skilling fund (s.83)
	No. A notice to the appropriate Government

	A worker with one year's service in a factory, mine or plantation of 300 workers
	Retrenchment, s.79
	Three months in writing, with the reasons, or wages in lieu
	The same compensation
	Yes. Prior permission, deemed granted if no order comes in sixty days

	A worker under one year
	The contract, or the standing orders at 300
	As they say; one month for a permanent worker under the Model Standing Orders
	Wages earned, within two working days
	No

	A manager, or a supervisor on wages over ₹18,000 a month
	The contract; the shops Act if not management
	As the contract says; in Tamil Nadu and Karnataka, one month after six months' service, but not for management
	Notice pay as the contract says
	No



The sphere. The notice to the Government under s.70(c) goes to the appropriate Government, and for a private manufacturer, office, hospital or store that is the State (s.2(b)(ii)). The IR (Central) Rules' Form-XIII (rule 27) binds the Central sphere: railways, mines, major ports, banking, insurance, central PSUs and the rest of s.2(b)(i). The Code's own numbers, one month, fifteen days, 300 workers, sixty days, bind in either sphere.
Rests on  IR Code, 2020, s.2(b), s.2(zq), s.2(zr), s.70, s.77(1), s.79; IR (Central) Rules, 2026, rule 27


3.  IF THE PLAN FAILS: A WORKER
In practice: for a worker with a year's continuous service, Format 08 is the notice. Give the reasons from the plan's records, pay the compensation on the last working day (or today, with wages in lieu of notice), send the notice to the Government the same day as the letter, and pay the re-skilling fund contribution once the fund is notified. In a factory, mine or plantation of 300 workers, apply for permission first. Under a year, read 'Under one year, and probation' below.
No worker 'who has been in continuous service for not less than one year' may be retrenched until three things are done (s.70). Continuous service counts sickness, authorised leave and an accident, and a year is deemed at 240 days actually worked in the preceding twelve months, or 190 below ground in a mine (s.66).
•  One month's notice 'in writing indicating the reasons for retrenchment', and the month has run, or wages for the month are paid in lieu (s.70(a)). The reasons are the plan's records; Format 08 sets them out.
•  Compensation 'equivalent to fifteen days' average pay' for every completed year of continuous service 'or any part thereof in excess of six months', paid at the time of retrenchment (s.70(b)). Fifteen is the default; the appropriate Government may notify another number.
•  Notice to the appropriate Government, in the manner its rules prescribe (s.70(c)).
The compensation, worked through
Average pay is the average of the wages payable in the three complete calendar months before it falls due (s.2(d)), on wages as s.2(zq) defines them, not last month's payslip. The Code does not say what to divide it by for a day; this pack divides by 26, which pays more than dividing by 30 and so errs on the side of compliance. No provision fixes it. A part year is a cliff, not a proportion: eight months counts as a year, five months counts as nothing. The example assumes last month's wages equal the average.
	Step
	Amount

	Average pay (three complete months, s.2(d))
	₹26,000

	A day, dividing by 26
	₹1,000

	Fifteen days' average pay
	₹15,000

	Service: 4 years 8 months, so 5 units (a part over six months counts as one)
	5 x ₹15,000

	Compensation under s.70(b)
	₹75,000

	One month's wages in lieu of notice, if not served
	₹26,000

	Paid at the time of retrenchment
	₹1,01,000

	Into the worker re-skilling fund: fifteen days' wages last drawn, same divisor (s.83)
	₹15,000

	What the exit costs, before the wages earned
	₹1,16,000



Three more duties, and the wages
Within a category, the employer 'shall ordinarily retrench the worker who was the last person to be employed', 'unless for reasons to be recorded the employer retrenches any other worker' (s.71). On our reading a failed plan is such a reason: record it, which Format 08 does. If you take anyone into employment within one year, the retrenched worker must be given the opportunity to offer themselves for re-employment, with preference over other persons (s.72); the section says 'any person', not the same category.
The worker re-skilling fund. For every retrenched worker the employer also pays 'fifteen days wages last drawn by the worker immediately before the retrenchment' into the worker re-skilling fund, which credits it to the worker within forty-five days (s.83(2)(a) and (3)). It is on top of the compensation, not part of it, and section 83 has no one-year floor. In the Central sphere it is transferred within ten days of the retrenchment (IR (Central) Rules, rule 37); the fund exists only once the appropriate Government notifies it, so a State-sphere employer checks its own State's notification (section 9). Missing it is fined up to ₹1,00,000 under the residual s.86(20).
And the wages earned are paid within two working days of the retrenchment (Code on Wages, 2019, s.17(2)); the compensation itself is due at the time.
Two checks before the letter goes
Do not skip the notice to the Government because nobody asks for it. Section 70 says no retrenchment 'until' it is served, as it says of the notice and the compensation, so missing it is the same s.86(3) offence; whether it also makes the retrenchment invalid is open (section 9).
And before the outcome letter, ask whether any conciliation, arbitration or Tribunal proceeding on an industrial dispute is pending in the establishment. A protected worker, an office-bearer of a registered union recognised under the rules, may not be discharged while it is, without the written permission of the authority hearing it (s.90(3)). On our reading a retrenchment is a discharge for this purpose, so ask first. A breach falls under the residual s.86(20).
In a factory, mine or plantation of 300 workers
Chapter X applies to a factory, mine or plantation with 300 or more workers, or a higher number the appropriate Government has notified, on average per working day in the preceding twelve months (s.77(1)). There, the notice is three months with reasons, and the prior permission of the appropriate Government must be obtained first (s.79(1)), with a copy of the application served on the worker at the same time (s.79(2)). If no order comes within sixty days of the application, permission is deemed granted (s.79(4)). Without an application, or after a refusal, the retrenchment is deemed illegal from the date of the notice (s.79(7)). An office, a hospital or a store is not a factory, so Chapter X does not reach it at any headcount.
Under one year, and probation
Section 70 does not bite below one year's continuous service. The contract then governs the notice, and where standing orders apply, the Model Standing Orders give a permanent worker one month's notice or wages and a probationer, temporary, casual or fixed term worker none (Schedule B clause 22(1) and (2); Schedules A and C clause 23). In a shop or establishment in Tamil Nadu or Karnataka, six months' service already brings the reasonable cause and the month's notice described in section 4. Section 2(zh) excludes no probationer, so whether ending probation for unsuitability is retrenchment is an open question; our reading is in section 9. Either way, the plan's records are still the reasons.
What getting it wrong costs
Retrenching in breach of s.70 is fined ₹50,000 to ₹2,00,000, and again on a second offence ₹1,00,000 to ₹5,00,000 or six months (s.86(3) and (4)). Breach of s.79 is fined ₹1,00,000 to ₹10,00,000 (s.86(1)), and the retrenchment itself is deemed illegal (s.79(7)). A retrenchment the tribunal finds was really a discharge for patently false reasons is an unfair labour practice on top (s.86(5)).
The fine is the smaller cost. One worker's retrenchment is an industrial dispute, which the worker can take to the Tribunal after conciliation, within two years (s.4(9) to (11)). If the Tribunal finds the termination 'not justified', it may set it aside and direct reinstatement (s.50(1)), and an employer who takes that award to the High Court or the Supreme Court pays full wages last drawn while the case runs, where the worker is not employed elsewhere and files an affidavit (s.56). Where the employer is a company or a firm, every person in charge of and responsible for its business is liable with it, unless they prove it happened without their knowledge and despite due diligence (s.88). A first offence punishable with fine only, which a s.70 breach is, may be compounded for half the maximum fine (s.89(1)); that ends the prosecution, not the worker's dispute.
Rests on  IR Code, 2020, s.2(d), s.2(zh), s.2(zq), s.4(9) to (11), s.50(1), s.56, s.66, s.70, s.71, s.72, s.77(1), s.79, s.83, s.86(1), (3), (4), (5) and (20), s.88, s.89, s.90(3); IR (Central) Rules, 2026, rule 37; Model Standing Orders, 2026, Schedule B clause 22, Schedules A and C clause 23; Code on Wages, 2019, s.17(2)


4.  IF THE PLAN FAILS: A MANAGER OR SENIOR SUPERVISOR
In practice: use Format 09 and give the notice the contract gives, or pay it. For a senior supervisor who is not in management, in Tamil Nadu or Karnataka, keep the appeal line in Format 09: the plan's records are the reasonable cause.
For someone outside s.2(zr), the IR Code's retrenchment chapter does not apply, and the contract decides: the notice clause in the appointment letter or employment agreement, and any clause on termination for performance. Two things sit on top of it.
•  Your State's shops Act may add a reasonable cause, but not for a manager. In Tamil Nadu, nobody employed continuously for six months may be dispensed with 'except for a reasonable cause and without giving such person at least one month's notice or wages in lieu', with a right of appeal (s.41(1) and (2) of the 1947 Act); the Act does not apply to 'persons employed in any establishment in a position of management' (s.4(1)(a)). Karnataka's s.39(1) is in the same terms, with compensation on appeal, and that Act leaves out persons in positions of management (s.3(1)(h)), hospitals and other establishments for the care of the sick (s.3(1)(d)) and, since 04-Sep-2026, an establishment of ten or more workers already registered under the OSH Code (s.3(1)(k), inserted by Karnataka Act 38 of 2026, read from a third-party copy of the gazette). So in Karnataka it now mostly reaches smaller shops and offices, and the rule reaches someone who is neither a worker nor management, such as a senior supervisor in a store or an office the Act covers. The Maharashtra Act of 2017 has no such clause, and other States were not read. A failed plan, documented, is the reasonable cause; a bare 'services no longer required' is not.
•  Outside a shops Act, the remedy is damages, not the job back. A contract 'so dependent on the personal qualifications of the parties' or 'in its nature determinable' is not specifically enforced (Specific Relief Act, 1963, s.14(c) and (d)); on our reading a private employment contract is both. Ending the contract as its notice clause allows, with the notice or the pay in lieu it gives, is performance, not a breach. Ending it without either is a breach, and the claim is compensation for the loss that 'naturally arose in the usual course of things' (Indian Contract Act, 1872, s.73), on our reading ordinarily the wages for the notice period, which is why Format 09 pays the full notice. Tamil Nadu is the exception: on an appeal under s.41, the appellate authority may 'direct the reinstatement of the person employed, with or without wages' or order compensation (s.41(2-B)), and an employer who challenges a reinstatement order in the High Court or the Supreme Court pays full wages last drawn while the case is pending, where the employee has not been employed elsewhere and files an affidavit saying so (s.41-A). In Karnataka, compensation is owed where the employer does not agree to reinstate (s.39(3)).
The wages earned are still paid within two working days (Code on Wages, 2019, s.17(2)): 'employee' under that Code includes managerial and administrative staff.
Rests on  IR Code, 2020, s.2(zr); Tamil Nadu Shops and Establishments Act, 1947, s.4 and s.41; Karnataka Shops and Commercial Establishments Act, 1961, s.3 and s.39; Karnataka Act 38 of 2026; Specific Relief Act, 1963, s.14; Indian Contract Act, 1872, s.73; Code on Wages, 2019, s.2(k) and s.17(2)


5.  FOUR LINES A PLAN CANNOT CROSS
Maternity absence
When a woman is absent under the maternity chapter, 'it shall be unlawful for her employer to discharge or dismiss her during or on account of such absence or to give notice of discharge or dismissal on such a day that the notice will expire during such absence, or to vary to her disadvantage any of the conditions of her service' (Code on Social Security, 2020, s.68(1)). She may appeal within sixty days (s.68(2)). The chapter reaches every factory, mine and plantation, and every shop or establishment with ten or more employees (First Schedule). So: a plan pauses when maternity leave starts, no outcome letter is dated inside the absence, and the absence never counts against a goal. On our reading, opening a plan during the absence can itself be a variation to her disadvantage, so the pack does not. Dismissing, discharging or otherwise penalising her in contravention of the chapter is punishable with up to six months or a fine up to ₹50,000, or both (s.133(d)).
Before and after the absence too. A pregnant woman may ask not to be given arduous work, long hours of standing or work likely to harm the pregnancy, in the month before the six weeks before her expected delivery and in any of those six weeks she does not take as leave (s.59(3) and (4)), so a goal that needs that work is suspended for the period. When she returns, she has two nursing breaks a day until the child is fifteen months old (s.66), with no deduction from wages for either (s.69): set goals on the hours she actually works. On our reading, an outcome decided in her first weeks back, on evidence from before the absence, risks being read as a discharge 'on account of' it, so restart with a fresh first review. And if a plan ends in her exit while she is pregnant, the maternity benefit and medical bonus she would have been entitled to are still owed (s.68(1), first proviso); not providing them carries the same six months or ₹50,000 (s.133(i)).
Disability and reasonable accommodation
Discrimination under the RPwD Act, 2016 'includes all forms of discrimination and denial of reasonable accommodation' (s.2(h)), and reasonable accommodation means 'necessary and appropriate modification and adjustments, without imposing a disproportionate or undue burden' (s.2(y)). No person with a disability may be discriminated against 'unless it is shown that the impugned act or omission is a proportionate means of achieving a legitimate aim' (s.3(3)). Section 20, the employment section, is worded on Government establishments; a private employer is bound by s.3(3) and must notify an equal opportunity policy (s.21(1)). At twenty or more employees, a complaint of discrimination is answered with action or written reasons (RPwD Rules, 2017, rule 3(2)), and the cost of the accommodation is never the employee's (rule 3(4)). A contravention is fined up to ₹10,000 the first time and ₹50,000 to ₹5,00,000 after that (s.89).
So Format 03 asks, at the first meeting, whether an impairment is behind the gap, and records the accommodation offered. A plan that measures someone against a standard they could meet with an adjustment they were never offered is the denial s.2(h) names.
Wages, increments and fines
'There shall be no deductions from the wages of the employee, except those as are authorised under this Code' (Code on Wages, 2019, s.18(1)), and a missed goal is not among them. A fine may be imposed only for acts and omissions the employer has specified by a notice approved by the Government (s.19(1)), and no plan can take anyone below the minimum wage (s.5). Paying less than is due is fined up to ₹50,000 (s.54(1)(a)). What the Code does allow: a loss of wages 'for a good and sufficient cause' from 'the withholding of increment or promotion' or 'the reduction to a lower post' is not a deduction, where the employer's provisions meet the appropriate Government's notification (s.18(1), Explanation (b)). A no-increment letter after a failed plan is open to you; a pay cut during it is not.
The record
A plan, its reviews and the employee's responses are personal data. Processing 'for the purposes of employment' is a legitimate use and needs no consent (DPDP Act, 2023, s.7(i)). Because the record is 'used to make a decision that affects' the employee, it must be complete, accurate and consistent (s.8(3)): dates, numbers and the employee's own words, not a manager's summary. What the employee says about health or disability is the most sensitive part: write in Format 03 only what the adjustment needs, not a diagnosis, keep medical papers with HR rather than in the plan's file, and keep the file where only the people deciding can open it. The duty to take reasonable security safeguards (s.8(5)) carries the heaviest penalty in the Schedule, up to ₹250 crore (item 1). Erase the record when its purpose is served unless another law requires retention (s.8(7)). A plan that ended in an exit still has a purpose while it can be disputed: two years for a worker's application to the Tribunal (IR Code s.4(11)), and to the end of any dispute actually raised. On our reading, holding it for that is processing 'necessary for enforcing any legal right or claim' (s.17(1)(a)), which lifts the erasure duty but never the safeguards. So the register keeps three years after the plan closes, or until any dispute is finally decided if later, which is a judgement, not a statutory period. A complaint comes to you first; the employee goes to the Data Protection Board only after your route is exhausted (s.13(3)). None of this binds yet: sections 7, 8 and 11 to 17 of the Act come into force on 13-May-2027 (G.S.R. 843(E), 13-Nov-2025), the same day as the Rules carrying the employer-facing duties (DPDP Rules, 2025, rule 1(4)). Keep the record this way now, so nothing changes on the day. Whether the rights of access and correction in s.11 and s.12 reach employment data is an open question; give the employee every record anyway.
Rests on  Code on Social Security, 2020, s.59, s.66, s.68, s.69, s.133 and First Schedule; IR Code, 2020, s.4(11); RPwD Act, 2016, s.2(h), s.2(y), s.3(3), s.20(1), s.21(1), s.89; RPwD Rules, 2017, rule 3; Code on Wages, 2019, s.5, s.18(1), s.19(1), s.54(1)(a); DPDP Act, 2023, s.7(i), s.8(3), s.8(5), s.8(7), s.13(3), s.17(1)(a) and the Schedule, commenced by G.S.R. 843(E); DPDP Rules, 2025, rule 1(4)


6.  WHO THESE RULES REACH
In practice, for a 12-person office or clinic: every format applies, and so does the worker route in section 3 for a worker with a year's service, such as a nurse or an accounts clerk. The maternity chapter applies at ten employees. Chapter X's prior permission and the Model Standing Orders do not, and in Karnataka a clinic is outside the shops Act. The list below is the detail.
•  Retrenchment under s.70: every worker in any industry with one year's continuous service. There is no headcount threshold in s.70 itself.
•  The re-skilling fund contribution under s.83: every retrenched worker, with no headcount and no service floor, once the appropriate Government has notified the fund.
•  Chapter X, three months and prior permission: a factory, mine or plantation with 300 or more workers, or a higher number your State has notified, on average in the preceding twelve months (s.77(1)). Not an office, a hospital or a store.
•  Worker: excludes anyone employed mainly in a managerial or administrative capacity, and a supervisor on wages over ₹18,000 a month (s.2(zr)).
•  The Model Standing Orders: industrial establishments with 300 or more workers (s.28(1)). Below that, their misconduct list is a guide to what the word means, not a binding order.
•  The maternity chapter: every factory, mine and plantation, and every shop or establishment with ten or more employees (Code on Social Security, First Schedule).
•  The RPwD Act's s.3(3) and the equal opportunity policy: every establishment, with no headcount; rule 3(2)'s written reasons at twenty or more employees.
•  The Code on Wages' deduction and fine rules: every employee, managers included (s.2(k)).
•  The Tamil Nadu and Karnataka reasonable-cause rules: employees of shops and establishments in those States, after six months' service, but not anyone in a position of management, and in Karnataka not a hospital or an establishment of ten or more workers registered under the OSH Code.
•  The DPDP Act: every employer processing digital personal data.
Rests on  IR Code, 2020, s.2(zr), s.28(1), s.70, s.77(1), s.83; Code on Social Security, 2020, First Schedule; RPwD Act, 2016, s.3(3), s.21; RPwD Rules, 2017, rule 3(2); Code on Wages, 2019, s.2(k); Tamil Nadu Act, 1947, s.41; Karnataka Act, 1961, s.39; DPDP Act, 2023, s.3(a)


7.  ELEVEN FORMATS
Everything in [CAPITALS] is yours to fill or delete. Where a bracket offers choices split by '/', keep one. Which format when:
	If you want to...
	Use

	Tell someone their work is below the standard and invite them to a meeting
	Format 01

	Write the goals, the measure, the support and the review dates
	Format 02

	Record the first meeting, including anything the employee tells you about health, disability or circumstances
	Format 03

	Record a fortnightly review
	Format 04

	Let the employee put their side in writing
	Format 05

	Extend the plan with a reason
	Format 06

	Close the plan as met
	Format 07

	End a worker's employment after a failed plan
	Section 3, then Format 08

	End a manager's or senior supervisor's employment after a failed plan
	Section 4, then Format 09

	Brief the manager running the plan
	Format 10

	Keep every plan in one place
	Format 11




FORMAT 01  ·  PIP NOTICE LETTER
Note for HR, delete before sending: This invites; it does not charge. Name the standard, the evidence that the work is below it, with dates, and the meeting. Leave out 'misconduct', 'show cause', 'explain why action should not be taken' and anything else from a charge sheet: those words turn a plan into a disciplinary matter that needs an enquiry. Give the employee at least two working days before the meeting.
The letter starts below.
[COMPANY LETTERHEAD]
Ref: [REFERENCE NO.]                    Date: [DD-MMM-YYYY]
To: [EMPLOYEE NAME], [DESIGNATION], [DEPARTMENT / BRANCH]
Subject: Performance improvement plan: invitation to a meeting
Dear [FIRST NAME],
Your role requires [THE STANDARD: e.g. 95% of orders dispatched within 24 hours / a monthly collection target of ₹ AMOUNT / patient notes completed before the end of each shift]. Between [DATE] and [DATE], [THE EVIDENCE, WITH DATES: e.g. 71% of orders were dispatched within 24 hours; the collection in each of the three months was below ₹ AMOUNT].
We want to help you meet the standard, and we propose a performance improvement plan of [SIXTY TO NINETY] days, with a review every two weeks. Your pay does not change during the plan. Please meet [MANAGER NAME] and [HR NAME] on [DATE, AT LEAST TWO WORKING DAYS AWAY] at [TIME] in [PLACE], where we will go through the gap, hear your view, and agree the goals, the support you will get and the review dates.
You may bring a colleague. If there is anything affecting your work that you would like us to know about, including your health, you can tell us at the meeting or write it on the enclosed response form.
This is not a disciplinary notice and no charge is made against you.

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

Received a copy.
Signature of the employee: ______________________       Date: ______________


FORMAT 02  ·  THE PERFORMANCE IMPROVEMENT PLAN
Note for HR, delete before sending: One row per goal. The standard comes from the role's duties and is the one others in the same role are held to, the measure is a number or a dated deliverable, never 'attitude', and the support column is yours to deliver. Sixty to ninety days, reviewed every two weeks, is the practice this pack follows; no law sets a length. Both sign, and the employee's signature confirms receipt, not agreement. If they will not sign, write 'declined to sign', the date and a witness, and carry on: do not treat it as misconduct, because the plan stands on being delivered, not on the signature. The employee gets a copy the same day.
The plan starts below.
[COMPANY LETTERHEAD]
PERFORMANCE IMPROVEMENT PLAN
Employee: [NAME], [DESIGNATION], [DEPARTMENT / BRANCH]     Manager: [NAME]     HR: [NAME]
Start: [DD-MMM-YYYY]     End: [DD-MMM-YYYY, SIXTY TO NINETY DAYS LATER]     Reviews: every two weeks on [DATES]
The standard for this role, from the job description: [ONE OR TWO LINES].
	Goal
	Where you are now (evidence)
	Expected standard
	How it is measured
	Support we give
	Review date

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	



What happens at the end: if each goal is met, the plan closes with a completion letter. If a goal is close but not met, or the support we promised came late, the plan may be extended once. If it is not met, [COMPANY NAME] will consider the outcome, which may include ending your employment on the notice and terms the law and your contract provide. You will have a chance to respond in writing before any decision.
Nothing in this plan changes your wages. No deduction or fine follows from a goal that is missed.
Signed on [DATE]. Your signature confirms that you received this plan, not that you agree with every part of it. Anything you disagree with goes on the enclosed response form, which is attached to this plan and read before any decision.
Employee: ______________________   Manager: ______________________   HR: ______________


FORMAT 03  ·  FIRST MEETING RECORD
Note for HR, delete before sending: Written during the meeting and signed by both. Asking the question on health, disability and circumstances is not optional for the manager; answering it is optional for the employee. An impairment behind the gap changes the plan, because the employer must consider reasonable accommodation first. Record what was offered, and only what the adjustment needs: no diagnosis, and medical papers stay with HR, not in this record (section 5).
The record starts below.
PIP FIRST MEETING RECORD
Employee: [NAME], [DESIGNATION]     Plan no.: [FROM FORMAT 11]
	Item
	Record

	Date, place, present
	

	The gap, as explained to the employee
	

	The employee's explanation, in their words
	

	Health, disability or circumstances the employee raised
	

	Reasonable accommodation discussed and offered
	

	Support agreed: training, tools, time, a mentor
	

	Goals agreed (attach Format 02)
	

	Review dates
	

	Copy of the plan and this record given to the employee on
	



Employee: ______________________   Manager: ______________________   HR: ______________


FORMAT 04  ·  FORTNIGHTLY CHECK-IN RECORD
Note for HR, delete before sending: One per review, one row per goal. 'On track', 'behind' or 'met', with the evidence. The employee's comment line is theirs, in their words. Fill it in during the review, not after: a few words a column, the number in Evidence, and set the next review date before the meeting ends.
The record starts below.
PIP CHECK-IN RECORD: review [NUMBER] of [TOTAL], [DD-MMM-YYYY]
Employee: [NAME]     Manager: [NAME]     Present: [NAMES]
	Goal
	Progress since last review
	Evidence
	On track / behind / met
	Support given
	Next step

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	



Employee's comment, in their words: [WRITE IT HERE, OR 'DECLINED TO COMMENT']
Next review: [DD-MMM-YYYY]. Copy given to the employee on [DATE].
Employee: ______________________   Manager: ______________________


FORMAT 05  ·  EMPLOYEE'S WRITTEN RESPONSE
Note for HR, delete before sending: Hand this over with Format 01 and at any review. A plan the employee could not answer is one a tribunal reads as decided in advance.
The form starts below.
PERFORMANCE IMPROVEMENT PLAN: MY RESPONSE
Name: [NAME]     Date: [DD-MMM-YYYY]     Responding to: [PIP NOTICE / REVIEW DATED ...]
1. What I agree with:
	



2. What I do not agree with, and why:
	



3. What is affecting my work that the company should know about (optional; this includes health or a disability):
	



4. The support I need:
	



5. Anything else:
	



I understand this response goes on the plan's file and will be read before any decision is taken.
Signature: ______________________   Date: ______________


FORMAT 06  ·  EXTENSION LETTER
Note for HR, delete before sending: Extend once, for a stated reason: the support came late, the employee was on leave, or the gap narrowed but did not close. Say the new end date. A second extension is a sign the goals were wrong.
The letter starts below.
[COMPANY LETTERHEAD]
Ref: [REFERENCE NO.]                    Date: [DD-MMM-YYYY]
To: [EMPLOYEE NAME], [DESIGNATION]
Subject: Extension of your performance improvement plan
Dear [FIRST NAME],
Your plan dated [DATE] was due to end on [DATE]. At the review on [DATE], [WHAT WAS MET] and [WHAT WAS NOT]. Because [THE REASON: the training agreed on DATE was delivered only on DATE / you were on leave from DATE to DATE / goal 2 has narrowed from X to Y but is not yet met], we are extending the plan to [NEW END DATE].
The goals, the measure and the support stay as in the plan, except: [ANY CHANGE, OR 'NO CHANGE']. Reviews continue every two weeks.
This extension is given once. Please sign and return the response form if there is anything you want to add.

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

Received a copy.
Signature of the employee: ______________________       Date: ______________


FORMAT 07  ·  COMPLETION LETTER
Note for HR, delete before sending: The plan is met. Say so, say what continues as normal supervision, and put a copy on the file. Do not write 'any further lapse will lead to termination': that is a warning, and this is not one.
The letter starts below.
[COMPANY LETTERHEAD]
Ref: [REFERENCE NO.]                    Date: [DD-MMM-YYYY]
To: [EMPLOYEE NAME], [DESIGNATION]
Subject: Completion of your performance improvement plan
Dear [FIRST NAME],
Your plan dated [DATE] ended on [DATE]. At the final review on [DATE], each goal was met: [ONE LINE PER GOAL, WITH THE NUMBER].
The plan is closed. From [DATE], your work is reviewed in the normal way, with [THE USUAL CHECK: the monthly one-to-one / the shift report].
Thank you for the effort it took. A copy of this letter goes on your personnel file with the plan's records.

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


FORMAT 08  ·  OUTCOME LETTER: PLAN NOT MET, WORKER
Note for HR, delete before sending: This is the retrenchment notice section 70 requires, so it indicates the reasons, which are the plan's own records. Fill the compensation table from Format 11's dates. Send the Government notice, and pay fifteen days' wages last drawn into the worker re-skilling fund (s.83), within the days your sphere's rules set: for a private employer the State's, which this pack did not read (section 2), so ask your State labour office. In a factory, mine or plantation of 300 workers, stop: three months' notice and prior permission come first (s.79). For a worker under one year's continuous service, section 70 does not apply: keep the Reasons, give the notice the contract or standing orders give, delete the compensation table and the line on the Government notice, and make the subject 'Termination of employment'; section 9 says why the cautious course still pays the s.83 contribution.
The letter starts below.
[COMPANY LETTERHEAD]
Ref: [REFERENCE NO.]                    Date: [DD-MMM-YYYY]
To: [EMPLOYEE NAME], [DESIGNATION], [DEPARTMENT / BRANCH]
Subject: Notice of retrenchment under section 70 of the Industrial Relations Code, 2020
Dear [FIRST NAME],
Reasons. Your performance improvement plan dated [DATE] set [NUMBER] goals, reviewed on [DATES]. At the final review on [DATE], [WHICH GOALS WERE NOT MET, WITH THE NUMBERS]. The plan was extended on [DATE / 'not extended']. Your written responses dated [DATES] were considered. Your employment is therefore ended by retrenchment, not as a punishment for any misconduct. For that reason you are retrenched rather than the last person employed in [CATEGORY] (section 71).
Notice. [EITHER: This letter is one month's notice; your last working day is DATE. OR: Your employment ends today, and one month's wages in lieu of notice, ₹ AMOUNT, is paid with the sums below.]
Compensation under section 70(b), paid at the time of retrenchment, [TODAY / ON YOUR LAST WORKING DAY, DATE]:
	Item
	Amount

	Average pay, three complete months (s.2(d))
	₹ [AMOUNT]

	Fifteen days' average pay, dividing by 26
	₹ [AMOUNT]

	Completed years, a part over six months as one
	[NUMBER]

	Compensation under s.70(b)
	₹ [AMOUNT]

	Wages in lieu of notice, if not served
	₹ [AMOUNT / NIL]

	Total paid at retrenchment
	₹ [AMOUNT]



Your wages to [DATE] and other dues are paid within two working days. Your relieving letter and service certificate follow. If [COMPANY NAME] takes anyone into employment within one year of your retrenchment, you will be given the opportunity to offer yourself for re-employment, with preference over other candidates.
Separately, [COMPANY NAME] pays ₹ [AMOUNT], fifteen days' wages last drawn, into the worker re-skilling fund under section 83, which credits it to your account within forty-five days of the retrenchment.
A notice of this retrenchment is being sent to [THE APPROPRIATE GOVERNMENT / AUTHORITY] as the rules require.

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

Received a copy.
Signature of the employee: ______________________       Date: ______________


FORMAT 09  ·  OUTCOME LETTER: PLAN NOT MET, MANAGER OR SENIOR SUPERVISOR
Note for HR, delete before sending: For someone who is not a worker under s.2(zr): mainly managerial or administrative, or supervisory on wages over ₹18,000 a month. The contract's notice clause applies. For someone not in a position of management, such as a senior supervisor, the Tamil Nadu and Karnataka shops Acts add a reasonable cause after six months' service, which the plan's records are; neither Act reaches a manager. Check your own State's Act.
The letter starts below.
[COMPANY LETTERHEAD]
Ref: [REFERENCE NO.]                    Date: [DD-MMM-YYYY]
To: [EMPLOYEE NAME], [DESIGNATION]
Subject: Termination of employment
Dear [FIRST NAME],
Your performance improvement plan dated [DATE] set [NUMBER] goals, reviewed on [DATES]. At the final review on [DATE], [WHICH GOALS WERE NOT MET, WITH THE NUMBERS]. Your written responses dated [DATES] were considered.
Under clause [NUMBER] of your [APPOINTMENT LETTER / EMPLOYMENT AGREEMENT] dated [DATE], your employment ends on [DATE], being [ONE MONTH'S / THE CONTRACT'S] notice from today. [OR: Your employment ends today and ₹ AMOUNT, being wages for the notice period, is paid in lieu.]
The reason is the one set out above. [IN TAMIL NADU OR KARNATAKA, AND NOT FOR A MANAGER, KEEP: You may appeal to the authority under the State's Shops and Establishments Act within the time it allows.]
Your wages to [DATE] and other dues are paid within two working days. Your relieving letter and experience letter follow.

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

Received a copy.
Signature of the employee: ______________________       Date: ______________


FORMAT 10  ·  MANAGER'S GUIDE
Note for HR, delete before sending: One page for the person running the plan. Print it with Format 02.
The guide starts below.
RUNNING A PERFORMANCE IMPROVEMENT PLAN: THE MANAGER'S PAGE
•  A PIP is for someone who cannot meet the standard. Someone who will not, who slows down work or habitually neglects it, is a conduct matter: use the warning and disciplinary formats, not this pack.
•  Before the first meeting, ask yourself whether the standard was ever written down and given to the employee. If not, start there.
•  Never write 'misconduct', 'show cause' or 'charge' in a PIP document.
•  Ask about health, disability and circumstances at the first meeting, and write the answer down. If an impairment is behind the gap, talk to HR about reasonable accommodation before the plan starts.
•  Every goal has a number or a dated deliverable. 'Improve your attitude' is not a goal.
•  Deliver the support you promised, on the date you promised it. A late training course is your reason to extend, not the employee's failure.
•  Review every two weeks, in writing, and give the employee the record the same day. Ask for their comment every time.
•  Each review: fill Format 04 in the meeting, one row per goal, and set the next review date before you finish. The letters are HR's; the support and the reviews are yours.
•  If the employee is on maternity leave, or goes on it, the plan pauses. Nothing adverse happens during the absence.
•  No pay cut, no fine, no deduction for a missed goal. A no-increment outcome goes through HR, not the plan.
•  Never ask for a resignation in place of the outcome, and never move, sideline or cut the incentive of someone on a plan to push one.
•  Before the outcome letter, HR confirms whether the employee is a worker. That decides the letter, the notice, the compensation and whether the Government must be told or asked. HR also checks whether an industrial dispute is pending and the employee is a protected worker (s.90(3)).
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FORMAT 11  ·  PIP REGISTER
Note for HR, delete before sending: One row per plan. The 'worker?' column decides the outcome letter, and the dates decide the compensation. Keep it for three years after the plan closes, and until any dispute about it is finally decided if that is later; section 5 says why.
The register starts below.
	Plan no.
	Employee and code
	Worker under s.2(zr)?
	Date of joining
	Plan start
	Plan end
	Reviews held (dates)
	Support given
	Extended to
	Outcome: met / not met / withdrawn
	Letters, Govt notice, s.83 fund (dates)

	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	



8.  EIGHT MISTAKES
1.  Calling poor performance misconduct
Inability is on no misconduct list. The Model Standing Orders name habitual neglect of work and slowing down work, which are choices. A plan written in charge-sheet language becomes a disciplinary matter, and a dismissal that follows without an enquiry can be an unfair labour practice.
2.  Deciding the outcome before the plan starts
A plan with no real support and no real review can be read as a discharge 'not in good faith, but in the colourable exercise of the employer's rights', an unfair labour practice fined ₹10,000 to ₹2,00,000. Deliver the support. Record every review. Read the employee's response before deciding.
3.  Cutting pay during the plan
The Code on Wages allows no deduction it does not list, and a missed target is not on the list. A fine needs a notified list of acts and omissions. Paying less than is due is fined up to ₹50,000.
4.  Ending a worker on the contract's notice alone
On our reading, a notice clause does not replace section 70, and section 9 says why that is not settled. The written reasons, the compensation at the time and the notice to the Government are still owed, or the fine is ₹50,000 to ₹2,00,000, and the re-skilling fund contribution under section 83 on top. At 300 workers in a factory, mine or plantation, it is prior permission or ₹1 lakh to ₹10 lakh, and a retrenchment without it is deemed illegal. Either way, the Tribunal can set the exit aside and direct reinstatement (section 3).
5.  Running the clock through maternity leave
During maternity absence there is no discharge, no notice that expires and no variation of her conditions to her disadvantage. Pause the plan, and never count the absence against a goal. Dismissing or penalising her in breach of the chapter is punishable with up to six months or a fine up to ₹50,000.
6.  Skipping the accommodation question
Where an impairment is behind the gap, the employer must consider reasonable accommodation before judging the work, and denying it is discrimination under the RPwD Act. Ask at the first meeting and write down what was offered.
7.  Goals nobody can measure
'Be more proactive' proves nothing at the end. Each goal needs a number or a dated deliverable, taken from the role's written duties, and a review date.
8.  Keeping no record, or keeping it from the employee
The plan, each review and each response are the evidence of good faith, and the employee is entitled to a copy of each. A record used to decide someone's employment must also be complete and accurate under the DPDP Act.


9.  WHAT THIS PACK COULD NOT SETTLE
Said plainly, so a gap is not read as an answer.
•  Whether an exclusion in s.2(zh) takes a performance exit out of 'retrenchment'. Clause (iii) excludes the non-renewal of a contract on its expiry, and a contract 'being terminated under a stipulation in that behalf contained therein'; read literally, a termination clause in the appointment letter would take every contractual exit outside section 70. The repealed Industrial Disputes Act carried the same words and they were litigated under it; no judgment was read for this pack. On our reading, a clause used only to avoid section 70 risks being treated as a colourable exercise of the employer's rights (Second Schedule, item 5(b)). Clause (v) excludes termination 'on the ground of continued ill-health', which is a different ground from performance: where a health condition is behind the gap, the accommodation question in section 5 comes first. This pack relies on neither exclusion and follows section 70 for every worker with a year's service.
•  Whether ending a probationer's service for unsuitability is retrenchment. Section 2(zh) excludes no probationer, while the Model Standing Orders give a probationer no notice. Section 70's conditions need a year's continuous service, so below a year the standing orders or the contract govern the notice. But if it is retrenchment, the order in s.71 and the fund contribution in s.83 carry no service floor and would still apply. The cautious course, and our reading of what follows, is to record the reason and pay the contribution.
•  Whether opening a PIP during maternity absence 'varies to her disadvantage' a condition of service under s.68(1). Our reading is that it can, so the pack pauses the plan. No case law was read for this pack.
•  Whether the DPDP Act's rights of access and correction (s.11 and s.12) reach data processed for employment under s.7(i). Both sections are worded on data processed with consent or under s.7(a). Our reading is that they do not apply as of right; the pack gives the employee every record anyway.
•  The form and the days for the section 70(c) notice in your State, and where the section 83 contribution goes. Rule 27 of the IR (Central) Rules, Form-XIII within three days, and rule 37, the fund within ten days, bind the Central sphere only. Section 83 sets the fund up only once the appropriate Government notifies it, and whether your State has was not checked. No State rules were read for this pack.
•  Which States' shops Acts add a 'reasonable cause' to a non-worker's termination. Tamil Nadu and Karnataka were read; the Maharashtra Act of 2017 has no such clause. Other States were not read. Who is 'in a position of management', which both Acts exclude, is a question of fact neither Act defines.
•  Whether a retrenchment is invalid when only the s.70(c) notice to the Government is missed. Section 70 makes all three clauses conditions: no retrenchment 'until' each is met, and missing any is the s.86(3) offence. Unlike s.79(7) for Chapter X, section 70 does not say what happens to the retrenchment itself. The same clause in the repealed Industrial Disputes Act was litigated; no judgment was read for this pack. Send the notice the day the letter goes, and keep proof of it.
•  Not covered: contract labour, where you are not the employer; apprentices, whom s.2(zr) leaves out of 'worker'; fixed term employees, whose tenure ending is not retrenchment (s.2(zh)(iv)), though ending one early after a failed plan is not the end of the tenure, so on our reading the worker route in section 3 applies; and the appropriate Government's notification under the Explanation to s.18(1) of the Code on Wages, which a no-increment outcome must satisfy and which was not read.


10.  FORTY CITATIONS
Each read at its own provision, 27-Oct-2026, in the official text, except Karnataka Act 38 of 2026, read from a third-party copy of the gazette.
	Provision
	What it decides

	IR Code, 2020, s.2(zh)
	Retrenchment is termination for any reason whatsoever, otherwise than as a punishment by way of disciplinary action; it excludes termination under a stipulation in the contract (iii), the end of a fixed term (iv) and continued ill-health (v)

	IR Code, 2020, s.2(zr)
	A worker; excluding anyone employed mainly in a managerial or administrative capacity, and a supervisor on wages over ₹18,000 a month

	IR Code, 2020, s.2(d) and s.2(zq)
	Average pay is the average of the wages payable in the three complete calendar months before it becomes payable, for a monthly paid worker; wages are basic pay, dearness allowance and retaining allowance, with excluded payments over one-half of all remuneration added back (first proviso)

	IR Code, 2020, s.66
	Continuous service, with a year deemed at 240 days actually worked in the preceding twelve months, or 190 below ground in a mine

	IR Code, 2020, s.70(a), (b) and (c)
	For a worker with one year's continuous service, no retrenchment until: (a) one month's notice in writing indicating the reasons, or wages in lieu; (b) compensation of fifteen days' average pay for every completed year, or part in excess of six months, at the time of retrenchment; (c) notice to the appropriate Government, in the manner prescribed

	IR Code, 2020, s.4(9) and (11); s.50(1); s.56
	One worker's retrenchment or termination is an industrial dispute, and the worker may apply to the Tribunal after conciliation, within two years; the Tribunal may set the termination aside and direct reinstatement; an employer challenging that in the High Court or the Supreme Court pays full wages last drawn meanwhile, if the worker is not employed elsewhere and files an affidavit

	IR Code, 2020, s.90(3)
	While any industrial dispute proceeding is pending, a protected worker, an office-bearer of a registered union recognised under the rules, is not discharged without the written permission of the authority hearing it

	IR Code, 2020, s.71 and s.72
	Within a category, ordinarily the last person employed is retrenched first, unless the employer records reasons for retrenching another; a retrenched worker is offered the chance to offer themselves for re-employment, with preference, if the employer takes any person into employment within one year

	IR Code, 2020, s.83
	For every retrenched worker, the employer pays fifteen days' wages last drawn into the worker re-skilling fund the appropriate Government notifies, which credits the worker within forty-five days

	IR Code, 2020, s.77(1)
	Chapter X applies to a factory, mine or plantation with 300 or more workers, or a higher number the appropriate Government notifies, on average per working day in the preceding twelve months

	IR Code, 2020, s.79(1), (2), (4) and (7)
	In Chapter X: three months' notice with reasons, and the appropriate Government's prior permission, applied for with a copy to the worker, deemed granted if no order comes within sixty days; without it, the retrenchment is deemed illegal

	IR Code, 2020, s.84 and Second Schedule, Part I, items 5, 7 and 11
	Discharge or dismissal by way of victimisation (5(a)), not in good faith but in colourable exercise of the employer's rights (5(b)), for patently false reasons (5(d)), in utter disregard of natural justice or with undue haste (5(f)), or disproportionate (5(g)); a mala fide transfer (7); and discharge for filing charges or testifying in a dispute (11) are unfair labour practices

	IR Code, 2020, s.86(1), (3) and (20)
	Breach of s.79: a fine of ₹1,00,000 to ₹10,00,000; retrenching in breach of s.70: ₹50,000 to ₹2,00,000; a provision with no penalty of its own, s.83 and s.90 among them: up to ₹1,00,000

	IR Code, 2020, s.88 and s.89
	Where the employer is a company or a firm, every person in charge of and responsible for its business is liable with it, unless the offence was without their knowledge and despite due diligence; a first offence punishable with fine only may be compounded for half the maximum fine

	IR Code, 2020, s.86(5)
	An unfair labour practice: a fine of ₹10,000 to ₹2,00,000

	Model Standing Orders, 2026, Schedule B clause 23(5); Schedules A and C clause 24(5)
	Misconduct includes habitual neglect of work (f) and malingering or slowing down work (i); inability is not on the list. Standing orders bind at 300 workers (IR Code s.28(1))

	Model Standing Orders, 2026, Schedule B clause 22(1) and (2); Schedules A and C clause 23
	One month's notice or wages for a permanent worker; none for a probationer, temporary, casual or fixed term worker whose contract is not renewed

	Model Standing Orders, 2026, clause 2(5)
	Probation is six months, extendable upon assessment of performance by up to three months

	IR (Central) Rules, 2026, rule 27 and rule 37
	Notice of retrenchment in Form-XIII to the Central Government within three days, and the re-skilling fund contribution within ten days, in the Central sphere

	Code on Wages, 2019, s.5
	No employee is paid less than the minimum wage, whatever the plan says

	Code on Wages, 2019, s.17(2)
	Wages are paid within two working days of a retrenchment or removal

	Code on Wages, 2019, s.18(1)
	No deduction from wages except those the Code authorises

	Code on Wages, 2019, s.18(1), Explanation (b)
	Withholding an increment or promotion, or reduction to a lower post, for good and sufficient cause is not a deduction where the employer's provisions meet the appropriate Government's notification

	Code on Wages, 2019, s.19(1)
	No fine except for acts and omissions specified by notice with the Government's approval

	Code on Wages, 2019, s.54(1)(a)
	Paying less than is due: a fine up to ₹50,000

	Code on Social Security, 2020, s.59(3), s.66, s.68(1) and (2), s.69; s.133(d) and (i)
	No arduous work or long standing on her request in the weeks before delivery; two nursing breaks a day until the child is fifteen months, with no deduction for either; no discharge or dismissal during or on account of maternity absence, no notice expiring during it, no variation of conditions to her disadvantage, and a discharge during pregnancy does not take away the benefit; appeal within sixty days. Dismissing or penalising her, or not paying the benefit: up to six months or a fine up to ₹50,000

	Code on Social Security, 2020, First Schedule, Chapter VI
	Maternity benefit applies to every factory, mine and plantation, and every shop or establishment with ten or more employees

	RPwD Act, 2016, s.2(h) and s.2(y)
	Discrimination includes denial of reasonable accommodation: necessary and appropriate adjustments without a disproportionate or undue burden

	RPwD Act, 2016, s.3(3)
	No person with disability is discriminated against on the ground of disability unless the act is a proportionate means of achieving a legitimate aim

	RPwD Act, 2016, s.20(1)
	The employment non-discrimination section is worded on Government establishments; a private employer is bound by s.3(3)

	RPwD Act, 2016, s.21(1)
	Every establishment notifies an equal opportunity policy

	RPwD Act, 2016, s.89
	A first contravention: up to ₹10,000; after that ₹50,000 to ₹5,00,000

	RPwD Rules, 2017, rule 3(2) and (4)
	A complaint of discrimination at twenty or more employees is answered with action or written reasons; the cost of reasonable accommodation is never the employee's

	DPDP Act, 2023, s.7(i)
	Processing for the purposes of employment is a legitimate use needing no consent; ss.7, 8 and 11 to 17 of the Act (G.S.R. 843(E)) and the Rules' employer duties (DPDP Rules, 2025, rule 1(4)) start on 13-May-2027

	DPDP Act, 2023, s.8(3), (5) and (7); s.17(1)(a); Schedule, item 1
	Data used to make a decision about a person must be complete, accurate and consistent; it is protected by reasonable security safeguards, a breach of which is fined up to ₹250 crore; it is erased when its purpose is served unless a law requires retention, a duty that gives way, but the safeguards do not, where processing is necessary for enforcing a legal right or claim

	DPDP Act, 2023, s.13(3)
	An employee exhausts the employer's grievance route before approaching the Data Protection Board

	Tamil Nadu Shops and Establishments Act, 1947, s.41(1)
	After six months' service: no dispensing with service except for a reasonable cause and with one month's notice or wages, unless misconduct is proved at an enquiry; s.41(2-B) the appellate authority may direct reinstatement, and s.41-A full wages while the employer challenges it in a higher court, if the employee is not employed elsewhere; s.4(1)(a) excludes persons in a position of management

	Karnataka Shops and Commercial Establishments Act, 1961, s.39(1)
	After six months' service: no removal or dismissal except for a reasonable cause and after one month's notice or pay in lieu, unless misconduct is proved at an enquiry; with an appeal. s.3(1)(d), (h) and (k) exclude hospitals, management, and since Act 38 of 2026 an establishment of ten or more workers registered under the OSH Code (Act 38 read from a third-party copy of the gazette)

	Specific Relief Act, 1963, s.14(c) and (d)
	A contract dependent on personal qualifications, or determinable in its nature, is not specifically enforced: on our reading, no reinstatement for a non-worker, only damages

	Indian Contract Act, 1872, s.73
	Compensation for a broken contract is for the loss that naturally arose in the usual course of things; on our reading, for a notice clause broken, ordinarily the wages for the notice period



Provided by Attendo for general guidance, not legal advice, reviewed 27-Oct-2026.




