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I INTRODUCTION

An important objective of development planning in India has been to provide increased employment opportunities not only to meet the employment of existing unemployed labour force, but also to the new additions of the labour force. The increasing diversification of the economy together with acceleration in economic growth had resulted in structural changes in the nature of the job market. Economic reforms in the areas of abolishing quantitative restrictions, reducing tariffs, reforming labour laws and abolishing small scale industries reservations had aimed at fostering labour intensive production in India. 

The analysis of employment performance in India is based on the employment data, which distinguished between employment as in organised and in unorganised sector. The organised sector has defined by the Directorate General of Employment and Training (DGET) included the following:

1)  All public sector establishments, which include all government services at the central,

      state and local government levels.

2)  All public sector undertaking in the field of agriculture, industries, credit financing,

       public utility services etc.,

3)  All non-agricultural private establishments, which employ ten or more persons

The employment data in organised and unorganised sector showed that the share of employment in organised sector to total employment was less than in the unorganised sector in India. The planning commission’s special group on employment generating growth noted that even if the organised public sector grew twenty percent per annum and the private organised sector at thirty percent per annum, their contribution to total employment would increase hardly by 1.5 percent to 2 percent of the total over the tenth plan [planning commission 2002].

The total employment in organised public and private sectors had increased from 263.53 lakh persons in 1980 to 279.60 lakh persons during 2000. The increase in total employment was due to the greater increase in the private sector employment (14.03 percent) than the public sector employment (2.89 percent) in the period 1990 to 2000 [Uma Rani and Jeemol Unni, (2004) 

In the organised sector employment, the role of Information Technology industry was significant due to various steps taken by the government of India in IT sector. The national taskforce on Information Technology and software development established by the government in 1998 examined the feasibility of strengthening the industry. This sector was also given a lot of support with incentives like income tax holiday until 2010. The Information Technology bill passed by the government in the year 2000 enabled large scale application of Information Technology to service and employment opportunities at all levels of Indian society. According to the Nasscom annual industry survey, the IT software and service industry was projected to employ 6,50,000 IT professionals by march 2003. This reflected a growth of 24.4 percent from the year 2002 employment of 5,22,250. Of that employment in IT sector, 2,05,000 persons were to be employed in the IT software export industry, 1,60,000 persons to be employed in IT enabled services, 25,000 persons in the domestic software market and over 2,60,000 persons in user organisations. 

              According to another survey of the Nasscom, the demand for software professionals were expected to be approximately 1.1 million people and there would be 1.5 million jobs in the IT enabled services by 2008.However, the supply of software professionals based on the current trends was projected to be 885,000 persons by 2008. Thus, there would be a potential shortfall of 235,000 people by 2008, if current rates of in take up of technical talents in to the IT work force continued. In addition to the software professionals, there would be a growing demand for the professionals in the other IT related sectors. Hence in order to meet the growing demand, the supply had to be increased. However, the supply of ICT oriented professionals trained from the approved educational institutions was not sufficient to meet the rising demand.

  A considerable growth of employment in Information Technology was due to better performance in production and export by Indian software companies. The total production and export of the software companies in India were 197 million U.S Dollars and 100 million U.S Dollars in the year 1989 – 90 had increased to 8750 million U.S Dollars and 6,300 million U.S Dollars in 2000 – 01. The export contribution to domestic consumption had also reached seventy two percent in the year 2000 – 01.

TABLE – 1

PRODUCTION AND EXPORT OF INDIAN SOFTWARE INDUSTRY (in million US $)

	Year 
	Total Production
	Domestic Consumption
	Export

	1989 – 90

1994 – 95

1995 – 96

1996 - 97

1997 – 98

1998 – 99

1999 – 2000

2000 - 01
	197

835

1224

1755

2700

3900

5700

8750
	97 (49.24)

350 (41.92)

490 (40.03)

670 (38.18)

950 (35.05)

1250 (32.05)

1700 (29.82)

2450 (28.00)
	100 (50.76)

485 (58.08)

734 (59.97)

1085 (61.82)

1750 (64.81)

2650 (67.95)

4000 (70.18)

6300 (72.00)


             The values in the parentheses are the percentages to the total production.

             Source: Kumar (2000)

TABLE – 2

ESTIMATED DEMAND FOR SOFTWARE PROFESSIONALS 2002 – 2008

                                                                                 ( In number)

	           Year
	         Estimated Demand

	           2002

           2003

           2004

           2005

           2006

           2007

           2008
	                  1,15,000

                  1,50,000

                  1,95,000

                  2,50,000

                  3,00,000

                  3,40,000

                  3,70,000


 Source: The Hindu, (2001).

TABLE – 3

GENDER – WISE DISTRIBUTION OF IT PROFESSIONALS IN DIFFERENT FIRM TYPES

                                                                                                                     (In percent)

	
	High End
	Middle End
	Export End
	Domestic

Low - end
	IT

Enabled 
	Total 

	Male

Female
	     39.6

     21.3
	       9.4

       17
	       35.4

       27.7
	       8.3

     12.7
	    7.3

  21.3
	  100

  100


      Source : Suriya and Madhavan (2003)

The 10th five-year plan (2002 – 2007), after recognising the need for the high quality professionals in the IT sector to sustain its growth had identified the following initiatives required for the purpose.

    1) Continuous up gradation of standards at the school level with emphasis

         on physics, mathematics and English.

    2) Microelectronics and biology to be the new focus areas in tertiary education

    3) Updating the syllabus of computer engineering, electronics and IT in various technical institutions in line with the demands of the industry

    4) Promotion of postgraduate engineering education and innovative research in IT.

         Ensuring a continuous up gradation of teaching faculty.

    5) Facilities in Regional Engineering Colleges and deemed universities to be upgraded to the    level of IITs.

In the Information Technology industry, the participation of women was less compared to men. The census data revealed that nearly 80 percent of the women workers in India were concentrated in agricultural activities. The empirical evidence showed that in the overall economic development, women were excluded from productive employment and were pushed in to marginal occupations, which could be due to the low literacy rate prevailing among Indian women.

The women’s literacy rate was only 51.4 percent compared to men’s 74.5 percent. Moreover only 48 percent of the girls stayed in the system until secondary level (Eighth standard)  (UNECCO, 1999), which attributed to the traditional lower value placed on girls and women in the Indian society made the family not to invest in girl’s education. Besides the girls were more valued as wage earners for the families and hence there were dropouts of girls even before the secondary level. Hence, the women were not exposed to any type of professional and specialised education.

Women had less access to ICT facilities than men. Normally in the rural areas, the information centres were located in places where women may not be comfortable frequenting. Since most communication facilities in rural areas were shared public access, women also had problems of time, due to multiple roles and heavy domestic responsibilities. Their leisures were few and they did not find time and when they find time to go, the centres may not be open: or the leisures would be during the evenings, when it was problematic for women to visit and return safely to their homes in the dark. Their mobility was also limited than that of men.

In relation to financial resources, the availability of ICT facilities was cost more. Majority of the women even men were not able to spend on it

Thus, in India among the total professional and technical workers, only 20 percent were women and 23 percent of the Internet users were women. [World development reports 2000]. According to an estimate made in Hindu-Businessline.com, women in India comprised 37percent of the employees in Information Technology enabled service sectors [Ambiga Devi et al (2003)]. However in the total IT sector, the contribution of women was only 12.5 percent. 
   TABLE – 4

                   PROPORTION OF WOMEN IN THE IT BASED SECTOR IN INDIA

	S.No
	IT sector
	M / F Ratio
	Type of work and skill requirements

	1.

2.

3.

4.

5.
	Software Industry

Telecom Industry

Airlines 

ITES (Medical Transcription)

BPOs
	81: 19

60: 40

20: 80

55: 45

51: 49
	Software development and designing,

Customisation and adoption of software

Technical and creative work – required highly qualified engineers

Customer services – required communication, language and software skills

Demands in linguistics and functional / domain skills

Indian BPO is predominantly voice based (outbound calls)


               Source : Suriya and Madhavan (2003)

 
According to Nasscom publications, the male – female ratio in IT jobs would be 65 men to 35 women by the year 2005. Like in other organised sector employment, there existed gender discrimination in the IT sector employment also. Major portion of the women employees were employed in the domestic and low end and the IT enabled types of firms. These firms employed 12.8 percent and 21.03 percent of female employees, where as, the male workers in these firms were only 8.3 percent and 7.3 percent respectively. The proportion of women IT Professionals in the high end and export end firms were 21.3 percent and 27.7 percent as against 39.6 and 35.4 percent of male IT Professionals. This clearly indicated that largest segment of women were clustered in the low-end jobs, while, a smallest segment of women were found at the higher end. It reflected the larger extent of the gender discrimination in the IT sector and women had not assumed significant role, status and responsibilities. Thus, the above statistical estimates showed that the steps taken to strengthen the broad aspect of Information Technology to common man through education and creating awareness were not targeting women.

Hence, in order to give equal opportunity to men and women in the formation of Information society, gender equity should be considered while framing various ICT policies and strategies. Gender equity means the promotion of a set of actions, attitudes and assumptions that affects opportunities and creates expectations about individuals, regardless of gender and that is transmitted through the ICT. Gender equity, hence equal chance for females and males at-

  1) Access to ICTs (universal access)

           2) Education and careers related to the ICT

           3) High expectations with respect to ICT

           4) Developing, achieving and learning through the ICTs

           5) Equitable treatment in information that is transmitted through the ICTs

Not only the policy makers but also the gender advocates should be sensitised to influence the ICT policy. Various women organisations should organize themselves to influence the policy, to make the policy makers to undertake gender analysis and incorporate gender issues in to ICT policy.

In this background, only a few studies were attempted to analyse the women employment in Information Technology industry. 

Ambiga Devi et al [2003] analysed the work perception, job satisfaction and migration rate of women in Indian Software companies. They found that the motivational factors of men and women did not differ significantly but their job satisfactional factors differed widely. The migration rate was high among men with ninety two percent of them were seeking jobs outside their native place. In the case of women, only sixty five percent of them had migrated for work.

Aruna and Punithambal [2003] stated that in the service industries of banking, finance and insurance, women were concentrated at the lower and less skilled employment levels. The percentages of women in electronic data processing and in management were low ranged from one percent to twelve percent in India.

There were two broad classifications in the form of Software companies in India, they were multi – national software companies and Indian software companies. There were some basic differences in the employment performance between the two groups of software companies. The multi – national software companies possessed greater infra – structural facilities, better work environment and payment than the Indian software companies. They also differed in the job motivational, job satisfactional factors, problems faced, measures to solve, employer’s expectations and personal requirements of the job – Job psychograph. None of the earlier studies analysed the comparative employment performance of the multi – national software companies and Indian software companies in terms of the above-mentioned factors. Thus the present study on “Employment of women in IT sector – a performance analysis” compared and contrasted the employment performance of women employees in terms of the above-mentioned factors between the two groups, with the following objectives:

OBJECTIVES:

 1) To analyse the socio-economic conditions of women employees in the selected multi - national   software companies and Indian software companies.

 2) To analyse the job psychograph of the female employees in order to find out the personal requirements of the job and to compare them between multi – national and Indian software companies. 

3) To analyse the employer’s expectations from the female employees and to compare them between the multi-national and Indian software companies. 

4) To identify the job motivational and job satisfactional factors of female employees in the selected software companies.

5) To compare the job satisfactional and job motivational factors of female employees working in   Multi-national and Indian software companies.

6) To study the problems faced by the female employees and to compare them between the multi- national and Indian software companies.

7) To suggest measures to solve the problems of the female employees working in both forms of software companies and to compare them.

HYPOTHESIS

The following hypotheses were tested to fulfil the above objectives:

1) The job motivational factors significantly differ between the employees of multi – national and 

    Indian software companies

2) The job requirements of the employees differ significantly between the multi – national

     software companies and Indian software companies

3) The employer’s expectations of the multi – national software companies differ significantly from the employers of the Indian software companies

4) There is significant variation in the job satisfactional factors between multi – national and Indian software companies

5) The problems of the employees from multi – national software companies are significantly different from the Indian software companies

6) The measures needed to solve the problem of the employees of multi – national software companies is significantly different from the Indian software companies 

 II  REVIEW  OF  LITERATURE

Women representing the 50 percent of the world adult population and one third of the official labour force performed nearly two thirds of all the working hours and received only one tenth of the world’s income and own less than 1 percent of world’s property. Information Technology offers many new opportunities that offer women in developing countries a lifeline for economic, social and political empowerment. Information Technology can be an important tool in meeting women’s basic needs and can provide the access to resources and there by assist women in their current economic activity. Thus, in this background some of the studies were attempted to analyse the employment performance of women in IT sector, job satisfaction, job motivation factors, problems, gender discrimination etc,. which are listed as under 

Sangeetha etal [2003] had analysed the employment opportunities that were available for women in Information Technology industry. The findings of the study showed that “ Women were under represented in IT management jobs everywhere”. In U.K, 32 percent of trainee systems analysts were women, while only 3 percent of data processing managers were women. Thus, the study concluded that there was need for education and training opportunities for girls and women, both for overall national development and to improve their quality of life.

Meenakshi etal [2003] had analysed the employment opportunities available for women in IT – enabled service sector and it tried to assess whether women had enhanced themselves economically with support of their employment in IT enabled services. The study was undertaken in different call centers located in chennai. It was observed that women were preferred for jobs in call centers because of their patient temperament and sweet voice and a person need not hold a computer degree to become a call center employee. The survey concluded that women comprised of almost 40 percent to 45 percent of call center work force and proved that almost all the women employees of call center had enhanced themselves economically with the support of their call center employment.

Manoharan etal [2003] had studied the publishing activities of women on information technology. It was observed that women had been almost invisible in this field. Organizations active in IT research like academic department of computer science and engineering, laboratories and centers in industry, the government and academic, affiliated professional societies and organizations must contribute towards creating an environment that would encourage the participation of women in the publishing activities in the field of information technology.

Geetha [2003] had analysed the career opportunities for women in information technology and also the various problems involved in the field. It was found that 46 percent of the women were the working women in the total women work force, out of which, 25 percent were in the field of information technology. Only 10 percent of the women were in the top position of information technology. She also classified the problems of women in the IT field as economic, educational and personal problems.

 The economic problems consisted of:

a) High prices for computer hardware.

b) Access to Internet was not possible for all women.

c) Women in rural area were not exposed to technology in smallest amount

d) Lack of support from organizations.

Educational issues were:

a) IT training programs to be conducted for women

b) No encouragement was given to women to choose science and technology

c) Lack of knowledge about career in technology

d) Limited awareness of available range of opportunities offered by ICT

e) The use of latest tools were not known

f) Limited online information in languages other than English

g) Technology education was lacking

Personal issues were: 

a) Less importance to women employment

b) Administrative and managerial jobs were not given to women

c) Geographical location

d) Cultural norms

e) No flexible timings

f) Very few role model and guides

g) Family and work balance

Mythili [2003] reported that though the women entrepreneurs were not equal to men entrepreneurs in number, the women entrepreneurs who were successful and were becoming successful could make use of IT in the following areas of 

a) Marketing

b) Human relations 

c) Forming associations

d) Being role models to others 

e) Providing good quality at a reasonable price

f) Achievements and success of women entrepreneurs.

Hemelatha etal [2003] had analysed the impact of globalisation and information technology on women’s career. The advances in IT were making many women’s manufacturing jobs redundant, technology created other jobs largely taken by women in the service industries which included information processing, banking, insurance printing and publishing where the skill requirements was higher than in manufacturing and the major employment for women in the service sector in information processing was particularly data entry.

Ally Sornam etal [2003] attempted to analyse the use of Internet facility among women college teachers.

The study revealed that 25 percent of the respondents knew about Internet and knowledge about other networks was found to be less. Majority of the teachers knew about Internet through their friends and through mass media. The women teachers had also accessed to Internet in their colleges and they referred online periodicals, online thesis and dissertations and online books. It showed that the information technology was highly useful for research purpose among college teachers.

Vinod Barmota [2003] reported that women must be involved in decision-making regarding the development of the new technologies in order to participate fully in their growth and impact. The proportion of women joining the global labour market was expected to rise. A major challenge of employment policies in the global information economy was to provide decent work for female entrants. Women had also been able to capture a large proportion of jobs in ICT- enabled services because of the worldwide shortage of skills. 

Samudhara Rajakumar etal [2003] had analysed the migration of women professionals. The main objective of the study were:

a) Why women did not prefer the foreign opportunities

b) What were the factors which prevented them from going abroad

c) Why very few women prefer to go abroad

 Two segments had been selected, women worked in the onsite assignment and the women not worked in the onsite assignment. The independent variables were age, income, marital status, place of origin, place of schooling, and type of family. Cochran’s Q test, Crammer’s test and non – parametric multiple-comparison test were performed using SPSS package. It was found that major reasons for women IT professionals preferring to work in on site assignment were to gain international experience and for faster carrier growth in order to survive in this competitive world, also those who were worked in abroad had higher salary package even though their experience was less. Many women IT employees were not given the onsite assignments because of less experience. This showed that the entry of women in IT was a recent phenomenon.

Sathyanarayanan et al [2003] studied the influence of the transformation of organization on women’s roles in the corporate world to explore leadership roles and also individual life spaces to actualise dreams and to chart new career paths. Although several women had been successful in striking the balance between home and work, not many had managed to assume leadership positions in the corporate world, which was still considered a man’s domain. Women could look forward to the feature with optimism. Women can experience in managing one of the most complex organizational thinking – the household, and can apply their skills and experiences in terms of hard work and sensitivity in managing relationships at the workplace. 

Suriya and Madhavan [2003] analysed the demand and increasing opportunities for women in IT sector. The demand for software professionals were expected to be approximately 1.1 million people and there would be 1.5 million jobs in IT enabled services by 2008. However, the supply of software professionals based on the current trends was projected to be 8,85,000 persons by 2008. Thus, there would be a potential shortfall of 235000 people by 2008, if current rates of in take up of technical talents in to the IT work force continued. In addition to the software professionals, there would be a growing demand for the professionals in the other IT related sectors. Hence in order to meet the growing demand, the supply had to be increased. However, the supply of ICT oriented professionals trained from the approved educational institutions was not sufficient to meet the rising demand.

 Mohanram and Madhavi had analysed why Indian women preferred Information technology as their career. The number of women in computer and internet industries had increased sharply, due to the fact that IT jobs were suitable for women and women take up IT jobs out of their own interest. Since more number of IT and IT related jobs were transferred to India, Indian women felt that there would be greater scope of employment in the IT sector for them. 

Gopal et al [2003] had analysed the relationship between the women employment in IT sector and Health. The study was undertaken in different DTP centers and Internet centers. It was found that the operation of computers by the female employees did not create any health problems and inconvenience. The women employees were highly talented in using the computers as a tool for improving the information dissemination.

Seethalakshmi and Muthuswamy [2003] stated that, it was essential to make an effort to develop female leadership in Information Technology Industry, because they possessed better problem solving skills and were opened to variety of options. Therefore, they formed an efficient workforce. The study also revealed that women could achieve any given role and position at lower level of experience when compared to men. However, the ratio of women entered in IT Industry had been lower than men. Mostly women’s personal choices and abilities to cope with family and social pressures determined the entry of women in IT Industry. Due to these factors, it was observed that only very few women IT professionals were passionate about their jobs as compared to men.

Thilaka Suresh and Kalai Arasi [2003] assessed the obstacles to the participation of women in Information Technology. It was found that in many developing countries, less than one percent of the population – male or female had Internet access. The statistics revealed that the number of Internet users and the distribution were very limited. Women constituted twenty – two percent of Internet users in Asia, thirty eight percent in Latin America and six percent of Middle Eastern users. A series of factors constrained women’s access to Information Technology, included literacy, education, language, time, cost, geographical location of facilities, social and cultural norms and insufficient computer and information management skills

Ranjana Agarwal [2003] identified the factors affecting women participation in total IT labour force and the problems of women employees in IT sector. He observed that limited access to IT education, lack of basic education and specialized training, high cost of education, low social status of women and availability of specialized education only in urban areas were the factors responsible for the women participation in IT sector. It was also observed that the timings of work, skill obsolence and double responsibilities also hindered the women employment in IT sector. Provisions of facilities for IT access to women through working women’s hostel, better transport facilities, establishment of day cares and crèches, retraining facilities and flexible timings may improve the employment performance of women in IT sector.

Nirmala [2003] stressed the strategies needed for the participation of women in IT sector. She recommended the following strategies

a) Need for attitudinal change

b) Conduct of seminars and workshops

c) Providing of support services like child care, home for old age etc.,

d) Inclusion modules of women’s rights under the constitution and special acts passed in the educational curriculum

e) Encouragement of research in the areas of women empowerment

f) Organization of NGO’s and self – help groups

g) The creation of networks of woman entrepreneurs and representative of women’s non  - governmental organizations

h) Interactions of industry and academics

i) Encouraging women entrepreneurs with more incentives by government.

j) Inclusions of vocational and practical subjects in the educational curriculum

k) An institute for computer professionals of India shall be set up on the pattern of the institute of charted accounts of India

l) Connectivity, affordability, reliability and versatility can be made as main goals for success of IT

m) Each department and agency in the central government and adopting of packages to enable every student, teacher of school, or any common men desirous of buying computers

n) The government shall take necessary measures to develop product – wise and use, in domestic global markets, to achieve the national objective of rapid, low cost expansion of telephone and internet connectivity in rural and remote areas

o) State governments, shall be required to prepare a five – year IT plan

Manimekalai et al [2003] attempted to estimate the differences in computer attitudes, aptitudes and use among the various branches of the women teachers by using ‘t’ test, ‘F’ test and Chi – square test. Most of them were equally interested in using computers for their academic work.

Rajesh Kumar et al [2003] had analysed the problems and prospects of IT women in the digital revolution. They identified some of the problems of women in the IT sector such as the problems in relation to work involvement, work expectation, family involvement, family expectation, work conflict, family conflict, quality of work life, quality of family life and life satisfaction. It was observed that the dual role of the women made them not to fulfil the family expectation, the expectation in the work place and there by the quality of family life and also the quality of work.

Jeevanathan and Vijayalakshmi [2003] analysed the role of women in Information Technology in India. It was observed that unlike other countries, India had witnessed an overwhelming participation of women in IT sector. Unlike other fields, IT was conductive and more adoptive for women as it called for intellectual industry rather than muscular power. Women were able to handle stress better and also time, though they had dual role at work place and at home. They were capable of under taking risk, handling of economic and non – economic uncertainties, introduction of new innovation, co – ordination, administration, control, supervision and providing leadership in all aspects of the business.

Elangovan etal [2003] tested the women empowerment through Information Technology Profession in India based on primary data from various engineering institutions in Tamilnadu. They also attempted to test the relationship between the type of graduation and using Internet facility. They found that the use of Internet facilities did not depend on the type of studies. The estimated Chi – Square statistics showed that the learning of computers depended on the language under study. The largest proportionate of student felt that software was the ideal field suitable for women, women employment, and thereby women empowerment.

Prasana Soundari (2003) had analysed whether women’s empowerment had been achieved by digitalisation, where empowerment included increased mobility, enhanced status in the household community, house-hold decision-making authority, freedom from domination and violence, political awareness and participation and ownership of productive assets. It was observed that the complete empowerment of women had not been achieved. The study stated that majority of the women were not ready to mobile, they were exempted from important decision making at home, not free from domination etc.

Mallika Sharma [2003] stated that women entered in IT sector had increased and the quality of women’s experience as users of IT was found to be equally important with men. She identified the percentage of women IT employers in well-established software companies in India. The percentage of women employees in NIIT was estimated to be 39 percent, Brila soft 35 percent, Zensar technologies 32 percent, Hewlett Packard 27 percent, Cognizant technology 25 percent, Polaris software 24 percent, Sap labs India 23 percent, Philips software center 23 percent, I – Flex solution 20 percent, Satyam computers services 19 percent, Wipro 19 percent, Infosys 17 percent, Compaq computers (INDIA) 16 percent and HCL infosystems 8 percent

Kalyani et al [2003] studied the obstacles to women employment in Information technology sector in developing countries. The inadequacy of communication, poor infra – structure, the high cost of telephone and internet connections in developing countries than in developed countries were the obstacles for both men and women to participate in the IT sector. However, the obstacles in relation to the above factors were greater for women. The gender discrimination, low rate of literacy and education, lack of access to scientific and technical education were the obstacles to the participation of women in IT sector.

Sathyanarayan etal [2003] observed that women had entered in various new professions such as management and finance other than teaching, nursing etc. When women were performing dual roles; the husband’s roles had also been changed from one role to dual role of servicing at workplace and also at home. It was also stated that the attitude among men in perceiving women had also been changed. Earlier, if women were successful, there was a man behind women in the success. But recently, if women were successful, it was perceived that she was hardworking and she had earned the position. It was also observed that the women were not supportive to their female colleagues, but males did not accept it. The gender discrimination was also observed. But the men accepted that the women were competent, intelligent and capable.

Ambiga Devi et al [2003] analysed the work perception, job satisfaction and migration rate of women in Indian Software companies. They found that the motivational factors of men and women did not differ significantly but their job satisfactional factors differed widely. The migration rate was high among men with ninety two percent of them were seeking jobs outside their native place. In the case of women, only sixty five percent of them had migrated for work.

Aruna and Punithambal [2003] stated that in the service industries of banking, finance and insurance, women were concentrated at the lower and less skilled employment levels. The percentage of women in electronic data processing and in management was low ranged from one percent to twelve percent in India.

III METHODOLOGY
The Methodology adopted in the current study on “Women Employment in IT sector – A performance analysis” is discussed under the following heads

           3.1  Rationale for selecting the problem and area

           3.2  Selection of the sample and database

           3.3  Model specification

           3.4  Limitations of the study

           3.5  Definitions of the terms used in the study

3.1 RATIONALE FOR SELECTING THE PROBLEM AND AREA 

India is one of the top ten countries in the world in the production and supply of high skilled information technology manpower. Thirty four percent of the Microsoft employees and seventeen percent of Intel scientist in U.S.A were Indians. Moreover the co – founder of the SUN Micro systems, the founder and creator of HOTMAIL, the GM of HP, the president of AT&T were also Indians.

 The IT sector in India had created employment opportunities in wide varieties of areas like telecommunication, banking, shopping, education, health, business etc., The demand for software professionals were expected to be approximately 1.1 million people and there would be 1.5 million jobs in the IT enabled services by 2008.However, the supply of software professionals based on the current trends was projected to be 8,85,000 by 2008. Thus, there would be a potential shortfall of 235000 people by 2008, if current rates of in take up of technical talents in to the IT work force continued. Though, India had a large talent pool, with 1,67,000 engineering students and 1.5 million graduates passing out of India’s educational institutions annually, still some gaps would remain.

Different estimates propounded that about seventy nine percent of the software professionals in India were men and twenty one percent were women. However, the ratio was likely to be 65: 35 by the year 2005. This ratio was reversed in ITES, where the ratio of males and females was 35: 65. In the total IT sector, the contribution of women was only 12.5 percent. Like in other organised sector employment, there existed gender discrimination in the IT sector employment also. Major portion of the women employees were employed in the domestic and low end and the IT enabled types of firms. These firms employed 12.8 percent and 21.03 percent of female employees, where as, the male workers in these firms were only 8.3 percent and 7.3 percent respectively. The proportion of women IT professionals in the high end and export end firms were 21.3 percent and 27.7 percent as against 39.6 and 35.4 percent of male IT professionals. This clearly indicated that largest segment of women were clustered in the low-end jobs, while, a smallest segment of women were found at the higher end. It reflected the larger extent of gender discrimination in the IT sector and women had not assumed significant role, status and responsibilities. Thus, the problem of analysing the women employment in IT sector in India became an essential researchable issue. 

There were two broad classifications in the form of software companies in India; they were the multi-national software companies and Indian software companies. There were some basic differences in the employment performance between the two groups of software companies. The multi-national software companies possessed greater infra-structural facilities, better work environment and payment than the Indian software companies. They also differed in the job motivational, job satisfactional factors, problems faced, measures to solve, employer’s expectations and personal requirements of the job – Job psychograph. None of the earlier studies earlier analysed the comparative employment performance of the multi – national software companies and Indian software companies in terms of the above-mentioned factors. Thus the present study compared and contrasted the employment performance of women employees in terms of above-mentioned factors between the two groups.

The Information technology Industries were mainly concentrated in metropolitan cities such as Chennai, Bangalore, Hyderabad etc in India. In Tamilnadu the highest number of software companies were located in Chennai. In Chennai there were 767 software companies, which included both the multi – national companies and Indian software companies. Therefore it showed that Chennai city had been located with both the forms of software companies. Since the objective of the study was to compare the employment performance between the multi – national software companies and Indian software companies, Chennai city was purposively selected for the study.

3.2 SELECTION OF THE SAMPLE AND DATA BASE

              The data for the study was purely primary in nature. Among the multi – national software companies in Chennai, the total number of employees working in Flextronics and Inautix were approximately 1000 and among the Indian software companies in Chennai, the total number of employees working in HCL Technologies were approximately 24000, in Infosys they were approximately 50,000 and in Tata consultancies - the total number of employees were approximately 1,00,000. These software companies in Chennai were few of the well-established and large scale operating companies and thus, they were purposively selected.

               To get the list of the employees from software companies, the human resources manager from various companies were approached. From the name list given by the manager, seventy employees from the Indian software companies and thirty employees from the multi – national companies were selected randomly. Thus, the sampling technique adopted in the study was purposive random sampling technique. The distribution of the female employees in various software companies are shown in table (5)

TABLE - 5

DISTRIBUTION OF FEMALE EMPLOYEES IN VARIOUS 

SOFTWARE COMPANIES










(In number)

	Multi – national software companies
	Female employees

	Flextronics
	              14

	Inautix
	              16

	Total 
	              30

	Indian software companies
	

	HCL Technologies
	              24

	Infosys
	              22

	Tata consultancy services
	              24

	Total
	              70


To study the general employment performance of the female employees, an interview schedule contained the information on the socio – economic profile, working conditions, job satisfaction factors, job motivational factors, job psycho graphical factors, employers expectations, problems of female employees and measures to solve the problem was framed. A pilot survey was conducted to identify the gaps in the interview schedule and then it was modified. The final survey was conducted with the re-structured schedule. The survey was undertaken in the month of December 2004

3.3 MODEL SPECIFICATION

Many of the studies concentrated on the employment performance of female employees in the IT sector in India. Only a few studies analysed the employment performance in terms of the job motivational, job satisfactional, job psycho graphical factors, problems, measures, employer’s expectations etc,. These studies compared the above factors between male and female by using simple t-Test and F-Test. They did not estimate the relative contribution of the variables to the variations in the employment performance between the two groups by using discriminant analysis.

Thus the present study used the Kruskal – Wallis test and discriminant analysis to compare the employment performance between multi – national software companies and Indian software companies and to estimate the relative contribution of the variables to the variation in the employment performance between them along with simple averages, percentages and five point rating scale technique. The specification of the analytical tools used in the study were as follows

Scaling Techniques

To measure the qualitative factors such as the job motivational, job satisfactional factors, the problems, measures, employers expectations and job psychograph of the female employees, five point rating scale tehcnique was used. The job motivational factors in the study included interest in IT field, attractive salary, less physical strain, job opportunities, improve standard of living, utilise qualifications, foreign opportunities, to get better life partner, professional growth, achievement in IT field. The job satisfactional factors included adequate payment, good work environment, co-operation among workers, job security, non monetary benefits, frequent foreign assignments, frequent increments, good experience in learning, convenient timings, proximity to the residence, absence of partiality from management and attaining self respect. The measures to solve the problems included factors like increased salary, convenient timings, leave with payment, higher percentage of bonus and frequent increments. Employer’s expectations included factors like high qualifications, to work over time, high talent expectations, sincerity in the work, dedication in the work, work involvement, completion of work in advance and reluctant to pay high increments. The factors of job psychograph included factors like education, intelligence, curiosity for knowledge, capacity to grasp quickly, language ability, teaching ability, capacity to express orally, clarity of thought, organisation of materials, memory power, visual memory, capacity for good interpersonal relations, knowledge of human psychology, voice, managerial qualities, emotional stability, sincerity, honesty, understanding, patience, health, overall personality, capacity to guide research and pleasing manners.

For measuring the above factors job motivational, job psychograph, employers expectations, job satisfaction and measures to solve the problems, the score values were allotted for each factors in the scaling technique as under

            Strongly agree         -         5

            Agree                       -         4

            Neutral                     -         3

            Disagree                  -          2

            Strongly dis agree    -         1

The problems of the female employees included factors like partiality from top level management, health problems, gender discrimination, less time with family, inadequate pay, changes of work, inconvenient timings, work pressure, improper human relation, low amount of bonus, migration and inadequate leave. For measuring the above problem factors, the score values were allotted as under.

Strongly agree          -         1

Agree                        -         2

Neutral                      -         3

Disagree                    -         4

Strongly disagree      -         5

Kruskal – Wallis Test

To find out whether the female employees from multi – national software companies and Indian software companies differed in their views on job motivational, job satisfactional factors, problems, measures to solve the problems, employers expectations and job psychograph, kruskal – wallis test was applied.

Kruskal – Wallis X2 = 12 / N (N + 1) (E R2 / N) – 3 (N + 1)

Where N = total number of ranks; K = number of groups; N = number of observations; R = rank of the ith group.
Discriminant analysis

The Discriminant analysis was used to find out the relative contribution of the factors of job motivation, job requirements, employer’s expectations, job satisfaction, problems faced and measures to solve to the variation in the views of the female employees between the multi – national software companies and Indian software companies. The total number of employees was grouped in to employees of multi – national software companies and Indian software companies. Out of 100 female employees, 30 employees of the multi – national software companies belonged to group one and 70 employees of the Indian software companies belonged to group two. The employment performance indicators of job motivation, job requirements, employer’s expectations, job satisfaction, problems faced and measures to solve problems under these two groups were put in to the discriminant analysis separately. The form of linear multiple discriminant function used for each aspect in the analysis were listed as under

a) Job Motivation 

    Z = d1x1 + d2x2 + d3x3 + d4x4 + d5x5 + d6x6 + d7x7 + d8x8 + d9x9 + d10x10

Where, x1 = interest in IT field, x2 = attractive salary, x3 = less physical strain, x4 = job opportunities, x5 = improve standard of living, x6 = utilise qualifications, x7 = foreign opportunities, x8 = to get better life partner, x9 = professional growth, x10 = achievement in IT field.

b) Job psychograph

    Z = d1x1 + d2x2 + d3x3 + d4x4 + d5x5 + d6x6 + d7x7 + d8x8 + d9x9 + d10x10 +  

           d11x11 + d12x12 + d13x13 + d14x14 + d15x15 + d16x16 + d17x17 + d18x18 +

           d19x19 + d20x20 + d21x21 + d22x22 + d23x23 + d24x24

Where x1 = education, x2 = intelligence, x3 = curiosity for knowledge, x4 = capacity to grasp quickly, x5 = language ability, x6 = teaching ability, x7 = capacity to express orally, x8 = clarity of thought, x9 = organisation of materials, x10 = memory power, x11 = visual memory,           x12 = capacity for good interpersonal relations, x13 = knowledge of human psychology, x14 = voice, x15 = managerial qualities, x16 = emotional stability, x17 = sincerity, x18 = honesty, x19  = understanding, x20 = patience, x21 = health, x22 = overall personality, x23 = capacity to guide research and x24 = pleasing manners.

c) Employer’s expectations 

    Z = d1x1 + d2x2 + d3x3 + d4x4 + d5x5 + d6x6 + d7x7 + d8x8

Where, x1 = high qualifications, x2  = to work over time, x3 = high talent expectations, x4 = sincerity in the work, x5 = dedication in the work, x6 = work involvement, x7 = completion of work in advance, x8 = reluctant to pay high increments.

d) Job satisfactional factors

    Z = d1x1 + d2x2 + d3x3 + d4x4 + d5x5 + d6x6 + d7x7 + d8x8 + d9x9 + d10x10 +  

           d11x11 + d12x12

Where, x1 = adequate payment, x2 = good work environment, x3 = co-operation among workers, x4 = job security, x5 = non-monetary benefits, x6 = frequent foreign assignments, x7 = frequent increments, x8 = good experience in learning, x9 = convenient timings, x10 = proximity to the residence, x11 = absence of partiality from management, x12 = attaining self-respect.

e) Problems 

    Z = d1x1 + d2x2 + d3x3 + d4x4 + d5x5 + d6x6 + d7x7 + d8x8 + d9x9 + d10x10 +  

           d11x11 + d12x12

Where, x1 = partiality from top-level management, x2 = health problems, x3 = gender discrimination, x4 = less time to spend with family, x5 = inadequate pay, x6 = changes of work, x7 = inconvenient timings, x8 = work pressure, x9 = improper human relation, x10 = low amount of bonus, x11 = migration, x12 = inadequate leave.

f) Measures to solve the problems

    Z = d1x1 + d2x2 + d3x3 + d4x4 + d5x5

Where, x1 = increased salary, x2 = convenient timings, x3 = leave with payment, x4 = higher percentage of bonus, x5 = frequent increments.

3.4 LIMITATIONS OF THE STUDY

    The following were the limitations of the study

1. The study was restricted only to the employment performance of the selected multi – national   software companies and Indian software companies; findings may not be applicable to the service    areas of other software companies. 

2. The working conditions of the female employees, job motivation, job requirements, employer’s expectations, job satisfaction, problems faced and measures to solve the problems associated with the female employees were analysed only for one year (2002 – 2003). Case studies on the employment performance based on more than one year data may be more useful for policy approach than the studies based on one year. The findings in relation to the above employment performance may not be applicable to other periods.

3.  Direct analysis of strength, weakness, opportunities and threats (SWOT) in the employment condition was not carried out. It may be more useful for policy approach.

4. The impact of working condition of the employees and the job satisfactional factors on productivity may provide the cause and effect relationship between the employment performance and productivity.

3.5 DEFINITIONS OF THE TERMS USED IN THE STUDY
Job Motivation

  Job motivation of the employees was defined in terms of the selected set of factors namely interest in IT field, attractive salary, less physical strain, job opportunities, improve standard of living, utilise qualifications, foreign opportunities, to get better life partner, professional growth and achievement in IT field.

If they are positively viewed for all the above factors, they have been motivated with their work. Otherwise they are not motivated with their work

Job Psychograph

Job psychograph denotes the personal requirements for an individual to posses a job. The Job psychograph of the employees was defined in terms of the selected set of factors namely education, intelligence, curiosity for knowledge, capacity to grasp quickly, language ability, teaching ability, capacity to express orally, clarity of thought, organisation of materials, memory power, visual memory, capacity for good interpersonal relations, knowledge of human psychology, voice, managerial qualities, emotional stability, sincerity, honesty, understanding, patience, health, overall personality, capacity to guide research and pleasing manners

If they are positively viewed for all the above factors, they possessed all the requirements for their Job. Otherwise they lack the requirements for the Job.

Employer’s expectations

The opinion of the female employees about their employer’s expectations were defined in terms of the selected set of factors namely high qualifications, to work overtime, high talent expectations, sincerity in the work, dedication, involvement in the work, completion of work in advance and reluctant to pay high increments.

If they are positively viewed for all the above factors, the employer’s expectations are satisfied for the Job. Otherwise the employer’s expectations are not satisfied for the Job.

Job Satisfaction

Job satisfaction of the employees working in the multi - national software companies and Indian software companies were defined in terms of the selected set of factors namely adequate payment, good work environment, co-operation among workers, job security, non monetary benefits, frequent foreign assignments, frequent increments, good experience in learning, convenient timings, proximity to residence, absence of partiality from top level management and attaining self – respect.

If they positively viewed for all the above factors, they have satisfied with their work. Otherwise, they are not satisfied with their work.

Problems 

Problems of the employees were identified as partiality from top level management, health problems, gender discrimination, less time with family, inadequate pay, changes of work, inconvenient timings, work pressure, improper human relation, low amount of bonus, migration and inadequate leave.

Measures

Measures to solve the problems included the set of factors such as, increase in salary, convenient timings, leave with payment, higher percentage of bonus and frequent increments.

IV RESULTS AND DISCUSSIONS

The results of the study on “Employment of women in IT sector – a performance analysis” are discussed under the following headings.

4.1 Socio – economic profile of the female employees working in multi – national software            companies and Indian software companies.

4.1.1 Age distribution of employees

4.1.2 Marital status of the employees

4.1.3 Religion of the employees

4.1.4 Educational qualification of the employees

4.1.5 Annual average family income of the employees

4.1.6 Annual expenditure of the employees

4.1.7 Annual savings of the employees

4.2 Working conditions of the female employees working in the multi – national software companies and Indian software companies.

4.2.1 Annual salary

4.2.2  Length of service

4.3    Factors motivating the female employees to work

4.3.1 Factors motivating the employees to work in the multi – national software companies

4.3.2 Factors motivating the employees to work in the Indian software companies

4.3.3 Job motivational factors – A comparison between the multi – national software companies                      and Indian software companies [Kruskal – Wallis test]

4.3.4 Relative contribution of job motivational factors to differ between multi – national software companies and Indian software companies [Discriminant analysis]

4.4    Job Psychograph of the female employees

4.4.1 Job psychograph of the employees working in the multi – national software companies

4.4.2 Job psychograph of the employees working in the Indian – software companies

4.4.3 Job psychograph – A comparison between the multi – national software companies and    Indian software companies [Kruskal – Wallis test]

4.4.4 Relative contribution of the factors of job psychograph to differ between multi – national software companies and Indian software companies. [Discriminant analysis]

4.5    Factors determining the employer’s expectations

4.5.1 Opinion of the female employees towards their employer’s expectations – Multi – national 

         software companies

4.5.2 Opinion of the female employees towards their employer’s expectations – Indian software companies

4.5.3 Employer’s expectations – A comparison between the multi – national software companies and Indian software companies [Kruskal – wallis test]

4.5.4 Relative contribution of the factors of employer’s expectations to differ between the multi – national software companies and Indian software companies [Discriminant analysis]

4.6    Job satisfactional factors of the female employees to work 

4.6.1 Job satisfactional factors of the female employees working in the multi – national software companies

4.6.2 Job satisfactional factors of employees working in Indian software companies

4.6.3 Job satisfactional factors – A comparison between the multi – national software companies and Indian software companies [Kruskal – Wallis test]

4.6.4 Relative contribution of job satisfactional factors to differ between the multi – national software companies and Indian software companies [Discriminant analysis]

4.7    Problems of the female employees 

4.7.1 Problems of the employees – Multi – national software companies

4.7.2 Problems of the employees – Indian software companies

4.7.3 The problems of employees – A comparison between the multi – national software companies and Indian software companies [Kruskal – Wallis test]

4.7.4 Relative contribution of the problems to differ between the multi – national software companies and Indian software companies. [Discrimanant analysis]

4.8    Measures to solve the problems of the female employees.

4.8.1 Measures to solve the problems – multi – national software companies

4.8.2 Measures to solve the problems  – Indian software companies

4.8.3 The measures to solve the problems – A comparison between the multi – national software companies and Indian software companies [Kruskal –Wallis test]

4.8.4 Relative contribution of the measures to differ between the multi – national software companies and Indian software companies [Discriminant analysis] 
4.1 SOCIO – ECONOMIC PROFILE OF THE FEMALE EMPLOYEES WORKING IN 

      MULTI – NATIONAL SOFTWARE COMPANIES AND INDIAN SOFTWARE         COMPANIES 

   The Socio – economic factors namely age, education, family income, family expenditure and family savings may influence the working conditions of the female employees working in the multi – national software companies and Indian software companies. To take up the employment in the organised sector, there is age restriction. Similarly the educational level determines the designation of the employees. So the Socio – economic profile of the female employees working in multi – national companies and Indian software companies were analysed as under.

4.1.1 AGE DISTRIBUTION OF EMPLOYEES 
Age of female employees determines the length of service, which in turn affects the designation and monetary benefits. Thus, the age distribution of the employees was analysed and presented in table (6)
TABLE - 6

AGE DISTRIBUTION OF THE FEMALE EMPLOYEES 

	 AGE GROUP
	     MULTI-NATIONAL 

SOFTWARE COMPANIES

            (In number)
	PERCENTAGE
	 INDIAN SOFTWARE 

     COMPANIES

       (In number)
	 PERCENTAGE

	          21

          22

          23

          24

          25

          26

          27       

          28  
	                    0

                    4

                    6

                    6

                    4

                    2

                    6

                    2
	       0

     13.3

     20.0

     20.0

     13.3

       6.7

     20.0

       6.7
	              12

             18

             26

               8

               6

               0

               0

               0
	   17.1

   25.7

   37.1

   11.4

     8.6

     0

     0

     0

	     TOTAL
	                  30
	      100
	             70
	    100


  The above table showed that twenty percent of the female employees in multi – national companies and thirty seven percent of the employees in Indian software companies were in the age group of twenty-three years. Only very few number of female employees were found to be in the age group of twenty six and twenty eight years in both groups of the software companies. It implied that majority of the female employees were very young in the selected software companies.

4.1.2 MARITAL STATUS OF THE EMPLOYEES 

Marital status is one of the factors which determines the work involvement, responsibility in the work, migration etc., thus the marital status of the female employees in the selected software companies is given in the table (7)

TABLE - 7

MARITAL STATUS OF THE FEMALE EMPLOYEES 

	   MARITAL                   

    STATUS
	      MULTI – NATIONAL

SOFTWARE COMPANIES

    ( In number )
	 PERCENTAGE
	INDIAN-SOFTWARE                                       COMPANIES

         ( In number )
	 PERCENTAGE

	   SINGLE

  MARRIED


	                   8

                 22
	     26.7

     73.3
	           60

           10
	     85.7

     14.3

	      TOTAL
	                 30
	     100
	            70
	     100


Majority of the female employees working in the multi – national companies were married [73.3 percent], where as majority of them were unmarried in the Indian software companies [85.7 percent]. It was due to the fact that the employees of the Indian software companies were comparatively younger than the employees in multi – national companies

4.1.3 RELIGION OF THE EMPLOYEES

Religion is an important factor, which also influences the employee’s working performance. The religion factor may influence the dedication, sacrifice in the work, also the motivation to work etc., Thus, the religion factor was analysed and presented below in the     table (8)

TABLE - 8

RELIGION OF THE FEMALE EMPLOYEES 

	RELIGION


	     MULTI - NATIONAL

SOFTWARE COMPANIES 

           (In number)
	PERCENTAGE
	   INDIAN  SOFTWARE

         COMPANIES

            (In number)
	PERCENTAGE



	    HINDU

CHRISTIAN

    MUSLIM


	                26

                 2

                2
	     86.7

      6.7

      6.7
	               64

                 2

                 4
	     91.4

       2.9

       5.7

	    TOTAL
	              30
	     100
	             70
	        100


In both the multi – national and Indian software companies, majority of the employees belonged to the Hindu religion and only less than 10 percent of employees belonged to Christian and Muslim religions.

4.1.4 EDUCATIONAL QUALIFICATION OF THE EMPLOYEES

Education is a pursuit for employment. It also determines the nature of the job, cadre and position in the job. Thus it was analysed and given in table (9)

                                                                      TABLE - 9

               EDUCATIONAL QUALIFICATION OF THE FEMALE EMPLOYEES

	  EDUCATIONAL QUALIFICATION


	    MULTI - NATIONAL

SOFTWARE COMPANIES

             (In number)
	PERCENTAGE
	INDIAN SOFTWARE 

     COMPANIES

        (In number)
	 PERCENTAGE

	         B.Sc

         B.Tech

         B.E

         M.C.A

         M.E
	                   0

                   4

                 18

                   8

                   0
	      0

    13.3

    60.0

    26.7

      0
	              2

            10

            46

            10

              2
	    2.9

  14.3

  65.7

  14.3

    2.9

	      TOTAL
	                 30
	   100
	            70
	   100


It could be observed that out of 30 female employees in the multi – national companies, 60 percent were B.E degree holders, while out of 70 female employees in the Indian software companies 65.7 percent of them were B.E degree holders. Only least number of employees was found to be B.Sc graduates and M.E degree holders in both the companies. It was due to greater opportunity of campus recruitment for the B.E degree holders.
4.1.5 ANNUAL AVERAGE FAMILY INCOME OF THE EMPLOYEES 

Annual average family income of the employees is an important component showing the economic status of the employees. The family income depends on the annual income of each member in the family and there by the salary of the respondents. Thus, it was analysed separately for the employees working in multi – national software companies and Indian software companies.

The company wise distribution of the annual average family income of the employees are given in the table (10)

TABLE – 10

ANNUAL AVERAGE FAMILY INCOME OF THE EMPLOYEES

	     FORM OF COMPANY
	    ANNUAL AVERAGE 

FAMILY INCOME [in Rs]
	     PERCENTAGE

	       MULTI – NATIONAL 

  SOFTWARE COMAPNIES 
	
	

	            Flextronics
	               6,12,000 
	              43.35

	            Inautix
	               7,99,500
	              56.64

	            TOTAL
	             14,11,500
	

	    INDIAN SOFTWARE

         COMPANIES
	
	

	             HCL Technologies
	               4,68,700
	              31.41

	             Infosys
	               7,13,009
	              47.78

	             Tata Consultancy Services
	               3,10,400
	              20.80

	             TOTAL
	              14,92,109
	


The company wise distribution of family income of the employees revealed that the annual family income of the employees from Inautix was higher than the income of the employees from other multi – national software companies. Among Indian software companies, the employees from Infosys had got the annual family income of Rs 7,13,009 per annum. It was the highest amount compared with the income of other employees in the Indian software companies. 

4.1.6 ANNUAL EXPENDITURE OF THE EMPLOYEES 

Annual family expenditure of the employees is determined by their income. The level of income may vary across the software companies. Thus, company wise annual expenditure of the employees was analysed and given in table (11)

TABLE – 11

ANNUAL EXPENDITURE OF THE FEMALE EMPLOYEES

	FORM OF COMPANY
	ANNUAL EXPENDITURE

               [In Rs]
	      PROPORTION OF          OF EXPENDITURE TO TOTAL

FAMILY INCOME (in percent) 

	MULTI – NATIONAL 

SOFTWARE COMAPNIES 
	
	

	            Flextronics
	              3,54,857
	                     57.98

	            Inautix
	              1,65,000
	                     20.63

	            TOTAL
	              5,19,857
	

	INDIAN SOFTWARE

       COMPANIES
	
	

	HCL Technologies
	               87,000
	                     18.56

	Infosys
	               66,545
	                       9.33

	Tata Consultancy Services
	               92,000
	                     29.63

	            TOTAL
	               2,45,545
	


Though the family income of employees from Inautix from multi – national software companies and Infosys from Indian software companies were greater in amount, their amount of expenditure was comparatively less than the other groups of employees in the corresponding software companies. This was attributed to small family size of these employees. The employees from Flextronics and Tata Consultancy Services, had spent greater proportion of their family income on their expenditure. It was on account of large family size for these groups of employees.

4.1.7 ANNUAL SAVINGS OF THE EMPLOYEES 

Savings depends on the level of the family income and expenditure, which was again determined by the salary. The salary of the employees varied from company to company. Therefore, the company wise distribution of family savings of the employees were analysed and given in table (12)

TABLE – 12

ANNUAL SAVINGS OF THE FEMALE EMPLOYEES

	FORM OF COMPANY
	ANNUAL SAVINGS [in Rs]
	Proportion of savings to 

    Total family income

           (In percent)

	MULTI – NATIONAL 

SOFTWARE COMAPNIES 
	
	

	            Flextronics
	              1,06,285
	               17.36

	            Inautix
	              1,44,000
	               18.01

	            TOTAL
	              2,50,285
	

	INDIAN SOFTWARE

       COMPANIES
	
	

	HCL Technologies
	                85,000
	                18.13

	Infosys
	                93,818
	                13.15

	Tata Consultancy Services
	                59,000
	                19.00

	            TOTAL
	              2,37,818
	


It was found that among the employees of multi – national software companies, the employees from Inautix saved 18 percent of their total family income. It was the highest proportion and the amount among the employees of multi – national companies. Though the employees from Tata consultancy services saved greater percentage of their family income, the amount was comparatively less than the other groups of the female employees from Indian software companies. The employees from Infosys saved greater amount but less proportion of their income. The better saving performance of the employees from Inautix and Infosys was on account of better salary. 

4.2 WORKING CONDITIONS OF THE FEMALE EMPLOYEES WORKING IN THE   MULTI – NATIONAL SOFTWARE COMPANIES AND INDIAN SOFTWARE COMPANIES

Since the software companies were the organised units, the timings of work were same for all the employees. It was from 9 a.m to 7 p.m, which included one-hour leisure time for lunch and it accounted for 9 hours. Occasionally, there was overtime for the employees. All the employees had obtained job security in both the forms of software companies. Social security funds such as pension, provident fund etc,. were provided for all the selected employees in the two forms of software companies.

Apart from the above, working conditions of the employees were analysed under the following heads

4.2.1 Annual Salary 

4.2.2 Length of Service 
4.2.1 ANNUAL SALARY 

Salary of the respondents revealed the contribution of the company towards the monetary benefits of the employees. The salary may vary from company to company. Thus, the company wise distribution of the salary of the employees was analysed and given in table (13)
TABLE – 13

ANNUAL SALARY OF THE FEMALE EMPLOYEES

	FORM OF COMPANY
	ANNUAL SALARY (in Rs)
	PERCENTAGE

	MULTI – NATIONAL 

SOFTWARE COMAPNIES 
	
	

	            Flextronics
	              3,00,000
	        49.26

	            Inautix
	              3,09,000
	        50.73

	            TOTAL
	              6,09,000
	

	INDIAN SOFTWARE

       COMPANIES
	
	

	HCL Technologies
	               1,69,200
	        33.10

	Infosys
	               1,73,555
	        33.95

	Tata Consultancy Services
	               1,68,400
	        32.94

	            TOTAL
	               5,11,155
	


It was found that the employees from Inautix and Infosys had received greater amount of average salary. The comparison of salary between the multi – national software companies and Indian software companies showed that the employees from multi – national companies had obtained Rs 3,00,000 on an average. Where as, the employees of other group of companies had received only around 1,75,000. It revealed that the better working condition of the employees from multi – national software companies.

4.2.2 LENGTH OF SERVICE 

Length of service is the experience of the employees in the industry. Greater experience may attributes to better performance in their work and designation. Thus, it was analysed and presented in table (14)

TABLE – 14

LENGTH OF SERVICE OF THE EMPLOYEES

	     Years of 

   Experience
	Multi – national

    Companies
	      Percentage
	Indian Software

Companies
	Percentage

	        0 – 1
	           10
	          33.3
	           48
	        68.6

	        1 – 2
	             8
	          26.7
	           18
	        25.7

	        2 – 5
	           10
	          33.3
	             4
	          5.7

	     Above 5
	             2
	            6.7
	             0
	          0

	        Total
	           30
	           100
	           70
	         100


It was observed that more number of employees from multi – national software companies were in the experience range of between one to five years. Whereas, in the case of Indian software companies, 68.6 percent of the employees were under the category of below one year experience. It showed that majority of the employees in Indian software companies were inexperienced.
4.3 FACTORS MOTIVATING THE FEMALE EMPLOYEES TO WORK

The opinion of the female employees in the selected software companies in relation to the job motivational factors were quantified by using the five point rating scale technique. The opinion of them were studied under the following heads

a) Factors motivating the employees to work in the multi – national software companies.

b) Factors motivating the employees to work in the Indian software companies.

4.3.1 FACTORS MOTIVATING THE EMPLOYEES TO WORK IN THE MULTI – NATIONAL SOFTWARE COMPANIES

The factors such as interest in IT field, attractive salary, less physical strain, job opportunities, to improve standard of living, utilise qualifications, foreign opportunities, to get better life partner, professional growth and achievement in IT field were the parameters to find out the female employees motivation to work.

TABLE – 15

THE MEAN SCORES AND STANDARD DEVIATIONS OF THE JOB MOTIVATIONAL FACTORS  - MULTI – NATIONAL SOFTWARE COMPANIES

	FACTORS
	MEAN
	STANDARD DEVIATION

	Interest in IT field
	4.6000
	.5070

	Attractive salary
	4.3333
	.6172

	Less physical strain
	2.7333
	1.0328

	Job opportunities
	3.2667
	.8837

	To improve standard of living
	4.0667
	.5936

	Utilise qualifications
	4.1333
	.5164

	Foreign opportunities
	4.0667
	.7988

	To get better life partner
	2.8667
	1.1254

	Professional growth
	4.0667
	.5936

	Achievement in IT field
	4.0667
	.5936


The mean score values obtained for interest in IT field, attractive salary, utilise qualifications, professional growth, to improve the standard of living, foreign opportunities and to achieve in IT field were 4.60, 4.33, 4.13, 4.06, 4.06,4.06 and 4.06 respectively. These were the highest scores compared to the scores obtained for all the other factors. Therefore it proved that the above factors were the strongest and significant job motivational factors for the female employees working in the multi – national software companies.

4.3.2 FACTORS MOTIVATING THE EMPLOYEES TO WORK IN THE INDIAN SOFTWARE COMPANIES 

The motivational factors of the employees working in the Indian software company may differ from the employees working in the multi – national software companies. Thus, it was separately studied and is given in the table (16)

TABLE - 16

THE MEAN SCORES AND STANDARD DEVIATIONS OF THE                                     JOB   MOTIVATIONAL FACTORS  -  INDIAN SOFTWARE COMPANIES

	FACTORS
	MEAN SCORES
	STANDARD DEVIATIONS

	Interest in IT field
	          4.37
	                      .690

	Attractive salary
	          3.86
	                      .912

	Less physical strain
	          2.91
	                    1.011

	Job opportunities
	          3.94
	                      .725

	To improve standard of living
	          4.00
	                      .642

	Utilise qualifications
	          3.80
	                      .632

	Foreign opportunities
	          3.89
	                      .832

	To get better life partner
	          2.31
	                    1.157

	Professional growth
	          3.89
	                      .796

	Achievement in IT field
	          3.91
	                      .818


It was inferred that the employees from the Indian software companies were motivated by the factors interest in IT field and to improve standard of living. The higher mean scores proved that these factors were significant. 

4.3.3 JOB MOTIVATIONAL FACTORS – A COMPARISON BETWEEN THE MULTI – NATIONAL SOFTWARE COMPANIES AND INDIAN SOFTWARE COMPANIES [KRUSKAL – WALLIS TEST]

The Kruskal – Wallis test was applied to find out whether the female employees of two forms of software companies differed in their views on job motivation. The estimated Chi – square values are presented in the table (17)

TABLE – 17

JOB MOTIVATIONAL FACTORS – ESTIMATED CHI – SQUARE VALUES

	Job motivational factors
	   Chi – Square 

	Interest in IT field
	         .994

	Attractive salary
	       3.199***

	Less physical strain
	         .433

	Job opportunities
	       7.131*

	To improve standard of living
	         .003

	Utilise qualifications
	       3.204***

	Foreign opportunities
	         .439

	To get better life partner
	       2.673***

	Professional growth
	         .452

	Achievement in IT field
	         .062


                   *     significant at one percent level

                  *** significant at ten percent level

Though their views are different in many respects, the estimated Chi – Square values showed that they were not significant except for Job opportunities. For the job motivational factor “Job opportunities”, the estimated Chi – square value was greater than the theoretical value revealed the significant difference. The employees from the Indian software companies were highly motivated by the factor - job opportunities, whereas the employees from multi – national software companies were not highly motivated by it.

4.3.4 RELATIVE CONTRIBUTION OF JOB MOTIVATIONAL FACTORS TO DIFFER BETWEEN MULTI – NATIONAL SOFTWARE COMPANIES AND INDIAN SOFTWARE COMPANIES [DISCRIMINANT ANALYSIS] 

To estimate the relative contribution of the job motivational factors to differ between the employees from multi – national software companies and Indian software companies, the discriminant analysis was applied. The employees from the multi – national companies were classified under the group one and the employees from the Indian software companies were classified under the group two. The job motivational factors of these groups of employees were put in to the linear multiple – discriminant analysis. 

The relative significance of the predictor variables in classifying the job motivational factors of the employees between the two forms of software companies was estimated and showed in the table (18)

TABLE – 18

JOB MOTIVATIONAL FACTORS – RELATIVE DISCRIMINATING POWER

	Factors 
	 Group 1 

    Means 
	 Group 2

   Means 
	  Unstandardised

      Disc. Coeff
	Relative

Contribution

	Interest in IT Field
	 4.6
	  4.3714
	     0.059
	0.68

	Attractive salary
	 4.3333
	  3.8571
	    0.506
	12.14

	Less physical strain
	 2.7333
	  2.9143
	    0.147
	1.34

	Job opportunities
	 3.2667
	  3.9429
	   -1.319
	44.93

	Improve standard of living
	 4.0667
	  4
	   -0.095
	0.32

	Utilise qualifications
	 4.1333
	  3.8
	    0.882
	14.81

	Foreign opportunities
	 4.0667
	  3.8857
	   -0.35
	3.19

	To get a better life partner
	 2.8667
	  2.3143
	    0.416
	11.58

	Professional growth
	 4.0667
	  3.8857
	    0.715
	6.52

	Achievement in IT field
	 4.0667
	  3.9143
	   -0.587
	4.51


From the table above, it was evident that out of ten motivational factors, Job opportunities utilise qualifications, attractive salary and to get better life partner were the significant factors to discriminate the job motivation of the two groups of the employees. The factor job opportunities alone contributed nearly 44.93 percent to the total variations in the job motivation, followed by utilise qualifications [14.81 percent], attractive salary [12.14 percent] and to get better life partner [11.58 percent].

4.4 JOB PSYCHOGRAPH OF THE FEMALE EMPLOYEES

Every job has specific and unique requirements and every individual’s personality consists of certain specific traits and characteristics. The individuals who fulfil the specific requirements of the job are the best and fittest person for the job. If a right person is appointed for such a job, production will increase not only quantitatively but also qualitatively, also the employee will have job satisfaction and will create no problems for self and management.

Job psychograph consists of a complete statement of the personal requirements for a job and job psychograph involves an analysis and specification of special abilities necessary for success in a particular job. It is an analysis in terms of the abilities required to do the job.

Thus it was analysed in terms of selected psychographical factors for the female employees of the multi – national and Indian software companies

4.4.1 JOB PSYCHOGRAPH OF THE EMPLOYEES WORKING IN THE MULTI – NATIONAL SOFTWARE COMPANIES
The estimated mean score values on the factors of job psychograph of the female employees working in the multi – national software companies are given in the table (19)

TABLE – 19

MEAN SCORES AND STANDARD DEVIATIONS OF THE FACTORS OF JOB PSYCHOGRAPH  - MULTI – NATIONAL SOFTWARE COMPANIES

	FACTORS
	    MEAN SCORES
	STANDARD DEVIATIONS

	Education
	4.5333
	 .5164

	Intelligence
	4.9333
	 .2582

	Curiosity for knowledge
	4.4000
	 .6324

	Capacity to grasp quickly
	4.4000
	  .9102

	Language ability
	3.2667
	1.0997

	Teaching ability
	3.0000
	  .9258

	Capacity to express orally
	3.0000
	1.0000

	Clarity of thought
	3.3333
	  .8165

	Organisation of materials
	3.2000
	 .5606

	Memory power
	3.2667
	 .5936

	Visual memory
	3.2667
	 .5936

	Capacity for good interpersonal relations
	3.6000
	 .7367

	Knowledge of human psychology
	3.0000
	 .7559

	Voice
	2.5333
	 .6399

	Managerial qualities
	3.2000
	 .7746

	Emotional stability 
	3.2667
	 .8837

	Sincerity
	4.4667
	 .5164

	Honesty
	4.4000
	 .5070

	Understanding
	4.2667
	 .4577

	Patience
	4.2667
	 .7037

	Health
	4.1333
	 .7432

	Overall personality
	3.6667
	 .7237

	Capacity to guide research
	3.6000
	 .5070

	Pleasing manners
	3.4000
	 .9102


It was found that the factors, which obtained highest mean scores, were intelligence, education, sincerity, honesty, curiosity for knowledge, capacity to grasp quickly, understanding, patience and health. They contributed more to the employee’s personal requirements for the job.

The mean scores obtained for the factors such as capacity to guide research, capacity for good inter – personal relations, pleasing manners, clarity of thought, language ability, memory power, visual memory, emotional stability, organisation of materials, managerial qualities, teaching ability, capacity to express orally, knowledge of human psychology, overall personality and voice contributed less to the personal trait requirements for the Job. 

4.4.2 JOB PSYCHOGRAPH OF THE EMPLOYEES WORKING IN THE INDIAN SOFTWARE COMPANIES 

The mean scores were estimated by using five point rating scale to quantify the factors of job psychograph of the employees working in the Indian software companies and the results are presented in the table (20)

TABLE – 20

MEAN SCORES AND STANDARD DEVIATIONS OF THE

 FACTORS OF JOB PSYCHOGRAPH – INDIAN SOFTWARE COMPANIES

	FACTORS
	MEAN SCORES
	STANDARD DEVIATIONS

	Education
	4.03
	1.043

	Intelligence
	4.14
	 .879

	Curiosity for knowledge
	3.91
	 .853

	Capacity to grasp quickly
	4.03
	 .985

	Language ability
	3.37
	1.140

	Teaching ability
	3.17
	1.043

	Capacity to express orally
	3.46
	1.010

	Clarity of thought
	3.80
	1.023

	Organisation of materials
	3.11
	 .867

	Memory power
	3.26
	 .852

	Visual memory
	3.20
	 .933

	Capacity for good interpersonal relations
	3.57
	 .884

	Knowledge of human psychology
	2.97
	 .923

	Voice
	2.71
	 .893

	Managerial qualities
	3.23
	1.060

	Emotional stability 
	3.60
	1.035

	Sincerity
	4.03
	 .923

	Honesty
	3.83
	1.071

	Understanding
	4.11
	 .796

	Patience
	3.94
	1.027

	Health
	3.77
	 .910

	Overall personality
	3.49
	1.121

	Capacity to guide research
	3.23
	 .910

	Pleasing manners
	3.14
	1.089


The estimated mean score values ranged between 3 to 4 for all the factors of job psychograph except for the factors of knowledge of human psychology and voice. Good education, intelligence, capacity to grasp quickly, sincerity and understanding were the highly needed requirements to perform the job, than the other requirements. However the employees from the Indian software companies felt that the knowledge of human psychology and voice were the least important factors to perform the job.

4.4.3 JOB PSYCHOGRAPH – A COMPARISON BETWEEN THE MULTI – NATIONAL SOFTWARE COMPANIES AND INDIAN SOFTWARE COMPANIES [KRUSKAL – WALLIS TEST]

To find out the significance of differences in the views of employees on the factors of job psychograph between multi – national software companies and Indian software companies, Kruskal – Wallis Chi – square values were estimated based on the score values. The estimated Chi – Square values are given in table (21)

TABLE – 21

JOB PSYCHOGRAPH FACTORS – ESTIMATED CHI – SQUARE VALUES

	Factors 
	Chi - Square

	Education
	2.309

	Intelligence
	10.685*

	Curiosity for knowledge
	3.889**

	Capacity to grasp quickly
	2.041

	Language ability
	.133

	Teaching ability
	.311

	Capacity to express orally
	2.076

	Clarity of thought
	2.956***

	Organisation of materials
	.342

	Memory power
	.096

	Visual memory
	.193

	Capacity for good interpersonal relations
	.005

	Knowledge of human psychology
	.041

	Voice
	.501

	Managerial qualities
	.024

	Emotional stability 
	1.632

	Sincerity
	2.181

	Honesty
	2.972***

	Understanding
	.190

	Patience
	.771

	Health
	1.606

	Overall personality
	.121

	Capacity to guide research
	2.952***

	Pleasing manners
	.683




   *     significant at one percent level


 
   **   significant at  five percent level



   *** significant at ten percent level

The estimated Kruskal – wallis Chi – square values showed that intelligence and curiosity for knowledge were significant to differ between the job requirements of the multi – national software companies and Indian software companies. Similarly, clarity of thought, capacity to guide research and honesty were significant at 10 percent level to differ between the job requirements of the employees from the multi – national software companies and Indian software companies.

4.4.4 RELATIVE CONTRIBUTION OF THE FACTORS OF JOB PSYCHOGRAPH TO DIFFER BETWEEN MULTI – NATIONAL SOFTWARE COMPANIES AND INDIAN SOFTWARE COMPANIES [DISCRIMINANT ANALYSIS] 
To measure the relative contribution of each factor of psychograph to the variations in the views between the employees of multi – national software companies and Indian software companies, the Discriminant analysis was applied. The results of the discriminant analysis is presented in table (22)

TABLE – 22

FACTORS OF JOB PSYCHOGRAPH – RELATIVE DISCRIMINATING POWER

	Factors 
	Group1

 Means
	Group2 

Means
	Unstandardised

Disc. Coeff.
	Relative

 Contribution

	Education
	4.5333
	4.03
	.954
	7.78

	Intelligence
	4.9333
	4.14
	.726
	9.36

	Curiosity for knowledge
	4.4000
	3.91
	.540
	3.29

	Capacity to grasp quickly
	4.4000
	4.03
	.300
	1.80

	Language ability
	3.2667
	3.37
	-.614
	1.02

	Teaching ability
	3.0000
	3.17
	-.485
	1.33

	Capacity to express orally
	3.0000
	3.46
	.388
	2.89

	Clarity of thought
	3.3333
	3.80
	-.550
	4.16

	Organisation of materials
	3.2000
	3.11
	.102
	0.14

	Memory power
	3.2667
	3.26
	1.552
	1.16

	Visual memory
	3.2667
	3.20
	-1.690
	1.82

	Capacity for good interpersonal relations
	3.6000
	3.57
	1.531
	0.74

	Knowledge of human psychology
	3.0000
	2.97
	.110
	0.05

	Voice
	2.5333
	2.71
	-1.183
	3.38

	Managerial qualities
	3.2000
	3.23
	-.191
	0.09

	Emotional stability 
	3.2667
	3.60
	-.198
	1.06

	Sincerity
	4.4667
	4.03
	.966
	6.84

	Honesty
	4.4000
	3.83
	-.916
	8.46

	Understanding
	4.2667
	4.11
	-1.503
	3.81

	Patience
	4.2667
	3.94
	.165
	0.87

	Health
	4.1333
	3.77
	.352
	2.07

	Overall personality
	3.6667
	3.49
	.080
	0.22

	Capacity to guide research
	3.6000
	3.23
	1.396
	31.02

	Pleasing manners
	3.4000
	3.14
	-.319
	6.51

	Constant
	
	
	-7.676
	


The result showed that out of twenty-four factors of job psychograph, capacity to guide research, intelligence, education, and honesty were the significant factors to vary to the total variations. These factors contributed 40.38 percent to the total variation in the views on the factors of job psychograph between the two groups.

4.5 FACOTRS DETERMINING EMPLOYER’S EXPECTATIONS

The employees were asked to specify the expectations of their employers from them, which determine the employee’s work performance. It is essential to analyse the expectations of the employers to maintain a good relationship between the employer and employees, to make the work more efficient and also to avoid unnecessary problems.

The employer’s expectations were analysed in terms of factors such as high qualifications, to work over time, high talent expectations, sincerity in the work, dedication, involvement, completion of work in advance and reluctant to pay high increments.

These factors of employer’s expectations were quantified and estimated by using five point rating scale separately for both the multi – national software companies and the Indian software companies.
4.5.1 OPINION OF FEMALE EMPLOYEES TOWARDS THEIR EMPLOYER’S EXPECTATIONS – MULTI – NATIONAL SOFTWARE COMPANIES

The estimated mean score values for all the factors of employer’s expectations are given in the table (23)
TABLE - 23

MEAN SCORES AND STANDARD DEVIATIONS OF THE EMPLOYER’S EXPECTATIONAL FACTORS – MULTI – NATIONAL SOFTWARE COMPANIES

	FACTORS
	MEAN SCORES
	STANDARD DEVIATIONS

	High qualifications
	        4.0000
	                   .6546

	To work over time
	        4.4000
	                   .8280

	High talent expectations
	        4.6667
	                   .7237

	Sincerity in the work
	        4.8571
	                   .5345

	Dedication in the work
	        4.8667
	                   .5164

	Involvement
	        4.8667
	                   .5164

	Completion of work in advance
	        4.4000
	                   .8280

	Reluctant to pay high increments
	        3.1333
	                 1.0601


It was observed that the mean score values of almost all the factors were approximately between 4 – 5 except for the factor ‘reluctant to pay high increments’. Hence, it implied that the employer expected the employees with high qualifications, to work overtime, to be highly talented, to be sincere, dedicated, involved and to complete the work in advance. The employees were satisfied with the increments they received.

4.5.2 OPINION OF FEMALE EMPLOYEES TOWARDS THEIR EMPLOYER’S EXPECTATIONS – INDIAN SOFTWARE COMPANIES

The opinion of the employees from Indian software companies in relation to their employer’s expectations were quantified and the mean score values are presented in the                  table (24)

TABLE – 24

MEAN SCORES AND STANDARD DEVIATIONS OF THE FACTORS OF EMPLOYER’S EXPECTATIONS – INDIAN SOFTWARE COMPANIES

	FACTORS
	MEAN SCORES
	STANDARD DEVIATIONS

	High qualification
	3.91
	.818

	To work over time
	3.69
	.758

	High talent expectations
	4.29
	.789

	Sincerity in the work
	4.31
	.631

	Dedication in the work
	4.29
	.710

	Involvement
	4.34
	.539

	Completion of work in advance
	3.97
	.785

	Reluctant to pay high increments
	3.51
	.919


The estimated mean score values were approximately 4 for the factors such as high qualifications, high talent expectations, sincerity, dedication, involvement in the work, and completion of work in advance. Whereas, the mean scores for the factors to work overtime and reluctant to pay high increments were comparatively less. It implied that the employees from Indian software companies were not expected to work overtime and they had already paid satisfactory amount of increments.

4.5.3 EMPLOYER’S EXPECTATIONS – A COMPARISON BETWEEN THE MULTI – NATIONAL SOFTWARE COMPANIES AND INDIAN SOFTWARE COMPANIES [KRUSKAL – WALLIS TEST]
To find out the significance of difference in the views of the employees in relation to the employer’s expectations between the two different forms of organisations, Kruskal – Wallis test was applied and the results of which are shown in the table (25)

TABLE – 25

FACTORS OF EMPLOYER’S EXPECTATIONS –

 ESTIMATED CHI - SQUARE VALUES

	Factors 
	Chi - Square

	High qualifications
	.158

	To work over time
	9.372*

	High talent expectations
	3.559**

	Sincerity in the work
	9.084*

	Dedication in the work
	9.964*

	 Work involvement
	10.943*

	Completion of work in advance
	4.251**

	Reluctant to pay high increments
	1.388


        

      *   significant at one percent level



      ** significant at five percent level

The estimated Kruskal – Wallis Chi – Square values showed that there were significant difference between the opinion of the employees of two groups in the factors of employer’s expectations in relation to, to work overtime, high talent expectations, sincerity in the work, dedication, work involvement and completion of work in advance. The employees of multi – national software companies had higher degree of opinion on the above-mentioned factors than the employees of the Indian software companies.

4.5.4 RELATIVE CONTRIBUTION OF THE FACTORS OF EMPLOYER’S EXPECTATIONS TO DIFFER BETWEEN MULTI – NATIONAL SOFTWARE COMPANIES AND INDIAN SOFTWARE COMPANIES [DISCRIMINANT ANALYSIS]

To measure the relative discriminant power and the contribution of each variables to the total variations between the two groups of female employees, the relative discriminant power of the variables were estimated and showed in the table (26)

TABLE – 26

FACTORS OF EMPLOYER’S EXPECTATIONS –

 RELATIVE DISCRIMINATING POWER

	Factors 
	Group1 means
	Group2 

Means
	Unstandardised

Disc. Coeff.
	Relative

Contribution

	High qualifications
	4.0000
	3.91
	-.460
	2.09

	To work over time
	4.4000
	3.69
	.792
	28.47

	High talent expectations
	4.6667
	4.29
	-.548
	10.45

	Sincerity in the work
	4.8571
	4.31
	.687
	19.03

	Dedication in the work
	4.8667
	4.29
	-.064
	1.87

	Work involvement
	4.8667
	4.34
	.937
	24.99

	Completion of work in advance
	4.4000
	3.97
	.183
	3.98

	Reluctant to pay high increments
	3.1333
	3.51
	-.476
	9.08

	(Constant)
	
	
	-4.979
	


It was found that both groups of employees differed with respect to, to work overtime to the extent of 28.47 percent, for work involvement it was estimated to be 24.99 percent, sincerity in the work accounted for 19.03 percent and it was observed to be 10.45 percent for the factor high talent expectations. Thus, the expectation of the employer’s from the employees significantly differed between multi – national software companies and Indian software companies.

4.6 JOB SATISFACTIONAL FACTORS OF THE FEMALE EMPLOYEES TO WORK 

The job satisfaction and productivity are closely related. If there is greater level of job satisfaction, greater is the productivity. The job satisfactional factors such as adequate pay, good work environment, co-operation among workers, job security, non – monetary benefits, frequent foreign assignments, frequent increments, good experience in learning, convenient timings, proximity to residence, absence of partiality from management, and attaining self – respect were included as the job satisfactional factors. The employee’s job satisfation was analysed for both the multi – national software companies and Indian software companies.  

4.6.1 JOB SATISFACTIONAL FACTORS OF THE EMPLOYEES WORKING IN MULTI – NATIONAL SOFTWARE COMPANIES

The average mean score values and standard deviations obtained from the five point rating scale technique in relation to the job satisfactional factors for the female employees of multi – national software companies are presented in the table (27)

TABLE – 27

MEAN SCORES AND STANDARD DEVIATIONS OF JOB SATISFACTIONAL FACTORS -  MULTI – NATIONAL SOFTWARE COMPANIES

	Factors 
	Mean Scores
	Standard Deviations

	Adequate payment
	4.0000
	.3779

	Good work environment
	4.1333
	.5164

	Co – operation among workers
	4.0000
	.5345

	Job security
	3.8000
	.5606

	Non – monetary benefits
	3.5333
	.9904

	Frequent foreign assignments
	3.8000
	.8618

	Frequent increments
	3.7333
	.7988

	Good experience in learning
	4.3333
	.4879

	Convenient timings
	3.2000
	1.0141

	Proximity to residence
	2.4000
	.8280

	Absence of partiality from management
	3.3333
	.7237

	Attaining self - respect
	4.1333
	.3518


The employees from multi – national software companies had got adequate payment, good work environment, good experience in learning, self – respect and good co-operation among workers. Thus they were highly satisfied with above factors. However, they were highly dis-satisfied with the factor proximity to residence, they have to move far away from their residence.

Though, they have been satisfied with payment and monetary benefits, they were slightly dis-satisfied with non-monetary benefits.       

4.6.2 JOB SATISFACTIONAL FACTORS OF EMPLOYEES WORKING IN INDIAN SOFTWARE COMPANIES

The job satisfactional factors of the employees from Indian software companies were also converted in to the mean scores by using five-point rating scale. The results of which are presented in the table (28)

TABLE – 28

THE MEAN SCORE VALUES AND STANDARD DEVIATIONS OF THE                       JOB SATISFACTIONAL FACTORS – INDIAN SOFTWARE COMPANIES
	Factors 
	Mean scores
	Standard Deviations

	Adequate payment
	3.91
	.781

	Good work environment
	4.26
	.741

	Co – operation among workers
	3.91
	.887

	Job security
	3.71
	.957

	Non – monetary benefits
	3.46
	.852

	Frequents foreign assignments
	3.66
	.802

	Frequents increments
	3.26
	1.039

	Good experience in learning
	4.14
	.772

	Convenient timings
	3.43
	1.170

	Proximity to residence
	3.20
	1.183

	Absence of partiality from management
	3.26
	1.067

	Attaining self - respect
	3.89
	.932


The table showed that similar views were expressed by the employees from Indian software companies as that of the employees from multi - national software companies. They had good work environment, good experience in learning, adequate payment, good co – operation among workers and attaining self – respect, therefore the employees were highly satisfied with these factors. Among these factors, they assigned top priority to good work environment but the least priority was given for the factor proximity to residence. Most of the software employees had been far away from the residence.

Thus, both the group of employees were satisfied with payment, work environment, experience in learning, self – respect and co – operation among them and highly dis-satisfied with the factor proximity to residence.

4.6.3 JOB SATISFACTIONAL FACTORS – A COMPARISON BETWEEN THE MULTI – NATIONAL SOFTWARE COMPANIES AND INDIAN SOFTWARE COMPANIES [KRUSKAL – WALLIS TEST]

To find out whether employees from multi – national companies and Indian software companies differed in their views on factors which satisfied them in the work, Kruskal – Wallis test was applied. The results of which are shown in table (29)

TABLE – 29

JOB SATISFACTIONAL FACTORS – ESTIMATED CHI – SQUARE VALUES

	Factors 
	Chi – Square values 

	Adequate payment
	.082

	Good work environment
	1.710

	Co – operation among workers
	.077

	Job security
	.261

	Non – monetary benefits
	.365

	Frequent foreign assignments
	1.328

	Frequent increments
	5.313**

	Good experience in learning
	.971

	Convenient timings
	.883

	Proximity to residence
	9.010**

	Absence of partiality from management
	.478

	Attaining self - respect
	1.089



   ** significant at five percent level

The significant difference of the opinion of the employees from different forms of the software companies was observed in relation to frequent increments and proximity to residence. The increments were more frequent for the employees of multi – national software companies than in Indian software companies. However, proximity to the residence was favourable for the Indian software companies than the multi – national software companies.

4.6.4 RELATIVE CONTRIBUTION OF JOB SATISFACTIONAL FACTORS TO DIFFER BETWEEN THE MULTI – NATIONAL SOFTWARE COMPANIES AND INDIAN SOFTWARE COMPANIES [DISCRIMINANT ANALYSIS]

To measure the relative contribution of the factors of job satisfaction to the total variation in the job satisfaction between the two groups of employees, the discriminant analysis was employed and the results are given in table (30)

TABLE – 30

FACTORS OF JOB SATISFACTION – RELATIVE DISCRIMINATING POWER

	Factors 
	Group1 means
	Group 2 

Means
	Unstandardised Discriminant

Coefficients
	Relative contribution

	Adequate payment
	4.0000
	3.91
	-.086
	.44

	Good work environment
	4.1333
	4.26
	2.075
	15.04

	Co – operation among workers
	4.0000
	3.91
	-.790
	4.06

	Job security
	3.8000
	3.71
	.155
	.79

	Non – monetary benefits
	3.5333
	3.46
	.569
	2.38

	Frequents foreign assignments
	3.8000
	3.66
	.000
	0

	Frequents increments
	3.7333
	3.26
	-.596
	16.13

	Good experience in learning
	4.3333
	4.14
	-.521
	5.76

	Convenient timings
	3.2000
	3.43
	-.338
	4.44

	Proximity to residence
	2.4000
	3.20
	.900
	41.19

	Absence of partiality from management
	3.3333
	3.26
	-.204
	.85

	Attaining self - respect
	4.1333
	3.89
	-.638
	8.87

	Constant
	
	
	-1.981
	


The result showed that the views on the factors proximity to the residence and frequent increments were the important factors to discriminate the views on job satisfaction. These two factors contributed to the extent of 57.32 percent to the total variations.

4.7    PROBLEMS OF THE FEMALE EMPLOYEES

A pre – survey was conducted to identify the problems of the female employees working in the multi – national and Indian software companies. In the pre – survey, many of the problems such as partiality from the top level management, health problems, gender discrimination, less time to spend with family, inadequate pay, changes of work place, inconvenient timings, work pressure, improper human relation, low amount of bonus, migration and inadequate leave were identified. Thus, those factors were included in the analysis and discussed under the following heads.

4.7.1) Problems of the female employees working in the multi – national software companies

4.7.2) Problems of the female employees working in the Indian software companies

4.7.1 PROBLEMS OF THE EMPLOYEES – MULTI – NATIONAL SOFTWARE COMPANIES 

The opinion of the employees were asked in relation to the above stated problems and quantified. The results of the opinion of them are given in table (31)

TABLE – 31

THE MEAN SCORE VALUES AND STANDARD DEVIATIONS OF PROBLEMS –

 THE MULTI – NATIONAL SOFTWARE COMPANIES

	Problems 
	Mean Scores
	Standard Deviations

	Partiality from top level management
	3.4667
	 .6399

	Health problems 
	2.3333
	 .4879

	Gender discrimination 
	3.3333
	 .7237

	Less time to spend with family
	1.3333
	 .6172

	Inadequate pay
	4.0000
	 .0000

	Changes of work
	3.4667
	 .6299

	Inconvenient timings
	2.2667
	1.0997

	Work pressure
	1.6667
	 .6172

	Improper human relation
	3.8000
	 .5606

	Low amount of bonus
	3.7333
	 .7988

	Migration
	3.8667
	 .3518

	Inadequate leave
	1.8000
	1.5212


The highest score values were allotted for the strongly disagreed and disagreed statements. The lowest score values were given for strongly agreed and agreed statements. In the above analysis, the highest score values were observed for inadequate pay followed by migration, improper human relation, low amount of bonus, partiality from top level management, changes of work place and gender discrimination. Therefore it showed that the female employees in the multi – national companies were adequately paid, had proper human relation, absence of problems in relation to migration and they were satisfied with the amount of bonus they received. 

On the other hand the employees had to work till late hours at the time of completion of their project. There by they were not able to spend time with family because of heavy burden of work, they experienced with high work pressure. They were also not satisfied with leave facilities and they faced health problems such as eye related problems.

4.7.2 PROBLEMS OF EMPLOYEES – INDIAN SOFTWARE COMPANIES
To quantify the problems of the employees in Indian software companies, the same five point rating technique was used. The mean score obtained from the rating scale for each factor are presented in table (32)

TABLE - 32

MEAN SCORES AND STANDARD DEVIATIONS OF THE PROBLEMS OF EMPLOYEES WORKING IN THE INDIAN SOFTWARE COMPANIES

	FACTORS
	   MEAN SCORES
	STANDARD DEVIATIONS

	Partiality from top level management
	3.037
	.891

	Health problems
	2.74
	.919

	Gender discrimination
	3.57
	.655

	Less time with family
	1.94
	.838

	Inadequate pay
	3.46
	.852

	Changes of work place
	3.31
	.796

	Inconvenient timings
	2.80
	1.052

	Work pressure
	2.37
	.808

	Improper human relation
	3.54
	.852

	Low amount of bonus
	3.31
	.832

	Migration
	3.51
	.612

	Inadequate leave
	2.63
	1.114


The employees from Indian software companies also viewed the problems of less time to spend with family, work pressure, inadequate leave, health problems and inconvenient timings as in the case of multi – national software companies.

There was no gender discrimination, improper human relation, no problem of migration, satisfied with the payment and amount of bonus and there were no frequent changes of workplace.

4.7.3 THE PROBLEMS OF EMPLOYEES – A COMPARISON BETWEEN THE MULTI NATIONAL SOFTWARE COMPANIES AND INDIAN SOFTWARE COMPANIES [KRUSKAL – WALLIS TEST]
The Kruskal – Wallis test was applied to find out whether the female employees of two groups of software companies differed in their views on problems. The estimated chi – square values are presented in table (33)
TABLE - 33

PROBLEMS OF THE EMPLOYEES – ESTIMATED CHI – SQUARE VALUES
	Problems 
	Chi – Square values 

	Partiality from top level management
	3.560**

	Health problems
	2.117

	Gender discrimination
	1.338

	Less time to spend with family
	7.098*

	Inadequate pay
	6.042*

	Changes of work place
	.503

	Inconvenient timings
	2.560

	Work pressure
	8.076*

	Improper human relation
	1.493

	Low amount of bonus
	4.038**

	Migration
	4.599

	Inadequate leave
	7.805*




*   significant at one percent level



**  significant at five percent level



*** significant at ten percent level

The employees from both group of software companies differed in their views on less time to spend with family, work pressure, partiality from top level management, inadequate leave facilities, inadequate pay and low amount of bonus.

Though both groups of employees had same problems, the degree of views expressed by them significantly differed. It was reflected in the significant Kruskal – Wallis Chi-square values corresponding to these factors.

4.7.4 RELATIVE CONTRIBUTION OF THE PROBLEMS TO DIFFER BETWEEN THE MULTI – NATIONAL SOFTWARE COMPANIES AND INDIAN SOFTWARE COMPANIES [DISCRIMINANT ANALYSIS]

Though the views of the employees of two groups of software companies significantly differed corresponding to the above stated factors, to find out the relative importance of these variables, the discriminant analysis was employed. The estimated relative contribution of each problem related factors are presented in table (34)

TABLE - 34

PROBLEMS OF THE EMPLOYEES – RELATIVE DISCRIMINATING POWER

	           Problems
	Group 1  

Means   
	Group 2 

Means 
	Unstandardized

   Disciminant             coefficient
	   Relative 

Contribution

	Partiality from top level Management
	3.4667
	3.03
	-.480
	61.57

	Health problems
	2.3333
	2.74
	.007
	0.07

	Gender discrimination
	3.3333
	3.57
	.750
	4.29

	To spend less time with family
	1.3333
	1.94
	.571
	8.37

	Inadequate pay
	4.0000
	3.46
	-.548
	7.15

	Changes of work place
	3.4667
	3.31
	-.273
	1.03

	Inconvenient timings
	2.2667
	2.80
	-.021
	0.29

	Work pressure
	1.6667
	2.37
	.672
	11.41

	Improper human relation
	3.8000
	3.54
	-.130
	0.82

	Low amount of bonus
	3.7333
	3.31
	-.122
	1.25

	Migration
	3.8667
	3.51
	-.368
	3.17

	Inadequate leave
	1.8000
	2.63
	-.029
	0.58

	(Constant)
	
	
	1.664
	


From the table it was evident that partiality from top level management alone contributed to the variation of 61.57 percent in the views on problems between two groups of software companies followed by work pressure (11.41 percent), less time with family (8.37 percent) and inadequate pay (7.15 percent). The analysis showed that the views of both groups of female employees differed greatly in relation to the factor partiality from the top-level management.

It also showed that multi – national companies had greater problem with the factors of work pressure, less time to spend with family and gender discrimination than the employees from Indian software companies. Where as the employees from Indian software companies had greater problem with the factor partiality from top-level management and inadequate pay when compared to the multi – national software companies.

4.8 MEASURES TO SOLVE THE PROBLEMS OF THE FEMALE EMPLOYEES

The employees were asked to specify the measures for solving their problems in the work place. Many of the measures such as increase in salary, convenient timings, leave with payment, higher percentage of bonus and frequent increments was listed by the employees.

These measures were quantified and estimated by using five-point rating scale separately for both multi – national software companies and Indian software companies.

4.8.1 MEASURES TO SOLVE THE PROBLEMS – MULTI – NATIONAL SOFTWARE COMPANIES

The estimated mean score values for all the problem measures are given in the table (35)

TABLE – 35 

 MEAN SCORE VALUES AND STANDARD DEVIATIONS OF THE 

MEASURES  – MULTI – NATIONAL SOFTWARE COMPANIES

	Measures 
	Mean Scores
	Standard Deviations

	Increased salary
	4.4000
	.5070

	Convenient timings
	4.4667
	.5164

	Leave with payment
	4.6000
	.5070

	Higher percentage of bonus 
	4.4667
	.5164

	Frequent increments
	4.5333
	.5164


Though the employees had adequate payments, they wanted leave with payment and frequent increments to compensate the late hours of working and work pressure.

4.8.2 MEASURES TO SOLVE THE PROBLEMS – INDIAN SOFTWARE COMPANIES 

The opinion of the employees in relation to measures to solve their problems were quantified and the mean score values are presented in table (36)

TABLE – 36

TME MEAN SCORE VALUES AND THE STANDARD DEVIATIONS OF THE MEASURES TO SOLVE THE PROBLEMS – 

INDIAN SOFTWARE COMPANIES

	Measures 
	Mean Scores
	Standard Deviations

	Increase in salary
	4.17
	.785

	Convenient timings
	4.20
	.797

	Leave with payment
	4.06
	.998

	Higher percentage of bonus 
	3.97
	.822

	Frequent increments
	4.11
	.796


The employees from Indian software companies were adequately paid, but they wanted additional amount of salary, frequent increments, and adequate leave to compensate the late hours of working and work pressure. They also wanted comfortable timings of work to complete the project.

4.8.3 MEASURES TO SOLVE THE PROBLEMS – A COMPARISON BETWEEN THE MULTI – NATIONAL SOFTWARE COMPANIES AND INDIAN SOFTWARE COMPANIES [KRUSKAL – WALLIS TEST]

To find out the significance of difference between the views of employees from different form of organisation, Kruskal – Wallis test was applied and the results of which are presented in table (37)

TABLE – 37

MEASURES TO SOLVE THE PROBLEMS – ESTIMATED CHI – SQUARE VALUES

	Measures
	Chi – Square values 

	Increased Salary
	.651

	Convenient Timings
	.932

	Leave with Payment
	3.499**

	Higher percentage of bonus 
	4.111**

	Frequent Increments
	3.133




   ** significant at five percent level

The table showed that the views of employees from the two groups of software companies differed significantly for the measures such as leave with payment and higher percentage of bonus. The employees from multi – national software companies expected leave with payment and higher percentage of bonus than the employees of the Indian software companies. The employees of Indian software companies did not care for extra amount of bonus. It showed that they had already availed satisfactory amount of bonus.

4.8.4 RELATIVE CONTRIBUTION OF THE MEASURES TO DIFFER BETWEEN THE MULTI – NATIONAL SOFTWARE COMPANIES AND INDIAN SOFTWARE COMPANIES [ DISCRIMINANT ANALYSIS ]

Though the measures such as leave with payment and higher percentage of bonus differed between the two groups of employees, to find out the extent of variation the discriminant analysis was applied. The results of the relative contribution of each factors were estimated in the discriminant analysis and given in table (38)

TABLE – 38

MEASURES TO SOLVE THE PROBLEMS – RELATIVE DISCRIMINATING POWER

	Measures 
	Group 1  

Means   
	Group 2

 Means 
	Unstandardized

Disciminant coefficient
	Relative 

Contribution

	Increased salary
	4.4000
	4.17
	-.386
	9.47

	Convenient timings
	4.4667
	4.20
	-.054
	1.53

	Leave with payment
	4.6000
	4.06
	.585
	33.76

	Higher percentage of bonus 
	4.4667
	3.97
	.749
	39.75

	Frequent lncrements
	4.5333
	4.11
	.342
	15.46


The extent of variation between the two groups of employees in relation to leave with payment and higher percentage of bonus were 33.76 percent and 39.75 percent respectively. These two factors alone explained nearly 73.51 percent, the remaining factors were insignificant and the views on them were more or less same between the two forms of organisation.

V SUMMARY AND CONCLUSION

The IT sector in India had created employment opportunities in wide varieties of areas like telecommunication, banking, shopping, education, health, business etc., The demand for software professionals were expected to be approximately 1.1 million people and there would be 1.5 million jobs in the IT enabled services by 2008.However, the supply of software professionals based on the current trends was projected to be 8,85,000 by 2008. Thus, there would be a potential shortfall of 235000 people by 2008, if current rates of in take up of technical talents in to the IT work force continue. Though, India had a large talent pool, with 1,67,000 engineering students and 1.5 million graduates passing out of India’s educational institutions annually, still some gaps would remain.

Different estimates propounded that, about seventy nine percent of the software professionals in India were men and twenty one percent were women. However, the ratio is likely to be 65: 35 by the year 2005. This ratio was reversed in ITES, where the ratio of males and females was 35: 65. In the total IT sector, the contribution of women was only 12.5 percent. Like in other organised sector employment, there existed gender discrimination in the IT sector employment also. Major portion of the women employees are employed in the domestic and low end and the IT enabled types of firms. These firms employed 12.8 percent and 21.03 percent of female employees; where as, the male workers in these firms were only 8.3 percent and 7.3 percent respectively. The proportion of women IT professionals in the high end and export end firms were 21.3 percent and 27.7 percent as against 39.6 and 35.4 percent of male IT professionals. This clearly indicated that largest segment of women were clustered in the low-end jobs, while, a smallest segment of women were found at the higher end. It reflects the larger extent of the gender discrimination in the IT sector and women had not assumed significant role, status and responsibilities. Thus the problem of analysing the women employment in IT sector in India becomes a researchable issue.

In this background only a few studies were attempted to analyse the women employment in Information Technology industry. Thus the present study made an attempt to analyse the “Employment of women in IT sector – a performance analysis”, with the following objectives:

OBJECTIVES:

 1) To analyse the socio-economic conditions of women employees in the selected multi - national software companies and Indian software companies.

 2) To identify the job satisfactional and job motivational factors of female employees in the     selected software companies.             

 3) To compare the job satisfactional and job motivational factors of female employees working in multi-national companies and Indian software companies.

       4) To study the problems faced by the female employees and to compare them between the multi-national companies and Indian software companies

       5) To suggest the measures to solve the problems of the female employees working in both      forms of the software companies and to compare them.

 6) To analyse the employer’s expectations from the female employees and to compare the results between the multi-national companies and Indian software companies.

       7) To analyse the job psychograph of the female employees in order to find out the personal requirements of the job and to compare them between the multi-national companies and Indian software companies. 

HYPOTHESIS

   1) The job motivational factors significantly differ between the employees of Multi – national software Companies and Indian software companies

          2) The job requirements of the employees differed significantly between the multi – national and Indian software companies

 3) The employer’s expectations of the multi – national software companies differ     significantly from the employer’s of the Indian software companies

          4) There is significant variation in the job satisfaction factors between multi – national and Indian software companies

          5) The problems of the employees from multi – national software companies are significantly different from the Indian software companies

       6) The measures needed to solve the problem of the employees of multi – national software companies is significantly different from the Indian software companies

METHODOLOGY

The Information technology industries were mainly concentrated in metropolitan cities such as Chennai, Bangalore, Hyderabad etc in India. In Tamilnadu the highest number of software companies were located in Chennai. In Chennai there were 767 software companies, which included both the multi – national companies and the Indian software companies. Therefore it showed that Chennai city had been located with both the forms of software companies. Since the objective of the study was to compare the employment performance between the multi – national software companies and Indian software companies, Chennai city was purposively selected for the study.

              The data for the study was purely primary in nature. Among the multi – national software companies in Chennai, Flextronics and Inautix and among the Indian software companies in Chennai HCL Technologies, Infosys, and Tata consultancy services were few of the well-established and large scale operating companies. Thus, these software companies located in Chennai were purposively selected.

               To get the list of the employees from software companies, the human resources manager from various companies were approached. From the name list given by the manager, seventy employees from the Indian software companies and thirty employees from the Multi – national companies were selected randomly. Thus, the sampling technique adopted in the study was purposive random sampling technique.

To study the general employment of the female employees, an interview schedule contained the information on the socio – economic profile, working conditions, job satisfaction factors, job motivational factors, job psycho graphical factors, employers expectations, problems of female employees and measures to solve the problem was framed. A pilot survey was conducted to identify the gaps in the interview schedule and then it was modified. The final survey was conducted with the re-structured schedule. The survey was undertaken in the month of December 2004

MODEL SPECIFICATION

Many of the studies concentrated on the employment performance of female employees in the IT sector in India. Only a few studies analysed the employment performance in terms of job motivational, job satisfactional, job psycho graphical factors, problems, measures, employer’s expectations etc,. These studies compared the above factors between male and female employees by using simple t-Test and F-Test. They did not estimate the relative contribution of the variables to the variations in the employment performance between the two groups by using discriminant analysis.

Thus the present study used the Kruskal – Wallis test and discriminant analysis to compare the employment performance between Indian software companies and multi – national software companies and to estimate the relative contribution of the variables to the variation in the employment performance between them along with simple averages, percentages and five point rating scale technique

The findings emerged from the study were as under 
5.1 SOCIO – ECONOMIC PROFILE OF THE FEMALE EMPLOYEES 

The Socio – economic factors namely age, education, family income, family expenditure and family savings may influence the working conditions of the female employees working in the multi – national software companies and Indian software companies. To take up the employment in the organised sector, there is age restriction. Similarly the educational level determines the designation of the employees. So the socio – economic profile of the female employees working in multi – national companies and Indian software companies were analysed.

1. AGE

 
 It was found that twenty percent of the female employees in multi – national companies and thirty seven percent of the employees in Indian software companies were in the age group of twenty-three years. Only very few number of female employees were found to be in the age group of twenty six and twenty eight years in both groups of the software companies.

2. MARITAL STATUS

Majority of the female employees working in the multi – national software companies were married [73.3 percent], whereas they were unmarried in the Indian software companies [85.7 percent].

3. RELIGION

In both the multi – national and Indian software companies, majority of the employees belonged to the Hindu religion. Only the least number of female employees belonged to the minority community.

4. EDUCATIONAL QUALIFICATION 

It could be observed that out of 30 female employees in the multi – national companies, 60 percent were B.E degree holders while out of 70 female employees in the Indian software companies 65.7 percent of the female employees were B.E degree holders. Only the least number of employees was found to be B.Sc graduates and M.E degree holders in both the companies.
5. ANNUAL AVERAGE FAMILY INCOME OF THE EMPLOYEES

The company wise distribution of family income of the employees revealed that the annual family income of the employees from Inautix was higher than the income of the employees from other multi – national software companies. Among Indian software companies, the employees from Infosys had got the annual family income of Rs 7,13,009 per annum. It was the highest amount compared with the income of other employees in the Indian software companies.

6. ANNUAL EXPENDITURE OF THE EMPLOYEES

Though the family income of employees from Inautix in multi – national software companies and Infosys in Indian software companies were greater in amount, their amount of expenditure was comparatively less than the other groups of employees in the corresponding software companies. The employees from Flextronics and Tata consultancy Services, had spent greater proportion of their family income on their expenditure.
7. ANNUAL SAVINGS OF THE FEMALE EMPLOYEES

It was found that among the employees of multi – national software companies, the employees from Inautix saved 18 percent of their total family income. It was the highest proportion and the amount among the employees of the multi – national companies. Though the employees from Tata consultancy services saved greater proportion of their family income, their amount was comparatively less than the other groups of the female employees from Indian software companies. The employees from Infosys saved greater amount but less proportion of their income.

8. ANNUAL SALARY OF THE FEMALE EMPLOYEES 

It was found that the employees from Inautix and Infosys had received greater amount of average salary. The comparison of salary between the multi – national software companies and Indian software companies showed that the employees from multi – national companies had obtained annual salary of Rs 3,00,000 where as, the employees from the other group of companies had received only around Rs1,75,000.

9. LENGTH OF SERVICE 

It was found that more number of employees from multi – national software companies were in the experience range of between 1 to 5 years. Whereas, in the case of Indian software companies, 68.6 percent of the employees were under the category of below 1 year experience.
FACTORS MOTIVATING FEMALE EMPLOYEES TO WORK

The opinion of the female employees in the selected software companies in relation to the job motivational factors were quantified by using the five point rating scale technique.

1. FACTORS MOTIVATING THE EMPLOYEES TO WORK IN THE MULTI – NATIONAL SOFTWARE COMPANIES

The mean score values obtained for interest in IT field, attractive salary, utilise qualifications, professional growth, to improve the standard of living, foreign opportunities and achievement in IT field were 4.60, 4.33, 4.13, 4.06, 4.06, 4.06 and 4.06 respectively. These were the highest scores compared to the scores obtained for all the other factors.
2. FACTORS MOTIVATING THE EMPLOYEES TO WORK IN THE INDIAN SOFTWARE COMPANIES

It was inferred that the employees from the Indian software companies were motivated by the factors, interest in IT field and to improve standard of living. The higher mean scores proved that these factors were significant. 

3. JOB MOTIVATIONAL FACTORS – A COMPARISON BETWEEN THE MULTI – NATIONAL SOFTWARE COMPANIES AND INDIAN SOFTWARE COMPANIES [KRUSKAL – WALLIS TEST]

For the job motivational factor, “Job opportunities”, the estimated Chi – square values was found to be greater than the theoretical value revealed the significant difference. The employees from the Indian software companies were highly motivated by the factor - job opportunities. Whereas the employees from multi – national software companies were not highly motivated by it.

4. RELATIVE CONTRIBUTION OF JOB MOTIVATIONAL FACTORS TO DIFFER BETWEEN MULTI – NATIONAL SOFTWARE COMPANIES AND INDIAN SOFTWARE COMPANIES [DISCRIMINANT ANALYSIS] 

Job opportunities utilise qualifications, attractive salary and to get better life partner were the significant factors to discriminate the job motivation of the two groups of the employees. Job opportunities alone contributed nearly 44.93 percent to the total variations in the job motivation, followed by utilise qualifications [14.81 percent], attractive salary [12.14 percent] and to get better life partner [11.58 percent].
JOB PSYCHOGRAPH OF THE FEMALE EMPLOYEES

Job psychograph consists of a complete statement of the personal requirements for a job and job psychograph involves an analysis and specification of special abilities necessary for success in a particular job. It is an analysis in terms of the abilities required to do the job.

Thus it was analysed in terms of selected psychographical factors for the female employees of the multi – national and Indian software companies

1. JOB PSYCHOGRAPH OF THE EMPLOYEES WORKING IN THE MULTI – NATIONAL SOFTWARE COMPANIES

The factors which obtained highest mean scores like intelligence, education, sincerity, honesty, curiosity for knowledge, capacity to grasp quickly, understanding, patience and health contributed more to the personal requirements of the employees for the job.

The mean scores obtained for the factors such as capacity to guide research, capacity for good inter – personal relations, pleasing manners, clarity of thought, language ability, memory power, visual memory, emotional stability, organisation of materials, managerial qualities, teaching ability, capacity to express orally, knowledge of human psychology, overall personality and voice contributed less to the personal trait requirements for the job. 

2. JOB PSYCHOGRAPH OF THE EMPLOYEES WORKING IN THE INDIAN SOFTWARE COMPANIES


The estimated mean score values ranged between 3 to 4 for all the factors of job psychograph except for the factors of knowledge of human psychology and voice. Good education, intelligence, capacity to grasp quickly, sincerity and understanding were the highly needed requirements to perform the job, than the other requirements.

3. JOB PSYCHOGRAPH – A COMPARISON BETWEEN THE MULTI – NATIONAL SOFTWARE COMPANIES AND INDIAN SOFTWARE COMPANIES [KRUSKAL – WALLIS TEST]



The estimated Kruskal – wallis chi – square values showed that intelligence and curiosity for knowledge was significant to differ between the job requirements of the multi – national software companies and Indian software companies. Similarly, clarity of thought, capacity to guide research and honesty were significant at 10 percent level to differ between the job requirements of the employees from the multi – national software companies and Indian software companies

4.   RELATIVE CONTRIBUTION OF THE FACTORS OF JOB PSYCHOGRAPH TO DIFFER BETWEEN MULTI – NATIONAL SOFTWARE COMPANIES AND INDIAN SOFTWARE COMPANIES [DISCRIMINANT ANALYSIS] 
Among the various job psycho graphical factors, capacity to guide research, intelligence, education and honesty were the significant factors to vary to the total variations. These factors contributed 40.38 percent to the total variation in the views on the factors of job psychograph between the two groups.

FACOTRS DETERMINING EMPLOYER’S EXPECTATIONS

The employees were asked to specify the expectations of their employers from them, which determine the employee’s work performance. It is essential to analyse the expectations of the employers to maintain a good relationship between the employer and employees, to make the work more efficient and also to avoid unnecessary problems.

The employer’s expectations were analysed in terms of factors such as high qualifications, to work over time, high talent expectations, sincerity in the work, dedication, involvement, completion of work in advance and reluctant to pay high increments.

1. OPINION OF FEMALE EMPLOYEES TOWARDS THEIR EMPLOYER’S EXPECTATIONS – MULTI – NATIONAL SOFTWARE COMPANIES

It was observed that the mean score values of almost all the factors such as high qualifications, to work overtime, high talent expectations, sincerity in the work, dedication in the work, work involvement and completion of work in advance were approximately between 4 – 5 except for the factor reluctant to pay high increments. Hence, it implied that the employers expected the employees with high qualifications, to work overtime, to be highly talented, to be sincere, dedicated, involved and to complete the work in advance. The employees were satisfied with the increments they received.

2. OPINION OF FEMALE EMPLOYEES TOWARDS THEIR EMPLOYER’S EXPECTATIONS – INDIAN SOFTWARE COMPANIES 

The estimated mean score values were approximately 4 for the factors such as high qualifications, high talent expectations, sincerity, dedication, involvement in the work and completion of work in advance. Whereas, the mean scores for the factors to work overtime and reluctant to pay high increments were comparatively less.

3. EMPLOYER’S EXPECTATIONS – A COMPARISON BETWEEN THE MULTI – NATIONAL SOFTWARE COMPANIES AND INDIAN SOFTWARE COMPANIES [KRUSKAL – WALLIS TEST]
The estimated Kruskal – Wallis Chi – Square values showed that there were significant difference between the opinion of the employees of two groups in the factors of employer’s expectations in relation to, to work overtime, high talent expectations, sincerity in the work, dedication, work involvement and completion of work in advance. The employees of multi – national software companies had higher degree of opinion on the above-mentioned factors than the employees of the Indian software companies.

4. RELATIVE CONTRIBUTION OF THE FACTORS OF EMPLOYER’S EXPECTATIONS TO DIFFER BETWEEN MULTI – NATIONAL SOFTWARE COMPANIES AND INDIAN SOFTWARE COMPANIES [DISCRIMINANT ANALYSIS]

It was found that both groups of employees differed with respect to, to work overtime to the extent of 28.47 percent, for work involvement it was estimated to be 24.99 percent, sincerity in the work accounted for 19.03 percent and it was observed to be 10.45 percent for the factor high talent expectations.

JOB SATISFACTIONAL FACTORS OF THE FEMALE EMPLOYEES TO WORK 

The job satisfactional factors such as adequate pay, good work environment, co-operation among workers, job security, non – monetary benefits, frequent foreign assignments, frequent increments, good experience in learning, convenient timings, proximity to residence, absence of partiality from management, and attaining self – respect were included as the job satisfactional factors. The employee’s job satisfation was analysed for both the multi – national software companies and Indian software companies.  

1. JOB SATISFACTIONAL FACTORS OF THE EMPLOYEES WORKING IN MULTI  -NATIONAL SOFTWARE COMPANIES

The employees from multi – national software companies had got adequate payment, good work environment, good experience in learning, self – respect and good co-operation among workers. Thus they were highly satisfied with above factors. However, they were highly dis-satisfied with the factor proximity to residence, they have to move far away from their residence.

2. JOB SATISFACTIONAL FACTORS OF EMPLOYEES WORKING IN INDIAN SOFTWARE COMPANIES
Similar views were expressed by the employees from Indian software companies as that of employees from multi – national software companies in relation to satisfied factors. They had good work environment, good experience in learning, adequate payment, good co – operation among workers and attaining self – respect, therefore the employees were highly satisfied with these factors.

3.  JOB SATISFACTIONAL FACTORS – A COMPARISON BETWEEN THE MULTI – NATIONAL SOFTWARE COMPANIES AND INDIAN SOFTWARE COMPANIES [KRUSKAL – WALLIS TEST]

The significant difference of the opinion of the employees from different forms of the software companies was observed in relation to frequent increments and proximity to residence. The increments were more frequent for the employees of multi – national software companies than in Indian software companies. However, proximity to the residence was favourable for the Indian software companies than the multi – national software companies.

4 RELATIVE CONTRIBUTIONS OF JOB SATISFACTIONAL FACTORS TO DIFFER BETWEEN THE MULTI – NATIONAL SOFTWARE COMPANIES AND INDIAN SOFTWARE COMPANIES [DISCRIMINANT ANALYSIS]

The factors, proximity to the residence and frequent increments were the important factors to discriminate the views on job satisfaction. These two factors contributed to the extent of 57.32 percent to the total variation.

PROBLEMS FACED BY THE FEMALE EMPLOYEES TO WORK

A pre – survey was conducted to identify the problems of the female employees working in the multi – national software companies and Indian software companies. In the pre – survey, many of the problems such as partiality from the top level management, health problems, gender discrimination, less time to spend with family, inadequate pay, changes of work place, inconvenient timings, work pressure, improper human relation, low amount of bonus, migration and inadequate leave were identified.

1. PROBLEMS OF THE EMPLOYEES – MULTI – NATIONAL SOFTWARE COMPANIES

 The female employees in the multi – national companies were adequately paid, had proper human relation, absence of problems in relation to migration and they were satisfied with the amount of bonus they received.  

On the other hand, the employees had to work till late hours at the time of completion of their project. They were not able to spend time with family because of heavy burden of work, they experienced with high work pressure. They were also not satisfied with leave facilities and they faced health problems such as eye related problems.

2. PROBLEMS OF EMPLOYEES – INDIAN SOFTWARE COMPANIES

The employees from Indian software companies also viewed the problems of less time to spend with family, work pressure, inadequate leave, health problems and inconvenient timings as in the case of multi – national software companies.

3. THE PROBLEMS OF EMPLOYEES – A COMPARISON BETWEEN THE MULTI NATIONAL SOFTWARE COMPANIES AND INDIAN SOFTWARE COMPANIES [KRUSKAL – WALLIS TEST]
The employees from both group of software companies differed in their views on less time to spend with family, work pressure, partiality from top level management, inadequate leave facilities, inadequate pay and low amount of bonus.

4. RELATIVE CONTRIBUTION OF THE PROBLEMS TO DIFFER BETWEEN THE MULTI – NATIONAL SOFTWARE COMPANIES AND INDIAN SOFTWARE COMPANIES [DISCRIMINANT ANALYSIS]

It was evident that partiality from top level management alone contributed to the variation of 61.57 percent in the views on problems between the two forms of software companies followed by work pressure (11.41 percent), less time with family (8.37 percent) and  inadequate pay (7.15 percent). 

MEASURES TO SOLVE THE PROBLEMS OF THE FEMALE EMPLOYEES

The employees were asked to specify the measures for solving their problems in the work place. Many of the measures such as increased salary, convenient timings, leave with payment, higher percentage of bonus and frequent increments were listed by the employees.

These measures were quantified and estimated by using five-point rating scale separately for both multi – national software companies and Indian software companies.

1. MEASURES TO SOLVE THE PROBLEMS – MULTI – NATIONAL SOFTWARE COMPANIES

Though the employees had adequate payments, they wanted leave with payment and frequent increments to compensate the late hours of working and work pressure. 

2. MEASURES TO SOLVE THE PROBLEMS – INDIAN SOFTWARE COMPANIES

The employees from Indian software companies were adequately paid, but they wanted additional amount of salary, frequent increments and adequate leave to compensate the late hours of working and work pressure. They also wanted comfortable timings of work to complete the project.

3. THE MEASURES TO SOLVE THE PROBLEMS – A COMPARISON BETWEEN THE MULTI – NATIONAL SOFTWARE COMPANIES AND INDIAN SOFTWARE COMPANIES [KRUSKAL – WALLIS TEST]

The views of employees from the two groups of software companies differed significantly for the measures such as leave with payment and higher percentage of bonus. The employees from multi – national software companies expected leave with payment and higher percentage of bonus than the employees of the Indian software companies. 

4. RELATIVE CONTRIBUTION OF THE MEASURES TO DIFFER BETWEEN THE MULTI – NATIONAL SOFTWARE COMPANIES AND INDIAN SOFTWARE COMPANIES [DISCRIMINANT ANALYSIS]

The extent of variation between the two groups of employees in relation to leave with payment and higher percentage of bonus were 33.76 percent and 39.75 percent respectively. These two factors alone explained nearly 73.51 percentage of variation, the remaining factors were insignificant and the views on them were more or less same between the two forms of organisation.

CONCLUSION

To conclude, though better working condition was observed in terms of length of service and payment for the employees from both forms of software companies, it was somewhat better for the employees of multi – national software companies. The employees from multi – national software companies were paid higher salary and had obtained frequent increments. Both groups of employees had similar view on job motivational factor ‘self interest’ which motivated them to work. However, they widely differed in their view on job opportunities to be motivated to work, for which the employees from Indian software companies were highly motivated. Good education, intelligence, curiosity for knowledge, capacity to grasp quickly, sincerity, honesty, understanding, patience, health etc, were the highly needed personal requirements to perform the job. However, the employees from multi – national software companies needed greater intelligence and high capacity to guide research than the employees from Indian software companies.

Though the employees felt that the above were the personal requirements for the job, the employers expected work involvement along with sincerity and dedication. The employers from multi – national software companies greatly expected the employees to work over time, better work involvement, sincerity and high talents than the employers of the Indian software companies.

Both the groups of employees had greater payment, good work environment, good experience in learning, self –respect and good co – operation among them. However, the employees from Indian software companies did not have frequent increments comparatively with the employees of multi – national software companies, but they had got proximity to the residence. Both groups of employees had to work till late hours, work pressure and there by heavy burden of work and less time to spend with family, which made them to demand leave with payment and frequent increments. The work pressure and the inconvenient timings of work were the highly notable problems among the employees of multi – national software companies than the Indian software companies. There was no gender discrimination in the software companies.

SUGGESTIONS

To improve the employment performance of the female employees, the following measures were suggested:

1)  The role of women in the family was assumed to be greater, they were expected to spend adequate time with children, husband and elders. There by, the software companies should adopt proper measures to be convenient for the female employees in their timings of work.

2)  Since the female employees had the problem of less time with their kids, the software companies could establish crèches and other facilities needed. It would improve the working performance of the female employees

3)  As the women were the caretakers of the family, the leave facilities provided by the software companies were inadequate. Separate leave policy measures should be framed for women employees.

4)  The software instruments and the seating of the employees should be arranged comfortably, which would reduce the unnecessary health problems.

5)  Proper training should be given to the female employees in relation to personal development, which should include emotional stability, relaxing therapy etc,.

6) Though the software companies exploited the expertness of the employees, the relative payment was not adequate. Proper payment measures should be framed, which should cover over time and heavy burden in the work

7)  The partiality from the top-level management should be avoided to empower the women in their employment performance. The female leadership should be promoted and the government should regulate the policies in the ICT related fields

8)  To give equal opportunity to men and women in the formulation of information society, gender equity should be considered while framing various ICT policies and strategies.

9)  The women employees should also be allowed to participate in the policymaking and there by, they may be in a position to identify the key action areas, where the women were discriminated. Women may also be better equipped to identify the key approaches to skills development.
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1. Bio – Data

1) Name




:

2) Age 




:  

3) Place of Birth



:

4) Gender




:

5) Religion



:


                                                

6) Caste




:

7) Residential Address


:

8) Phone Number


:

9) Email Id



:

10) Academic Qualification

:

11) Technical Qualification

:

12) Experience



:                                    
      

13) Marital Status (Tick the option)
:            Married      Single    Others

14) Family Details



:

	S. No
	Name
	Relationship
	Sex
	Age
	Education
	Occupation
	Monthly Income
	Dependant

/Independent

	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	


15)       What made you enter into IT?

  16)
What inspired you to Choose IT field ?

17)  How did you get this Employment ? 

   18)
Age at which you got employed ?

   19)       No. of  female employees in your Organisation ?

20) Total number of employees in your Organisation ?

21) Department in which you work ?

22) What is your Designation ?

23) What is the nature of work in your organisation ?

24) Timing of work 



:

25) 
 Overtime/Regular/Part time 


:

26)
 Allowances for Overtime , if Any 

:

27)
 Your Monthly Income


:

28)  
Normal Increments Received


:

29) 
 Frequent promotion Chances


 :     (  )  Yes        (  )   No

30)   
 Training Opportunities in the Company 
:

32) 
 Monthly expenditure in Rs


:

33) 
 Monthly Savings in Rs


:

34) 
 Leave Facilities 



:


a)  Medical ( In  Days )   
:

                  b)  Casual
  ( In Days )
:

             c)  Earned   ( In Days )  
:

             d)  Maternity leave
:

35) 
Loan Facilities that can be availed

:


      36) 
Social Security measures available

:

                  
       a)  Gratuity

:

                           b)  Pension

:                 

                           c)  P.F


:                        

        37)
 Per day Production Contributed by you
:

2. Motivational Factors : 

         Please put a ( ( ) for the appropriate level of agreement
	S.No
	Factors
	Strongly 

Agree
	Agree
	Normal
	Disagree
	Strongly Disagree

	1


	Interest in IT field
	
	
	
	
	

	2
	Attractive

 Salary
	
	
	
	
	

	3
	Less Physical Strain
	
	
	
	
	

	4
	Job Opportunities
	
	
	
	
	

	5
	Improve Standard of Living
	
	
	
	
	

	6
	Utilise Qualifications
	
	
	
	
	

	7
	Foreign Opportunities

	
	
	
	
	

	8
	To get better life partner
	
	
	
	
	

	9
	Professional growth
	
	
	
	
	

	10
	Achievement in IT field
	
	
	
	
	


Others (Specify) :

3. Job Satisfaction Factors :

     Please put a ( ( ) for the appropriate level of agreement
	S.No
	Factors
	Strongly 

Agree
	Agree
	Normal
	Disagree
	Strongly Disagree

	1


	Adequate Payment
	
	
	
	
	

	2
	Good Work Environment
	
	
	
	
	

	3
	Co-Operation among workers
	
	
	
	
	

	4
	Job security
	
	
	
	
	

	5
	Non Monetary benefits
	
	
	
	
	

	6
	Frequent Foreign Assignments
	
	
	
	
	

	7
	Frequent Increments
	
	
	
	
	

	8
	Good Experience in learning
	
	
	
	
	

	9
	Convenient timings
	
	
	
	
	

	10
	Proximity to the Residence
	
	
	
	
	

	11
	Absence of Partiality from Management
	
	
	
	
	

	12
	Attaining Self Respect
	
	
	
	
	


Others (Specify) 
:

4. Problems Faced :

        Please put a ( ( ) for the appropriate level of agreement

	S.No
	Factors
	Strongly 

Agree
	Agree
	Normal
	Disagree
	Strongly Disagree

	1
	Partiality From Top Level Management
	
	
	
	
	

	2
	Health Problems


	
	
	
	
	

	3
	Gender Discrimination
	
	
	
	
	

	4
	Less Time With Family
	
	
	
	
	

	5
	Inadequate Pay


	
	
	
	
	

	6
	Changes of work Place
	
	
	
	
	

	7
	Inconvenient Timings
	
	
	
	
	

	8
	Work Pressure


	
	
	
	
	

	9
	Improper human Relation
	
	
	
	
	

	10
	Low amount of bonus
	
	
	
	
	

	11
	Migration


	
	
	
	
	

	12
	Inadequate Leave


	
	
	
	
	


         Others (Specify) :

5. Measures to solve :

        Please put a ( ( ) for the appropriate level of agreement
	S.No
	Factors
	Strongly 

Agree
	Agree
	Normal
	Disagree
	Strongly Disagree

	1
	Increased 

Salary
	
	
	
	
	

	2
	Convenient Timings
	
	
	
	
	

	3
	Leave with Payment
	
	
	
	
	

	4
	Higher percentage of Bonus
	
	
	
	
	

	5
	Frequent Increments
	
	
	
	
	


6. Employers Expectations :

       Please put a ( ( ) for the appropriate level of agreement

	S.No
	Factors
	Strongly 

Agree
	Agree
	Normal
	Disagree
	Strongly Disagree

	1
	High Qualifications
	
	
	
	
	

	2
	To work Overtime
	
	
	
	
	

	3
	High Talent Expectations
	
	
	
	
	

	4
	Sincerity in the work
	
	
	
	
	

	5
	Dedication in the work
	
	
	
	
	

	6
	Involvement


	
	
	
	
	

	7
	Completion of work in advance
	
	
	
	
	

	8
	Reluctant to Pay high increments
	
	
	
	
	


     7. Job Psychograph of Women IT Professionals : An analysis :

          
1. Negligible   2. Barely Significant   3. Significant  4. Of great importance 

  5. Of  Utmost importance.

Please put a (() in the suitable box which you regard as a trait needed for your profession

	S.No
	Factors
	1
	2
	3
	4
	5



	1
	Education
	
	
	
	
	

	2
	Intelligence
	
	
	
	
	

	3
	Curiosity for Knowledge
	
	
	
	
	

	4
	Capacity to grasp quickly
	
	
	
	
	

	5
	Language ability
	
	
	
	
	

	6
	Teaching ability
	
	
	
	
	

	7
	Capacity to express orally
	
	
	
	
	

	8
	Clarity of thought
	
	
	
	
	

	9
	Organisation of Materials
	
	
	
	
	

	10
	Memory power
	
	
	
	
	

	11
	Visual memory
	
	
	
	
	

	12
	Capacity for good interpersonal relations
	
	
	
	
	

	13
	Knowledge of human psychology
	
	
	
	
	

	14
	Voice
	
	
	
	
	

	15
	Managerial qualities
	
	
	
	
	

	16
	Emotional stability
	
	
	
	
	

	17
	Sincerity
	
	
	
	
	

	18
	Honesty
	
	
	
	
	

	19
	Understanding
	
	
	
	
	

	20
	Patience
	
	
	
	
	

	21
	Health
	
	
	
	
	

	22
	Overall Personality
	
	
	
	
	

	23
	Capacity to guide research
	
	
	
	
	

	24
	Pleasing manners
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