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Abstract :  The empowerment of women in Human Resource (HR) roles is a vital element of organizational 

growth and national development. This research paper explores the status, challenges, and advancement of 

women in HR positions within the Pune district of India. It examines socio-cultural, organizational, and 

structural barriers that hinder women's participation and progression in HR functions. The study also 

investigates the effectiveness of government initiatives aimed at promoting gender equality and empowering 

women in the workforce. Using qualitative and quantitative methodologies, including surveys, interviews, 

and secondary data, the paper presents key findings on the gaps and opportunities in policy implementation. 

Furthermore, it suggests strategic solutions such as leadership training, workplace flexibility, and supportive 

legislation to enhance women’s representation in HR leadership. The study concludes that while progress 

has been made, a holistic and collaborative approach involving government, private sector, and society is 

essential for sustained empowerment of women in HR in Pune. 

Keywords: Women Empowerment, Human Resources, Pune District, Challenges, Government Initiatives, 

Solutions, Gender Equality. 

 

INTRODUCTION 

Women's empowerment in the field of Human Resources (HR) is a crucial factor for inclusive and 

sustainable development in India. As the country continues to modernize and globalize its workforce, the 

role of women in HR departments across industries has become increasingly significant. Pune district, a 
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major educational and industrial hub in Maharashtra, presents a dynamic environment to study the evolving 

participation of women in HR roles. 

Despite progress in gender equality, women in HR still face numerous challenges including gender bias, 

work-life balance struggles, limited leadership opportunities, and unequal pay. These challenges are often 

rooted in deep-seated societal norms and institutional practices. However, various governmental and 

organizational initiatives aim to address these barriers through policy reforms, awareness programs, skill 

development schemes, and workplace inclusivity practices. 

This research paper focuses on identifying the key challenges faced by women professionals in HR in Pune 

district, analyzing the effectiveness of implemented solutions, and evaluating government initiatives aimed 

at fostering gender equality in the HR sector. The study combines both primary and secondary data to 

provide a comprehensive understanding of the current landscape and recommends actionable strategies to 

enhance women’s empowerment in HR practices. 

The findings from Pune district can offer valuable insights into broader national trends and serve as a 

foundation for policy recommendations and strategic planning aimed at achieving gender parity in the 

human resource domain. 

 

NEED OF THE STUDY 

The participation and empowerment of women in the human resource (HR) sector have become vital 

components of inclusive development and gender equity. Despite various legislative measures and 

government initiatives aimed at promoting women’s empowerment in India, significant gender disparities 

persist in employment opportunities, career progression, and decision-making roles, particularly in HR-

related fields. Pune District, being one of Maharashtra’s leading urban and industrial hubs, presents a 

dynamic setting to assess the actual implementation and impact of such initiatives. 

This study is essential to identify the existing challenges faced by women working in HR roles in both 

public and private sectors, such as gender bias, limited leadership opportunities, work-life balance issues, 

and lack of mentorship. Simultaneously, it is imperative to evaluate the effectiveness of government 

schemes and organizational strategies that aim to empower women in this domain. 

By focusing on Pune District, the study will help uncover region-specific insights and bridge the gap 

between policy formulation and ground realities. It will contribute to developing practical and scalable 

recommendations to enhance women's empowerment in HR roles, thereby fostering equitable workplace 

practices and sustainable development. 

RESEARCH METHODOLOGY 
 

3.1 Population and Sample  

 Sampling Technique and Methods: - The study uses Random sampling techniques, which means 

that the participants are randomly selected.  

Sample Frame 

The sample frame includes: 

 Women in HR positions across various industries in Pune district. 

http://www.ijrti.org/
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 Mid to senior-level HR professionals who have a significant amount of experience in the field and 

are likely to have been involved in strategic HR decisions. 

 The study includes women from both private and public sectors to gather a broad range of 

perspectives. 

Sample Size: The study involves a limited number of participants due to time and resource constraints.  

 Total Respondents: 80 women working in HR roles 

 Location: Pune District (including urban and semi-urban areas) 

 Sectors Covered: 

o IT/ITES 

o Healthcare 

o Education 

o Manufacturing 

o Banking and Finance 

o Retail/Hospitality. 

3. Data Analysis Tools 

The data collected is analysed using: 

 Qualitative Analysis Tools: Thematic analysis is used for qualitative data (from interviews and 

focus groups).  

 Quantitative Analysis Tools: Statistical tools, Excel is used to analyse the survey data. Descriptive 

statistics, such as percentages and averages, is used to summarize the findings and drawing 

comparisons across different groups. 

4. Research Design 

This study follows a descriptive research design. Descriptive research is used to explore and describe the 

current situation or problem without manipulating any variables. It aims to provide a detailed account of the 

empowerment of women in HR roles in Pune, highlighting the challenges they face, the impact of 

government initiatives, and potential solutions. 

The study design includes: 

1. Exploratory Phase: Initial research is conducted through literature review to understand existing 

studies on women in HR and government initiatives. 

2. Data Collection Phase: Surveys, interviews, and focus groups are carried out to gather data from 

participants. 

http://www.ijrti.org/
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3. Analysis Phase: Data is analysed using both qualitative and quantitative methods to identify trends 

and insights. 

4. Reporting Phase: The results are compiled into a report that offers conclusions and 

recommendations for further improvement. 

This study provides a deeper understanding of the current situation of women in HR roles in Pune, as well 

as evaluates the effectiveness of government initiatives aimed at empowering them. By addressing the 

challenges, implementing solutions, and assessing the support systems in place, the study aims to make a 

positive impact on women’s professional growth in HR and contribute to policies that can better support 

their development. 

SCOPE OF THE STUDY 

This study focuses on the empowerment of women in Human Resource (HR) roles in India, specifically 

within the Pune district. It aims to address the challenges faced by women in HR, evaluate current 

government initiatives that support their empowerment, and suggest solutions for improving their 

professional development. The study covers women working in HR roles across various industries like IT, 

healthcare, education, and manufacturing, exploring how these women are advancing in their careers and 

what kind of support they receive from both organizations and government programs. 

The scope includes evaluating: 

 Challenges faced by women in HR: Identifying barriers such as gender bias, lack of leadership 

opportunities, work-life balance issues, and skill development gaps. 

 Government initiatives in Pune: Analysing the impact of local government programs, such as skill 

training, job placement, financial support, and safety programs. 

 Solutions and recommendations: Offering actionable steps to improve the support systems for 

women in HR roles. 

  

LIMITATIONS OF THE STUDY 

While the study provides valuable insights, there are some limitations: 

1. Geographical Limitation: The research is focused on women in HR roles in Pune district, so the 

findings may not represent women in HR roles across all regions of India. 

2. Industry Specificity: The study covers specific industries like IT, healthcare, and education, 

meaning the results may not apply to other sectors where women might face different challenges. 

3. Self-Reported Data: As the data is self-reported by participants, it may reflect personal biases or 

selective memory, and may not fully represent the broader population. 
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Challenges Faced by Women in Human Resource Roles 

Human Resource Management is a field built around people—it involves empathy, communication, and 

smart decision-making. These are qualities often linked with women, and it's no surprise that many women 

choose careers in HR. However, despite their strong presence in HR departments across industries, women 

still face a range of challenges, especially when it comes to rising into leadership roles. Let’s explore some 

of the key obstacles they face. 

1. Gender Bias and Stereotypes: - While women make up a large part of HR teams, they’re often missing 

from top-level positions. A big reason for this is ongoing gender bias, which still exists in many workplaces. 

Sometimes it’s subtle, and sometimes it’s more obvious—but the idea that women are better suited to 

supporting roles than leading ones is still around. In some cases, people may assume women can’t handle 

the pressure of senior positions, especially when those jobs involve making big decisions or managing 

crises. These outdated ideas quietly block women from moving forward, even when they’re fully qualified 

and capable. 

2. Work-Life Balance Challenges: - One of the biggest struggles many women faces are trying to balance 

their careers with responsibilities at home. Whether it’s caring for children, managing a household, or 

supporting family members, women often juggle multiple roles. This can make it hard to take on demanding 

jobs or climb the career ladder at the same pace as men. Sometimes, women choose to take career breaks, 

reduce their work hours, or pass up opportunities that require travel or long hours—all to manage family 

obligations. While these decisions are understandable, they can slow down career progress and reduce 

visibility in the workplace. 

3. Fewer Opportunities for Skill Growth: - Keeping up with new trends, tools, and techniques is crucial 

in any career, and HR is no different. But for many women, finding time or support to attend training 

programs or workshops isn’t easy. Whether it’s due to personal commitments, lack of funding, or limited 

backing from their employer, women often miss out on these growth opportunities. Mentorship is another 

area where women can fall behind. Having a mentor or sponsor can make a big difference in building a 

successful career, but women often don’t have the same access to these relationships as men do. Without 

guidance and encouragement from experienced leaders, it becomes harder to advance. 
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4. Concerns About Safety and Harassment: - Workplace safety is a major concern for many women, and 

unfortunately, issues like sexual harassment or gender-based discrimination are still far too common. For 

women in HR—who are often the first point of contact for these types of complaints—it can be especially 

difficult if they’re also dealing with similar challenges themselves. If the workplace doesn’t have strong 

policies or a safe environment, women may feel unsupported or even afraid to speak up. A culture that 

doesn’t take these issues seriously can make it difficult for women to focus on their roles or aspire to 

leadership positions. And when HR professionals themselves feel vulnerable, it impacts not only their work 

but the entire organization’s wellbeing. 

5.Final Thoughts: - Although women play a major role in Human Resource departments, they continue to 

face a range of challenges that can hold them back from reaching their full potential. Gender bias, work-life 

balance struggles, limited training opportunities, and safety concerns are all real issues that need attention. 

For organizations to truly benefit from the talent and leadership potential of women in HR, they must take 

proactive steps. That includes building inclusive cultures, offering flexible work options, providing access to 

training and mentorship, and ensuring workplace safety. When women are empowered and supported, they 

can lead with strength—and help shape better, more balanced workplaces for everyone. 

Practical Ways to Support Women in the Workplace: - 

 Helping women succeed at work isn’t just about fairness—it’s smart for business too. When women are 

given the tools and support, they need, organizations become more innovative, productive, and balanced. 

But it’s no secret that many women still juggle a lot, both at work and at home. That’s why companies need 

to step up and create an environment that works with women, not against them.  

1. Mentorship Programs: Helping Women Grow and Gain Confidence 

One of the best things companies can do is connect women with mentors. Having someone more 

experienced to guide, advice, and encourage you can make a huge difference especially in places where 

there aren’t many women in leadership roles. 

In industries like tech, finance, or even hospital management, it’s common for women to feel like they’re 

navigating their careers alone. Mentors can help with big career decisions, teach how to handle tricky 

workplace dynamics, and inspire women to go for leadership roles they might not otherwise consider. 

Example: 

Think of a hospital where experienced women doctors take young female interns under their wing. These 

mentors help them get ready for interviews, share how to balance work and home, and give practical advice 

on dealing with tough situations on the job. Over time, those interns start to feel more confident and are 

more likely to stick with their careers and aim higher. 

2. Flexible Work Options: Making Work-Life Balance Possible: - Not everyone thrives in a rigid 9-to-5 

setting—especially women who might be caring for kids, aging parents, or managing other responsibilities. 

http://www.ijrti.org/
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Offering flexibility at work is one of the simplest and most effective ways to support women.Many women 

leave the workforce—not because they want to, but because balancing everything becomes too hard. Giving 

them flexibility helps them stay in the game without burning out. 

Example: 

A woman working in HR has two young kids and mornings are hectic with school runs. Her company lets 

her start work at 10 a.m. and work from home two days a week. This small adjustment lowers her stress and 

lets her focus better at work—she feels like her employer understands her life. 

3. Skill Building Workshops: Helping Women Step into Their Power: -Even today, women often 

hesitate to put themselves forward, ask for a raise, or apply for leadership roles. That’s where training and 

skill-building workshops come in—they build both capability and confidence. 

It’s not about ability—women are just as skilled as men. But they sometimes need extra support to 

recognize and show what they can do. Training helps with that. It empowers women to lead, speak up, and 

aim higher. 

Example: 

An organization in India runs regular workshops for working women on things like “How to Ask for a 

Raise,” “Time Management for Moms,” and “Building a Strong Professional Image.” These workshops help 

women grow, network, and feel more in control of their careers. 

4. Strong Anti-Harassment Policies: Making the Workplace Safe:-  No one can do their best work in an 

environment where they feel unsafe or disrespected. Companies must have clear policies that protect women 

from harassment and make it easy for them to speak up when something’s wrong. When women feel secure 

and respected, they can focus fully on their jobs. But if there’s fear or discomfort, it affects everything—

from mental health to productivity. A safe space is non-negotiable. 

Example: 

A corporate company sets up a simple online tool for reporting harassment anonymously. They also form a 

trained Internal Complaints Committee and run regular awareness programs. As a result, women know what 

behavior is unacceptable, and they feel more comfortable standing up for themselves. 
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Government & Local Programs Helping Women in Pune: A Closer 

Look 

Empowering women is a journey that requires consistent efforts from both the government and local 

communities. In Pune—a city known for its educational institutions, progressive thinking, and strong 

community networks—several programs have been making a meaningful difference in the lives of women. 

These initiatives focus on education, vocational training, financial independence, and overall social 

upliftment. 

Pune is one of Maharashtra’s most developed districts, with a growing presence of industries, IT companies, 

hospitals, and educational institutions. With this growth, Human Resources (HR) departments in 

organizations have become important for hiring the right talent, supporting employees, and shaping work 

culture. Over the years, women have stepped into many HR roles—but challenges still exist, including lack 

of support, training, and leadership opportunities. 

To address this, various government initiatives and programs have been launched in Pune to empower 

women—especially those looking to build careers in HR or other professional roles. This brief report looks 

at how effective these government programs have been, what they offer, and where improvements can be 

made. 

1. Skill Development and Training Initiatives 

One of the biggest hurdles for women wanting to enter the HR field is lack of formal training or 

professional exposure. The government has tried to bridge this gap by launching several skill development 

programs. 

a. Maharshi Karve Stree Shikshan Samstha (MKSSS) 

 A Pune-based organization supported by the government. 

 Offers education and vocational training to women in areas like HR management, nursing, 

engineering, and IT. 

 Women who complete courses here are more confident and job-ready. 

 For example, many women who studied HR management at MKSSS have been placed in hospitals, 

schools, and private companies. 

b. Pradhan Mantri Kaushal Vikas Yojana (PMKVY) 

 A national scheme but active in Pune through training partners. 

 Offers short-term certification courses in business administration, office management, and 

communication—all useful for HR careers. 

http://www.ijrti.org/
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 Many women in Pune’s semi-urban areas have benefited by taking these free courses and later 

applying for HR assistant jobs or internships. 

Effectiveness: These programs are useful, especially for first-generation learners and women from 

underprivileged backgrounds. However, more targeted HR-specific modules and long-term training options 

are needed. 

2. Financial Support and Entrepreneurship Programs 

Not all women aim to work in large companies—some want to start their own HR consultancies, training 

centers, or staffing agencies. For this, financial and business support is essential. 

a. MAVIM (Maharashtra Arthik Vikas Mahamandal) 

 A government body that works closely with Self-Help Groups (SHGs). 

 Offers women access to microloans, skill-building workshops, and mentorship. 

 In Pune, MAVIM has helped women set up small recruitment firms, career counseling units, and 

training centers. 

 These initiatives not only support individual growth but also create jobs for others. 

b. Mukhymantri Mahila Sashaktikaran Abhiyan 

 A state-level program to promote economic independence among women. 

 Offers business development support, job placement help, and market linkages. 

 In Pune, women who completed HR diplomas or admin training were guided to find jobs or start 

services like payroll consulting or employee training. 

Effectiveness: Programs like MAVIM are very impactful, especially for women with entrepreneurial goals. 

However, more awareness campaigns are needed to ensure women in rural and semi-urban areas know 

these opportunities exist. 

3. Employment Support and Career Guidance 

Government efforts are also visible in helping women find suitable jobs and building professional 

confidence. 

a. Maharashtra State Skill Development Society (MSSDS) 

 Organizes job fairs and career counseling sessions in Pune. 

 HR-related roles such as recruitment executives, HR interns, admin coordinators are regularly 

offered to qualified women. 

http://www.ijrti.org/
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 They also conduct soft skill training to help women feel confident during interviews. 

b. Employment Exchange and Digital Platforms 

 Platforms like Mahaswayam help women register for job opportunities and skill courses. 

 Women with HR degrees can find jobs posted by private companies, NGOs, and government offices. 

 This online system is especially helpful for educated women returning to work after a break. 

Effectiveness: These services are helpful, but more localized support centers and follow-ups would make 

them more accessible. 

4. Workplace Safety and Legal Support 

Empowering women in HR also means ensuring they feel safe, respected, and legally protected in the 

workplace. 

a. POSH Act Awareness (Prevention of Sexual Harassment) 

 Government agencies in Pune conduct POSH training sessions and awareness programs. 

 Women working in HR often take the lead in implementing anti-harassment policies in their 

organizations. 

 Government support helps these HR professionals ensure that their workplaces are safe for all. 

b. Legal Helplines and Women’s Cells 

 The Women’s Commission and local legal aid centers offer help to women facing workplace 

discrimination or abuse. 

 HR women professionals are often made part of Internal Complaints Committees (ICCs), and 

these programs guide them in doing their job fairly. 

Effectiveness: Safety programs are essential and growing in impact. However, more regular and hands-on 

training for HR professionals on handling such issues would increase confidence and effectiveness. 

The government initiatives in Pune district have made a positive impact on empowering women—

especially in HR-related careers. Programs offering training, loans, business support, job matching, and 

legal awareness are helping women build skills and gain confidence. 

However, to fully support women in Human Resources, the following steps are suggested: 

 Create HR-specific training modules with advanced topics like labor laws, digital HR tools, and 

leadership. 

 Organize women-only job fairs and mentorship programs. 

http://www.ijrti.org/


   © 2025 IJNRD | Volume 10, Issue 4 April 2025 | ISSN: 2456-4184 | IJNRD.ORG 
 

IJNRD2504382 International Journal Of Novel Research And Development (www.ijnrd.org) 
 

 

d524 
c52

4 

 Provide follow-up support after training or placements to track success. 

 Increase awareness drives in rural and semi-urban areas about available schemes. 

By strengthening these efforts, Pune can become a leading example of how government support can 

help women not just join the workforce—but lead it. 

Pune is not just a city of IT parks and universities—it’s also a city that believes in lifting up its 

women. From legacy institutions like MKSSS to modern programs like Seva Sahayog and government-

backed SHGs, women here are getting access to the tools they need to build brighter futures. The real 

success of these initiatives isn’t just in numbers or reports—it’s in the thousands of women who now earn, 

lead, and dream without fear. Empowering women doesn’t just change their lives—it transforms 

families, communities, and entire generations. 

DATA ANALYSIS AND FINDINGS: - 

The analysis and findings in this study are directly linked to the objectives of the research and the answers 

given by the women who filled out the questionnaire. This means the information shared truly reflects what 

the study aimed to discover, giving a clear understanding of the real situation faced by women working in 

HR roles. 

Objective 1: To identify the challenges faced by women working in HR roles in Pune 

district 

Relevant Questionnaire Questions: 

 Do you face challenges in balancing personal and work life? 

 Have you faced gender bias or discrimination at your workplace? 

 What are the biggest challenges you face in your profession? 

 

Finding: - 

 About 74% of women said managing work and family life is difficult. Long working hours and lack 

of flexible timings were the biggest problems. 

 51% of respondents said they faced some level of gender bias, especially when it came to 

promotions or leadership opportunities. 

 Many women mentioned feeling overlooked for senior roles despite their experience and 

dedication. 

-Women in HR roles face significant challenges—mainly work-life balance issues and gender bias in 

promotions and decision-making. 
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Objective 2: To analyze the effectiveness of existing government and non-government initiatives 

Relevant Questionnaire Questions: 

 Are you aware of any government schemes supporting women in HR or leadership? 

 Have you benefited from any such scheme? 

 Which program(s) are you familiar with? 

Finding: - 

 Only 30% of women had even heard of schemes like MAVIM, MKSSS, or SHGs. 

 Very few had actually benefited from these programs. 

 The main reason was lack of awareness and communication. Even in organizations that encourage 

growth, information about government schemes wasn’t being passed on. 

-Government and NGO programs do exist, but most women in HR are not aware of them or don’t know 

how to access them. 

Objective 3: To propose practical strategies for empowering women in HR 

Relevant Questionnaire Questions: 

 Do you feel your organization supports your career growth? 

 Have you received mentorship or leadership training? 

 What kind of support do you think would help you grow? 

 Any suggestions for the government to better support women in HR? 

Finding: - 

 78% of respondents said their organizations do support their career growth—but mostly in IT and 

education sectors. 

 Only 35% of women had received any mentorship or leadership training, even though many said 

it would help them feel more confident. 

 Women want more flexible work options, skill-building workshops, and better representation in 

leadership roles. 

 They also want the government to spread more awareness about its programs and offer more 

leadership-focused training for working women. 

-Women want structured support like mentorship, flexibility, and better training opportunities. Both 

government and organizations have a role to play in making this happen. 

http://www.ijrti.org/
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SUMMARY 

Sr.No Objective Questionnaire Findings 

1.  
Identify challenges 

Questions on work-life, 

gender bias, daily struggles 

Work-life balance and gender bias are 

the biggest challenges 

2.  Analyze govt./NGO 

initiative effectiveness 

Awareness of schemes like 

MAVIM, MKSSS, SHGs 

Very few are aware of or benefiting 

from such programs 

3.  Suggest strategies for 

empowerment 

Career support, training, 

suggestions 

Women want mentorship, leadership 

roles, better access to schemes and 

flexibility 

SUGGESTIONS 

1. Improve communication about government initiatives through workplace posters, social media, 

and HR departments. 

2. Create mentorship programs for mid-level women to prepare them for senior roles. 

3. Offer flexible work schedules especially for working mothers or caregivers. 

4. Organize leadership workshops focusing on confidence, public speaking, and negotiation. 

5. Involve companies and NGOs in hosting awareness drives and training programs. 

RECOMMENDATIONS 

1. Government and corporate sectors should collaborate to reach working women with schemes like 

MAVIM, SHGs, and MKSSS. 

2. Introduce mandatory leadership and gender-sensitivity training in HR departments. 

3. Promote hybrid work models and child-care support to improve work-life balance. 

4. Monitor and review the representation of women in leadership roles regularly. 

5. Set up Women Empowerment Cells in organizations to support and counsel employees. 

CONCLUSION 

Women in HR play a vital role in shaping organizational culture and workforce strategies, yet they continue 

to face gender-related challenges and a lack of structured support. While some women thrive in supportive 

environments, others struggle due to lack of flexibility, leadership opportunities, or awareness about existing 

government help. With more targeted initiatives, mentorship, and policy awareness, we can create 

workplaces where women in HR are not just contributors—but also decision-makers and changemakers. 

 

 

http://www.ijrti.org/


   © 2025 IJNRD | Volume 10, Issue 4 April 2025 | ISSN: 2456-4184 | IJNRD.ORG 
 

IJNRD2504382 International Journal Of Novel Research And Development (www.ijnrd.org) 
 

 

d527 
c52

7 

REFERENCES:- 

1. Kabeer, N. (1999). Resources, Agency, Achievements: Reflections on the Measurement of Women's 

Empowerment. Development and Change, 30(3), 435–464. https://doi.org/10.1111/1467-7660.00125 

2. Sivakumar, A., & Saranya, R. (2017). Women Empowerment in India – A Theoretical Framework. 

International Journal of Research in Social Sciences, 7(3), 225–232. 

3. Chatterjee, S., & Mishra, R. (2018). Gender Diversity and Leadership in Indian Corporates: A 

Critical Analysis. Journal of Human Resource Management, 6(3), 59–66. 

4. Sharma, R., & Bhaskar, A. (2020). Breaking the Glass Ceiling: Issues Faced by Women in HR 

Management. International Journal of Management Studies, 7(2), 10–19. 

5. Deshpande, N., & Mahajan, S. (2021). Workplace Empowerment of Women in Pune: Challenges 

and Opportunities. Journal of Regional Studies in Management, 9(1), 84–91. 

6. Gupta, P., & Patel, M. (2022). Evaluating Government Schemes for Women Empowerment in 

India: A Study of Mahila E-Haat and Skill India. Indian Journal of Public Administration, 68(2), 

211–225. 

7. Kulkarni, V. (2023). Empowering Women HR Professionals: A Case Study of Maharashtra. Indian 

Journal of Gender Studies, 30(1), 45–61. 

8. World Economic Forum. (2021). Global Gender Gap Report 2021. Retrieved from 

https://www.weforum.org/reports/global-gender-gap-report-2021/ 

9. United Nations Development Programme (UNDP). (2020). Gender Equality Strategy 2022–2025. 

Retrieved from https://www.undp.org/publications/gender-equality-strategy-2022-2025 

10. Ministry of Women and Child Development (Government of India). (2023). Annual Report 

2022–23. Retrieved from https://wcd.nic.in 

 

http://www.ijrti.org/

