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We in India
India has emerged as one of the world’s most dynamic and promising economies, offering a fertile 

environment for businesses seeking sustainable growth and global expansion. With a GDP consistently 

among the fastest-growing globally, India presents a compelling combination of market scale, innovation, 

and economic resilience. From technology and manufacturing to healthcare and financial services, India 

offers diverse opportunities for enterprises to innovate, scale, and lead. For organizations looking to 

establish a strong presence in a high-growth market, India stands as a strategic and future-ready choice.

We maintain a strong presence across India’s leading commercial centres. Our offices in Ahmedabad, 

Bangalore, Chennai, Delhi, Mumbai, and Pune support clients across diverse industries ranging from 

manufacturing and automotive to IT, finance, and aerospace. Each location offers strategic advantages; 

proximity to industrial clusters, access to skilled talent, and robust infrastructure. Pune serves as our 

pan-India headquarters, coordinating nationwide operations. With deep local insight and global 

expertise, we deliver integrated solutions that help international businesses thrive in India’s fast-

evolving market landscape.

Introduction
Labour and employment regulations in India are significantly different from other similar jurisdictions with 

its very own distinctive features.

Labour laws, regulations, rules and policies are constantly evolving to adapt the rapid changes in 

workplace due to technology advancement, digitalisation, and mobility in general and in the Indian  

context all the more in the backdrop of the Indian Government’s initiative to make the Indian  

business environment investor friendly.

It is essential for the foreign companies to know the local relevant laws and the latest changes in this  

field in order to avoid any future risks and liabilities triggered by the business activities in India.

General Framework

Key Labour and Employment Legislations
The Ministry of Labour & Employment, India has brought into effect India’s overhauled labour-law 

framework through four major Labour Codes with effect from 21st November 2025:

•	 Code on Wages, 2019

•	 Industrial Relations Code, 2020

•	 Code on Social Security, 2020

•	 Occupational Safety, Health and Working Conditions Code, 2020

These Codes consolidate and replace 29 central labour laws, creating a more unified and predictable 

compliance regime.

In India there is no single code on the labour and employment laws covering all aspects of labour and 

employment related matters.

Both the Central and the State Governments have the power to legislate on the subject of employment 

and labour relations. In addition to the Central enactments, each State Government has enacted 

State-specific legislations and further rules pursuant to the Central legislations leading to complexities.

Applicability of these laws depend among others on the industry sector, size of the establishment, type 

of work carried on by the employee and / or salary thresholds.

The key labour and employment legislations in India can be classified in the following categories:

•	 laws relating to working conditions, conditions of service and employment;

•	 laws relating to wages;

•	 laws relating to social security; and

•	 laws related to industrial relations.

Categorisation of Industries
Indian labour and employment laws divide “industry” into 2 broad categories, namely, factories  

(i.e. manufacturing units) and establishments (i.e. non-manufacturing units).

Factories Establishments

Occupational Safety, Health and Working Conditions  

Code, 2020 (“OSH Code”) defines the term “factory” to  

mean any pre-mises (a) wherein 20 or more workers are  or 

were working on any day of the preceding 12 months, and in 

any part of which a manufacturing process is being carried  

on with the aid of power; and (b) 40 or more workers are  or 

were working on any day of the preceding 12 months, and in 

any part of which a manufacturing process is being carried  

on without the aid of power.

The law relating to the regulation of labour employed in 

establishments (other than factories) continues to be 

governed by in State specific Shops and Commercial 

Establishments Acts (“S&E Acts”). As per the provisions of 

various S&E Acts, the term “establishment“ generally means 

any shop and commercial establishment where goods are 

sold or services are rendered to customers though the 

precise scope varies from State to State. The S&E Acts have 

not been repealed by the Central Labour Codes; however, 

matters relating to wages, industrial relations, social security 

and occupational safety are now governed by the applicable 

provisions of the Central Labour Codes, where relevant.

However, it is relevant to note that where shop or 

establishment is carrying on any activity which is falling 

under the purview of any “manufacturing processes“ then 

provisions of the OSH Code shall apply to it.
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Categorisation of Employees
Employees are classified into 2 broad categories – workmen (i.e. blue-collared employees) and non-

workmen (i.e. white-collared employees).

Workmen Non-workmen

The expression “workman” is defined to mean any person  

who is employed in any industry to do any manual, unskilled, 

skilled, technical, operational or clerical work, or who is 

employed in a supervisory work within the salary threshold 

and also includes working journalists and sales promotion 

employees but does not include any such person who is 

employed mainly in a managerial or administrative capacity.

This category covers all other employees not falling in the 

above category.

Internal accounting

Pre-Employment Procedure
No specific rules exist which govern the recruitment, interviewing, screening 

and hiring procedure to be followed by companies in private sector. The 

employer is free to devise its own policies regarding appointment procedure. 

The recruitment policy so devised, however, should not violate the 

fundamental rights (such as right to privacy, right to equality, etc.) of the 

applicants.

Before employing a candidate, the employers in India generally conduct pre-employment inquiries and 

background checks in order to ascertain the suitability of the applicant for the job. No specific laws 

concerning such inquiries exist in India. However, such inquiries should be conducted only after obtaining 

prior written consent of the candidate in order to ensure compliance of any right to privacy and / or data 

protections laws which may apply.

Terms of Employment Agreements
The term of the employment can be temporary or permanent as agreed 

between the parties. There are no regulatory requirements as to the form and 

content of employment agreements. However, general rules governing 

contracts as laid in the Indian Contract Act, 1872, are applicable on the 

employment agreements as well.

Under the OSH Code every employer is required to issue a formal letter of appointment to each  

employee at the time of joining, containing such particulars and in such format as may be prescribed by 

the appropriate Government.

Further, where an employee had not been issued an appointment letter prior to the commencement of the 

Code, the employer was required to issue the same within three months from the date of its 

commencement. The employer and employee are free to agree on the terms of their relationship.

However, both the employer as well as employee are required to ensure that the terms of the contract do 

not contradict with the provisions of law. Therefore, it is recommended in general to follow and include the 

minimum working conditions as defined by law for the workman category. Certain S&E Acts impose a 

statutory obligation on the employer to specify and communicate in writing certain terms and condition of 

employment to its employees. This may include among others, job responsibility and place of work, 

probation period, confirmation procedure, working hours, leave entitlement, salary and other statutory 

benefit entitlement, transfer provision, non-compete and confidentiality, etc.

The complexity and extensiveness of provisions of the employment agreements differ for different levels 

of employees. In practice most companies draft Human Resource policies providing common workplace 

rules and regulations thereby assuring consistency and uniformity within the organisation.

Typically an employment relationship in India begins by issuing of appointment / offer letter followed by an 

employment agreement with provision of probationary period. Generally, the employers in India issue a 

written confirmation letter to the employees upon successful completion of the probation period.

Important Statutory Provisions

Probation and Confirmation
There are no express regulations concerning probation periods for employees 

in India. The Model Standing Orders prescribed under the Industrial 

Employment (Standing Orders) Act, 1946 prescribe 3 months as probation 

period, which can be extended up to 1 year. The Draft Central Rules on the 

industrial Relations Code, 2026 prescribes 6 months as probation period, 

which can be extended up to 9 months for industrial establishments in 

manufacturing sector and service sector. In practice, employment contracts usually provide for a probation 

period varying from 3 to 6 months, depending on the designation of the employee concerned. During 

probation period, a contract may be terminated by either party without notice.

Working hours and Overtime
As per OSH Code no employee shall be required to work for more than 8 

hours in a day and 48 hours in a week. Further, the power to fix the time of 

interval and spread over time has been given to Appropriate Government. The 

maximum number of working hours for employees prescribed under S&E Acts 

may range between 45 and 48 hours spread on 6 days in a week. For work 

above the maximum prescribed time, the worker is entitled to payments of twice the ordinary rate of pay 

as overtime wages.

Earlier under the Factories Act and S&E Acts women workers were prohibited from working in night shifts. 

Night shifts for women were allowed only after obtaining express consent from the concerned authorities. 

However, OSH Code and S&E Acts of certain states have done away with such permissions, subject to 

meeting of certain compliances by the concerned employers. These conditions usually include provision of 

transport services with security personnel, maintenance of record of all women employees who leave 

beyond the prescribed working hours and provision of other security measures.
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Leaves
In general, employees are entitled to paid annual leave at the rate of 1 day for 

every 20 days of work performed in the previous calendar year, provided the 

employee worked for 240 days or more in the previous calendar year.

Apart from earned leave which can be accumulated and carried on in the next 

year and the S&E Act provide for sick leave and casual leave with wages to employees. The number of sick 

leaves and casual leaves vary from State to State. Unlike earned leave, sick and casual leaves cannot be 

accumulated and lapse if not availed in a particular calendar year. In practice leaves vary as per sector, 

region and internal policies of an establishment. Leave entitlement therefore vary in the range of 20 and 

30 days paid leave per year including casual and / or sick leave.

Maternity Leave

As per the Code on Social Security, 2020 (“Social Security Code“) female employees are entitled to 

maternity leave with wages for a period of 26 weeks for the birth of the first 2 children and maternity leave 

with wages for a period of 12 weeks, if the female employee already has 2 surviving children.

12 weeks of maternity leave entitlement is now also extended to a commissioning mother and female 

employee adopting a baby below 3 months.

Holidays

Requirement of giving a weekly off to employees is mandatory. In addition to this there are 3 paid national 

holidays in India mandatorily to be allowed to all employees – Republic Day (26 January), Independence 

Day (15 August) and Mahatma Gandhi Jayanti (2 October). In addition to the said national holidays, some 

States also provide for an additional holiday, i.e., May Day or Labour Day (1 May). Other than the 

aforementioned holidays, the State Governments also prescribe a list of public holidays in accordance 

with local customs and festivals.

Employees in India are generally entitled to 10 - 15 holidays including national holidays depending on their 

work location. A company usually determines the exact holidays for a year in advance as part of the 

company policy and depending on local customs and composition / background of employees.

Wages to be paid

With the introduction of the new labour codes, particularly the Code on Wages, 2019, a uniform definition 

of “wages” now applies across labour laws. by prescribing a structured approach to determine what forms 

part of wages.

Accordingly, while certain core salary components form part of wages, specified allowances and benefits 

are excluded, subject to prescribed limits. The law also introduces a 50% threshold for exclusions, beyond 

which the excess must be treated as wages for statutory purposes. Employers should therefore 

proactively review and, where necessary, realign their compensation structures to ensure compliance 

under the revised framework.

With the implementation of the new labour codes a uniform definition of wages has been introduced.  

As per the labour codes the term „wages“ now covers all remuneration whether by way of salaries, 

allowances or otherwise payable to a person employed. This includes: Basic pay, Dearness allowance, 

Retaining allowance, if any. 

  

Further, in respect of the term „wages“ the new labour codes also provides for  a closed list of exclusions, 

which include as follow :

•	 Any bonus payable under any law for the time being in force, which does not form part of the remunera-

tion payable under the terms of employment;

•	 the value of any house-accommodation, or of the supply of light, water, medical attendance or other 

amenity or of any service excluded from the computation of wages by a general or special order of the 

appropriate Government;

•	 any contribution paid by the employer to any pension or provident fund, and the interest which may 

have accrued thereon;

•	 any conveyance allowance or the value of any travelling concession;

•	 any sum paid to the employed person to defray special expenses entailed on him by the nature of his 

employment;

•	 house rent allowance

•	 remuneration payable under any award or settlement between the parties or order of a court or Tribunal;

•	 any overtime allowance;

•	 any commission payable to the employee;

•	 any gratuity payable on the termination of employment;

•	 any retrenchment compensation or other retirement benefit payable to the employee or any ex-gratia 

payment made to him on the termination of employment, under any law for the time being in force:

 

Furthermore, it is required to be noted that If the allowances and benefits together (except gratuity and 

retrenchment compensation) exceed 50% of the all remuneration, the excess amount shall be added back 

to wages. Moreover, such added amount shall be treated as wages for statutory purposes. 

  

Moreover, For purpose of equal wages to all genders and for the purpose of payment of wages, the 

excluded  emoluments  which is any conveyance allowance or the value of any travelling concession; 

house rent allowance; remuneration payable under any award or settlement between the parties or order 

of a court or Tribunal and any overtime allowance shall be taken into consideration for computation of 

wages.

 

Additionally, Where an employee is given in lieu of the whole or part of the wages payable to him, any 

remuneration in kind by his employer, the value of such remuneration in kind which does not exceed 15% of 

the total wages payable to him, shall be deemed to form part of the wages of such employee. Government 

of India has further clarified that performance based incentives, Employee Stock Option Plans (ESOPs), 

variable part of the component or reimbursement-based  payments to the employee shall not  be part of 

the wages.

Social Security Regulations
The main social security regulation in India is the Employees’ Provident Funds 

and Miscellaneous Provisions Act, 1952 (“PF Act”,  which has now been 

subsumed under the Social Security Code and various schemes. 

•	 The Employees‘ Provident Fund related provisions of Social Security Code 

are applicable to the establishments employing 20 or more persons and 

to the employees whose basic pay is not exceeding INR 15,000 per month.

•	 The employer and employee, both, contribute 12 % of the basic salary plus certain other allowances 

into PF account of the employee (on monthly basis).

•	 The employer and employee, both, contribute 12% of the wages (on monthly basis).

Such covered establishment is also required to register with the respective authorities. Establishments 

not falling under the scope of the the Employees‘ Provident Fund related provisions of Code on Social 

Security may voluntarily be a member of the fund. The employer is liable to deduct and deposit both 

employer and employee contributions to the fund. In the event of termination of the services of an 

employee, the employer may be liable for any shortfall in the contributions which were to be made during 

the course of employee’s employment.

Apart from PF Act (which has been subsumed under Social Security Code), there is also Employees‘ State 

insurance, Act, 1948 (“ESI Act”) (which also has been subsumed under Social Security Code), which is a 
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self-financing social security and health insurance scheme for Indian workers. It is applicable to all 

establishments employing 10 or more employees drawing monthly salary up to INR 21,000. The Employer 

is required to obtain registration under Social Security Code.Under this, the employees earning up to INR 

21,000 is required to contribute at the rate of 0.75% of the wages, while employer’s contribution is at the 

rate 3.25% of the wages payable in respect of the employees in every wage period.

Provident funds for Foreign Nationals
The scope of the Social Security Codewas broadened in 2008 to include 

foreign nationals working in India and Indian nationals working abroad. For this 

category of workers now included as “international workers” in the Social 

Security Code, no salary thresholds apply once the establishment is covered 

under the Employees‘ Provident Fund related provisions of Social Security Code.

A foreign national qualifying as international worker is exempted from social security contributions in India 

once following conditions are met:

•	 International worker is a national of a country with which India has a reciprocal Social Security Agree-

ment (“SSA”)

•	 International worker continues to contribute to the social security of his / her home country

 

Gratuity
Gratuity is a terminal benefit earned by an employee for services rendered. 

The right to receive gratuity and the liability to pay gratuity is a contingent 

right and liability. While a pension amount is usually payable periodically as 

long as the pensioner (retired employee) is alive, gratuity is paid only once as 

a lump sum.

Payment of Gratuity related provisions provided under Social Security Code is applicable to all 

establishments where 10 or more persons are or were employed, on any day of the preceding 12 months.

Every employee irrespective of his / her salary is eligible to receive gratuity after rendering continuous 

service for not less than 5 years:

•	 on superannuation;

•	 on retirement or resignation;or

•	 on death or disablement due to accident or disease

•	 on termination of his contract period under fixed term employment; or 

•	 on happening of any such event as may be notified by the Central Government. 

Completion of continuous service of 5 years is not necessary where the termination of the employment of 

any employee isdue to death or disablement or expiration of fixed term employment or happening of any 

such event as may be notified by the Central Government.

For every completed year of service or part thereof in excess of 6 months, the gratuity payable shall be at 

the rate of 15 days’ wages for each year of completed service based on the rate of wages last drawn by 

that employee.

The amount of tax-free gratuity payable to an employee is currently capped at INR 2 million (20 lakhs).

Termination of Employment

An employment relationship may terminate on the occurrence of following events:

•	 automatically on completion of the agreed term; or

•	 on reaching the age of superannuation of the employee; or

•	 mutually by signing mutual termination agreement; or

•	 by either party as agreed in the agreement.

Workmen

The Industrial Relations Code, 2020 (“IR Code“) regulates the termination only of workman. The IR Code 

prescribes a minimum notice period of 1 to 3 months or payment in lieu of notice for the termination of the 

employment depending on the number of employees in the establishment. In case of termination of a 

workman, an establishment employing 300 or more workmen must obtain prior permission of the 

appropriate government.

Employees

For termination of employees other than workmen, the regulations of the S&E Act and the terms of the 

contract of employment apply. Third party consent, as in case of workman, is not required by an employer 

to terminate employment relationship with a non-workman.

 

Therefore, the employees other than workmen do not have a statutory right to redundancy/ severance pay 

in the event of termination unless it is provided for in their contract of employment or the human resources 

policy of the employer. For termination of such employee, a minimum period of 1 month of written notice or 

pay in lieu of notice is required.

Termination for cause
Indian labour regulations also recognise termination of employment for 

cause. The employer may dismiss an individual employee summarily for 

misconduct without notice. The S&E Acts and the Draft Industrial Relations 

Code (Central) Rules, 2025 lay down acts of the employee which denote 

misconduct.

However, dismissal for misconduct, except in cases involving moral turpitude and criminal acts, should be 

preceded by a domestic enquiry. This consists of a show cause notice by the employer, opportunity to the 

employee to be heard and written record of reasons for dismissal.

Dismissal without domestic enquiry may be viewed as unlawful termination by Courts in India. Some 

instances of misconduct which may justify dismissal after conducting a domestic enquiry are willful 

insubordination or disobedience, theft, fraud or dishonesty.
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Severance Payments
Workmen are entitled to a statutory redundancy compensation equivalent to 

15 days’ pay for each completed year of service and 1 or 3 months’ notice 

(depending on the number of employees in the establishment) or salary in 

lieu thereof. There is no customary practice in terms of redundancy payments 

other than the statutory benefits.

However, certain statutory benefits like provident fund and gratuity are available to all the employees post 

termination, irrespective of employees’ category, subject to the eligibility criteria and the applicable laws.

In case of termination with cause the employer is not obliged to pay any compensation to the employee. 

The gratuity of an employee, whose services have been terminated for causing any damage or loss to the 

employer’s property, is liable to be forfeited to the extent of loss or damage caused.

The gratuity payable to an employee may be wholly or partially forfeited if his/ her services have been 

terminated for serious misconduct.

As a matter of practice, the employer should ensure that it provides a discharge letter to the terminated 

employee setting out all the payable amounts towards full and final settlement and receive the employee’s 

acknowledgment on such letter.

Further, it should be noted that under Code on WAGES, 2019 it has been specified that in a case where an 

employee has been: removed or dismissed from service; or retrenched or has resigned from service, or 

became unemployed due to closure of the establishment, the wages payable to him shall be paid within 2 

working days of his removal, dismissal, retrenchment or, as the case may be, his resignation.

Contract Labour
The companies and establishments in the manufacturing and service sectors 

engaging contract labour for performing their ancillary activities like security, 

house-keeping, maintenance or other activities not forming a part of their 

‘core operations’ are governed under the Contract Labour (Regulation & 

Abolition) Act, 1970 (which has now been subsumed under the Chapter XI of 

OSH Code).

 Chapter XI of OSH Code is applicable to all establishments including companies in which 50 or more 

workmen are or were employed on any day of the preceding 12 months through contractors.

The OSH Code requires both the “principal employer” and the contractor to fulfil their respective statutory 

obligations. Principal employer is the one who employs contract labour through a contractor. Under the 

OSH Code employer of an establishment becomes liable to obtain an uniform electronic registration after 

the establishment crosses uniform threshold of until 10 employees. However, Chapter XI of OSH Code will 

become applicable only when 50 or more contract labour are employed or were employed on any day of 

the preceding 12 months.

Collective Bargaining and Role of Trade Unions

Trade Unions
In India, collective bargaining and trade unions play an important role in the 

traditionally labour intensive sectors but is limited in other sectors. There is 

no regulatory obligation on the individual companies or employer 

associations to participate or accept any trade union led negotiations.

However, under the provisions of the IR code, the settlement arrived at by process of collective bargaining 

with the employer has been given a statutory recognition.

Under the IR Code, 2 types of settlements have been recognised:

•	 settlement arrived in the course of conciliation proceeding before the authority. Such settlements not 

only bind the member of the signatory trade union but also non-members as well as all the present and 

future employees of the management; and

•	 settlement not arrived in the course of conciliation proceedings but signed independently by the 

parties to the settlement. Such settlements bind only such members who are signatory or party to the 

settlement.

Trade unions do not hold the upper hand over the employer in terms of policy decisions and law. Indian 

courts have so far stressed healthy industrial relations declaring as illegal any act of coercion or 

indiscipline on the part of both trade unions and employers. In practice, the working relation with trade 

unions is an important factor for successful operations of a business.

Works Comittee
Further in India, there is no statutory requirement to have a workers’ 

representative on the board of an Indian company, although some 

government-owned companies have workers’ representatives on their board 

of directors.

Works committee may be formed in establishments with 100 or more workers. Role of the works 

committee is to promote good relations between the employer and employees by engaging in dialogue 

relating to matters of common interest and endeavour to resolve any material difference of opinion in 

respect of such matters. The works committee is not intended to supplement the unions for the purpose 

of collective bargaining. They are not authorised to consider real or substantial changes in the conditions 

of service. Their task is only to smoothen any friction that may arise between the workforce and the 

management on a day-to-day basis. Any agreements of works committee are not binding on either the 

workers or the employers.

Grievance Redressal Committee
Under the IR Code, establishments employing 20 or more workers are 

required to constitute a Grievance Redressal Committee (GRC). The 

Committee is intended to provide a structured internal mechanism for 

employees to raise workplace concerns and seek timely resolution. 

The IR Code prescribes equal representation of employer and workers, with adequate representation for 

women, and requires grievances to be resolved within the stipulated timelines. This framework encourages 

early resolution of disputes at the organisational level, thereby reducing the need for external intervention.
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Compliance

Compliances under Labour and Employment 
Legislations
Apart from obtaining licenses and registrations, making contributions, 

maintenance of registers, filing of periodical returns, etc. under the applicable 

labour and employment legislations, the employers in India are also obligated 

to undertake the following to comply with statutory provisions:

•	 To ensure that employees work in safe, healthy and sanitary conditions.

•	 The employers should provide facilities such as rest rooms, first aid appliances and so on to workers 

employed

•	 Provide a safe working environment at the workplace which includes safety from persons coming into 

contact at the workplace

•	 Formulate clear rules or policies against sexual harassment

•	 Constitution of ICC (in case the number of employees working in the organization are not less than 10) 

under the provisions of the Sexual Harassment for Women at Workplace (Prevention, Prohibition and 

Redressal) Act, 2013

•	 Display (at a conspicuous place), the penal consequences of sexual harassment and order of constitu-

tion of ICC

•	 Conduct workshops and awareness programmes for sensitizing employees of provisions of the Sexual 

Harassment for Women at Workplace (Prevention, Prohibition and Redressal) Act, 2013

•	 	Drafting and implementation of data protection policy

•	 Drafting and implementation of equal opportunity policy

•	 Display of abstract of provisions of chapters of Social Security Code related to Payment of Gratuity 

and Maternity Benefit. 

 

Services Employment Law

Implementing the Indian Employment Law
Our services at a glance:

Compliance Review Services

•	 HR Due Diligence or Health-check: Review from a labour law perspective to check for compliance, as part of a due 

diligence process or as an ad hoc health-check

•	 Employment laws and regulations compliance Audit to determine compliance with various national laws and local 

regulations

HR Support Services

•	 Support in hiring, transfer and termination of employees.

•	 Ongoing HR matters in employment relationship

•	 Liaisoning with Labour authorities

•	 Creation of employee trust and benefit structure including stock option schemes

•	 Settlement of labour disputes

•	 Labour litigation regulations

Training and Advisory Services

•	 Legislation Summary: Preparation of written summary of particular law

•	 In-house Workshop: Training and Interactive presentation on particular law or changes

•	 Advisory Services: Prevention of Sexual Harassment at Workplace

•	 Workshop for employer and employees

•	 Expert Analysis: Written advice entailing the application of law to facts

Drafting Services

•	 Employment Contracts: Drafting or review and amendment of existing contract

•	 Secondment Agreements: For international assignments of employees

•	 Workplace Policies: Drafting of guidebook of policies or stand-alone policies

•	 Drafting of Restraint of Trade Agreements

•	 Drafting of Employee Confidentiality Agreements
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Employment of Foreign Nationals in India
Employment of a foreign national in India is allowed subject to fulfilment of immigration regulations. The 

Ministry of Home Affairs has issued guidelines governing the issuance of various types of visa and further 

no general eligibility requirements are laid by the immigration authority in India for obtaining work permit in 

India. For travelling to India various categories of visa exist. The type of visa issued to a foreigner depends 

on the purpose of his/ her visit to India.

For foreigners intending to work in India are required to apply for an employment visa (“E-Visa”) in the 

Indian Embassy or Consulate in country of their residence. E-Visas are issued only to highly skilled, 

specialised or qualified persons and professionals for the jobs for which no local Indian workers are 

available. The E-Visa is not granted for routine, ordinary or secretarial jobs. Further, the foreigner shall earn 

a minimum salary of USD 25,000 per annum for grant of E-Visa.

Foreign national holding an E-Visa valid for a period longer than 180 days is required to register himself with 

the local District Foreigners Registration Officer/ Foreigners Regional Registration Officer, within 14 days of 

his/ her first arrival in India, irrespective of the actual period of time for which he/ she intends to stay in India.

Apart from labour law aspects, delegation of foreign nationals to India requires careful advance planning 

of tax and social security aspects depending on the nationality and personal circumstances of the 

respective individual.

Applicability of Indian Labour and Employment Laws to foreign 
Nationals
Most of the Indian labour and employment laws would apply to the foreign national only if he/ she comes to 

India as an employee of, or deputation to, an Indian company, or as an employee of the foreign company’s 

branch office or liaison office in India. The said laws would not be applicable to an “independent contractor”.

Services Immigration Solutions

Finding Immigraion Solutions
Our services at a glance:

Compliance Services

•	 Visa Applications: Type of visa – determination

•	 Employment Visa Applications: Provide support on filing visa / renewal of visa applications

Drafting Services

•	 Outbound and Inbound Secondment Agreements: For the international assignment of employees, and in order to 

meet certain visa application requirements

•	 Secondment or Global Mobility Policy: Covering all aspects of HR, tax, immigration and employment law in respect 

of the international assignments of employees

Consulting Services

•	 Expert Advisory: Written advice on international assignments in-bound into India from an immigration law, labour 

law, company law and tax law perspective

Services Expat Tax

Handling Expat Tax According to the Indian Regulations
Our services at a glance:

Compliance Services

•	 Exit and Arrival Interviews: Personal Meeting with Expats

•	 Submission of annual income tax returns for Expats: Mandatory for all Expats

•	 Submission of bi-annual provisional tax returns for Expats: Mandatory for provisional taxpayers

•	 Tax Registrations and Deregistration: Upon arrival /departure from India

Consulting Services

•	 International Taxation: International Tax advice and communication with foreign tax offices

•	 Tax Residency: Covering all aspects of tax residency in respect of the international assignments of employees

•	 Indian Taxation: Tax consequences in India according to Indian tax

•	 Taxation of international Stock-options and severance pay

•	 Litigation Services (Court hearings)

•	 Employment Taxation: Gross-up calculations and net salary agreements

•	 Permanent Establishments

•	 Transfer Pricing
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Your contacts in India

Dharm Krishnawat
Partner

Head of Ahmedabad Office

T +91 976 990 0330

dharm.krishnawat@roedl.com

Apoorva Singh
Manager

Head of Employment & 

Industrial Relations

T +91 20 6625 7100

apoorva.singh@roedl.com

Stay informed

For updated information about law and taxes in India as well as information about events please refer roedl.com/india

Our services in India
•	 Detailed analysis of the various project risks before the start of the project

•	 Individual site selection for the implementation of the project

•	 Providing the right consultants and specialists for individual Questions and topics

•	 Establishment of a joint venture with an Indian partner

•	 Assistance in the selection of local senior executives

•	 Supporting with the project, from the planning to the implementation and Management of the ongoing business

RÖDL
We pave the way. Worldwide.

Regulatory, Tax &  
Financial  

Due Diligence

Outsourcing of  
business processes

General and special 
Business law

Mergers &  
Acquisitions

Corporate  
Financing

Reorganisation &  
Restructuring

Transfer pricing  
systems

Tax Law

Auditing
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Since 1977, RÖDL has been both trusted partner and trailblazer. 
Across borders, we deliver solutions that make an impact – 
through legal advisory, tax consulting, audit & assurance, 
advisory & IT, and business process outsourcing.

Future-focused, across disciplines, and from a single source. With a 
global mindset and strong local presence. By leading the way, we 
make sustainable success a reality for our clients.

We pave the way. Worldwide.
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India

Rahul Oza

Country Head Indien, Partner

T +91 20 6625 7100

rahul.oza@roedl.com 

		

Delhi
 

Tower 1, 15th Floor, 

AIPL Business Club, 

Golf Course Extension Road, 

Sector 62

Gurugram | Gurgaon 122 018

T	 +91  124  6749  701

delhi@roedl.com

 

		

Pune

Lunkad Sky Cruise

B – Wing, Survey No. 210/3

Viman Nagar

Pune – 411 014

T	 +91 0 2066 2571 00

pune@roedl.com

		

Mumbai

Lodha Supremus-Unit No. 707

Senapati Bapat Marg, Upper Worli

Opp. Kamala Mill Compound

Lower Parel (W)

Mumbai – 400 013

T	 +91  22  6266  0800

mumbai@roedl.com

		

Chennai

Fagun Towers, 8th Floor, Office No. 3

No. 74, Ethiraj Salai

Egmore

Chennai 600008

Tamil Nadu

T	 +91 44 6926 3200

chennai@roedl.com

		

Bangalore

Office No. 3, 7th Floor, Embassy Icon 

Infantry Road, Vasanth Nagar

Bengaluru 560001 India

T	 +91 9607 930 789

bangalore@roedl.com

		

Ahmedabad
 

Regus, Unit No. 201, East Wing /

B Wing, Privillion Building, Iscon

Crossroads, Sarkhej–Gandhinagar Highway

Ahmedabad 380 054, India

T	 +91 976 990 0330

ahmedabad@roedl.com

Your contact persons

Contact

Ahmedabad

Delhi

Mumbai
Pune

Bangalore
Chennai
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Visit us!
roedl.com/india

This brochure offers non-binding information and is intended for general information purposes only. It is not intended as regulatory, tax or business administration advice and cannot be relied upon as individual advice. When compiling this brochure and the information included herein, Roedl India Private 
Limited (formerly known as Roedl & Partner Consulting Private Limited) used every endeavor to observe due diligence as best as possible, nevertheless Rödl cannot be held liable for the correctness, up-to-date content or completeness of the presented information. The information included herein does not 
relate to any specific case of an individual or a legal entity, therefore, it is advised that professional advice on individual cases is always sought. Rödl assumes no responsibility for decisions made by the reader based on this brochure. Should you have further questions please contact Rödl contact persons.  
The entire content of the brochure and the technical information on the Internet is the intellectual property of Rödl and is protected by copyright. Users may load, print or copy the contents of the brochure only for their own use. Any changes, duplication, distribution or public reproduction of the content or 
parts thereof, whether online or offline, require the prior written consent of Rödl.
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