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Foreword

Gender discrimination is omnipresent in the labour market across Globe, and the discrimination 
is more vulnerable among worker working in those sectors where implementation of labour laws 
is constrained. Variation in women’s workforce participation have influenced the remuneration 
and returns due to the poor bargaining capacity which results in the wage disparities among men 
and women.

The labour force participation rate of women in wage employment has been substantially low 
and concentrated mainly in the lower paid jobs. Equal pay for equal work is a dynamic concept 
of democratic societies when men and women face no discrimination in their working conditions. 
This concept of equality and social economic justice has been recognized in our constitution under 
Article 39. 

The Equal Employment Opportunity Commission (EEOC) was created by title VII of the Civil 
Rights of 1964 and became operational from July 2, 1965.  The purpose of the Commission is to end 
discrimination based on race, colour, religion (age and sex or national origin in hiring, promotion, 
wages, testing, training, apprenticeship and all the condition of employment). As the International 
Labour Organisation (ILO) celebrated its 100th anniversary in 2019, it is time to reflect on the many 
life changing event which are linked to ten decade of ILO history.

India is signatory to Equal Remuneration Convention (100) during 1951. It is the time to reflect on 
how far we have reached in the fair implementation of The Equal Remuneration Act, 1976.

Recently, Wage Code has been passed by the Parliament in 2019, the Code has replaced the labour 
regulations viz. The Payment of Wages Act 1936, The Minimum Wages Act, 1948. The Payment 
of Bonus Act, 1965 and The Equal Remuneration Act, 1976. It understands the key aspects that 
the Code will impact. It will incorporate all the sexes in respect to equal wages for equal work. 
Accordingly, significant efforts have been put by the Government of India to develop laws and 
policies that encourage women in workforce and attain equal wages for equal work. It is the hope 
and endeavor that these changes will have a positive impact on female lives.

I congratulate Dr. Shashi Bala, Fellow and her team for their significant efforts. 

Dr. H. Srinivas 
Director General

V. V. Giri National Labour Institute, Noida

(Dr. H Srinivas)
Director General
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Preface

The International Labour Organisation (ILO) has played a significant role in promoting International 
labour standards. India is a founding member of ILO and is signatory to the following International 
Convention’s on promoting gender equity: 

(a)	 UN Convention on Elimination of Discrimination against Women (CEDAW)

(b)	 Equal Remuneration Convention (C-100); and

(c)	 Discrimination (Employment and Occupation) Convention, 1958 (C-111). These three 
Conventions prohibit discrimination against women in all respects including employment.

Despite having legislation on the equal pay for equal work implementers still find it difficult 
to implement this citing various reason, “Most common being women are liability to the 
labour market”. There is a dire need to come out of this stereotype mind set. Recently Flight 
Lieutenant Bhawana Kanth became the first woman pilot of the Indian Air Force to qualify to 
undertake combat missions on a fighter jet. Earlier women were not provided opportunity in 
any of the forces of India. It was possible because level playing field was provided to women. 
Equal opportunity base is essential for providing equal remuneration.

Present research study focuses on the grass-root realities in the industries in terms of the equal 
remuneration provisions. India rectified the Convention no (100) of ILO during 1951 and 
enacted The Equal Remuneration Act, 1976. As per the Act provisions, any discrimination, 
between men and women, in all matters relating to employment, from the stage of recruitment 
to superannuation, is considered as an offence. The Act was specific on three main terms: 
Recruitment, Remuneration and Promotion. These three terms are interrelated with each other. 
We need to provide level playing field to women via providing equal opportunity at the time of 
recruitment and also in the related matters during her career progression stages. For this access 
to quality education and training must be the priority.

The Equal Remuneration Act also owes its origin to the Article 39 (d) which was incorporated 
as one of the ‘Directive Principles of State Policy’ in the Constitution of India, which reads as 
under:-

“39. Certain Principles of policy to be followed by the State. – The State shall, in particular, direct its 
policy, towards securing—(d) that there is equal pay for equal work for both men and women.

The present study is an attempt to introspect this important legislation. Though the Code of wages 
has been published in the Gazette of India., still we are hopeful that the present research will be 
beneficial for all the stakeholders in their endeavor to reduce existing gender pay gaps.

I congratulate Dr. Shashi Bala, Fellow and her team for endeavor in these directions.

H. Srinivas
Director General

V. V. Giri National Labour Institute, Noida
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Executive Summary

Equal pay for equal work is a dynamic concept of democratic societies where men and women face 
no discrimination in term of their working conditions. This concept of equality and socio-economic 
justice has been recognized in our Constitution and also in other laws. The Constitutional recognition 
and protection of equality are the basis of all the women welfare legislation’s. This concept of equality 
has been incorporated in chapter-III of the Indian Constitution in the form of Fundamental Rights. The 
economic equality has been obtained to all by equal pay for equal work and equal adequate means of 
livelihood.

The Equal Employment Opportunity Commission (EEOC) was created by title VII of the civil 
rights of 1964 and become operational from July 2, 1965. The purpose of the Commission is to end 
discrimination based on race, colour, religion, age, sex, or national origin in hiring, promotion, 
wages, testing, training, apprenticeship and all the conditions of employment and to promote 
voluntary action programs by the employers. Union and community organization have to put equal 
employment opportunity into actual operation. As the International Labour Organisation (ILO) 
celebrated its 100th anniversary during 2019, it is time to reflect on the many life-changing events 
which are linked to the ten decades of ILO history. India is a founding member of the ILO. India has 
signed the Equal Remuneration Convention (100) during 1951. Now it is the time to reflect on how 
far we have reached in the fair implementation of the act.

The objective of the study was to know the implication of The Equal Remuneration Act, 1976 on wages 
for equal nature of work. It is very essential to study the implementation of this important legislation 
to reduce gender discrimination in term of pay gap. This study was envisaged as a rapid assessment to 
understand key trends that may better aid the implementation of the law.

A. Field Area

Delhi and NCR region were covered for a rapid situational analyse through the dissemination 
of a questionnaire by hand, email to the relevant Labour Commissioner, Assistant Labour 
Commissioner and Additional Labour Commissioner through the Ministry of Labour and 
Employment, Government of India. The research teams were deputed in each region to conducted 
semi-structured interviews with identified industries employers and employees (Males and 
females). For stakeholders’ direct interview were conducted. Nine industries were selected for 
the study namely Agriculture, Construction, Electronic Manufacturing, Beauty (Health and 
Wellness), Hotel, Education, Transport, Media, and Retail Industry as per the suggestions in the 
workshop held on 27 March 2019.

B. Respondents’

From the selected industries, responses were sought from employers, employees (males and females), 
the representatives of the office of the Labour Commissioners and representatives from NGOs, lawyers 
and Trade Union, termed as stakeholders.

112 employers, 981 male employees, 819 female employees, 43 Labour Administrators and 12 NGOs/
Lawyers/Trade Unions from the industries participated in the rapid assessment, which was conducted 
through structured and semi-structured interviews during June- August 2019. This amounted to a total 
respondent’s size of 1955 respondents.

C. Major Findings
•	 At all the levels in the beauty, agriculture, construction and transport industry maximum percentage 

of the respondents were working in the unorganised sector. While in the hotel, media, electronic 
manufacturing, education and retail industry maximum percentage of the respondents were working 
in the organized sector. In the education industry it was found that more males were working in 
organised sector compare to the females.

•	 Except education in all the industries maximum percentage of the respondents were not aware about 
The Equal Remuneration Act, 1976.
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•	 At all the levels maximum percentage of the respondents reported that they were receiving same 
wages as their counterpart. In the construction and transport industry few females reported 
that they were not getting same wages as compared to males’ counterpart for the similar nature 
of work.

•	 Among all the industries in the construction and transport industry, female respondents were facing 
discrimination in term of wages, but they have not filed any complaint to against their employer due 
to the fear of job loss. 

•	 In all the industries, at the entry level most of the respondents were not getting promotion 
opportunities. Among all the industries media was the only industry where 30% of females and 
30% of males were getting promotion in their organization. It also shows that males were getting 
more opportunities compared to the females. At the middle level in the retail industry most of the 
respondents were getting promotion opportunities. At the top level in the retail industry maximum 
percentage of the respondents stated that they are getting promotion opportunities.

•	 At the entry level in the media and education industry majority of the skilled workers were earning 
wages between INR 20,000-30,000. They were earning highest wages among all the industries. At the 
middle level, in the education and electronic manufacturing industry most of the male respondents 
were earning INR 20,000-30,000 (skilled worker) while females worker despite being skilled were 
earning wages between INR 10,000-20,000.

•	 At the entry level, majority of the females and males were drawing wages below INR 10,000 in most 
of the industry, very less respondents were earning wages above INR 30,000.

•	 At all the levels, only in the beauty and retail industry maximum percentage of the respondents were 
getting opportunities for trainings.

•	 At all the levels and in all the industries it was found out that maximum percentage of the organization 
did not have Trade Unions. 

•	 Though maximum percentage of the employers stated that they were implementing The Equal 
Remuneration Act, 1976 but many women respondents inform that they were not provided level 
playing field.

•	 Maximum percentage of the respondents were maintaining register according to the ERA. But this 
has limitation in capturing information pertaining to training, promotion and transfer opportunity.  

•	 Maximum percentage of the Labour Administrators have not provided any response on the number 
of inspections they have done in previous five years.

•	 Majority of the Labour Administrators have not given any order for prosecution in the previous five 
years. Only 5.6% cases got conviction in prosecution cases during this period.

D.	 Suggestions
1.	 Employee’s level
•	 Majority of the respondents from all the industries surveyed were eagerly requesting for 

implementation of The Minimum Wages Act.
•	 Majority of the respondents reported that (especially in construction industry) the contractor did not 

provide wages on time and also discriminate between men and women wage. Therefore, monitoring 
mechanism for the contractor’s must be setup.

•	 In the hotel Industry, majority of the respondents suggested that the labour department should 
speed up intervention in the matter pertaining to job timing, overtime and safe transport for its 
employees. 

•	 Strong need is felt to spread awareness regarding the provisions of the Act. Regular training of 
Human Resources department and employers at the time of starting the business venture must be 
made mandatory. 

•	 In the electronic manufacturing and construction industry, there is a strong necessity for regular skill 
development training for avoiding unforeseen accidents.



xii

2.	 Employer’s level
•	 Access to the quality education is the most important asset and investment in the human resource of 

any nation. Quantity and quality of the Government school needs to be enhanced. 
•	 Skill development and training programs among all the industries must be organised at regular 

interval.
•	 Policy makers need to develop comprehensive strategy to extend the motivating financial support to 

the small scale employers, women entrepreneurs, MSME, employers and venders etc.
•	 Strict action with trickledown effect must be taken against the discrimination made between males 

and females employees at the time of recruitment, wages, training, promotion opportunities etc.
3.	 NGO’s and Trade Unions level
v	 Policy makes should generate awareness regarding equal pay for equal work though NGO’s and 

Trade Unions working in this area.
v	 It has been noted that time taken in filing the case and action taken by the grievance machinery is very 

much time consuming with in the industry itself. Online grievance mechanism must be developed 
for fast tracking the redressal mechanism. 

4.	 Labour Administrators level
v	 The labour inspector’s may provide copy of the act to the employer at the time of the survey itself 

and conduct sensitization training from time to time. Some online mechanism may be developed to 
conduct inspections on regular basis. 

v	 Online grievance mechanism must be developed for fast tracking the redressal mechanism. 
E.	 Policy Recommendations
•	 Labour Bureau should publish data pertaining to ERA every year. Inspection report should also be 

available online. Online mechanism may be developed to conduct auditing of the inspections.
•	 Policy maker need to amend the current questionnaire for the inspections in order to capture meaningful 

implementation of ERA as old version of questionnaire could only capture the remuneration part but 
according to Section 5 of The Equal Remuneration Act, “no employer shall, while making recruitment 
for the same work or work of a similar nature, or in any condition of service subsequent to recruitment 
such as promotions, training or transfer, make any discrimination against women”. This must be part 
of the questionnaire register for capturing comprehensive information.

•	 Policy makers may consider recruiting minimum percentage of the women in all the Industries (both 
public and Private). During survey it was found that in the transport industry only 8.0% of females 
were working as compared to the male employees. These things must be mandatory components of 
the tender invitations at the time of advertisement itself.

•	 Auditing the implementation of ERA must be made mandatory in all the organisations.
•	 Equal opportunities for Training and promotion during employment for the women employees need 

to be integrated in the policies pertaining to gender equality.
•	 Considering the fact that India is signatory to ILO Convention (100) during 1951, trained Labour 

Inspector should be appointed for evaluation of the implementation flow in ERA, if any. The labour 
inspector’s may provide copy of the act to the employer at the time of the survey itself and conduct 
sensitization training from time to time. Some online mechanism may be developed to conduct 
inspections on regular basis. 



Chapter 1

Introduction

1.1.	 Overview
Women represent almost half of the population, 
despite this they are yet to be mainstreamed in 
the paid in the world of work, mainly because of 
the existing discrimination and the biasness in the 
mindset. Wages and incomes in India have been 
increasing over time.
But, the gender inequalities have not been 
bridged homogeneously due to diversity in social 
norms and upbringing. Gender discrimination 
is omnipresent in the Indian labour market, 
and the discrimination is more serious among 
workers working in those Industries where 
implementation of labour laws is constrained. 
Variations in women’s workforce participation 
have influenced the remuneration and returns 
due to poor bargaining capacity resulting in the 
wage disparities among men and women. The 
labour force participation rate of women in the 
wage employment has been substantially low 
and concentrated mainly in the lower strata, 
even within the informal Industry, significant 
pay discrimination is seen as compared to men 
both in rural and urban India (GOI 2010).An 
investigation of the trends in the economy shows 
the persistence of the structure of inequalities 
in the domain of occupational concentration, 
where women continue to be concentrated at 
lower end jobs, thereby receiving lower wages. 
The discrimination and biasness against women 
observed in social domains gets reflected in 
the economic spaces not only through direct, 
legitimate paths but also through their silence in 
perceptions and mindsets among the agents of the 
labour markets that reconfigure to retain elements 
of gender imbalances.

1.2	 Literature Review

Practically all OECD and European Community 
countries had passed equal pay and equal 
opportunity laws by the mid-1980s, although 
the United States executed its antidiscrimination 
legislation before most other countries (Simona 
1985; OECD 1988, pp. 167–68). Of the Eastern 
European countries, only Russia and Hungary 
were recorded by the ILO (1994) as having 
antidiscrimination laws as of 1994; the other Eastern 
European nations—Bulgaria, the Czech Republic, 
Poland, and Slovenia—were not included in the 
ILO listing. 
Though, Brainerd (2000) stated that, under 
socialism, in Eastern Europe and the Soviet Union, 

there were Government guarantees of equal pay for 
equal work, and women’s labour force participation 
was encouraged. One country with perhaps the 
strongest intervention against sex discrimination 
is Australia, the only one to have implemented a 
national policy of Comparable worth through its 
labor courts (Killings worth 1990; Gregory and 
Daly 1991) Comparable worth pay policies remain 
rare in the U. S. private Industries, although they 
have been adopted by a number of state and local 
Governments (Blau, Ferber, and Winkler 2002).

Part IV of the Indian Constitution, the Directive 
Principles of State Policy, lays out the goals 
towards which the state must work. One of these 
is contained in Clause (d) of Article 39, namely, 
“equal pay for equal work for men and women.” 
Over the years, it has become a principle of 
law used by the courts in India for purposes 
almost entirely unimagined by the framers of the 
Constitution. In 1976, The Equal Remuneration 
Act was passed with the aim of providing equal 
remuneration to men and women workers and to 
prevent discrimination on the basis of gender in all 
matters relating to employment and employment 
opportunities. This legislation not only provides 
women with a right to demand equal pay, but any 
inequality with respect to recruitment processes, 
job training, promotions, and transfers within the 
organization can also be challenged under this Act. 
The judgment of the Supreme Court in State of 
Punjab Vs Jagjit Singh (2016): SCC online, SC, 1200, 
which applies the principle of “equal pay for equal 
work” in the context of temporary employees of 
the Punjab Government, is one such instance.

The labour force participation rate of women in 
wage employment has been considerably low 
and concentrated mainly in the lower strata, even 
within the informal Industries, with significant pay 
discrimination as compared to men both in rural 
and urban India. Women workers are discriminated 
more, even in terms of wage, if they are from 
economically backward castes or religious minority 
groups. Different aspects of wage discrimination in 
the labour market have been studied by a number of 
scholars by applying different methodologies and 
with data from different parts of the developing 
world (Oaxaca 1973; Cotton 1988; Oaxaca and 
Ransom 1994; Glick and Sahn 1997; Mishra and 
Kumar 2005; Madheswaran and Attewell 2007). 
There has, however, been a dearth of in-depth 
study on gender wage discrimination in India. 
Madheswaran and Attewell (2007) found that 
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occupational discrimination was more pronounced 
than wage discrimination among workers in 
scheduled tribe (ST) and scheduled caste (SC) 
social groups. Das et al (2009), by using micro-
level information from National Sample Survey 
(NSS) household surveys, observed that there had 
been no improvement in the status of women in 
the Indian labour market almost at all age groups 
during the 1990s.

Furthermore, average wage rates per day in both 
rural and urban locations were found heavily biased 
towards female workers in almost all the states. 
Das (2012), in a study with unit data from NSS 61st 
round examined wage inequality by decomposing 
Gini inequality index by sex of workers in the shape 
of “within” and “between” components.

In human capital theory, accumulation of human 
capital through education and training enhances 
workers’ skill, productive capacities and their life-
cycle earnings. The relationship between wage and 
experience, education, etc., is well documented 
in the literature which may further lead to career 
interruptions and accumulations in lower paid jobs 
(Mincer 1958, 1974; Becker 1964). Based on the logic 
of human capital theory, it is often argued that the 
gender wage-gap persists because of differences 
in the level of education, technical skill and work 
experience between men and women workers. 
But in countries where educational gaps have 
narrowed the wage gaps fails to explain human 
capital differences (World Bank, 2012). This has 
been explained by (Machin and Puhani, 2003) that 
men and women tend to specialize in different 
fields of education. The differences in access to 
and choice of educational specialization results 
in occupational segregation and undervaluation 
of women works due to over-representation of 
women in particular occupation, this can be seen 
particularly in care work which is perceived as a 
natural female attribute rather than a skill to be 
cultivated and acquired (Peetz, 2015). Decline 
in occupational segregation are also linked to 
reducing gender pay gap (UN, 2016). On the other 
hand there are studies at macroeconomic level 
which shows that narrowing gender pay gaps are 
not strongly correlated to economic growth (Nopo, 
Daza and Ramos, 2011; Hertz et al., 2008; Blau and 
Kahn 2003; Dar and Tzannatos, 1999). Institutional 
environment, cultural norms and policies in 
place across countries also plays important role. 
Gender gap is lowest among countries (8%) where 
collective bargaining rates are least (80%) and 
widest in countries where collective bargaining is 
weak (Rubery and Grimshaw, 2011).

Policies pertaining to collective bargaining and 
minimum wages, tend to provide environments 
conducive to promoting gender equality (Schafer 

and Gottschall, 2015; Ugarte, Grimshaw and Rubery, 
2015). Since the presence of unions tends to be weaker 
in those Industries which are over-represented by 
women (Peetz, 2015; ILO, 2008b) and women tend 
to be over-representative in low paid jobs (Lee 
and Sobeck, 2012; ILO, 2010a) therefore, providing 
minimum wages is considered as an effective policy 
tool to reduce gender wage gaps at the bottom of 
wage distribution by the policymakers.

According to the 2012 “Gender Pay Gap in 
Formal Industries” report by the Wage Indicator 
Foundation and the Indian Institute of Management, 
Ahmadabad, the pay gap increases with women’s 
age, work experience, educational qualifications 
and rise in occupational hierarchy. This is a poor 
message indeed for girls who are now enrolling for 
education at higher rates.

According to the  Monster Salary Index on 
gender  (2016), (Monster Salary Index, a joint 
initiative of Monster India & Pay check in with 
IIM-A as research partner, is based on the salary 
of millions of profiles across different industries 
verticals, functions and roles) the median gross 
hourly salary for men is Rs. 345.8 whereas Rs. 259.8 
is for women. The gender pay gap on average is 25% 
in 2016. This figure varies across industries, however, 
in the manufacturing Industry, the gender pay gap 
is 29.9% whereas in the IT Industry it is about 38.2% 
as per the 2016 data (given in table 1.1).

Table 1.1: Monster Salary Index on gender (2016)

Industry Average 
Gender 
Pay Gap

Manufacturing 29.9%
IT 38.2%
Construction and Technical Consultancy 18.1%
Financial Services, Banking and Insurance 21.5%
Education and Research 14.7%*
Healthcare, Caring Services and Social 
Work

22.6%

Transport, Logistics, and 
Communications

7.7%

Legal and Market Consultancy and 
Business Activities

27.5%

* The only industry where gender pay gap decreased to 
-3.4% from 2015- 2016, however, the average from 2014-
2016 remains at 14.7%.Source: Monster Salary Index (MSI)

According to NSSO 68th Round data, among 
female workers in the urban areas, ‘other services’ 
(Sections K to U) Industry registered the highest 
proportion of workers (40 percent), followed 
by ‘manufacturing’ (29 percent), ‘trade, hotel 
and restaurant’ (13 percent) and ‘agriculture’ 
(11 percent). The wage gap must be addressed 
on multiple fronts. These ranges from the 
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broad—greater formalization of the workforce 
to create better job opportunities for women and 
streamlining labour laws that, by their current 
rigidity, do more to hurt women than to help 
them—to the specific, such as local urban bodies 
facilitating the work done by Non-Governmental 
organizations providing mobile crèches to 
construction workers. [Mandating parental leave 
rather than maternal leave will help, allowing 
women to reintegrate into the workforce after 
childbearing while making it possible for men to 
take on the responsibility of parenthood as well]. 
Changing societal attitudes, however, will be a 
long, hard haul. This research work highlight the 
issues pertaining to gender wage discrimination 
and implications of related labour laws specifically 
The Equal Remuneration Act (ERA) in different 
selected Industries of economy to enhance the 
integration of women in the world of work, within 
this context the present study was undertaken.

1.3	 Objectives of the Research Study
1)	 To review International initiatives in 

promoting equal wages.
2)	 To measure the implementation of ERA in 

selected Industries for capturing the gender 
wage gap.

3)	 To correlate the promotion/career progress 
avenues of employees/workers in relation to 
the role of cultural norms, general, technical 
education.

4)	 To explore the linkages between individual 
and collective bargaining and wage gap.

5)	 To identify the challenges in the implementation 
of ERA Convention 100 for Promoting Gender 
Equity as per SDG 5.

6)	 To develop model for reducing on gender pay 
gap.

7)	 To organised brainstorming a workshop on 
The Equal Remuneration Act, 1976: Identifying 
the Affirmative Initiative & Challenges in the 
Implementation of the Act.

1.4	 Methodology
1.4.1	Selection of the Industries and Area 

Considering the fact that the Government Industries 
possesses equal wages for equal work, the present 
study primarily focused on private Industries in 9 
selected industries (as mentioned in 2nd objective). 
Multistage area sampling followed by purposive 
random sampling method was used in the study. 
According to Ministry of Urban Development of 
GOI (2016), NCR is a hub of economic activities 
and contributes 6.7% of GDP of India and it is 
developing as one of the largest metropolitan 
regions of the world. Workforce Participation Rate 

(WPR) in NCR for 2011 is 34.15%. Considering the 
significance of NCR in the development of economy, 
the study was conducted in Delhi & NCR regions. 
Organized and unorganized Sectors were selected 
for the study as rural and urban bifurcation was 
not possible as discussed in the workshop.
The Brainstorming workshop was conducted to 
identity the industries for conducting the detail 
survey.
Among the selected industries multistage 
sampling was conducted in order to capture the 
representative sample. We intend to have the 
representative sample from the bottom, middle 
and top level across the different age groups of 
the employees via purposive sampling. Survey, 
interview, FGD (depending on the situation) was 
conducted among the selected industries.
Following Industries were surveyed.
1.	 Agriculture Industry	
2.	 Construction Industry
3.	 Electronic Manufacturing Industry
4.	 Beauty Industry (Health and Wellness)
5.	 Hotel Industry				  
6.	 Education Industry
7.	 Transport Industry			 
8.	 Media Industry
9.	 Retail Industry

1.2 Sample Size: Employer, Employees, Labour 
Administrator & Stakeholders

S. No. Details Male Female Total
1 Employer 103 9 112
2 Employees 981 819 1800

S. No. Details Total
1 Labour Administrator 43
2 Stakeholders (NGO’s, Trade 

Unions, Advocate, Academicians)
11

Total 55

Details of Employers

S. No.. Industries Male Female
1 Construction Industry 13 0
2 Media Industry 5 1
3 Retail Industry 1 2
4 Education Industry 13 1
5 Agriculture Industry 11 0
6 Electronic Industry 7 2
7 Transport Industry 20 0
8 Beauty Industry 26 1
9 Hotel Industry 7 2

Total 103 9
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1.3	 Sample size
Details of Employees

S. no Industries Top Level Middle level Entry level Total=Top + 
Middle +

Entry
Female Male Female Male Female Male Female Male

1 Beauty Industry 18 16 34 34 48 50 100 100
2 Agriculture Industry 22 49 36 27 42 24 100 100
3 Hotel Industry 4 4 10 17 86 79 100 100
4  Construction Industry 11 35 61 32 28 33 100 100
5 Media Industry 9 19 20 22 71 59 100 100
6 Education Industry 11 22 27 33 62 45 100 100
7 Electronic Manufacturing 

Industry
2 6 14 22 84 72 100 100

8 Retail Industry 2 0 4 10 94 90 100 100
9 Transport Industry 0 23 3 52 16 106 19 181

   Total 79 174 209 249 531 558 819 981
*Due to less Number of female employees in the transport industry more men were surveyed compare to female.

women participation in labour market. The study 
also used Annual Reports and research conducted 
by World Bank, IMF, UNDP and Books, Articles 
and Websites on related issues. 

1.6	 Data Analysis

The research team used a combination of 
statistical techniques and tools to quantify and 
analyze the data in a systematic manner and to 
draw the meaningful interpretation from it. The 
data was collected through detail field surveys 
{Questionnaire enclosed at Annexure 1 (i), 1 (ii), 1 
(iii), 1 (iv) & 1 (v)}. It was analyzed using research 
software like Statistical Package for Social Science 
(SPSS), Microsoft office (word & excel).

1.7	 Limitations of the Study

Entry to the Industry for gathering the information 
penning to ERA was very much restricted. There 
were very few females in the transport industry. 
There were hindrances in the collection of data 
from the top level executives. Reluctance from the 
employees and the employers was also faced at the 
time of collection of the wage related data.

1.5   Data Sources –The study used both the 
qualitative and quantitative methods by consulting 
primary and secondary data sources respectively.
a)	 Primary Data
The primary data was collected using different 
techniques such as field surveys, focused group 
discussions, interviews by using standard-
structured and unstructured questionnaires to 
elicit necessary information related to the proposed 
study. The questionnaire was based on all aspects 
of socio-economic background of the respondents, 
their family constraints, demographic details, 
education, income generation activities, benefits 
provided by Government etc. 
b)	 Secondary Data
Besides primary data, the secondary data was 
collected from the Corporation Commissioner’s 
Office, Various Offices / Organizations of Ministry 
of Labour and Employment, Labour Bureau, 
Directorate General of Employment and Training, 
National University of Educational Planning and 
Administration, HRD Department, about the 
Government sponsored schemes for promoting 



Chapter 2

International and National Outlook on Equal Pay for Equal Work

1.1	 Historical Background 

Discrimination in any form of individuals or 
groups of individuals should not exist in a civilized 
society i.e. a society, which believes in human 
rights and the dignity of the individuals. The first 
International Treaty i.e. the Charter of the United 
Nations Organization expressed in its preamble 
a faith in “the dignity and worth of the human 
person” as well as “in the equal right of men and 
women”. It declared its firm determination to 
eliminate all forms of discrimination in order “to 
promote social progress and better standards of 
life”. However, more affirmation and declarations 
do not bring about a change. It requires a firm 
determination to break the citadel of male 
dominance, change customs and traditions rooted 
in the belief of women being inferior. The term 
“equal pay for equal work” has its own historical 
significance. Historically speaking, equal pay for 
work of equal value has been a slogan of women’s 
movement. Equal pay laws, therefore, usually deal 
with sex-based discrimination in the pay scales of 
men and women doing the same work or equal 
work in the same organization. For example, The 
Equal Remuneration Act, 1976 {full text enclosed 
at Annexure 2 (i), 2 (ii) & 2 (iii)} provides for the 
payment of equal remuneration to men and women 
workers and is meant to prevent discrimination 
on the ground of sex against women in matter of 
employment. The Equal Pay Act, 1970 and the Equal 
Pay (Amendment) Regulations, 1983 in United 
Kingdom are for a similar purpose. The same doctrine 
has also sought to protect disadvantaged groups 
against similar discrimination. Our laws are similar 
to those of U.K. doctrine or even wider to prevent 
discriminatory pay scales within an organization, 
which owned by or is an instrumentality of the 
state. Provided, that the different pay scales 
that exist in one organization, are applied to 
employees doing work of equal value, and there 
is no national explanation for the difference. The 
post-independence era has witnessed remarkable 
development in providing protection to working 
class by enacting labour legislation. The foremost 
and the most revolutionary document in this 
regard is the Constitution of India. The Preamble of 
our Constitution strikes at the root of the problem 
when it speaks of “Security to all citizens of the 
India, equality of status and of opportunity as well 
as justice, social, economic and political.”

This objective is further amplified and is given 
a real meaning by laying down certain specific 

provisions in the Constitution to bring about real 
equality between sexes. Apart from ensuring 
“Equality before Law” and “Equal Protection of 
Laws” in widest sense, the Constitution of India 
contains several provisions regarding equal 
treatment of men and women workers in the field 
of economic activity. Equal pay for equal work is 
one such directive principle, enshrined in Article 
39(d) of the Constitution, which provides that the 
State shall direct its policy towards securing that 
there is equal pay for equal work for both men and 
women.

The ‘Equal Pay for Equal Work’ principle is 
reflected in various International instruments. The 
International Labour Organization recognizes it as 
one of its objectives. Further, it is also embodied 
in International Labour Organization Equal 
Remuneration Convention, 1951 (No. 100) which 
requires each member to ensure the application of 
the principle of equal remuneration for men and 
women worker for the work of equal value. However, 
The Article 1(b) of the Convention specifically 
provides that the term “Equal Remuneration for 
men and women workers for work of equal value” 
refer to rates of remuneration established without 
discrimination based on sex. Therefore, Convention 
is not concerned with differences in remuneration 
between the workers of the same sex .The principle 
is also enshrined in the Constitution of India as 
a directive principle of State policy under Article 
39(d). The framers of the Indian Constitution were 
well aware about the inequalities regarding pay 
parity. The legislative provisions of The Minimum 
Wages Act, 1948 does not permits differentiation 
in minimum rates of wages on the ground of sex. 
However, in almost all of the industries, such as 
Construction, agriculture and transport industry 
etc., there is discrimination of wages is witnessed.

Many ingredients shape the wage structure in an 
organization. Historically, many have been shaped 
by negotiated settlements with employees’ unions or 
through industrial adjudication. It may have revised 
or reshaped with the help of expert committees. The 
economic capability of the employers also plays 
a crucial part in it, so does its capacity to expend 
business or to earn more profits. If the employing 
organization functions in a competitive area, and if 
it is economically strong than it may, offer higher 
wages than its competitors doing similar work to 
attract talent.

There is a need to fight against discrimination 
regarding equal pay, employment opportunities 
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for promotions, for occupying higher positions 
and for leadership of trade union movement. 
Then only women provide proper leadership to 
society as it was visualized by Mahatma Gandhi. 
In our country an ordinance namely, the Equal 
Remuneration Ordinance was promulgated in 
1975 to give effect to the Constitution provisions 
and the International Labour Organisation 
Convention no. 100 of 1951 in the International 
Women Year. The Ordinance was replaced by The 
Equal Remuneration Act, 1976 seeking to provide 
for payment of equal remuneration to men and 
women workers for payment on discrimination on 
the ground of sex. The first country to establish the 
principle by Constitutional provisions was Mexico, 
in 1917. Since that time, comparable provisions 
have been adopted by number of countries, 
including Albania (1946),Brazil (1946), Bulgaria 
(1947), Burma (1948), Cuba (1940), Czechoslovakia 
(1948),Ecuador (1946) France (1946), Guatemala 
(1945), Italy (1947), Panama (1946), Rumania (1948), 
U.S.S.R. (1936), Venezuela (1947) and Yugoslavia 
(1946).The Constitutions of the States of Hessle and 
Wurttemberg – Be dan in Germany include equal 
pay provisions (1946). 

2.2	  Meaning of Equal pay for equal work

Wages is the remuneration paid for the service of 
labour in the process of production. The payments 
made by the employers for the efforts put in 
by the workers in the production. Wages and 
salaries constitute the payment of work agreed 
upon between employees and their employers. It 
also constitutes a mean of livelihood for workers. 
The term ‘equal pay for equal work for both men 
and women’ mean equal pay for equal work for 
everyone without any kind of discrimination on the 
ground of sex. Black Dictionary of law, fifth edition 
defined the word equal means alike, uniform, on 
the same plane or level with respect to efficiency, 
worth, value, amount or rights. Equal pay means 
principle of non-discrimination in compensation for 
work. It means, the wages should be based on the 
kind and quality of work done and not according 
to the age, race, sex, religion, political association, 
ethnic origin or any other individual or group 
characteristic unrelated to ability, performance and 
qualification. Equal pay principle whereby, given 
a specific occupation, the rate of pay should be the 
same for both sexes out being the same, Equal mean 
identical in amount, degree, adequate and uniform 
etc. Equal pay means having the same quantity, 
measure or value as another, adequate in extent, 
amount or degree.

Thus, the word “equal” as used in law implies not 
identity but duality and the use of one thing as the 

nearer of another. Equality means the condition of 
possessing substantially the same rights, privilege 
and immunities and being liable to substantially same 
duties. Equality guaranteed under equal protection 
clause is equality under the same conditions and 
among persons similarly situated, classification 
must not be arbitrary and must be based upon some 
difference in classes having substantial relation to 
legitimate objects to be accomplished. The Equal 
Pay Act, 1963 of U.S.A. defines equal pay as same 
pay for all persons who do the same work without 
regard to sex, age etc.
2.3	 Nature and Scope of The Equal Pay for equal 

work

Equal pay for equal work is one of the directive 
principle enshrined in part IV of the Constitution. 
Article 39(d) of the Constitution provides that “The 
State shall, in particular, direct its policy towards 
securing that there is equal pay for equal work both 
men and women. But Article 37 provides that the 
provision contain in part IV of the Constitution shall 
not be enforceable by any court, but the principle 
there in laid down are nevertheless fundamental in 
governess of the country and it shall be the duty 
of State to apply these principles in making laws. 
Thus it is basically clear that the doctrine of equal 
pay for equal work”. When Governmental decision 
or policy as to fixation of pay scales of Government 
employees is based on no classification or irrational 
classification and it violation of Article 14 and 16 of 
the Indian Constitution. Then Court is empowered 
to enforce the doctrine of equal pay for equal 
work. Our Constitution does not directly state 
the principle but while interpreting the Article 14 
and 16 which are conjectural doctrine, guarantee 
Fundamental Right to Equality before the Law and 
Equality of the opportunity in the matter of public 
employment respectively. And Article 32 provides 
the remedy for the enforcement of Fundamental 
Rights. 

The principle of equal pay for equal work denotes 
that where all things are equal, that is, where all 
relevant consideration are the same, person holding 
identical posts may not be treated differently in 
the matter of their wages/salary merely because 
they belongs form different gender, race, caste and 
colour etc. If any Officer is on same rank and also 
performs same duties, he or she should be treated 
equally without any gender discrimination.  

With the faster pace of development, advancement of 
modern technology and spread of education among 
women, which paves the way for the emancipation 
of women there has always been demand for equal 
pay for equal for men and women worker as women 
don’t considered themselves inferior to men. The 
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I.L.O. has adopted a Convention on this subject which 
has been ratified by India. Equal Remuneration 
Convention, 1951 was adopted by the General 
conference of International Labour Organization on 
June 25, 1951. In order to give practical shape to the 
contents of the Convention, it was included in our 
Constitutional essence. The Equal Remuneration 
Act, 1976 defines “remuneration” in Section 2 (g) 
as follows: “the basic wages or salary, and any 
additional emoluments whatsoever payable, either 
in cash or in kind to a person employed in respect 
of employment or work done in such employment, 
if the terms of the contract of employment, express 
or implied, were fulfilled.” A typical remuneration 
package in the organized Sector (for a time rate 
payment system) consists of a basic wage, dearness 
allowance (to compensate for inflation), other 
allowances, and the house rent allowance. The 
dearness and the house rent allowances can be 
different in the offices of the same company due to 
the different cost of living in different cities.

The Equal Remuneration Act, 1976 under Section 
(4), which make provision for equal remuneration 
are follows: “No employer shall pay to any 
worker, employed by him in an establishment or 
employment, remuneration, whether payable in 
cash or in kind, at rates less favorable than those 
at which remuneration is paid by him to the 
workers of the opposite sex in such establishment 
or employment for performing the same work or 
work of a similar nature. No employer shall, for 
the purpose of complying with the provisions of 
sub-Section (1), reduce the rate of remuneration 
of any worker. “Where, in an establishment or 
employment, the rates of remuneration payable 
before the commencement of this Act for men and 
women workers for the same work or work of a 
similar nature are different only on the ground of 
sex, then the higher (in cases where there are only 
two rates), or, as the case may be, the highest (in 
cases where there are more than two rates), of such 
rates shall be the rate at which remuneration shall be 
payable, on and from such commencement, to such 
men and women workers”. There is no obligation 
for employers to recognize the existing three (or 
any other) digit classification of occupations as 
set out by the ILO or the Government. Employers 
are free to classify occupations as they wish, thus 
rendering it difficult to compare essentially similar 
jobs. Thus, even if the work of a man and a woman 
are of a similar nature, job differentiation can be 
made artificially. For example, a cashier is paid 
more than an accountant, even if the job content 
is similar in both cases. The cashier is paid more 
because he handles cash, and his job is classified as 
more sophisticated.

The Equal Remuneration Act, 1976 covers all 
industries, public or private, organized and 
unorganized, and all employees doing permanent, 
temporary and casual work. The law covers 
central, state and local authorities, hospitals 
and dispensaries, banks and financial services, 
educational institutions, mines, provident funds 
and other state insurance corporations, the Food 
Corporation of India and other warehouses, all 
industries under National Industrial Classifications 
(NIC) groups 1, 2 and 3; power, water and gas 
generation, trade, transport (water, land and air), 
construction, real estate and sanitation, religious 
community and medical and personal services. 
The Act does not cover self-employed workers like 
unpaid women workers in farming, households and 
in the unorganized Industries in large numbers.

The principle of equality is applicable within an 
establishment. The law permits wage differences to 
exist across establishments. The wage differentials 
can be high across establishments because of 
differences in productivity, and the capacity to pay 
may differ widely. Since wages in general are low in 
India, very often there are de facto equal wages due 
to the general Payment of Minimum Wages. Thus, 
The Minimum Wage Act, 1948 is of overriding 
importance in respect to equal remuneration in 
India. The Act states that the basic wage or day-
shift payment should be the same for the same or 
similar work. 

Thus men can earn more by working in night 
shifts since women, by law, are not permitted to 
be employed in night shift in establishments other 
than luxury hotels, airlines, hospitals and a few 
other specific places. In compression of Permanent 
workers, the temporary workers are entitled 
to fewer allowances for the same jobs, even in 
Government jobs. The Act does not apply in cases 
affecting the terms and conditions of a woman’s 
employment in compliance with the requirements 
of any law giving special treatment to any women, 
or to any special treatment accorded to women 
in connection with the birth or expected birth of 
a child, or the terms and conditions relating to 
retirement, marriage or death or to any provision 
made in connection with retirement, marriage 
or death. There are two main reasons for the 
restriction in the scope and coverage of the law. 
The first is that legal requirements are different for 
different Industries and sizes of establishments. 
For example, The Factories Act, 1948 requires that 
only establishments, which employs ten or more 
workers and use electric power or employers 
twenty or more without electric power, needs to 
file full returns about the status of their workers for 
the authorities. Similar differentiations also apply 
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to shops and commercial establishments. The 
regulations therefore does not apply to the smaller 
establishments. While they are expected to comply 
with the law, they seldom do. The other reason 
for the restricted application of the law arises in 
connection with the legal machinery, which makes 
provision for few means of overseeing compliance 
with the Act. Moreover, workers, their unions, 
and other public support groups do not bring the 
matter to the fore, since the need for jobs by the 
workers exceeds the need to practice gender justice 
within it. The nature of the labour market, high 
rates of illiteracy and widespread poverty prevent 
such matters from being dealt with by the law. 
The awareness among the people is very low. The 
concept of equal pay for equal work is not clear in 
the act also.

2.4	 International Perspective

Equal pay for men and women for same nature 
of job is one of the significant human rights set 
out in the universal declaration of human rights 
, which the General Assembly of United Nations 
adopted on 10 December 1948 (with not a single 
country voted against it) as a common standard of 
achievement for all people and nations. It specifies 
that everyone without discrimination has a right to 
equal pay for equal work. Further in the 1963 U.S. 
legislation mandating equal pay for equal work, 
in a measure to end gender-based disparity. The 
National War Labor Board first advocated equal 
pay for equal work in 1942, and an equal pay act 
was proposed in 1945.  On June 10, 1963, President 
Kennedy signed The Equal Pay Act into law. It 
was enacted as an amendment to the Fair Labour 
Standards Act of 1938, which regulates matters 
regarding minimum wages, overtime and child 
labour.

Among the reasons given to justify unequal 
pay: working women  had a higher turnover 
rate because of family obligations; some state 
laws prohibited women from working at night, 
and other laws limits the actual number of 
hours women could work and the number of 
weight women could lift. The laws reflected the 
historical bias in the system of compensation in 
the USA during that period; in the 1950s two-
thirds of families had a bread winning husband 
and a stay-at-home wife. A woman’s income 
was not considered vital to the survival of the 
house hold. The EPA requires,  that men and 
women who work in jobs that are substantively 
equal in terms of skill, effort, responsibility, and 
working conditions shall receive the same pay. 
The original bill that was proposed required 
equal pay for comparable work. However, this 

stipulation was changed before the passage of the 
bill to “equal work.” The EPA permits differences 
in wages based on seniority, merit, quality, or 
quantity of production, or other differentials not 
based on gender. In EPA cases, plaintiffs have 
the burden of proof to show that women were 
paid less than men and that the work involved 
was “substantively equal.”

From 1963 until the passage of the Educational 
amendments in 1972, those employed in executive, 
administrative, or professional capacities were 
excluded from the protection of the EPA because 
of its incorporation with The Fair Labor Standards 
Act, which included those exemptions. As a result 
of The Reorganization Act of 1977, the enforcement 
of the EPA shifted to The Equal Employment 
Opportunity Commission  in 1979, where it 
remains.

The Equal Pay Act, 1970 is an Act of the Parliament 
of the United Kingdom that prohibits any less 
favorable treatment between men and women in 
terms of payment and conditions of employment. 
It was based on The Equal Pay Act, 1963  of the 
United States.

For an employee to claim under this Act they must 
prove one of the following:
	 That the work done by the claimant is the same, 

or broadly the same, as the other employee.
	 That the work done by the claimant is of 

equal value (in terms of effort, skill, decision, 
and similar demands) to that of the other 
employee.

	 That the work done by the claimant is rated 
(by a job evaluation study) the same as that of 
the other employee.

Once the employee has established that they are 
employed on ‘equal work’ with their comparator 
then they are entitled to ‘equal pay’ unless the 
employer proves that the difference in pay is 
genuinely due to a material factor which is not 
the difference in gender. Thus, it is clear that all 
countries have legislation relating to granting of 
equal remuneration to both the genders and close 
the gap between wages for similar work. However, 
in spite of all these laws women workers especially 
in unorganized Sectors are given fewer wages 
compared to their counterparts.

2.4.1.	 Gender pay gap 

According to Cambridge dictionary the difference 
between the amount of money paid to men and 
women, (often) for doing the same work is called 
as gender pay gap. A global view point Gender 
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inequality has a direct impact on decent work 
and human development. Whether in the form of 
unequal labour force participation rates, differences 
in pay or unequal opportunities for women, it 
is a burden on society and a barrier to social 
justice. Equality of opportunity and treatment 
is addressed in the ILO Equal Remuneration 
Convention, 1951 (No. 100), and discrimination 
with regard to employment and occupation in the 
Discrimination (Employment and Occupation) 
Convention, 1958 (No. 111). These Conventions 
are two of the eight fundamental ILO Conventions 
which provide a legal framework for countries to 
work towards their own legislation. Globally, the 
gender wage gap has narrowed significantly in 
the last two decades. This gap can be estimated 
on a monthly or an hourly basis, and the latter 
removes the effect on the pay gap of the fact that 
women are engaged more often in part-time work 
than men. This gender wage gap is also referred 
to as the raw or unadjusted wage gap; because 
it is a simple measure which does not take into 
account the differences between men and women 
in their skills, endowments and labour market 
characteristics that directly affect the level of pay.

2.4.2.	 Types of Pay Discrimination

The first type occurs when a different pay is given 
for the same job, for example to a female and male 
policeman with the same qualifications, seniority 
and responsibilities. This form of discrimination 
contravenes the principle of equal pay for equal 
work and is relatively easy to prove and remedy. It 
would appear that today this type of discrimination 
goes hand-in-hand at the time of recruitment 
into particular male occupations. It is important 
that the means be devised to prevent its further 
development. 

The second type of discrimination occurs when 
jobs, different in content but of equal value, receive 
a different pay; for example when a policeman (of 
male job) earns more than a nurse (of female job). 
This form of discrimination, which conflicts with 
the principle of equal pay for work of equal value 
embedded in ILO Convention No. 100, accounts 
for the largest share of the residual wage gap. This 
type of discrimination is more difficult to prove 
and its elimination is more difficult to achieve. It 
is based on a historic feature of labour markets, 
namely occupational segregation by sex. Even today 
women are concentrated in a limited number of jobs 
in which they account for as much as 80 or 90% of 
the workforce (e.g. secretaries, receptionists, sales 
staff, cashiers, nursery or primary school teachers, 
etc.) On the other hand, also men are heavily 
concentrated in particular jobs, although the range 

of jobs is broader, ranging from senior executives to 
information scientists, truck drivers and mechanics. 
There is a close match between female or male 
prevalence and their pay levels. Generally speaking, 
both in the labour market and in organizations, 
the most poorly paid occupations are those where 
women predominate, while the better paid are those 
were men prevail. 

2.4.3.	 ILO and Countries

One of the most important elements of ILO 
Convention No. 100 is its insistence that the right 
to equal pay for equal work should not be confined 
to equal pay for the same or similar work, but 
should extend to work of equal value. CEDAW has 
a similar provision in Article 11(d), which requires 
States Parties to take all appropriate measures to 
ensure ‘the right to equal remuneration, including 
benefits, and equal treatment in respect of work 
of equal value, as well as equality of treatment in 
the evaluation of the quality of work.’ Eliminating 
unequal pay for the same work is only the first 
step in the process. Where there is extensive job 
segregation, the problem is not that women are 
paid less for the same work, but that they are 
concentrated in undervalued feminized work. 

The concept of work of equal value insists that the 
comparison should not be limited to the content 
of the work, but that job requirements, such as 
the level of skill, effort and responsibility, and 
working conditions are compared. At the same 
time, care needs to be taken to ensure that the 
ways in which value is set do not replicate the 
assumptions that have always made male work 
appear more valuable. For example, in jurisdictions 
such as the UK, heavy manual work has always 
been valued higher than work requiring manual 
dexterity, such as sewing. It is therefore essential 
that legislation should include means of assessing 
job values which are independent of the employer 
and existing arrangements, and should require 
the participation of women workers affected. 
There should also be the possibility of challenging 
job evaluation schemes on the basis that they are 
discriminatory on grounds of sex. There are two 
major Conventions which are focusing on equal 
pay for equal work and everybody should get 
equal opportunity in the employment.

Although there is wide gender pay gap across all 
countries in consideration, many countries have 
not expressed equal pay legislation. There are 173 
countries which have ratified the ILO Convention 
number 100 Equal Remuneration Conventions 1951, 
only 14 countries among the whole world which 
have not ratified the Convention. But still all over 
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the world women are facing wage discrimination. 
We have studies the few countries which have 
ratified the ILO Conventions and their status on 
equal wage for equal work.

Afghanistan Government has ratified both the 
Convention in 1963 (Convention 100 & Convention 
111) but still is not able to achieve the target. One of 
the famous Actress Patricia Arquette said that on 
global average, women workers are earning 23% 
less than their male counterpart doing same jobs. 
She also reported that her personal reason that 
inspired her to participate in UN. She talks about 
the condition of women in Afghanistan, which is 
still one of the most difficult places in the world to 
be women, although the country has taken steps to 
advance women rights. There is no specific law for 
the women at workplace.

In Korea, it was found in Article 8 of the Act on 
Equal Employment and Support for Work-Family 
Reconciliation (The Equal Employment Act).

Brazil Government has ratified Convention no 100 
in 1957 and in 1999 promulgated the legislation 
prohibits, inter alia, a person’s sex from being 
used as a determining factor for purposes of 
remuneration. Notably, the remedy for breach of 
this provision consists of an administrative fine of 
ten times the highest wage paid by the employer, 
as well as a ban precluding the employer from 
obtaining loans or financing from official financial 
institutions.

Although equal pay for work of equal value is 
generally confined to a comparison between men 
and women, occasionally, other grounds are included 
in the protection. The Brazilian Constitution, for 
example prohibits differences related to wages, the 
performance of duties and hiring criteria by reason of 
sex, age, colour or marital status.

In Kenya, The Employment Act places a duty 
on the Minister of Labour and employers to 
promote equality of opportunity and eliminate 
discrimination in employment. Employers are 
prohibited from discrimination on the grounds of 
sex. An employer is obligated to pay its employees 
equal remuneration for work of equal value.

The UK has had equal pay legislation on the statute 
books during 1970, in the form of The Equal Pay 
Act 1970 (Equal Pay). This legislation, however, 
only came into force in 1975. Provisions for equal 
remuneration for work of equal value for men and 
women are now listed in The Equality Act 2010. 
Under these provisions, a woman have a right to 
equal pay for like work, work rated as equivalent 
or work of equal value with a man employed by 

the same employer at the same or equivalent 
establishment unless the employer can justify the 
inequality on grounds which do not directly or 
indirectly involve sex.

In the Canadian province of Ontario, The 
Employment Standards Act, 2000 gives equal pay 
for equal work of men and women. Under The 
Pay Equity Act, private or public employers are 
required to establish and maintain compensation 
practices that provides for pay equity Employers 
in the public Sector or employers in the private 
Sector with 100 employees are more that existed on 
January 1 1988 are bound by the Part II of the Act. 
Specifically they are required to have pay equity 
plans. By Article 12 this provides employees with 
information, method and reasoning on how pay 
equity was done in the establishment.

(i)	 Does the provision cover the same work 
or work of equal value? If so, how is equal 
value defined?

The extent to which the jurisdictions under 
consideration incorporate equal value principles 
varies greatly. In some jurisdictions, provision is 
made for equal pay, but it is generally confined 
to equal pay for the same work, rather than for 
work of equal value, thus potentially violating ILO 
Convention 100. 

This is true for Nepal, where the interim 
Constitution prohibits discrimination in regard 
with remuneration and social security between 
men and women for the same work.  The 1993 
Labour Rules were even more limited, providing 
for equal remuneration only between male and 
female workers ‘engaged in work of the same 
nature’ in the same establishment.

Some jurisdictions now include the right to equal 
pay for work of equal value.  However, in some 
cases, this is simply regarded as a synonym for 
like work. Thus the Filipino Labour Code defines 
work of equal value to mean ‘activities, jobs, 
tasks, duties or services—which are identical or 
substantially identical.’ Bangladesh and Kenya do 
have provisions providing for equal pay for work 
of equal value.  However, in Kenya at least, equal 
pay provisions only cover ‘employees’, so that they 
have no impact on the informal Sectors.  

Yet, as the CEDAW committee pointed out, women 
are concentrated in the informal Sector, with no 
social security or other benefits. Even if the right 
to equal pay for work of equal value is provided, 
provisions frequently fail to require an objective 
assessment of value, an issue which the CEDAW 
committee repeatedly flags.  Other countries still 
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have no provision for work of equal value. One of 
those is Jamaica, where for several years; the ILO 
Committee has been asking the Government to 
revise Section 2 of The Employment (Equal Pay for 
Equal Work) Act 1975 which refers only to equal 
pay for “similar” or “substantially similar” work, 
rather than work of a different nature but equal 
value.  In South Africa, there is no express provision 
for equal pay for work of equal value, on the 
grounds that the prohibition on sex discrimination 
in employment covers remuneration. A proposed 
amendment to The Employment Equity Act 
expressly providing for equal pay for work of equal 
value is pending before Parliament.  However, as 
in many jurisdictions, it is limited to a comparison 
only with other employees of the same employer.  
(For further discussion about the definition of 
‘employer’ see the discussion below the on scope 
of comparison.)

In some jurisdictions, the statute might refer to 
equal pay for work of equal value. The application 
of the principles of equal value then depends on 
judicial interpretation. An interesting example is 
that of Korea. Thus the Korean legislation reflects 
the principle of equal work for equal value, and 
this has been further elaborated by the courts.

Article 8 of The Equal Employment Act States: ‘(1) 
An employer shall provide equal pay for work of 
equal value in the same business. (2) The criteria 
for work of equal value shall be skills, efforts, 
responsibility and working conditions, etc., 
required to perform the work. And in setting the 
criteria, an employer shall listen to opinions of the 
members representing the workers at the Labour-
Management Council as prescribed in Article 
25.’There is very little literature in English on the 
application of the Korean principles. However, 
Sung Wook Lee points out that there has only 
been one major Court decision, in 2003, which 
clarified the meaning of work of equal value in this 
context. The decision is not available in English, 
but Lee provides a very helpful analysis, showing 
that the Court made it clear that even if the work 
is not identical, the value should be determined 
according to various factors, including skills, effort, 
responsibilities, working conditions required to 
undertake the task, education, previous experience 
in relevant fields, seniority of employees etc. Each 
of these factors was further explicated by the 
Court, in order to help identify uniform standards 
to determine equal value. 

Thus, according to the Court: Skills includes 
degrees from higher educational institutions as 
well as techniques acquired through previous 
experience. ‘Efforts’ refer to such factors as the 

intensity of the work, and the physical and mental 
effort required to accomplishing tasks under time 
constraints. ‘Responsibilities’ refer to the scope 
of the job, its complexity and the extent to which 
the employer is dependent on the employee. 
Finally, ‘working conditions’ mean such issues as 
noise, exposure to physical or chemical threats, 
and segregation of work and the temperature 
of the work place. The defendant company was 
engaged in the manufacture of tiles. It employed 
16 male employees and 10 female employees. The 
manufacture process consists of 8 parts; forming, 
glazing, firing, sorting, packing, manufacturing 
and blending of glaze, ink manufacturing, and 
printing screen for colouring. Female employees 
were usually engaged in sorting processes and 
printing screens for colouring which required 
less physical effort than other processes where 
male employees usually work. All the employees 
were hired as one category, production line, and 
paid on a daily basis.  The Supreme Court found 
that all employees, regardless of sex or work, were 
engaged in a single continuous manufacturing 
line. Therefore, according to the Court, although 
the line consisted of 8 parts, in terms of ‘working 
conditions,’ there were no substantial differences 
between the parts. 

The Court also found that as all employees were 
daily-paid and employed in fixed-term, there 
was no difference as regards to ‘responsibility.’ 
Furthermore, the Court found that in terms of 
‘skill’ and ‘effort’, it could be recognized that there 
are some differences in the nature of the work or 
machine operations, and that male employees 
have usually engaged in more physically burdened 
work.

Nevertheless, as the work of the male employees in 
this company did not require more intensive labour 
than production workers in general, and had not 
required any special skills or experience operating 
machines, there were no differences in ‘skill’ or 
‘effort’ between male and female employees. 

The Court concluded that male employees and 
female employees in the case had engaged in 
similar or substantially identical work, and that 
male employees could not be paid more than 
female employees simply because the job of the 
male employees required greater physical effort 
unless there were other just reasons. Having 
gone through this careful process, however, the 
Court held that the “equal value of work” meant 
identical or substantially equal work in the same 
establishment. 

Even if the job was slightly different, when the 
nature of the job is comparable based on objective 
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job evaluation, the equal value of work should be 
recognized under the principle of equal pay for equal 
value of work. Whether the task includes the equal 
value of work will be determined by various factors, 
including skills, efforts, responsibilities, working 
conditions that are required to undertake the tasks; 
education; previous experiences in the relevant 
fields; seniority of employees. Those factors should 
be all taken into consideration in determining the 
meaning of “equal value of work”. Although this 
is a helpful elaboration of the principles, Lee has 
two criticisms of the Court’s approach. Firstly, she 
rightly points out that the Court gave too much 
attention to factors usually associated with male-
dominated jobs, overlooking factors in female-
dominated fields which should attract equal value. 
These include psychological aspects, stress levels 
caused by relationships with clients, customers or 
patients, frequency of interruptions of work through 
phone calls and interactions with other employees. 
She also stresses that multi-tasking skills should 
be considered in determining ‘intellectual’ effort. 
Secondly, she argues, the Court paid too little 
attention to whether the tasks identified are actually 
an essential part of the job or merely incidental. For 
example, the job description might include heavy 
lifting, but in practice, the employee might spend 
very little time on that aspect of the job. Despite 
the statute and this Court decision, the CEACR in 
its observations on Korea in 2008 and in 2011 notes 
that the Ministry of Labour’s Equal Treatment 
Regulation (No. 422) provides that work of equal 
value refers to jobs which are equal or almost equal 
by nature or which, although slightly different, are 
considered to have equal value. It called on the 
Korean Government to amend Regulation No. 422 
to bring it into full conformity with the requirement 
in the Convention that it should be possible to 
compare work of an entirely different nature which 
is nevertheless of equal value. The restrictive 
language used by the Court has also been criticised 
by the CEACR, which points out that “the Supreme 
Court in its ruling of 14 March 2003 (2003DO2883) 
accepted the restrictive understanding of the 
concept of work of equal value in Regulation No. 
422.” However, as Lee emphasises, case doctrines 
are very fact-specific. Moreover, the Regulations 
have only internal effects among the state agencies, 
and have no binding effects to individuals or 
private organizations. The CEACR also refers 
to research conducted by the Ministry of Labour 
which emphasized the importance of the principle 
of equal remuneration for work of equal value and 
the use of job evaluation. A Workplace Self-Check 
Manual for Equal Pay for Work of Equal Value was 
being distributed to employers to use on a voluntary 

basis. The research also found, however, that in 
order to avoid the application of the principles 
of equal value employers responded by creating 
job categories to which only men or women are 
assigned, resulting in gender discrimination in 
terms of recruitment. The research and its follow 
up are not, however, available in English.

As in Korea, the right to equal pay for work of 
equal value was introduced in Kenya in 2007, but it 
is not clear that the principle is applied in practice. 
Section 5(4) of The Kenyan Employment Act, 2007 
states: ‘An employer shall pay their employees equal 
remuneration for work of equal value.’ Notably, this 
is not limited to equal pay for men and women. 

There is also a broad definition of “remuneration” 
set out in which encompasses “the total value of all 
payments in money or in kind” arising out of the 
worker’s employment. The Kenyan Government 
confirmed to the ILO CEACR in 2011 that the 
provision of accommodation or an accommodation 
allowances and of food come within the definition 
of remuneration for this purpose too.

 There is very little literature on the application of 
the concept of equal value in Kenya, but it appears 
that it is underdeveloped. In 2006, the pay policy 
for the public service submitted to the CEACR 
provided that “personnel in similar job positions 
with similar responsibilities will be remunerated in 
a similar manner” and that this would be ensured 
through criteria such as the content of the job (as 
determined by a job evaluation) and the skills, 
competencies and responsibilities associated with 
the position. 

However, the emphasis was on ‘similar’ jobs, and 
the policy did not refer to the need to ensure equal 
remuneration for men and women for work of 
equal value. By 2008, little progress was detected. 
In response to a request by the CEACR for an 
indication of the job evaluation methods used 
in the private or public Industries, the Kenyan 
Government indicated that there was no common 
job evaluation method being used in either the 
public or the private Industries. A similar pattern 
emerges in relation to minimum wages. Even 
where minimum wages do not openly differentiate 
between men and women, it is important that 
the wage-setting machinery takes into account 
the possibility that jobs traditionally done by 
women might be undervalued or overlooked, in 
comparison with skills traditionally associated 
with men. It is for this reason that the CEACR 
was not satisfied with the Kenyan Government’s 
submission that minimum wages were applied to 
all employees without distinction based on age, 
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gender, race or colour. In its 2011 Request, the 
Kenyan Government was asked to go further and 
examine the tasks involved on the basis of objective 
criteria, such as skills, effort, responsibility and 
working conditions to prevent the perpetuation 
of the undervaluation of women’s work. There 
have been no judicial decisions on the principle of 
equal remuneration for work of equal value. The 
Indian definition of the ‘same work or work of a 
similar nature’ nevertheless falls short of the ILO 
requirements to give equal pay for work of equal 
value. 

The statute defines “same work or work of a similar 
nature” as ‘work in respect of which the skill, effort 
and responsibility required are the same, when 
performed under similar working conditions, 
by a man or a woman and the differences, if any, 
between the skill, effort and responsibility required 
of a man and those required of a woman are not 
of practical importance in relation to the terms and 
conditions of employment’. 

The ILO CEACR has consistently held the view 
that this definition is too restrictive, in that the 
concept of equal value should go beyond ‘similar 
work’ and encompasses work of an entirely 
different nature but which is nevertheless of equal 
value. The Committee is also concerned that India 
had not fulfilled its obligations under Article 3 of 
the Convention to take measures to promote the 
objective evaluation of jobs on the basis of the work 
to be performed. It noted that in India, women’s 
remuneration was determined on the basis of 
classifications which did not reflect the real nature 
of the work involved.  This is borne out by Sankaran 
who pointed out that occupations performed by 
women are often classified as unskilled under 
The Minimum Wages Act, 1948. ‘For instance, in 
agriculture, weeding and transplanting (performed 
exclusively by women in most parts of India) are so 
classified [as unskilled], though skill and experience 
is required for both activities, while other activities 
performed generally by men are treated as skilled 
work for which higher wages are paid.

In the UK, legislation on equal pay dates back to 
The Equal Pay Act, 1970. However, The Equal Pay 
Act 1970 only provided for equal pay for the same 
or broadly similar work. Only if an employer had 
instituted a job evaluation scheme could equal pay 
for work of equal value be claimed. This, however, 
was in breach of EEC (now EU) law which required 
the principle of equal value to be applied even if 
the employer had not instituted a job evaluations 
scheme. The Equal Pay Act was therefore amended 
in 1981 to include the right to equal pay for work of 
equal value. This was consolidated in the current 

legislation, The Equality Act 2010, which provides 
that a woman has the right to equal pay for like 
work, work rated as equivalent or work of equal 
value with a comparable man and vice versa. The 
statute goes on to provide that A’s work is of equal 
value to B’s work if it is neither like B’s work nor 
rated as equivalent to B’s work, but nevertheless 
equal to B’s work in terms of the demands made 
on A by reference to factors such as effort, skill and 
decision-making.

The legislation takes into account the possibility 
that an employer initiated job evaluation scheme 
might itself be based on discriminatory assumptions 
about the value of women’s work. It thus provides 
that ‘A’s work is rated as equivalent to B’s work 
if a job evaluation study gives an equal value to 
A’s job and B’s job in terms of the demands made 
on a worker, or would give an equal value to A’s 
job and B’s job in those terms were the evaluation 
not made on a sex-specific system. A system is sex-
specific if, for the purposes of one or more of the 
demands made on a worker; it sets values for men 
different from those it sets for women.

The concept of equal value has been applied both 
by courts and in the collective arena. Thus in the 
early case of Hayward Vs Cammell Laird in 1988, a 
cook successfully claimed that her job was of equal 
value with a joiner and a carpenter in a shipyard. 
In a case in 2012, female care workers, cooks, 
school midday assistants, teaching assistants, 
passenger assistants, and school crossings patrol 
workers and school technicians claimed that their 
jobs were of equal value to male manual workers 
employed in the parks and countryside, cemeteries 
and crematoria, street cleaning, street lighting and 
highways.

Court cases have, however, proved a cumbersome 
means to pursue equal value. Individual claims 
leading to individual remedies, resulting from a 
protracted and expensive litigation process, are 
unlikely to bring about widespread change. It is 
only where equal value has been driven through 
the collective process that it has stood any real 
chance of success. Not only can women and 
union representatives participate in the process 
of valuation to ensure that stereotypes are not 
replicated.  In addition, the job-grading structure as 
a whole can be evaluated. A particularly impressive 
collective bargaining achievement involved local 
authority manual workers, where a new rank order 
of jobs of about a million workers was completed 
in 1987, reflecting equal value principles. The new 
system of evaluation was carefully constructed to 
remove the inherent bias towards men in existing 
job evaluation systems. For example, ‘skill’ was 
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extended from formal training and qualifications, to 
include informal training and acquired experience. 
Similarly, under the heading ‘working conditions’, 
credit was given not just for the type of dirty work 
undertaken by male employees, but also the kind 
of unpleasant conditions that care workers, such as 
home helps, might have to work in. The result was 
a radical restructuring of the grading structure. 

This was followed by a 1997 ‘Single Status 
Agreement’, which included provision for an 
important new job evaluation scheme embracing 
manual workers as well as administrative, 
professional, technical and clerical workers. These 
schemes were to be implemented locally under 
procedures involving representative panels of 
unions and employers. Equally significant is the 
‘Agenda for Change Agreement’, negotiated 
between the National Health Service (NHS) 
Employers and Trade Unions in 2004.

This included a comprehensive job evaluation 
scheme as a result of which the greatest pay 
increases were experienced by the lowest paid 
workers – cleaners, domestics, health-care support 
workers and linen room and laundry assistants – 
who are predominantly female. However, while 
these addressed basic pay, it has been much 
more difficult to deal with bonuses.  The growth 
in payment systems linked to assessments of 
individual performance is one of the biggest areas 
of change in pay over the past few years. Yet, 
since performance related pay tends to exclude 
Industries where women predominate, men 
are the primary beneficiaries, as we have seen 
above, both in relation to the private or the public 
Sectors. This has been particularly evident in local 
Government, where gains through equal value 
initiatives were quickly undermined. Bonuses 
and productivity payments were deliberately 
excluded from both the local authority agreements. 
Indeed the 1997 Single Status Agreement, which 
provided expressly that existing local bonus 
schemes were not affected by the agreement. Yet 
in many situations, bonuses no longer represent 
genuine productivity rewards but have simply 
become an accepted part of pay. This difficulty 
was exacerbated by lack of proper funding for 
equal value. 

The result was that by the end of 2007, only 42% 
of local authorities had implemented new pay and 
grading systems. Faced with a funding squeeze, 
local authority employers have threatened job 
cuts and pay reductions as the price for equal 
value settlements. The absence of proper funding 
makes it inevitable that equal pay claims will be 
represented as a cost to male workers and service 

users, leading to acute dilemmas for trade unions 
representing both constituencies. The Equal Pay 
did originally included a limited provision dealing 
with collective agreements. Under Section 3, a 
collective agreement which contained explicit 
references to gender could be referred by a union 
to the Central Arbitration Committee (CAC) for 
amendment.

 Given the wide prevalence of women-only grades, 
this provision was a decisive factor in the initial 
narrowing of the pay gap, with women’s hourly 
pay rising from 64% of that of men’s in 1971 to 
74% in 1977. However, as soon as express women-
only grades disappeared, the CAC could no longer 
intervene. In addition, the remedy entailed raising 
all women’s pay to no more than that of the lowest 
male grade. 

This was a clumsy one, ill-suited to fine-tuning 
complex collective agreements. For a short period, 
the CAC interpreted its brief more broadly to look 
at the collective agreement as a whole. Where 
differentials were disproportionately large relative 
to the difference in value, the CAC changed the 
pay rates so that they were commensurate to the 
proportionate value of the job. However, in a 
judicial review case brought by an employer in 
1979, the CAC was held to have acted outside its 
jurisdiction. 

Section 3 was therefore of little use and was 
repealed in 1986. Nevertheless, the way in which 
the CAC was able to make use of it between 1977 
and 1986 constitutes a valuable model for possible 
reform of the current structure. EU law requires 
member states to ensure that ‘provisions appearing 
in collective agreements, wage scales, wage 
agreements or individual contracts of employment 
which are contrary to the principle of equal pay 
shall be, or may be, declared null and void or may 
be amended’. Amending the rule or agreement 
itself is potentially a very effective remedy. Thus 
in Kowalska, ECJ, having found that a collective 
agreement was in breach of Article 157, held that 
the agreement itself should be amended.

Ontario has two separate pieces of legislation. The 
Pay Equity Act aims to ensure that women and 
men receive equal pay for jobs that may be very 
different but are of equal value. 

The Employment Standards Act 2000, on the other 
hand, aims to ensure that men and women receive 
equal pay for performing substantially the same 
job. Nevertheless, even under the Employment 
Standards Act, the definition of substantially the 
same job is relatively wide. According to s.42 of 
the Act, ‘No employer shall pay an employee 
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of one sex at a rate of pay less than the rate paid 
to an employee of the other sex when, (a) they 
perform substantially the same kind of work in 
the same establishment; (b) their performance 
requires substantially the same skill, effort and 
responsibility; and (c) their work is performed under 
similar working conditions. ‘Equal work’ under the 
statute means work that is substantially the same, 
requiring the same skill, effort and responsibility 
and performed under similar working conditions 
in the same establishment. The jobs do not need 
to be identical in every respect, nor do they have 
to be interchangeable. However, the work needs 
to be similar enough that it could reasonably be 
considered to be interchangeable. According to the 
Ontario Guide to The Employment Standards Act, 
‘skill’ refers to the degree or amount of knowledge, 
physical or motor capability needed by the worker 
performing the job. ‘Effort’ is the physical or 
mental exertion needed to perform a job” and 
‘responsibility’ is measured by the number and 
nature of a worker’s job obligations, the degree 
of accountability and the degree of authority 
exercised by a worker in the performance of the 
job. Determining whether ‘working conditions’ 
are similar requires an examination of such things 
as exposure to the elements, health and safety 
hazards, workplace environment, hours or work 
and any other terms or conditions of employment. 
Notably, the legislation prevents a levelling down 
of wages in order to comply with equal pay. 

The Pay Equity Act is more wide-ranging, arguably 
providing a model of legislation in this area. Either 
private or public employers are required to establish 
and maintain compensation practices that provide 
for pay equity.  Under Section 5.1(1) pay equity is 
achieved in an establishment when every female 
job class in the establishment has been compared 
to a job class or job classes under the job-to-job 
method of comparison or the proportional value 
method of comparison and any adjustment to the 
job rate of each female job class that is indicated by 
the comparison has been made.’

In its interpretation guide to the Act, the Ontario 
Pay Equity Commission explains the process thus: 
In order to achieve pay equity the employer must:
(i)	 Determine job classes, including the gender 

and job rate of job classes
(ii)	 Determine the value of job classes based on 

factors list in Section 6 of the Act: skill, effort, 
responsibility and working conditions

(iii)	 Conduct comparisons for all female job classes 
using job-to-job, proportional value or proxy 
method (limited to the public Sectors).

(iv)	 Adjust the wages of underpaid female job 
classes so that they are paid at least as much 
as an equal or comparable male job class or 
classes.

There are two primary methods for achieving 
pay equity: (i) job-to-job comparison and (ii) 
proportional value. 

The job-to-job method ensures that the job rate for a 
female job class is at least equal to the job rate for 
a male job class in the same establishment where 
the work performed in the two job classes is of 
equal or comparable value. In determining the 
value of work, the criterion to be applied is skill, 
effort and responsibility required and the working 
conditions in which the work is performed.

A job class is defined as “those positions in 
an establishment that have similar duties and 
responsibility, require similar qualifications are 
filled by similar recruiting procedures and have 
the same compensation schedule, salary grade or 
range of salary rates.” A job class is female when 
60% or more of the employees in that group are 
females or if the historical incumbency of the job 
class, the gender stereotypes of fields of work 
are females. Job rate means the highest rate of 
compensation for a job class.

The Act establishes a sequence for selecting the 
appropriate male comparator job class. First, a 
male job class of equal or comparable value should 
be identified. If more than one male comparator is 
found, the one with the lowest job rate should be 
chosen. If there is no comparable male job class, the 
employer must look at other male job classes in the 
establishment that has a lower value but is higher 
paid than the female job class.

If there is no male comparator group under the job-
to-job method, the employer can use the proportional 
value method of comparison. Under this method the 
employer selects a representative group of male job 
classes, establishes a relationship between job values 
and job rates, calculates pay equity adjustments and 
increases wages for underpaid female job classes 
all comparisons carried out under the proportional 
value method must be gender neutral.

The Ontario Equal Pay Commission identifies three 
methods for comparing jobs using the proportional 
value framework 
(i)	 Wage Line Approach-the employer develops 

a job rate line by plotting the male job class on 
a graph with the job rate on the y axis and the 
job value on the x axis. A best fit job rate line 
is drawn. The female job classes are plotted. 
Employers are required to increase the wages 
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of all female job classes that fall below the job 
rate line. 

(ii)	 Proportional female job classes—pay equity 
adjustments are given to unmatched female 
job classes in proportion to adjustments of 
female job classes that had comparators 
under job to job (modified groups of job 
approach).

(iii)	 Pay-per-points—the job value to pay 
relationship for the male job class is expressed 
as a ratio that is applied to the female job class. 
However, where there is more than one male 
job class, the pay-per-points method is less 
effective than the wage line method.

There is no violation of the Act where differences 
in wages are the result of a formal seniority 
system, a merit compensation plan based on 
formal performance ratings, employees training or 
development assignments that do not discriminate 
on the basis of gender when a position has been 
down-graded based on gender neutral evaluation 
process or when shortage a of skills results in a 
temporary inflation of wages.

(ii)	 Does the legislation include a provision for 
direct and indirect discrimination?

As well as providing expressly for equal work 
of equal value, it is helpful to have an express 
provision addressing pay practices which are 
indirectly discriminatory, thus making it possible 
to challenge pay practices which have a disparate 
impact on women even in the context of job 
segregation. Direct discrimination permits the use of 
a ‘hypothetical comparator.’ Indirect discrimination 
makes it possible to challenge pay schemes which 
do not explicitly treats women differently, but 
have a disproportionate impact on women. These 
principles also make it possible to challenge pay 
practices which are discriminatory on grounds 
other than sex. Several of the jurisdictions examined 
have indirect discrimination provisions, although in 
many contexts, this does not appear to have been 
applied to unequal pay. Thus indirect discrimination 
was introduced into The Korean Equal Employment 
Act in 1999 after it became clear that reducing direct 
discrimination would not be sufficient to address 
entrenched patterns. 

Thus The Korean Equal Employment Act defines 
discrimination as meaning that ‘an employer 
applies different hiring and working conditions 
to workers, or takes any other disadvantageous 
measures against them without any justifiable 
reasons on account of sex, marriage, status within 
family, pregnancy, or child-birth, etc. (including 
cases where even if an employer applies the 

same hiring or working conditions, the number 
of men or women who can meet the conditions 
is considerably less than that of the opposite sex, 
thus causing a disadvantageous result to the 
opposite sex, and the said conditions cannot be 
proved justifiable). However, according to Lee, 
the Korean courts have not fully embraced or 
applied the principle.

The Kenyan Employment Act 2007 prohibits both 
direct and indirect discrimination on grounds of 
race, colour, sex, language, religion, political or 
other opinion, nationality, ethnic or social origin, 
disability, pregnancy, mental status and HIV status. 
No definition is provided for direct or indirect 
discrimination.

In UK, in context of sex, there has traditionally been a 
strict demarcation between contractual issues, dealt 
with as a question of equal pay for work of equal 
value rather than direct and indirect discrimination, 
and non-contractual issues, dealt with as a matter 
of direct and indirect discrimination. 

2.5.	 Legal perspective

2.5.1.	 Garland Vs British Rail Engineering ltd. 
(1982) 2 All ER 402

Issue: Whether discretionary travel facilities were 
provided by the employer which continued for 
male employees after retirement come with in the 
definition of “pay” under Article 119 (now Article 
141)? 

Facts: Mrs. Garland was employed by British rail 
engineering. All employees, their spouses and 
dependent children were entitled to concessionary 
travel rates during the employee’s employment. 
After retirement former employees, male and 
female, retained their entailment to some form 
of concession continued to apply to spouses and 
dependent children. However, were not entailed to 
travel concessions. Mrs. Garland challenged this as 
discriminatory.

Held: pay for purposes of Article 119, comprises 
any consideration, whether in cash pr kind, whether 
immediate or future that a worker receives, albeit 
indirectly in respect of his employment from 
his employer. In the circumstances of this case, 
discretionary travel concessions were held to 
amount to pay.

2.5.2	 Pickstone Vs Freemans  PLC: HL 30 JUNE 
1988

Issue: Whether the applicant could make a claim 
based on equal value in a situation where there 
was already a man engaged on like work or work 
rated as equivalent to that of the applicant.
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Facts: Mrs. Pickstone a warehouse operative at 
Freemans plc, claimed equal pay for work of 
equal value with a male colleague who was a 
checker warehouse operative. There were other 
male warehouse operative and female checker 
warehouse operative the company argued that, 
as there were men doing the same job as Mrs. 
Pickstone, she could not therefore bring an equal 
value comparing with a different man.

Held (House of Lord) In this case, the house of 
lord made clear that it depends on the applicant 
to choose her comparator, holding that the equal 
present a women employed on like work equal 
pay act does not present a women employed on 
like work or work rated as equivalent with one 
man from claiming that she is employed on work 
of equal value to that of another man.

2.6.	 National outlook

Malala Yousafzai, the youngest Nobel laureate, 
famously said: “I rise up my voice — not so I can 
shout, but so that those without a voice can be 
heard. We cannot succeed when half of us are held 
back.” UN Women states that gender inequality is 
a major cause and effect of hunger and poverty, and 
60% of chronically hungry people are women and 
girls. Well, amidst such a grim scenario, the issue 
of empowering women is a much talked about 
issue in the new millennium. Countries around the 
world have resorted to a plethora of interventions, 
be it socio-economic, political, legal, educational 
or emotional. The focus is to help women in 
overcoming vulnerabilities, shaping the destiny of 
their life, and taking part in the country’s productive 
activities, and contributing to their growth story. 
The social justice is very essential for the systematic 
growth and development of each and every citizen 
of our country. It is a dynamic plan to diminish 
the sufferings of the poor, weak and deprived 
persons of the society and so elevate them to the 
level of equality to live a life with dignity of person. 
The major objective of social justice is to attain 
significant level of social, economic and political 
equality, which is the legitimate expectation and 
constitutional goal. Social justice and equality are 
complementary to each other so that both should 
maintain their vitality. Rule of law, therefore, is 
an effective instrument of social justice to bring 
about equality the principle of “equal pay for equal 
work” is not expressly declared by our Constitution 
to be a fundamental right, but it certainly is a 
Constitutional goal.

India, home to 17.7% of the world’s population, 
deserves special attention to gauge the existing 
realities. According to the World Bank report 
women generate just 17% of India’s GDP.  Census 

2011 has put the female workforce participation 
rate as low as 25.5%, as against 53.26% for males, 
with a slightly better rate of participation of 30% in 
the rural Sector the main desire has been for social 
security since the origin of mankind. All human 
beings want minimum requirement of food, 
shelter and clothing. There have been historical 
revolutions in China, Russia and other countries 
to have economic security and emancipation from 
exploiters yoke. In human society, there cannot be 
mathematic equality nor is it physically and humanly 
possible. There has been endeavor to reduce it 
to the minimum gap and effort will continue till 
the survival of the human beings. Socio-economic 
structure of India is such that some people live 
affluently and majority of them lead a life below 
poverty line. Compulsions of unequal distribution 
of land in the villages and village society, which is 
unable to provide employment to its inhabitants, 
make them to rush to the cities for work. Education 
is increasing fast, pressure on the land is much Man 
on account of dire necessity to eke out livelihood 
accepts, whatever is given to him. They accepted 
minimum low wages than minimum or even lesser 
than fair wages. Strange situation is experienced 
and seen daily that on account of its having been 
situated in a disadvantageous position accept 
lesser wage but his counter parts doing the same 
work in the same organisation of same quality gets 
more. There is an inequality in such like situation 
or nature. The Constitution of India, in its attempt 
to build an egalitarian and secular ideology 
engrafted into it principles of equality, liberty and 
justice proclaimed in the Declaration of Human 
Rights. The preamble of the Indian Constitution 
sets out the main objectives, which the framers 
of the Constitution intended to achieve. It seek to 
secure to all its citizens including women justice, 
social, economic and political, liberty of thought, 
expression, belief, faith and worship, equality 
of status, and opportunity, and promote among 
the people of India fraternity assuring dignity of 
individual for all its citizens including women. 

2.6.1.	� The Constitution of India and Women 
Workers

The philosophy of the Constitution is enshrined in 
the fundamental rights and directive principles of 
state policy. Among the fundamental rights, Article 
14 guarantees “Equality before Law and Equal 
Protection of Laws within the territory of India”. 
Article 15 prohibits discrimination on grounds, 
inter alia of sex. Article 15(3) empowers the state to 
make, any special provision in favour of women. 
Article 16 guarantees equality of opportunity in 
matters of public employment. While Article 16(1) 
ensure equality of opportunity for all citizens 
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including women in matter relating to employment 
or appointment to any office under the state, 
Article 16 (2) prohibits discrimination in respect of 
any employment or office under the state on the 
ground, inter alia, of sex. The general statements 
laid down in the preamble have amplified and 
elaborated in the Constitution. 

The state has been directed “to promote the 
welfare of the people by securing and protecting 
as effectively as it may a social order in which 
justice, social, economic and political shall inform 
all the institutions of national life. Article 39 of the 
Constitution relating to the directive principles is 
more specific and comprehensive in nature. This 
Article specifically requires the state to strive for 
securing equal pay for equal work of both men and 
women. {Article 39(d)}.

(i)	 Article 39(d) of the Constitution

The directive principle under Article 39(d) of 
the Constitution proclaim “equal pay for equal 
work” for both men and women means equal pay 
for equal work for everyone and as between the 
sexes. Directive Principles have to be read into the 
fundamental rights as a matter of interpretation. 
Article 14 enjoins the state not to deny to any person 
equality before the law or the equal protection of 
laws and Article 16 declares that there shall be 
equality of opportunity for all citizens in matters 
relating to employment or appointment to any 
office under the state.  Article 39 deals with certain 
principles of policies to be followed by the state. 
It has been laid down that “equal pay should be 
given to men and women doing equal work”. This 
Article, which apparently envisages equality of pay 
for men and women, has been applied to enforce 
equality of pay generally. 

In Randhir Singh Vs Union of India AIR 1982 ISCC 
618, the Supreme Court held that the principle 
of “equal pay for equal work” though not a 
fundamental right is certainly a Constitutional goal 
and, therefore, capable of enforcement through 
Constitutional remedies under Article 32 of the 
Constitution .The doctrine of equal pay for equal 
work is equally applicable to persons employed on 
daily wage basis. 

They are entitled to the same wages as other 
permanent employees in the department employed 
to do the work” though not a fundamental right 
is certainly a Constitutional goal and, therefore, 
capable of enforcement through Constitutional 
remedies under Article 32 of the Constitution. The 
doctrine of equal pay for equal work is equally 
applicable to persons employed on daily wage 
basis. They are entitled to the same wages as other 

permanent employees in the department employed 
to do the identical work.

In Jeet Singh Vs Municipal Corporation of Delhi 
AIR 1986 SCC 560 case where Supreme Court 
invalidating the differences of pay scales of drivers 
in Delhi Police Force and Delhi Administration and 
Central Government, the court has relied on Article 
39(d) Thus, workers under different establishments 
and managements cannot automatically claim 
parity of payment. Similarly, pay scales may differ 
on the basis of educational qualifications equally, 
differences in housing facilities under different 
employers may not be unjustified and the court 
may not issue mandamus to allot houses to low 
income employees in an establishment because 
such facility is available in another establishment 
or that the state is a social welfare state.

The doctrine of “equal pay for equal work” cannot 
be put in a strait jacket. This right, although 
find place in Article 39, is an accompaniment 
of equality clause enshrined in Articles 14 & 16 
of the Constitution. Reasonable classification, 
based on intelligible criteria having nexus with 
the object bought to be achieved is permissible. 
Accordingly, it has been held in State of U. P. Vs 
J. P. Chaurasia AIR 1989 SC 19, by the Supreme 
Court that different scale of pay in the same cadre 
of person doing similar work can be fixed if there 
is a difference in the nature of identical work. 
Work done and difference as regards reliability 
and responsibility.

 In State of A. P. Vs V. G. Sreenivasa Rao AIR (1989) 
2 SCC 290, the Supreme Court has held that giving 
higher pay to a junior in the same cadre is not 
illegal and violative of Article 14, 16 and 39(d) if 
there is rational basis for it. In State of Haryana Vs 
Rajpal Sharma AIR 1997 SC 449, it has been held 
that the teachers employed in privately managed 
aided schools in State of Haryana are entitled to 
same salary and dearness allowances as is paid to 
teachers employed in Government school.

In Federation of A. I. Custom and Central Excise 
Stenographers (Recog.) Vs  Union of India AIR 
1291, 1988 SCR (3) 998, the Supreme Court has 
emphasized that equal pay must depend on the 
“nature of the work done” and not “mere volume 
of work” as “there may be qualitative difference as 
regard reliability and responsibility.” “Functions 
may be the same but the responsibilities make a 
different”. The Court has further observed:

“The same amount of physical work may entail 
different quality of work, some more sensitive; 
some requiring more tact, some less, it varies from 
nature and culture of employment. The problem 
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about equal pay can’t always be translated into a 
mathematical formula”.

In Markendeya Vs State of Andhra Pradesh 
AIR 1989 SC1368, 1989, difference in pay scale, 
between graduate supervisors holding degree in 
Engineering and non-graduate supervisors being 
diploma and license holders was upheld. It was 
held that on the basis of difference in educational 
qualifications such difference in pay scales was 
justified and would not offend Article 14 and 16. 
The Court pointed out that where two classes of 
employees perform identical or similar duties 
and carry out the same functions with the same 
measure of responsibility having the same academic 
qualifications, they would be entitled to equal pay. 
“Principle of equal pay for equal work is applicable 
among equals. It can’t be applied to unequal.” Thus, 
daily rated workers can’t be equated with regular 
employees of the State in the matter of wages. 
There are differences of qualifications, age, and 
manner of selection between the two categories of 
employees besides, the principle of gender equality 
in the matter specifically embodied in the Article 
39(d), the ‘Supreme Court has extracted the general 
principle of equal pay for equal work by reading 
Article 14, 16of the Constitution of India.

 The Supreme Court has emphasized in Randhir 
Singh, referring to Article 39(d), that the principle 
of “equal pay for equal work” is not an abstract 
doctrine but one of substance. Though, the principle 
is not expressly declared by the Constitution to be 
a fundamental rights yet it may be deduced by 
construing Article 14 and 16 in the light of Article 
39(d). The word ‘socialist’ in the preamble must at 
least mean “equal pay for equal work”.

The Supreme Court has observed in Grih Kalyan 
Kendra Vs Union of India AIR 1991 SC 1173, 1176 
that “Equal pay for equal work is not expressly 
declared by the Constitution as a fundamental 
rights but in view of the directive principle of state 
policy as contain in Article 39(d) of the Constitution 
“equal pay for equal work” has assume the status 
of Fundamental Rights in service jurisprudence 
having regard to the Constitution mandate of 
equality in Article 14 and16 of the Constitution.”

In Government of Andhra Pradesh and another 
Vs Hari Hara Prasad P. and others AIR 2003 
ILLJ (SC) 213 where there were different rules 
relating to pay scales and conditions of service 
governing to sets of employees i.e. (employees 
of High Court of Judicature, Andhra Pradesh, 
Hyderabad, employees of various subordinate 
courts and assistants, typist, steno-typist of the 
Andhra Pradesh Secretariat Service), the Supreme 
Court observed that the doctrine of “equal pay for 

equal work” is an equitable principle but it is not 
ordinarily permissible for the court either to go 
into the nature of the duties of employees while 
exercising write jurisdiction under Article. 226 of 
the Constitution of India or on the basis to direct 
grant parity of pay between two sets of employees 
who were governed by different rules as regards 
their pay scales and conditions of service. Before 
applying the principle of equal pay for equal work, 
determination of nature of work, qualifications 
responsibilities etc. are necessary.

In Orissa University of Agriculture and Technology 
Vs Manoj K. Mohauly AIR 2003 II11J.SC 968 the 
Supreme Court observed that the principle of “equal 
pay for equal work” is not always easy to apply. 
Nature of work, qualifications, responsibilities etc. 
need to be compared. The necessary averments 
and material must be placed before the court for 
considering the application of the said principle.

In Government of West Bengal Vs Tarun K. Roy 
AIR (2004) 1 SCC 347(2004) I11J (SC) 421, the very 
fact that from the very beginning two different pay 
scales were being maintained is itself suggestive 
of the fact that the duties and functions are also 
different. In fact, it is not disputed that of the 
two posts, the post of Sub-Assistant Engineer is a 
higher post. Question of violation of Article 14 of 
the Constitution of India on the part of the State 
would arise only if the persons are similarly placed. 
Equality clause contained in Article 14, in other 
word, will have no application where the persons 
are not similarly situated on when there is a valid 
classification based on a reasonable differentia. 

The doctrine of “equal pay for equal work”, 
therefore, is not attracted in the instance case. 
Employees performing the similar job but having 
different educational qualification can, thus, be 
treated differently.

In State of Haryana and others Vs Charanjit Singh 
and others AIR 2006 SC 161. The respondents 
were daily wagers who were appointed as ledger 
clerks, ledger keepers, pump operators, Mali-cum-
Chowkidar, filters, patrolmen, surveyors etc. All of 
them claimed the minimum wages payable under 
the pay scale of regular class IV employees from 
the date of the appointments. 

The question whether or not these persons were 
entitled to the minimum of the pay scale of 
regular class IV employees. Supreme Court having 
considered the authorities and submission are of 
the view that the authorities in the case of Jasmer 
Singh AIR 197 SC 1788, Tilak Raj AIR SCW 3322, 
Orissa University of Agriculture and Technology 
AIR 2003 SCW 2513 and Tarun K. Roy, lay down the 
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correct law. Undoubtedly, the doctrine of” equal 
pay for equal work” is not an abstract doctrine and 
is capable of being enforced in a court of law. But 
equal pay must be for equal work of equal value. 
The principle of “equal pay for equal work” has 
no mechanical application in every case.

Article 14 permits reasonable classification based 
on qualities or characteristics of persons recruited 
and grouped together, as against those who were 
left out. Of course, the qualities or characteristics 
must have a reasonable relation to the object 
sought to be achieved. In service matters, merit or 
experience can be a proper basis for classification 
for the purposes of pay in order to promote 
efficiency in administration 

 In Rajbir Singh Vs D.D. AIR 2007 Lab.I.C.1747 the 
petitioner workman was in employment with the 
respondent’s management as a daily wager since 
20th March, 1981 and was working as a Beldar. 
He was paid wages for the same from 20th March, 
1981 to 5th January, 1983. With effect from 6th 
January, 1983, the petitioner was made a work 
charged Beldar and thereafter w.e.f. 19th March, 
1991 he was assign duties of an LDC with the 
respondent’s management. 

On the above basis, the petitioner claimed that he 
be paid wages in the pay scale of Rs. 950-1500 which 
is applicable for LDC/Typist which is class-C post, 
instead of Rs. 750-940 which is the prescribed pay 
scale for class-D employees. The Court has held 
that petitioner has not gone through the process 
of recruitment and can’t lay claim to the principle 
of “equal pay for equal work” merely because 
as a work charged Beldar he was assigned duties 
of an LDC by the respondent’s management. 
Court further observed that the recruitment to 
regular posts ought not to be made by passing 
the constitutional scheme of recruitment. There 
are already rules of recruitment existing for the 
recruitment to the post of LDC/UDC and therefore 
the petitioner can’t be regularized to the said post 
in violation of the Constitution scheme.

(ii)	 Article 14 of the Constitution of India

Article 14 to 18 constitutes the right to equality. 
In other Constitutions, generally the right to 
equality is expressed as in Article as such; this 
right was considered generally a negative right of 
an individual not to be discriminated in access to 
public office or places or in public matter generally. 
It did not take account of existing inequalities arising 
even from the public policies and exercise of public 
power. The makers of India’s Constitution were not 
satisfied with that kind of undertaking of the right 
to equality. They knew of the wider spread social 

and economic inequalities in the country sanctioned 
for thousands of years by public policies and 
exercise of public power supported by religion and 
other social norms and practices. Such inequalities 
could not be removed, minimized or taken care of 
by a provision like Article 14 alone. But even if they 
could be so taken care of, it would have been a very 
slow process. Therefore, they expressly abolished 
and prohibited some of the existing inequalities 
not only in public but even in private affairs and 
expressly authorized the state to take necessary 
steps to minimize and remove them. Articles 15 to 
18 clearly express such intention of the Constitution 
makers. Even Article 14 cannot be divorced from 
these later articles and must draw it contents from 
them though of course it is much wider and general 
in its scope and application. It may be worthwhile 
to note that Article 7 of the Universal Declaration of 
Human Rights, 1948, declares that all are equal before 
the law and are entitled without any discrimination 
to the equal protection of laws.

By and large the same concept of equality inheres 
in Article 14 of the Indian Constitution. It may be 
noted that the right to equality has been declared by 
Supreme Court as basic feature of the Constitution. 
The Constitution is wedded to the concept of 
equality. The preamble to the Constitution 
emphasizes upon the principle of equality as 
basic to the Constitution. This means that even a 
constitutional amendment offending the right to 
equality will be declared invalid neither Parliament 
nor any state legislature can transgress the principle 
of equality. This principle has been reiterated by 
the Supreme Court in M.G Badappanavar Vs State 
of Karnataka Aair 2000 sc 498: (2000) 1 scc 168 case 
in the following words:

“Equality is a basic feature of the Constitution of 
India and any treatment of equals unequally or 
unequal as equal will be violation of basis structure 
of the Constitution of India. “So, the concept 
of equality gives the idea of oneness, unity and 
integrity of the nation. Equality is natural instinct. 
Therefore, it is always claimed by unequal against 
the antithesis of inequality.

K.K. Mathews says, “The claim of equality is in 
fact protest against undesired and unjustified in 
qualities.” In propagating principle of distributive 
justice, Sharma pointed out “the man should be 
treated in the same way when there is sufficient 
reason not to treat them differently.”

Equality before the Law under Article 14

Article 14 provides that the State shall not deny 
to any person equality before the law or equal 
protection of laws. This clarion phrase “Equality 
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before Law” finds a place in almost all written 
Constitutions that guarantees fundamental rights. 
The first expression equality before the law is of 
English origin and second expression has been 
taken from the American Constitution. Both these 
expressions aim to establish what is called equality 
of status in the preamble of the Constitution. 
Though both the expressions may seem to be 
identical, they do not convey the same meaning. 
While ‘Equality before the Law’ is a somewhat 
negative concept implying the absence of any 
special privilege in favour of individuals and the 
equal subject of all classes to the ordinary law. Dr. 
Jennings put it “Equality before the law means that 
among equals the law should be equal and should 
be equally administered, that like should be treated 
alike.” 

So, the concept of equality does not mean absolute 
equality among human which is not possible to 
achieve. It is a concept implying absence of any 
special privilege by reason of birth, creed or the 
like in favour of any individual and also the equal 
subject of all individuals and classes to the ordinary 
law of the land. The guarantee of equality before 
the law is an aspect of what Dicey calls the rule of 
Law in England. It means that no man is above the 
law and that every person, whatever be his rank or 
condition, is subject to the jurisdiction of ordinary 
courts. According to Dicey “every official from the 
Prime Minister down to constable or a collector of 
taxes, is under the same responsibilities for every 
act done without legal justification as any other 
citizen”. Rule of law requires that no person shall 
be subjected to harsh, uncivilized or discriminatory 
treatment even when the subject is the securing of 
the paramount exigencies of law and order. The 
concept of “Equality before Law” enumerated in 
the Article 14 is hinge on the principle of common 
law and equity and the main object of Article is to 
secure or ensure that all persons are treated on the 
equal footing by the state and there should be no 
discrimination in favour of one as against other.

Equal Protection of Law

The guarantee of the equal protection of laws 
given in Article 14 is semblance to one embodied 
in the Fourteenth Amendment to the American 
Constitution. The American Supreme Court has 
from time to time held it as a pledge of equal 
laws and as providing for subjection to equal 
laws applying alike to all in any like situation or 
circumstances. It intended to afford legal equality 
to the black as against the white, it is said to 
mean equality amongst equals. It implies that 
there should be no discrimination between one 
person, and another. It is not good in law, if it 

arbitrarily selects one individual or one class of 
individuals, one persons or group of persons, one 
corporation. Thus, Article 14 uses two expressions 
to make the concept of equal treatment a binding 
principle of state action. The nature and extent 
of the guarantee has been understood to be the 
same under both the expressions. Patanjali Sastri, 
C.J. observed that the second expression was a 
corollary of the first. Moreover, the expression 
‘equal protection of the laws’ is now being read 
as a positive obligation on the state to ensure 
equal protection of laws by bringing in necessary 
social and economic changes so that everyone 
may enjoy equal protection of laws and nobody 
is denied such protection.

 If the state leaves the existing inequalities 
untouched by its laws, it fails in its duty of 
providing equal protection of its laws to all 
people. In a number of cases the Supreme Court 
has observed that the equal protection of laws 
guaranteed by Article 14 does not mean that all 
laws must be general in character. It does not mean 
that the same laws should apply to all persons. It 
does not mean that every law must have universal 
application for, all person are not, by nature, 
attainment or circumstances in the same position. 
The very needs of different classes of persons 
often require separate treatment. From the very 
nature of society, there should be different laws 
in different places and the legislature controls the 
policy and enacts laws in the best interest of the 
safety and security of the state. In fact, identical 
treatment in unequal circumstances would amount 
to inequality. So, a reasonable classification is 
not only permitted but is necessary if society is 
to progress. Thus, what Article 14 forbid is class 
legislation but it does not prohibit reasonable 
classification. The classification however, must 
not be “arbitrary, artificial or evasive” but must 
be based on some real and substantial distinction 
bearing a just and reasonable relation to the object 
sought to be achieved by the legislation. 

Article 14 applied where equals are treated 
differently without any reasonable basis. But 
where equals and unequal are treated differently, 
Article 14 does not apply.  Class legislation is 
that which makes an improper discrimination by 
conferring particular privileges upon a class of 
persons arbitrarily selected from a large number of 
persons. All of whom stand in the same relation to 
the privilege granted that between whom and the 
persons not so favored no reasonable distinction or 
substantial differences can be found justifying the 
inclusion of one and the exclusion of the other from 
such privilege.
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Test of Reasonable Classification

What Article 14 prohibits is class legislation but 
it does not forbid reasonable classification of 
persons, objects and transaction by the legislature 
for achieving specific ends. The classification 
should however, rest upon some real or substantial 
distinction bearing a reasonable and just relating 
to the thing in respect of which the classification is 
made. 

There could certainly be a law applying to one person 
or one group of persons and such classification can’t 
be held to be unreasonable or unconstitutional. In 
this case the management of the Sholapur Shipping 
and weaving company close down the mill after 
serving notice to the worker and the Governor 
General of India promulgated an ordinance which 
purported to make special provisions for the proper 
management and administration of the company. 
The ordinance provided the Central Government to 
appoint Directors to take over the management and 
administration of the company and the shareholders 
would be precluded from appointing or nominated 
any person to be the Director of the Company so 
long as the management of the statutory directors 
continues. The ordinance was replaced by an act 
incorporating similar and identical provisions and 
the matter was taken to the Supreme Court by the 
shareholders of the company on the ground that 
the Act denied the company, and its shareholders 
the equality before the law as such the enactment 
was violative of Article 14 of the Constitution. The 
Supreme Court held that the Act is not violative of 
Article 14 of the Constitution even though the Act 
is made applicable in respect of one company and 
its shareholders. 

The court observed that the legislature has wide 
field of choice in classifying the subject of its law 
and a corporation or a group of a person’s can 
be taken to be a class by itself for the purpose of 
legislation In State of Bombay vs. F.N. Balsarathe 
AIR 1951 SC 318 Supreme Court observed that 
the classification to be reasonable must fulfil the 
following two conditions.
•	 The classification must be founded on an 

intelligence differentia which distinguished 
the persons or things that are grouped together 
from other left out of the group and

•	 The differentia must have a national relation 
to the object sought to be achieved by the 
Act.

(iii)	 Article 16 of the Constitution

Clause (1) and (2) of Article 16 of the Constitution 
guarantee equality of opportunity to all its citizens 

in the matter of appointment to any office or of 
any other employment under the state. No citizen 
can be discriminated against or be ineligible for 
any employment or office under the State on the 
grounds only of religion, race, caste, sex, decent, 
place of birth or residence. According to Article 
16(I)”There shall be equality of opportunity for 
all citizens in matters relating to employment or 
appointment to any office under the state. “Article 
16 guaranteed against discrimination is limited to 
‘employment’ and ‘appointment’ under the state. 
It embodies the particular -application of general 
rule of equality laid down in Article 14 with special 
reference for appointment and employment 
under the state. As Article 16 guarantees equality 
of opportunity in matter of appointment in state 
services. It does not however, prevent the state 
from prescribing the necessary qualifications and 
selective tests for recruitment for Government 
services. The qualifications prescribed May besides 
mental excellence, include physical fitness, sense 
of discipline, and moral integrity loyalty to the 
state. Where the appointment requires technical 
knowledge, technical qualification may be 
prescribed.

In C.B, Muthamma Vs Union of India, AIR 1979 
SC 1868 case a provision in service rules requiring 
a female employee to obtain the permission of 
the Government in writing before her marriage 
is solemnized and denying her the right to be 
promoted on the ground that the candidate was 
married women. It was held to be discriminatory 
against women and hence unconstitutional.

2.7.	 Principle of Equal pay for Equal work

The principle of equal pay for equal work is 
contained in clause (d) of Article 39 of the   Indian 
Constitution which envisages that the state shall, 
in particular, direct its policy towards securing 
that there is equal pay for equal work for both men 
and women. This principle implies that where 
all things are equal, that is, where all relevant 
considerations are the same, persons holding 
identical posts may not be treated differently in the 
matter of their pay merely because they belong to 
different departments. Of course, if Officers of the 
same rank perform dissimilar functions and the 
powers, duties, and responsibilities of the posts 
held by them vary, such Officers may not be heard 
to complain of dissimilar pay merely because the 
posts are of the same rank and the nomenclature 
is the same.

In Randhir Singh Vs Union of India AIR 1982 ISCC 
618 the supreme court held the principle of equal 
pay for equal work though not a fundamental right 
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is certainly a constitutional goal and therefore 
capable of enforcing through constitutional 
remedies under Article 32 of the Constitution. The 
doctrine of equal pay for equal work is applicable 
to persons employed on a daily wager are entitled 
to the same wages as other permanent employees 
in the department employed to do the identical 
work.

Equal pay for equal work finds it’s placed in the 
directive principles of state policy and it is an 
accompaniment of equality cause enshrined in 
Article 14 and 16 of the Constitution of India. 
Nevertheless, the abstract doctrine of equal pay 
for equal work cannot be read in Article 14. 
Reasonable classification based on intelligible 
criteria, having a nexus to the object sought to 
be achieved, is permissible. Accordingly, it has 
been held in the State of A.P. and others Vs V. G. 
Srinivasan Rao and others, (1989) 2 SC 290 that 
“Equal pay for equal work” does not mean that all 
the members of the cadre must receive the same 
pay packet, irrespective of their seniority, source of 
recruitment, educational qualifications and various 
others incidents  of service. It was further held that 
ordinary grant of higher pay to a junior would ex-
facie be arbitrary, but the equality doctrine cannot 
be invoked where there is the justifiable ground of 
doing so. For example when persons recruited from 
different sources are given pay protection, when a 
promote from a lower cadre or a transferee from 
another cadre is given pay protection, when a 
senior is stopped at efficiency bar, when advance 
increments are given for experience, passing a 
test, acquiring higher qualification or an incentive 
for efficiency are some of the eventualities when a 
junior is drawn higher pay than his senior without 
violating the mandate of equal pay for equal work.

2.8	 Legislation in India 

2.8.1	The Equal Remuneration Act, 1976

With a view to give effect to the goal of equal pay 
for equal work set out in clause (d) of Article 39 of 
the Constitution the President of India promulgated 
on 26th September, 1975, the Equal Remuneration 
Ordinance, 1975 so that the above Directive 
Principle could be implemented in the year which 
was being celebrated as the International Women’s 
year.

The ordinance was later converted into an Act No. 25 
of 1976. The Equal Remuneration Act, 1976 provides 
for the equal remuneration to men and women 
workers and for prevention of discrimination, on 
the ground of sex, against women in the matter of 
employment and for matters connected therewith 
or incidental thereto.

Section 2 (h) of this Act states that ‘same work or 
work of a similar nature’ means work in respect 
of which their skill, effort, and responsibility 
required are the same, when performed under 
similar working conditions, by a man or a woman 
and the differences, if any, between the skill, 
effort, and responsibility required of a man and 
those required of a woman are not of practical 
importance in relation to the terms and conditions 
of employment.

According to Section 4 of this Act, no employer 
shall pay to any worker, employed by him in an 
establishment or employment, remuneration, 
whether payable in cash or kind, at rates less 
favourable than those at which remuneration 
is paid by him to the workers of the opposite 
sex in such establishment or employment for 
performing the same work or work similar nature. 
No employer shall for the purpose of complying 
with the provisions of this Section reduce the 
rate of remuneration of any worker. Where, is 
an establishment or employment, the rates of 
remuneration payable before the commencement 
of this act for men and women workers for the 
same work or work of similar nature are different 
only on the ground of sex then the higher (in care 
there are more than two rates ), or as the case may 
be, the highest (in cases where there are more than 
two rates ), of such rates shall be the rate at which 
remuneration shall be payable, on and from such 
commencement, to such men and women workers. 
confidential stenographer after her termination of 
her services filed a petition under sub-Section(1) 
of Section7 of The Equal Remuneration Act, 
1976 complaining that during the period of her 
service she was paid remuneration at lesser rates 
than those of male stenographers who were also 
performing same or similar work.

It was held that in order to get relief under Section 
4 of the Act the employee should establish that 
the remuneration paid by the employer, whether 
payable in cash or kind, is being paid at rate less 
favorable than those at which remuneration is paid 
by him to the employees of the opposite sex in such 
establishment for performing same work or work 
of a similar nature.

According to Section 5 of The Equal Remuneration 
Act, on and form the commencement of this act, 
no employer shall, while making recruitment 
for the same work or work of the same work 
of similar nature, or in any condition of service 
subsequent or recruitment such as promotions, 
training or transfer make any discrimination except 
where the employment of women in such work is 
prohibited or restricted by or under any law for the 
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time being in force. For the purpose of providing 
increasing employment opportunities for women, 
the appropriate Government shall constitute one or 
more Advisory Committee to advise it with regard 
to the extent to which women may be employed in 
such establishments or employments as the Central 
Government may, by notification, specify in this 
behalf.

According to Section 6 Advisory committee:
1)	 For the purpose of providing increasing 

employment opportunities for women, the 
appropriate Government shall constitute 
one or more advisory committee to advice 
it with regard to the extent to which may 
be employment in such establishment or 
employment as the central govt. may, be 
notification, specify in this behalf.

2)	 Every advisory committee shall consist of not 
less than 10 person nominated by appropriate 
govt. of which one half shall be women.

3)	 In tendering in advance, the advisory committee 
shall have regard to the number of women 
employed in the concerned establishment of 
employment. The nature of work, hours of 
work, suitability of women for employment as 
the case may be need for providing increasing 
employment opportunities for women included 
part time employment and such committee 
may this fit.

4)	 The advisory committee shall regular its own 
procedure.

5)	 The appropriate govt. may after considering 
the advice tendered to it by the advisory 
committee and after giving to the person 
concerned in the establishment an 
opportunity to make representation issue 
such direction in respect of employment 
of women worker, as the appropriate 
Government may think fit.

According to Section 8, it is the duty of the 
employers to maintain registers and other 
documents in relation to the workers employed by 
him as may be prescribed.

According to Section 10, if after the commencement 
of this act, any employer  omits or fails  to maintain 
any register   or another document in relation   to 
workers employed by him or omits or refuses to 
give any information, he shall be punishable with 
simple imprisonment for a term which may extend 
to one month or with fine which may extend to 
ten thousand rupees or with both if, after the 
commencement of this Act, any employer, makes 
any recruitment in contravention of the provisions 
of this Act or makes any payment of remuneration 
at unequal rates to men and women workers, for 
the same work or work of similar nature he shall 
be punishable with fine which shall not be less 
than ten thousand rupees but which may extend 
to twenty thousand rupees or with imprisonment 
which shall not be less than three months   but 
which may extend to one year or with both for the 
first offense.

Table 2.1: Key points of The Equal Remuneration Act, 1976
Offences Penalty

Employer omits :
Fails to maintain register.	
Produce the register and other relevant 	
documents.
Give evidence.	
Give any information.	

Maximum fine Rs 10,000
OR
Maximum Imprisonment: 1 month
OR
Both 

Employer Makes:
Any recruitment in contravention of provision 	
of The Equal Remuneration Act, 1976.
Any payment of remuneration of unequal rates 	
for same work or work of similar nature.
Any discrimination between men and women	
An omission to carry out directions made by the 	
appropriate Government.

Minimum fine : Rs 10,000
Maximum fine : Rs, 20,000
OR
Minimum Imprisonment : 3 Months
Maximum Imprisonment : 1 year
OR
Both 
(Note : Maximum period of 1 year shall be replaced by 2 
years for the 2nd, 3rd& 4th offence)

Failure to produce the register or any other documents 
or to give any information to the Labour Inspector.

Maximum Fine : Rs 500

2.8.2	 Wage Code

Only two Section relating to The Equal 
Remuneration in the new Code on Wages. No 

specific term equal remuneration is used. It is 
made universally applicable to all the genders and 
all employments. No employments as these existed 
earlier (whole text enclosed at Annexure-3). 
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Sec 3. (1) There shall be no discrimination in an 
establishment or any unit thereof among employees 
on the ground of gender in matters relating to wages 
by the same employer, in respect of the same work 
or work of similar nature done by any employee.

(2) No employer shall,-
(i)	 For the purpose of complying with the 

provisions of sub-Section (1), reduce the rate 
of wages of any employee; and

(ii)	 Make any discrimination on the ground of 
sex while recruiting any employee for the 
same work or work of similar nature and in 
the conditions of employment, except where 
the employment of women in such work is 
prohibited or restricted by or under any law 
for the time being in force. 

Sec 4. Where there is any dispute as to whether a 
work is of same or similar nature for the purposes 
of Section 3, the dispute shall be decided by such 
authority as may be notified by the appropriate 
Government.

2.9.	 Causes of pay discrimination:
•	 Prejudices and stereotypes
•	 Traditional job evaluation methods 
•	 Remuneration systems 
•	 Bargaining power
•	 Lack of awareness about the laws

Prejudices have a dual effect on the perception of 
female dominated jobs: - 

On one hand they regard women’s earnings as 
supplemental and not central to the family income. 
Although this is certainly no longer true, the effects 
of these prejudices are still apparent in present pay 
systems.  On the other hand, the requirements 
specific to particular female dominated jobs such 
as patience, keen interpersonal skills and attention 
to detail, are deemed to be intrinsic to women’s 
nature. This helps explain why certain female 
occupations involving looking after people, and 
particularly children, are typically poorly paid. 

Stereotypes associated with female jobs tend to 
consider the latter to be undemanding in terms of 
physical effort, undertaken in a pleasant indoor 
environment, free of discomforts such as extreme 
temperatures or noise, and involving limited 
responsibility. 

The combination of these characteristics partially 
explains why low wages are paid for typically female 
jobs. The influence of prejudices and stereotypes 
on job evaluation methods serves to reinforce and 

maintain gender pay disparities. These methods, 
which were designed during the 1930s, constitute 
an important tool that permit establishing a 
hierarchy of jobs that, at that time, were originally 
male-dominated. The content of these methods, 
and the criteria on which they are based, reflect 
the requirements of male jobs. These methods have 
not been revisited in the light of women’s massive 
entry into the labour market, and, thus, do not take 
into account the specific requirements of female 
jobs. As a consequence, traditional job evaluation 
methods overlook or undervalue important 
aspects of female jobs, thereby contributing to the 
perpetuation of the discriminatory pay gap.

Despite the fact that technological advancements, 
as well as economic and legal changes, have 
prompted either the development of new job 
evaluation methods or the revision of the existing 
methods, it would nonetheless appear that 
the requirements of female jobs continue to be 
only partially taken into account in many cases. 
There was traditional job evaluation methods 
such like muscular work can only can be done 
by the male workers, female worker cannot do 
the manufacturing work, female workers cannot 
do the nights jobs etc. The whole remuneration 
system does not have the gender equality. 
Women worker does not have the bargaining 
power because there were not any trade 
union’s which can help them to raise their voice 
against the discrimination. The most important 
reason for the discrimination is that there is no 
awareness about the equal remuneration should 
get without any discrimination on the basis of 
gender.

2.10.	Initiative to be taken by the policy maker

If legislation has to deliver equity goals, there is 
need for developing a mechanism to capture the 
effective methods for narrowing the occupational 
gender gap via:
•	 Capturing sex disaggregated data capturing 

skill, qualification, responsibilities and the 
condition of work.

•	 Developing a tool methodology for comparing 
skill, responsibility effort and work condition 
in women and men’s occupation.

•	 Imposing an affirmative duty on all employers 
to ensure that their wage system is equitable.

•	 Building on existing legislative framework 
and institutional arrangement.

•	 More robust methods of sparing awareness 
about The Equal Remuneration Act.



Chapter 3

Equal Remuneration in SAARC & BRICS NATIONS
3.1	 Introduction

This chapter evaluates the gender wage gap 
situation among the SAARC & BRICS nations. 
Attempt is made to evaluate the ranking of 
these nations according to World Economic 
Forum: Gender gap report 2015 & 2018 with 
the ratification year of the ILO Convention 100 
(Equal Remuneration Convention, 1951) and 111 
{Discrimination (Employment and Occupation) 
Convention, 1958} by all the nations. It was 
identified that India was the first nation among 
BRICS country to be signatory to the Equal 
Remuneration Convention 100 in 1958, but still it 
score’s 72 rank in wage equality for similar work 
and also signatory to ILO Convention 111 (The 
Discrimination Employment and Occupation 
in the 1960 and still get 142 rank in Economic 
Participation and opportunity among all BRICs 
and SAARC countries. 

South Asian Association for Regional Cooperation 
(SAARC) was established on 8th December 1958. It 

was formed to solve the problem of South Asian 
Countries. The major objective is to make SAARC 
nations as free trade zone and eliminate the poverty 
from the region. Similarly BRICS nation major 
objective is to achieve regional development. The 
BRICs group also act as bridge between developed 
and developing nations but this could happen 
when all the developed and developing nations 
provides equal opportunity to the male and female 
in labour market. The Bank’s Women, Business and 
law 2019 report, measured gender discrimination 
in 187 countries including India. Among them only 
six countries in the world provides women and 
men equal legal rights they are Belgium, Denmark, 
France, Latvia, Luxembourg and Sweden. 
Government of India has recognized women’s 
participation in development and the improvement 
of women’s status in the developing and developed 
nations as a key issue since its foundation .This 
study looked into on the Equal Remuneration for 
the female workforce along with equal opportunity 
at the time of recruitment status. 

Table 3.1: BRICS Nations comparison in the term of gender gap economic participation and wage equality

S. No BRICS Countries Gender Gap 
(Ranking)

Economic Participation and 
opportunity (Ranking)

Wage Equality for Similar 
work (Survey) (Ranking)

2015 2018 2015 2018 2015 2018
1 Brazil 85 95 89 92 133 132
2 Russia 75 75 42 31 53 52
3 India 108 108 139 142 129 72
4 China 91 103 81 86 66 74
5 South Africa 17 19 72 91 73 117

Source 2015 : �http://www3.weforum.org/docs/GGGR2015/cover.pdf 2018:  
http://www3.weforum.org/docs/WEF_GGGR_2018.pdf

According to the report of world economic forum 
India score same rank in 2015 & 2018 in gender gap 
but in the economic participation and opportunity 

India is lagging behind. In the wage equality for 
similar work India is doing well but still there is a 
need of improvement.

Table 3.2: SAARC Nations comparison in the term of gender gap economic  
participation and wage equality

S. 
No

Countries Gender Gap 
(Ranking)

Economic Participation and 
opportunity (Ranking)

Wage Equality for Similar 
work (Survey) (Ranking)

2015 2018 2015 2018 2015 2018
1 Afghanistan - - - - - -
2 Bangladesh 64 48 130 133 126 105
3 Bhutan 118 122 90 104 13 13
4 India 108 108 139 142 129 72
5 Maldives 113 113 117 101 - -
6 Nepal 110 105 121 110 105 96
7 Pakistan 144 148 143 146 88 106
8 Sri Lanka 84 100 120 125 29 68

Source 2015 : �http://www3.weforum.org/docs/GGGR2015/cover.pdf 2018:  
http://www3.weforum.org/docs/WEF_GGGR_2018.pdf
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3.2	 Gender wage GAP

On the 8th march International women’s day 2018, 
Brazilian Government announces that women 
worker will on average earn 23% less than men, 
even though women’s education level is higher. 
In the formal Sector, the only area that the labour 
ministry tracks, the difference in pay fell from 17% 
in 2007 to 15% in 2016. The world economic forum 
ranks Brazil at 119 in a list of countries for wage 
equality for similar work, based on yearly survey 
among executive. The gap is especially noticeable 
for worker with higher level of education. The 
labour ministry data shows that 60% of employees 
with a university degree are women, but their 
employees paid them 36% less than men with the 
same education level. 

According to World Bank report 2018, although 
the women participation in the workforce is higher 
than in many developed nations, but Russia also 
has gender pay gap, with women paid average 
30% less than men. According to Elena Vitchak, 
Vice President and head of human relations at 
Sistema, the Russian Investment Group the reason 
behind for gender pay gap is that, the women often 
agree to lower pay because they are keen to secure 
or keep the jobs.

the World Economic Forum’s, or WEF’s, Global 
Gender Gap Index 2018, which surveyed 144 
countries, ranked India at 108, far below the global 
average and behind neighbors  Bangladesh and 
China. 

“The gender wage gap is a result of many factors 
such as attitudes towards women, occupational 
segregation, motherhood, education levels, care 
burden, access to transport, among others,” says 
Xavier Estupinan, ILO Wage Specialist.

Data shows that for older women with more work 
experience, the gap is higher. Global employment 
major Monster’s Salary Index 2017 for India 
revealed that for employees with experience of less 
than two years, the median gap in wages between 
men and women was 7.8%, but rose to 15.3 per 
cent among those with six to 10 years’ experience, 
and 25 per cent for those with 11 or more years 
of employment. The ILO study 2018, using the 
National Sample Survey Organisation data, reaches 
the same conclusion - the wage gap gets wider as 
men and women age.

In 2018 the average monthly salary of Chinese 
women was 6,497 Yuan, which was 78.3% of that 
of men an increase of 8.7% points over the previous 
year. According to a report on china’s gender gap 
at workplace, shows that the industries, engraining 

and manufacturing industry including mining 
smelting and chemical have a bigger gender pay 
gap even the science and technology industries 
also facing the same problem. 

The gender pay gap currently is at 20%, according 
to global wage report 2018/2019. The report, 
which covers 70 countries and about 80% of 
wages employees worldwide, showed that the 
women, on average, earn 20% less than men based 
on monthly earning. According to report South 
Africa has a mean gender gap of 28.6% among the 
70 countries. Sierra Leone has the highest gender 
pay gap for monthly earning at 46.6% followed 
by the Gambia at 44.3% and Pakistan at 42.9%. 
According to the survey of country gender profile 
(kingdom of Bhutan) in the year 2015 labour 
force participations was 63.1 among them 55.9 % 
were women and 71.2% men. The unemployment 
status of women was 3.1%. The main constraints 
for women in work force are the responsibilities of 
women of household chores and childcare which 
can cause gender disparity in overall employment 
to increase as per World Economic Forum’s, or 
WEF’s, Global Gender Gap Index, 2015 Bhutan 
ranks 90 and in the 2018 ranks 122 out of 149 
counties. In the report they have not mention the 
wage equality for similar work data.

3.3	 Discrimination at the time of Recruitment 
and Promotion:

Discrimination in salary happens not just at top 
management but starts right at the recruitment 
stage. Ultimately compensation is finalized on the 
basis of how much the candidate is able to negotiate. 
Every recruiter’s aim is to reduce the cost of their 
organisation. 

Many women are poor negotiators, while some 
have priorities other than the salary. Those results 
are consistent with studies that show even when 
controlling for factors such as experience, education, 
sector and hour of work, women and men are paid 
differently.

An in-depth examination of gender wage gap by 
an economist found that discrimination plays a 
key role at the time of recruitment and promotion 
that’s why women not only earn less than men, 
but have difficulties at the time of recruitment. In 
Brazil 78% of men hold paid jobs, compared with 
only 56% of women, based on ILO estimates but 
staying at home is often not the women’s choice.

Another survey of ILO shows that majority of women 
in Brazil wants to do formal jobs. Eliminating the 
gap in the rates of employment between men and 
women would add 382 billon raise (about USD 117 
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billion) to the country’s economy 3.3% of GDP the 
ILO says. Along with other members of G20, Brazil 
Government has committed to reduce gender 
inequality at workplace by 25% by 2050 and as part 
of sustainable development goals set by the United 
Nations to achieve equal pay by 2030.

One of the china’s major online recruitment 
platform reported that in china the gender wage 
gap among the newly employed is smallest, with 
a gap roughly 10% for those with less than 3 years’ 
experience and the wage gap widens with seniority. 
After working 5 years it is more difficult for women 
to get promoted in the workplace. 

According to Country Partnership Strategy: 
Bhutan, 2014─2018 higher unemployment rates 
for women—including women graduates—are 
of concern. Unemployment rates have been 
higher among women than men during 2009. 
The discrepancy is marked in urban areas, 
where the female unemployment rate has been 
more than double the male rate during 2009. 
Labour force survey data from 2012 shows that 
unemployment rates are higher for women 
than men at the all levels of education. They are 
highest for women with tertiary education—i.e., 
with some undergraduate study, a bachelor’s or 
master’s degree, or some form of certificate or 
diploma—and this is also where women fall the 
farthest behind men with similar education in 
employment rates.

Table 3.3: Ratification of the ILO Convention 
(100) Equal Remuneration Convention by SAARC 

Nations

BRICS NATIONS SAARC NATIONS
Brazil 25 April, 1957 Afghanistan 22 August, 1969
Russia 30 April, 1956 Bangladesh 28 January, 1998
India 25 September, 

1958
Bhutan

China 2 November, 
1990

India 25 September, 
1958

South 
Africa

30 March, 
2000

Maldives 4 January, 2013

Nepal 10 June, 1976
Pakistan 11 October, 2001
Sri Lanka 1April, 1993

Source: https://www.ilo.org/dyn/normlex/en/
f?p=1000:11300: 0:: NO:11300 : P11300_INSTRUMENT_
ID:312245

According to World Economic Forum survey (2018) 
India is on the 108th rank in gender gap yet India 
has signed the Convention since 25th September 
1958. Among the SAARC nation also India is the 
first country who has signed the Convention in 
1958 and still scores 108th rank. Among the BRICS 

nations India was the 3rd country who has signed 
the Convention.

Table 3.4: Ratification of the ILO Convention: 
no 111[The Discrimination (Employment and 

Occupation) Convention 1958] by BRICS Nations

BRICS NATIONS SAARC NATIONS
Brazil 26 November, 

1965
Afghanistan 01 October, 1969

Russia 04 May, 1961 Bangladesh 22 January, 1972
India 03 June, 1960 Bhutan
China 12 January, 

2006
India 03 June, 1960

South 
Africa

05 March, 
1997

Maldives 4 January, 2013

Nepal 19 September, 1974
Pakistan 24 January, 1961
Sri Lanka 27 November, 1998

Source: https://www.ilo.org/dyn/normlex/en/f?p=1000:
11300:0::NO:11300:P11300_INSTRUMENT_ID:312256

According to World Economic Forum survey India 
is on the highest rank among the all BRICS Nations, 
although India has signed the ILO Convention the 
Discrimination (Employment and occupation ) 111 
since 3 June 1960. In the SAARC nation also India 
was the 1st Country who signed the Convention 
no 111 in 1960 still India is on the second top 
most country rank , who has not provide equal 
opportunity and economic participation to the 
women.

3.4	 Sustainable development goal

Sustainable development goal 5 aims to 
achieve gender equality by ending all forms 
of discrimination, violence, harmful practices. 
It also focus on valuing he unpaid work of 
women such as domestic help, take care of 
children etc. The SDG 5 emphases for full and 
effective implementation of Equal pay for equal 
work principle. The women should get equal 
opportunity, promotion and also the equal 
remuneration for same nature of jobs.

The SDG 5 targets related to our study are:
5.1	 Ends all form of discrimination for all women 

and girls everywhere.
5.5	 Ensure women’s full and effective participation 

and equal opportunities for leadership. At all 
the levels of decision –making in political, 
economic and public life.

According to voluntary national review report 
on implementation of sustainable development 
goals, United Nations high level optical forum, 
2017 women labour force participation rate in 
India was 23.7% during 2015-16. According to 
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SDG India, Index Baseline report 2018. Total 
898 females are born for every 1000 males. 
Among them 32% of women participate in the 
labour force of India. There is not a single state 
in India which has achieved the target of equal 
labour force participation. North Eastern state is 
performing well compare to the other region of 
India. Nagaland has the highest performance with 
women’s labour force participation rate being 
76% of the men. Mizoram is at 2nd rank with 73 
%. Average wages and salaries of female is 70% 
of males for regular wage and salaried employees 
in age group 15-59. Only in U.T Dadar & Nagar 
Haveli, the female wage rate is higher than the 
male and in Andaman Nicobar Island the female 
wage rate is equal to male. In both the report it can 
be seen that the women labour force participation 
is increased by approximately 9% which is very 
good but what are the categories which cover the 
labour force participation. Most of the women 
labour force participation is from the agriculture 
and construction Industry; they usually work as 
daily wage workers. In the year 2017 Government 
have taken so many good initiatives which is 
mention in the Voluntary national review report 
like;
(1)	 Mahila E Haat, The Ministry of Women and 

child development launched “Mahila E Haat,a 
bilingual postal service on 7th March 2016, this 
is a unique direct online marketing platforms 
leveraging the products and services which 
are made/manufacturing/undertaken by 
keeping in mind that technology is a critical 
component for business efficiency and to make 

it available to majority of Indian entrepreneurs 
/SHG/ NGO’s.

(2)	 Stand-up India : This scheme is for financing 
SC/ST and or women entrepreneurs .The 
basic objective of the scheme is to facilitate 
bank loans between Rs 10 lakh and 1 crore at 
least one SC or ST borrower per bank branch 
for setting up a Greenfield enterprise. This 
enterprise could be manufacturing, services or 
the trading Industry. In case of non-individual 
enterprise at least 51% of the shareholding and 
controlling stake should geld by either as SC/
ST or women entrepreneurs.

(3)	 Pradhan Mantri Mahila Shakti Kendra (MSK) 
for 2017-18 up to 2019-20 to empower rural 
women through community participation 
and to create an environment in which realize 
their full potential. 

(4) 	 Women Transforming India is an online 
contest launched by  NITI Ayog in partnership 
with UN, They are going to published 
inspiring stories of women in their respective 
field. The best stories are awarded. 

The major issues highlighted in this chapter are:
•	 Gender Wage gap exists among all these 

nations.
•	 Women’s are not getting equal opportunity 

both at the time of recruitment and also during 
promotion.

•	 ILO celebrated its 100th century last year; still 
all the ratified countries to ILO Conventions 
are unable to eliminate the discrimination 
among men and women.



The present chapter provides information pertaining 
to the employers and employees on Pay Gap and 
related issues in the Employment. Data was collected 
through field survey in the nine Industries. 981Male 
employees and819 Female employees shared the 
information on this subject. Data was collected 
from both organised and unorganised sector. An 
organised sector represents the Industries which is 
registered with Government. While unorganised 

Chapter 4
Data Analysis: Male and Female Employee’s Perspective

sector represent the unregistered industries. For 
the purpose of detailed research three levels 
of employments were considered. Entry level 
represents employees having 0 to 5 years of working 
tenure; middle-level employees represent employees 
with 6 to 10 years of working tenure and top-level 
repres entsemployee’s tenure above 10 years. We 
kept this base considering the fact that majority of 
these industries were set 15 years ago.

 Table 4.1: Age wise distribution of the respondents in selected Industries (In %)
S. No Industries Age groups Top Level Middle level Entry level

Female Male Female Male Female Male
1 Beauty Industry 20-30 8.6 5.7 19.4 26.9 39.8 42.9

31-40 37.1 34.3 29.9 23.9 9.2 8.2
41-50 8.6 5.7 0.0 0.0 0.0 0.0
51-60 0.0 0.0 0.0 0.0 0.0 0.0

    Sub Total 54.3 45.7 49.3 50.7 49.0 51.0
2 Agriculture 

Industry
20-30 0.0 0.0 14.3 9.5 19.7 16.7
31-40 2.8 22.5 23.8 14.3 33.3 15.2
41-50 16.9 32.4 12.7 19.0 9.1 3.0
51-60 11.3 14.1 6.3 0.0 1.5 1.5

    Sub Total 31.0 69.0 57.1 42.9 63.6 36.4
3 Hotel Industry 20-30 0.0 0.0 14.8 14.8 34.5 25.5

31-40 37.5 12.5 18.5 44.4 17.6 22.4
41-50 12.5 25.0 3.7 0.0 0.0 0.0
51-60 0.0 12.5 0.0 3.7 0.0 0.0

    Sub Total 50.0 50.0 37.0 63.0 52.1 47.9
4 Construction 

Industry
20-30 0.0 4.3 7.5 5.4 14.8 34.4
31-40 10.9 39.1 53.8 26.9 31.1 16.4
41-50 13.0 26.1 4.3 2.2 0.0 3.3
51-60 0.0 6.5 0.0 0.0 0.0 0.0

    Sub Total 23.9 76.1 65.6 34.4 45.9 54.1
5 Media Industry 20-30 10.7 10.7 19.0 4.8 37.7 27.7

31-40 21.4 35.7 28.6 45.2 16.9 16.2
41-50 0.0 17.9 0.0 2.4 0.0 1.5
51-60 0.0 3.6 0.0 0.0 0.0 0.0

    Sub Total 32.1 67.9 47.6 52.4 54.6 45.4
6 Education 

Industry
20-30 6.1 0.0 13.3 11.7 36.4 12.1
31-40 21.2 48.5 28.3 35.0 18.7 28.0
41-50 3.0 18.2 3.3 8.3 2.8 1.9
51-60 3.0 0.0 0.0 0.0 0.0 0.0

    Sub Total 33.3 66.7 45.0 55.0 57.9 42.1
7 Electronic 

Manufacturing 
Industry

20-30 0.0 0.0 8.3 2.8 33.3 17.3
31-40 25.0 25.0 30.6 55.6 19.9 28.2
41-50 0.0 50.0 0.0 2.8 0.6 0.6
51-60 0.0 0.0 0.0 0.0 0.0 0.0

    Sub Total 25.0 75.0 38.9 61.1 53.8 46.2
8 Retail Industry 20-30 0.0 33.3 7.7 38.5 40.2 34.8

31-40 33.3 0.0 23.1 30.8 10.9 13.6
41-50 33.3 0.0 0.0 0.0 0.0 0.5
51-60 0.0 0.0 0.0 0.0 0.0 0.0

    Sub Total 66.7 33.3 30.8 69.2 51.1 48.9
9 Transport 

Industry
20-30 4.2 4.2 0.0 29.1 2.5 49.6
31-40 0.0 50.0 5.5 54.5 8.3 31.4
41-50 0.0 41.7 0.0 10.9 1.7 6.6
51-60 0.0 0.0 0.0 0.0 0.0 0.0

    Sub Total 4.2 95.8 5.5 94.5 12.4 87.6
Source: Field Survey
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Table 4.1 describes the details pertaining to the 
age group of the respondents in the selected nine 
industries surveyed. Due case was taken to make 
representative sample of male and female workers 
in all the industries surveyed. But due to the less 
percentage of female respondents in the transport 
industry only 4.2% of females were surveyed in 
this industry. Except this industry, the percentage 
of respondents were 100 males and 100 females 
respondents in each industries surveyed. Above 
table also depicts data collected from all the three 
levels. At the entry level maximum percentage of 
the respondents were between the 20-30 years age 

group, at the middle level maximum percentage of 
the respondents were between the age group of 31-
40 years. At the top level maximum percentage of 
the respondents were between the 31-40 years age 
group.

Table 4.2: Sex wise distribution of the Employees 
at different level in the industries. (in%)

S. No. Industries Female Male
1 Top Level 4.5 9.7
2 Middle level 11.6 13.8
3 Entry level 29.4 31.0

Source:  Field Survey	

Graph 4.2: Sex wise distributions of the Employees at different level in the industries.
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Table 4.2 and graph 4.2 illustrate sex wise 
distribution of the employees at different level in 
the industries surveyed. It is clearly visible from 
above graph that majority of the employees are 
working at the entry level, followed by middle 
and top level. The pyramid shape describes that at 
the entry level, percentage of the male and female 
employees are almost same. This distribution 

becomes unequal as the employees progresses in 
these industries. Less percentage of the women are 
working at the middle level and lesser percentage 
of women were found to be working at the top 
level. This trend is against the provision of the 
equal opportunities in terms of the promotion in 
the conditions of the employment among these 
nine industries.  

Table 4.3: Sex and industry wise distribution of the Employees at the different levels in the industries (in %)
S. 

No.
Industries Top 

Level
Middle 

level
Entry 
level

Top 
Level

Middle 
level

Entry 
level

Female Male Female Male Female Male
1 Beauty Industry 54.3 49.3 49.0 45.7 50.7 51.0
2 Agriculture Industry 31.0 57.1 63.6 69.0 42.9 36.4
3 Hotel Industry 50.0 37.0 52.1 50.0 63.0 47.9
4 Construction Industry 23.9 65.6 45.9 76.1 34.4 54.1
5 Media Industry 19.6 21.5 54.6 41.3 23.7 45.4
6 EducationIndustry 33.3 45.0 57.9 66.7 55.0 42.1
7 Electronic Manufacturing Industry 25.0 23.3 53.8 75.0 36.7 46.2
8 Retail Industry 66.7 30.8 51.1 33.3 69.2 48.9
9 Transport Industry 4.2 5.5 12.4 95.8 94.5 87.6

Source: Field Survey
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Graph 4.3: Sex and industry wise distribution of the Employees at different level in the industries Graph 4.3: Sex and industry wise distribution of the Employees at different level in the industries  
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Table 4.3 and graph 4.3 provide sex and industries 
wise distribution at different levels among the 
industries surveyed. It was seen that at the entry 
level most of the industries have more women 
employees compared to the male employees. 
Transport, beauty and construction industry were 
the only industry where percentage of the males 
were more compare to the females.

At the middle level it was seen that more 
male employees were working compare to the 
female employees in most of the industries. 
In the agriculture and construction industry 
percentage of the female employees were more 
compare to the male employees. At the top 
level, it was clearly visible that most of the 
industries have more male employees compare 
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to the female employees. Only in the beauty and 
retail industry more women employees were 
engaged. 

working in the unorganised sector at the entry level. 
It shows that males were getting more opportunity 
in the organised sector compare to the females. 

At the middle level also maximum percentage of the 
respondents in the beauty, agriculture, construction 
industry was working in the unorganised sector. 
In the hotel, media, education, electronic and retail 
industry maximum percentage of the respondents 
were working in the organised sector. At the top 
level also, the situation was similar as at the entry 
and the middle level. Majority of the respondents in 
hotel, education and retail industry were working 
in the organised sector.

The above trend needs to be addressed both in 
term of creating vacancies and opportunities for 
promotion which also includes equal training 
opportunities in these areas.

Table 4.4: Sector wise distribution of the respondents in selected Industries (In %)
S. No. Industries Sector Top Level Middle level Entry level

Female Male Female Male Female Male
1 Beauty Industry Organized 8.6 0.0 6.0 3.0 6.1 5.1

Un-organized 45.7 45.7 43.3 47.8 42.9 45.9
    Sub Total 54.3 45.7 49.3 50.7 49.0 51.0

2 Agriculture Industry Organized 1.4 1.4 1.6 0.0 0.0 1.5
Un-organized 29.6 67.6 55.6 42.9 63.6 34.8

    Sub Total 31.0 69.0 57.1 42.9 63.6 36.4
3 Hotel Industry Organized 50.0 50.0 25.9 40.7 33.9 38.2

Un-organized 0.0 0.0 11.1 22.2 18.2 9.7
    Sub Total 50.0 50.0 37.0 63.0 52.1 47.9

4 Construction Industry Organized 4.3 19.6 3.2 1.1 4.9 0.0
Un-organized 19.6 56.5 62.4 33.3 41.0 54.1

    Sub Total 23.9 76.1 65.6 34.4 45.9 54.1
5 Media Industry Organized 7.1 67.9 31.0 52.4 39.2 44.6

Un-organized 25.0 0.0 16.7 0.0 15.4 0.8
    Sub Total 32.1 67.9 47.6 52.4 54.6 45.4

6 Education Industry Organized 33.3 54.5 33.3 43.3 28.0 33.6
Un-organized 0.0 12.1 11.7 11.7 29.9 8.4

    Sub Total 33.3 66.7 45.0 55.0 57.9 42.1
7 Electronic Manufacturing 

Industry
Organized 0.0 25.0 22.2 47.2 42.9 37.8
Un-organized 25.0 50.0 16.7 13.9 10.9 8.3

    Sub Total 25.0 75.0 38.9 61.1 53.8 46.2
8 Retail Industry Organized 66.7 33.3 23.1 61.5 38.0 39.1

Un-organized 0.0 0.0 7.7 7.7 13.0 9.8
    Sub Total 66.7 33.3 30.8 69.2 51.1 48.9
9 Transport Industry Organized 4.2 29.2 1.8 50.9 5.8 67.8

Un-organized 0.0 66.7 3.6 43.6 6.6 19.8
    Sub Total 4.2 95.8 5.5 94.5 12.4 87.6

Source: Field Survey

Table 4.4 shows sector wise distribution of the 
respondents. It was found that at the Entry level in 
the beauty, agriculture, construction and transport 
industry maximum percentage of the respondents 
were working in the unorganised sector. At Entry 
level in the hotel, media, electronic manufacturing 
and retail industry maximum percentage of the 
respondents were working in the organised sector. 
In the education industry 30% of females were 
working in the unorganised sector and 28% of 
females working in the organised sector, 33.6% of 
male respondents were working in the organised 
sector and only 8.4% of male respondents were 

Table 4.5: Equal Remuneration Act, 1976 (ERA) Awareness (In %)
S. No. Industries ERA * 

Awareness
Top Level Middle level Entry level

Female Male Female Male Female Male
1 Beauty Industry Yes 14.3 14.3 14.9 14.9 11.2 12.2

No 40.0 31.4 34.3 35.8 37.8 38.8
    Sub Total 54.3 45.7 49.3 50.7 49.0 51.0
2 Agriculture Industry Yes 2.8 2.8 3.2 9.5 15.2 7.6

No 28.2 66.2 54.0 33.3 48.5 28.8
    Sub Total 31.0 69.0 57.1 42.9 63.6 36.4
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3 Hotel Industry Yes 12.5 12.5 14.8 3.7 7.9 3.6
No 37.5 37.5 22.2 59.3 44.2 44.2

    Sub Total 50.0 50.0 37.0 63.0 52.1 47.9
4 Construction Industry Yes 4.3 13.0 6.5 3.2 1.6 3.3

No 19.6 63.0 59.1 31.2 44.3 50.8
    Sub Total 23.9 76.1 65.6 34.4 45.9 54.1
5 Media Industry Yes 0.0 28.6 7.1 14.3 19.2 12.3

No 32.1 39.3 40.5 38.1 35.4 33.1
    Sub Total 32.1 67.9 47.6 52.4 54.6 45.4
6 Education Industry Yes 24.2 51.5 20.0 40.0 22.4 17.8

No 9.1 15.2 25.0 15.0 35.5 24.3
    Sub Total 33.3 66.7 45.0 55.0 57.9 42.1
7 Electronic Manufacturing 

Industry
Yes 25.0 12.5 0.0 16.7 5.1 10.3
No 0.0 62.5 38.9 44.4 48.7 35.9

    Sub Total 25.0 75.0 38.9 61.1 53.8 46.2
8 Retail Industry Yes 0.0 0.0 0.0 0.0 0.0 0.0

No 66.7 33.3 30.8 69.2 51.1 48.9
    Sub Total 66.7 33.3 30.8 69.2 51.1 48.9
9 Transport Industry Yes 4.2 16.7 0.0 9.1 3.3 18.2

No 0.0 79.2 5.5 85.5 9.1 69.4
    Sub Total 4.2 95.8 5.5 94.5 12.4 87.6

Source:  Field Survey	 *ERA-Equal Remuneration Act

Table 4.5 depicts the awareness level regarding The 
Equal Remuneration Act, 1976 (ERA) at all the three 
levels. In all the industries maximum percentage 
of the respondents at the levels were not aware 
about The Equal Remuneration Act, 1976 except 
in the education industry at the top level. 24.2% 

of the female and 51.5% of male respondents were 
aware about ERA. At the middle level 40% of males 
respondents were aware about ERA but at the 
entry level situation was different in the education 
industry, maximum percentage of the respondents 
were not aware about the ERA, 1976.

Table 4.6: Information about the ERA, 1976 provided by the employer (In %)
S. 

No.
Industries Information 

ERA provided 
by employer

Top Level Middle level Entry level
Female Male Female Male Female Male

1 Beauty Industry Yes 11.4 14.3 9.0 13.4 10.2 14.3
No 42.9 31.4 40.3 37.3 38.8 36.7

    Sub Total 54.3 45.7 49.3 50.7 49.0 51.0
2 Agriculture Industry Yes 2.8 2.8 0.0 4.8 6.1 7.6

No 28.2 66.2 57.1 38.1 57.6 28.8
    Sub Total 31.0 69.0 57.1 42.9 63.6 36.4
3 Hotel Industry Yes 25.0 12.5 7.4 3.7 11.5 6.7

No 25.0 37.5 29.6 59.3 40.6 41.2
    Sub Total 50.0 50.0 37.0 63.0 52.1 47.9
4 Construction Industry Yes 2.2 10.9 1.1 1.1 1.6 0.0

No 21.7 65.2 64.5 33.3 44.3 54.1
    Sub Total 23.9 76.1 65.6 34.4 45.9 54.1
5 Media Industry Yes 0.0 28.6 7.1 14.3 20.8 13.1

No 32.1 39.3 40.5 38.1 33.8 32.3
    Sub Total 32.1 67.9 47.6 52.4 54.6 45.4
6 Education Industry Yes 18.2 48.5 15.0 31.7 13.1 13.1

No 15.2 18.2 30.0 23.3 44.9 29.0
    Sub Total 33.3 66.7 45.0 55.0 57.9 42.1
7 Electronic Manufacturing 

Industry
Yes 0.0 25.0 2.8 16.7 9.6 12.2
No 25.0 50.0 36.1 44.4 44.2 34.0

    Sub Total 25.0 75.0 38.9 61.1 53.8 46.2
8 Retail Industry Yes 0.0 0.0 0.0 0.0 0.0 0.0

No 66.7 33.3 30.8 69.2 51.1 48.9
    Sub Total 66.7 33.3 30.8 69.2 51.1 48.9
9 Transport Industry Yes 4.2 12.5 0.0 10.9 3.3 17.4

No 0.0 83.3 5.5 83.6 9.1 70.2
    Sub Total 4.2 95.8 5.5 94.5 12.4 87.6

Source:  Field Survey 
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Table 4.6 illustrates the information regarding ERA 
provided by the employer to the employees. It was 
found that among all the industries maximum 
percentage of the respondents reported No. 

Education industry is the only industry where 
maximum percentage of the respondents reported 
Yes. While maximum percentage of the respondents 
reported No who were from the retail industry.

Table 4.7: Income and Skill level (In %)
S. 

No.
Industries Salary Range

(INR)
Top Level Middle level Entry level

Female Male Female Male Female Male
Un. 
Sk.

Sk. Un. 
Sk.

Sk. Un. 
Sk.

Sk. Un. 
Sk.

Sk. Un. 
Sk.

Sk. Un. 
Sk.

Sk.

1 Beauty 
Industry

Below -10000 0.0 5.7 0.0 0.0 0.0 14.9 0.0 10.4 9.2 27.6 6.1 21.4
10000-20000 0.0 34.3 0.0 31.4 0.0 29.9 0.0 31.3 2.0 9.2 1.0 19.4
20000-30000 0.0 5.7 0.0 5.7 0.0 4.5 0.0 9.0 0.0 1.0 0.0 3.1
Above 30000 0.0 8.6 2.9 5.7 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0

    Sub Total 0.0 54.3 2.9 42.9 0.0 49.3 0.0 50.7 11.2 37.8 7.1 43.9
2 Agriculture 

Industry
Below -10000 1.4 25.4 0.0 57.7 3.2 41.3 0.0 39.7 22.7 30.3 10.6 21.2
10000-20000 0.0 4.2 0.0 8.5 6.3 4.8 0.0 3.2 7.6 3.0 0.0 3.0
20000-30000 0.0 0.0 0.0 0.0 0.0 1.6 0.0 0.0 0.0 0.0 0.0 1.5
Above 30000 0.0 0.0 0.0 2.8 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0

    Sub Total 1.4 29.6 0.0 69.0 9.5 47.6 0.0 42.9 30.3 33.3 10.6 25.8
3 Hotel 

Industry
Below -10000 0.0 0.0 0.0 12.5 3.7 11.1 0.0 0.0 1.2 9.1 4.2 10.9
10000-20000 0.0 0.0 0.0 0.0 0.0 14.8 0.0 11.1 1.2 29.7 2.4 16.4
20000-30000 12.5 37.5 0.0 25.0 0.0 7.4 3.7 37.0 0.6 9.7 0.6 11.5
Above 30000 0.0 0.0 0.0 12.5 0.0 0.0 0.0 11.1 0.0 0.6 0.0 1.8

    Sub Total 12.5 37.5 0.0 50.0 3.7 33.3 3.7 59.3 3.0 49.1 7.3 40.6
4 Construction Below -10000 4.3 13.0 0.0 23.9 7.5 51.6 0.0 7.5 3.3 37.7 0.0 31.1

10000-20000 4.3 2.2 2.2 39.1 1.1 2.2 0.0 20.4 1.6 1.6 1.6 18.0
20000-30000 0.0 0.0 0.0 8.7 0.0 2.2 0.0 5.4 0.0 1.6 0.0 3.3
Above 30000 0.0 0.0 2.2 0.0 0.0 1.1 0.0 1.1 0.0 0.0 0.0 0.0

    Sub Total 8.7 15.2 4.3 71.7 8.6 57.0 0.0 34.4 4.9 41.0 1.6 52.5
5 Media 

Industry
Below -10000 0.0 0.0 0.0 7.1 0.0 2.4 2.4 4.8 0.8 3.1 1.5 0.8
10000-20000 0.0 7.1 0.0 3.6 0.0 4.8 2.4 4.8 0.8 12.3 2.3 8.5
20000-30000 0.0 14.3 10.7 7.1 2.4 11.9 2.4 11.9 0.0 26.9 0.8 21.5
Above 30000 3.6 7.1 0.0 39.3 0.0 26.2 0.0 23.8 0.0 10.8 0.0 10.0

    Sub Total 3.6 28.6 10.7 57.1 2.4 45.2 7.1 45.2 1.5 53.1 4.6 40.8
6 Education Below -10000 0.0 0.0 0.0 6.1 1.7 5.0 1.7 6.7 5.6 12.1 0.0 8.4

10000-20000 0.0 3.0 3.0 3.0 1.7 8.3 0.0 10.0 0.9 15.9 0.0 12.1
20000-30000 0.0 9.1 0.0 15.2 0.0 15.0 0.0 15.0 0.9 15.0 0.0 15.0
Above 30000 0.0 21.2 3.0 36.4 1.7 11.7 0.0 21.7 0.0 7.5 0.0 6.5

    Sub Total 0.0 33.3 6.1 60.6 5.0 40.0 1.7 53.3 7.5 50.5 0.0 42.1
7 Electronic 

Manufactur-
ing Industry

Below -10000 0.0 0.0 0.0 0.0 0.0 11.1 0.0 5.6 8.3 8.3 0.6 3.8
10000-20000 0.0 12.5 0.0 12.5 0.0 5.6 0.0 8.3 0.6 17.3 1.3 16.7
20000-30000 0.0 12.5 0.0 37.5 0.0 16.7 0.0 25.0 0.0 14.7 0.0 15.4
Above 30000 0.0 0.0 0.0 25.0 0.0 5.6 0.0 22.2 0.0 4.5 0.0 8.3

    Sub Total 0.0 25.0 0.0 75.0 0.0 38.9 0.0 61.1 9.0 44.9 1.9 44.2
8 Retail Below -10000 0.0 0.0 0.0 0.0 7.7 0.0 0.0 0.0 0.5 1.6 0.5 0.5

10000-20000 0.0 66.7 0.0 33.3 0.0 23.1 0.0 61.5 0.0 48.9 0.0 47.3
20000-30000 0.0 0.0 0.0 0.0 0.0 0.0 0.0 7.7 0.0 0.0 0.0 0.5
Above 30000 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0

    Sub Total 0.0 66.7 0.0 33.3 7.7 23.1 0.0 69.2 0.5 50.5 0.5 48.4
9 Transport Below -10000 0.0 0.0 0.0 8.3 0.0 0.0 0.0 3.6 0.0 0.8 0.0 2.5

10000-20000 0.0 4.2 4.2 75.0 0.0 0.0 5.5 70.9 0.8 5.8 5.8 58.7
20000-30000 0.0 0.0 0.0 8.3 0.0 5.5 0.0 12.7 0.0 4.1 0.8 19.8
Above 30000 0.0 0.0 0.0 0.0 0.0 0.0 0.0 1.8 0.0 0.8 0.0 0.0

    Sub Total 0.0 4.2 4.2 91.7 0.0 5.5 5.5 89.1 0.8 11.6 6.6 81.0
Source:  Field Survey

Table 4.7 illustrates information pertaining to the 
income and skill level of the respondents. We 
considered NSSO definition of the skilled and 
unskilled workers. At the entry level majority of 
skilled worker were engaged in the transport and the 
construction industry and majority of the unskilled 
worker were engaged in the agriculture industry. 

Majority of the skilled workers in the beauty, agriculture 
and construction industry were earning wages below 
INR 10,000. In media and education industry majority 
of the skilled workers were earning between INR 
20,000-30,000. In electronic manufacturing, retail and 
transport industry majority of the skilled worker were 
earning between INR 10,000 to 20,000. 
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At the middle level majority of the skilled workers 
were earning between INR 10,000-20,000 in the 
beauty, retail and the transport industry, below INR 
10,000 in the agriculture industry above INR 30,000 
in the media industry, between INR 20,000-30,000 
in the education and electronic manufacturing 
industry. In the construction industry, majority 
of the males were earning between INR 10,000-
20,000 and females below INR 10,000 in the skilled 
category. In the hotel industry majority of the 
males were earning between INR 20,000-30,000 and 
females were earning between INR 10,000-20,000.

At the top-level majority of the skilled workers in 
the agriculture industry were earning below INR 

10,000. Among in the beauty, retail and the transport 
industry majority of the skilled workers were earning 
wages between INR 10,000-30,000. In the hotel and 
electronic manufacturing industry majority of the 
skilled workers were earning between INR 20,000-
30,000. In the education industry majority of the 
respondents who were skilled were earning above 
INR 30,000. In the construction industry majority of 
the female skilled respondents were earning below 
INR 10,000 and males were earning between INR 
10,000-20,000. In the media industry majority of the 
female skilled respondents were earning between 
INR 20,000-30,000 and male of skilled respondents 
above INR 30,000. Majority of the unskilled 
respondents were found at the entry level.

Table 4.8: Equal wages for equal nature of work (In %)
S. No. Industries Salary Range

(INR)
Top Level Middle level Entry level

Female Male Female Male Female Male
1 Beauty Industry Below -10000 5.7 0.0 14.9 10.4 36.7 27.6

10000-20000 34.3 31.4 29.9 31.3 11.2 20.4
20000-30000 5.7 5.7 4.5 9.0 1.0 3.1
Above 30000 8.6 8.6 0.0 0.0 0.0 0.0

  Sub Total 54.3 45.7 49.3 50.7 49.0 51.0
2 Agriculture Industry Below -10000 26.8 57.7 44.4 39.7 53.0 31.8

10000-20000 4.2 8.5 11.1 3.2 10.6 3.0
20000-30000 0.0 0.0 1.6 0.0 0.0 1.5
Above 30000 0.0 2.8 0.0 0.0 0.0 0.0

    Sub Total 31.0 69.0 57.1 42.9 63.6 36.4
3 Hotel Industry Below -10000 0.0 12.5 14.8 0.0 10.3 15.2

10000-20000 0.0 0.0 14.8 11.1 30.9 18.8
20000-30000 50.0 25.0 7.4 40.7 10.3 12.1
Above 30000 0.0 12.5 0.0 11.1 0.6 1.8

    Sub Total 50.0 50.0 37.0 63.0 52.1 47.9
4 Construction Industry Below -10000 17.4 23.9 59.1 7.5 41.0 31.1

10000-20000 6.5 41.3 3.2 20.4 3.3 19.7
20000-30000 0.0 8.7 2.2 5.4 1.6 3.3
Above 30000 0.0 2.2 1.1 1.1 0.0 0.0

    Sub Total 23.9 76.1 65.6 34.4 45.9 54.1
5 Media Industry Below -10000 0.0 7.1 2.4 7.1 3.8 2.3

10000-20000 7.1 3.6 4.8 7.1 13.1 10.8
20000-30000 14.3 17.9 14.3 14.3 26.9 22.3
Above 30000 10.7 39.3 26.2 23.8 10.8 10.0

    Sub Total 32.1 67.9 47.6 52.4 54.6 45.4
6 Education Below -10000 0.0 6.1 6.7 8.3 17.8 8.4

10000-20000 3.0 6.1 10.0 10.0 16.8 12.1
20000-30000 9.1 15.2 15.0 15.0 15.9 15.0
Above 30000 21.2 39.4 13.3 21.7 7.5 6.5

    Sub Total 33.3 66.7 45.0 55.0 57.9 42.1
7 Electronic Manufactur-

ing Industry
Below -10000 0.0 0.0 11.1 5.6 16.7 4.5
10000-20000 12.5 12.5 5.6 8.3 17.9 17.9
20000-30000 12.5 37.5 16.7 25.0 14.7 15.4
Above 30000 0.0 25.0 5.6 22.2 4.5 8.3

    Sub Total 25.0 75.0 38.9 61.1 53.8 46.2
8 Retail Industry Below -10000 0.0 0.0 7.7 0.0 2.2 1.1

10000-20000 66.7 33.3 23.1 61.5 48.9 47.3
20000-30000 0.0 0.0 0.0 7.7 0.0 0.5
Above 30000 0.0 0.0 0.0 0.0 0.0 0.0

    Sub Total 66.7 33.3 30.8 69.2 51.1 48.9
9 Transport Industry Below -10000 0.0 8.3 0.0 3.6 0.8 2.5

10000-20000 4.2 79.2 0.0 76.4 6.6 64.5
20000-30000 0.0 8.3 5.5 12.7 4.1 20.7
Above 30000 0.0 0.0 0.0 1.8 0.8 0.0

    Sub Total 4.2 95.8 5.5 94.5 12.4 87.6
Source: Field Survey 	
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Table 4.8 shows that at the entry level majority 
of the females and males were earning below 
INR 10,000 per month. This also shows that 
more females were earning below INR. 10,000as 
compared to males. In the education industry 
wages of the females were higher than the male‘s 
wages. In the electronic industry males were 
earning more compared to the females. 

At the middle level in the media industry 23.8% of 
the males and 26.2% of the females were earning 
above INR 30,000. In the education industry also 

21.7%of the males and 13.3% of the females were 
earningwages above INR 30,000. 

At the top level maximum percentage of the 
respondents from the beauty, retail and transport 
industry were drawing wages between INR. 
10,001-20,000 while respondents from hotel, 
media and electronics industry were drawing 
wages between Rs.20,000-30,000. In the media 
industry 10.7% of female and 39.3% of male were 
drawing wages above INR 30,000. 

Table 4.9: Educational Qualification (in %)
S.No. Industries Highest Education Top Level Middle level Entry level

Female Male Female Male Female Male
1 Beauty Industry Post-Graduation 8.6 5.7 0.0 3.0 3.1 1.0

Graduation 40.0 25.7 31.3 28.4 16.3 14.3
Higher secondary 5.7 14.3 17.9 19.4 29.6 35.7
up to middle 0.0 0.0 0.0 0.0 0.0 0.0
up to primary 0.0 0.0 0.0 0.0 0.0 0.0
Illiterate 0.0 0.0 0.0 0.0 0.0 0.0

    Sub Total 54.3 45.7 49.3 50.7 49.0 51.0
2 Agriculture 

Industry
Post-Graduation 0.0 0.0 1.6 0.0 6.1 0.0
Graduation 0.0 1.4 0.0 9.5 0.0 4.5
Higher secondary 18.3 19.7 34.9 28.6 48.5 30.3
up to middle 1.4 28.2 4.8 4.8 0.0 0.0
up to primary 1.4 14.1 7.9 0.0 0.0 1.5
Illiterate 9.9 5.6 7.9 0.0 9.1 0.0

    Sub Total 31.0 69.0 57.1 42.9 63.6 36.4
3 Hotel Industry Post-Graduation 37.5 12.5 14.8 40.7 7.3 7.3

Graduation 0.0 12.5 7.4 18.5 32.1 22.4
Higher secondary 12.5 25.0 7.4 3.7 10.3 12.7
up to middle 0.0 0.0 3.7 0.0 0.6 3.0
up to primary 0.0 0.0 3.7 0.0 1.8 1.2
Illiterate 0.0 0.0 0.0 0.0 0.0 1.2

    Sub Total 50.0 50.0 37.0 63.0 52.1 47.9
4 Construction 

Industry
Post-Graduation 0.0 0.0 0.0 1.1 0.0 0.0
Graduation 0.0 8.7 5.4 1.1 3.3 1.6
Higher secondary 4.3 26.1 7.5 9.7 6.6 4.9
up to middle 0.0 4.3 0.0 2.2 0.0 8.2
up to primary 0.0 6.5 0.0 1.1 0.0 6.6
Illiterate 19.6 30.4 52.7 19.4 36.1 32.8

    Sub Total 23.9 76.1 65.6 34.4 45.9 54.1
5 Media Industry Post-Graduation 3.6 32.1 23.8 21.4 16.2 10.0

Graduation 21.4 21.4 16.7 19.0 33.1 27.7
Higher secondary 7.1 10.7 7.1 9.5 5.4 4.6
up to middle 0.0 0.0 0.0 2.4 0.0 2.3
up to primary 0.0 3.6 0.0 0.0 0.0 0.8
Illiterate 0.0 0.0 0.0 0.0 0.0 0.0

    Sub Total 32.1 67.9 47.6 52.4 54.6 45.4
6 Education 

Industry
Post-Graduation 30.3 48.5 25.0 41.7 22.4 24.3
Graduation 0.0 9.1 10.0 6.7 27.1 12.1
Higher secondary 0.0 9.1 0.0 1.7 4.7 1.9
up to middle 0.0 0.0 3.3 3.3 0.0 2.8
up to primary 3.0 0.0 5.0 1.7 0.0 0.9
Illiterate 0.0 0.0 1.7 0.0 3.7 0.0

    Sub Total 33.3 66.7 45.0 55.0 57.9 42.1
7 Electronic 

Manufacturing 
Industry

Post-Graduation 12.5 25.0 13.9 30.6 9.0 9.0
Graduation 12.5 37.5 19.4 22.2 32.1 26.3
Higher secondary 0.0 12.5 2.8 0.0 9.0 9.0
up to middle 0.0 0.0 0.0 8.3 0.6 0.6
up to primary 0.0 0.0 2.8 0.0 3.2 1.3
Illiterate 0.0 0.0 0.0 0.0 0.0 0.0

    Sub Total 25.0 75.0 38.9 61.1 53.8 46.2
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8 Retail Industry Post-Graduation 0.0 0.0 0.0 15.4 3.8 2.7
Graduation 33.3 33.3 23.1 46.2 38.6 42.4
Higher secondary 33.3 0.0 7.7 7.7 8.7 3.8
up to middle 0.0 0.0 0.0 0.0 0.0 0.0
up to primary 0.0 0.0 0.0 0.0 0.0 0.0
Illiterate 0.0 0.0 0.0 0.0 0.0 0.0

    Sub Total 66.7 33.3 30.8 69.2 51.1 48.9
9 Transport 

Industry
Post-Graduation 0.0 0.0 0.0 0.0 0.0 0.0
Graduation 4.2 0.0 0.0 18.2 3.3 27.3
Higher secondary 0.0 54.2 1.8 40.0 5.8 47.1
up to middle 0.0 25.0 1.8 21.8 0.8 9.1
up to primary 0.0 0.0 1.8 12.7 2.5 1.7
Illiterate 0.0 16.7 0.0 1.8 0.0 2.5

    Sub Total 4.2 95.8 5.5 94.5 12.4 87.6
Source: Field Survey

Table 4.9 illustrates the education qualification 
of the respondents. It was found that at the entry 
level in the beauty, transport and agriculture 
industry maximum percentage of the respondents 
were higher secondary qualified. In the hotel, 
media, electronics and retail industry maximum 
percentage of the respondents were graduates. In 
the construction industry maximum percentage 
of the respondents were illiterate. In education 
industry maximum percentage of the females were 
graduate where males were post graduates. 

At the middle level in the beauty, electronic 
and retail industry maximum percentage of the 

respondentswere graduate and in the agriculture 
and transport industry maximum percentage of 
the respondents were higher secondary qualified. 
In hotel, media and education industry maximum 
percentage of the respondents were post graduate. 
Construction is the only industry where maximum 
percentage of the respondents were illiterate. 

At the top level also in the construction industry 
maximum percentage of the respondents were 
found to be illiterate. There is need to develop 
strategy for developing mechanism for integrating 
education while at work in the construction 
industry.

Table 4.10 (a): Availing similar wages as opponent sex counterpart (In %)
S. 

No.
Industries Get same wages as 

male counterpart
Top Level Middle level Entry level

Female Male Female Male Female Male
1 Beauty Industry Yes 51.4 45.7 43.3 47.8 34.7 48.0

No 2.9 0.0 6.0 3.0 14.3 3.1
    Sub total 54.3 45.7 49.3 50.7 49.0 51.0

2 Agriculture Industry Yes 29.6 40.8 49.2 38.1 59.1 34.8
No 1.4 28.2 7.9 4.8 4.5 1.5

    Sub total 31.0 69.0 57.1 42.9 63.6 36.4
3 Hotel Industry Yes 50.0 50.0 25.9 51.9 38.8 34.5

No 0.0 0.0 11.1 11.1 13.3 13.3
    Sub total 50.0 50.0 37.0 63.0 52.1 47.9

4 Construction Industry Yes 4.3 47.8 17.2 16.1 16.4 19.7
No 19.6 28.3 48.4 18.3 29.5 34.4

    Sub total 23.9 76.1 65.6 34.4 45.9 54.1
5 Media Industry Yes 28.6 53.6 40.5 47.6 46.9 40.8

No 3.6 14.3 7.1 4.8 7.7 4.6
    Sub total 32.1 67.9 47.6 52.4 54.6 45.4

6 Education Industry Yes 27.3 66.7 33.3 41.7 47.7 23.4
No 6.1 0.0 11.7 13.3 10.3 18.7

    Sub total 33.3 66.7 45.0 55.0 57.9 42.1
7 Electronic Manufacturing 

Industry
Yes 25.0 50.0 33.3 58.3 45.5 36.5
No 0.0 25.0 5.6 2.8 8.3 9.6

    Sub total 25.0 75.0 38.9 61.1 53.8 46.2
8 Retail Industry Yes 66.7 33.3 30.8 61.5 47.8 48.4

No 0.0 0.0 0.0 7.7 3.3 0.5
    Sub total 66.7 33.3 30.8 69.2 51.1 48.9

9 Transport Industry Yes 4.2 37.5 0.0 50.9 5.0 66.1
No 0.0 58.3 5.5 43.6 7.4 21.5

    Sub total 4.2 95.8 5.5 94.5 12.4 87.6
Source: Field Survey
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Table 4.10 (a) shows that at all the levels 
maximum percentage of the respondents 
were availing same wages as opponent sex 
counterpart. In the construction and transport 
industry maximum percentage of the women 

reported No, they informed that they were not 
getting same wages as their male counterpart. 
The concerned officials need to look into these 
two industries for effective corrective timely 
actions.

Table 4.10 (b): Complaint regarding the discrimination for different wages for similar work (In %)
S. No. Industries Get same 

wages for 
work

If No, have 
you ever 

complaint

Top Level Middle level Entry level
Female Male Female Male Female Male

1 Beauty Industry Yes NA 51.4 45.7 43.3 47.8 34.7 48.0
No Yes 0.0 0.0 0.0 0.0 0.0 0.0

No 2.9 0.0 6.0 3.0 14.3 3.1
      Sub total 54.3 45.7 49.3 50.7 49.0 51.0
2 Agriculture 

Industry 
Yes NA 29.6 40.8 49.2 38.1 59.1 34.8
No Yes 0.0 0.0 0.0 0.0 0.0 0.0

No 1.4 28.2 7.9 4.8 4.5 1.5
      Sub total 31.0 69.0 57.1 42.9 63.6 36.4
3 Hotel Industry Yes NA 50.0 50.0 25.9 51.9 38.8 34.5

No Yes 0.0 0.0 0.0 0.0 0.0 0.6
No 0.0 0.0 11.1 11.1 13.3 12.7

      Sub total 50.0 50.0 37.0 63.0 52.1 47.9
4 Construction Yes NA 4.3 47.8 17.2 16.1 16.4 19.7

No Yes 0.0 0.0 0.0 0.0 0.0 0.0
No 19.6 28.3 48.4 18.3 29.5 34.4

      Sub total 23.9 76.1 65.6 34.4 45.9 54.1
5 Media Industry Yes NA 28.6 53.6 40.5 47.6 46.9 40.8

No Yes 0.0 0.0 0.0 0.0 0.0 0.0
No 3.6 14.3 7.1 4.8 7.7 4.6

      Sub total 32.1 67.9 47.6 52.4 54.6 45.4
6 Education 

Industry
Yes NA 27.3 66.7 33.3 41.7 47.7 23.4
No Yes 0.0 0.0 0.0 0.0 0.0 0.0

No 6.1 0.0 11.7 13.3 10.3 18.7
      Sub total 33.3 66.7 45.0 55.0 57.9 42.1
7 Electronic 

Manufacturing 
Industry

Yes NA 25.0 50.0 33.3 58.3 45.5 36.5
No Yes 0.0 0.0 0.0 2.8 0.0 0.0

No 0.0 25.0 5.6 0.0 8.3 9.6
      Sub total 25.0 75.0 38.9 61.1 53.8 46.2
8 Retail Industry Yes NA 66.7 33.3 30.8 61.5 47.8 48.4

No Yes 0.0 0.0 0.0 0.0 0.0 0.0
No 0.0 0.0 0.0 7.7 3.3 0.5

      Sub total 66.7 33.3 30.8 69.2 51.1 48.9
9 Transport 

Industry
Yes NA 4.2 37.5 0.0 50.9 5.0 66.1
No Yes 0.0 0.0 0.0 0.0 0.0 0.0

No 0.0 58.3 5.5 43.6 7.4 21.5
      Sub total 4.2 95.8 5.5 94.5 12.4 87.6

Source: Field Survey	 *NA – Not Applicable

Table 4.10 (b) shows that maximum percentage of the 
respondents have not filed any complaint regarding 
the discrimination in the wages they were earning. 
It was found that at the entry level 0.6% percentage 
of the males in the hotel industry have submitted 
complaint. At entry level maximum percentage of 
the respondents were facing discrimination in wage 
in the construction and transport industry but did 
not filed any complaint regarding the grievance. At 
the middle level only 2.8% of the males have filed 

the complaint regarding wage discrimination in 
the electronic industry. 

At the top level, females of the beauty and education 
industry reported that they were discriminated on 
the ground of wages. In the construction industry 
maximum percentage of the respondents faced 
wage discrimination, but were afraid to file the 
complaint against their employer, as this may have 
adverse impact on their employment. Skill gap was 
one of the reasons for wage disparity. 
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Table 4.11: Grievance redressal system for the employees at organisational level (In %)
S. No. Industries Organisation 

grievance redressal 
Top Level Middle level Entry level

Female Male Female Male Female Male
1 Beauty Industry Yes 0.0 0.0 3.0 3.0 4.1 6.1

No 54.3 45.7 46.3 47.8 44.9 44.9
    Sub total 54.3 45.7 49.3 50.7 49.0 51.0
2 Agriculture Industry Yes 9.9 7.0 11.1 17.5 19.7 19.7

No 21.1 62.0 46.0 25.4 43.9 16.7
    Sub total 31.0 69.0 57.1 42.9 63.6 36.4
3 Hotel Industry Yes 37.5 0.0 0.0 3.7 6.1 3.6

No 12.5 50.0 37.0 59.3 46.1 44.2
    Sub total 50.0 50.0 37.0 63.0 52.1 47.9
4 Construction Industry Yes 0.0 2.2 0.0 0.0 0.0 0.0

No 23.9 73.9 65.6 34.4 45.9 54.1
    Sub total 23.9 76.1 65.6 34.4 45.9 54.1
5 Media Industry Yes 0.0 0.0 0.0 2.4 4.6 6.9

No 32.1 67.9 47.6 50.0 50.0 38.5
    Sub total 32.1 67.9 47.6 52.4 54.6 45.4
6 Education Industry Yes 0.0 0.0 0.0 1.7 0.9 0.9

No 33.3 66.7 45.0 53.3 57.0 41.1
    Sub total 33.3 66.7 45.0 55.0 57.9 42.1
7 Electronic Manufacturing 

Industry
Yes 25.0 25.0 8.3 0.0 2.6 0.6
No 0.0 50.0 30.6 61.1 51.3 45.5

    Sub total 25.0 75.0 38.9 61.1 53.8 46.2
8 Retail Industry Yes 66.7 33.3 23.1 46.2 10.9 9.2

No 0.0 0.0 7.7 23.1 40.2 39.7
    Sub total 66.7 33.3 30.8 69.2 51.1 48.9
9 Transport Industry Yes 0.0 4.2 0.0 9.1 0.8 11.6

No 4.2 91.7 5.5 85.5 11.6 76.0
    Sub total 4.2 95.8 5.5 94.5 12.4 87.6

Source: Field survey

Table 4.11 illustrates that maximum percentage of 
the organizations did not have grievance redressal 
mechanism. At the top level in the retail industry 
maximum percentage of the respondents reported 

that their organisation have grievance redressal 
system. Effective auditing of the robust grievance 
redressal system by the trained official need to be 
integrated in the related policies.

Table 4.12: Compensation for overtime (In %)
S. 

No.
Industries Do you 

work 
overtime

If yes, do 
you get extra 
remuneration

Nature of 
compensation

Top Level Middle level Entry level
Female Male Female Male Female Male

1 Beauty In-
dustry

Yes Yes Cash 11.4 8.6 6.0 3.0 5.1 7.1
Kind 0.0 0.0 0.0 0.0 0.0 0.0
Nothing 0.0 0.0 0.0 0.0 0.0 0.0

No NA 0.0 0.0 0.0 0.0 0.0 1.0
No NA NA 42.9 37.1 43.3 47.8 43.9 42.9

    Sub Total     54.3 45.7 49.3 50.7 49.0 51.0
2 Agriculture 

Industry
Yes Yes Cash 15.5 12.7 22.2 22.2 21.2 25.8

Kind 0.0 0.0 0.0 0.0 0.0 0.0
Nothing 0.0 0.0 0.0 0.0 0.0 0.0

No NA 0.0 0.0 1.6 0.0 4.5 0.0
No NA NA 15.5 56.3 33.3 20.6 37.9 10.6

    Sub Total     31.0 69.0 57.1 42.9 63.6 36.4
3 Hotel 

Industry
Yes Yes Cash 0.0 25.0 0.0 0.0 4.8 6.7

Kind 12.5 0.0 0.0 0.0 1.2 1.2
Nothing 0.0 0.0 0.0 0.0 0.0 0.0

No Nothing 0.0 0.0 3.7 0.0 0.0 1.8
No NA NA 37.5 25.0 33.3 63.0 46.1 38.2

    Sub Total     50.0 50.0 37.0 63.0 52.1 47.9
4 Construction 

Industry
Yes Yes Cash 21.7 60.9 57.0 31.2 39.3 49.2

Kind 0.0 0.0 0.0 0.0 0.0 0.0
Nothing 0.0 0.0 0.0 0.0 0.0 0.0

No NA 0.0 0.0 0.0 0.0 3.3 1.6
No NA NA 2.2 15.2 8.6 3.2 3.3 3.3

    Sub Total     23.9 76.1 65.6 34.4 45.9 54.1
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5 Media Indus-
try

Yes Yes Cash 14.3 17.9 2.4 16.7 12.3 13.8
Kind 0.0 0.0 0.0 0.0 2.3 0.0
Nothing 0.0 0.0 0.0 0.0 0.0 0.0

No NA 0.0 0.0 0.0 0.0 0.0 0.0
No NA NA 17.9 50.0 45.2 35.7 40.0 31.5

    Sub Total     32.1 67.9 47.6 52.4 54.6 45.4
6 Education 

Industry
Yes Yes Cash 0.0 0.0 0.0 3.3 0.9 2.8

Kind 0.0 0.0 0.0 0.0 0.0 0.0
Nothing 0.0 0.0 0.0 0.0 0.0 0.0

No NA 0.0 0.0 0.0 0.0 0.0 0.0
No NA NA 33.3 66.7 45.0 51.7 57.0 39.3

    Sub Total     33.3 66.7 45.0 55.0 57.9 42.1
7 Electronic 

Manufactur-
ing Industry

Yes Yes Cash 0.0 0.0 0.0 2.8 8.3 3.2
Kind 0.0 0.0 0.0 0.0 0.0 0.0
Nothing 0.0 0.0 0.0 0.0 0.0 0.0

No NA 0.0 0.0 0.0 0.0 0.0 0.0
No NA NA 25.0 75.0 38.9 58.3 45.5 42.9

    Sub Total     25.0 75.0 38.9 61.1 53.8 46.2
8 Retail Indus-

try 
Yes Yes Cash 0.0 0.0 0.0 7.7 5.4 11.4

Kind 0.0 0.0 0.0 15.4 0.0 2.2
Nothing 0.0 0.0 0.0 0.0 0.0 0.0

No NA 0.0 0.0 0.0 0.0 0.0 0.0
No NA NA 66.7 33.3 30.8 46.2 45.7 35.3

    Sub Total     66.7 33.3 30.8 69.2 51.1 48.9
9 Transport 

Industry
Yes Yes Cash 0.0 62.5 3.6 56.4 6.6 34.7

Kind 0.0 0.0 0.0 0.0 0.0 0.0
Nothing 0.0 0.0 0.0 0.0 0.0 0.0

No NA 0.0 0.0 0.0 0.0 0.0 0.0
No NA NA 4.2 33.3 1.8 38.2 5.8 52.9

    Sub Total     4.2 95.8 5.5 94.5 12.4 87.6
Source: Field Survey

Table 4.12 provides information pertaining to the 
compensation for overtime work. It was found 
that at the entry level maximum percentage of the 
respondents were not working overtime. Maximum 
percentage of the respondents in the construction 
industry were working overtime and also getting 
compensation in the cash mode. At the middle 
level, in the construction and the transport industry 
maximum percentage of the respondents were not 
working overtime and also getting compensation 
in the cash mode.

At the top level in the transport industry 65% of 
the males were working overtime but women were 
not working overtime because they have to look 

after their care responsibilities. Apart from this, 
safety issues also emerged as one of the restriction 
for women to work overtime. They were afraid 
to travel alone at night. In the hotel industry 25% 
of the males were working overtime and availing 
compensation in cash mode. While 12.5% of the 
females were working overtime and availing 
compensation in kinds. 

At all the levels women were facing problems like 
clean toilets, crèche facility, canteen and authentic 
transport arrangements. Prior intimation regarding 
provision of the above mentioned operational 
facilities will help in engaging the female’s 
employees during the times of urgency.

Table 4.13: Promotions Opportunities in the Organisation (In %)
S. No. Industries Promotion 

opportunity
Top Level Middle level Entry level

Female Male Female Male Female Male
1 Beauty Industry Yes 14.3 17.1 16.4 17.9 15.3 19.4

No 40.0 28.6 32.8 32.8 33.7 31.6
    Sub Total 54.3 45.7 49.3 50.7 49.0 51.0

2 Agriculture Industry Yes 8.5 4.2 9.5 9.5 24.2 16.7
No 22.5 64.8 47.6 33.3 39.4 19.7

    Sub Total 31.0 69.0 57.1 42.9 63.6 36.4
3 Hotel Industry Yes 12.5 25.0 11.1 3.7 8.5 11.5

No 37.5 25.0 25.9 59.3 43.6 36.4
    Sub Total 50.0 50.0 37.0 63.0 52.1 47.9

4 Construction Industry Yes 0.0 8.7 3.2 5.4 1.6 1.6
No 23.9 67.4 62.4 29.0 44.3 52.5

    Sub Total 23.9 76.1 65.6 34.4 45.9 54.1
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5 Media Industry Yes 0.0 46.4 4.8 28.6 30.0 30.0
No 32.1 21.4 42.9 23.8 24.6 15.4

    Sub Total 32.1 67.9 47.6 52.4 54.6 45.4
6 Education Industry Yes 18.2 42.4 10.0 36.7 14.0 15.9

No 15.2 24.2 35.0 18.3 43.9 26.2
    Sub Total 33.3 66.7 45.0 55.0 57.9 42.1

7 Electronic Manufacturing 
Industry

Yes 12.5 25.0 8.3 33.3 10.3 9.6
No 12.5 50.0 30.6 27.8 43.6 36.5

    Sub Total 25.0 75.0 38.9 61.1 53.8 46.2
8 Retail Industry Yes 66.7 33.3 23.1 30.8 16.3 8.7

No 0.0 0.0 7.7 38.5 34.8 40.2
    Sub Total 66.7 33.3 30.8 69.2 51.1 48.9

9 Transport Industry Yes 4.2 4.2 0.0 14.5 4.1 20.7
No 0.0 91.7 5.5 80.0 8.3 66.9

    Sub Total 4.2 95.8 5.5 94.5 12.4 87.6
Source: Field survey 

Providing training and promotion are also part 
of The Equal Remuneration Act, 1976. Table 
4.13 depicts the promotional opportunities 
in the industries surveyed. It is visible that at 
the entry level in all the industries majority of 
the respondents were not getting promotion 
opportunities. Among all the industries, media 
was the only industry where 30% of the females 
and 30% of the males were getting promotion 
opportunities. In the construction industry least 
percentage of the respondents were getting 
opportunities to be promoted. 

At the middle level, in the retail industry maximum 
percentage of the respondents were getting 
promotion opportunities. But in the construction 
industry very less percentage of the respondents 
were getting promotion opportunities as compare 
to their counterpart.

At the top level also in the retail industry maximum 
percentage of the respondents were getting 
promoted. The number of the year of experience 
was not contributing in the pay rise, it was reported 
that the women were not provided proper training 
opportunities.

Table 4.14: Equal Increment for work of Equal Nature (In %)
S.No. Industries Equal Increment 

for equal work
Top Level Middle level Entry level

Female Male Female Male Female Male
1 Beauty Industry Yes 51.4 40.0 37.3 44.8 34.7 41.8

No 2.9 5.7 11.9 6.0 14.3 9.2
    Sub total 54.3 45.7 49.3 50.7 49.0 51.0
2 Agriculture Industry Yes 31.0 29.6 47.6 36.5 56.1 31.8

No 0.0 39.4 9.5 6.3 7.6 4.5
    Sub total 31.0 69.0 57.1 42.9 63.6 36.4
3 Hotel Industry Yes 37.5 50.0 18.5 29.6 38.2 24.2

No 12.5 0.0 18.5 33.3 13.9 23.6
    Sub total 50.0 50.0 37.0 63.0 52.1 47.9
4 Construction 

Industry
Yes 0.0 15.2 6.5 12.9 6.6 16.4
No 23.9 60.9 59.1 21.5 39.3 37.7

    Sub total 23.9 76.1 65.6 34.4 45.9 54.1
5 Media Industry Yes 28.6 57.1 38.1 42.9 35.4 36.2

No 3.6 10.7 9.5 9.5 19.2 9.2
    Sub total 32.1 67.9 47.6 52.4 54.6 45.4
6 Education Industry Yes 24.2 54.5 15.0 43.3 25.2 27.1

No 9.1 12.1 30.0 11.7 32.7 15.0
    Sub total 33.3 66.7 45.0 55.0 57.9 42.1
7 Electronic Manufac-

turing Industry
Yes 25.0 37.5 36.1 50.0 39.1 33.3
No 0.0 37.5 2.8 11.1 14.7 12.8

    Sub total 25.0 75.0 38.9 61.1 53.8 46.2
8 Retail Industry Yes 66.7 33.3 30.8 61.5 47.8 38.0

No 0.0 0.0 0.0 7.7 3.3 10.9
    Sub total 66.7 33.3 30.8 69.2 51.1 48.9
9 Transport Industry Yes 4.2 41.7 1.8 45.5 6.6 62.8

No 0.0 54.2 3.6 49.1 5.8 24.8
    Sub total 4.2 95.8 5.5 94.5 12.4 87.6

Source: Field survey
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Table 4.14 shows that at the entry level in the 
agriculture and the retail industry maximum 
percentage of the respondents were getting equal 
increment for work of equal nature. At the middle 
level in the construction industry only 12.5% of the 
males were getting equal increment for work of 
equal nature while 6.5% of the females were getting 

increment for equal nature of work. In education 
industry 15% of the females and 43.3% of the males 
were getting increment for similar nature of work. 
At the top level majority of the respondents were 
getting increment. It was found that as the level 
increase the increment in the wages were getting 
narrowed.

Table 4.15: Training Opportunities in the Organisation (In %)
S. 

No.
Industries Training 

Opportunity 
Top Level Middle level Entry level

Female Male Female Male Female Male
1 Beauty Industry Yes 42.9 34.3 31.3 38.8 30.6 31.6

No 11.4 11.4 17.9 11.9 18.4 19.4
    Sub total 54.3 45.7 49.3 50.7 49.0 51.0
2 Agriculture Industry Yes 14.1 7.0 7.9 12.7 12.1 7.6

No 16.9 62.0 49.2 30.2 51.5 28.8
    Sub total 31.0 69.0 57.1 42.9 63.6 36.4
3 Hotel Industry Yes 37.5 25.0 3.7 7.4 7.3 12.7

No 12.5 25.0 33.3 55.6 44.8 35.2
    Sub total 50.0 50.0 37.0 63.0 52.1 47.9
4 Construction Industry Yes 0.0 4.3 6.5 4.3 6.6 6.6

No 23.9 71.7 59.1 30.1 39.3 47.5
    Sub total 23.9 76.1 65.6 34.4 45.9 54.1
5 Media Industry Yes 25.0 35.7 14.3 26.2 26.9 18.5

No 7.1 32.1 33.3 26.2 27.7 26.9
    Sub total 32.1 67.9 47.6 52.4 54.6 45.4
6 Education Industry Yes 6.1 12.1 1.7 1.7 0.9 1.9

No 27.3 54.5 43.3 53.3 57.0 40.2
    Sub total 33.3 66.7 45.0 55.0 57.9 42.1
7 Electronic Manufacturing 

Industry
Yes 12.5 25.0 5.6 5.6 14.1 3.8
No 12.5 50.0 33.3 55.6 39.7 42.3

    Sub total 25.0 75.0 38.9 61.1 53.8 46.2
8 Retail Industry Yes 66.7 33.3 30.8 61.5 32.6 35.3

No 0.0 0.0 0.0 7.7 18.5 13.6
    Sub total 66.7 33.3 30.8 69.2 51.1 48.9
9 Transport Industry Yes 4.2 20.8 0.0 36.4 4.1 59.5

No 0.0 75.0 5.5 58.2 8.3 28.1
    Sub total 4.2 95.8 5.5 94.5 12.4 87.6

Source: Field survey
Table 4.15 provides information pertaining to the 
training opportunities. It is observed that maximum 
percentage of the respondents at the entry and 
middle level in the agriculture, hotel, construction, 
media, education and electronics manufacturing 
industry were not getting training opportunities in 

their organisations. In the beauty and retail industry 
maximum percentage of the respondents were getting 
training opportunities. It was found that among all 
the industries surveyed maximum percentage of the 
respondents were not getting training opportunities 
at the entry and middle level.

Table 4.16: Trade Union Intervention’s (In %)
S. 

No.
Industries Organization 

having Trade 
Union

Issue raised 
by the Trade 

Union

Resolved 
by T.U

Top Level Middle level Entry level
Female Male Female Male Female Male

1 Beauty 
Industry

Yes Yes Yes 0.0 0.0 3.0 3.0 4.1 6.1
No 0.0 0.0 0.0 0.0 0.0 0.0

No Yes 0.0 0.0 0.0 0.0 0.0 0.0
No 0.0 2.9 0.0 0.0 0.0 1.0

  NA 54.3 42.9 46.3 47.8 44.9 43.9
      Sub Total 54.3 45.7 49.3 50.7 49.0 51.0
2 Agriculture 

Industry
Yes Yes 0.0 0.0 0.0 6.3 3.0 7.6

1.4 0.0 1.6 0.0 0.0 0.0
No Yes 0.0 0.0 0.0 0.0 0.0 0.0

No 1.4 0.0 1.6 0.0 3.0 1.5
  NA NA 28.2 69.0 54.0 36.5 57.6 27.3

      Sub Total   31.0 69.0 57.1 42.9 63.6 36.4
3 Hotel 

Industry
Yes Yes Yes 0.0 0.0 0.0 0.0 0.0 1.2

No 0.0 0.0 0.0 0.0 0.0 0.6
No Yes 0.0 0.0 0.0 0.0 0.0 0.0

No 12.5 0.0 0.0 3.7 0.6 1.8
  NA NA 37.5 50.0 37.0 59.3 51.5 44.2

      Sub Total   50.0 50.0 37.0 63.0 52.1 47.9
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4 Construction 
Industry

Yes Yes Yes 0.0 0.0 2.2 1.1 1.6 0.0
No 0.0 2.2 0.0 0.0 0.0 0.0

No Yes 0.0 0.0 0.0 0.0 0.0 0.0
No 0.0 0.0 1.1 2.2 1.6 0.0

  NA NA 23.9 73.9 62.4 31.2 42.6 54.1
      Sub Total   23.9 76.1 65.6 34.4 45.9 54.1
5 Media 

Industry
Yes Yes Yes 0.0 0.0 0.0 0.0 0.0 0.8

No 0.0 0.0 0.0 0.0 0.0 0.8
No Yes 0.0 0.0 0.0 0.0 0.0 0.0

No 0.0 0.0 0.0 0.0 0.8 0.0
  NA NA 32.1 67.9 47.6 52.4 53.8 43.8

      Sub Total   32.1 67.9 47.6 52.4 54.6 45.4
6 Education 

Industry
Yes Yes Yes 0.0 0.0 0.0 0.0 0.0 0.0

No 0.0 0.0 0.0 0.0 0.0 0.0
No Yes 0.0 0.0 0.0 0.0 0.0 0.9

No 0.0 3.0 0.0 0.0 0.0 0.0
  NA NA 33.3 63.6 45.0 55.0 57.9 41.1

      Sub Total   33.3 66.7 45.0 55.0 57.9 42.1
7 Electronic 

Manufactur-
ing Industry

Yes Yes Yes 0.0 0.0 0.0 0.0 0.0 0.0
No 0.0 0.0 0.0 0.0 0.0 0.0

No Yes 0.0 0.0 0.0 0.0 0.0 0.0
No 0.0 0.0 0.0 5.6 0.0 1.3

  NA NA 25.0 75.0 38.9 55.6 53.8 44.9
      Sub Total   25.0 75.0 38.9 61.1 53.8 46.2
8 Retail 

Industry
Yes Yes Yes 0.0 0.0 0.0 0.0 0.0 0.0

No 0.0 0.0 0.0 0.0 0.0 0.0
No Yes 0.0 0.0 0.0 0.0 0.0 0.0

No 0.0 0.0 0.0 0.0 0.0 0.5
  NA NA 66.7 33.3 30.8 69.2 51.1 48.4

      Sub Total   66.7 33.3 30.8 69.2 51.1 48.9
9 Transport 

Industry
Yes Yes Yes 0.0 12.5 1.8 3.6 0.0 9.1

No 0.0 0.0 0.0 0.0 0.0 0.0
No Yes 0.0 4.2 0.0 0.0 0.0 0.8

No 0.0 4.2 0.0 0.0 0.0 0.0
  NA NA 4.2 75.0 3.6 90.9 12.4 77.7

      Sub Total   4.2 95.8 5.5 94.5 12.4 87.6
Source: Field survey

Trade unions facilitate positive collective 
bargaining especially as a Voice of women which 
is considered as an important tool to empower 
women. Table 4.16 provides information regarding 

trade unions. It was observed that at all the levels 
in all the industries maximum percentage of the 
respondents reported that their organisation did 
not have the Trade Union.

Table 4.17: Annual Bonus (in %)
S. Industries Annual 

Bonus
Top Level Middle level Entry level

Female Male Female Male Female Male
1 Beauty Industry Yes 0.0 0.0 3.0 3.0 4.1 3.1

No 54.3 45.7 46.3 47.8 44.9 48.0
    Sub Total 54.3 45.7 49.3 50.7 49.0 51.0

2 Agriculture Industry Yes 1.4 0.0 3.2 0.0 4.5 0.0
No 29.6 69.0 54.0 42.9 59.1 36.4

    Sub Total 31.0 69.0 57.1 42.9 63.6 36.4
3 Hotel Industry Yes 12.5 0.0 0.0 3.7 3.6 1.2

No 37.5 50.0 37.0 59.3 48.5 46.7
    Sub Total 50.0 50.0 37.0 63.0 52.1 47.9

4 Construction Indus-
try

Yes 4.3 13.0 3.2 3.2 1.6 6.6
No 19.6 63.0 62.4 31.2 44.3 47.5

    Sub Total 23.9 76.1 65.6 34.4 45.9 54.1
5 Media Industry Yes 0.0 0.0 2.4 0.0 4.6 5.4

No 32.1 67.9 45.2 52.4 50.0 40.0
    Sub Total 32.1 67.9 47.6 52.4 54.6 45.4

6 Education Industry Yes 0.0 0.0 0.0 1.7 0.0 0.9
No 33.3 66.7 45.0 53.3 57.9 41.1

    Sub Total 33.3 66.7 45.0 55.0 57.9 42.1
7 Electronic Manufac-

turing Industry
Yes 25.0 25.0 8.3 0.0 0.6 1.3
No 0.0 50.0 30.6 61.1 53.2 44.9

    Sub Total 25.0 75.0 38.9 61.1 53.8 46.2
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8 Retail Industry Yes 66.7 33.3 23.1 38.5 11.4 17.4
No 0.0 0.0 7.7 30.8 39.7 31.5

    Sub Total 66.7 33.3 30.8 69.2 51.1 48.9
9 Transport Industry Yes 0.0 20.8 1.8 23.6 2.5 12.4

No 4.2 75.0 3.6 70.9 9.9 75.2
    Sub Total 4.2 95.8 5.5 94.5 12.4 87.6

Source: Field Survey
Table 4.17 illustrates information pertaining to the 
annual bonus. It is clearly visible that maximum 
percentage of the respondents at the entry level 
were not getting annual bonus in their organisation. 
At the middle level only in the retail industry 23.1 

% of females and 38.5 % of males were getting 
annual bonus. At the top level in the retail and 
the electronic manufacturing industry maximum 
percentage of the respondents were getting annual 
bonus.

Table 4.18: Attitude of the Employer towards Equal Remuneration Act, 1976 (In %)
S. 

No.
Industries Attitude of the employer 

towards *ERA
Top Level Middle level Entry level

Female Male Female Male Female Male
1 Beauty Industry Supportive 42.9 42.9 44.8 44.8 32.7 44.9

Unsupportive 2.9 0.0 0.0 1.5 0.0 1.0
Neutral 8.6 2.9 4.5 4.5 16.3 5.1

    Sub Total 54.3 45.7 49.3 50.7 49.0 51.0
2 Agriculture 

Industry
Supportive 5.6 5.6 11.1 4.8 12.1 9.1
Unsupportive 15.5 9.9 30.2 0.0 9.1 1.5
Neutral 9.9 53.5 15.9 38.1 42.4 25.8

    Sub Total 31.0 69.0 57.1 42.9 63.6 36.4
3 Hotel Industry Supportive 25.0 25.0 7.4 3.7 10.3 16.4

Unsupportive 12.5 0.0 7.4 7.4 7.9 11.5
Neutral 12.5 25.0 22.2 51.9 33.9 20.0

    Sub Total 50.0 50.0 37.0 63.0 52.1 47.9
4 Construction 

Industry
Supportive 6.5 17.4 6.5 1.1 4.9 0.0
Unsupportive 0.0 30.4 4.3 11.8 3.3 26.2
Neutral 17.4 28.3 54.8 21.5 37.7 27.9

    Sub Total 23.9 76.1 65.6 34.4 45.9 54.1
5 Media Industry Supportive 25.0 53.6 23.8 35.7 23.8 24.6

Unsupportive 0.0 3.6 2.4 2.4 5.4 4.6
Neutral 7.1 10.7 21.4 14.3 25.4 16.2

    Sub Total 32.1 67.9 47.6 52.4 54.6 45.4
6 Education 

Industry
Supportive 18.2 54.5 18.3 41.7 26.2 25.2
Unsupportive 6.1 3.0 10.0 1.7 4.7 3.7
Neutral 9.1 9.1 16.7 11.7 27.1 13.1

    Sub Total 33.3 66.7 45.0 55.0 57.9 42.1
7 Electronic 

Manufacturing 
Industry

Supportive 0.0 12.5 11.1 8.3 10.3 10.9
Unsupportive 0.0 12.5 5.6 11.1 11.5 5.8
Neutral 25.0 50.0 22.2 41.7 32.1 29.5

    Sub Total 25.0 75.0 38.9 61.1 53.8 46.2
8 Retail Industry Supportive 66.7 33.3 23.1 61.5 21.7 21.2

Unsupportive 0.0 0.0 7.7 0.0 18.5 13.6
Neutral 0.0 0.0 0.0 7.7 10.9 14.1

    Sub Total 66.7 33.3 30.8 69.2 51.1 48.9
9 Transport 

Industry
Supportive 4.2 25.0 0.0 27.3 2.5 38.0
Unsupportive 0.0 20.8 3.6 29.1 8.3 29.8
Neutral 0.0 50.0 1.8 38.2 1.7 19.8

    Sub Total 4.2 95.8 5.5 94.5 12.4 87.6
Source: Field survey		  *ERA- Equal Remuneration Act, 1976

Employer’s positive attitude towards the employees 
in any organisation plays a significant role in 
enhancing the productivity and it’s the smooth 
functioning. Table 4.18 illustrates the employer’s 
attitude towards ERA. At all the levels in the 
beauty industry maximum percentage of employer 
were supportive towards The Equal Remuneration 
Act, 1976. In the agriculture industry at all the level 
it was found that the maximum percentage of the 

employer were neutral towards ERA. 
At the entry level 26.2% of male respondents in the 
construction industry stated that their employer 
were unsupportive towards ERA.18.5% of females 
in the retail industry at the entry level, 30.2 % of the 
females in the agriculture industry at the middle 
level and 15.5% of females in agriculture industry 
at the top level stated that their employer was 
unsupportive towards ERA.
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Table 4.19: Paternity Maternity Leave Availed (In %)
S.No. Industries Paternity Materni-

ty Leave Availed
Top Level Middle level Entry level

Female Male Female Male Female Male
1 Beauty Industry Yes 0.0 0.0 3.0 0.0 2.0 0.0

No 54.3 45.7 46.3 50.7 46.9 51.0
    Sub Total 54.3 45.7 49.3 50.7 49.0 51.0
2 Agriculture Industry Yes 9.9 0.0 7.9 0.0 7.6 1.5

No 21.1 69.0 49.2 42.9 56.1 34.8
    Sub Total 31.0 69.0 57.1 42.9 63.6 36.4
3 Hotel Industry Yes 12.5 0.0 0.0 0.0 0.0 0.0

No 37.5 50.0 37.0 63.0 52.1 47.9
    Sub Total 50.0 50.0 37.0 63.0 52.1 47.9
4 Construction Industry Yes 4.3 0.0 22.6 0.0 11.5 0.0

No 19.6 76.1 43.0 34.4 34.4 54.1
    Sub Total 23.9 76.1 65.6 34.4 45.9 54.1
5 Media Industry Yes 0.0 7.1 0.0 7.1 0.0 0.8

No 32.1 60.7 47.6 45.2 54.6 44.6
    Sub Total 32.1 67.9 47.6 52.4 54.6 45.4
6 Education Industry Yes 0.0 0.0 0.0 0.0 0.0 2.8

No 33.3 66.7 45.0 55.0 57.9 39.3
    Sub Total 33.3 66.7 45.0 55.0 57.9 42.1
7 Electronic Manufac-

turing Industry
Yes 0.0 0.0 5.6 2.8 0.0 0.0
No 25.0 75.0 33.3 58.3 53.8 46.2

    Sub Total 25.0 75.0 38.9 61.1 53.8 46.2
8 Retail Industry Yes 0.0 0.0 0.0 0.0 0.5 0.0

No 66.7 33.3 30.8 69.2 50.5 48.9
    Sub Total 66.7 33.3 30.8 69.2 51.1 48.9
9 Transport Industry Yes 0.0 0.0 1.8 0.0 0.0 0.0

No 4.2 95.8 3.6 94.5 12.4 87.6
    Sub Total 4.2 95.8 5.5 94.5 12.4 87.6

Source: Field survey

Table 4.19 provides information related to maternity 
benefits. At the entry level maximum percentage of 
respondents did not availed maternity leave at their 
organisation. 11.5% of females in the construction 
industry availed maternity leave. At the middle 
level in the construction industry 22.6% of the 
females availed the maternity leaves. 

At the top level in 12.5% of the females in the hotel 
industry availed maternity leave. It depicts that at 
all the levels and among all the industries maximum 
percentage of the respondents did not availed any 
maternity / paternity leave in their organisation. 
Leave availed in the agriculture sector were unpaid 
in nature.

Table 4.20 (a): Crèche facility (in %)
S. 

No.
Industries Crèche 

facility
If yes, 

availed
Top Level Middle level Entry level

Female Male Female Male Female Male
1 Beauty Industry Yes Yes 0.0 0.0 1.5 0.0 1.0 0.0

No 0.0 0.0 0.0 0.0 0.0 0.0
No NA 54.3 45.7 47.8 50.7 48.0 51.0

      Sub Total 54.3 45.7 49.3 50.7 49.0 51.0
2 Agriculture 

Industry
Yes Yes 0.0 0.0 0.0 0.0 0.0 0.0

No 0.0 0.0 0.0 0.0 0.0 0.0
No NA 31.0 69.0 57.1 42.9 63.6 36.4

      Sub Total 31.0 69.0 57.1 42.9 63.6 36.4
3 Hotel Industry Yes Yes 0.0 0.0 0.0 0.0 0.0 0.0

No 0.0 0.0 0.0 0.0 0.0 0.0
No NA 50.0 50.0 37.0 63.0 52.1 47.9

      Sub Total 50.0 50.0 37.0 63.0 52.1 47.9
4 Construction 

Industry
Yes Yes 0.0 0.0 0.0 0.0 0.0 0.0

No 0.0 0.0 0.0 0.0 0.0 0.0
No NA 23.9 76.1 65.6 34.4 45.9 54.1

      Sub Total 23.9 76.1 65.6 34.4 45.9 54.1
5 Media Industry Yes Yes 0.0 0.0 0.0 0.0 0.0 0.0

No 0.0 0.0 0.0 0.0 0.0 0.0
No NA 32.1 67.9 47.6 52.4 54.6 45.4

      Sub Total 32.1 67.9 47.6 52.4 54.6 45.4
6 Education 

Industry
Yes Yes 0.0 0.0 0.0 0.0 0.0 3.7

No 0.0 0.0 0.0 1.7 0.0 0.0
No NA 33.3 66.7 45.0 53.3 57.9 38.3

      Sub Total 33.3 66.7 45.0 55.0 57.9 42.1
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7 Electronic 
Manufacturing 
Industry

Yes Yes 0.0 0.0 0.0 0.0 0.0 0.0
No 0.0 0.0 0.0 0.0 0.0 0.0

No NA 25.0 75.0 38.9 61.1 53.8 46.2
      Sub Total 25.0 75.0 38.9 61.1 53.8 46.2
8 Retail Industry Yes Yes 0.0 0.0 0.0 0.0 0.0 0.0

No 0.0 0.0 0.0 0.0 0.0 0.0
No NA 66.7 33.3 30.8 69.2 51.1 48.9

      Sub Total 66.7 33.3 30.8 69.2 51.1 48.9
9 Transport 

Industry
Yes Yes 0.0 0.0 0.0 0.0 0.0 0.0

No 0.0 0.0 0.0 0.0 0.0 0.0
No NA 4.2 95.8 5.5 94.5 12.4 87.6

      Sub Total 4.2 95.8 5.5 94.5 12.4 87.6
Source: Field survey 

Crèche facility is essential for women for availing 
breast-feeding break and taking care of their 
infants. Above Table  4.20 (a) provides information 
pertaining to the crèche facility. It shows that at the 

entry level maximum percentage of the respondents 
reported that their organisation did not have crèche 
facilities. 3.7% of the males in the education industry 
availed crèche facility at the entry level.

Table 4.20 (b): Request for providing the crèche facilities (in %)
S. 

No.
Industries Crèche 

facility
If no, did you 
ever ask your 

H.R.

Top Level Middle level Entry level
Female Male Female Male Female Male

1 Beauty Indus-
try

Yes NA 0.0 0.0 1.5 0.0 1.0 0.0
No Yes 0.0 0.0 1.5 0.0 2.0 0.0

No 54.3 45.7 46.3 50.7 45.9 51.0
    Sub total   54.3 45.7 49.3 50.7 49.0 51.0
2 Agriculture 

Industry
Yes NA 0.0 0.0 0.0 0.0 0.0 0.0
No Yes 2.8 0.0 0.0 0.0 4.5 0.0

No 28.2 69.0 57.1 42.9 59.1 36.4
    Sub total   31.0 69.0 57.1 42.9 63.6 36.4
3 Hotel Industry Yes NA 0.0 0.0 0.0 0.0 0.0 0.0

No Yes 0.0 0.0 3.7 0.0 1.8 0.0
No 50.0 50.0 33.3 63.0 50.3 47.9

    Sub total   50.0 50.0 37.0 63.0 52.1 47.9
4 Construction 

Industry
Yes NA 0.0 0.0 0.0 0.0 0.0 0.0
No Yes 0.0 0.0 4.3 0.0 3.3 0.0

No 23.9 76.1 61.3 34.4 42.6 54.1
    Sub total   23.9 76.1 65.6 34.4 45.9 54.1
5 Media Industry Yes NA 0.0 0.0 0.0 0.0 0.0 0.0

No Yes 0.0 0.0 4.8 0.0 2.3 0.0
No 32.1 67.9 42.9 52.4 52.3 45.4

    Sub total   32.1 67.9 47.6 52.4 54.6 45.4
6 Education 

Industry
Yes NA 0.0 0.0 0.0 1.7 0.0 3.7
No Yes 0.0 0.0 1.7 0.0 1.9 0.0

No 33.3 66.7 43.3 53.3 56.1 38.3
    Sub total   33.3 66.7 45.0 55.0 57.9 42.1
7 Electronic 

Manufacturing 
Industry

Yes NA 0.0 0.0 0.0 0.0 0.0 0.0
No Yes 0.0 0.0 0.0 0.0 1.9 0.0

No 25.0 75.0 38.9 61.1 51.9 46.2
    Sub total   25.0 75.0 38.9 61.1 53.8 46.2
8 Retail Industry	 Yes NA 0.0 0.0 0.0 0.0 0.0 0.0

No Yes 0.0 0.0 0.0 0.0 1.6 0.0
No 66.7 33.3 30.8 69.2 49.5 48.9

    Sub total   66.7 33.3 30.8 69.2 51.1 48.9
9 Transport 

Industry
Yes NA 0.0 0.0 0.0 0.0 0.0 0.0
No Yes 0.0 0.0 0.0 0.0 0.0 0.0

No 4.2 95.8 5.5 94.5 12.4 87.6
    Sub total   4.2 95.8 5.5 94.5 12.4 87.6

Source: Field survey

Table 4.20 (b) provides information pertaining to 
the request for the crèche facilities. 

At all the levels maximum percentage of the 
respondents informed that their organisation did 

not have crèche facilities and they have never 
requested the employer or H.R for the same. 
Sensitization on significance of the crèche provision 
needs to be strengthened further.



Chapter – 5

Data Analysis: Employer’s Perspective

The present chapter provides information 
pertaining to the sample size of the employer. In 
the construction Industry 13 males, in the media 
Industry 5 males and 1 female, in the retail Industry 
1 male, in the education Industry 13 males and 1 
female, in the agriculture Industry 11 males, in the 
electronic manufacturing Industry 7 males and 2 

females, in the transport Industry 20 males, in the 
beauty industry 26 males and 1 female, and in the 
hotel Industry 7 males and 2 females employer 
were surveyed. This shows that in all the Industries 
surveyed maximum number of employer’s were 
males. The chapter Provide glimpse of women 
employer at the top decision making post.

Table 5.1: Age distributions of the employer (in %)

S. 
No.

Industries Male Female
Age group in Years Age group in Years

20-30 31-40 41-50 51-60 20-30 31-40 41-50 51-60
1 Construction Industry 0.0 38.5 53.8 7.7 0.0 0.0 0.0 0.0
2 Media Industry 0.0 50.0 33.3 0.0 0.0 16.7 0.0 0.0
3 Retail Industry 0.0 33.3 0.0 0.0 0.0 66.7 0.0 0.0
4 Education Industry 0.0 42.9 50.0 0.0 0.0 7.1 0.0 0.0
5 Agriculture Industry 0.0 18.2 63.6 18.2 0.0 0.0 0.0 0.0
6 Electronic Industry 11.1 44.4 22.2 0.0 11.1 11.1 0.0 0.0
7 Transport Industry 5.0 25.0 65.0 5.0 0.0 0.0 0.0 0.0
8 Beauty Industry 7.4 63.0 18.5 7.4 0.0 3.7 0.0 0.0
9 Hotel Industry 33.3 33.3 11.1 0.0 0.0 22.2 0.0 0.0

  Total in % 6.3 38.7 35.3 4.3 1.2 14.2 0.0 0.0
Source – Field Survey 

Table 5.1 provides age distribution of the employer. 
It shows that in all the Industries maximum 
percentage of the respondents were male 
employers and very few were female employers. 
It also shows that maximum percentage of the 
respondents were between 31-40 age groups. 
This depicts that with age the position in the 

organisation also gets skewed, this result is less 
appointments at the top level may be due to less 
number of vacancies. Due to patriarchal mind 
set women often gets sideline. Between 51-60 
age groups only 4.3% of the males were working 
as an employer and no women was holding the 
employer position in all the Industries.  

Table 5.2: Sex wise distribution of the employers in the different industries (in %) 

S. No. Industries Male Female
1 Construction Industry 100.0 0.0
2 Media Industry 83.3 16.7
3 Retail Industry 33.3 66.7
4 Education Industry 92.9 7.1
5 Agriculture Industry 100.0 0.0
6 Electronic  Industry 77.8 22.2
7 Transport Industry 100.0 0.0
8 Beauty Industry 96.3 3.7
9 Hotel Industry 77.8 22.2

Source – Field Survey 
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Graph 5.2: Sex wise distribution of the employers in the different industries 

Table and graph 5.2 shows the distribution of 
male and female employers in different industries 
surveyed. It is clearly seen that percentage of the 
female employers are very less when compared 
to male employers in these industries. In the 
agriculture, construction and the transport 
industry not a single women was working as an 
employer. Agriculture and construction industry 
have majority of women employees. In order to 
understand women specific needs, it is important 
to have women employer in these industries 

as well. This can happen with provision of 
enabling environment for women in among these 
industries and also changing stereotype mind set 
existing in our society via specific educational 
opportunities in these areas. 

Transport industry requires special attention as 
many women travel is restricted during night due 
to safety issues, especially the travel connected via 
road. It is important to recruit more women in the 
transport industry.

Table 5.3: Nature of the human resources (in %)

S. 
No. 

Industries Permanent Temporary Contractual
Females Males Females Males Females Males

1 Construction Industry 1.9 14.9 17.4 27.7 13.6 24.5
2 Media Industry 7.3 6.1 33.0 42.1 6.1 5.4
3 Retail Industry 31.7 65.9 1.0 1.5 0.0 0.0
4 Education Industry 1.8 2.5 41.7 50.5 1.7 1.8
5 Agriculture Industry 4.2 7.2 16.3 18.7 25.3 28.3
6 Electronic Industry 19.0 40.7 6.3 14.7 3.1 16.2
7 Transport Industry 0.7 16.9 2.5 36.2 3.8 40.0
8 Beauty Industry 13.8 16.4 28.8 36.3 1.4 3.2
9 Hotel Industry 10.0 52.3 2.4 13.9 5.0 16.3

  Total in % 10.1 24.8 16.6 26.8 6.7 15.1
Source – Field Survey

Table 5.3 Provides information pertaining to 
nature of human resources. It is noted that 
percentage of female employers in all the 
Industries were very less compared to male 
employers. In each category male’s percentage 
was higher than the females. It also depicts 

that females faced more discrimination due 
to less employment opportunities at the time 
of recruitment itself. We also tried to capture 
information pertaining to transgender but we 
could not find any. 

Source: Table 5.2
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Table 5.4: Awareness about ERA among  
employers (in %)

S. No. Industries Awareness ERA
Yes No

1 Construction Industry 69.2 30.8
2 Media Industry 83.3 16.7
3 Retail Industry 66.7 33.3
4 Education Industry 100.0 0.0
5 Agriculture Industry 54.5 45.5
6 Electronic Industry 55.6 44.4
7 Transport Industry 80.0 20.0
8 Beauty Industry 48.1 51.9
9 Hotel Industry 77.8 22.2

  Total in % 70.6 29.4
Source – Field Survey	 ERA – Equal Remuneration Act

Table 5.4 illustrates information pertaining to 
the awareness regarding ERA. It shows that 
maximum percentage of the respondents were 
aware about The Equal Remuneration Act, 1976, 
Maximum percentage of the respondents 51.9% 
in the beauty Industry were not aware about The 
Equal Remuneration Act. Need is felt to generate 
awareness programs about the Act in all the 
Industries except the education Industry.

Table 5.5: Implementation of all the components of  
ERA in the organization (in %)

S. 
No. 

Industries Implementation 
of ERA

Yes No
1 Construction Industry 100.0 0.0
2 Media Industry 100.0 0.0
3 Retail Industry 100.0 0.0
4 Education Industry 100.0 0.0
5 Agriculture Industry 81.8 18.2
6 Electronic Industry 100.0 0.0
7 Transport Industry 95.0 5.0
8 Beauty Industry 100.0 0.0
9 Hotel Industry 77.8 22.2

  Total in % 95.0 5.0
Source – Field Survey	 ERA – Equal Remuneration Act

Table 5.5 shows that among those who were 
aware about ERA, 18.2% of the respondents in the 
agriculture and 5% in the transport industry and 
22.2% in the Beauty industry were not implementing 
this Act. The Equal Remuneration Act, 1976 is not 
only for the equal wages for equal work but also 
restrict the discrimination made on the basis of sex 
at the time of recruitment. The respondents were 
following the equal wages portion to the same 
extent but they need to also focus on recruitment 
opportunities.

Table 5.6: Maintained Register in the organisation 
according to ERA (in %)

S. 
No.

Industries Maintained register 
in the organization 
according to ERA

Yes No
1 Construction Industry 84.6 15.4
2 Media Industry 100.0 0.0
3 Retail Industry 66.7 33.3
4 Education Industry 71.4 28.6
5 Agriculture Industry 45.5 54.5
6 Electronic Industry 100.0 0.0
7 Transport Industry 55.0 45.0
8 Beauty Industry 25.9 74.1
9 Hotel Industry 77.8 22.2

  Total in % 69.7 30.3
Source – Field Survey	 ERA – Equal Remuneration Act

Table 5.6 shows that maximum percentage of 
the respondents were maintaining the register 
regarding the employee’s information in their 
organisation according to form D of the Equal 
remuneration rules 1976. But this form has 
limitation in terms of capturing information 
pertaining to training, promotion and transfer 
opportunities.

Table 5.7: Equal pay policies inserted in the 
recruitment process (in %)

S. 
No.

Industries Equal pay policies 
inserted in the 

Recruitment process
Yes No

1 Construction 
Industry

84.6 15.4

2 Media Industry 100.0 0.0
3 Retail Industry 100.0 0.0
4 Education Industry 100.0 0.0
5 Agriculture 

Industry
72.7 27.3

6 Electronic Industry 100.0 0.0
7 Transport Industry 90.0 10.0
8 Beauty Industry 88.9 11.1
9 Hotel Industry 77.8 22.2

  Total in % 90.4 9.6
Source – Field Survey

Table 5.7 provides information pertaining to equal 
work policy among those who were aware of ERA. 
It is depicted that in all the Industries maximum 
percentage of the respondents inserted equal pay 
for equal work policy in their organisation. In 
the construction 15.4%, in agriculture 27.3%, in 
transport industry 10%, in beauty 11.1% and in 
the Hotel 22.2% industry of respondents reported 
that they don’t have policy of equal pay for equal 
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work in their organisation. In the media, Retail, 
Education and the electronic Industry maximum 
percentage of the respondents reported, that they 
have equal pay for equal work policy. Robust 
awareness need to generate through training and 
advertisement.

Table 5.8: Wages gap (in %)

S. 
No.

Industries Wages Gap
Yes No

1 Construction Industry 23.1 76.9
2 Media Industry 33.3 66.7
3 Retail Industry 0.0 100.0
4 Education Industry 7.1 92.9
5 Agriculture Industry 9.1 90.9
6 Electronic Industry 88.9 11.1
7 Transport Industry 10.0 90.0
8 Beauty Industry 3.7 96.3
9 Hotel Industry 33.3 66.7

  Total in % 23.2 76.8
Source – Field Survey

Table 5.8 illustrates that in the construction, media, 
retail, education, beauty, transport, agriculture 
and hotel Industry maximum percentage of the 
respondents reported that they were providing 
equal wages to both male and female employees. 
But in the Electronics Industry 88.9% of respondents 
reported that they are not providing equal pay and 
bonus to their male and female employees in their 
organisations.

Table 5.9: Grievance redressal system (in %)

S. 
No.

Industry Grievance 
redressal system 

Yes No
1 Construction Industry 92.3 7.7
2 Media Industry 83.3 16.7
3 Retail Industry 100.0 0.0
4 Education Industry 85.7 14.3
5 Agriculture Industry 63.6 36.4
6 Electronic Industry 100.0 0.0
7 Transport Industry 70.0 30.0
8 Beauty Industry 88.9 11.1
9 Hotel Industry 66.7 33.3

  Total in % 83.4 16.6
Source – Field Survey

Table 5.9 provides information pertaining to the 
grievance Redressal system. In all the Industries 
maximum percentage of the respondents were 
having grievance redressal system for registering 
complaint in their organisation. This is contradictory 
to the response from the employees who said that 
in their organisation they don’t have grievance 

redressal system. It shows that respondents were 
not providing awareness to their employees. Digital 
awareness may be considered for trickledown 
effect.

Table 5.10: Job Evaluation Scheme (in %)

S. 
No.

Industries Job evaluation 
scheme

Yes No
1 Construction Industry 76.9 23.1
2 Media Industry 100.0 0.0
3 Retail Industry 66.7 33.3
4 Education Industry 71.4 28.6
5 Agriculture Industry 63.6 36.4
6 Electronic Industry 100.0 0.0
7 Transport Industry 65.0 35.0
8 Beauty Industry 18.5 81.5
9 Hotel Industry 77.8 22.2

  Total in % 71.1 28.9
Source – Field Survey

Table 5.10 describes that in all the Industries 
maximum percentage of the respondents reported 
that their organisations have job evaluation scheme 
but in the beauty Industry only 18.5% of the 
respondents reported that they have job evaluation 
scheme and 8.15% respondents reported that they 
don’t have job evaluation scheme.

Table 5.11: Maternity leave provision as per 
Maternity Benefit (Amendment) Act, 2017(in %)

S. 
No.

Industries Providing 
Maternity leave 

as per  Maternity 
Benefit Act 2017

Yes No
1 Construction Industry 46.2 53.8
2 Media Industry 33.3 66.7
3 Retail Industry 33.3 66.7
4 Education Industry 35.7 64.3
5 Agriculture Industry 72.7 27.3
6 Electronic Industry 0.0 100.0
7 Transport Industry 35.0 65.0
8 Beauty Industry 0.0 100.0
9 Hotel Industry 44.4 55.6

  Total in % 33.4 66.6
Source – Field Survey

Table 5.11 shows that in all the Industries maximum 
percentage of the respondents were not providing 
the maternity benefits as per maternity benefits 
(amendment) Act 2017. In the Electronic and 
beauty Industry not a single respondents provided 
maternity benefits to their female employees.



Chapter 6

Data Analysis: NGO’s / Trade Unions / Advocates Perspective

This chapter provides information about NGO’s 
/ Advocates, Trade Unions and the Labour 
Administrations perspective regarding the 

implementation of The Equal Remuneration Act, 
1976. Data was collected through field survey from 
the 12 NGO’s and 43 Labour Administrators. 

Table 6.1: Organisations working on the matter pertaining to ERA (in %)

S. No. Respondents Working in the matter pertaining to ERA
1 NGO 1 0.0 0.0 8.3 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0
2 NGO 2 0.0 0.0 0.0 8.3 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0
3 NGO 3 0.0 0.0 0.0 0.0 0.0 0.0 8.3 0.0 0.0 0.0 0.0 0.0
4 NGO 4 0.0 8.3 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0
5 NGO 5 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 8.3 0.0
6 NGO 6 8.3 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0
7 NGO 7 0.0 0.0 0.0 0.0 0.0 8.3 0.0 0.0 0.0 0.0 0.0 0.0
8 NGO 8 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 8.3
9 NGO 9 0.0 0.0 0.0 0.0 0.0 0.0 0.0 8.3 0.0 0.0 0.0 0.0
10 NGO 10 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 8.3 0.0 0.0
11 NGO 11 0.0 0.0 0.0 0.0 8.3 0.0 0.0 0.0 0.0 0.0 0.0 0.0
12 NGO 12 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 8.3 0.0 0.0 0.0

Source - field survey 	 ERA- Equal Remuneration Act

Table 6.1 shows NGO’s which were working on 
matter pertaining to The Equal Remuneration Act. 

Table 6.2: NGO’s working on the matters relating 
to women workers (in %)

S. 
No.

Respondents Currently 
working with 

matters relating to 
women workers

Total 
Response

Yes No
1 NGO 1 8.3 0.0 8.3
2 NGO 2 8.3 0.0 8.3
3 NGO 3 8.3 0.0 8.3
4 NGO 4 8.3 0.0 8.3
5 NGO 5 8.3 0.0 8.3
6 NGO 6 8.3 0.0 8.3
7 NGO 7 8.3 0.0 8.3
8 NGO 8 0.0 8.3 8.3
9 NGO 9 8.3 0.0 8.3
10 NGO 10 8.3 0.0 8.3
11 NGO 11 8.3 0.0 8.3
12 NGO 12 0.0 8.3 8.3

  Total in % 83.3 16.7 100.0
Source - field survey 	 ERA- Equal Remuneration Act

Table 6.2 shows that maximum percentage of the 
respondents were working on matter pertaining to 
women workers.

Table 6.3: ERA awareness (in %)
S. 

No.
Respondents Awareness about ERA

Yes No Total 
Yes+No

1 NGO 1 8.3 0.0 8.3
2 NGO 2 0.0 8.3 8.3

3 NGO 3 8.3 0.0 8.3
4 NGO 4 8.3 0.0 8.3
5 NGO 5 8.3 0.0 8.3
6 NGO 6 8.3 0.0 8.3
7 NGO 7 8.3 0.0 8.3
8 NGO 8 8.3 0.0 8.3
9 NGO 9 0.0 8.3 8.3
10 NGO 10 8.3 0.0 8.3
11 NGO 11 8.3 0.0 8.3
12 NGO 12 8.3 0.0 8.3

  Total in % 83.3 16.7 100.0
Source - field survey 	 ERA- Equal Remuneration Act

Table 6.3 shows that maximum percentage of 
the respondents were aware about The Equal 
Remuneration Act, 1976.

Table 6.4: Initiative taken be NGO’s (in %)
S. 

No.
Respondents Initiative of the 

Government of India on 
ERA

Yes No Total 
Yes No

1 NGO 1 8.3 0.0 8.3
2 NGO 2 0.0 8.3 8.3
3 NGO 3 0.0 8.3 8.3
4 NGO 4 8.3 0.0 8.3
5 NGO 5 8.3 0.0 8.3
6 NGO 6 8.3 0.0 8.3
7 NGO 7 8.3 0.0 8.3
8 NGO 8 0.0 8.3 8.3
9 NGO 9 0.0 8.3 8.3

10 NGO 10 0.0 8.3 8.3
11 NGO 11 0.0 8.3 8.3
12 NGO 12 0.0 8.3 8.3

  Total in % 41.7 58.3 100.0
Source - field survey 	 ERA- Equal Remuneration Act
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Labour Administrator’s Perspective 

Table 6.5: Number of the Labour Administrators (in %)
S. 

No.
Post Jurisdiction State & Location

Delhi T.N J&K Ponddi
cherry

U P M.P. U.K Gujarat kerala W.B chattish-
garh

Jhar-
khand

Tamil-
nadu

1 ALO Agra 0.0 0.0 0.0 0.0 5.6 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0
AWB Delhi Cantt. 5.6 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0
Bareily 0.0 0.0 0.0 0.0 5.6 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0
Birbhum 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 5.6 0.0 0.0 0.0
Central 5.6 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0
Chattisgarh 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 5.6 0.0 0.0
Dist. Kulgam 0.0 0.0 5.6 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0
Fatehpur 0.0 0.0 0.0 0.0 5.6 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0
G B Nagar 0.0 0.0 0.0 0.0 5.6 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0
GZB 0.0 0.0 0.0 0.0 5.6 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0
Hazaribagh 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 5.6 0.0
Jaunpur 0.0 0.0 0.0 0.0 5.6 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0
Kanpur 0.0 0.0 0.0 0.0 5.6 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0
Karaikal 0.0 0.0 0.0 11.1 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0
Kolkata M. Corp. 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 5.6 0.0 0.0 0.0
Meerut 0.0 0.0 0.0 0.0 11.1 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0

2 DCL Chennai 0.0 50.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 50.0
3 GLO Gujarat 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 0.0 0.0 0.0 0.0 0.0
4 IO Noida 0.0 0.0 0.0 0.0 100.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0
5 Ins. 

O
East &Noth East 
District

0.0 0.0 0.0 0.0 100.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0

6 LO Kolkata M. Corp. 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 0.0 0.0 0.0
7 LEO Amethi 0.0 0.0 0.0 0.0 5.3 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0

Balrampur 0.0 0.0 0.0 0.0 5.3 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0
Bhadoi 0.0 0.0 0.0 0.0 5.3 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0
Central 5.3 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0
Dept. of UP 0.0 0.0 0.0 0.0 5.3 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0
G B Nagar 0.0 0.0 0.0 0.0 10.5 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0
Haldwani 0.0 0.0 0.0 0.0 0.0 0.0 10.5 0.0 0.0 0.0 0.0 0.0 0.0
Kushi Nagar 0.0 0.0 0.0 0.0 5.3 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0
Madhya pradesh 0.0 0.0 0.0 0.0 0.0 10.5 0.0 0.0 0.0 0.0 0.0 0.0 0.0
Meerut 0.0 0.0 0.0 0.0 5.3 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0
Mirzapur 0.0 0.0 0.0 0.0 5.3 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0
Noida 0.0 0.0 0.0 0.0 10.5 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0
Pratapgarh 0.0 0.0 0.0 0.0 5.3 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0
Prayagraj 0.0 0.0 0.0 0.0 5.3 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0
Varanasi 0.0 0.0 0.0 0.0 5.3 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0

    Total in % 2.3 7.1 0.8 1.6 46.2 1.5 1.5 14.3 0.0 15.9 0.8 0.8 7.1
Source- Field Survey	� ALO- Assistant Labour Officer	 DCL-Deputy Commissioner of Labour	GLO-Government Labour Officer
	� IO-Impacting Officer	 Ins. O-Inspecting Officer   LO-Labour Commissioner    LEO-Labour Enforcement Officer

Table 6.5 depicts information pertaining to the 
respondents from different regions. It was found 
that maximum percentage of the respondents were 
on Labour Enforcement post. Above information 
was collected in the workshop on “The Equal 
Remuneration Act, 1976 Identifying the Affirmative 
Initiative & Challenges in the Implementation 
of The Equal Remuneration Act” and Training 
Programs on “labour laws reforms with focus on 
contract labour Management”. 

Table 6.6: Currently working with laws relating to 
women workers (in %)

S. 
No.

Designation Currently working 
with laws relating 
to women workers.

Yes No
1 Assistant Labour 

Commissioner
72.2 27.8

2 Deputy  Labour 
Commissioner 

0.0 100.0

Table 6.4 depicts that though maximum 
percentage of the respondents were working on 
the matter pertaining to women and knew about 

The Equal Remuneration Act, 1976 still took no 
efforts  to implement the ERA.
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3 Chief Labour Officer 100.0 0.0
4 Assistant Inspecting 

Officer
100.0 0.0

5 Inspecting Officer 100.0 0.0
6 Labour Commissioner 0.0 100.0
7 Labour Enforcement 

Officer
36.8 63.2

  Total in % 58.44 41.56
Source- Field Survey

Table 6.6 shows that maximum percentage of the 
respondents were working on laws related to 
women workers and were looking into the matter 
pertaining to the women laws.

Table 6.7: Average annual number of inspections in 
the previous five years (in %)

S. 
No.

Designation Inspections

1 Assistant Labour 
Commissioner

18 5.6
5600 5.6
5700 5.6
750 5.6
NA 5.6
No 11.1
No Response 61.1

2 Deputy Labour 
Commissioner 

No Response 100.0

3 Chief Labour Officer No Response 100.0
4 Assistant Inspecting 

Officer
NA 100.0

5 Inspecting Officer NA 100.0
6 Labour Commissioner No Response 100.0
7 Labour Enforcement 

Officer
10 10.5
3 5.3
5 5.3
80 5.3
NA 5.3
No Response 68.4

    Total in % 100.0
Source- Field Survey	 NA-Not Applicable

Table 6.7 describes that maximum percentage of the 
respondents have not given any response on number 
of inspection they have conducted in the previous 
five years. Assistant Labour Commissioner from 
different region have conducted 5600 inspectors in 
previous 5 years. 10% of the Labour Enforcement 
Officer have conducted inspection only 10 times in 
the previous 5 years.

Table 6.8: Average annual number of prosecutions 
in the previous five years (in %)

S. 
No.

Designation Prosecution initiated 

1 Assistant Labour 
Commissioner

10 5.6
5 5.6
NA 11.1
No 11.1
No Response 66.7

2 Deputy Commissioner 
of Labour

No Response 100.0

3 Chief Labour Officer 3 100.0
4 Assistant Inspecting 

Officer
NA 100.0

5 Inspecting Officer NA 100.0
6 Labour Commissioner No Response 100.0
7 Labour Enforcement 

Officer
NA 26.3
No Response 73.7

    Total in % 100.0
Source- Field Survey

Table 6.8 shows that maximum percentage of 
the respondents have not given any order of 
prosecution in previous five years. Among all the 
post only 5.6% ALC took prosecution initiative 
for 10 times in the previous 5 years. 

Table 6.9: Average percentage of convictions in the 
prosecution cases (in %)

S. 
No.

Designation convictions

1 Assistant Labour 
Commissioner

50 5.6
NA 11.1
No 11.1
No Response 72.2

2 Deputy Commissioner 
of Labour

No Response 100.0

3 Chief Labour Officer pending 100.0
4 Assistant Inspecting 

Officer
NA 100.0

5 Inspecting Officer NA 100.0
6 Labour Commissioner No Response 100.0
7 Labour Enforcement 

Officer
NA 26.3
No Response 73.7

    Total in % 100.0
Source- Field Survey	 NA-Not Applicable 

Table 6.9 shows that in previous 5 years only 5.6% 
cases got convicted under the prosecution cases 
category.

Table 6.10: Fine imposed by magistrates for 
violation of provisions under ERA (in %)

S. 
No.

Designation Fine Imposed 

1 Assistant Labour 
Commissioner

As per the 
Act

5.6

NA 11.1
No 11.1
No Response 72.2

2 Deputy Commissioner 
of Labour

As per the 
Act

50.0

No Response 50.0
3 Chief Labour Officer NA 100.0
4 Assistant Inspecting 

Officer
NA 100.0

5 Inspecting Officer NA 100.0
6 Labour Commissioner No Response 100.0
7 Labour Enforcement 

Officer
NA 26.3
No Response 73.7

    Total in % 100.0
Source- Field Survey	 NA-  Not  Appl i cab le 	
ERA- Equal Remuneration Act
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Table 6.10 illustrates that the majority of case’s 
magistrate has imposed fine for violation of 

Table. 6.11: Steps taken by labour officials for creating awareness regarding implementation of E.R.A (in %)
S. No. Designation Awareness regarding implementation of E.R.A Count

1 Assistant Labour 
Commissioner

Conducting workshop and awareness camps. 5.6
During inspection the employer will be instructed to 
make any discrimination against the women workers on 
payment of wages in the same nature of work.

5.6

Inform & created awareness among industrial associations 
and labour unions about the same.

5.6

NA 5.6
No 5.6
No Response 44.4
Organising Classes/ meeting to create awareness. 5.6
Pemplates and News paper 5.6
To provide information to trade unions and workers 
union during the meetings and seminars.

5.6

Updation in the citizen charter of the official website. 
Displayed in the notice board regarding acts dealed by the 
authenties. Grievance redressal cell.

5.6

Workshops/ Seminars, periodical vanes at establishment 
level can help in creating awareness.

5.6

2 Deputy Commissioner of 
Labour

No Response 100.0

3 Chief Labour Officer No Response 100.0
4 Assistant Inspecting Officer NA 100.0
5 Inspecting Officer NA 100.0
6 Labour Commissioner No Response 100.0
7 Labour Enforcement Officer A meeting was conducted with employer association to 

aware them about provisions of various acts including 
The Equal Remuneration Act, 1976

5.3

NA 10.5
No Response 5.3
No Response 78.9

    Total in % 100.0
Source- Field Survey	 NA- Not Applicable	 ERA- Equal Remuneration Act

Table 6.11 shows that maximum percentage of the 
respondents have not reported regarding spreading 
awareness pertaining to ERA provisions. They 
were reluctant to share this information.

Table 6.12: Women employee terminated for 
demanding Equal Remuneration (in %)

S. 
No.

Designation Women employee 
was terminated for 
demanding Equal 

Remuneration 
yes No

1 Assistant Labour 
Commissioner

5.6 94.4

2 Deputy Commissioner 
of Labour

0.0 100.0

3 Chief Labour Officer 0.0 100.0
4 Assistant Inspecting 

Officer
0.0 100.0

5 Inspecting Officer 0.0 100.0

6 Labour Commissioner 0.0 100.0
7 Labour Enforcement 

Officer
0.0 100.0

  Total in % 0.8 99.2
Source- Field Survey	 ERA- Equal Remuneration Act

Table 6.12 shows that majority of the women were 
not terminated for demanding equal remuneration, 
only 5.6% of Assistant Labour Commissioner 
reported that women were terminated, on this 
ground.

Table 6.13: Implement action of the provisions as 
per The Equal Remuneration Act (in %)

S. 
No.

Designation Implements of 
provisions as per 

E.R.A
Yes No NA

1 Assistant Labour 
Commissioner

22.2 27.8 50.0

provision under The Equal Remuneration 
Act.
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2 Deputy Commissioner 
of Labour

0.0 0.0 100.0

3 Chief Labour Officer 0.0 100.0 0.0
4 Assistant Inspecting 

Officer
0.0 0.0 100.0

5 Inspecting Officer 0.0 0.0 100.0
6 Labour Commissioner 100.0 0.0 0.0
7 Labour Enforcement 

Officer
10.5 31.6 57.9

  Total in % 19.0 22.8 58.3
Source- Field Survey	 ERA- Equal Remuneration Act

Table 6.13 shows that maximum percentage 
of the respondents reported that this question 
is not applicable, 22.2% of Assistant Labour 
Commissioner reported Yes and 27.8% reported 
No regarding the implementation of the 
provisions pertaining to ERA. Only 10.5% of 
Labour Enforcement Officer reported yes and 
31.6% reported No. Maximum percentage of the 
respondents were of the opinion that there was 
loop hole in the implementation of the provisions 
of The Equal Remuneration Act, 1976.

Table 6.14: Employers attitude towards implementation of ERA (in %)

S. No. Designation Employers attitude towards implementation 
of ERA

Supportive Neutral Unsupportive
1 Assistant Labour Commissioner 38.9 50.0 11.1
2 Deputy Commissioner of Labour 0.0 100.0 0.0
3 Chief Labour Officer 100.0 0.0 0.0
4 Assistant Inspecting Officer 0.0 0.0 100.0
5 Inspecting Officer 0.0 0.0 100.0
6 Labour Commissioner 0.0 100.0 0.0
7 Labour Enforcement Officer 36.8 36.8 26.3

  Total in % 25.1 41.0 33.9
Source- Field Survey	 NA- Not Applicable 	 ERA- Equal Remuneration Act

Table 6.14 shows that maximum percentage 
of the respondents found that employers have 

Table 6.15: Vulnerable area & industry which require immediate  
intervention and enforcement of ERA (in %)

S. 
No.

Designation Vulnerable area & industry which require immediate  
intervention and enforcement of ERA

Agricul-
ture, Con-
struction, 
Entertain-

ment

Con-
struc-
tion 

industry

Garment 
manu-
facture

Industry

Hand-
loom 

indus-
try

Home
made 
indus-

try

Loading and 
Unloading, 

Construction 
Agriculture.

No Re-
sponse

Private 
education-
al institute 

in rural 
areas.

Unorga-
nized & 
Unreg-
istered 

industry
1 Assistant Labour 

Commissioner
5.6 5.6 0.0 5.6 5.6 5.6 55.6 5.6 11.1

2 Deputy Commis-
sioner of Labour

0.0 0.0 0.0 0.0 0.0 0.0 100.0 0.0 0.0

3 Chief Labour Of-
ficer

0.0 0.0 0.0 0.0 0.0 0.0 100.0 0.0 0.0

4 Assistant Inspect-
ing Officer

0.0 100.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0

5 Inspecting Officer 0.0 0.0 100.0 0.0 0.0 0.0 0.0 0.0 0.0
6 Labour Commis-

sioner
0.0 0.0 0.0 0.0 0.0 0.0 100.0 0.0 0.0

7 Labour Enforcement 
Officer

0.0 0.0 0.0 0.0 0.0 0.0 100.0 0.0 0.0

  Total in % 0.8 15.1 14.3 0.8 0.8 0.8 65.1 0.8 1.6
Source- Field Survey		  ERA- Equal Remuneration Act

unsupportive attitude towards the implementation 
of ERA.

Table 6.15 provides information pertaining to the 
vulnerable area and the industry which requires 
immediate intervention. Maximum percentage 
of the Assistant Labour Commissioners reported 
that agriculture, construction, handloom, 
homemade, education and un-organised sector 

requires immediate interventions, Inspecting 
Officer also suggested that construction Industry 
needs special attention. One of the Inspecting 
Officer suggested that garment manufacturing 
industry’s needs, to be closely examined and 
monitored.



Chapter 7

Model for Implementation of “The Equal Remuneration Act, 1976”

Model for reducing Gender Pay Gap 

 

Through maximum percentage of the respondents 
reported that they were getting equal wages 
for similar nature of work, but data reveals that 
maximum percentage of female respondents were 
earning less than the male counterpart for similar 
nature of work despite being equally skilled and 
qualified. Still the gender pay gap exist in India 
especially in the unorganised sector and we all 
know that 80% of females are working in the 
unorganised sector. Field data also depicts that in 
most of the organisation number of male employees 
are more compared to the female employees. This 
shows that female’s get less opportunity at the 
time of recruitment itself. India, as compared to 
the world standards has a dismissal record of 
participation of women in the labour market.  17% 
contribution of women towards GDP is one of the 

lowest in the world. Our aspiration to become a 
‘Five Trillion Dollar Economy by the year 2022’ 
can only be achieved by significantly improving 
this figure. Furthermore, for a sustained growth 
our citizen needs to be integrated meaningfully. 
The foremost requirement therefore, is that 
the concern stakeholders like Government, 
organisations/employers, trade union leaders and 
women themselves synergies collectively. They all 
play a very significant role in the implantation of 
The Equal Remuneration Act, 1976. Together they 
can solve the challenge and strengthen women 
participation in the labour market. It is the joint 
responsibility of the stakeholders to collectively 
contribute towards this noble intention of the 
policymaker’s.
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Government level Initiatives:-
•	 We have so many laws which are pro women 

but beneficiaries are not aware about these 
laws. Therefore, the Government can build 
small booklets on women’s rights and 
distribute in the rural and urban sectors 
through the district administration. 

•	 Online mode mechanism may be developed 
as a platform for women rights.

•	 Training should be organised for disseminating 
the information at grass root level.

•	 The Government can also consider building 
legal help camps in each district where women 
can resolve the matter and gain knowledge 
about the legal provisions.

•	 In the entire organisations Lok Adalat should 
be held every month.

•	 Mandatory internship for the law students 
through Lok Adalats both in the rural and 
urban area be advised by the bar council of 
India.

Employer level Initiatives:-
•	 At the time of financial auditing, legal 

auditing must be conducted by the public or 
private organisation, proficient in the subjects 
concerned.

•	 India is a sovereign state and our Government 
has provided certain rights to its citizen 

ensuring a sense of security and freedom. As 
a responsible citizen, we have to contribute 
towards nation building by rightfully 
performing our duties as an employer. Once 
we know about our rights we should spread 
awareness about the laws and Acts to the 
society.

Trade Union level Initiatives:-
•	 The right to collective bargaining goes along 

with a right to freedom of association workers 
and employers.

•	 More women must be provided conducive 
and enabling environment for the same 
participation in the trade union. Provision of 
top position for women in the national trade 
unions will automatically increase women 
chance’s to bargain with the employers.

Family level Initiatives:-
•	 Confidently filling cases against the injustice 

through raising generation equal.
•	 Gender equity starts from the home; if both 

the partner treat each other equally& share 
the household work together children will 
automatically learn significance of “Dignity to 
work” and parity in the system.

•	 Parents should treat their children justly. 
Workshop on parenting techniques may be 
considered. 



Chapter 8

Case Studies

Employee’s level Perspective in the Education 
and Beauty Industry 

Case 1: * Ram an employee of ABC college 
was working as an Assistant Professor in the 
engineering department. Despite being under 
qualified for the post of Assistant Professor, 
College offered him a job on low wages for some 
fixed duration of time and wages was given to 
him in cash. No proper record of the employee 
was maintained by the authority. (Source: Field 
Investigator)

Case 2:* Yamini a female worker in XYZ beauty 
industry is not getting the equal wages as compared 
to male counterpart even though  both are working 
on same position. The male is getting more wages 
because of overtime. She is also unaware about 
ERA Act and when we asked her to file a complaint 
against the employer in the labour department 
she refused to file a complaint because she was 
afraid that she might lose her job. . (Source: Field 
Investigator)

Case 3:* Education Industry is female dominating 
Industry because most of the women are bad 
bargainer and are satisfied in low wages because 
they think something is better than nothing. 
(Source: Field Investigator)

Case 4:* Rema an employee from ABC salon who 
is also working as beautician shared that in the 
beauty industry, the talent of a person is more 
important than his or her experience. In the beauty 
industry only talent matters and no discrimination 
is captured on the basis of sex. (Source: Field 
Investigator)

Case5: Neha, an employee from a salon who 
is working as makeup artist shared that since 
they belong to the unorganised sector, no 
social security provision existed them. If any 
person raises their voice against any injustice, 
the employer terminates them and recruit new 
person. Substitute is easily available in this 
industry.. (Source: Field Investigator)

Note: - Names of the respondents have been 
changed in order to maintain the confidentially.

ifjogu

fu;ksDrk ifjizs{;

(Employer level Perspective)

1-	 nychj flag ,d ifjogu daiuh esa fu;ksDrk ds #i 
es dk;kZjr gSa os dgrs gS fd ifjogu {ks= es “kq# ls 
gh iq#’k dk;Z djrs vk, gSa D;ksafd bl {ks= esa dk;Z 
fnu&jkr nksuksa le; gksrk gSa vkSj vius futh ;k 
xaUrFk LFkku ls dkQh nwj Hkh tkuk gksrk gS bl dkj.k 
ls efgyk,s lqj{kk dk vHkko eglwl djrh gSaSA blh 
dkj.k ifjogu es efgyk,s cgqr de gSA (Source : 
Field Investigator)

2-	 vfHkuo Bkdqj ,d ifjogu daiuh es fu;ksDrk ds #i 
esa dk;kZjr~ gSa os dgrs gS fd ifjogu {ks= vc fnu 
izfrfnu fodkl dj jgk gS vkSj /khjs&/khjs cM+s “kgjks es 
efgyk,s Hkh vc bl dk;Z ds tqM+ jgh gSaA ijUrq dqN 
daiuh gS tks dsoy efgyk,ssa ds fy, gh dk;Z djrs gS 
rks og efgyk pkyd dks dke ij j[krs gS ij budh 
la[;k cgqr de gSaA (Source : Field Investigator)

3-	 lfjrk mez 29 o’kZ fiNys 6 o’kZ ls d̀f’k {ks= ls tqM+h gqbZ 
gSaA og ,d ?kVuk ds ckjs eas dgrh gS tc og xHkZorh 
थी] og vius ekfyd ls xHkkZoLFkk dh NqV~Vh ek¡xrh gSa 
rks ekfyd dgrk gS fd Bhd gS rqe NqV~Vh ys yks ijUrq 
NqV~Vh ds vof/k esa osru ugh afeysxkA

4-	 xHkkZoLrk dh NqV~Vh ds ckn vkus ij tc eSus dke 
“kq# fd;k rc vius 3 eghus ds f”k”kq dks ?kj ij gh 
NksM+ dj vkrh Fkh D;ksafd d`f’k djrs le; f”k”kq dk 
/;ku j[kus fd O;oLFkk ugh FkhA (Source : Field 
Investigator)

	 uksV% xksiuf;rk cuk,¡ j[kus ds fy, mRrjnkrkvksa ds okLrfod 
uke cny fn;s x;sa gSaA

d`f"k {ks=

fu;ksDrk ifjizs{;

1-	 lrchj flag d`f’k {ks= esa fu;ksDrk dh Hkwfedk fuHkkrs gSa 
os dgrs gS fd d`f’k {ks= eas Je T;knkgS vkSj vkenuh 
de gS D;ksafd izkd`frd vkink dk iw.kZ #i ls izHkko 
d`f’k ij iM+rk gS ftl dkj.k ykxr ds vuqlkj 
vkenuh ugha gks ikrh blh dkj.k ge Hkh de osru es 
dk;Z djkrs gSA (Source : Field Investigator)
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2-	 lat; feJk d`f’k {ks= es fu;ksDrk ds #i es dk;Z djrs 
gS ;s viuh gh t+ehu ij [ksrh dj jgs gSA os dgrs 
gS] fd d`f’k {ks= es izkd`frd vkink ds dkj.k equkQk 
fudyuk dBhu gks tkrk gS ijarq tu ekSle vPNk gksrk 
gS rks equkQk Hkh gksrk gSA os dgrs gSa fd xk¡o es yksxksa 
ds chp tkx#drk ugh gksus ls os ljdkjh ;kstuk dk 
ykHk ugh ys ikrsA (Source : Field Investigator)

3-	 ljdkj dks yksxksa ds chp tkx#drk QSykus ij t+ksj 
nsuk pkfg,A (Source :Field Investigator)

	 uksV% xksiuf;rk cuk,¡ j[kus ds fy, mRrjnkrkvksa ds 
okLrfod uke cny fn;s x;sa gSaA

ifjogu

deZpkjh ifjizs{; 

1-	 vuoj mez 93 o’kZ okgu pkyd gSss ;s fiNys 8 o’kZ 
ls ;g dk;Z dj jgs gSA vuoj dgrs gS fd ifjogu 

Suggestions: 

Wages should be paid through online mode / Cheque.	

Overtime should not be encourage.	

Unions must be part of all the organisations.	

Continuous skill up-gradation training facilities must be encouraged in all the 	
organisations.
Robust grievance system needs to be developed for capturing the complaint in the 	
unorganised sector.
Encourage more women in the transport industry, crèche facilities and implementation 	
of Maternity Benefit Act needs to be implemented in sprit.
Wages should be paid as per the work in the agriculture sector.	

Subsidy provisions and training facilities for the famers need to be monitored. 	

Awareness on government schemes needs to done by the village Sarpanch/Head.	

Transport industry requires special security provisions existing in other industries.	

{ks= es vkidh osru vkids Je ij fu/kkZfjr gksrk 
gS vxj vki T;knk Je djsaxs rks vkidks osru 
T;knk feysxk ijarq vxj fdlh fnu vki dk;Z ugh 
djrs gS rks vkidks osru Hkh ugh feysxk exj vc 
Hkh dqN daifu;k¡ gSa tks vkidks ekfld vodk”k Hkh 
nsrs gSa vkSj vodk”k dk osru HkhA (Source :Field 
Investigator)

2-	 jes”k mez 29 o’kZ ifjogu esa okgu pkyd gSaA og 
dgrs gS fd os vc ,d e”kgqj ifjogu esa dk;Z djrs 
gS] bl laLFkk esa ekfld osru feyrk gS vkSj vf/
kd Je djus ij vfrfjDr osru Hkh feyrk gS ijarq 
izfrfnu ,d fu/kkZfjr y{; rd dk;Z djuk gksrk gSA 
(Source :Field Investigator)

	 uksV% xksiuf;rk cuk,¡ j[kus ds fy, mRrjnkrkvksa ds okLrfod 
uke cny fn;s x;sa gSaA



Chapter 9

Conclusion and Policy Recommendation
The first International Treaty i.e. the Charter of 
the United Nations Organisation expressed in its 
preamble a faith in “the dignity and worth of the 
human person” as well as “in the equal right of men 
and women”. It declared its firm determination to 
eliminate all forms of discrimination in order “to 
promote social progress and better standards of life”. 
However, more affirmation and declarations did not 
bring about a change. It requires a firm determination 
to break the castle of male dominance, change customs 
and traditions rooted in the belief of women being 
inferior. The term “equal pay for equal work” has 
its own historical significance. Historically speaking, 
equal pay for work of equal value has been a slogan 
of women’s movement. Equal pay laws, therefore, 
usually deal with sex-based discrimination in the pay 
scales of men and women doing the same work or equal 
work in the same organisation. For example, The Equal 
Remuneration Act, 1976 provides for the payment of 
equal remuneration to men and women workers and 
is meant to prevent discrimination on the ground of 
sex against women in matter of employment. The 
Equal Pay Act, 1970 and the Equal Pay (Amendment) 
Regulations, 1983 in United Kingdom are for a 
similar purpose. The same doctrine has also sought 
to protect disadvantaged groups against similar 
discrimination. Our laws are similar to those of U.K. 
doctrine or even wider to prevent discriminatory 
pay scales within organisations, which are owned 
by or instrumentality of the state. Provided, that the 
different pay scales that exist in one organisation, are 
applied to employees doing work of equal value, and 
there is no national explanation for the difference. 
The post-independence era has witnessed remarkable 
development in providing protection to working 
class by enacting labour legislation. The foremost and 
the most revolutionary document in this regard is 
the Constitution of India. The very Preamble of our 
Constitution strikes at the root of the problem when it 
speaks of “Security to all citizens of the India, equality 
of status and of opportunity as well as justice, social, 
economic and political.”
Part IV of the Indian Constitution, the Directive 
Principles of State Policy, lays out the goals guiding 
towards the work which the state must perform. One 
of these is contained in Clause (d) of Article 39, namely, 
“equal pay for equal work for men and women.” 
Over the years, it has become a principle of law used 
by the courts in India for purposes almost entirely 
unimagined by the framers of the Constitution. In 
1976, The Equal Remuneration Act was passed with 
the aim of providing equal remuneration to men and 
women workers and to prevent discrimination on the 
basis of gender in all matters relating to employment 
and employment opportunities. This legislation not 
only provides women a right to demand equal pay, 
but any inequality in the recruitment processes, 
job training, promotions, and transfers within the 
organisation can also be challenged under this Act.

Major Findings
▪	 At all the levels in the beauty, agriculture, 

construction and transport industry maximum 
percentage of the respondents were working 
in the unorganised sector. While in the hotel, 
media, electronic manufacturing, education 
and retail industry maximum percentage of the 
respondents were working in the organized 
sector. In the education industry it was found 
that more males were working in organised 
sector compare to the females.

▪	 Except education in all the industries maximum 
percentage of the respondents were not aware 
about The Equal Remuneration Act, 1976.

▪	 At all the levels maximum percentage of the 
respondents reported that they were receiving 
same wages as their counterpart. In the construction 
and transport industry few females reported that 
they were not getting same wages as compared to 
males’ counterpart for the similar nature of work.

▪	 Among all the industries in the construction and 
transport industry, female respondents were 
facing discrimination in term of wages, but they 
have not filed any complaint to against their 
employer due to the fear of job loss. 

▪	 In all the industries, at the entry level most of 
the respondents were not getting promotion 
opportunities. Among all the industries media 
was the only industry where 30% of females 
and 30% of males were getting promotion in 
their organization. It also shows that males 
were getting more opportunities compared to 
the females. At the middle level in the retail 
industry most of the respondents were getting 
promotion opportunities. At the top level in 
the retail industry maximum percentage of 
the respondents stated that they are getting 
promotion opportunities.

▪	 At the entry level in the media and education 
industry majority of the skilled workers were 
earning wages between INR 20,000-30,000. 
They were earning highest wages among all the 
industries. At the middle level, in the education 
and electronic manufacturing industry most of 
the male respondents were earning INR 20,000-
30,000 (skilled worker) while females worker 
despite being skilled were earning wages 
between INR 10,000-20,000.

▪	 At the entry level, majority of the females and 
males were drawing wages below INR 10,000 in 
most of the industry, very less respondents were 
earning wages above INR 30,000.

▪	 At all the levels, only in the beauty and retail 
industry maximum percentage of the respondents 
were getting opportunities for trainings.

▪	 At all the levels and in all the industries it was 
found out that maximum percentage of the 
organization did not have Trade Unions. 
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▪	 Though maximum percentage of the employers 
stated that they were implementing The Equal 
Remuneration Act, 1976 but many women 
respondents inform that they were not provided 
level playing field.

▪	 Maximum percentage of the respondents were 
maintaining register according to the ERA. But 
this has limitation in capturing information 
pertaining to training, promotion and transfer 
opportunity.  

▪	 Maximum percentage of the Labour 
Administrators have not provided any response 
on the number of inspections they have done in 
previous five years.

▪	 Majority of the Labour Administrators have not 
given any order for prosecution in the previous 
five years. Only 5.6% cases got conviction in 
prosecution cases during this period.

Suggestions
Employee’s level
v	 Majority of the respondents from all the 

industries surveyed were eagerly requesting for 
implementation of The Minimum Wages Act.

v	 Majority of the respondents reported that 
(especially in construction industry) the 
contractor did not provide wages on time and 
also discriminate between men and women 
wage. Therefore, monitoring mechanism for the 
contractor’s must be setup.

v	 In the hotel Industry majority of the respondents 
suggested that the labour department should 
speed up intervention in the matter pertaining 
to job timing, overtime and safe transport for its 
employees. 

v	 Strong need is felt to spread awareness regarding 
the provisions of the Act. Regular training of 
Human Resources department and employers 
at the time of starting the business venture must 
be made mandatory. 

v	 In the electronic manufacturing and 
construction industry, there is a strong 
necessity for regular skill development 
training for avoiding unforeseen accidents.

Employer’s level
v	 Access to the quality education is the most 

important asset and investment in the human 
resource of any nation. Quantity and quality of 
the Government school needs to be enhanced. 

v	 Skill development and training programs 
among all the industries must be organised at 
regular interval.

v	 Policy maker needs to develop comprehensive 
strategy to extend the motivating financial support 
to the small scale employers, women entrepreneurs, 
MSME, employers and venders etc.

v	 Strict action with trickledown effect must be taken 
against the discrimination made between males 
and females employees at the time of recruitment, 
wages, training, promotion opportunities etc.

NGO’s and Trade Unions level
v	 Policy makes should generate awareness 

regarding equal pay for equal work though 
NGO’s and Trade Unions working in this area.

v	 It has been noted that time taken in filing 
the case and action taken by the grievance 
machinery is very much time consuming with in 
the industry itself. Online grievance mechanism 
must be developed for fast tracking the redressal 
mechanism. 

Labour Administrators level
v	 The labour inspector’s may provide copy of the 

act to the employer at the time of the survey itself 
and conduct sensitization training from time to 
time. Some online mechanism may be developed 
to conduct inspections on regular basis. 

v	 Online grievance mechanism must be developed 
for fast tracking the redressal mechanism. 

Policy Recommendations
v	 Labour Bureau should publish data pertaining 

to ERA every year. Inspection report should 
also be available online. Online mechanism 
may be developed to conduct auditing of the 
inspections.

v	 Policy maker need to amend the current 
questionnaire for the inspections in order to 
capture meaningful implementation of ERA as 
old version of questionnaire could only capture 
the remuneration part but according to Section 5 
of The Equal Remuneration Act, “no employer 
shall, while making recruitment for the same 
work or work of a similar nature, or in any 
condition of service subsequent to recruitment 
such as promotions, training or transfer, make 
any discrimination against women”. This must 
be part of the questionnaire register for capturing 
comprehensive information.

v	 Policy makers may consider recruiting minimum 
percentage of the women in all the Industries 
(both public and Private). During survey it was 
found that in the transport industry only 8.0% of 
females were working as compared to the male 
employees. These things must be mandatory 
components of the tender invitations at the time 
of advertisement itself.

v	 Auditing the implementation of ERA must be 
made mandatory in all the organisations.

v	 Equal opportunities for Training and promotion 
during employment for the women employees 
need to be integrated in the policies pertaining 
to gender equality.

v	 Considering the fact that India is signatory to ILO 
Convention (100) during 1951, trained Labour 
Inspector should be appointed for evaluation 
of the implementation flow in ERA, if any. The 
labour inspector’s may provide copy of the act to 
the employer at the time of the survey itself and 
conduct sensitization training from time to time. 
Some online mechanism may be developed to 
conduct inspections on regular basis. 
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Annexure-1 (i)

RESEARCH STUDY ON IMPLEMENTATION OF THE EQUAL REMUNERATION ACT, 1976, 
QUESTIONNAIRE FOR FEMALE EMPLOYEES

NOTE:  Your responses to this questionnaire will be treated in strictly confidential and will not be revealed to your 
employer or to any other individual or organization. All data provided by you will be used in an anonymised manner 
and only for the purposes of research.
(Please tick at appropriate box in the given grid or circle the appropriate response. Some questions may have multiple 
responses)
Date of Interview:
Name of Field Investigator
1 Name of Respondent
2 Age Group in years 20 – 30

30 – 40 
40 – 50 
50 – 60 

3 Sex
4 Job Title  
5 Company and department
6 Location of office
7 Sector Organized

Un-organized
8 Employment status Permanent

Contractual
Temporary

9 Annual  Pay / Daily Wages
10 Annual Bonus
11 Is this your first job?

If yes, when did you join?
If no, where did you work earlier?

Yes    /    No

12 Reason for leaving the first job? Career growth
Salary discrimination
Any other, please specify

13 Level   Top level management
Middle level management
Entry level employee/
executive

14 Level of skill Unskilled
Skilled
Highly skilled

15 Highest Education Higher Secondary
Graduation
Post-Graduation

16 Total Professional Experience (yrs/months)
17 Are you aware about The EQUAL REMUNERATION ACT, 1976? Yes    /    No
18 Do you think your employer is providing you sufficient information 

about The Equal Remuneration Act.1976? Yes    /    No

19 Do you get same wages as male counterpart for work of same nature?    Yes    /    No
20 If No, have you ever complained about the grievance? Yes    /    No
21 Does your organization have grievance redressal system for 

employees? Yes    /    No
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22 If yes, what is the structure of grievance redressal committee? No of male member
No of female member

23 Are you member of grievance redressal committee? Yes    /    No
24 Do you work overtime?

If yes, do you get extra compensation for overtime?

Yes    /    No

Yes    /    No
25 Nature of compensation

26 Have you got any promotion opportunity in your office? Yes    /    No
27 Do you get equal increment as male counterpart is getting for work 

of equal nature?
Yes    /    No

28 Does your organization have trade union? Yes    /    No
29 Is there any issue pertaining to equal wages for equal value raised by 

trade union?
Yes    /    No

30 Is there any matter resolved with the intervention of trade union? Yes    /    No
31 Have you received an opportunity for training and development in 

your organization? Yes    /    No

32 If yes, how many times? Ones   

Twice
More than twice   

33 Are salary and other allowances received by you adequate and 
satisfactory?  Yes    /    No

34 Do you get increment in your salary /wages every year? Yes    /    No
35 What is the attitude of your employer towards The EQUAL 

REMUNERATION ACT, 1976?
Supportive

Unsupportive

Neutral

36 Whom can you complain if you don’t receive relief under The EQUAL 
REMUNERATION ACT, 1976?

Labour Inspector

Company Management

Labour Commissioner

Ministry of Women and Child Development 
(Central Government)

Ministry of Labour and Employment (Central 
Government)

Labour Courts

High Court

State Government

37 Have you ever availed Maternity leave?
If yes please describe year and duration Yes    /    No

38 Does your organization have crèche facility? Yes    /    No
39 If yes, did you avail the crèche facility? Yes    /    No
40 If no, did you ever ask your H.R. why they are not providing the 

crèche facility?
Yes    /    No

41 Whether any improvement in the benefits or relief is required?  If yes, please provide your suggestions.

(Signature)

Project Director: Dr. Shashi Bala, Fellow, Coordinator: Centre for Gender and labour Studies,

V.V. GIRI NATIONAL LABOUR INSTITUTE, NOIDA, Ministry of Labour and Employment, Govt. of  India  E-mail: balashashi.
vvgnli@gov.in/shashibala2002@gmail.com
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Þleku ikfjJfed vf/kfu;e] 1976 dk dk;kZUo;uß 
efgyk deZpkfj;ksa ds fy, ç'ukoyh

uksV% bl ç'ukoyh esa vkids tokcksa dks vR;ar xksiuh; j[kk tk,xk vkSj bUgsa vkids fu;ksäk vFkok fdlh vU; O;fä vFkok 
laxBu ds lkeus çdV ugha fd;k tk,xkA vkids }kjk fn, x, leLr MkVk dks vuke rjhds ls ,oa dsoy vuqla/kku ds ç;kstu 
ls ç;ksx esa yk;k tk,xkA 

¼—i;k fn, x, fxzM esa mi;qä c‚Dl esa lgh dk fu'kku ¼ ½ yxk,¡ vFkok mi;qä tokc ij xksyk yxk,¡A dqN ç'uksa ds dbZ tokc gks ldrs 
gSaA½ 

lk{kkRdkj dh frfFk

QhYM bUosfLVxsVj dk uke 

1 mÙkjnkrk dk uke 

2 vk;q oxZ 20&30

30&40

40&50

50&60

3 fyax 

4 ukSdjh ¼dk uke½ 

5 daiuh ,oa foHkkx 

6 dk;kZy; dk LFkku

7 lSDVj laxfBr 

vlaxfBr 

8 jkstxkj dh fLFkfr LFkk;h 

vLFkk;h 

lafonk 

9 okf"kZd osru/nSfud etnwjh 

10 okf"kZd cksul 

11 D;k ;g vkidk igyk t‚c gS\ 
;fn gk¡] rks vkius dc Tokbu fd;k\ 
;fn ugha] rks vkius igys dgk¡ dke fd;k\ 

gk¡ @ ugha

12 igyk t‚c NksM+us ds dkj.k dSfjvj fodkl 

osru esa HksnHkko 

dksbZ vU;] —i;k mYys[k djsaA 

13 Lrj 'kh"kZ Lrj dk çca/ku 

e/;e Lrj dk çca/ku  

ifjpkyu Lrj deZpkjh@dk;Zikyd 

14 dkS'ky Lrj vdq'ky 

dq'ky 

vfr dq'ky 

15 mPpre f'k{kk gk;j lsdsaMjh 

Lukrd 

LukrdksÙkj  

16 dqy is'ksoj vuqHko ¼o"kksaZ @ eghuksa esa½

17 D;k vki leku ikfjJfed vf/kfu;e] 1976 ds ckjs esa tkurs gSa\  gk¡ @ ugha

18 D;k vkidks yxrk gS fd vkidk fu;ksäk vkidks leku ikfjJfed vf/kfu;e] 1976 ds ckjs 
esa i;kZIr tkudkjh çnku dj jgk gS\

gk¡ @ ugha

19 D;k vkidks leku ç—fr ds dke ds fy, iq#"k led{k ds leku etnwjh feyrh gS\ gk¡ @ ugha 

20 ;fn ugha] rks D;k vkius dHkh f'kdk;r dh gS\ gk¡ @ ugha

21 D;k vkids laxBu esa deZpkfj;ksa ds fy, f'kdk;r fuokj.k ç.kkyh gS\ gk¡ @ ugha
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22 ;fn gk¡] rks f'kdk;r fuokj.k lfefr dh lajpuk D;k gS\ iq#"k lnL;ksa dh la[;k 

efgyk lnL;ksa dh la[;k

23 D;k vki f'kdk;r fuokj.k lfefr dh lnL; gSa\ gk¡ @ ugha

24 D;k vki le;ksifj ¼vksojVkbe½ dke djrs gSa\
;fn gk¡] rks D;k vkidks vksojVkbe ds fy, vfrfjä eqvkotk feyrk gS\

gk¡ @ ugha 

gk¡ @ ugha

25 eqvkots dh ç—fr 

26 D;k vkidks vius dk;kZy; esa inksUufr dk  dksbZ volj feyk gS\ gk¡ @ ugha

27 D;k vkidks oSlh gh osruo`f) feyrh gS tSlh  fd vkids iq#"k led{k dks leku ç—fr 
ds dke ds fy, fey jgh gS\

gk¡ @ ugha

28 D;k vkids laxBu esa VªsM ;wfu;u gS\ gk¡ @ ugha

29 D;k VªsM ;wfu;u }kjk mBk, x, eqíksa esa leku dke ds fy, leku osru ls lacaf/kr eqík 
Hkh gS\

gk¡ @ ugha

30 D;k VªsM ;wfu;u ds gLr{ksi ls dksbZ ekeyk lqy>k  gS\ gk¡ @ ugha

31 D;k vkidks vius laxBu esa çf'k{k.k vkSj fodkl dk volj feyk gS\ gk¡ @ ugha

32 ;fn gk¡] rks fdruh ckj\ ,d ckj 

nks ckj 

nks ls vf/kd ckj 

33 tks osru vkSj vU; HkÙks vkidks fey jgs gSa] D;k os i;kZIr vkSj larks"ktud gSa\ gk¡ @ ugha

34 D;k vkidks osru esa osr o`f) gj lky feyrh gS\ gk¡ @ ugha

35 leku ikfjJfed vf/kfu;e] 1976 ds çfr vkids fu;ksäk dk joS;k dSlk gS\ leFkZudkjh

rVLFk 

xSj&leFkZudkjh

36 D;k vki tkurs gSa fdlh deZpkjh dks leku ikfjJfed vf/kfu;e] 1976 ds rgr jkgr ugha 
feyus ij] f'kdk;r fdlls dh tkrh gS\  

Je fujh{kd 

daiuh dk çca/ku 

Je vk;qä 

efgyk ,oa cky fodkl 
ea=ky; ¼dsaæ ljdkj½ 

Je ,oa jkstxkj ea=ky; 
¼dsaæ ljdkj½ 

Je U;k;ky; 

mPp U;k;ky; 

jkT; ljdkj 

37 D;k vkius dHkh çlwfr Nqêh yh gS\ 
;fn gk¡] rks o"kZ ,oa vof/k dk mYys[k djsaA 

gk¡ @ ugha 

38 D;k vkids laxBu esa f'k'kq ns[kHkky x`g ¼Øsp½ dh lqfo/kk gS\ gk¡ @ ugha 

39 ;fn gk¡] rks D;k vkius bl lqfo/kk dk ykHk mBk;k\ gk¡ @ ugha 

40 ;fn ugha] rks D;k vkius dHkh vius ,p-vkj- ls iwNk fd os Øsp dh lqfo/kk D;ksa ugha ns 
jgs gSa\

gk¡ @ ugha 

41-  ykHk ;k jkgr esa dksbZ lq/kkj dh vko';drk gS ;k ugha\ ;fn gk¡] rks —i;k vius lq>ko nsa \

¼gLrk{kj½

M‚- 'kf'k ckyk] Qsyks] la;kstd] lkekftd fyax vkSj Je v/;;u dsaæ] oh- oh- fxfj jk"Vªh; Je laLFkku 
Je vkSj jkstxkj ea=ky;] Hkkjr ljdkj] lSDVj&24 uks,Mk&201301
E-mail: balashashi.vvgnli@gov.in / shashibala2002@gmail.com
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RESEARCH STUDY ON IMPLEMENTATION OF THE EQUAL REMUNERATION ACT, 1976, 
QUESTIONNAIRE FOR MALE EMPLOYEES

NOTE:  Your responses to this questionnaire will be treated in strictly confidential and will not be revealed to your 
employer or to any other individual or organization. All data provided by you will be used in an anonymised manner 
and only for the purposes of research.
(Please tick at appropriate box in the given grid or circle the appropriate response. Some questions may have multiple  
responses)
Date of Interview:
Name of Field Investigator
1 Name of Respondent
2 Age Group 20 – 30

30 – 40 
40 – 50 
50 – 60 

3 Sex
4 Job Title  
5 Company department
6 Location of office
7 Sector Organized

Un-organized
8 Employment status Permanent

Contractual
Temporary

9 Annual  Pay / Daily Wages 
10 Annual Bonus
11 Is this your first job?

If yes, when did you join?
If no, where did you work earlier?

Yes    /    No

12 Reason for leaving the first job? Career growth
Salary discrimination
Any other, please specify

13 Level   Top level management
Middle level management
Entry level employee/executive

14 Level of skill Unskilled
Skilled
Highly skilled

15 Highest Education Higher Secondary
Graduation
Post-Graduation

16 Total Professional Experience (yrs/months)
17 Are you aware about The EQUAL REMUNERATION ACT, 1976?

Yes    /    No
18 Do you think your employer is providing you sufficient information 

about The Equal Remuneration Act.1976? Yes    /    No
19 Did you get same wages as female counterpart for work of same 

nature? Yes    /    No
20 If no, have you ever complained about the grievance? Yes    /    No

Annexure-1 (ii)



70	 Implementation of  The Equal Remuneration Act, 1976

21 Does your organization have grievance redressal system for 
employees? Yes    /    No

22 If yes, what is the structure of grievance redressal committee?            No of male member
No of female member

23 Are you member of grievance redressal committee? Yes    /    No
24 Do you work overtime?             

If yes, do you get extra compensation for overtime?
Yes    /    No

Yes    /    No
25 Nature of compensation.
26 Have you got any promotion opportunity in your office?               Yes    /    No

27 Do you get equal increment as female counterpart is getting for work 
of equal nature?    Yes    /    No

28 Does your organization have trade union? Yes    /    No
29 Is there any issue pertaining to equal wages for equal value raised by 

trade union? Yes    /    No

30 Is there any matter resolved with the intervention of trade union? Yes    /    No
31 Have you received an opportunity for training and development in 

your organization? Yes    /    No

32 If yes, how many times? Ones   
Twice

More than twice   
33 Are salary and other allowances received by you adequate and 

satisfactory?  Yes    /    No

34 Do you get increment in your salary /wages every year? Yes    /    No
35 What is the attitude of your employer towards The EQUAL 

REMUNERATION ACT, 1976?
Supportive
Unsupportive
Neutral

36 Whom can you complain if you don’t receive relief under The EQUAL 
REMUNERATION ACT, 1976?

Labour Inspector
Company Management
Labour Commissioner
Ministry of Women and 
Child Development (Central 
Government)
Ministry of Labour and 
Employment 
(Central Government)
Labour Courts
High Court
State Government

37 Have you ever availed Paternity leave?
If yes, please describe year and duration Yes    /    No

38 Does your organization have crèche facility? Yes    /    No
39 If yes, did you avail the crèche facility? Yes    /    No
40 If no, did you ever ask your H.R. why they are not providing the 

crèche facility? Yes    /    No
41 Whether any improvement in the benefits or relief is required?  If yes, please provide your suggestions.

(Signature)

Project Director: Dr. Shashi Bala, Fellow, Coordinator: Centre for Gender and labour Studies,
V. V. GIRI NATIONAL LABOUR INSTITUTE, NOIDA, Ministry of Labour and Employment, Govt. of India 
E-mail: balashashi.vvgnli@gov.in / shashibala2002@gmail.com
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Þleku ikfjJfed vf/kfu;e] 1976 dk dk;kZUo;uß 
iq#"k deZpkfj;ksa ds fy, ç'ukoyh

uksV% bl ç'ukoyh esa vkids tokcksa dks vR;ar xksiuh; j[kk tk,xk vkSj bUgsa vkids fu;ksäk vFkok fdlh vU; O;fä vFkok 
laxBu ds lkeus çdV ugha fd;k tk,xkA vkids }kjk fn, x, leLr MkVk dks vuke rjhds ls ,oa dsoy vuqla/kku ds ç;kstu 
ls ç;ksx esa yk;k tk,xkA 

¼—i;k fn, x, fxzM esa mi;qä c‚Dl esa lgh dk fu'kku ¼ ½ yxk,¡ vFkok mi;qä tokc ij xksyk yxk,¡A  dqN ç'uksa ds dbZ tokc gks ldrs 
gSaA½ 

lk{kkRdkj dh frfFk

QhYM bUosfLVxsVj dk uke 

1 mÙkjnkrk dk uke 

2 vk;q oxZ 20&30

30&40

40&50

50&60

3 fyax 

4 ukSdjh ¼dk uke½ 

5 daiuh ,oa foHkkx 

6 dk;kZy; dk LFkku

7 lSDVj laxfBr 

vlaxfBr 

8 jkstxkj dh fLFkfr LFkk;h 

vLFkk;h 

lafonk 

9 okf"kZd osru@nSfud etnwjh 

10 okf"kZd cksul 

11 D;k ;g vkidk igyk t‚c gS\ 
;fn gk¡] rks vkius dc Tokbu fd;k\ 
;fn ugha] rks vkius igys dgk¡ dke fd;k\ 

gk¡ @ ugha

12 igyk t‚c NksM+us ds dkj.k dSfjvj fodkl 

osru esa HksnHkko 

dksbZ vU;] —i;k mYys[k djsaA 

13 Lrj 'kh"kZ Lrj dk çca/ku 

e/;e Lrj dk çca/ku  

ifjpkyu Lrj deZpkjh@dk;Zikyd 

14 dkS'ky Lrj vdq'ky 

dq'ky 

vfr dq'ky 

15 mPpre f'k{kk gk;j lsdsaMjh 

Lukrd 

LukrdksÙkj  

16 dqy is'ksoj vuqHko ¼o"kksaZ @ eghuksa esa½

17 D;k vki leku ikfjJfed vf/kfu;e] 1976 ds ckjs esa tkurs gSa\  gk¡ @ ugha

18 D;k vkidks yxrk gS fd vkidk fu;ksäk vkidks leku ikfjJfed vf/kfu;e] 1976 ds ckjs 
esa i;kZIr tkudkjh çnku dj jgk gS\

gk¡ @ ugha

19 D;k vkidks leku ç—fr ds dke ds fy, efgyk led{k ds leku etnwjh feyrh gS\ gk¡ @ ugha 

20 ;fn ugha] rks D;k vkius dHkh f'kdk;r dh gS\ gk¡ @ ugha
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21 D;k vkids laxBu esa deZpkfj;ksa ds fy, f'kdk;r fuokj.k ç.kkyh gS\ gk¡ @ ugha

22 ;fn gk¡] rks f'kdk;r fuokj.k lfefr dh lajpuk D;k gS\ iq#"k lnL;ksa dh la[;k 

efgyk lnL;ksa dh la[;k

23 D;k vki f'kdk;r fuokj.k lfefr dh lnL; gSa\ gk¡ @ ugha

24 D;k vki le;ksifj ¼vksojVkbe½ dke djrs gSa\
;fn gk¡] rks D;k vkidks vksojVkbe ds fy, vfrfjä eqvkotk feyrk gS\

gk¡ @ ugha 

gk¡ @ ugha

25 eqvkots dh ç—fr 

26 D;k vkidks vius dk;kZy; esa inksUufr dk  dksbZ volj feyk gS\ gk¡ @ ugha

27 D;k vkidks oSlh gh osruo`f) feyrh gS tSlh  fd vkids efgyk led{k dks leku ç—fr 
ds dke ds fy, fey jgh gS\

gk¡ @ ugha

28 D;k vkids laxBu esa VªsM ;wfu;u gS\ gk¡ @ ugha

29 D;k VªsM ;wfu;u }kjk mBk, x, eqíksa esa leku dke ds fy, leku osru ls lacaf/kr eqík Hkh 
gS\

gk¡ @ ugha

30 D;k VªsM ;wfu;u ds gLr{ksi ls dksbZ ekeyk lqy>k  gS\ gk¡ @ ugha

31 D;k vkidks vius laxBu esa çf'k{k.k vkSj fodkl dk volj feyk gS\ gk¡ @ ugha

32 ;fn gk¡] rks fdruh ckj\ ,d ckj 

nks ckj 

nks ls vf/kd ckj 

33 tks osru vkSj vU; HkÙks vkidks fey jgs gSa] D;k os i;kZIr vkSj larks"ktud gSa\ gk¡ @ ugha

34 D;k vkidks osru esa osr o`f) gj lky feyrh gS\ gk¡ @ ugha

35 leku ikfjJfed vf/kfu;e] 1976 ds çfr vkids fu;ksäk dk joS;k dSlk gS\ leFkZudkjh

rVLFk 

xSj&leFkZudkjh

36 D;k vki tkurs gSa fdlh deZpkjh dks leku ikfjJfed vf/kfu;e] 1976 ds rgr jkgr ugha 
feyus ij] f'kdk;r fdlls dh tkrh gS\  

Je fujh{kd 

daiuh dk çca/ku 

Je vk;qä 

efgyk ,oa cky fodkl 
ea=ky; ¼dsaæ ljdkj½ 

Je ,oa jkstxkj ea=ky; 
¼dsaæ ljdkj½ 

Je U;k;ky; 

mPp U;k;ky; 

jkT; ljdkj 

37 D;k vkius dHkh çlwfr Nqêh yh gS\ 
;fn gk¡] rks o"kZ ,oa vof/k dk mYys[k djsaA 

gk¡ @ ugha 

38 D;k vkids laxBu esa f'k'kq ns[kHkky x`g ¼Øsp½ dh lqfo/kk gS\ gk¡ @ ugha 

39 ;fn gk¡] rks D;k vkius bl lqfo/kk dk ykHk mBk;k\ gk¡ @ ugha 

40 ;fn ugha] rks D;k vkius dHkh vius ,p-vkj- ls iwNk fd os Øsp dh lqfo/kk D;ksa ugha ns jgs 
gSa\

gk¡ @ ugha 

41-  ykHk ;k jkgr esa dksbZ lq/kkj dh vko';drk gS ;k ugha\ ;fn gk¡] rks —i;k vius lq>ko nsa \

¼gLrk{kj½

M‚- 'kf'k ckyk] Qsyks] la;kstd] lkekftd fyax vkSj Je v/;;u dsaæ] oh- oh- fxfj jk"Vªh; Je laLFkku 
Je vkSj jkstxkj ea=ky;] Hkkjr ljdkj] lSDVj&24 uks,Mk&201301
E-mail: balashashi.vvgnli@gov.in / shashibala2002@gmail.com
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Annexure-1(iii)

RESEARCH STUDY ON IMPLEMENTATION OF THE EQUAL REMUNERATION ACT, 1976, 
QUESTIONNAIRE FOR EMPLOYERS

NOTE:  Your responses to this questionnaire will be treated in strictly confidential and will not be revealed to your 
employer or to any other individual or organization. All data provided by you will be used in an anonymised manner 
and only for the purposes of research.
(Please tick at appropriate box in the given grid or circle the appropriate response. Some questions may have multiple 
responses)
Date of Interview:
Name of Field Investigator
1 Name of Respondent
2 Age Group in Years 20-30

30-40
40-50
50-60

3 Sex
4 Job Title  
5 Company & Department
6 Sector Organized

Un-organized
7 Location of office
8 Date of appointment
9 Place
10 Employment status Permanent

Temporary
Contractual

11 Total Professional Experience (yrs./months)
12 Period of service in the present organization
13 Annual Gross Pay
14 Annual Bonus
15 Type of Establishment / organization
16 Name and address of establishment/ organization (location specific)
17 Nature of owner-ship (proprietor-ship / partner-ship / Pvt. Ltd. / public 

ltd etc.)

18 Year of incorporation / establishment
19 Are you aware about The EQUAL REMUNERATION ACT, 1976? Yes    /    No

Female Male Transgender
20 Details about total human resources including daily wagers, contract, 

adhoc workers etc. (location specific)
Permanent
Temporary
Contractual
Any other
Please specify

21 Does equal pay for equal work framework part of your organization’s 
policy?

Yes    /    No

22 Have you maintained the register in relation to the workers employed in 
your organization according to Form-D of the Equal remuneration Rules, 
1976?
If no, reason thereof

Yes    /    No

23 Does your H.R. team understand importance of current and future equal 
remuneration for women employees in your organization?

Yes    /    No
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24 Is equality of pay inserted in the recruitment policies of your organization, 
including monitoring starting salaries by sex?

Yes    /    No

25 Does your executive leadership understand and sponsor the concept and 
implication of ERA 1976?

Yes    /    No

26 Does your organization have job evaluation scheme? Yes    /    No
27 Does your organization believe that the job evaluation scheme can manage 

pay in your organization?
Yes    /    No

28 Does your organization provide guidelines to help managers to perform 
management discussion and in the allocation of pay increase and bonus 
award?

Yes    /    No

29 Are there any gaps in basic pay and annual bonus between male and female 
employee who have the same role and responsibilities?
If yes, reasons thereof.

Yes    /    No

30 Does your organization have a process to deal with an equal pay claim? Yes    /    No
31 Have you come across any instance whereby service of a woman employee 

has been terminated?
If yes, reasons thereof.

Yes    /    No

32 Are you aware, whom can you complain if an employee does not receive 
relief under The EQUAL REMUNERATION ACT, 1976?

Labour Inspector
Company Management
Labour Commissioner
Ministry of Women and Child 
Development (Central Government)
Ministry of Labour and Employment 
(Central Government)
Labour Courts
High Court
State Government

33 How do you view the benefits provided under The EQUAL 
REMUNERATION ACT, 1976?

Excellent 
Very Good
Good
Fair
Poor

34 What is the response of your male employees about The EQUAL 
REMUNERATION ACT, 1976?

Supportive
Neutral
Unsupportive

35 What is the response of your female employees about The EQUAL 
REMUNERATION ACT, 1976?

Supportive
Neutral
Unsupportive

36 How does your managers feel about The EQUAL REMUNERATION ACT, 
1976 provision?

Supportive
Neutral
Unsupportive

37 Do you provide Maternity leave as per latest The Maternity Benefit 
(Amendment) Act.2017?

Yes    /    No

38 How many women employee had applied for The Maternity leave before 
2017?

39 How many women employee had left the organization, post 2017?

40 Reasons for leaving the organization. Career programs
Child care
Any other

41. Whether any improvement in the benefits or relief is required?  If yes, please give your suggestions.
42. Any other information, comments or suggestions.

(Signature)

Project Director: Dr. Shashi Bala, Fellow, Coordinator: Centre for Gender and labour Studies,
V.V. GIRI NATIONAL LABOUR INSTITUTE, NOIDA, Ministry of Labour and Employment, Govt. of India
E-mail: balashashi.vvgnli@gov.in / shashibala2002@gmail.com
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Þleku ikfjJfed vf/kfu;e] 1976 dk dk;kZUo;uß 
fu;ksäkvksa ds fy, ç'ukoyh

uksV% bl ç'ukoyh esa vkids tokcksa dks vR;ar xksiuh; j[kk tk,xk vkSj bUgsa vkids fu;ksäk vFkok fdlh vU; O;fä vFkok 
laxBu ds lkeus çdV ugha fd;k tk,xkA vkids }kjk fn, x, leLr MkVk dks vuke rjhds ls ,oa dsoy vuqla/kku ds ç;kstu 
ls ç;ksx esa yk;k tk,xkA 

¼—i;k fn, x, fxzM esa mi;qä c‚Dl esa lgh dk fu'kku ¼ ½ yxk,¡ vFkok mi;qä tokc ij xksyk yxk,¡A  dqN ç'uksa ds dbZ tokc gks ldrs 
gSaA½ 

lk{kkRdkj dh frfFk

QhYM bUosfLVxsVj dk uke 

1 mÙkjnkrk dk uke 

2 vk;q oxZ 20&30

30&40

40&50

50&60

3 fyax 

4 ukSdjh ¼dk uke½ 

5 daiuh ,oa foHkkx 

6 lSDVj laxfBr 

vlaxfBr 

7 dk;kZy; dk LFkku 

8 fu;qfä dh frfFk 

9 LFkku 

10 jkstxkj dh fLFkfr LFkk;h 

vLFkk;h 

lafonk 

11 dqy is'ksoj vuqHko ¼o"kksaZ@eghuksa esa½

12 orZeku laxBu esa lsok dh vof/k

13 okf"kZd ldy osru

14 okf"kZd cksul 

15 çfr"Bku/laxBu dk çdkj 

16 çfr"Bku/laxBu dk uke ,oa irk ¼LFkku fof'k"V½ 

17 LokfeRo dh ç—fr ¼çksijkbVjf'ki@ikVZujf'ki@ çkbosV fyfeVsM@ifCyd fyfeVsM vkfn 
½ 

18 fuxeu@LFkkiuk dk o"kZ 

19 D;k vki leku ikfjJfed vf/kfu;e] 1976 ds ckjs esa tkurs gSa\  gk¡ @ ugha 

efgyk iq#"k VªkaltsaMj

20 ekuo lalk/kuksa ¼deZpkfj;ksa½ dh dqy la[;k] nSfud osru Hkksxh] lafonk] rnFkZ dkexkj vkfn 
¼LFkku fof'k"V½   

LFkk;h 

vLFkk;h 

lafonk 

dksbZ vU; Js.kh] —i;k 
mYys[k djsa

20 D;k leku dk;Z ds fy, leku osru <kapk vkids laxBu dh uhfr dk fgLlk gS\ gk¡ @ ugha 

21 D;k vkidh ,pvkj Vhe vkids laxBu esa efgyk deZpkfj;ksa ds fy, orZeku vkSj Hkfo"; esa 
leku ikfjJfed ds egRo dks le>rh gS\

gk¡ @ ugha 

22 D;k vkids laxBu dh HkrhZ uhfr;ksa esa osru dh lekurk j[kh xbZ gS\ blesa fyax ds vk/kkj 
ij 'kq#vkrh osru dh fuxjkuh 'kkfey gSA 

gk¡ @ ugha 

23 D;k vkidk dk;Zikyd usr̀Ro bZvkj,] 1976 dh voèkkj.kk vkSj fufgrkFkZ dks le>rk vkSj 
çk;ksftr djrk gSA

gk¡ @ ugha 



76	 Implementation of  The Equal Remuneration Act, 1976

24 D;k vkids laxBu esa ukSdjh ewY;k¡du ;kstuk gS\ gk¡ @ ugha 

25 D;k vkidk laxBu ekurk gS fd ukSdjh ewY;kadu ;kstuk vkids laxBu esa osru dk çca/ku dj 
ldrh gSA

gk¡ @ ugha 

26 D;k vkidk laxBu çca/kdksa dks çca/ku ppkZ djus vkSj osru o`f) vkSj cksul iqjLdkj ds 
vkoaVu esa enn djus ds fy, fn'kkfunsZ'k çnku djrk gS\

gk¡ @ ugha 

27 D;k  leku Hkwfedk vkSj ftEesnkfj;ksa okys iq#"k vkSj efgyk deZpkfj;ksa ds chp ewy osru 
vkSj okf"kZd cksul esa dksbZ varj gS\
;fn gk¡] rks blds dkj.kA

gk¡ @ ugha 

28 D;k vkids laxBu esa leku osru ds nkos ls fuiVus dh dksbZ çfØ;k gS\ gk¡ @ ugha 

29 D;k vkidks dksbZ ,slh ?kVuk irk gS ftlesa fdlh  efgyk deZpkjh dh lsokvksa dks lekIr dj 
fn;k x;k gS\
;fn gk¡] rks blds dkj.kA

gk¡ @ ugha 

30 D;k vki tkurs gSa fd fdlh deZpkjh dks leku ikfjJfed vf/kfu;e] 1976 ds rgr jkgr 
ugha feyus ij] f'kdk;r fdlls dh tkrh gS\  

Je fujh{kd 

daiuh dk çcaèku 

Je vk;qä 

efgyk ,oa cky fodkl 
ea=ky; ¼dsaæ ljdkj½ 

Je ,oa jkstxkj ea=ky; 
¼dsaæ ljdkj½ 

Je U;k;ky; 

mPp U;k;ky; 

jkT; ljdkj 

31 leku ikfjJfed vf/kfu;e] 1976 ds rgr fn, x, ykHkksa dks vki dSls ns[krs gSa\ mR—"V 

cgqr vPNk 

vPNk 

larks"ktud 

vlarks"kçn 

32 leku ikfjJfed vf/kfu;e] 1976 ds çfr vkids laxBu ds iq#"k deZpkfj;ksa dh çfrfØ;k 
dSlh gS\  

leFkZudkjh

rVLFk 

xSj&leFkZudkjh

33 leku ikfjJfed vf/kfu;e] 1976 ds çfr vkids laxBu dh efgyk deZpkfj;ksa dh çfrfØ;k 
dSlh gS\  

leFkZudkjh

rVLFk 

xSj&leFkZudkjh

34 leku ikfjJfed vf/kfu;e] 1976 ds çko/kkuksa ds ckjs esa vkids çca/kd D;k lksprs gSa\ leFkZudkjh

rVLFk 

xSj&leFkZudkjh

35 D;k vki uohure çlwfr çlqfo/kk ¼la'kks/ku½ vfèkfu;e] 2017 ds vuqlkj çlwfr Nqêh çnku 
dj jgs gSa\

gk¡ @ ugha 

36 o"kZ 2017 ls igys fdruh efgyk deZpkfj;ksa us çlwfr Nqêh ds fy, vkosnu fd;k Fkk\ 

37 o"kZ 2017 ds ckn fdruh efgyk deZpkfj;ksa us laxBu NksM+k\ 

38 laxBu NksM+us ds dkj.k dSfjvj 

f'k'kq ns[kHkky 

dksbZ vU; 

39- ykHk ;k jkgr esa dksbZ lq/kkj dh vko';drk gS ;k ugha \   ;fn gk¡] rks —i;k vius lq>ko 
nsa \ 

40- dksbZ vU; tkudkjh] fVIi.kh ;k lq>ko% 

¼gLrk{kj½

M‚- 'kf'k ckyk] Qsyks] la;kstd] lkekftd fyax vkSj Je v/;;u dsaæ] oh- oh- fxfj jk"Vªh; Je laLFkku 
Je vkSj jkstxkj ea=ky;] Hkkjr ljdkj] lSDVj&24 uks,Mk&201301
E-mail: balashashi.vvgnli@gov.in / shashibala2002@gmail.com
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Annexure-1(iv)

RESEARCH STUDY ON IMPLEMENTATION OF THE EQUAL REMUNERATION ACT, 1976 
QUESTIONNAIRE FOR NGO’s/ TRADE UNIONS / ADVOCATES

NOTE: Please tick at appropriate box in the given grid or circle the appropriate response. Some questions may have multiple 
responses)
Date of Interview
Name of Field Investigator 
Name of Respondent
Name of Organization
Type of the Organization Voluntary

Non-Profit
Profitable
Government supported
Any other, Please specify

Location
Area of Work
1 Are you currently working with matters relating to women workers?

If yes, please specify details Yes    /    No
2 Are you aware about The EQUAL REMUNERATION ACT, 1976? Yes    /    No
3 Have you contributed to the initiative of the Government of India on The 

EQUAL REMUNERATION ACT, 1976?
If yes, please specify details

Yes    /    No

4 How would you assess employer’s attitude towards The EQUAL 
REMUNERATION ACT, 1976?

Supportive
Neutral
Unsupportive
Any other

5 Have you come across any instance whereby a woman employee has been 
terminated or faced difficulties in employment?
If yes, please share details

Yes    /    No

6 How do you handle such cases / complaints by women employees towards 
the respective employers?

7 Have you ever done any research study on The EQUAL REMUNERATION 
ACT, 1976?
If yes, please share the findings

Yes    /    No

7 Are you aware whom can you complain if an employee does not receive 
maternity relief under The EQUAL REMUNERATION ACT, 1976?

Labour Inspector
Company Management
Labour Commissioner
Ministry of Women and Child 
Development (Central Government)
Ministry of Labour and Employment 
(Central Government)
Labour Courts
High Court
State Government

8 Are you aware of legal provisions of The Equal Remuneration Act, 1976? Yes    /    No
9 How do male employees feel about The EQUAL REMUNERATION ACT, 

1976? 
Supportive
Neutral
Unsupportive
Any other

10. Identify the difficulties faced by your organization in advocacy concerning rights of women workers, particularly Equal 
Remuneration?

11. Whether any improvement in the benefits or relief is required?  If yes, please provide your suggestions.

12. Any other information, comments or suggestions.

(Signature)

Project Director: Dr. Shashi Bala, Fellow, Coordinator: Centre for Gender and labour Studies,
V. V. GIRI NATIONAL LABOUR INSTITUTE, NOIDA, Ministry of Labour and Employment, Govt. of India E-mail: balashashi.
vvgnli@gov.in / shashibala2002@gmail.com
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Þleku ikfjJfed vf/kfu;e] 1976 dk dk;kZUo;uß ,uthvks@VªsM ;wfu;u@vMoksdsV ds fy, ç'ukoyh

uksV% —i;k fn, x, fxzM esa mi;qä c‚Dl esa lgh dk fu'kku ¼ ½ yxk,¡ vFkok mi;qä tokc ij xksyk yxk,¡A dqN ç'uksa ds dbZ tokc gks ldrs gSaA 
lk{kkRdkj dh frfFk
QhYM bUosfLVxsVj dk uke
mÙkjnkrk dk uke
laxBu dk uke
laxBu dh ç—fr Lo;alsoh

xSj&ykHkdkjh
ykHkdkjh
ljdkjh enn okyk
dksbZ vU;] —i;k mYys[k djsa 

LFkku 
dk;Z {ks= 
1 D;k vki orZeku esa efgyk dkexkjksa ls lacaf/kr dkuwuksa ij dk;Z dj jgs gSa\

;fn gk¡] rks —i;k fooj.kksa dk mYys[k djsa gk¡ @ ugha

2 D;k vkidks leku ikfjJfed vf/kfu;e] 1976 ds ckjs esa irk gS\ gk¡ @ ugha
3 D;k vkius leku ikfjJfed vf/kfu;e] 1976 ij Hkkjr ljdkj dh igy esa ;ksxnku fn;k gS\ 

;fn gk¡] rks —i;k fooj.kksa dk mYys[k djsa gk¡ @ ugha

4 leku ikfjJfed vf/kfu;e] 1976 ds çfr fu;ksäkvksa dk joS;k vki dSlk ikrs gSa\ leFkZudkjh
rVLFk 
xSj&leFkZudkjh

5 D;k vkidks dHkh dksbZ ,slk ekeyk feyk ftlesa leku ikfjJfed dh ek¡x djus ij fdlh 
efgyk deZpkjh dh lsokvksa dks lekIr fd;k x;k gksA
;fn gk¡] rks —i;k mYys[k djsaA

gk¡ @ ugha

6 D;k vkius dHkh leku ikfjJfed vf/kfu;e] 1976 ij vuqla/kku v/;;u fd;k gS
;fn gk¡] rks —i;k vius fu"d"kksaZ dks lk>k djsa gk¡ @ ugha

7 vki ,sls ekeyksa/fu;ksäkvksa ds f[kykQ efgyk deZpkfj;ksa }kjk ntZ dh xbZ f'kdk;rksa ls 
dSls fuiVrs gSa\

8 D;k vki tkurs gSa fd fdlh deZpkjh dks leku ikfjJfed vf/kfu;e]1976 ds rgr jkgr 
ugha feyus ij f'kdk;r fdlls dh tkrh gS\

Je fujh{kd 
daiuh dk çca/ku 
Je vk;qä 
efgyk ,oa cky fodkl ea=ky; 
¼dsaæ ljdkj½ 
Je ,oa jkstxkj ea=ky; ¼dsaæ 
ljdkj½ 
Je U;k;ky; 
mPp U;k;ky; 
jkT; ljdkj 

9 D;k vkidks leku ikfjJfed vf/kfu;e]1976 ds dkuwuh çko/kkuksa ds ckjs esa irk gS\ gk¡ @ ugha

10 leku ikfjJfed vf/kfu;e]1976 ds çko/kkuksa ds ckjs esa iq#"k deZpkfj;ksa dk joS;k dSlk 
gS\   leFkZudkjh

rVLFk 
xSj&leFkZudkjh
dqN vkSj 

11 efgyk dkexkjksa ds vf/kdkjksa] fo'ks"k :i ls leku ikfjJfed ds laca/k esa odkyr esa vkids laxBu }kjk lkeuk dh tk jgh dfBukb;ksa 
dk o.kZu djsaA

12 D;k ykHk ;k jkgr esa fdlh lq/kkj dh vko';drk gS\  ;fn gk¡] rks —i;k vius lq>ko nsaA 

13 dksbZ vU; lwpuk] fVIi.kh ;k lq>ko

¼gLrk{kj½
M‚- 'kf'k ckyk] Qsyks] la;kstd] lkekftd fyax vkSj Je v/;;u dsaæ] oh- oh- fxfj jk"Vªh; Je laLFkku 
Je vkSj jkstxkj ea=ky;] Hkkjr ljdkj] lSDVj&24 uks,Mk&201301
E-mail: balashashi.vvgnli@gov.in / shashibala2002@gmail.com
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Annexure-1(v)

RESEARCH STUDY ON IMPLEMENTATION OF THE EQUAL REMUNERATION ACT, 1976 
QUESTIONNAIRE FOR LABOUR ADMINISTRATORS

NOTE: Please tick at appropriate box in the given grid or encircle the appropriate response. Some questions may have 
multiple responses.
Name & Designation 
Total years of experience as Labour Administrator
Jurisdiction
Location / State
1 Are you currently working with laws relating to women workers?

If yes, please specify details. Yes        /           No
2 Whether entrusted with the powers of Inspector or Authority or Appellate 

Authority under The E.R. Act?
Inspector
Authority
Appellate Authority

3 Average annual number of inspections conducted by you in last five years.
4 Average annual number of prosecution initiated during last five years.
5 Average percentage of convictions in prosecution cases.
6 Average fine imposed by Magistrates for violation of provisions of The E.R. Act.
7 Whether any sentence was ever awarded by any Magistrate during last five 

years?
8 Whether any record of inspections conducted and irregularities noticed is 

maintained and reflected in monthly and annual reports?
9 Average annual number of claim cases filed by you and adjudicated by the authority 

for non -implementation of Act during the last five years.
10 Identify the difficulties faced by you as an Inspector during inspection, filing 

prosecution and claim cases?
11 Please give suggestions to overcome these difficulties.
12 In case you are an Authority or Appellate Authority, please state the average annual 

number of claims adjudicated by you as Authority; and appeals as an Appellate 
Authority?

Average claims adjudicated Per 
Annum:
Average appeals adjudicated Per 
Annum:

13 Please state steps taken by you to create awareness regarding implementation of 
The E.R. Act, 1976?

14 Have you come across any instance when a woman employee service was 
terminated for demanding equal remuneration?
If yes, please specify.

Yes   /   No

15 How do you handle such cases of dismissals of women employees?
16 What advantages or disadvantages accrue to an employer/establishment, if it 

Implements provisions of The E.R. Act, 1976?
17 How would you assess employer’s attitude towards implementation of The E.R. 

Act, 1976?
Supportive
Neutral
Unsupportive

18 How do male employees feel about provisions of The E.R. Act, 1976? Supportive
Neutral
Unsupportive

19 Please state the administrative or other difficulties faced by the Labour 
Department in effective implementation of The E.R. Act, 1976.
This includes inspection to conviction and adjudication of claims / appeals.

20 Suggestion, if any to overcome the difficulties highlighted above.
21 Please suggest vulnerable area & industry which require immediate intervention 

and enforcement of The E.R. Act, 1976.
22 How do you view existing provisions under the E.R. Act, 1976 and proposed 

provisions in the Code of Wages, 2017?
23 Suggestions, if any, for improvement in the provisions relating to Equal 

Remuneration in the Code of Wages.
24 Please suggest improvements / amendments, if any, required for better 

implementation of The E.R. Act.

(Signature)

Project Director: Dr. Shashi Bala, Fellow, Coordinator: Centre for Gender and labour Studies.
V. V. GIRI NATIONAL LABOUR INSTITUTE, NOIDA, Ministry of Labour and Employment, Govt. of India
E-mail: balashashi.vvgnli@gov.in / shashibala2002@gmail.co
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 Þleku ikfjJfed vf/kfu;e] 1976 dk dk;kZUo;uß 
 Je vf/kdkjh ds fy, ç'ukoyh

uksV% —i;k fn, x, fxzM esa mi;qä c‚Dl esa lgh dk fu'kku ¼√ ½ yxk,¡ vFkok mi;qä tokc ij xksyk yxk,¡A dqN ç'uksa ds dbZ tokc gks ldrs 
gSaA 
uke ,oa inuke 
Je ç'kkld ds rkSj ij dk;Z djus dk vuqHko ¼o"kksaZ esa½
vf/kdkj {ks=
LFkku@jkT; 
1 D;k vki orZeku esa efgyk dkexkjksa ls lacaf/kr dkuwuksa ij dk;Z dj jgs gSa\ 

;fn gk¡] rks —i;k fooj.kksa dk mYys[k djsa
gk¡ @ ugha

2 D;k leku ikfjJfed vf/kfu;e ds rgr vkidks fujh{kd] çkfèkdkjh ;k vihyh; çkf/kdkjh ds vf/kdkj 
lkSais x, gSa\

fujh{kd
çkf/kdkjh
vihyh; çkf/kdkjh

3 fiNys ik¡p o"kksaZ esa vkids }kjk fd, x, vkSlr okf"kZd fujh{k.k
4 fiNys ik¡p o"kksaZ ds nkSjku pyk, x, eqdneksa dh vkSlr okf"kZd la[;k
5 vfHk;kstu ds ekeyksa esa ltk dk vkSlr çfr'kr
6 leku ikfjJfed vf/kfu;e ds çko/kkuksa ds mYya?ku ds fy, eftLVªsV }kjk yxk;k x;k vkSlr tqekZuk
7 D;k fiNys ik¡p o"kksaZ ds nkSjku fdlh eftLVªsV us dHkh dksbZ ltk lqukbZ Fkh\
8 D;k fd, x, fujh{k.kksa vkSj fujh{k.k ds nkSjku ikbZ xbZ vfu;ferrvksa dk fjd‚MZ j[kk tkrk gS vkSj D;k 

bUgsa ekfld vkSj okf"kZd fjiksVksaZ esa fn[kk;k tkrk gS\
9 fiNys ik¡p  o"kksaZ ds nkSjku vkids }kjk nk;j fd, x, nkoksa ds ekeyksa vkSj ftu ekeyksa esa vf/kfu;e ds 

xSj&dk;kZUo;u ds fy, çkf/kdkjh }kjk fu.kZ; fn, x,] dh vkSlr okf"kZd la[;kA   
10 ,d fujh{kd ds :i esa fujh{k.k] vfHk;kstu vkSj ekeyksa dk nkok nk;j djus ds nkSjku vkids }kjk lkeuk 

dh xbZ dfBukb;ksa dk mYys[k djsaA 
11 —i;k bu dfBukb;ksa dks nwj djus ds fy, lq>ko nsa
12 ;fn vki ,d çkf/kdkjh ;k vihyh; çkf/kdkjh gSa] rks —i;k ,d çkf/kdkjh ds :i esa vkids }kjk nkoksa 

ij fn, x, fu.kZ;ksa vkSj vihyh; çkf/kdkjh ds :i esa vihyksa ij fn, x, fu.kZ;ksa dh vkSlr okf"kZd 
la[;k crk,aA 

nkoksa ij fn, x, fu.kZ;ksa dh 
vkSlrk okf"kZd la[;k 
vihyksa ij fn, x, fu.kZ;ksa dh 
vkSlr okf"kZd la[;k

13 —i;k leku ikfjJfed vf/kfu;e] 1976 ds dk;kZUo;u ds ckjs esa tkx:drk iSnk djus ds fy, vkids }
kjk mBk, x, dneksa ds ckjs esa crk,aA

14 D;k vkidks dHkh dksbZ ,slk ekeyk feyk ftlesa  leku ikfjJfed dh ek¡x djus ij fdlh efgyk deZpkjh 
dh lsokvksa dks lekIr fd;k x;k gks\
;fn gk¡] rks —i;k mYys[k djsaA gk¡ @ ugha

15 efgyk deZpkfj;ksa dh c[kkZLrxh ds ,sls ekeyksa ls vki fuiVrs gSa\
16 fdlh fu;ksäk@çfr"Bku dks D;k Qk;ns@uqdlku gksrs gSa vxj og leku ikfjJfed vf/kfu;e] 1976 

ds çko/kkuksa dks ykxw djrk gSA
17 leku ikfjJfed vf/kfu;e] 1976 ds çfr fu;ksäkvksa dk joS;k vki dSlk ikrs gSa\ leFkZudkjh

rVLFk 
xSj&leFkZudkjh

18 leku ikfjJfed vf/kfu;e] 1976 ds çko/kkuksa ds ckjs esa iq#"k deZpkjh joS;k dSlk gS\ leFkZudkjh
rVLFk 
xSj&leFkZudkjh

19 leku ikfjJfed vf/kfu;e] 1976 ds çHkkoh dk;kZUo;u esa Je foHkkx }kjk lkeuk dh tk jgh ç'kklfud 
;k vU; dfBukb;ksa dk o.kZu djsaA

20 Åij crkbZ xbZ dfBukb;ksa dks nwj djus ds fy, lq>ko] ;fn dksbZ gksA 
blesa fujh{k.k ls ysdj ltk rFkk nkok@vihy ij fu.kZ; 'kkfey gSa  

21 —i;k mu laosnu'khy {ks=ksa ,oa m|ksxksa ds ckjs esa crk,a tgk¡ ij rRdky gLr{ksi djus vkSj leku 
ikfjJfed vf/kfu;e] 1976 dk çorZu djus dh vko';drk gSA

22 vki leku ikfjJfed vf/kfu;e] 1976 ds rgr ekStwnk çkoèkkuksa vkSj etwnjh lafgrk] 2017 esa çLrkfor 
çkoèkkuksa dks dSlk ikrs gSa\

23 etwnjh lafgrk esa leku ikfjJfed ls lacaf/kr çko/kkuksa esa lq/kkj ds fy, lq>ko] ;fn dksbZ gksA 
24 —i;k leku ikfjJfed vf/kfu;e ds csgrj dk;kZUo;u ds fy, t:jh lq/kkj@la'kks/ku ds lq>ko nsa] 

;fn dksbZ gksA

¼gLrk{kj½
M‚- 'kf'k ckyk] Qsyks] la;kstd] lkekftd fyax vkSj Je v/;;u dsaæ] oh- oh- fxfj jk"Vªh; Je laLFkku 
Je vkSj jkstxkj ea=ky;] Hkkjr ljdkj] lSDVj&24 uks,Mk&201301
E-mail: balashashi.vvgnli@gov.in / shashibala2002@gmail.com
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Annexure-5

Glimpse of the Field Survey
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