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WOMEN IN INDIAN IT SECTOR AND THEIR 
MIGRATION 

4.1: Introduction 

India has emerged as one of the well-recognized developing countries that is serving the 

Globe with its Information Technology Industry contribution. Women personalities like 

Indira Gandhi & Indra Nooyee (CEO, Pepsi Co., Worldwide) made India proud by 

leading from the front. Today, there are many such women who have been the backbone 

of the recognition that India has achieved in ICT business. A silent revolution is taking 

place with evolution of women empowerment in the knowledge era. They are getting the 

best access to Information and Communication Technology (ICT) education, 

employment opportunity & becoming owners of IT companies. 

One of the purposes of this study is to design the role of Women in Information & 

Communication Technology in India and their migration scenario to look at what could 

happen in future, if this trend continues and is maintained with gender equality. 

The Indian ITIITES industry's contribution to the country's GDP has been steadily 

increasing from a share of 1.2 percent in 1998 to 5.2 percent in 2007. It has contributed to 

foreign exchange reserves of the country by increasing exports by almost 36 percent and 

its direct employment has grown at a CAGR of 26 percent in the last decade, making it 

the largest employer in the organized private sector in the country. In addition, it also 

indicates that the IT liTES industry has significantly contributed through socially relevant 

products/services and 

community initiatives in human resource development, education, employability, health, 

encouraging women empowerment and employment of differently abled and 'out-of-the

mainstream' candidates. 

4.2: Women in IT Sector 

The growing trend in the number of women employed in IT sector indicates that not only 

does the IT industry offer equal opportunity to women but also has in place proactive and 

sensitive mechanisms which counter the common causes that discourage women from 

pursuing employment in the corporate sector. Women employment in the industry is set 
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to rise to 45 percent by 2010 from the current 30 percent (Exhibit 4.1). Now when a 

woman took admission in an engineering college she is morally boost up and encouraged 

that she will be absorbed by the corporate companies and she is having the stamina to 

work in corporate sector or public sector. 
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(Source: NASSCOM Annual Report, 2010) 
Fig 4.1: Percentage of women employees in the IT/ITES industries. 

Increasingly, mid and top level IT companies are watching at a gender crisis as more and 

more women IT professionals are quitting to give focus on family or to pursue careers 

that have less working hours and lesser time-zone complications. India's second-largest 

IT Company, Infosys, which employs about 33,700 women, has opened lactation centres 

at its campuses. Wipro has increased the maternity leave from six months to one year. All 

the top IT companies are today offering work-from-home policies for women, and some 

even are open to relocate them to a city of their choice if their husbands get transferred. 

TCS, Wipro and Infosys, the top three IT service providers in India, alone employ over 1 

lakh women, but most of them crowd the entry level. The industry as a whole employs 

over two million people, and industry body Nasscom estimates that the average male to 

female ratio has improved to 70:30 now from 76:24 in 2005. 

Wipro employs almost 28,000 women in its total headcount of 97,000 employees. Its 

Bangalore rival lnfosys Technologies has 33.4 per cent women employees, though 
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among 232 title holders (positions at assistant vice president and above), less than two 

per cent are women. 

Currently, Infosys employs the largest percentage of women at 33.4 per cent, followed by 

TCS 30 per cent and Wipro 29 per cent. In absolute numbers, TCS employs the largest 

number at 42,500 employees out of its total headcount of 142,000 employees. 

Indian IT Industry performance in 2002-2003 was US$ 16,500 Million. Software & 

Services was US$ 9876 Million, Domestic US $ 2583 Million, Training US $ 333 

Million & Hardware Peripherals and Networking US $ 3708 Million. Total manpower of 

650,000 contributed to this performance and out of that 205,000 manpower have 

contributed in S/w & Services, 160,000 IT professionals have contributed in ITES, 25000 

IT professionals have contributed in Domestic S/w market and 2, 60,000 IT professionals 

have contributed in User Organization. And women IT professionals have a great role for 

the development of the IT sector in India. 

4.3: Globalisation and Its Impact on 'Women IT Migration' 

Consolidation of IT Industries encourages the students to opt for the IT profession as a 

lucrative profession in India. The IT training institutions have increased rapidly after 

199l.Globalisation is one of the major contributors of this IT growth. The enrollments to 

the IT Institutions and Universities to study IT have increased dramatically. Women are 

also competing with the men for studying IT and career in IT. Presently, around 

21percent of women in the Metros are very much part of the ICT (Information and 

Communication Technology) sector. Literacy level was 64 percent amongst urban female 

and 3lpercent amongst rural female at that time. As per 2001 census, 54.16 percent of 

female are literate with 72.99 percent being urban female and 46.58 percent rural female. 

Figure: 4.2 depict the female literacy growth in India. This certainly indicates a much 

healthier situation in literacy rate owing to ICT access. In the year 2001, nearly 7929 

colleges for general education & 2223 engineering and professional colleges have 

enrolled 36.9 percent of women in higher education (degree and above level). Figure 4.3 

indicates the enrolment increase of Girls for higher education. NASSCOM survey 

indicates that 76 percent of all software professionals are graduate degree holders. This 
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trend is a sign of growing literacy amongst women and the valuable role they play as 

major contributors in the economic growth outside the family. 

Female Literacy Rate 
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Fig: 4.2- Female Literacy growth as per 1991 & 2001 Census. 
(Source: NASSCOM Annual Report, 2001) 

Educational Institutions Vs Female Enrollment 

DGeneralE<bcatim 
D Prof .. sianal Education 

1931 2001 
Period 

Fig 4.3:- Increase in enrollment of girls in higher education. 
(Source: NASSCOM Annual Report, 2001) 
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This literacy growth in IT access has made Indian women to attain certain degree of 

cultural and economic independence to take their own decisions. Let us look at this trend 

in the right perspective on emerging trends in employment of women in IT. 

4.4: Gender Separation In The IT Sector 

Despite being the women literacy rate is increased the employment ratio of male and 

female in Indian IT sector is not so good. The computer occupations are expanding at a 

faster rate in software companies as well as in the other companies. The computer 

industry is new and expanding.The dynamic nature of the IT industry has given the 

impression of the gender equity in occupational distribution. However, some studies 

reveal that gender segregation is very much predominant in this industry. For instance, an 

ILO survey conducted among the IT professionals in the software industires in India has 

revealed the prevalence of gender inequality in its various forms. It has also show-cased 

how women are relegated to the Jess prestigious and low-paid jobs. 

Table 4.1: Segregation of women among the various subsets of IT 

S.No IT Sector F/MRatio Type of Work & Skill Requirements 
1. Software Industry 19:81 Software development not just design, 

customization and adaptation of software 
2. Telecom Industry* 40:60 Technical and creative work. Required 

highly qualified engineers 
3. Airlines 80:20 Customer service. Required 

Commuuication, language & software 
skills 

4. ITES (Medical 45:55 Demands in linguistics and functional 
Transcription) /domain skill 

5. BPO** 49:51 Indian BPO is predominantly voice-based 
(outbound calls) 

(Source: Data quest Survey, 2009) 

But some of the IT companies (Suriya, 2003) have recruited a good number of women 

employees as IT professionals now a days. Wipro -Spectramind a renowned ITES 

company employed 49 percent of women professionals out of 5000 total number of 

employees. The male female ratio of Infowayz International is 40:60 out of I 000 

employees. Dash E-Services have male female ratio of 60:40& GE have the ratio of male 

female as 60:40. 
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Table 4.2:Position of Men and Women in the Various Organisational Hierarchy of 
the IT Sector in India 

Position Male Female Total 

Call Services 40.00 60.00 100 

Software Engineers 54.69 45.31 100 

Consultants 75.00 25.00 100 

Project Managers 94.44 5.56 100 

Total 67.13 32.87 100 

(Source: Data Quest Survey, 2009) 

4.5: Emerging Trend of Women in Information Technology 

The current trend (Rajalakshmi, 2003) in employment of women in ICf work arena is 

with a gender ratio (female: male) varying from a best level of I :3 to the least level of 1:7 

in major organizations with exceptions upto I: 19 in few organizations. The following 

table is a sample indicative of this trend in 2008-09. 

Table 4.3: Women employment ratio in Indian IT multinationals in 2008-09 

Organization Name Total Employment Women Employed Ratio 
WIPRO 12658 2530 1:5 
TCS 21800 5450 1:4 
INFOSYS 15356 2896 1:5 
HEWLETT-PACKARD 2245 320 1:7 
POLARIS 4800 1200 1:4 
L&T INFOTECH 2250 900 1:2.5 
HCL TECHNOLOGIES 5757 1150 1:5 
SUN MICROSYSTEMS 596 119 1:5 
ORACLE INDIA 2702 540 1:5 
PHILIPS SOFTWARE 757 190 1:4 
SIEMENS 1390 260 1:6 
INFORMATION 
ROLTAINDIA 2346 123 1:19 
(Source: Data Quest Survey, 2009) 
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Table -4.3 provides employment in a defined sample size with ITES & Other category 

segment amongst MNCs & Indian companies. The gender ratio is also depicted for the 

sample size of employment. The emerging trend is such that women are proliferating at 

Grass root level of ICT application. Certain percentage of this proliferated segment have 

found their way onto the highest level of occupation with varied degree and quantum in 

terms of numbers, growth and sustenance. Their contribution to Indian economy today 

cannot be ignored. However, it is revealed through research that this beginning will 

create amazing changes where working women will become a reckoning force to measure 

the economic growth within a decade in India. 

The composition of Male versus Female was at 79 percent versus 21 percent. This was 

anticipated to grow to 65:35 level by the year 2005. This prediction was largely due to 

intake of manpower for ITES segment which is at present@ 200 manpower per day. The 

intake for ITES when looked in isolation will be in reverse composition at 65 percent 

women & 35 percent men. However due to the financial recession the overall recruitment 

in IT and ITES companies have gone down in 2009. 

Though the enrollment and literacy level in IT area have been showing very positive sign 

of growth trend, the drop out level after getting employed and not able to sustain 

employment has been a matter of concern. This drop out effect is because of the cultural 

& social barrier faced by even educated women today. It is a fact that women deliver 100 

percent both at work & home. This 200 percent output makes women burnout easily. 

Entering a marriage phase or encountering a child birth forces many women to drop out 

of IT. "Marriage-Baby'' phase for women aspiring to grow with self esteem is crucial. To 

overcome this, the society at large should bring proper understanding in family life and 

support work going women in shouldering some of her burdens. In nuclear families, 

husband has to support the work going wife. Organizations have to arrange more flexible 

time at work, even to the extent of supporting women to "work from home", with 

investment in ICT infrastructure and flexible compensation packages. The emerging 

trend of dropout working women due to family and social causes shall certainly increase 

the unemployed women. 
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Marriages amongst IT professionals lead to better understanding and it is happening. IT 

companies are appreciated this trend, because it ensures sustenance of women 

employment. Even if demand for time & client interaction issues, travel etc may be a 

deterrent to career growth, they have the option of dropping out of employment and 

transforming themselves into entrepreneurs. 

An excellent example to show case on emerging trend is the response for this study from 

Mrs.Sarada Ramani of M/s. Computer International (R.Rajalakshmi, 2003).She was a 

housewife since marriage from 1983 till 1994. She got her ICT education in 1995 & 

became an employer in IT industry. In 1997 she became an employee and graduated to a 

successful entrepreneur. She has traveled widely over the globe and has been successful 

in meeting the demands of the industry. She acknowledges the fact that access to ICT for 

women has been in geometrical progression. However, in a traditional and conservative 

society the progress of women has been hindered. IT demands client interaction and very 

small percentages of women who meet this demand have grown up the ladder. 

Looking at the 21 percent women in IT work, it is a fact that this percentage of women in 

IT being employed is largely due to the growth of IT enabled service sectors in the past 

few years. This trend is positive because of today's women with minimum degree 

(professional or general) and English language proficiency getting greater job opportunity 

and reasonable pay with required support to sustain the work pressure. Option of working 

in shifts has been a boon to this growth in employment. Growing Back Office and 

Business Process Outsourcing operations by Multinational Companies has created this 

opportunity. This trend is expected to further enhance the employment prospects of 

women in IT. 

As long as female enrolment in ICT education fulfills the demand for IT and ITES sector, 

there will not be much of cultural, ethical issues to be faced in future. This is because of 

the reason that today's youth have adapted to living in cosmopolitan environment. This is 

much applicable to the urban female in India, before their marriage. 

Rural female contribution to this trend is at present very negligible but with ICT reach to 

rural areas it is possible that they would also contribute to sustain the predicted growth in 
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this segment. The projected demand for IT professionals by the year 20 I 0 reveals a 

shortfall of approximately 3, 00,000 people. Even at a supply level of predicted 885,000 

professionals in 2008, this shortfall has been assessed because of the envisaged growth in 

outsourcing & domestic demand. The opportunity for Indian women is wide open to 

make this shortfall become swplus. 

4.6: Government Policies for Women Contribution in IT Sector 

Government of India has been instrumental in bringing about an IT policy with a vision 

to make Indian IT sector as a recognized global super power before 2008. The main 

focuses of this vision were creation of wealth, employment generation and IT led 

economic growth. 

The following initiatives have been implemented with positive outlook towards making 

women contribute to this vision: 

1. Nearly 30 percent employment of women in IT organization will attract capital 

subsidy of specified amount in certain states. 

ii. £-governance and computerization of government organizations through Rural 

Access to Services through Internet (RASI) projects has created ample opportunity 

for I CT access. 

iii. Setting-up of agricultural kiosks, "rural knowledge centre" with pro-women 

orientation for effectively enhancing self-esteem and social prestige of women 

living in poverty. This tool is to cross the social, gender, genetic and technological 

divide with "New Technologies: Reaching the un-reached" concept. 

iv. Exclusive financial assistance through bank loans for women entrepreneur for 

establishing industry with specific tax exemption limits. 

v. Flexi working times with autonomy for recording attendance under self declaration 

& relaxation on industries act I labour laws permitting women to work in night 

shifts. 
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The initiatives are just the beginning to encourage women to take part in the economic 

development of the country. Though they would not have created much impact as on 

date, it is a sure indication that the emerging trend is positive to count on their 

contribution for economic development of Indian society from this decade. It is believed 

that there will be a sea change in the perspective of policy making body to give equal 

importance to women in the society to support this cause. 

4.7: Status of Women in the IT Sector in India 

The proportion of women into the various IT based industries in India is in the order of 

19 percent in the software industry; 40 percent in the telecom industry; 80 percent in the 

airlines; 45 percent in the ITES; and 50 percent in the BPOs (NASSCOM, Annual 

Report, 2007-08). The high rate of women employees (45 percent on an average) in the 

ITES sector is a welcome change from the low 12.5 percent women being employed in 

the IT industry. According to a Dataquest-IDC survey in October 2002, the highest 

number of women was employed by NIIT at 29 percent while Rolta India employed the 

lowest number of women at 4 percent. Top software companies like lnfosys employs 17 

percent women, TCS employs 20 percent and Wipro employs 19 percent women. The 

massive incorporation of women into paid work has marginally increased their 

bargaining power and undermined the legitimacy of men's domination as providers of the 

family. While women are in positions of authority in the IT industry and they have 

improved their social position. The issue to be addressed is which categories of women 

are benefited through this sector? To which class of women does this help? What also 

came out quite well in the case studies is that there were different kinds of women. There 

are women who are top software programmers who can go to Silicon Valley and there are 

women who have to rely on Internet kiosks to start self employment. 

4.8: Job Opportunities for Indian Women in the IT Sector 

The IT sector in India has created employment opportunities in areas such as 

telecommunications, banking, shopping, education, health and business. In addition, the 

Internet has also generated new jobs in areas like the design, maintenance and 

management of sites on the World Wide Web. There are real possibilities that women 

may be able to access opportunities they never had before. According to a prediction by 

NASSCOM, by 2009-10 there will be one-and-a-half million jobs in the IT Enabled 
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services. If 50 percent to 70 percent of these jobs were to go to women, the impact will be 

tremendous. There is going to be such a shortage of skills that women will have to be 

included. 

4.9: Position of Women in the Various Segments ofthe Software Activities 

There are different segments of software activities in IT sector. An analysis of the gender 

situation in the stratified nature of the software development activities (high value added 

& low valued added activities), shows that a largest segment of women are clustered in 

the low-end jobs; while a smallest segment of women are found at the higher end reflects 

to a larger extent the gender divide in the IT industry. Though women are better 

represented in the IT sector, they have not assumed significant role and status. Most of 

them have been concentrated in the lower status jobs such as coding and progranuning 

and only a minor percentage are noted in the development part of IT. The distribution of 

women in software activities has been shown in the table 4.4 below. 

Table 4.4: Distribution of Women in the Various Segments of the Software 
Activities 

SNo Segment of Activities Companies Contribution 
of Women 

I Development & marketing MNCs(Texas Low 
of software package Instruments,Motorala) 

2 Customization of software & Large firms & MNCs Medium 
development of software 
solutions (design projects 

3 Software services (coding, Small & medium sized High 
programming& software firms 
testing either through 
body-shopping or off shore 
with extensive on-site work 

(Source: Data Quest survey, 2009) 

4.10: Reasons for Low Participation of Women in the IT Sector 

The low enrolment of women in the science and technology slow down their ability to 

occupy higher positions in the IT organisations. According to 200 I census, female 
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literacy is 54.16 percent as against male literacy of75.85 percent in India The enrolment 

of girls in educational institutions decreases as educational level goes higher. In 

particular, the percentage of girls enrolled to total enrolment is 43.6 percent in primary, 

40.1 percent in middle, 37.1 percent in secondary level and 34.8 percent in higher 

education according to statistics of 1997. The enrollment of girls in 

Engineeringffechnology/Architecture at graduation level (in 1998) is 57968 as against 

285137 boys. This imbalance is largely due to socio-economic reasons. In addition, a 

series of social and cultural norms restrict women's access to ICf, especially in common 

use facilities, such as cyber-cafes, tele-centres and phone shops. In many culturally 

conservative societies, women are often not allowed to go out without supervision to 

public venues where men are present. This is yet another reason for the low rate of 

participation of women professionals. 

4.11: Challenges for Career Development of Women in the IT Sector 

There are not only restrictions at the entry point, but there are many barriers blocking 

women from moving up in the ladder of the organizational hierarchy. Studies have 

reported that women were not able to rise to the expected level of performance of the IT 

employers. With the advancement in the levels of experience, the ratio of women drops 

steadily and at the senior levels, women constitute less than 6 percent of the workforce. 

4.11.1: Factors Restricting Women's Career Choices: Marriage & Family 

Commitments 

The factors deterring women's carrier choices have been analysed and presented by 

Dataquest surveys. Marriage is found out as a point at which the shrinkage of women 

from the career pipeline has started. The first sharp drop in the number of women 

professionals is at 3+ years of experience. It is because childcare and housework remain 

women's responsibilities, irrespective of her income, educational level or employment. 

This places a great burden on women and restricts women's choices in terms of better job 

opportunities. Though women employed in the IT industry are relatively free from 

domestic hard work, this is a class-specific phenomenon restricted to a few in high level 

jobs whose domestic responsibilities have been transferred to women of a lower 

economic class. The opportunities offered by IT have only benefited a privileged few. 

144 



Married women outnumber men in low-experience categories, but in 10+ years'-the 

stage at which serious seniority should come in, a large number of women either opt out 

of their careers, or accept less demanding roles. 

4.11.2: Obstacles for Career Development in the IT Sector: Gender Discrimination 

in the Workplace 

What about gender discrimination in the workplace? A Survey among the HR managers 

reported that gender discrimination is not considered as an issue because the type of woik 

done by software professionals, whether men or women is the same and they have equal 

opportunities of rising up the ladder provided they stay on in the job (Data Quest 

Survey,2009). In software, as the surveys in the project reveal, women enjoy preferences 

on a scale that they never experienced in any other field of engineering and science. In 

India, women occupy 19 percent of professional jobs in the software industry. In Kolkata 

and Bangalore, the figure is higher than the average for India. In both of these cities, the 

proportion of women varied from company to company, and it is not unusual to find 

women occupying 20 to 25 percent of professional jobs. Neither in Bangalore nor in 

Kolkata did the researchers fmd any evidence of discrimination, either at the point of 

recruitment or in career progression. In some cases, companies prefer to recruit women as 

the attrition rate among women is lower than that among men. 

Prevalence, IBM and Dataquest the three major software and consultancy firms have 

surveyed among IT professionals and found out the barriers for women IT professionals 

in their career? The survey report is given below. 
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Table 4.5: Barriers for Women's Progression in IT Carrier-A Survey Report 

S.No Barriers/Issue Survey report Employers remarks 

I. Gender preference Out of 500 employers, 80 confirmed 
Or gender bias Prevalence gendered preference in outsourcing or sub-

Survey contracting 
No =80 percent Y es=20 percent 

2. Burnout Syndrome The routine nature of the job forced women 
Prevalence to switch jobs 
Survey (Airlines employees) 

3. Lack of confidence IBM Women have the ability, education and 
Survey experience to handle challenging jobs, but 

what they lack is confidence 
4. Differences in the way IBM Women possess soft skills while men have 

men and women Survey technical skills 
approach technical 
subjects 

5. Assignment of Dataquest Proportion of women in the IT workforce is 
Priorities (family Vs Survey 19percent, but at senior position 
Profession) 6percent.There is a smooth going from the 
Padm~aKrishnan, fresher to the team leader and project leader 
Xansa stage. Growth of women IT professionals 

stop at the team leader stal!;e 
6. Glass ceiling Dataquest No discrimination towards women IT 

(H.R.RajasekarVP Survey professionals 
Mistral Software) 

7. Social factors Dataquest Since many women manage to enter the 
(Mita Brahma, HR Survey workplace by rising above the social biases, 
Head ofNucleus they are strong and do well when given the 
Software) opportunity 

8. Performance Dataquest Indian women make better engineers; they 
Robert F Danbeck V- Survey have qualities like strong team playing 
P-HR at IBM India abilities, the capacity to juggle a variety of 

issues, flexibility and creativity in 
abundance. 

(Source: Results of the Prevalence Survey, IBM Survey & Dataquest Survey, 2009) 

4.12: Women Migration from Indian IT Sector 

When the question of skilled migration comes only the migration of males do come in the 

picture of skilled migration. The migration of skilled women has not drawn much 

attention till recently, because of the widespread acceptance of the gendered migration 

model that assumes males move in search of jobs, while their wives and children follow 

later. If women get married and migrate to USA they have to get H-4 visa which not 
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allow them to work in US. They may have degrees in IT and Computers. They ~et 

frustrated and looking forward for Green Card. 

Skilled migration is one area where women's experiences remain relatively invisible. 

Since family reunification, where women migrate as dependents of males, makes up a 

significant proportion of female migration to Europe and America, it is important to 

examine whether highly skilled women migrate as wives rather than highly skilled 

workers. Now the question is that why women will migrate and how they attempt to re

establish their careers upon migration? Most of the empirical work on international 

skilled migration has focused on professionals and managers in large corporations, or in 

political assignments (such as colonial bureaucracies), and consequently focused 

primarily on males. Many of these studies focus on expatriates, those who move within 

and between large multinational corporations with work sites located in different 

countries (Findlay and Gould, 1989; Salt, 1992; Tzeng, 1995). Women are rarely picked 

for such international assignments in corporations. They are often seen as better able to 

deal with "soft" assignments in their home countries. A range of social expectations and 

understandings about women's relative ability to perform in 'upper level' jobs in 

different settings contribute to the limited opportunities to get such offers which are often 

routes to other senior management positions (Hardill, 1998). In addition, in a dual-career 

household, if the male receives such an offer, the female, who is less likely to get a 

similar offer, has to make the "rational" decision about whether or not to put her career 

on a slower track to support the 'household' interest (e.g. Hardill and MacDonald, 1998). 

Since the scholarly literature has focused mostly on these highly skilled male migrants 

and the institutional contexts within which they migrate, the highly skilled spouse, who 

may put her career on a slower track temporarily and migrate as the "dependent wife" 

rarely appears in studies on highly skilled migrants. 

Immigration laws, which reflect the economic and political interests of nation-states, are 

another source of defining who is highly skilled. Like the corporate policies, the 

particular types of "high skills" that are categorised by these immigration laws enhance 

gender distinctions. In many Euro-American countries skills in medicine, upper level 

management, engineering, information technology, and physical science research are 

defined as 'highly skilled' for immigration purposes (e.g. Kofinan et al., 2000; 

Purkayastha, 2002a). Given the continuing gender disparities in education, individuals 
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with these skills, are more likely to be males rather than females. Therefore, among 

couples with high levels of education, who migrates as a "highly skilled worker" and 

who migrates as "the wife" is predetermined by structural requirements irrespective of 

the woman's skills, training, and inclination (Kofman et a!., 2000). Coupled with such 

emphases on certain occupations, as long as family reunification remains the main 

channel through which women with high human capital are allowed to migrate and 

access mainstream jobs with social benefits and citizenship rights. It is probable that even 

women with very high human capital will migrate as wives. The theoretical challenge 

that gender scholars such as Kofman et a!. (2000) raise is to centrally incmporate the 

experiences of these highly skilled migrant wives in order to gain a better understanding 

of the nature of highly skilled migration of men and women, instead of developing 

models which are based on primarily men's experiences. 

Gender differences are also enhanced through barriers to female labour force 

participation after international migration. Bruegel (1996) and Hardill and MacDonald 

(I 998) among others have documented how the wives of migrating expatriates find it 

difficult to access jobs. Several studies have done on long-term migrants highlight the 

career disadvantages that women face because of labour market segmentation and their 

relegation to lower tier jobs (e.g. Man, 1995; Fernandez-Kelly and Garcia, 1989; Sassen, 

1996). 

Ferree and Purkayastha (2000) have examined how women are disadvantaged at work, 

and have argued for the need to adopt a longitudinal perspective which takes into account 

how discrimination at one level, cumulatively affects an individual woman at the next 

level. A woman who had to be better than her male counterparts at level one, will, in 

subsequent levels, have to negotiate not only the effects of inequality at that level but also 

of earlier levels, and thus is subject to unequal evaluation criteria over the span of her 

career. This cumulative disadvantage model can be fruitfully applied to an understanding 

of the gender disadvantages inherent in the immigration experiences of highly skilled 

women. The highly educated immigrant women compete with more immigration barriers 

than men (in their capacity as wives). Women's position in such migration trajectories 

keeps changing in ways that maintain the gender/race hierarchies. Traditionally seen 

women migrants begin lives in new countries with considerably less power than their 

male counterparts because of their political status as dependants. Since most of the highly 

skilled males are likely to already be in white-collar occupations that demand long hours 
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of work, the care-work tasks can easily become solely the female's responsibility. These 

additional demands on immigrant women's time play a role in how they are able to 

rebuild their lives after migration. 

The following are some of the distinctive features of female labour migration: 

• Supply has been very flexible and migration has often been a family survival 

strategy. The relative lack of social constraints, the high female labour force 

participation rates, the active role of governments and migration agents and the 

support of social networks have all contributed to the flexibility. 

• Many decisions about the migration of women are made by people other than the 

women themselves - families, communities, agents. 

• Social networks have supported and sustained the flows. 

• Female migrants are particularly vulnerable because they often go into 

individualised work places where there is greater isolation, less chance of contact 

and support, less protection of their rights and conditions and greater exploitation. 

• The question of skills is imprecise or vague -- many women take up 'unskilled' 

positions even though they have qualifications and experience in more skilled 

occupations, and some jobs are defined as skilled (such as entertainers) in order to 

satisfY government regulations in either sending or receiving countries. Nursing is 

the only skilled occupation that results in siguificant female migration (mostly to 

the US and Middle East). 

• Female migration represents a chance to break with tradition and the wheels of 

familial control, to experience new environments, and to develop their confidence and 

skills. Female migration from Bangladesh is a recent phenomenon. 

149 



4.13: Scenario oflndian women IT professionals migrated to the USA 

According to the 1990 Census of the USA the number of migrants from India was close 

to a million in the US, and women made up 49.8 percent of the group (US Statistical 

Abstract, 1998). Since 1990, this group has been officially referred to as Asian Indian, to 

distinguish them from Native Americans .The total number of migrants from India rose to 

27,859 in 1966-1970 to 142,140 between 1986-1990 (Barringer et al., 1995). The total 

population of Asian Indians in the US is now 1.7 million (2000 US Census). 

In 1990, 43.6 percent of Asian Indians were in professional and managerial occupations, 

with another 33.2 percent in technical, sales and administrative support occupations 

(Reddy, 1993). The crucial distinction is embedded in the definition of "highly skilled" 

vs. "highly educated". According to the US Department of Labour, "highly skilled" in 

the 1960s and 1970s referred to people with medical, engineering, science/research and 

informational technology training. As the US sought to fill the shortage of white-collar 

professional labour by recruiting "highly skilled" immigrants who had been trained in 

other countries, like India became the main beneficiaries of this selective recruitment 

(Bonacich, 1994; Fong, 1998). 

Table 4.6: The Occupational Characteristics oflndian emigrants in USA based on 
gender (2000) 

Male(%) Female(%) 
Professional (IT & etc.) 38.5 19.3 

Managerial 18.9 8.1 

Technical/sales 23.7 15.7 

Administrative support 9.8 17.2 

Service 7.3 9.0 

Precision craft 7.8 2.1 

Operative labourer 11.6 6.8 

Farming/Fishing/forestry 0.9 0.2 

(Source: US census, 2000) 
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The table 4.6 shown above is stated the clear view of male female percentages of Indian 

emigrants to the USA. It is seen from the table that 19.3 percent oflndian women who 

have been migrated to the USA are related to IT or other highly skilled professions. 

Table 4.7: The Male Female percentage of Indian skilled emigrants to USA (2000) 

4 years and above colle2e experience 
Out of all Indian emierants 58% 
Male 65.9% 
Female 48.7% 

(Source: US census, 2000) 

The table-7 shown above is clearly stated that among all Indian emigrants to USA, 58 

percent are having 4 years and above college experience. Out of those 58 percent, 65.9 

percent are male and 48.9 percent are female. This table is for all skilled emigrants who 

are migrated to the USA. 

Table 4.8: Economic Characteristics of Indian emigrants 

Median Earnines $49309 
% Below poverty 7.2 

(Source: US census, 2000) 

The table 4.8 shown above IS stated that the median earnings of skilled Indian 

professionals is $49309.0ut of these migrated skilled Indian professionals most of them 

are IT professionals. 

While women are beginning to appear in the ranks of information technology 

professions, most of the IT professionals who come to the US from India are male. The 

altered visa structure no longer allows their spouses to work. The "Hl-B wives" have 

two options-either living in a split household in order to continue her career (i.e. she 

remains in India, while he temporarily moves to the US), or she accompanies him to the 

US and becoming a full-time homemaker. 

The spouses of Hl-B information technology workers face similar predicaments. They 

cannot legally work in the US, nor can they easily go to school because their 

qualifications and experiences are not recognised by universities and colleges. They have 

few avenues of gaining US based experience, which helps build up their resumes. 
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4.14: Migration of Women IT Professionals-Some Other Issues 

A study is done on the women IT professionals (Raghuram, 2004) who have been 

migrated to different countries. Interviews conducted with four women working for two 

Indian consultancy firms which are currently deployed on onsite projects in the UK. The 

snowballing procedure was used to identity interviewees with different immigration and 

family histories. As in the overall IT migrant sector all the women were young, between 

26 and 35 years. Three (Geeta, Mala, and Kamini) were married of whom two (Geeta and 

Mala) had children. The fourth interviewee (Sadhana) was unmarried. Three women had 

come as work permit holders while the fourth (Kamini) was employed in the IT industry 

but had come to the UK as spouse of an IT worker (who held a work permit) and was 

therefore on a dependant visa. When asked to talk about the problems they faced in their 

IT careers, all of them cited the requirement for flexibility and, particularly, the 

geographical mobility expected of them as a major issue. These responses highlighted the 

limits of seeing the problems that women in the sector face within the context of the 

sector alone. However, there have specific effects on women's participation in the IT 

sector. There are three particular aspects of mobility which are crucial to how it is 

experienced. First, the short-term nature of the projects which means that mobility is a 

constant, in fact the only constant part of the job. There is now some recognition of the 

ways in which mobility negatively influences women's careers due to women's 

continued responsibilities to the household (see, for example, Willis & Yeoh, 2002). For 

example, IT workers from India are usually paid a salary in India and a tax-free daily 

allowance while they are onsite. The allowance is not large but is enough. 

The accommodation in foreign countries is another important issue for migration of 

women IT professionals. Married women are expected to stay with their husbands so that 

the responsibility of career compromises when women are expected to be mobile in their 

careers falls on women. On the other hand, career compromises are not equally expected 

of men when their careers require mobility. One example can be discussed here. Like 

Geeta, a computer professional, she undertook a project in the US for 4 months. Then she 

got married. Immediately she did not want to come away because she wanted to carry on 

with her family married life, so she carried on for one year, even though she was 

pressurized to go onsite. Geeta compromised out there. She reached a stage where she 
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had to go onsite or leave the job or something like that so she decided that she will leave 

the job and go for a company that is India based. She tried a few interviews and she got a 

job and she decided to leave but by chance the papers for her visa had come, so she 

decided she should stay there till the project completes. 

Another example is Kamini, an IT professional, has been following her husband as he 

moves from one country to another. Her husband is a team manager for a Consultancy 

firm while she is employed through a UK recruitment agency on a temporary contract. 

She has compromised her career because her husband's postings are short and the length 

of their tenure is often unknown. When her husband got a job in Taiwan she accompanied 

him, and then applied and secured a job. However, by the time the Taiwanese work 

permit arrived allowing her to work, her husband's posting in Taiwan came to an end. As 

a result after just 1 month of work she gave up her job. These issues have been much 

discussed in the large literature on tied migration, most of which suggests that women's 

careers are penalized when their partner's jobs require mobility (see, for example, Cooke, 

2001; Cooke & Bailey, 1999; Clark &Withers, 2002; but see Raghuram, in press). 

Among the 629,218 Indian-born male workers aged 16 and older employed in the civilian 

labour force in USA, 27.4 percent reported working in information technology, and 20.0 

percent reported working in management, business, and finance. Out of this 13.1 percent 

women who are Indian- born are working in IT sector in USA. Compared to other 

immigrants, Indian-born male workers age 16 and older employed in the civilian labour 

force were also more likely to report working as physicians, scientists and engineers, and 

in sales. 
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Table 4.9: Occupations of Indian born Employed Workers in USA by Gender and 
Origin, 2006 

Indian Foreign Born All Foreign Born 

Male Female Male Female 

Persons age 16 and older employed 629,218 346,733 13,285,912 8,921,521 
in the civilian labour force 

(%) (%) (%) (%) 

Management, business, finance 20.0 15.3 10.2 9.8 

Information technology 27.4 13.1 3.9 1.9 

Other sciences and engineering 11.2 6.2 4.1 2.3 

Social services and legal 0.8 1.2 1 1.9 

Education/training and 
4.7 8.7 3.3 6.9 

media/entertainment 

Physicians 4.8 5.8 1.3 I 

Registered nurses 0.2 5.9 0.3 3.3 

Other health-care practitioners 1.8 6.1 0.9 3 

Health-care support 0.3 2.7 0.6 5.2 

Services 3.3 5.8 16.9 25 

Sales 11.4 11.1 7.8 10.9 

Administrative support 4.3 11.9 5.5 15.1 

Farming, fishing, and forestry 0.1 0.3 2.5 1.1 

Construction, extraction, and 5.4 1.5 26.8 3.4 
transportation 

Manufacturing, installation, and 
4.4 4.7 15 9.4 

repair 

(Source: US Dept. of Labour, 2009) 

From this table 4.9 it is clearly seen that only 13.1 percent of the Indian born women who 

are in IT profession are compared with the 27.4 percent of the male counterpart. These 

women professionals are Indian born. 

Emerging trend in Indian IT Industiy indicates that women have spread their wings into 

various segments with prominent presence in Financial, Human Resource, Quality, 

Facility creation and ITES work. Today's successful women are examples of having had 

the courage and willpower to withstand the "Marriage-Baby phase" and build a career. 
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This trend needs to be taken as a healthy sign for Indian Women to overcome the cultural 

and ethical barriers for upward mobility. As our famous Nobel Laureate and world 

renowned economist Professor Amartya Sen mentioned, the word "gender equality" is a 

terrible evil and social failure. Indian women require both cultural and economic 

independence to take their own decisions. They should play major part in the economic 

growth outside the family to visualize INDIA as a developed nation. They are not far 

behind from their male counterpart in IT sector. A good number of women IT 

professionals leave India every year. This is a loss of our country. Women IT 

professionals are settled down in countries like USA, Canada, Australia etc. The 

question is why they have left India? What were the influencing factors for their 

migration? These aspects must be explored. 
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