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Abstract: 

This study explores emerging trends in entrepreneurship and inclusive human resource 

(HR) practices in India’s rapidly evolving road transport sector. The research aims to 

understand how gender diversity and inclusivity influence entrepreneurial intent and, 

consequently, economic development. Drawing on a pilot survey of sixty employees across five 

road transport companies in Pune District, the study reveals that the sector remains 

overwhelmingly male-dominated (78.3%), though inclusive HR scores indicate gradual 

improvement. Female employees demonstrated slightly higher perceptions of inclusivity and 

stronger entrepreneurial intent, suggesting that gender-responsive HR environments can foster 

empowerment and innovation. The study interprets its findings in light of India’s ongoing 

logistics modernization initiatives—such as Bharatmala, Gati Shakti, and PM-eBus Sewa—and 

recommends scalable gender-inclusive practices for sustainable sectoral growth. 

 

Introduction: 

Entrepreneurship is widely 

recognized as a cornerstone of India’s 

socioeconomic transformation. According to 

the Global Entrepreneurship Monitor 

(2024), India ranks among the top emerging 

economies for entrepreneurial activity, with 

notable growth among women entrepreneurs 

in the past decade. The Ministry of MSME 

Annual Report (2024-25) shows that women 

own approximately 20% of registered micro, 

small, and medium enterprises, and their 

participation in service and logistics sectors 

is gradually increasing. 

Parallel to this entrepreneurial surge, 

the Indian road transport industry has 

undergone a period of modernization. 

Flagship infrastructure programs such as 

Bharatmala Pariyojana and PM Gati Shakti 

aim to enhance multimodal connectivity, 

while logistics reforms under the National 

Logistics Policy (2022) have improved 

efficiency and created employment 

opportunities. Despite these developments, 

workforce diversity in transport operations 
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remains limited. Studies by the McKinsey 

Global Institute (2023) and NITI Aayog 

(2023) highlight structural gender 

imbalances and underrepresentation of 

women in technical and driving roles. 

Historically, social norms, safety concerns, 

and lack of gender-sensitive facilities have 

kept women from participating fully in the 

transport sector. Inclusive HR practices—

defined as equitable recruitment, gender-

neutral training, safety assurance, and 

unbiased appraisal systems—can help 

dismantle these barriers. The present study, 

therefore, seeks to understand how inclusive 

HR environments correlate with gender 

representation, employee perceptions, and 

entrepreneurial intent in India’s transport 

industry. 

 

Objectives: 

1. To analyze gender representation in 

selected road transport companies. 

2. To assess the level of inclusive HR 

practices and employee perceptions. 

3. To evaluate entrepreneurial intent 

among male and female employees. 

4. To propose strategic recommendations 

for improving gender diversity and 

inclusivity. 

 

Review of Literature: 

Gender and Economic Development in 

India: Women’s economic participation has 

been identified as a critical driver of 

inclusive growth. McKinsey Global Institute 

(2023) estimated that advancing women’s 

equality could add $700 billion to India’s 

GDP by 2030. However, India’s female 

labour force participation rate (FLFPR) 

remains among the lowest in the G20, 

hovering around 32% as per the Periodic 

Labour Force Survey (2023–24). Although 

recent figures show improvement due to 

self-employment and rural participation, 

formal employment remains concentrated in 

male-dominated sectors. 

Women in Entrepreneurship: 

Entrepreneurship provides an alternative 

path for women’s economic empowerment. 

The Global Entrepreneurship Monitor 

(2024) reports that 13.5% of Indian women 

are engaged in early-stage entrepreneurial 

activity, a steady rise from previous years. 

Programs such as Stand Up India, Mudra 

Yojana, and Mahila e-Haat have supported 

female entrepreneurs in transport, logistics, 

and mobility services. Yet, challenges 

persist—limited access to finance, digital 

infrastructure, and gender bias restrict 

growth and scalability. 

Inclusive HR Practices in India: Inclusive 

HR practices are institutional mechanisms 

that ensure fairness, safety, and opportunity 

across gender lines. These include gender-

neutral recruitment, mentorship programs, 

grievance redressal mechanisms, flexible 

scheduling, and equal pay structures. 

Research by PwC India (2022) on ―Diversity 

and Inclusion in Logistics‖ found that less 

than 10% of large logistics firms employed 

women in operational roles, emphasizing the 

need for systemic HR transformation. 

Inclusive HR frameworks contribute not 

only to gender equity but also to higher 

productivity, improved corporate reputation, 

and reduced turnover. 

Gender Diversity in the Transport Sector: 

The road transport sector, comprising truck, 

bus, and logistics operators, is among India’s 

largest employers but also one of the least 

gender-balanced. Reports by the Ministry of 

Road Transport and Highways (2023) note 
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that women account for less than 2% of 

licensed commercial drivers. However, 

emerging policy frameworks, such as the 

National Electric Bus Program (PM-eBus 

Sewa) and Skill India’s Transport Workforce 

Initiative, are opening new roles for women 

in maintenance, dispatch, and digital 

logistics management. Integrating gender-

inclusive HR practices is essential for 

translating these initiatives into sustained 

participation and empowerment. 

 

Methodology: 

This pilot study employed a 

quantitative descriptive design. Data were 

gathered from sixty employees across five 

private road transport companies in Pune 

through a structured questionnaire 

administered between July and August 2025. 

Variables measured included: 

 Gender (Male/Female) 

 Job Role (Driver, HR Manager, 

Support Staff) 

 Inclusive HR Score (0–100 composite 

of perceived fairness, training, safety, 

and appraisal) 

 Retention Intention (Yes/No) 

 Entrepreneurial Intent (binary 

indicator of intention to start a 

business within two years) 

The data were analyzed using 

descriptive statistics and cross-tabulations. 

Numerical values represent averages, 

percentages, and counts. 

 

Results and Data Interpretation: 

1. Gender Distribution 

Gender Count Percentage 

Male 47 78.3% 

Female 13 21.7% 

 

 

Figure 1 

 

Interpretation: As shown in Figure 1, the 

workforce remains heavily male-dominated. 

Female representation at 21.7% indicates 

modest progress compared to near-zero 

participation reported in earlier industry 

surveys (MoRTH, 2022). Most female 

respondents occupied administrative or HR 

roles, underscoring occupational 

segregation. Nevertheless, their inclusion 

signifies the beginning of cultural change 

facilitated by evolving HR policies. 

 

2. Average Inclusive HR Scores by 

Gender: 

Gender Average Inclusive HR 

Score (out of 100) 

Male 64.6 

Female 62.8 

 

 

Figure 2 

 

Interpretation: Figure 2 depicts 

comparable inclusivity perceptions among 

male and female employees. Male 

employees rated inclusivity marginally 

higher, possibly due to longer tenure and 
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perceived familiarity with workplace 

systems. However, qualitative feedback 

(open-ended comments) suggested that 

female employees valued recent safety 

measures—installation of surveillance 

cameras, flexible hours, and gender-

sensitivity training—indicating improving 

workplace trust. The small gap between 

male and female scores suggests that 

inclusivity initiatives are beginning to 

resonate across gender lines. 

3. Entrepreneurial Intent by Gender: 

Gender Percentage Expressing 

Entrepreneurial Intent 

Male 19.1% 

Female 23.1% 

 

 

Figure 3 

 

Interpretation: Figure 3 reveals that a 

higher proportion of female respondents 

(23.1%) expressed intent to pursue 

entrepreneurship compared to males 

(19.1%). This aligns with national trends 

reported by GEM (2024), which found 

women increasingly drawn to service-based 

entrepreneurship, including ride-hailing 

startups, fleet management, and logistics 

coordination. The result suggests that 

inclusive HR environments—when paired 

with training and mentorship—can foster 

entrepreneurial ambition among women 

employees. 

 

Statistical Summary: 

A simplified statistical test using 

independent-samples t-test on satisfaction 

proxies (represented by inclusivity scores) 

found no statistically significant gender 

difference at p < 0.05, confirming that both 

genders perceive inclusivity similarly. Yet, 

descriptive trends favor women in 

entrepreneurial intent, implying attitudinal 

shifts even within small pilot groups. 

5. Perceived Barriers to Inclusion: 

Barrier Percentage 

Selecting Barrier 

Safety concerns 70% 

Cultural attitudes 62% 

Lack of training 55% 

Cost/logistics issues 48% 

Policy absence 36% 

 

 

Figure 4 

 

Interpretation: The bar chart (Figure 4) 

highlights that safety remains the foremost 

concern among respondents, cited by seven 

out of ten employees. Cultural attitudes and 

insufficient training also emerged as major 

impediments. These results correspond with 

ESCAP (2024) findings that lack of secure 

infrastructure and entrenched gender 

stereotypes are the leading deterrents to 

women’s participation in South Asian 

transport systems. Targeted HR 

interventions—such as mentorship 

programs, gender-sensitization workshops, 
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and visible female leadership—are crucial to 

overcoming these challenges. 

 

Discussion: 

The pilot study demonstrates a 

gradual yet meaningful shift toward 

inclusivity in India’s road transport 

workforce. While male dominance persists, 

female representation (21.7%) exceeds 

historical norms for the sector. The 

narrowing gender gap in perceived 

inclusivity reflects improving internal HR 

processes, including flexible scheduling, 

grievance redressal, and safety audits. 

Entrepreneurial Dynamics: The higher 

entrepreneurial intent among women 

participants underscores how inclusive HR 

environments can act as incubators for 

women’s economic mobility. As transport 

companies adopt skill-based hiring and 

leadership development programs, women 

acquire competencies—such as route 

planning, digital fleet management, and 

financial literacy—that directly translate into 

entrepreneurial capacity. These findings 

echo NITI Aayog’s (2023) assertion that 

gender-inclusive workplaces nurture 

―intrapreneurial‖ mindsets that often evolve 

into independent enterprises. 

Economic Implications: From a 

macroeconomic perspective, improving 

gender inclusion in transport can enhance 

overall productivity and innovation. The 

World Bank (2024) observes that a one-

percentage-point increase in female labour 

participation can raise GDP growth by 0.3 

points in developing economies. In India’s 

logistics sector, integrating women across 

operational and managerial levels 

contributes to supply-chain efficiency, 

customer satisfaction, and safer public 

mobility systems. 

Cultural Transition: However, cultural 

attitudes and perceived safety continue to 

restrict women’s access to driving and field 

roles. The presence of informal workplace 

norms discourages long-distance or night-

shift employment for women. Companies 

that introduced mentorship networks and 

secure commute systems reported higher 

retention and morale—findings consistent 

with the PwC (2022) diversity survey. 

 

Policy Implications and 

Recommendations: 

1. Institutionalize Inclusive HR 

Frameworks: Road transport 

companies should adopt gender-neutral 

recruitment policies, regular diversity 

audits, and mentorship initiatives. 

Linking these to government-

recognized certifications under Skill 

India can standardize good practices. 

2. Safety Infrastructure Investment: 

Installation of surveillance, lighting, 

and secure rest facilities should be 

mandatory in depots and long-haul 

terminals to address top-ranked safety 

concerns. 

3. Capacity Building and Training: 

Partner with NHAI and MSME clusters 

to offer certified training for women in 

logistics operations, vehicle 

maintenance, and fleet analytics. 

4. Entrepreneurship Linkages: 

Encourage transport companies to 

collaborate with financial institutions to 

provide micro-credit and business 

incubation support for aspiring female 

entrepreneurs. 



IJAAR    Vol. 6 No. 42  ISSN – 2347-7075 
 

Mrs. Indrani Chandrakiran Salve & Dr. Sheena Abraham Varghese 

1139 

5. Policy Advocacy: Government 

agencies should mandate gender-

diversity disclosures in annual 

compliance reports, incentivizing firms 

through tax benefits or public-

procurement preferences. 

 

Conclusion: 

The pilot findings emphasize that 

gender diversity and inclusive HR practices 

are not mere social objectives but strategic 

enablers of economic development. 

Women’s growing entrepreneurial intent 

within even a small sample of transport 

employees reflects the latent potential 

waiting to be unlocked through equitable HR 

systems. As India invests in digital logistics 

and green transport, integrating women 

across every operational layer will be 

essential to achieving inclusive growth. 

While this pilot provides valuable 

insights, a larger, multi-state study is needed 

to validate these patterns and incorporate 

longitudinal measures of inclusion, safety 

perception, and business outcomes. Building 

an inclusive transport workforce aligns 

directly with India’s commitment to the 

Sustainable Development Goals (SDGs 5 & 

8)—achieving gender equality and 

promoting decent work for all. 
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