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ABSTRACT
This paper argues, that the report critically discusses the relationship of formal equality and substantive inequality in relation to gender justice and human rights issues with the new labour codes of India. It critically examines the theoretical basis of equality, the practical effects of the recent labour reforms, and whether they adhered to the constitutional and international human rights standards, especially to Articles 14, 15(3) and 21 of the Constitution of India. It defines the difference between formal and substantive equality as well as asserts that formal equality has been ineffective since it only parallels people before the law without dealing with structural inequalities that reinforce the gender imbalance. In its turn, the concept of substantive equality aims at overcoming these latent inequalities by acknowledging socio-economic disadvantages and implementing active steps towards eradicating systemic barriers.
The report continues to examine the four unified labour codes adopted in 2019-2020 which are expected to streamline the labour laws to improve the growth rate and gender inclusiveness. The aim of the reforms may seem to improve the equal participation; however, the study argues these reforms are not sufficient in addressing structural imbalances encountered by women in the labour market despite the provisions present in them. Women are still faced with systemic discrimination such as lack of equal opportunities, absence of wage differences, segregation in occupations, undue caring workloads, and lack of protection in informal and precarious work.
The report argues on the basis of the human rights approach based on substantive equality and feminist constitutionalism that the tension between formal equality in labour legislation and ongoing substantive inequality demands that the principles of substantive equality be realised in labour governance in India.


I. INTRODUCTION
Equality has long been regarded as a fundamental principle of democratic governance and constitutional legitimacy. The modern system of legislations aims at ensuring equality by promoting non-discrimination, equal protection of the law, and access to non-discriminatory rights and opportunities. This commitment is reflected in the Articles 14, 15 and 16 of the Indian Constitution which together formed the platform of equality before the law and outlawed any form of discrimination based on sex, caste or even religion.[footnoteRef:2] [2: INDIA CONST.. arts. 14, 15, 16.] 

Nevertheless, the achievement of equality in the socio-economic structures is a complex issue. Although the principle of formal equality, where people with similarly situated cases are treated in the same way, is often embraced by the law systems, this method can never resolve the structural inequalities that are firmly embedded within the system. The existence of these inequalities is especially apparent in labour markets where gender, caste, and socio-economic status still determine the access to work, the price of work, and workplace safety.[footnoteRef:3] [3:  Tarunabh Khaitan, A Theory of Discrimination Law 23–30 (Oxford Univ. Press 2015).] 

The labour force participation of women is lower than that of men and the women workers are left in the informal and precarious jobs.[footnoteRef:4] Structural constraints- such as unpaid care duties, safety issues, and biased employment- still restricts the women’s economic participation. [4:  Ministry of Statistics & Programme Implementation, Periodic Labour Force Survey (PLFS) 2022–23: Annual Report (Gov’t of India 2023).] 

It is on this basis that the Indian government embarked on a major labour reform agenda in 2019-2020 whereby twenty-nine labour laws were united into four broad Labour Codes. These reforms were advocated as to make the regulatory structures more simple to understand, enhance compliance, and strengthen worker protection. However, the opponents insist that the focus on the simplification of regulations and the homogenization of legal material can ignore the particular vulnerability of the marginalized workers, especially women.
In this paper, the key question to consider is the following: Do the New Labour Codes in India promote substantive equality or are they only propping up the formal equality without tackling the structural labour inequalities?





II. THEORETICAL FOUNDATIONS OF FORMAL AND SUBSTANTIVE EQUALITY
The formal equality and substantive justice conflict is evident in the theoretical framework of equality in the Indian legal and social structure. In order to interpret the New Labour Codes in India in terms of human rights, one has to look at the very notions of equality that are the guiding principles of constitutional jurisprudence. The classical theoretical expression of formal equality is based on procedural equity and the belief that people need to be treated equally by the law. Rooted in the Aristotelian principle of treating “likes as likes,” this framework emphasizes neutrality, uniformity, and the rule of law.[footnoteRef:5]  [5:  Aristotle, Nicomachean Ethics bk. V (W.D. Ross trans., Oxford Univ. Press 1925).] 

But the shortcomings of formal equality can be seen clearly when it is applied in highly stratified societies like in India. When the law works with all people similar and without consideration of unequal conditions of starting points, the law can only continue the inequality instead of eradicating it. 
Within the Indian constitutional framework, equality is not merely a philosophical aspiration but a fundamental legal guarantee. Articles 14, 15, and 16 of the Constitution collectively establish the principles of equality before the law, prohibition of discrimination, and equal opportunity in matters of public employment.[footnoteRef:6] However, the intricacy of the Indian society containing the remaining system of inequalities on the grounds of caste, gender, and economic level, begs the crucial issue of whether the same legal treatment as such, can yield equal results. The disjunction between the constitutional promises and the realities on the ground proves the natural constraints of the application of formal neutrality in the formulation of policies aimed at attaining social justice. [6:  INDIA CONST.arts. 14–16.] 

Human rights approaches have challenged the use of formal equality as a sole basis of gender justice in the world. Advocacy organizations have emphasized that governments must actively protect women’s rights and address structural discrimination rather than assuming that neutral legal frameworks automatically produce equitable outcomes.[footnoteRef:7] This view reaffirms the point that equality regimes need to adapt beyond official neutrality to policy frameworks, which can respond to the inequalities in the real world. [7:  Equality Now, Global Report on the State of Women’s Rights 2025 (2025).] 

These theoretic lessons come in handy especially when looking at gendered aspects of labour regulation. Though formal equality guarantees equal legal position of both male and female workers, the concept fails to consider the structural disadvantages associated with the lack of payment of care, work safety of employees and the prevalence of wage gaps. The use of labour legislation which is based purely on formal equality and which treats workers as the same individuals without taking into account the structural barriers is likely to perpetuate the current differences instead of eradicating them.
Although measures of this kind can be seen as endeavours at institutionalizing commitments of the constitution, their success is ultimately pegged on good enforcement and institutional participation. To recognize formal equality in Indian context thus involves taking note of the disparity between the law and the social reality. As much as formal equality gives the needed legal platform upon which non-discrimination can be realized, it is still inadequate in realizing meaningful gender justice. In that regard, the strict human rights analysis of the New Labour Codes in India should judge them not solely within the framework of their legal neutrality, but also within the framework of the overall constitutional obligation to substantive equality.

III. SUBSTANTIVE EQUALITY AS A HUMAN RIGHTS FRAMEWORK
Substantive equality is a principle that is a critical corrective to the constraints of formal equality, especially when considering systemic inequalities that are part of the Indian socio-economic system. While formal equality advocates identical legal treatment for all individuals, substantive equality recognizes that historical disadvantages, structural barriers, and entrenched discrimination make the notion of a neutral “level playing field” largely illusory.[footnoteRef:8] This difference is especially important in the conditions of the New Labour Codes in India. Neutral laws might not be associated with fair results when they are exercised in unequal social settings. The move toward substantive equality must thus take cognizance to the fact that to treat unequals as equals is to stand a risk of reinforcing rather than breaking down hierarchies.  [8:  Sandra Fredman, Substantive Equality Revisited, 14 Int’l J. Const. L. 712 (2016).] 


The change is well echoed in modern world human rights discourse. There is a growing stress among the international institutions that formal legal guarantees are not enough to ensure the socio-economic rights. The Committee on Economic, Social and Cultural Rights (CESCR), in recent sessions reviewing state compliance with international covenants, highlighted that structural inequalities frequently undermine progress in realizing economic and social rights.[footnoteRef:9]  [9:  Comm. on Econ., Soc. & Cultural Rights, Report on State Compliance with the International Covenant on Economic, Social and Cultural Rights (2026).] 


Such judicial scrupulousness has thus been seen as a possible hindrance to reforms that are based on equality. The consequences of this are not confined to higher education and can be applied to the wider interpretation of the law concerning labour. When equality is perceived in terms pure formal neutrality, any clause in labour laws that aims to safeguard weak workers, especially women might be challenged on the basis that they do not conform to identical treatment.

Regardless of these tensions, legislative efforts that can encourage substantive equality are still going to appear in the dynamic Indian legal environment. This is evidenced by the fact that such proposals can be seen as more and more aware of the fact that institutional representation and specific interventions are needed to overcome historical inequalities. The same is also relevant in the field of labour governance, where the marginalized communities are frequently subject to concerns regarding the hiring, the safety of the workplace, and availability of social protection.

The policy changing nature of early 2026 thus depicts the strides towards and the opposition against equality in the Indian social structure. Efforts like the UGC Equity Regulations and more general discussions of the institutional representation are signs of the developing understanding of the necessity to overcome historical inequalities in terms of substantive equality. Meanwhile, judicial interventions and a lively debate on policies demonstrate the difficulties in putting these principles into working governance systems.

To be real in promoting human rights and gender justice, the New Labour Codes should be construed with the substantive equality in mind. Trusting neutrality only on the formal level can merely advance the structural imbalances that still characterize the Indian labour market. The solution to these inequalities must be integrated institutional changes, the specific policy actions, and the commitment to the fair allocation of opportunities. It is only in such a manner that the labour reforms would be able to guarantee that economic development is being good to the worst of the working classes.

IV. GENDER JUSTICE UNDER INDIA’S NEW LABOUR CODES
A. Key Features of India’s New Labour Codes and Gender Implications
The use of a few sweeping labour laws to give rise to four very broad codes the Code on Wages, 2019, the Code on Social Security, 2020, the Industrial Relations Code, 2020, and the Occupational Safety, Health and Working Conditions Code, 2020 (OSH Code) is a significant change in the labour law regime in India especially in terms of gender justice and human rights. The new framework is a shift of the previous model that was based on protectionism that often limited employment of women under the argument of safety to a rights-based approach that upholds equality of opportunity and non-discrimination. Nonetheless, considered in the context of substantive equality, it is obvious that as long as legislative changes are introduced, structural constraints that still exist in the way women are involved in the labour market will not be removed.
Among the four codes, the Code on Wages, 2019 plays a central role in advancing economic equality. One of its most significant provisions prohibits gender discrimination not only in wages but also in recruitment and conditions of employment.[footnoteRef:10] The Code is intended to address occupational stratification through extending the principle of equal remuneration to work of a similar nature, which in the past permitted employers to justify wage inequality between male and female employees who had to undertake similar jobs. Nevertheless, the practical effectiveness of these provisions depends heavily on enforcement mechanisms, monitoring systems, and institutional capacity, which remain under development as of early 2026.[footnoteRef:11] [10:  Code on Wages, No. 29 of 2019, §§ 3–5, India Code (2019).]  [11:  Int’l Lab. Org., India Wage Report: Wage Policies for Decent Work and Inclusive Growth (2018).] 

One of the areas that the new framework will change significantly can be found in Occupational Safety, Health and Working Conditions Code, 2020. In the past, Indian labour laws did not allow women to take night shifts or in some industrial settings on the pretext of safety. Although these limitations were imposed as means of protection, they tended to reduce women to access more income-generating industrial work and they further strengthened occupational segregation.  The OSH Code attempts to reverse this paradigm by allowing women to work in all establishments, including those requiring night shifts, thereby expanding employment opportunities and promoting gender inclusion within the workforce.[footnoteRef:12] However, such employment is conditional upon adequate safety arrangements and the voluntary written consent of the woman employee.[footnoteRef:13] [12:  Occupational Safety, Health and Working Conditions Code, No. 37 of 2020, § 66, India Code (2020).]  [13:  Id. § 43.] 

This choice, however, may in substantial content be limited by more extensive social factors including the interests relating to the safety of the population, the transportation system, and the workplace bullying. Although these clauses are intended to provide safer working conditions, the demand of written consent has also been a controversial issue especially in those situations where the employer and the worker may be having an unequal power dynamic with regards to the voluntariness of said consent.
The Code on Social Security, 2020 also tries to combat the issue of gender inequality by providing social protection to new groups of workers that were previously not covered, such as gig and platform workers. By including such workers into the social security structure, the law acknowledges their contribution to the economy, and attempts to provide guarantees that were previously not granted to the workers. The code as well maintains the twenty six weeks of paid maternity leave. Also, the OSH Code requires that creche facilities be provided in the establishment with a number of fifty workers or more, taking care of childcare issues which often force women to leave the working arena.
Although such steps are progressive, it is still a significant issue of concern whether the labour codes will be implemented. Reports from early 2026 indicate that although the legislative framework has been established, full operationalization is still underway, with implementation expected to be completed by April 2026.[footnoteRef:14] Although the codes are expected to offer better opportunities and protections to women workers, the delays in the process of rule-making, administrative willingness, and the enforcement potential are likely to restrict the effective implementation of the codes. [14:  Ministry of Labour & Employment, Gov’t of India, Status of Implementation of the Four Labour Codes (2026), https://labour.gov.in.] 

The codes do not allow gender based discrimination but in the end its success is based on available mechanisms of redressing grievances and high enforcement of the regulations. Most of the women employees, particularly those in informal or precarious jobs do not have a legal consciousness or institutional assistance to take complaints. As a result, although the new codes of labour in India provide a significant platform of formal equality, the achievement of true gender justice will rely on the proper application of codes, powerful monitoring and also the way women can be empowered in the labour market. As of February 2026, these reforms should therefore be viewed as part of an ongoing transformation rather than a completed achievement.[footnoteRef:15] [15:  Id.] 

B. Substantive Inequality in Labour Provisions: A Gender Perspective
The discussion of the New Labour Codes in India shows that there has always been a conflict between the formal legal neutrality on the one hand and the substantive inequality on the other. Even though the unification of labour laws was meant to streamline the regulatory environments and to create more labour protection, a gender-sensitive critique of such reforms may hold that these legislative changes mostly exist in the paradigm of formal equality. This model also presumes that equal treatment under the law will yield equal results but in many instances that structural injustice that faces women into employment and retention is disregarded. 

The gender inequality in the labour force participation is one of the most evident signs of substantive inequality. Statistics on 2022-23 show a dismal gap: the Male Labour Force participative rate is about 78.5 percent, and Female Labour Force participative rate is about 37 percent. Such inequality is not only a display of historical inequity but it is also a systemic restriction of economic involvement of women. This disparity is even worse as measured by the position of India in the world. According to the Global Gender Gap Report 2025, India ranked 131st globally, with economic participation and opportunity identified as major areas of concern.[footnoteRef:16] [16:  World Econ. Forum, Global Gender Gap Report 2025 (2025).] 


Structural barriers that are placed in social and institutional structures also create substantive inequality. The imbalance in the unpaid care work has been one of the greatest challenges that the New Labour Codes have not been able to handle. The labour model explicitly presupposes an employee that is completely free of market engagement, a paradigm that has traditionally been more equivalent to the male employment patterns. 

Nevertheless, women still take an unequal responsibility burden of domestic chores, childcare, and eldercare. Women are not always able to engage fully in the labour market due to mobility limitation and childcare obligations. Although the New Labour Codes introduce provisions relating to maternity benefits and workplace crèche facilities, these benefits primarily apply to formal sector establishments, leaving many women working in informal sectors outside their scope of protection.[footnoteRef:17] [17:  NITI Aayog, Women’s Workforce Participation in India: Policy Analysis Report (2025).] 


The other aspect of substantive inequality occurs because of implementation problems around increasing access of women to previously closed spheres. Legal changes have now allowed women to be employed in sectors that used to be closed to them such as night shifts and other manufacturing industries. Even though this expansion can theoretically boost economic opportunities, it has also spawned fears about compliance costs to the employer, especially those operating in the Micro, Small and Medium Enterprises (MSMEs). When employers find the safety and welfare needs to be costly, they might be unwilling to hire female employees, which will automatically restrict women in terms of employment. 

In terms of human rights, the success of labour laws is, in the end, reliant on the powerful enforcement provisions. The law that ensures the implementation of equal pay and a ban on discrimination is only important when there is some institutional framework that can oversee the implementation of this law and a system that offers easy redress of grievances. According to a recent world bank study on gender equality in labour markets, there is an existent gap in the world on the aspect of protection against gender inequality which may exist in several ways, but does not actually occur. 

This enforcement gap is especially relevant in the Indian setting given the size of the informal sector and little control on regulations in most sectors of employment. Strategic obstacles- such as ignorance of the law, economic issues, social costs may not permit women to seek legal redress to a situation of discrimination or exploitation. It follows that, the existence of progressive labour law does not necessarily mean better labour conditions. The issue of safety, such as workplace harassments and the lack of proper transportation systems, also limit women in their movement and occupational decisions.

Finally, the discussion of the New Labour Codes in India through the lens of substantive inequality proves that no legislative change can bring about gender justice. Women are still restricted in access to the labour force, the strain of unpaid care, enforcement issues and possible safety hazards, all of which persist in limiting women to economic participation. Although the labour codes form a significant move in modernising the labour law in India, successful implementation, institutional responsibility, and overall change in the society will determine their success in enhancing gender equality.

V. HUMAN RIGHTS LENS: EVALUATING LABOUR CODES AND GENDER JUSTICE
In spite of these liberal provisions, the shift towards formal equality to substantive gender justice is a complicated one. Although the liberation of law prospects are expanding the hypothetical fields of employment, the reality on the social and economic field often renders the exercise of these rights by women impractical. In this case, e.g., the night-shift employment should be provided with the written consent which, in turn, is aimed at the protection of the worker autonomy, however, in the situation of unequal bargaining power, this consent does not necessarily imply the voluntary one. Current labour market statistics show that gender pay differentials still live strongly in such sectors as information technology and education which shows that legislative assurances can never eradicate such highly institutionalized forms of inequality.

The labour codes have major human rights implications which are especially relevant to employees which work in the informal sector of India as a significant percentage of employees there are women. Although the Code on Social Security, 2020 expands coverage to gig and platform workers, the practical enforcement of these protections remains uncertain.[footnoteRef:18] Informal employment relationships often lack written contracts, stable wages, and regulatory oversight, limiting the effectiveness of statutory protections. [18:  Gov’t of India, Code on Social Security, 2020: Implementation Framework and Coverage of Gig and Platform Workers (Ministry of Labour & Emp. 2025).] 


To sum up, the new labour codes in India can be viewed as a great modernisation of the labour law system of the country. The abolition of working-age that was in place, acknowledgement of equal pay precepts, and the increase of social security safeguards are significant measures towards official gender equality. Nevertheless, the existence of systematic wage differentials, constraints on collective organization, and the inherent susceptibility of informal employees reveal the persistent persistence of substantive inequality. The success of such reforms in the long term will be either reliant on successful enforcement, institutional responsibility, and an ongoing review of policies to make sure that economic modernization does not compromise basic labour rights.

VI. STRATEGIES TO PROMOTE SUBSTANTIVE EQUALITY IN LABOUR POLICIES
To close the divide between the formal equality guaranteed by statute and the substantive inequality in the real world, there must be labour policies under the new Labour Codes in India introduced in a gender-transformative manner. Rather, it needs specific state intervention that would have a target on structural socio-economic limitations to participation of women in the labour market. 

Although the Code on Social Security, 2020 consolidates maternity benefit provisions and mandates crèche facilities, these requirements generally apply only to establishments employing fifty or more workers.[footnoteRef:19] Such a threshold leaves a big percentage of women who work in Micro, Small and Medium Enterprise (MSMEs), and informal workplace.  [19:  Code on Social Security, No. 36 of 2020, §§ 67–68, India Code (2020).] 


Although the legislation guarantees equal pay for work of a similar nature, gender wage gaps persist. Achieving substantive equality requires expanding the interpretation of equal pay to include the principle of work of equal value.[footnoteRef:20] This will be through objective job-evaluation systems that will evaluate skill, effort, responsibility and working conditions, as well as the redressing of historical undervaluation of feminized labour, in caring, domestic services and textile production.  [20:  Code on Wages, No. 29 of 2019, § 3, India Code (2019).] 


The new labour codes also have limited protections to gig and platform workers, but even with these provisions, many informal workers would be beyond the reach of the labour legislation. Among the practical remedies is the introduction of a national registration system of the informal workers that is connected with portable social security benefit. Such benefits would follow workers across employers rather than being tied to a single workplace, thereby extending labour protections to sectors historically excluded from formal regulation.[footnoteRef:21] [21:  Int’l Lab. Org., Extending Social Security to Workers in the Informal Economy (ILO Policy Paper 2021).] 


The Occupational Safety, Health and Working Conditions Code, 2020 permits women to work night shifts and across industries previously restricted to them.[footnoteRef:22] The employers have thus the responsibility of ensuring that the transportation is safe, that the workplace is secure enough and that they have provision of emergency assistance. In addition, the implementation of the Sexual Harassment of Women at Workplace (Prevention, Prohibition and Redressal) Act, 2013 should be integrated into labour inspection systems to ensure that grievance redressal mechanisms function effectively.[footnoteRef:23] [22:  Occupational Safety, Health and Working Conditions Code, No. 37 of 2020, §§ 43, 66, India Code (2020).]  [23:  Sexual Harassment of Women at Workplace (Prevention, Prohibition and Redressal) Act, No. 14 of 2013, India Code (2013).] 


Although the Industrial Relations Code, 2020 regulates trade unions and dispute resolution, women remain underrepresented in union leadership and negotiation bodies.[footnoteRef:24] The changes in the policies should therefore encourage gender representation in Work committees, grievance committees, and collective bargaining.  [24:  Industrial Relations Code, No. 35 of 2020, §§ 4–9, India Code (2020).] 


VII. RECOMMENDATIONS FOR A GENDER- JUST LABOUR FRAMEWORK
In order to fill the gap between formal equality and substantive inequality in the context of the Indian labour sector, it is crucial to shift the discussion beyond enacting rights and consider the functioning mechanisms of the process of gender justice. 
One of the main pillars of this framework is the successful execution of gender-responsive policy reforms. The new Labour Codes introduce provisions intended to dismantle traditional occupational segregation by allowing women to work across sectors previously restricted to them, including certain industrial environments and night shifts subject to safety conditions.[footnoteRef:25] As much as these provisions will be a step towards formal equality, they should be backed up with substantive protections to avoid emerging vulnerabilities. Particularly, the aspect of the employee consent to night work should be observed closely to make sure that it is always voluntary and without any coercion. Additionally, safety requirements such as secure transportation, adequate workplace lighting, and deployment in teams should be treated as mandatory compliance standards rather than discretionary measures.[footnoteRef:26] [25:  Occupational Safety, Health and Working Conditions Code, No. 37 of 2020, §§ 43, 66, India Code (2020).]  [26:  Ministry of Labour & Employment, Gov’t of India, Guidelines for Women Working in Night Shifts under Labour Codes (Policy Brief 2024).] 

The Gender Budget for 2026–27, which allocates approximately ₹5,00,878 crore toward programs promoting women’s development and equality, reflects a significant policy commitment by the government.[footnoteRef:27] Nevertheless, specific effects of such allocations on labour are not well established, unless the resources are focused on the enhancement of enforcement institutions. More funding should be hence made towards labour inspectorates, gender sensitive compliance systems and available legal aid services to women workers. Childcare facilities and safe transport systems might also be provided publicly, which eases the logistical issues often constraining women participation in the labour force. [27:  Gov’t of India, Union Budget 2026–27: Gender Budget Statement (Ministry of Fin. 2026).] 

Economic support systems especially are relevant to the Micro, Small and Medium Enterprises (MSMEs) which have a large percentage of the working population in India. Compliance with gender-sensitive safety and welfare standards may impose additional costs on smaller enterprises, potentially discouraging the recruitment of women workers.[footnoteRef:28] An equitable labour framework based on gender must thus integrate stepped pyramids of compliance measures or monetary incentives to the MSMEs which implement a gender-equitable employment standards. These would assist in balancing the policy goals and the financial limitations of the small business. [28:  Ministry of Micro, Small & Medium Enterprises, Annual Report on MSME Sector and Employment Trends (2025).] 

In response, India’s evolving labour administration has begun adopting digital compliance and monitoring systems.[footnoteRef:29] The technologies ought to be used to monitor gender-related indicators like wage parities, rates of retention of maternity leaves, and the number of complaints on sexual harassment within the workplace. The inclusion of gender indicators into the digital compliance systems has the potential to change equality policies as a symbolic pledge into a tangible deliverable. [29:  Ministry of Labour & Employment, Gov’t of India, Digital Labour Compliance and Inspection System Framework (2025).] 

This includes strengthening institutional mechanisms such as Internal Committees established under the Sexual Harassment of Women at Workplace (Prevention, Prohibition and Redressal) Act, 2013, ensuring they function not only as grievance redressal bodies but also as proactive monitors of workplace safety and equality.[footnoteRef:30]  [30:  Sexual Harassment of Women at Workplace (Prevention, Prohibition and Redressal) Act, No. 14 of 2013, India Code (2013).] 

To sum it up, it is necessary to develop a gender-just labour framework through simultaneous actions at legislative, financial, and institutional levels. While India’s Labour Codes represent a significant step toward modernizing labour regulation, genuine gender justice will depend on effective enforcement, inclusive policy design, and the active participation of workers in labour governance processes.[footnoteRef:31]  [31:  Int’l Lab. Org., Gender Equality and Decent Work in India (ILO Policy Paper 2024).] 


VIII. CONCLUSION
The discussion of the New Labour Codes in India shows that even though the reforms bring a number of provisions reflecting equalities and non-discrimination, their effects continue to be mostly limited to the paradigm of formal equality. The informal employment, unequal care burden and weak mechanisms of enforcing them are structural barriers that still curb effective involvement of women into the labour market. To bring about a real sense of gender justice, then, there must be a move towards substantive equality, by making institutions enforce it more effectively, by incorporating policies concerning labour and gender, and by creating gender responsive governance. It is only by these means that labour reforms can make some significant contribution to economic development as well as the fulfilment of human rights.

