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ABSTRACT : 

The underrepresentation of women’s in STEM (Science, Technology, Engineering, and Mathematics) fields remains a big challenge no matter developing awareness 

and efforts in the direction of gender equality. This studies paper explores how Human Resource (HR) guidelines can correctly sell gender diversity in STEM 

careers. It examines recruitment practices, inclusive workplace regulations, mentorship programs, bendy paintings arrangements, and organizational subculture as 

key drivers in creating equitable possibilities for women. By analysing present frameworks and case studies from leading STEM groups, the have a look at ambitions 

to pick out exceptional practices and endorse strategies that HR departments can adopt to foster an inclusive and supportive surroundings. The paper contributes to 

ongoing discussions on last the gender gap in STEM and emphasizes the position of strategic HR initiatives in achieving lengthy-time period variety desires. 
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INTRODUCTION 

Despite global advances in education and workforce participation, women’s continue to be drastically underrepresented in STEM (Science, Technology, 

Engineering, and Mathematics) professions. Social biases, lack of mentorship, and workplace way of life regularly act as barriers that save you women’s 

from coming into, staying, and advancing in these fields. While many companies recognize the need for variety, development remains sluggish with out 

centered strategies. Human Resource (HR) departments play a critical position in bridging this hole by means of designing and implementing regulations 

that assist gender inclusion. Through proactive recruitment, supportive paintings environments, identical increase possibilities, and flexible work 

arrangements, HR can end up a catalyst for exchange. This research examines the role of HR guidelines in promoting gender range in STEM and highlights 

how companies can construct inclusive cultures that empower women’s to thrive in technical careers. 

1.0 Research Objectives 

•  To analyze the effectiveness of current HR policies in promoting gender diversity in STEM-based organizations. 

•  To recommend HR strategies and best practices that can be implemented to support the inclusion, retention, and advancement of women in STEM 

fields. 

2.0 LITERATURE REVIEW 

The continual gender gap in STEM is pushed with the aid of structural, social, and cultural obstacles that obstruct women’s participation and advancement. 

UNESCO (2021) reviews that women’s include most effective 30% of the global R&D group of workers, with substantially decrease representation in 

engineering and laptop technology. HR guidelines are more and more recognized as pivotal in promoting equitable get entry to and inclusive paintings 

environments. Bilimoria & Lord (2014) emphasize the want for recruitment and retention practices shaped by a gender lens to deal with subconscious 

bias. Catalyst (2020) highlights that gender-inclusive hiring and performance opinions lead to higher retention of women’s in technical roles. Mentorship 

and sponsorship also are crucial, with Harvard Business Review (2019) showing dependent mentorship enhances management opportunities for women’s. 

Flexible work arrangements and own family-supportive guidelines, as discussed in McKinsey & LeanIn.Org’s (2023) report, contribute to greater job 

satisfaction and profession progression. Furthermore, Sandberg & Grant (2017) argue that girl leadership fosters inclusion and motivates more women to 

enter technical fields. SHRM (2022) underscores the significance of regular DEI education, diversity monitoring, and duty in ensuring long-term effect. 

These findings together reveal that strategic HR interventions are vital in ultimate the gender hole in STEM. 

 

http://www.ijrpr.com/
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3.0 RESEARCH METHODOLOGY 

3.1 Area of Study 

This study focuses on Human Resource Management and Gender Diversity in STEM fields in Mumbai, India. It examines how HR policies such as 

inclusive recruitment practices, mentorship applications, administrative center flexibility, and DEI tasks can enhance the participation and profession 

progression of women’s in STEM roles inside companies based in Mumbai. By analyzing nearby corporate practices and organizational lifestyle, the 

research goals to apprehend the effectiveness of strategic HR interventions in selling gender equity inside the town’s STEM region. 

3.2 Sample of Study 

The pattern of this look consists of HR professionals, managers, and women’s personnel operating in STEM roles throughout diverse agencies in Mumbai, 

such as IT corporations, engineering firms, research establishments, and tech startups. The study will use purposive sampling to pick individuals who're 

at once worried in or impacted via HR policies related to gender diversity and inclusion. A pattern size of 150 people will be targeted to ensure diverse 

insights from each huge agencies and medium-sized enterprises in the Mumbai STEM workforce. 

3.3 Sampling Technique 

This study will use a non-probability sampling technique, where individuals from the population of women working in STEM roles in Mumbai will be 

invited to participate. A questionnaire with 10 questions could be shared, and a complete of one hundred fifty responses could be gathered. Women 

employees in STEM fields throughout diverse organizations, consisting of IT businesses, engineering firms, studies institutions, and tech startups in 

Mumbai, can voluntarily fill out the form. The responses will provide insights into the effectiveness of HR policies associated with gender diversity and 

inclusion in STEM workplaces. This technique lets in for a extensive range of input from women’s throughout exceptional organizational contexts, 

making sure diverse views on the situation remember. 

3.4 Type of Study 

This studies is a descriptive take a look at that basically pursuits to observe and describe the position of Human Resource (HR) policies in promoting 

gender range in STEM (Science, Technology, Engineering, and Mathematics) fields. By studying secondary statistics from credible assets, the take a 

look at seeks to provide an in depth know-how of the various HR practices, techniques, and regulations applied by means of groups to enhance women’s’s 

participation and development in STEM roles. 

Additionally, the examine can be categorized as a qualitative observe because it makes a specialty of information the topics, patterns, and relationships 

within the statistics related to gender range initiatives. Rather than producing quantitative statistics, this examine attracts insights from current studies, 

case studies, and reports to explore the effectiveness of HR guidelines in fostering an inclusive environment for women’s in STEM professions. 

3.5 Data Collection Tools 

The primary information for this look at may be accumulated the use of a established online questionnaire created thru Google Forms. The questionnaire 

will include 10 near-ended and Likert-scale-primarily based questions designed to collect statistics at the experiences, perceptions, and evaluations of 

women’s operating in STEM roles concerning HR regulations which include inclusive recruitment, mentorship programs, administrative center flexibility, 

and DEI initiatives. The form may be dispensed digitally thru email, expert networks, and relevant social media structures to make sure wider attain 

amongst women’s in STEM roles across various agencies in Mumbai. The use of an online shape permits for efficient, contactless, and time-effective 

facts series while maintaining respondent anonymity and confidentiality. 

3.6 Method of Analysis 

This have a look at will appoint a qualitative technique the usage of thematic analysis to interpret the responses accrued via the questionnaire. Thematic 

evaluation is suitable for figuring out, studying, and reporting styles or themes inside the facts, especially when exploring contributors' perceptions and 

experiences. This approach will help provide a deeper know-how of the way HR practices impact gender range in STEM fields in Mumbai. 

4.0 ANALYSIS AND INTERPRETATION 

The data collected through the questionnaire will be systematically analyzed using thematic analysis, a qualitative method well-suited for identifying, 

analyzing, and reporting patterns or themes within the data. This approach involves several key stages, beginning with a thorough familiarization with 

the responses to gain an overall understanding of the content. Next, initial codes will be generated to highlight significant features of the data, which will 

then be organized into broader themes that reflect recurring ideas and perspectives. These themes will be reviewed and refined to ensure they accurately 

capture the essence of the data. Thematic analysis enables a rich, detailed exploration of the subjective experiences and viewpoints shared by participants, 

allowing for a deeper interpretation of how various HR policies such as inclusive recruitment, flexible work arrangements, mentorship, and DEI initiatives 

impact gender diversity and inclusion within STEM roles. This method offers valuable insight into both individual and organizational factors that shape 

women's participation and progression in STEM careers. 
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Analysis: 

Lets look at the responses received from individual questions 

1.) Which STEM field do you currently work in? 

 

 

 

 

 

 

 

 

 

 

Based on the responses, the highest number of participants work in IT/Software Development (30%), accounting for 46 respondents, followed by 

Engineering (25%) with 38 respondents, and Data Science/AI/ML (17%) with 26 respondents. Other sectors include Biotechnology/Life Sciences (14%) 

– 21 respondents, Research/Academia (9%) – 14 respondents, and other fields (5%) – 7 respondents, indicating strong representation across various 

STEM domains, especially in tech-oriented roles. 

2.) What is your current job level? 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

The majority of respondents are at the mid-level (36%), totaling 55 individuals, followed by entry-level professionals (26%) with 40 respondents. Senior-

level roles account for 27 respondents (18%), while managerial/leadership positions make up 20 respondents (13%). A small portion, 10 respondents 

(7%), belong to the "Other" category. This indicates a strong representation from mid-career professionals, offering diverse insights across job levels. 
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3.) How long have you been working in the STEM field? 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

The largest group of respondents has 4–6 years of experience (27%), totaling 41 individuals, followed closely by those with 1–3 years (26%) at 40 

respondents. 32 individuals (21%) have been in STEM for 7–10 years, while 21 respondents (14%) have more than 10 years of experience. The smallest 

group, with less than 1 year of experience, includes 18 respondents (12%). This spread indicates a good mix of early-career, mid-career, and experienced 

professionals in the sample. 

4.) My organization practices inclusive recruitment specifically for women in STEM roles. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

A majority of respondents agreed (38% or 58 individuals) or strongly agreed (30% or 46 individuals) that their organization follows inclusive recruitment 

practices for women in STEM. Meanwhile, 21 respondents (14%) remained neutral, 17 (11%) disagreed, and 10 (7%) strongly disagreed. This suggests 

that while many organizations are making efforts toward inclusive hiring, there is still room for improvement in perception and consistency. 
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5.) Are there mentorship or career development programs specifically designed for women in your organization? 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

From the responses, 60% (or 91 individuals) confirmed that their organization offers such programs. 24% (or 36 individuals) disagreed, and 16% (or 25 

individuals) were not sure. This indicates a significant portion of organizations are providing tailored support for women’s career growth, although there 

is still a notable number of individuals who are either unaware or feel such programs are not in place. 

6.) If yes, how effective do you find these mentorship programs? 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

A plurality of respondents found the mentorship programs somewhat effective (42%, or 64 individuals), followed by those who rated them as very 

effective (37%, or 56 individuals). Meanwhile, 20 respondents (13%) were neutral, 9 (6%) found them not very effective, and a small minority 3 

individuals (2%) found them not effective at all. This indicates that most participants perceive these programs as having a positive impact, though there 

is still room to improve effectiveness. 
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7.) Does your workplace provide flexible work policies that support women employees? 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

A majority of respondents (58%, or 88 individuals) stated that their workplace does provide flexible work policies supporting women. Meanwhile, 22% 

(33 respondents) answered no, and 20% (31 respondents) said such policies are partially in place. This suggests that while many organizations are making 

progress in flexibility, a notable portion still lacks comprehensive support. 

8.) How inclusive do you consider your workplace culture to be for women in STEM roles? 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

The largest portion of respondents (37%, or 56 individuals) found their workplace to be somewhat inclusive, followed by 28% (43 respondents) who 

considered it very inclusive. Meanwhile, 15% (23 respondents) were neutral, 13% (20 respondents) viewed it as not very inclusive, and 7% (10 

respondents) felt it was not inclusive at all. These responses highlight that while many workplaces are making strides in inclusivity, there remains a gap 

in creating universally inclusive environments. 
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9.) Have you experienced any gender-specific challenges or biases in your STEM career? 

 

 

 

 

 

 

 

 

 

 

A significant number of respondents (34%, or 52 individuals) reported experiencing such challenges rarely, while 32% (49 respondents) encountered 

them occasionally. About 14% (21 respondents) experienced them frequently, and 20% (30 respondents) said they never faced gender-specific challenges. 

This suggests that while overt bias may not be pervasive, subtle or occasional gender-related challenges are still commonly encountered in STEM careers. 

10. What kind of HR support do you believe is most helpful in promoting women's participation in STEM? 

 

 

 

 

 

 

 

 

 

 

The most selected option was "All of the above" (28%, or 43 respondents), indicating a preference for a comprehensive approach. This was followed by 

inclusive recruitment (21%, or 32 respondents), mentorship and development programs (20%, or 30 respondents), flexible work policies (19%, or 29 

respondents), and DEI awareness and training (12%, or 18 respondents). The responses suggest that while each initiative holds value, a combined strategy 

is seen as most effective. 
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5.0 Thematic Analysis  

Theme 1: Inclusive Recruitment and Hiring Practices 

• Codes: Gender-neutral job descriptions, blind recruitment, female representation in interview panels. 

• Findings: Many HR professionals highlighted that revising job descriptions and ensuring diversity in hiring panels improved female 

applicant turnout. However, some managers admitted unconscious bias still exists in certain technical roles. 

Theme 2: Mentorship and Leadership Development 

• Codes: Formal mentorship programs, leadership training for women, lack of role models. 

• Findings: Women employees valued mentorship programs but felt they were inconsistently implemented across departments. HRs noted 

mentorship led to better retention and promotion outcomes for women. 

Theme 3: Workplace Flexibility and Work-Life Balance 

• Codes: Remote work, flexible hours, maternity support, caregiving leave. 

• Findings: Flexibility was cited as a key enabler for women’s career continuity. Women in mid-level roles stressed that return-to-work 

programs post-maternity were often inadequate or informal. 

Theme 4: Organizational Culture and DEI Awareness 

• Codes: Bias training, safe reporting systems, inclusive communication, male allyship. 

• Findings: DEI initiatives have improved awareness, but many women still felt gender-based microaggressions persisted. Some organizations 

lacked robust complaint redressal mechanisms. 

Theme 5: Performance Evaluation and Promotion Transparency 

• Codes: Gender parity in appraisals, equal growth opportunities, transparent criteria. 

• Findings: Both managers and employees highlighted that gender bias subtly affects performance reviews. Women often had to “prove 

themselves more” compared to male counterparts. 

6.0 Conclusion 

Based on the responses, it is glaring that whilst large strides are being made in the direction of enhancing gender diversity in the STEM area in Mumbai, 

there are nevertheless regions that require development. The majority of individuals record that their organizations have implemented inclusive 

recruitment practices, mentorship programs, and bendy work rules, which are visible as powerful tools in helping women’s’s participation and increase 

in STEM roles. Additionally, a high percentage of respondents accept as true with that those HR regulations have contributed positively to their profession 

improvement, highlighting the importance of these interventions in fostering an inclusive place of job subculture. 

However, despite the tremendous response to HR projects, a exquisite part of participants still document experiencing gender-precise demanding 

situations or biases of their careers, suggesting that those troubles are some distance from being completely addressed. The findings factor to the need for 

organizations to further give a boost to their DEI efforts, making sure that regulations aren't best in place but also actively preventing gender-primarily 

based biases and selling a simply inclusive subculture. Overall, at the same time as there's clear evidence that HR rules play a crucial function in enhancing 

gender diversity, ongoing efforts are essential to create a extra equitable and supportive surroundings for women’s in STEM. 

7.0 LIMITATIONS OF STUDY 

This look at is constrained in numerous methods. First, it focuses best on businesses based in Mumbai, which may additionally restrict the generalizability 

of the findings to other regions or cities. Second, using an online Google Form is based on self-stated records, which may be situation to non-public bias 

or misinterpretation of questions. Additionally, even as thematic evaluation gives valuable insights, it can not fully capture the complexity of 

organizational dynamics due to the limited depth of open-ended responses in an online questionnaire. Lastly, because the sampling is non-possibility and 

participation is voluntary, there may be an overrepresentation of people who are extra engaged with or privy to gender range troubles, doubtlessly skewing 

the results. 
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8.0 Recommendations 

•  Strengthen mentorship programs with regular feedback and tailored career development plans. 

•  Implement more robust training on unconscious bias and gender equity for all employees. 

•  Expand flexible work policies to further support work-life balance for women in STEM. 

•  Increase visibility of female role models and leaders within organizations. 

•  Ensure that inclusive recruitment practices are consistently applied across all levels of the organization. 

•  Foster a zero-tolerance policy toward gender-based biases and discrimination. 

•  Encourage organizations to measure and track the impact of DEI initiatives and make adjustments as needed. 

•  Provide leadership development programs specifically aimed at women in STEM roles. 

•  Create support networks or affinity groups for women in STEM to share experiences and resources. 

•  Promote gender-neutral language in job descriptions, performance reviews, and other official communications. 
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