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An act to provide for the payment of equal remuneration to men and women 

workers and for the prevention of discrimination, on the ground of sex, against 

women in the matter of employment and for matters connected therewith or 

incidental thereto 

Be it enacted by Parliament in the Twenty-seventh Year of the Republic of India as 

follow: - 

 

Prefatory Note – Statement of Objects and Reasons. – Article 39 of Constitution 

envisages that the State shall direct its policy, among other things, towards securing that 

there is equal pay for equal work for both men and women. To give effect to this 

constitutional provision, the President promulgated on the 26th. September, 1975, the 

Equal Remuneration Ordinance, 1975 so that the provisions of Article 39 of the 

Constitution may be implemented in the year which is being celebrated as the 

International Women’s Year. The Ordinance provides for payment of equal remuneration 

to men and women workers for the same work or work of similar nature and for the 

prevention of discrimination on grounds of sex. 

 

(2) The Ordinance also ensures that there will be no discrimination against recruitment of 

women and provides for the setting up of Advisory committees to promote employment 

opportunities for women. 

 

(3) The Bill seeks to replace the Ordinance.1 
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CHAPTER – I 

PRELIMINARY 

1. Short title, extend and commencement. -- (1) This Act may be called the Equal 

Remuneration Act, 1976. 

(2) It extends to the whole of India. 

(3) It shall come into force on such date, not being later than three years from the passing 

of this Act, as the Central Government may, by notification, appoint and different dates 

may be appointed for different establishments or employments. 

 

2. Definitions. -- In this Act, unless the context otherwise requires, -- 

 

(a) “appropriate Government” means – 

 

(i) in relation to any employment carried on by or under the authority of 

the Central Government or a railway administration, or in relation to a 

banking company, a mine, oilfield or major port or any corporation 

established by or under a Central Act, the Central Government, and 

 

(ii) in relation to any other employment, the State Government; 

 

(b) “commencement of this Act” means, in relation to an establishment or 

employment, the date on which this Act comes into force in respect of that 

establishment or employment; 

(c) “employer” has the meaning assigned to it in clause (f) of Section 2 of the 

Payment of Gratuity Act, 1972 (39 of 1972); 

(d) “man” and “woman” mean male and female human beings, respectively, of any 

age; 

(e) “notification” means a notification published in the Official Gazette; 

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

(g) “remuneration” means the basic wage 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; 

 
 

1 Ordinance 12 of 1975, promulgated by the President on Sept. 26, 1975. 
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(h) “employer” has the meaning assigned to it in clause (f) of Section 2 of the 

Payment of Gratuity Act, 1972 (39 of 1972); 

(i) “man” and “woman” mean male and female human beings, respectively, of any 

age; 

(j) “notification” means a notification published in the Official Gazette; 

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

(l) “remuneration” means the basic wage 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; 

(m) “same work or work of a similar nature” means 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; 

(n) “worker” means a worker in any establishment or employment in respect of which 

this Act has come into force; 

(o) words and expressions used in this Act and not defined but defined in the 

Industrial Disputes Act, 1947 (14 of 1947), shall have the meaning respectively 

assigned to them in that Act. 

 

3. Act to have overriding effect. -- The provisions of this Act shall have effect 

notwithstanding anything inconsistent therewith contained in any other law or in the 

terms of any award, agreement or contract of service, whether made before or after the 

commencement of this Act, or in any instrument having effect under any law for the time 

being in force. 

 

CHAPTER – II 

 

PAYMENT OF REMUNERATION AT EQUAL RATES TO MEN AND WOMEN 

WORKERS AND OTHER MATTERS 

 

4. Duty of employer to pay equal remuneration to men and women workers for same 

work or work of a similar nature. -- (1) 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 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 of a similar nature. 

(2) No employer shall, for the purpose of complying with the provisions of sub-section 

(1), reduce the rate of remuneration of any worker. 

 

(3) 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 
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there are only two rates), or, as the case may be, the highest (in cases where there are 

only 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: 

Provided that nothing in this sub-section shall be deemed to entitle a worker to the 

revision of the rate of remuneration payable to him or her with reference to the service 

rendered by him or her before the commencement of this Act. 

5. No discrimination to be made while recruiting men and women workers. -- On and 

from the commencement of this Act, no employer shall, while making recruitment for the 

same work or work of a similar nature, 2[or in any condition of service subsequent to 

recruitment such as promotions, training or transfer], make any discrimination against 

women except where the employment of women in such work is prohibited or restricted 

by or under any law for the time being in force: 

 

Provided that the provisions of this section shall not affect any priority or reservation for 

scheduled castes or scheduled tribes, ex-servicemen, retrenched employees of any other 

class or category of persons in the matter of recruitment to the posts in an establishment 

or employment. 

 

6. Advisory Committee. -- (1) For the purpose of providing increasing employment 

opportunities for women, the appropriate Government shall constitute one or more 

Advisory Committees to advise it with regard to the extend to which women may be 

employed in such establishments or employments as the Central Government may, by 

notification, specify in this behalf. 

(2) Every Advisory Committee shall consist of not less than ten persons, to be nominated 

by the appropriate Government, of which one-half shall be women. 

 

(3) In tendering its advice, the Advisory Committee shall have regard to the number of 

women employed in the concerned establishment or employment, the nature of work, 

hours of work, suitability of women for employment, as the case may be, the need for 

providing increasing employment opportunities for women, including part-time 

employment, and such other relevant factors as the Committee may think fit. 

 

(4) The Advisory Committee shall regulate its own procedure. 

 

(5) The appropriate Government may, after considering the advice tendered to it by the 

Advisory Committee and after giving to the persons concerned in the establishment or 

employment an opportunity to make representations, issue such directions in respect of 

employment of women workers, as the appropriate Government may think fit. 

 

7. Power of appropriate Government to appoint authorities for hearing and deciding 

claims and complaints. -- (1) The appropriate Government may, by notification, appoint 

 

2 Inserted by Act 49 of 1987, S.2 
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such officers, not below the rank of a Labour Officer, as it thinks fit to be the authorities 

for the purpose of hearing and deciding— 

(a) complaints with regard to the contravention of any provision of this Act; 

(b) claims arising out of non-payment of wages at equal rates to men and women 

workers for the same work or work of a similar nature, 

and may, by the same or subsequent notification, define the local limits within which 

each, such authority shall exercise its jurisdiction. 

(2) Every complaint or claim referred to in sub-section (1) shall be made in such manner 

as may be prescribed. 

 

(3) If any question arises as to whether two or more works are of the same nature or of a 

similar nature, it shall be decided by the authority appointed under sub-section (1). 

 

(4) Where a complaint or claim is made to the authority appointed under sub-section (1) 

it may, after giving the applicant and the employer an opportunity of being heard, and 

after such inquiry as it may consider necessary, direct, — 

 

(i) in the case of a claim arising out of a non-payment of wages at equal rates to 

men and women workers for the same work or work of a similar nature, that 

payment be made to the worker of the amount by which the wages payable to 

him exceed the amount actually paid; 

(ii) in the case of complaint, that adequate steps be taken by the employer so as to 

ensure that there is no contravention of any provision of this Act. 

 

(5) Every authority appointed under sub-section (1) shall have all the powers of a Civil 

Court under the Code of Civil Procedure, 1908 (5 of 1908), for the purpose of taking 

evidence and of enforcing the attendance of witnesses and compelling the production of 

documents, and every such authority shall be deemed to be a Civil Court for all the 

purposes of Section 195 and Chapter XXVI of the Code of Criminal Procedure, 1973 (2 

of 1974). 

 

(6) Any employer or worker aggrieved by any order made by an authority appointed 

under sub-section (1), on a complaint or claim may, within thirty days from the date of 

the order, prefer an appeal to such authority as the appropriate Government may, by 

notification, specify in this behalf, and that authority may, after hearing the appeal, 

confirm, modify or reverse the order appealed against and no further appeal shall lie 

against the order made by such authority. 

 

(7) The authority referred to in sub-section (6) may, if it is satisfied that the appellant was 

prevented by sufficient cause from preferring the appeal within the period specified in 
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sub-section (6), allow the appeal to be preferred within a further period of thirty days but 

not thereafter. 

(8) The provisions of sub-section (1) of Section 33-C of the Industrial Disputes Act, 1947 

(14 of 1947), shall apply for the recovery of monies due from an employer arising out of 

decision of an authority appointed under this section. 

 

 

CHAPTER – III 

MISCELLANEOUS 

8. Duty of employers to maintain registers. -- On and from the commencement of this 

Act, every employer shall maintain such registers and other documents in relation to the 

workers employed by him as may be prescribed. 

9. Inspectors. -- (1) The appropriate Government may, by notification, appoint such 

persons as it think fit to be Inspectors for the purpose of making an investigation as to 

whether the provisions of this Act, or the rules made thereunder, are being complied with 

by employers, and may define the local limits within which an Inspector may make such 

investigation. 

 

(2) Every Inspector shall be deemed to be a public servant within the meaning of Section 

21 of the Indian Penal Code (45 of 1860). 

 

(3) An Inspector may, at any place within the local limits of his jurisdiction, -- 

(a) enter, at any reasonable time with such assistance as he thinks fit, any building, 

factory, premises or vessel: 

(b) require any employer to produce any register, mister-roll or other documents 

relating to the employment of workers, and examine such documents; 

(c) take on the spot or otherwise, the evidence of any person for the purpose of 

ascertaining whether the provisions of this Act are being, or have been, complied 

with: 

(d) examine the employer, his agent or servant or any other person found in charge of 

the establishment or any premises connected therewith or any person whom the 

Inspector has reasonable cause to believe to be, or to have been a worker in the 

establishment; 

(e) make copies, or take extracts from, any register or other document maintained in 

relation to the establishment under this Act. 

 

(4) Any person required by an Inspector to produce any register or other document or to 

give any information shall comply with such requisition. 

 

10. Penalties. -- (1) If after the commencement of this Act, any employer, being required 

by or under this act, so to do— 
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(a) omits or fails to maintain any register or other document in relation to workers 

employed by him, or 

(b) omits or fails to produce any register, muster-roll or other document relating to 

the employment of workers, or 

(c) omits or refuses to gives any evidence or prevents his agent, servant, or any other 

person in charge of the establishment, or any worker, from giving evidence, or 

(d) omits or refuses to give any information, 

he shall be punishable 3[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]. 

 

(2) If, after the commencement of this Act, any employer— 

 

(a) makes any recruitment in contravention of the provisions of his Act, or 

(b) makes any payment or remuneration at unequal rates to men and women worker, 

for the same work or work of a similar nature, or 

(c) makes any discrimination between men and women workers in contravention of 

the provisions of this Act, or 

(d) omits or fails to carry out any direction made by the appropriate Government 

under sub-section (5) of Section 6. 

 

he shall be punishable 4[with fine which shall not be less than ten thousand rupees but 

which may extend to twenty thousand rupees or with imprisonment for a term which shall 

be not less than three months but which may extend to one year or with both for the first 

offence, and with imprisonment which may extend to two years for the second and 

subsequent offences]. 

(3) If any person being required so to do, omits or refuses to produce to an Inspector any 

register or other document or to give any information, he shall be punishable with fine, 

which may extend to five thousand rupees. 

 

11. Offences by companies. -- (1) Where an offence under this Act has been committed 

by a company, every person who, at the time the offence was committed, was in charge 

of, and was responsible to, the company, for the conduct of the business of the company, 

as well as the company, shall be deemed to be guilty of the offence and shall be liable to 

be proceeded against and punished accordingly: 

 

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

any punishment, if he proves that the offence was committed without his knowledge or 

that he had exercised all due diligence to prevent the commission of such offence. 

 

(2) Notwithstanding anything contained in sub-section (1), where any offence under this 

Act has been committed by a company and it is proved that the offence has been 

committed with the consent or connivance of, or is attributable to, any neglect on the part 
 

3 Substituted by Act 49 of 1987, S.3. 
4 Substituted by Act 49 of 1987, S.4. 
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of any director, manager, secretary or other officer of the company, such director, 

manager, secretary or other officer shall be deemed to be guilty of that offence and shall 

be liable to be proceeded against and punished accordingly. 

Explanation. – For the purposes of this section, -- 

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

individuals; and 

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

5[12. Cognizance and trial of offences. -- (1) No court inferior to that of a Metropolitan 

Magistrate or a Judicial Magistrate of the first class shall try any offence punishable 

under this Act. 

 

(2) No court shall take cognizance of an offence punishable under this Act except upon— 

 

(a) its own knowledge or upon a complaint made by the appropriate Government or 

an officer authorized by it in this behalf; or 

 

(b) a complaint made by the person aggrieved by the offence or by any recognized 

welfare institution or organization. 

 

Explanation. –For the purposes of this sub-section “recognized welfare institution or 

organization” means a social welfare organization or institution recognized in this behalf 

by the Central or State Government.] 

13. Power to make rule. -- (1) The Central Government may, by notification, make rules 

for carrying out the provisions of this Act. 

 

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

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

 

(a) the manner in which complaint or claim referred to in sub-section (1) of Section 7 

shall be made; 

 

(b) registers and other documents which an employer is required under Section 8 to 

maintain in relation to the workers employed by him; 

 

(c) any other matter which is required to be, or may be, prescribed. 

 

(3) Every rule made by the Central Government under this Act shall be laid, as soon as 

may be after it is made, before each House of Parliament while it is in session, for a total 

period of thirty days which may be comprised in one session or in two or more successive 

sessions, and if, before the expiry of the session immediately following the session or the 

successive sessions aforesaid, both Houses agree in making any modification in the rule 
 

5 Substituted by Act 49 of 1987, S.4. 
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or both Houses agree hat the rule should not be made, the rule shall thereafter have effect 

only in such modified from or be of no effect, as the case may be; so however, that any 

such modification or annulment shall be without prejudice to the validity of anything 

previously done under that rule. 

14. Power of Central Government to give directions. -- The Central Government may 

give directions to a State Government as to the carrying into execution of this Act in the 

State. 

6[15. Act not to apply in certain special cases. -- Nothing in this Act shall apply— 

 

(a) to cases affecting the terms and conditions of a woman’s employment in 

complying with the requirements of any law giving special treatment to women, 

or 

(b) to any special treatment accorded to women in connection with— 

 

(i) the birth or expected birth of a child, or 

(ii) the terms and conditions relating to retirement, marriage or death or to 

any provision made in connection with the retirement, marriage or 

death]. 

 

16. Power to make declaration. -- Where the appropriate Government is, on a 

consideration of all the circumstances of he case, satisfied that the differences in regard to 

the remuneration, or a particular species of remuneration, or men and women workers in 

any establishment or employment is based on a factor other than sex, it may, by 

notification, make a declaration to that effect, and any act of the employer attributable to 

such a difference shall not be deemed to be contravention of any provision of this Act. 

17. Power to remove difficulties. -- If any difficulty arises in giving effect to the 

provisions of this Act, the Central Government may, by notification, make any order, not 

inconsistent with the provisions of this Act, which appears to it to be necessary for the 

purpose of removing the difficulty: 

 

Provided that every such order shall, as soon as may be after it is made, be laid before 

each House of Parliament. 

 

18. Repeal and saving. -- (1) The Equal Remuneration Ordinance, 1975 (12 of 1975) 

hereby repealed. 

 

(2) Notwithstanding such repeal, anything done or any action taken under the Ordinance, 

so repealed (including any notification, nomination, appointment, order or direction made 

thereunder) shall be deemed to have been done or taken under the corresponding 

provisions of this Act, as if this Act were in force when such thing was done or action 

was taken. 

********************* 
 

6 Substituted by Act 49 of 1987, S.5. 
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Equal Remuneration Act, 1976 (Bare Act PDF + Executive Summary) 
 
Introduction to the Equal Remuneration Act, 1976 (Bare Act PDF) 

The Equal Remuneration Act, 1976 bare act PDF is one of the most significant legislations in India’s 

labour law framework, created to eliminate wage discrimination on the basis of gender. Its central 

purpose is simple yet powerful: to ensure that men and women performing the same work, or work of a 

similar nature, are paid equally. The Act also prohibits employers from showing bias at the stage of 

recruitment, ensuring equality begins not just at the workplace but right from the entry point of 

employment. 

The law draws its foundation from the constitutional principle of “equal pay for equal work”, which is 

recognised under Articles 14, 16, and 39 of the Constitution of India. By enacting the ERA, Parliament 

gave statutory effect to this constitutional mandate, transforming it from a moral ideal into a binding legal 

obligation. It also brought India into alignment with international labour standards set by the International 

Labour Organization (ILO), which has long emphasised pay equity as a cornerstone of fair employment 

practices. 

For employees, this Act serves as an assurance that their pay will not be determined by gender but by the 

nature of work performed. For employers, it imposes a statutory duty to maintain fairness in wage 

structures, recruitment practices, and employment records. In doing so, it not only promotes workplace 

equality but also enhances industrial harmony and employee trust. 

The Act’s introduction can be better understood through three guiding objectives: 

• Eliminating wage discrimination: Ensuring that men and women receive equal pay for equal 

work. 

• Preventing gender bias in recruitment: Prohibiting discrimination at the entry level itself. 

• Aligning with constitutional and international standards: Giving effect to constitutional 

principles and ILO conventions on equal remuneration. 

The Equal Remuneration Act, 1976 bare act PDF continues to be a vital reference point for professionals, 

employers, compliance officers, and students of labour law. While the Code on Wages, 2019 has since 

consolidated wage-related laws, the ERA remains historically important for understanding the roots of 

India’s legal framework on pay parity. 

 
Historical Background and Development of the Equal Remuneration Act, 1976 (Bare Act PDF) 

The Equal Remuneration Act, 1976 bare act PDF was enacted at a time when India was actively working 

to align its labour policies with constitutional values and international obligations. The principle of “equal 

pay for equal work” had already been recognised by the Supreme Court as part of Articles 14 and 16 of 

the Constitution, but without statutory backing, enforcement remained weak and inconsistent. Women in 

particular were vulnerable to wage discrimination, often being paid less than men for the same tasks or 

being excluded from certain categories of jobs altogether. 

Globally, the movement towards pay parity had already gained momentum. The International Labour 

Organization (ILO) had adopted the Equal Remuneration Convention, 1951 (Convention No. 100), which 

India ratified in 1958. By ratifying this convention, India committed to ensuring equal remuneration for 

men and women workers for work of equal value. However, for nearly two decades, there was no specific 

legislation to implement this commitment. 

Recognising the need for a clear statutory framework, the Government of India introduced the Equal 

Remuneration Bill in the mid-1970s. After parliamentary deliberations, the Act was passed in 1976, 

creating a legally binding duty on employers to eliminate gender-based wage discrimination and to ensure 

equality at the stage of recruitment. This marked a turning point in India’s labour law history by 
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embedding pay parity into enforceable law rather than leaving it as a constitutional principle or judicial 

doctrine. 

Key Milestones in the Equal Remuneration Act 1976 Executive Summary PDF 

The Equal Remuneration Act 1976 executive summary PDF highlights several milestones in its 

development: 

• 1951: ILO adopted Convention No. 100 on equal remuneration. 

• 1958: India ratified the convention, committing to equal pay. 

• 1960s–1970s: Growing recognition of wage disparities across sectors. 

• 1976: ERA enacted, prohibiting gender-based wage discrimination and recruitment bias. 

• Post-1976: Courts began interpreting “same work or work of a similar nature,” expanding 

protection for women workers. 

• 2019: ERA’s provisions were subsumed into the Code on Wages, reflecting continuity in the 

principle of equal pay. 

Historical Context in the Equal Remuneration Act PDF Corrida Legal 

The Equal Remuneration Act PDF Corrida Legal explains that the Act was not only about pay equality but 

also about improving women’s participation in the workforce. At a time when traditional roles limited 

women’s economic opportunities, wage discrimination was both a cause and effect of gender inequality. 

By legislating equality, the ERA attempted to break this cycle and create a fairer labour market. 

Broader Perspective in the Equal Pay for Equal Work Law India PDF 

The equal pay for equal work law India PDF places the ERA within the larger narrative of constitutional 

justice. Even before the ERA, the Supreme Court had ruled in cases like Randhir Singh v. Union of India 

(1982) that equal pay was a constitutional guarantee under Articles 14 and 16. However, the ERA gave 

employers and employees a clear statutory framework, backed by penalties for non-compliance, making 

the constitutional promise a practical reality. 

Importance of History in the Equal Remuneration Act 1976 Key Provisions Summary 

The Equal Remuneration Act 1976 key provisions summary stresses that understanding its background 

highlights why the Act was necessary. It was not merely about wages but about dismantling systemic 

discrimination and ensuring that women could participate in the workforce on equal terms. Its enactment 

strengthened both constitutional rights and India’s commitment to international labour standards. 

 
Applicability and Coverage under the Equal Remuneration Act, 1976 (Bare Act PDF) 

The Equal Remuneration Act, 1976 bare act PDF applies across industries and sectors, ensuring that 

both men and women performing the same or similar work receive equal pay. Its scope is wide, covering 

not only wage parity but also recruitment practices, making it a dual-purpose statute — one that governs 

both ongoing employment conditions and entry-level opportunities. 

The Act applies to all employers, whether in the public or private sector, and extends to all forms of 

employment where work of a similar nature is carried out. This means factories, shops, commercial 

establishments, and government organisations are equally bound by its provisions. By doing so, the law 

ensures that its protection reaches workers across industries, rather than being confined to a specific 

sector. 

Coverage Explained in the Equal Remuneration Act 1976 Executive Summary PDF 
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The Equal Remuneration Act 1976 executive summary PDF highlights the scope of coverage: 

• Employers: Every employer, regardless of size, is required to comply. 

• Employees: All categories of employees — skilled, unskilled, manual, supervisory, and clerical. 

• Recruitment: Employers cannot discriminate at the hiring stage on the grounds of gender, 

except where specific laws restrict employment (such as in hazardous industries). 

• Applicability: The Act applies throughout India, covering all industries and establishments 

notified by the government. 

Practical Aspects in the Equal Remuneration Act PDF Corrida Legal 

The Equal Remuneration Act PDF Corrida Legal explains that the Act does not just cover wage rates but 

also conditions of service. Employers must maintain registers of employment and remuneration, showing 

that men and women are paid equally for the same or similar work. Inspectors appointed under the Act 

have powers to examine these records and ensure compliance. 

This practical requirement makes the law not just a declaration of rights but an enforceable mechanism. 

Equal Pay for Equal Work Law India PDF and Coverage 

The equal pay for equal work law India PDF clarifies that “same work or work of a similar nature” is the 

benchmark for applicability. Courts have interpreted this phrase to mean work that requires similar skill, 

effort, and responsibility, and is performed under similar working conditions. This ensures that job titles or 

minor differences in duties cannot be used as excuses for wage discrimination. 

Employer Duties in the Equal Remuneration Act Compliance Guide PDF 

The Equal Remuneration Act compliance guide PDF reminds employers of their obligations under the 

coverage provisions: 

• Registering all employees, showing pay scales and duties. 

• Ensuring women are not denied opportunities in recruitment. 

• Maintaining equal pay for equal work across all departments. 

• Cooperating with inspectors during audits. 

Importance of Coverage in the Equal Remuneration Act 1976 Key Provisions Summary 

The Equal Remuneration Act 1976 key provisions summary emphasises that wide coverage ensures no 

loopholes for discrimination. By applying to both pay and recruitment, the law provides a two-fold 

protection: it prevents women from being denied jobs on discriminatory grounds and ensures they are 

paid fairly once employed. 

 
 
Key Definitions and Concepts in the Equal Remuneration Act, 1976 (Bare Act PDF) 

The Equal Remuneration Act, 1976 bare act PDF lays down a few crucial definitions and concepts that 

shape the application of the law. These definitions are important because they determine when the 

principle of equal pay applies and how employers must structure their wage policies. Courts and 

enforcement authorities rely heavily on these terms while deciding disputes under the Act. 

At its core, the Act is built around the idea of “same work or work of a similar nature.” This phrase has 

been judicially interpreted to mean that if two jobs require similar levels of skill, effort, responsibility, and 

working conditions, the employees performing them must be paid equally, regardless of gender. 

Employers cannot create artificial distinctions based on job titles or minor differences in duties. 
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Essential Terms in the Equal Remuneration Act 1976 Executive Summary PDF 

The Equal Remuneration Act 1976 executive summary PDF highlights the following essential terms: 

• Remuneration: Includes basic pay, allowances, and other financial benefits provided by the 

employer. It is not limited to salary but covers all forms of monetary compensation. 

• Same work or work of a similar nature: Defined as work that requires similar skill, effort, and 

responsibility under similar working conditions. 

• Employer: Any person or authority responsible for hiring and managing employees in an 

establishment. 

• Worker/Employee: Covers all categories of workers, including skilled, unskilled, manual, 

supervisory, and clerical roles. 

Explanation of Concepts in the Equal Remuneration Act PDF Corrida Legal 

The Equal Remuneration Act PDF Corrida Legal explains that the definition of remuneration is 

deliberately wide to prevent employers from paying unequal allowances or incentives. Similarly, the 

concept of “work of a similar nature” prevents subtle discrimination where women might be paid less on 

the pretext of job classification. 

This ensures that pay parity goes beyond just base wages and extends to the total earnings of 

employees. 

Equal Pay Principle in the Equal Pay for Equal Work Law India PDF 

The equal pay for equal work law India PDF explains that the principle has two components: 

• Substantive equality: Men and women must receive equal remuneration for equal work. 

• Procedural equality: Employers must ensure non-discrimination at the stage of recruitment and 

promotion. 

This holistic approach ensures that equality is not limited to salary slips but is integrated throughout the 

employment relationship. 

Compliance Clarity in the Equal Remuneration Act Compliance Guide PDF 

The Equal Remuneration Act compliance guide PDF notes that employers must: 

• Maintain records and registers showing pay structures for men and women. 

• Ensure job descriptions and classifications are free from gender bias. 

• Provide inspectors with all necessary documents when required. 

These compliance steps are directly tied to the definitions laid down in the Act. 

Relevance of Definitions in the Equal Remuneration Act 1976 Key Provisions Summary 

The Equal Remuneration Act 1976 key provisions summary stresses that clear definitions are the 

backbone of enforcement. Without them, wage parity would remain vague and unenforceable. By defining 

remuneration, work of a similar nature, and employer-employee relationships, the Act ensures 

transparency, fairness, and accountability in workplaces across India. 

 
 
Equal Pay for Equal Work Law in India (Bare Act PDF) 

The Equal Remuneration Act, 1976 bare act PDF is the primary legislation that gives statutory effect to 
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the principle of “equal pay for equal work” in India. This principle, however, originates from the 

Constitution itself. Articles 14 and 16 guarantee equality before the law and equality of opportunity in 

matters of public employment. Article 39(d), one of the Directive Principles of State Policy, specifically 

directs the State to secure equal pay for equal work for both men and women. 

The Act transformed this constitutional directive into an enforceable right. By doing so, it created a level 

playing field for men and women employees across industries, ensuring that wage structures cannot be 

discriminatory. Courts have repeatedly held that equal pay is not a privilege but a fundamental right 

arising from equality principles. 

Constitutional Basis in the Equal Remuneration Act 1976 Executive Summary PDF 

The Equal Remuneration Act 1976 executive summary PDF shows how the principle flows from 

constitutional guarantees: 

• Article 14: Equality before the law. 

• Article 16: Equal opportunity in public employment. 

• Article 39(d): Directive to secure equal pay for equal work. 

• Judicial interpretation: Supreme Court has recognised equal pay as part of Articles 14 and 16. 

This constitutional grounding gives the Act both moral and legal authority. 

Judicial Recognition in the Equal Remuneration Act PDF Corrida Legal 

The Equal Remuneration Act PDF Corrida Legal notes landmark judgments: 

• Randhir Singh v. Union of India (1982): Supreme Court declared equal pay for equal work a 

constitutional right enforceable in courts. 

• Mackinnon Mackenzie & Co. v. Audrey D’Costa (1987): Held that women stenographers must 

be paid equal wages as male stenographers performing the same duties. 

• Air India v. Nergesh Meerza (1981): Struck down discriminatory service conditions for women 

air hostesses. 

These cases cemented the idea that wage discrimination is unconstitutional. 

Practical Application in the Equal Pay for Equal Work Law India PDF 

The equal pay for equal work law India PDF explains how the principle applies in practice: 

• Employers cannot justify different pay scales for men and women performing the same work. 

• Minor differences in job titles or tasks cannot be used to deny equal pay. 

• Equal pay must cover both base wages and allowances. 

• Recruitment and promotion decisions must not be based on gender bias. 

Compliance Duties in the Equal Remuneration Act Compliance Guide PDF 

The Equal Remuneration Act compliance guide PDF highlights employer duties: 

• Review wage structures regularly to remove disparities. 

• Maintain transparent job classifications. 

• Provide equal opportunities for training and promotion. 

• Document compliance in registers for inspections. 
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Broader Significance in the Equal Remuneration Act 1976 Key Provisions Summary 

The Equal Remuneration Act 1976 key provisions summary underlines that equal pay for equal work 
goes beyond financial equality. It strengthens women’s participation in the workforce, promotes social 
justice, and reinforces industrial peace. By ensuring fairness, the law creates trust between employers 
and employees, enhancing overall productivity. 
Compliance Duties of Employers under the Equal Remuneration Act, 1976 (Bare Act PDF) 

The Equal Remuneration Act, 1976 bare act PDF does not stop at declaring the principle of pay parity. It 

places direct and enforceable obligations on employers to maintain equality in recruitment, remuneration, 

and service conditions. These duties are the backbone of the law, ensuring that the principle of “equal 

pay for equal work” is not left to interpretation but translated into day-to-day employment practices. 

Employers are expected to implement these duties not only in letter but in spirit. This means wage 

structures must be reviewed regularly, job classifications must remain gender-neutral, and recruitment 

must be conducted without bias. Failure to comply attracts penalties, exposes employers to inspections, 

and in many cases leads to litigation. Thus, compliance under the ERA is as much about risk 

management for organisations as it is about protecting employee rights. 

Recruitment Equality in the Equal Remuneration Act 1976 Executive Summary PDF 

The Equal Remuneration Act 1976 executive summary PDF makes it clear that employers cannot 

discriminate against women at the stage of recruitment. 

• Women must be considered for the same jobs as men, unless a law specifically restricts female 

employment in hazardous work. 

• Employers cannot publish discriminatory job advertisements. 

• During interviews and selection, criteria must be gender-neutral. 

• Preference for male candidates is legally prohibited unless justified under statutory exceptions. 

This ensures that equality begins at the point of entry into employment. 

Pay Structure Compliance in the Equal Remuneration Act PDF Corrida Legal 

The Equal Remuneration Act PDF Corrida Legal explains that employers must ensure men and women 

performing the same work or work of a similar nature receive the same pay. 

• Base wages: Must be identical for men and women. 

• Allowances and bonuses: Cannot differ on the basis of gender. 

• Incentive schemes: Must be equally accessible. 

• Service conditions: Promotion opportunities and increments must be equal. 

Employers who attempt to create artificial job categories to justify wage disparities have repeatedly been 

held non-compliant by the courts. 

Record-Keeping Duties in the Equal Pay for Equal Work Law India PDF 

The equal pay for equal work law India PDF emphasises that compliance is not only about pay but also 

about transparency. 

• Employers must maintain registers showing employment details, job descriptions, and pay scales 

for all employees. 

• These records must clearly demonstrate equality between male and female employees. 

• Wage registers, muster rolls, and recruitment data must be produced during inspections. 



16 
 

• Absence of records or incomplete documentation itself is treated as a violation. 

Inspection and Audit Obligations in the Equal Remuneration Act Compliance Guide PDF 

The Equal Remuneration Act compliance guide PDF highlights the inspection process: 

• Inspectors are empowered to examine wage registers, job classifications, and recruitment 

records. 

• Employers must provide full cooperation during audits. 

• Any discrepancies or discriminatory practices can result in corrective directions, penalties, or 

prosecution. 

• Organisations are advised to conduct internal compliance audits periodically to avoid penalties 

during official inspections. 

Penalties for Non-Compliance in the Equal Remuneration Act 1976 Key Provisions Summary 

The Equal Remuneration Act 1976 key provisions summary outlines penalties for employers who fail to 

comply: 

• For discrimination in pay or recruitment: Fine up to ₹10,000 or imprisonment up to one year, 

or both. 

• For failure to maintain records: Fine up to ₹500. 

• For repeat violations: Enhanced penalties including longer imprisonment terms. 

These penalties are meant not just as punishment but as deterrents, ensuring employers treat 

compliance as a core responsibility. 

Broader Importance of Employer Compliance 

Employer compliance with the Equal Remuneration Act serves multiple purposes: 

• Protects employees from wage exploitation. 

• Promotes workplace equality and diversity. 

• Reduces litigation risk and inspection penalties. 

• Improves employee trust, loyalty, and productivity. 

• Aligns organisations with global standards of gender equality. 

In essence, compliance duties under the ERA go beyond legal formality. They reflect an organisation’s 

commitment to fairness, equality, and long-term sustainability. 

 
Enforcement, Penalties, and Dispute Resolution under the Equal Remuneration Act, 1976 (Bare 

Act PDF) 

The Equal Remuneration Act, 1976 bare act PDF does not merely declare the principle of equality — it 

ensures enforcement through a framework of penalties and dispute resolution mechanisms. The Act 

grants inspectors wide powers to verify compliance and places employers under strict scrutiny to maintain 

fairness in recruitment and remuneration. At the same time, it provides employees with forums to raise 

grievances and ensures that disputes are resolved effectively. 

The goal of this enforcement framework is two-fold: to deter non-compliance by employers and to 

empower employees with remedies when violations occur. By combining penalties with judicial remedies, 

the ERA establishes accountability across workplaces. 
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Enforcement Powers in the Equal Remuneration Act 1976 Executive Summary PDF 

The Equal Remuneration Act 1976 executive summary PDF outlines the enforcement role of authorities: 

• Inspectors may enter establishments and demand wage and recruitment records. 

• They can examine job classifications to detect discriminatory practices. 

• Inspectors may question employers and employees regarding pay structures. 

• Reports of violations can trigger penalties and prosecution. 

This inspection mechanism ensures that employers maintain transparent records and cannot escape 

accountability. 

Penalties in the Equal Remuneration Act PDF Corrida Legal 

The Equal Remuneration Act PDF Corrida Legal specifies punishments for various defaults: 

• Discrimination in pay or recruitment: Imprisonment up to one year, fine up to ₹10,000, or both. 

• Failure to maintain records/registers: Fine up to ₹500. 

• Repeat violations: Stricter penalties, including higher fines and longer imprisonment. 

• False statements or obstruction of inspectors: Criminal liability with prosecution. 

These penalties ensure employers treat compliance as a legal duty, not a voluntary option. 

Dispute Resolution in the Equal Pay for Equal Work Law India PDF 

The equal pay for equal work law India PDF explains the avenues available to employees when they face 

discrimination: 

• Complaints can be filed before labour authorities designated under the Act. 

• Labour Courts or Industrial Tribunals may adjudicate disputes relating to pay discrimination. 

• Disputes may involve unequal pay, biased recruitment, or wrongful classification of jobs. 

• Appeals lie to higher judicial forums for review of decisions. 

This system ensures employees have legal remedies beyond workplace-level complaints. 

Employer Obligations in the Equal Remuneration Act Compliance Guide PDF 

The Equal Remuneration Act compliance guide PDF reminds employers that: 

• Inspections and audits are routine under the Act, and non-cooperation is itself a violation. 

• Penalties can escalate for repeated non-compliance. 

• Settling disputes early through fair practices reduces the risk of prolonged litigation. 

• Proactive compliance policies demonstrate commitment to workplace equality and reduce 

disputes. 

Significance in the Equal Remuneration Act 1976 Key Provisions Summary 

The Equal Remuneration Act 1976 key provisions summary stresses that enforcement and penalties are 

not only punitive but corrective. The law recognises that wage discrimination is often systemic and 

entrenched, and strong enforcement is necessary to break such patterns. At the same time, dispute 

resolution mechanisms provide a fair platform for both employees and employers to present their cases, 
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ensuring balance in enforcement. 

Broader Perspective 

By combining inspection powers, penalties, and judicial remedies, the ERA ensures that its promise of 

equal pay is not symbolic but practical. Employers are deterred from wage discrimination by the fear of 

penalties, and employees are empowered to challenge unfair practices in formal legal forums. This dual 

approach ensures that gender equality in the workplace is both a legal requirement and an enforceable 

right. 

 
Judicial Pronouncements on the Equal Remuneration Act, 1976 (Bare Act PDF) 

The Equal Remuneration Act, 1976 bare act PDF has been extensively interpreted by Indian courts, 

particularly the Supreme Court and High Courts. While the statutory text sets out the principle of equal 

pay, it is the judiciary that has clarified its scope, resolved ambiguities, and reinforced its constitutional 

roots. Courts have consistently held that the Act must be read as a piece of beneficial legislation, 

requiring a liberal interpretation in favour of employees. 

Judicial pronouncements have addressed crucial issues such as what constitutes “same work or work of 

a similar nature,” whether minor differences in job titles can justify pay differences, and the extent to 

which constitutional guarantees strengthen the Act. These rulings have not only expanded the reach of 

the law but also made its enforcement more practical in workplaces across India. 

Landmark Rulings in the Equal Remuneration Act 1976 Executive Summary PDF 

The Equal Remuneration Act 1976 executive summary PDF highlights several landmark decisions: 

• Randhir Singh v. Union of India (1982): The Supreme Court declared that the principle of equal 

pay for equal work is a constitutional right flowing from Articles 14 and 16, and enforceable in 

courts. 

• Mackinnon Mackenzie & Co. Ltd. v. Audrey D’Costa (1987): The Court held that female 

stenographers must receive the same pay as male stenographers when performing identical 

duties. 

• Air India v. Nergesh Meerza (1981): The Court struck down discriminatory service conditions 

imposed on female air hostesses as violative of equality principles. 

• State of Punjab v. Jagjit Singh (2017): Extended the principle of equal pay for equal work to 

temporary and contractual employees performing the same duties as regular employees. 

Scope of “Same Work” in the Equal Remuneration Act PDF Corrida Legal 

The Equal Remuneration Act PDF Corrida Legal explains how courts have interpreted “same work or 

work of a similar nature”: 

• Work requiring similar skill, effort, and responsibility under similar conditions must attract equal 

pay. 

• Minor variations in duties or job titles cannot justify wage disparities. 

• Employers must prove substantial differences in job content to justify different pay scales. 

This judicial clarity has made it harder for employers to disguise discrimination under technical 

classifications. 

Constitutional Dimension in the Equal Pay for Equal Work Law India PDF 

The equal pay for equal work law India PDF highlights that the Supreme Court has treated the ERA as an 
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extension of constitutional equality: 

• Article 14 (equality before law) and Article 16 (equality of opportunity) directly support equal pay. 

• Article 39(d), a Directive Principle, has been given enforceable value through the ERA. 

• Judicial recognition has elevated equal pay from a policy directive to a binding legal right. 

Enforcement Insights in the Equal Remuneration Act Compliance Guide PDF 

The Equal Remuneration Act compliance guide PDF explains that judicial rulings have reinforced 

compliance obligations: 

• Courts have directed employers to revise wage structures where disparities were proven. 

• Discriminatory recruitment practices have been struck down. 

• Back wages have been awarded to employees who suffered wage discrimination. 

• Employers are required to align with both statutory duties and judicial precedents. 

Significance of Judicial Pronouncements in the Equal Remuneration Act 1976 Key Provisions 

Summary 

The Equal Remuneration Act 1976 key provisions summary stresses that judicial pronouncements have 

ensured the law remains effective despite evolving employment structures. By linking statutory provisions 

to constitutional equality, the judiciary has made the Act robust against attempts at circumvention. For 

employees, it means stronger protection; for employers, it means clearer compliance boundaries. 

Broader Impact 

Judicial intervention has transformed the ERA from a statutory framework into a living instrument of 

workplace equality. By insisting on liberal interpretation, the courts have ensured that the promise of 

equal pay for equal work is not diluted by technicalities. These rulings continue to guide compliance 

policies, HR practices, and wage structures across India. 

 
Equal Remuneration Act vs Other Labour Laws in India (Bare Act PDF) 

The Equal Remuneration Act, 1976 bare act PDF is part of a broader network of Indian labour laws, each 

addressing a different aspect of worker protection. While the ERA is unique in directly targeting wage 

discrimination and recruitment bias, its provisions intersect with several other statutes. A comparative 

understanding helps both employees and employers identify how the ERA complements, overlaps, or 

differs from other labour legislations. 

By looking at its interaction with laws on wages, gratuity, provident fund, and workplace equality, we can 

see how the ERA contributes to the larger goal of fairness in employment. 

Comparison with the Minimum Wages Act in the Equal Remuneration Act 1976 Executive 

Summary PDF 

The Equal Remuneration Act 1976 executive summary PDF highlights differences from the Minimum 

Wages Act, 1948. 

• Minimum Wages Act: Ensures that workers are paid at least a statutory minimum wage for 

specified employments. 

• Equal Remuneration Act: Ensures that men and women receive equal pay for equal work, 

regardless of minimum wage levels. 
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• Overlap: Employers must comply with both — first ensuring statutory minimum wages, then 

ensuring parity across genders. 

Contrast with the Payment of Gratuity Act in the Equal Remuneration Act PDF Corrida Legal 

The Equal Remuneration Act PDF Corrida Legal contrasts the ERA with the Payment of Gratuity Act, 

1972. 

• Payment of Gratuity Act: Provides a one-time retirement benefit after five years of service. 

• Equal Remuneration Act: Applies during the entire employment, ensuring wage parity. 

• Connection: Both Acts safeguard employee dignity, but at different stages of employment. 

Distinction from the Employees’ Provident Fund in the Equal Pay for Equal Work Law India PDF 

The equal pay for equal work law India PDF explains the difference between ERA and EPF. 

• Employees’ Provident Fund Act, 1952: Focuses on retirement savings through compulsory 

contributions. 

• Equal Remuneration Act: Ensures fairness in current wages and recruitment. 

• Together: ERA protects equality in present wages, while EPF secures financial stability after 

employment. 

Overlap with Workplace Equality Laws in the Equal Remuneration Act Compliance Guide PDF 

The Equal Remuneration Act compliance guide PDF highlights ERA’s overlap with other gender equality 

laws. 

• Maternity Benefit Act, 1961: Protects women during pregnancy and childbirth. 

• Sexual Harassment of Women at Workplace Act, 2013 (POSH): Ensures safe and 

harassment-free working conditions. 

• ERA: Complements these by ensuring economic equality and equal job opportunities. 

Together, these laws create a multi-dimensional protection system for women at work. 

Broader Context in the Equal Remuneration Act 1976 Key Provisions Summary 

The Equal Remuneration Act 1976 key provisions summary explains that while each labour law has a 

distinct purpose, they collectively advance the constitutional promise of equality, social justice, and dignity 

of labour. The ERA’s specific role is to make sure that pay structures and recruitment remain free from 

discrimination, making it an essential piece of India’s larger social security framework. 

Broader Importance 

By comparing the ERA with other labour laws, it becomes clear that no single statute can ensure 

complete workplace equality. The ERA, however, plays a unique role in directly tackling the problem of 

wage disparity, making it indispensable to India’s employment law framework. 

 
 
Conclusion on the Equal Remuneration Act, 1976 (Bare Act PDF) 

The Equal Remuneration Act, 1976 bare act PDF represents a landmark in India’s labour law history. By 

directly enforcing the principle of equal pay for equal work, it bridged the gap between constitutional 

ideals and workplace realities. Its provisions ensured that women were not only entitled to equal wages 

but also protected from discrimination at the stage of recruitment itself. In doing so, the Act contributed to 

dismantling systemic barriers that had long hindered gender equality in employment. 
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Over the years, the ERA has been strengthened through judicial pronouncements and reinforced by 

international labour commitments. Even though its provisions have been subsumed under the Code on 

Wages, 2019, its legacy remains vital for understanding how India transitioned from policy directives to 

enforceable rights in the area of pay parity. 

For employees, the Act guaranteed fairness and dignity, ensuring that gender was not a basis for 

economic disadvantage. For employers, it created enforceable compliance duties — from maintaining 

transparent pay structures to avoiding discriminatory recruitment. For society at large, it reinforced the 

principle that equality in the workplace is not negotiable but a legal and moral obligation. 

Key Takeaways in the Equal Remuneration Act 1976 Executive Summary PDF 

The Equal Remuneration Act 1976 executive summary PDF highlights: 

• Equal pay is both a statutory and constitutional right. 

• Recruitment and wage structures must remain gender-neutral. 

• Employers must maintain compliance records and cooperate with inspections. 

Compliance Lessons in the Equal Remuneration Act PDF Corrida Legal 

The Equal Remuneration Act PDF Corrida Legal reinforces that organisations must move beyond 

formality. Proactive audits, transparent wage policies, and internal equality measures not only ensure 

compliance but also strengthen workforce morale and reduce litigation risks. 

Broader Impact in the Equal Pay for Equal Work Law India PDF 

The equal pay for equal work law India PDF shows that the Act did more than regulate wages — it 

changed workplace culture. It pushed employers to recognise women as equal contributors in every role 

and set a legal precedent for fairness in employment practices. 

Final Perspective in the Equal Remuneration Act 1976 Key Provisions Summary 

The Equal Remuneration Act 1976 key provisions summary underlines that its importance lies not only in 

the past but also in shaping the future of gender equality in India. By embedding pay parity into law, it 

created a foundation that continues to influence policy, litigation, and workplace practices today. 

 

 

 


