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ABSTRACT 

Gender inequality is a commonly discussed topic in any part of the world. There are different 

kinds of ways gender inequality takes place in different environments. The research carried 

out from this study focused on gender inequality taking place in Sri Lankan IT industry. The 

objective was to find out the factors or causes which are influencing female job inequality in 

Sri Lankan IT industry. From the existing literature sources, a set of factors were identified 

which have caused gender inequality in the IT industry around the globe. These factors were 

divided into four categories; behavioural, psychological, educational and economic. Based 

on those factors, a questionnaire was created to identify the factors which are causing female 

job inequality in Sri Lankan IT industry. The survey was shared with only female 

professionals in the industry. Survey data was analyzed from the perspective of female 

employees. An analysis of the demographic data was done. Factors that belong to 

behavioural category were identified to be reliable. Factor ‘Exhaustion’ was identified as the 

most significant factor causing female job inequality in Sri Lankan IT industry.  
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1. INTRODUCTION 

1.1. Background 

Gender inequality is one of the most talked common topics in the society. Some 

claim inequality exists and some do not agree with it. In today’s society inequality 

occurs in different fields and levels. There is no certain reason as to why it is 

happening but the idea of women not being suitable for jobs that are considered to be 

better suited for men has been carved in people's minds so much that, it is rather 

considered an achievement if women get through that boundary. Not only women 

who never get the right chances but even the ones who are currently doing technical 

jobs have difficulties continuing due to various reasons.  

Many studies have found out different kinds of reasons for this problem occurring in 

different environments such as cultures, environments, motivation, attitudes, 

behaviors, choices etc. in these situations. Women tend to quit their technical jobs or 

pursue non-technical jobs due to various reasons. A woman’s life is impacted 

throughout when it comes to making decisions whether to choose such a field. How 

she is manipulated by different circumstances when taking such a decision. DiPrete 

& Alon (2015) Cheryan, Master, & Meltzoff (2015) 

1.2. Problem Statement 

Gender inequality is discussed in different aspects. Female job inequality is a 

commonly talked topic in Sri Lankan IT industry. Unofficially, females in the 

industry talk about this topic more often. Even though women and men get equal 

levels of higher education, when it comes to the industry, reliable sources have 

shown that there is gender inequality in Sri Lankan IT industry. Therefore, it is 

essential to find out the factors which are causing this situation in the industry.  

So we attempt to address the problem by the following research question: 

What are the factors influencing female job inequality in Sri Lankan IT industry?  
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1.3. Research Objectives 

The main objective of this research is to find out the factors which influence female 

job inequality in Sri Lankan IT industry. Additionally, the following objectives are 

also targeted to achieve from this research.  

 Identifying the current situation of gender inequality in Sri Lankan IT 

industry. 

 Through existing literature, identifying the factors which are causing female 

job inequality in the IT industry around the globe.  

1.4. Research Design 

The research design took a qualitative analysis approach using regression analysis. 

First, to start on the research process the current gender inequality situation in Sri 

Lankan IT industry was identified using existing sources. Then, reliable previous 

literature and sources were used to find out the existing factors which are causing 

female job inequality in the IT industry around the world. The found factors fell 

under four categories which led to shape the survey questionnaire.  

1.5. Outline 

The remainder of the thesis is arranged as follows: The literature review is conveyed 

in chapter 2 on identifying the current situation of gender inequality in Sri Lankan IT 

industry followed by finding the causes which are influencing the same around the 

world. Research methodology is presented in chapter 3 including the research 

process, conceptual framework, population and data collection. Chapter 4 consists of 

the analyzing part of the gathered data which was based on a survey questionnaire. 

Chapter 5 includes the conclusion and recommendations, limitations of the research 

and future work. 
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2. LITERATURE REVIEW 

The following chapter discusses the literature review of the definitions of what 

gender inequality is, the implications of it, forms in gender inequality more 

elaborated in biological, psychological, materialist, sociological and religious forms 

and gender inequality occurring in IT industry in Sri Lanka. Finally, the factors 

causing gender inequality in studies done in other countries are discussed. 

2.1. Gender Inequality 

Gender is a social construction that differentiates characteristics, norms, and 

behaviors of a male and a female in any specific social context. It is the distinction 

between females and males operating in the family, the economy, religion, political 

systems, educational institutions and culture. Gunawardane (2013) 

Gender inequality can be defined in many ways. According to Amy Parziale (2008) 

gender inequality can be defined as “allowing people different opportunities due to 

perceived differences based solely on issues of gender.” She also depicts that gender 

inequality is based on a person’s views of others based on their gender and also the 

woman’s or the man’s view of the woman’s or the man’s own abilities and 

opportunities based on the woman’s or the man’s gender. Gender inequality can 

demonstrate itself in very obvious discriminatory ways.  

As for another definition, according to United Nations (2013) “Gender inequality is 

not perpetuated exclusively through differential access to and control over material 

resources. Gender norms and stereotypes reinforce gendered identities and constrain 

the behavior of women and men in ways that lead to inequality.” 

(www.undp.org/poverty) 

According to World Development Report: Gender Equality and Development (2012) 

defines gender inequality as, “Gender inequality is both similar to and different from 

inequality based on other attributes such as race or ethnicity.” Gender decides the 

levels of income and class. It should be measured whether inequality is due to 

inequality of outcomes or inequality of opportunity. It also states that gender 

inequality decreases the chances of a country to compete at the international level.  

http://www.undp.org/poverty
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As for the general definition of “Gender Inequality”, “Gender inequality is the idea 

and situation that women and men are not equal. Gender inequality refers to unequal 

treatment or perceptions of individuals wholly or partly due to their gender. It arises 

from differences in gender roles.”  

The definitions of Amy Parziale and United Nations are similar while other 

definitions differ in meaning. Similar definitions talk about situations and 

circumstances which are caused because of gender issues and limitations. They 

elaborate into how each person looks at these in a certain angle they have in their 

minds. Each person realizes and understands it differently. It’s mostly how they are 

shaped from childhood and are based on their thinking. In contrast, other definitions 

have given exact facts such as race, ethnicity and different treatments as inequality 

causing points. They directly point out that the facts they have mentioned are the 

causes for gender inequality.  

Amy Parziale (2008) mentions that feminist theories on gender divide into three 

main categories:  

 Essentialists believe that something inborn or natural people have within 

themselves determines their gender. They are prone to acknowledge what 

they mean as the “feminine” and believe that accepting the “feminine” will 

allow women to understand their difference from men in a better angle.  

 Constructivists believe that a person’s sense of their gender does not come 

from something essential. It is created.  

 Performative theories indicate that gender and all gender behaviours are 

performative which means that one person will behave in a certain way to 

perform the required gender roles they believe in thinking that’s what the 

society needs. 

  

https://en.wikipedia.org/wiki/Women
https://en.wikipedia.org/wiki/Men
https://en.wikipedia.org/wiki/Gender
https://en.wikipedia.org/wiki/Gender_role


12 
 

2.2. Forms of Gender Inequality 

Gender inequality can be discussed in many forms. Depending on the angle it is 

looked at and the form it is operating in, many views and opinions can be discussed. 

Therefore, the form of gender inequality reviewed in this research is IT industry. As 

Amy Parziale (2008) mentions, theories related to the causes of gender inequality can 

be categorized into five main categories, which are biological, psychological, 

sociological, materialist, and religious.  

2.2.1. Biological 

The biological argument points out that physically, women are weaker than men. 

They are more vulnerable physically because of their ability to have children. Hence, 

they need to be protected by men. This clause used to have more support during the 

times when the work that had to be done was physical in nature.  

2.2.2. Psychological 

Psychological thinkers such as Sigmund Freud developed the “Electra Complex” 

where women were made to feel inferior to men because they lack male genitalia. 

This norm was used in psychology until Carol Gillian developed a different theory 

regarding the ethics of care.  

2.2.3. Sociological 

Social structures, mainly social, familial, religious and materialists structures 

reinforce gender inequality in various ways. Gender socialization is a cycle that 

continues indefinitely from one generation after another generation. However, 

according to Gunawardane (2013), human behavior is influenced and directed by 

culture.  

2.2.4. Materialists 

Gender inequality is caused due to the lack of access to valued resources. Because of 

their positions in their homes or in their lower-valued jobs, they do not get a chance 

to access some of the valuable resources in their society.  
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Gunawardane (2013) mentions women’s choices are more constrained when it comes 

to spending their time, both work and leisurely. This leads to substantial gaps 

between men’s and women’s contribution to society. Women are also directed 

towards taking up traditional feminine jobs rather than to take up a job on what they 

have studied. This leads to earning lesser salaries and in some situations even though 

they do comparable jobs, men might get paid more. Mostly women’s capabilities are 

undervalued and under-utilized.  

2.2.5. Religious 

As for religious beliefs, most people signify that men are superior than women. 

Followers of this belief, try to maintain it and it leads to gender inequality situations 

in their culture.  
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2.3. Gender Discrimination  

In addition to forms of gender inequality, it majorly occurs as gender discrimination 

in most workplaces. Gender discrimination is defined as treating a person differently 

specifically because of their gender. Amy Parziale (2008). It is difficult to analyze, 

describe or even prove. Gender discrimination is the most commonly discussed form 

of gender inequality in a workplace. There are four types of gender discrimination 

occurring in a workplace; hiring, pay and benefits, promotions and firing. Amy 

Parziale (2008). Also according to Gunawardane (2013) discrimination is obviously 

taking place in political leadership and decision-making positions and in economic 

top management. 

Gender discrimination can occur when hiring an employee because of the employer’s 

prejudged thoughts and ideas on how an employee will have their work ethics and 

style depending on their gender. Most of the time it is quite impossible to prove such 

biased hiring due to undisclosed reasons in every organization. Pay and benefits 

could differ because of the skill sets and employment histories each individual has; 

hence impossible to prove. Likewise, when it comes to promotions as well, one 

cannot prove a certain individual’s promotion was based on their gender. The 

research done by Gunawardane (2013) concludes that disadvantage and 

marginalization of women and discrimination against them is a global phenomenon. 

When it comes to legal aspects of gender discrimination, Amy Parziale (2008) also 

mentions that the laws in some countries make it illegal for an employer to be biased 

towards an individual based on their gender in terms of hiring, firing and other 

employment conditions such as promotion, benefits and job opportunities. If men and 

women work equal jobs with an equal sets of skills, putting equal effort, and 

responsibility in similar working conditions in an organization, employers are 

forbidden from paying unequal salaries.  

 

  



15 
 

2.4. Implications of Gender Inequality 

The outcomes of gender inequality occurring in the society impact women 

differently. The differences between the sexes have caused differences on how an 

individual is valued or perceived in the society. Hence, these different treatments 

have caused inequalities between the gender. Gender inequality of each individual 

may vary greatly depending on the time, place, and the perceptions of those 

involved.  

Gunawardane (2013) explains that gender inequality comes out from in different 

ways whether it comes from long observed means or means that were created by the 

society. Women are far behind men in many domains, including education, 

opportunities in the labor market, and representation in politics. Most of the time the 

low participation in the labour force is highly cultural. Gender is used as a conceptual 

tool. It highlights many structural relationships of inequality between men and 

women in different aspects of labor markets, economic resources, income, education, 

and training. Gender is considered as a dimension of stratification, but the inequality 

is observable in all lifestyles. 

Jayaweera, Sanmugam & Wanasundara (2006) state even though there were not any 

evidence on gender based discrimination, the impact could be clearly seen on the 

choices women had made. The gendered norms have been internalized that it has 

limited women accessing the different range of jobs in IT which has affected their 

employment prospects. The gendered processes have limited women accessing 

science, technology, education and training while socialization processes make 

women followers than leaders. Due to workplace cultures, only a handful of women 

hold higher positions in public and private sectors and academic institutions.  
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2.5. Gender Inequality in IT Industry in Sri Lanka  

Sri Lanka has a higher level of literacy rate compared to other Asian regional 

countries. With heavy investments in education by governments, all males and 

females get equal education without discrimination. The gender gap in literacy levels 

is minimum. According to Sri Lanka University Statistics (2017) by University 

Grants Commission – Sri Lanka, Tables 2.1 and 0.1 (see Appendix A) show in 

government universities, almost equal number of males and females graduate in 

computer science/IT field. In table 0.1 (see Appendix A), even though the number of 

graduates are different in each university, when taken as a total there has been an 

equal number of male and female graduates from IT stream.  

 

 

 

 

 

 

 

 

 

However, the percentage of females getting the opportunity of equal rights when it 

comes to their profession is less. The sociological and cultural rules of the country 

are still preventing women from reaching their goals in their careers even though 

they get well educated. Some women do not make an effort to apply for a gender 

biased job thinking they will have lesser chances of getting hired. The percentage of 

females in managerial, maintenance and design personnel in networks and operating 

systems are very low Jayaweera, Sanmugam & Wanasundara (2006).  

 

Table 2.1: Total Graduate (Bachelor Degree) Output - 2017 
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Gender segregation patterns reveal that in the ICT sector women are at the bottom of 

the hierarchy and are hardly involved in decision making, managerial and 

development of technology. Mostly in lower skilled IT jobs as data entry. When 

already existing gender inequality issues are addressed in a society of information 

technology, there is a possibility of those inequalities worsening and new inequalities 

being created. They also state that some managers in the IT industry have mentioned 

that they are aware of gender inequality issues women face adversely. Jayaweera, 

Sanmugam & Wanasundara (2006) 

As a surprising fact, even though some organizations/institutions have the capacity to 

give more opportunities and not against to training more women, they tend to accept 

the fact that gender inequality in employment is unavoidable due to social norms and 

practices. They do not seem to see the issues as inequalities. Jayaweera, Sanmugam 

& Wanasundara (2006) 

According to the National ICT Workforce Survey (2013) the ICT workforce is 

decided based on gender composition, qualifications and experience. Figure 2.1 

(National ICT Workforce Survey, 2013) shows the female participation in ICT 

workforce.  

  

Figure 2.1: Female participation in ICT workforce 
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The female representation accounts only for 28.1% in ICT category while the male 

representation accounts for almost 72% of the workforce in Sri Lanka. Whereas, in 

other Non-ICT, BPO-IT categories male representation is noticeably higher than 

females to which it can be proved that there is a gender imbalance in ICT and Non-

ICT workforce.  

 

 

 

 

 

 

 

 

Jayalath, Damayanthi et al. (2010) in their research paper on “Changing Patterns of 

ICT Related Occupations in Labour Market of Sri Lanka” state that according to 

gathered data from their survey, 64% of males hold ICT related jobs while the female 

percentage holds only 36%. (Figure 2.2) 

The Annual Employment Survey (2016) presents that depending on the nature of the 

economic activity, the percentage of hired employees in information and 

communication sector is only 1.3%. In addition, as shown in Table 2.2 (Annual 

Employment Survey, 2016), the male percentage distribution in information and 

communication sector is 66.1% while the female percentage is only 33.9%. When 

calculated the amount population wise, as shown below, only 92,547 females are 

employed in ICT sector and the number of males employed are 180,453, population 

almost as twice as the employed females.  

Amount of hired employees in ICT sector in Sri Lanka = 21,000,000 * 1.3% = 

273,000 

Figure 2.2: Percentage of the male/female ICT related workers 
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Amount of males in ICT sector in Sri Lanka = 273,000 * 66.1% = 180,453 

Amount of females in ICT sector in Sri Lanka = 273,000 * 33.9% = 92,547 

 

 

 

 

 

 

 

 

 

 

The Labour Force Survey Annual Reports in (2016), (2017) and (2018) also state 

that male representation in IT industry is higher than female representation. Column 

10 depicting information and communication field in Tables 2.3 and 2.4 show that 

males are employed almost three times more than females in the field while Tables 

2.5 and 2.6 represent nearly the same in 2017 and Tables 2.7 and 2.8 represent 2018. 

This shows that there might be inequality taking place in IT industry in Sri Lanka.  

 

 

 

 

 

 

Table 2.2: Percentage distribution of employees by nature of economic activity and sex  

Table 2.3: Employed person by Industry group 2016 - Male 

Table 2.4: Employed person by Industry group 2016 - Female 
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As of the new appointments made in August 2020 at The Information and 

Communication Technology Agency of Sri Lanka (ICTA), the board of directors 

comprises zero females. (https://www.icta.lk/) 

In salary differences, Jayaweera, Sanmugam & Wanasundara (2006) state that more 

men than women earned more than Rs. 40,000 or more. They also conclude that the 

gendered norms internalization limits women’s access to a diverse range of jobs in IT 

field and that affects their employment prospects unfavorably.  

The survey results of Jayalath, Damayanthi et al. (2010) of Figure 2.3 also mention 

that more men than women hold executive, professional and technical designations 

Table 2.5: Employed person by Industry group 2017 - Male 

Table 2.6: Employed person by Industry group 2017 - Female 

Table 2.7: Employed person by Industry group 2018 - Male 

Table 2.8: Employed person by Industry group 2018 - Female 

https://www.icta.lk/
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than females in the IT industry. Figure 2.4 (Jayalath, Damayanthi et al., 2010) shows 

the percentage distribution of monthly salary and gender. More females earn 20,000 

or below while more men earn 20,000 or above. Almost four times the female 

percentage of males earn more than 40,000.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

As a summary, it can be concluded that, in Sri Lanka, in higher education levels in 

information technology there is no gender segregation but when it comes to the 

industry males are accountable for twice or thrice more IT related jobs than females. 

A lesser number of females are hired. When the ladder goes up in top management, 

females holding top positions are very less. When it comes to pay rates, men earn 

twice as much as women in IT related jobs. All the above facts conclude the fact that 

there is gender inequality in Sri Lankan IT industry.   

Figure 2.3: Distribution of Percentage - Designation Status and 

Gender 

Figure 2.4: Distribution of Percentage - Monthly Salary and Gender 
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2.6. Gender Inequality in IT Industry in Other Countries 

Gender inequality situations in Western and Asian countries other than Sri Lanka can 

be discussed in different aspects. There are many different aspects between these 

regions, so need to look at the problem in a regional context. The research papers 

discussed below have taken place widely in geographically dispersed locations. All 

the researches that have been referred to are not limited to one specific region. Some 

have taken place in Asian regional countries such as India, Malaysia and China. One 

research has been done in United Arab Emirates and one in the United States of 

America. European countries such as UK and Greece and Oceania countries such as 

Australia and New Zealand have been in two instances.  

The research done by Georgiadou, Abu - Hassan et al. (2009) elaborates about the 

women’s under-representation and minimal chances for the progression of their 

careers in senior positions in information systems and information technology in 

western countries. To get the results, the authors had done a survey in the United 

Kingdom, Greece, Malaysia, and China distributing it mostly with female IT and 

computing students and few male students. The survey involved a total of 368 

respondents where the respondents, 28 were from the UK, 59 were from Greece, 32 

were from Malaysia and 249 were from China. Through the research, the authors had 

found that issues of choices in career, affection of maternity leave, careers in future, 

family, culture, economic and political reasons and government policies have an 

impact on the participation of women in IT. It also discusses about the opportunities 

and challenges women will face if they are to continue working in the IT field.  

However, the survey has been distributed only among computing students rather than 

females employed in the industry and the population lacks responses from the UK, 

Greece and Malaysia when compared to responses from China.  

Smith (2013), in her research discusses about how women, doing jobs in male 

dominated workplaces had to do additional work because being a female became an 

additional job in itself. She claims that this type of work is often invisible, emotional 

and mostly unrecognized. A crisis in conflicts of the genders. The author has used a 

life history framework where she has interviewed 15 women from manual trades and 



23 
 

15 women from occupations in IT from 2007 to 2009. An interview has had two 

parts, wherein first part, participants were asked to share their life story and in the 

second part, specific details on particular topics were asked. Using a qualitative 

method, the contradictions participants experienced when doing their jobs were 

listed. As the results of the research, the author has listed the kinds of emotions, 

emotional processes and emotional solutions such as persistence, feeling 

disheartened and devalued, pressure, exhaustion and few more women had to go 

through in order to survive in their jobs. The above were results of having to work 

more on to not face rejection based on gender.  

The research of Dhar-Bhattacharjee & Richardson (2017) shows the situation of 

female IT professionals working in Multi-National Enterprises in different regions of 

India. It also discusses how a particular geographical region, class and caste of a 

person, values and norms related to gender shapen the life and work of an Indian 

woman. The research has taken place as a part of a study between two countries 

where the relations related to gender were compared between the IT sectors of the 

UK and India. The result gathering was done by doing interviews and observing the 

females during site visits. The ‘Safari method’ was used by having a field worker 

having excellent knowledge in languages and in both cultures of the UK and India. 

Through the research process, material structures and cultural meanings were aimed 

to be understood. From the findings, it was found out that regional influences, class 

and caste differences take place in IT workplaces leading to inequality.  

Hassan Al Marzouqi & Forster (2011), in their research have discussed the reasons 

on why not enough women in United Arab Emirates (UAE) represent their 

information technology sector and the obstacles those women have faced while being 

employed in the IT field. To gather data, in 2010 the authors have done 20 structured 

in-depth interviews with Emirates women who had worked at least five years in UAE 

IT sector.  Their findings showed that women are under-represented specifically in 

private sector, only a few hold senior positions and zero technology entrepreneurs at 

the time of the research. That lead to the conclusion of reasons as cultural and 

familial factors and negative gendered attitudinal assumptions taking place in UAE 

IT sector.  
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In the paper by Dutta Gupta, Raychaudhuri, & Haldar (2015), they have researched 

to find out gender inclusivity of female participation in the Indian IT industry.  They 

have also proposed some policy initiatives to support the involvement of females in 

the workforce. A set of data from 63 IT companies in Delhi, Bengaluru and Kolkata 

has been used for the study. They have used an ordered logit model to find out the 

causes of female absorption in the IT industry and has used ANOVA method to 

study the variations of female participation in the workforce. Their results showed 

that the females’ percentage and mobility in an organization solely depend on their 

location whose impact is external to an organization. Internal factors such as the 

company size or the level of skills do not decide women’s larger participation in the 

organization. As for limitations, the authors have mentioned that a lot of companies 

are reluctant to reveal their data on female employee percentages. Otherwise, the 

results would have been more accurate.  

Hunt (2012) in her research, has done it to find out why there is a higher exit rate of 

women than men from science and engineering field jobs. She claims the exit rate in 

engineering is much higher than the exit rate in science and the rate is about 60%. 

She has used the 1993 and 2003 National Surveys of College Graduates to gather 

data and linear probability regression to analyze the data. As results she has found 

that the higher exit rate in engineering is due to opportunities in payment and 

promotions, not enough guidance in mentoring and networks and being discriminated 

by superiors and coworkers. In contrast, she also mentions that family considerations 

and work conditions have no impact on the exit rate of women discussed in the 

paper.  

Trauth (2002) in her research, developing a theoretical perspective, has tested the 

influences of socio-cultural facts on women who work in information technology 

professions in New Zealand and Australia. She has conducted broader interviews 

with 31 women who are practitioners and academics in the IT field. As the results the 

author has found out that the respondents went through a range of influences 

individually, institutionally and culturally in their professional careers in IT. They 

also have shown their personal characteristics which have supported them to get 

through and succeed in their jobs.  
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Considering all the above previous work that had been done, inequality is the same in 

all countries. Factors such as culture and family are the major influences that have 

led to inequality regardless of a woman’s geographical location. Most found reasons 

of all the Asian, Oceania and European regional countries had been societal reasons. 

Irrespective of their region, USA, UK, Greece, Malaysia and China have shown 

economic reasons causing inequality. Contradictive to the common norms and 

beliefs, one research done in India only shows women’s physical location as the 

main cause for inequality not culture nor family. On the other hand, research done in 

Australia and New Zealand show culture and family as main factors against the 

common beliefs based on their region.  
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3. RESEARCH METHODOLOGY 

As shown from the stats discussed in the previous chapter, there is gender inequality 

in Sri Lankan IT industry. Relying on common norms is no longer valid. Also, solely 

based on the previous research discussed above, the current situation in Sri Lanka 

cannot be analyzed as well. It was identified in the previous work that factors found 

do not depend on geographical location nor the economic state of the country. 

Conflicting insights have been shown. Hence, a reliable measurement has to be done 

to find the factors which cause female job inequality in Sri Lankan IT industry.  

3.1. Research Process 

Figure 3.1 illustrates the process used in this research. It was explicitly focused on 

the perspective of female employees. As the first phase, the gender inequality 

situation in the Sri Lankan IT industry was identified. Then the factors which cause 

gender inequality in IT industry around the globe were found as pre-identified 

factors. In the second phase, a detailed questionnaire was distributed among females 

in the Sri Lankan IT industry.  

The questionnaire consisted a set of questions where the females were asked about 

their academic decisions and time while the rest of the questions were asked about 

their professional careers. Both personal and professional sides of the females were 

considered in the questions. As the final steps a qualitative approach was used in the 

data analysis to validate the results gathered from the survey to identify all the 

factors which influence female job inequality in Sri Lankan IT industry. 

 

 

 

 

 

 

 

Identify the 

situation of 

gender inequality 

in Sri Lankan IT 

industry 

Literature 

Survey 

Pre-identified factors 

influencing female job 

inequality in IT 

industry around the 

globe 

Survey Data 

analysis 

Identifying factors 

influencing female job 

inequality in Sri 

Lankan IT industry 

Figure 3.1: Research Process 
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3.2. Conceptual Framework 

The following factors listed in Table 3.1 were identified as the key factors affecting 

gender inequality in different countries. Pay and promotion, mentoring and network, 

choices in career, family, maternity leave, culture, location, economic and political 

reasons, government policies, discrimination, persistence, being valued, motivation, 

pressure, exhaustion, attitude, and influence could be identified as key factors 

affecting inequality in other countries. The factors which were identified from the 

literature review laid the foundation to identify the factors which were causing 

female job inequality in Sri Lankan IT industry. Those factors were used to check 

whether the same factors are causing female job inequality in Sri Lankan IT industry 

like it was proven in their respective studies. Hence, only the factors found from the 

literature review were considered.  

The factors discussed in chapter 2.6. have been identified at industrial and academic 

levels. Some authors have interviewed or shared surveys with students while some 

authors have done the same process with professionals in the industry. Most data 

gathering processes have been done in the industry. Even though the factors have 

overlapped, they have occurred in one academic environment and in three 

professional environments.  
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Salary ×       

Promotion ×       

Discrimination ×       

Mentoring and network ×       

Career choice  ×      

Maternity leave  ×      

Family  ×  × ×  × 
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Culture  ×  × ×  × 

Economic reasons  ×      

Political reasons  ×      

Government policies  ×      

Persistence   ×     

Devalued   ×     

Motivation   ×     

Pressure   ×     

Exhaustion   ×     

Attitude     ×   

Location      ×  

Influence    ×   × 

 

Table 3.1: Pre Identified Factors 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 3.2: Conceptual Framework 
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From the found factors a subset was identified to be used in the research process. 

Some factors such as ‘repair’, having the feeling to have the need to protect, ‘battle’, 

hide, use or display sexuality, having to learn a new language, trying to feel safer in 

the presence of unemotional or offensive language being used and feeling confused 

to having included in sexist conversations about other women for personal gain had 

to be omitted due to measurable limitations since a survey approach was used as the 

data collection method. As shown in Figure 3.2, the conceptual framework, the 

selected subset was categorized into four sub categories; behavioural, psychological, 

educational and economic.  

Based on the research framework, the following hypothesis can be derived.  

Let; 

HA: Alternative Hypothesis  

H0: Null Hypothesis 

 

H1 

H10 – There is no significant relationship between culture and female job inequality 

in Sri Lankan IT industry 

H1A – There is a significant relationship between culture and female job inequality in 

Sri Lankan IT industry 

 

H2 

H20 – There is no significant relationship between location and female job inequality 

in Sri Lankan IT industry 

H2A – There is a significant relationship between location and female job inequality 

in Sri Lankan IT industry 

 

H3 

H30 – There is no significant relationship between attitude and female job inequality 

in Sri Lankan IT industry 

H3A – There is a significant relationship between attitude and female job inequality in 

Sri Lankan IT industry 
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H4 

H40 – There is no significant relationship between influence and female job 

inequality in Sri Lankan IT industry 

H4A – There is a significant relationship between influence and female job inequality 

in Sri Lankan IT industry 

 

H5 

H50 – There is no significant relationship between maternity leave and female job 

inequality in Sri Lankan IT industry 

H5A – There is a significant relationship between maternity leave and female job 

inequality in Sri Lankan IT industry 

 

H6 

H60 – There is no significant relationship between family and female job inequality in 

Sri Lankan IT industry 

H6A – There is a significant relationship between family and female job inequality in 

Sri Lankan IT industry 

 

H7 

H70 – There is no significant relationship between exhaustion and female job 

inequality in Sri Lankan IT industry 

H7A – There is a significant relationship between exhaustion and female job 

inequality in Sri Lankan IT industry 

 

H8 

H80 – There is no significant relationship between government policies and female 

job inequality in Sri Lankan IT industry 

H8A – There is a significant relationship between government policies and female job 

inequality in Sri Lankan IT industry 
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H9 

H90 – There is no significant relationship between political reasons and female job 

inequality in Sri Lankan IT industry 

H9A – There is a significant relationship between political reasons and female job 

inequality in Sri Lankan IT industry 

 

H10 

H100 – There is no significant relationship between economic reasons and female job 

inequality in Sri Lankan IT industry 

H10A – There is a significant relationship between economic reasons and female job 

inequality in Sri Lankan IT industry 

 

H11 

H110 – There is no significant relationship between salary and female job inequality 

in Sri Lankan IT industry 

H11A – There is a significant relationship between salary and female job inequality in 

Sri Lankan IT industry 

 

H12 

H120 – There is no significant relationship between promotion and female job 

inequality in Sri Lankan IT industry 

H12A – There is a significant relationship between promotion and female job 

inequality in Sri Lankan IT industry 

 

H13 

H130 – There is no significant relationship between career choice and female job 

inequality in Sri Lankan IT industry 

H13A – There is a significant relationship between career choice and female job 

inequality in Sri Lankan IT industry 
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H14 

H140 – There is no significant relationship between discrimination and female job 

inequality in Sri Lankan IT industry 

H14A – There is a significant relationship between discrimination and female job 

inequality in Sri Lankan IT industry 

 

H15 

H150 – There is no significant relationship between devalue and female job inequality 

in Sri Lankan IT industry 

H15A – There is a significant relationship between devalue and female job inequality 

in Sri Lankan IT industry 

 

H16 

H160 – There is no significant relationship between motivation and female job 

inequality in Sri Lankan IT industry 

H16A – There is a significant relationship between motivation and female job 

inequality in Sri Lankan IT industry 

 

H17 

H170 – There is no significant relationship between mentoring and network and 

female job inequality in Sri Lankan IT industry 

H17A – There is a significant relationship between mentoring and network and female 

job inequality in Sri Lankan IT industry 

 

H18  

H180 – There is no significant relationship between pressure and female job 

inequality in Sri Lankan IT industry 

H18A – There is a significant relationship between pressure and female job inequality 

in Sri Lankan IT industry 
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H19 

H190 – There is no significant relationship between persistence and female job 

inequality in Sri Lankan IT industry 

H19A – There is a significant relationship between persistence and female job 

inequality in Sri Lankan IT industry 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

The factor to measurement mapping of survey questions is shown in the Table 3.2 

above.  

 

  

Factor Group Factor Measurement (Survey Questions) 

Behavioural 

Factors 

Culture Q. 10 

Location Q. 11 

Attitude Q. 14 

Influence Q. 13 

Maternity Leave Q. 15 

Family Q. 16 

Exhaustion Q. 12 

Economic 

Factors 

Government Policies Q. 32, Q. 33 

Political Reasons Q. 34 

Economic Reasons Q. 31 

Salary Q. 29 

Promotion Q. 30 

Educational 

Factors 

Career Choice Q.17, Q. 18, Q. 19 

Psychological 

Factors 

Discrimination Q. 20, Q. 21, Q. 22 

Devalue Q. 23 

Motivation Q. 24 

Mentoring and Network Q. 25, Q. 26 

Pressure Q. 27 

Persistence Q. 28 

Table 3.2: Factor to measurement map 
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3.3. Population and Sample Size 

The population representing the research is women who have worked or are working 

in Sri Lankan IT industry. As stated in The Annual Employment Survey (2016), the 

percentage of hired employees in information and communication sector is only 

1.3% and from that percentage the female percentage is only 33.9%. Based on that, 

there are 92,547 females representing Sri Lankan IT industry. The sample size was 

calculated using Cochran’s formula. Cochran (1977). With a population of 92,547, 

confidence level of 95% and margin of error as 0.05, the sample size was calculated 

as 383. Bartlett, Higgins, & Kotrlik (2001). 

 

3.4. Data Collection 

Data were gathered using a detailed questionnaire (see Appendix B) distributed 

among females in the Sri Lankan IT industry. The questionnaire was divided into 

two parts. First, demographic questions were asked. Then, sets of questions related to 

behavioural, educational, psychological and economic factors were asked. Almost all 

of the questions in the second part required responses on a five-point Likert scale 

where it varied from strongly agree to strongly disagree. 410 responses were 

collected in the data collection.  
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4. DATA ANALYSIS AND DISCUSSION 

The following chapter provides the demographic analysis, reliability analysis and 

hypothesis testing to find the relationship between the results and the female job 

inequality in Sri Lankan IT industry. The analysis and discussion were done from the 

perspective of females.  

4.1. Data Preparation for Analysis 

410 responses were collected from the questionnaire. There were no missing values 

in all the responses. 9 responses were removed due to unreliable answers for question 

number 16 (see Appendix B). Those 9 respondents had chosen other available 

responses along with “None of the above” response. Since those types of answers are 

incorrect and conflicting, they were removed. Finally, 401 responses were used for 

data analysis.  

4.2. Demographic Analysis 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 4.1 shows the distribution of age of the females who responded to the survey 

questionnaire. The majority, almost 50% of the sample are between 25 - 29 years of 

age category. 24% accounts for 30 – 34 years of age category. It can be identified 

10%

49%

24%

11%

6%

20-24 years

25-29 years

30-34 years

35-39 years

40 years and above

Figure 4.1: Age distribution 
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that the sample data falls more towards younger females. The reason for more of a 

younger crowd might be due to the distribution of the survey questionnaire between 

younger females as they were easily approachable.  

 

 

 

 

 

 

 

 

 

 

Figure 4.2 depicts the specific field the respondents are employed in information 

technology sector. The highest respondents, 42% are from software development 

while the second highest respondents are from quality assurance. Only a handful of 

female respondents are employed in database administration and system 

administration.  

The years of experience respondents have in information technology sector is shown 

in Figure 4.3. 27% of females have experience below 3 years while 26% of the 

respondents have 3 to 5 years. Respondents with 7 to 10 years and more than 10 

years of experience account for 14% each.  

Figure 4.4 shows the number of organizations each respondent has worked 

previously in their career. 27% have worked at one organization previously which 

means they were in their second employment at the time they took the survey. 26% 

Figure 4.2: Employed field in IT 
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have worked at two organizations while only 8% have worked at four or more 

organizations.  
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Below 3 years
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Figure 4.3: Years of experience in the IT field 
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Figure 4.4: Previously worked number of organizations 
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Figure 4.5 shows the highest education level of each respondent of the sample. 254 

out of 410 have bachelor’s degrees and 125 have Master’s degrees. Only four 

respondents have Doctorates while only five have professional qualifications. The 

respondents were asked to choose the highest qualification they had at the time of 

taking the survey. Hence, the category “professional qualifications” was meant to be 

for respondents who did not have a degree or diploma qualification. Only 

professional qualifications such as certifications in their respective field.  
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Figure 4.6: Male to female ratio 
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The male to female ratio of each respondent’s IT department of their current 

organization is shown in Figure 4.6. 35% have said the ratio is 70% - 30%. 28% have 

said it’s 80% -20% while 26% have said it’s 60% - 40%. From the above results, it 

can be clearly identified that males account for the majority of the information 

technology roles in the industry.  

  

 

 

 

 

 

 

 

 

Figure 4.7 shows the marital status of all the females in the sample. Out of the 401 

respondents 212 are married while 181 are single. A handful of widowed and 

divorced females have also taken the survey. 
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Figure 4.7: Marital status 
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Figure 4.8: Number of children 
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Out of the sample, the number of females who are married, divorced or widowed are 

220. Figure 4.8 shows the number of children they have. 57% do not have children 

while 22% have only one child. 16% have two children and the rest has three or 

more.  

The data gathering was done only from females who have or are currently working in 

the Sri Lankan IT industry. Females who have just started their careers were also 

considered. The questions that were asked about education choices and career 

choices were based on the respondent females’ choices they had taken earlier in life 

which led them to where they are now in their career.  

4.3. Reliability Testing  

Testing the reliability of gathered data is necessary before doing any type of an 

analysis. Cronbach alpha coefficient is the most used analysis method to test the 

reliability of data. According to Sekaran (2003), the desired threshold for Cronbach 

alpha coefficient is greater than 0.6. Values that are higher than this value are 

considered reliable. The test was carried out on all 401 respondents of the sample of 

the survey.  

  

 

 

 

 

 

Table 4.1 lists the Cronbach alpha coefficient values for behavioural, educational, 

psychological and economic factors of the data set. Value for behavioural factors 

which is 0.646 is above the threshold level. Values for educational, psychological 

and economic factors are 0.557, 0.520 and 0.439 respectively. All three of them are 

below the threshold level. So they had to be disregarded. Hence, only data under 

Consideration Cronbach’s Alpha 

Coefficient value 

Behavioural factors 0.646 

Educational factors 0.557 

Psychological factors 0.520 

Economic factors 0.439 

Table 4.1: Cronbach's alpha coefficient values 
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behavioural factors could be considered reliable and only they were proceeded for 

further analysis.  

4.4. Relationship with Factors Influencing Female Job Inequality in Sri 

Lankan IT Industry 

SPSS software package was used for data analyzing part and regression analysis was 

used to calculate the values. Variables under behavioural factors which are culture 

(H1), location (H2), attitude (H3), influence (H4), maternity leave (H5), family (H6) 

and exhaustion (H7) were further measured in hypothesis testing to check the 

significant relationship. 

Hypothesis 1 

 

 

 

As shown in Table 4.2, the level of significance is greater than the threshold value. 

The relationship is not significant. Therefore, the null hypothesis (H10) is 

substantiated and the alternate hypothesis (H1A) is rejected. Hence, there is no 

significant relationship between culture and female job inequality in Sri Lankan IT 

industry. 

Hypothesis 2 

 

 

 

Table 4.3 shows the significance level of location which is greater than the threshold 

value. The relationship is not significant. Therefore, the null hypothesis (H20) is 

substantiated and the alternate hypothesis (H2A) is rejected. Hence, there is no 

significant relationship between location and female job inequality in Sri Lankan IT 

industry.  

Consideration Significance level (p – value) 

Culture 0.330 

Table 4.2: Significance level of culture 

Consideration Significance level (p – value) 

Location 0.786 

Table 4.3: Significance level of location 
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Hypothesis 3 

 

 

 

Table 4.4 shows the significance level of attitude. It is greater than the threshold 

value. The relationship is not significant. Therefore, the null hypothesis (H30) is 

substantiated and the alternate hypothesis (H3A) is rejected. Hence, there is no 

significant relationship between attitude and female job inequality in Sri Lankan IT 

industry. 

Hypothesis 4 

 

 

 

As shown in Table 4.5, since the level of significance is greater than the threshold 

value the relationship is not significant. Therefore, the null hypothesis (H40) is 

substantiated and the alternate hypothesis (H4A) is rejected. Hence, there is no 

significant relationship between influence and female job inequality in Sri Lankan IT 

industry.  

Hypothesis 5 

 

 

 

As shown in Table 4.6, the significance level of maternity leave is greater than the 

threshold value which concludes that the relationship is not significant. Therefore, 

the null hypothesis (H50) is substantiated and the alternate hypothesis (H5A) is 

Consideration Significance level (p – value) 

Attitude 0.456 

Table 4.4: Significance level of attitude 

Consideration Significance level (p – value) 

Influence 0.849 

Table 4.5: Significance level of influence 

Consideration Significance level (p – value) 

Maternity Leave 0.082 

Table 4.6: Significance level of maternity leave 
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rejected. Hence, there is no significant relationship between maternity leave and 

female job inequality in Sri Lankan IT industry. 

Hypothesis 6 

 

 

 

Table 4.7 shows the significance level of family. It is greater than the threshold 

value. The relationship is not significant. Therefore, the null hypothesis (H60) is 

substantiated and the alternate hypothesis (H6A) is rejected. Hence, there is no 

significant relationship between family and female job inequality in Sri Lankan IT 

industry. 

Hypothesis 7 

 

 

 

As shown in Table 4.8, the significance level of exhaustion is lower than the 

threshold value which concludes that the relationship is significant. Therefore, the 

null hypothesis (H70) is rejected and the alternate hypothesis (H7A) is substantiated. 

Hence, there is a significant relationship between exhaustion and female job 

inequality in Sri Lankan IT industry. This means that the physical and mental 

exhaustion female employees go through to have their work/life balance is a cause of 

gender inequality. 

As mentioned in section 4.3, all 19 hypotheses were tested for reliability. Only 7 

hypothesis were above the threshold value of 0.6. Rest were below the threshold 

value which were proven to be unreliable. Hence, only those 7 hypotheses which 

were reliable were further considered to test the hypothesis testing in analysis.  

Consideration Significance level (p – value) 

Family 0.245 

Table 4.7: Significance level of family 

Consideration Significance level (p – value) 

Exhaustion 0.039 

Table 4.8: Significance level of exhaustion 
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4.5. Summary 

The chapter presented details on demographic analysis and analysis on the 

relationship between the factors and female job inequality in Sri Lankan IT industry. 

Only data for behavioural factors were found to be reliable while data for 

educational, psychological and economic were found to be unreliable. The seven 

variables that belonged in behavioural factors were tested for significant 

relationships between them and female job inequality in Sri Lankan IT industry. Out 

of those, only exhaustion was found to be having a significant relationship. Rest were 

found to have no significant relationship with female job inequality in Sri Lankan IT 

industry.   
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5. CONCLUSION AND RECOMMENDATIONS 

5.1. Conclusion 

The main purpose of this study was to identify the factors which are influencing 

female job inequality in Sri Lankan IT industry. The research was explicitly focused 

on the perspective of female employees in the IT industry. First, the gender 

inequality situation in Sri Lankan IT industry was identified. Then it was carried on 

to find the factors which are causing the same around the world. It was clearly found 

out that there is gender inequality happening in Sri Lankan IT industry. From 

literature sources a set of factors were found which showed that is causing gender 

inequality in the IT industry around the globe. Depending on those factors, a 

comprehensive questionnaire was then developed as the research instrument. It was 

shared among the females who are currently or who have been previously employed 

in the IT industry. After the data collection, missing values were removed and a data 

reliability test was done. Data sets that had Cronbach’s alpha coefficient value 

greater than 0.6 were accepted as reliable. Unreliable data sets were disregarded and 

reliable data were further analyzed using regression analysis.  

Behavioural factor data set was found to be reliable. Educational, psychological and 

economic factor sets were identified as unreliable as they did not have the 

Cronbach’s alpha values greater than 0.6. Based on the analysis, out of 7 hypotheses 

tested, only exhaustion (H7) was found to have a significant relationship with female 

job inequality in Sri Lankan IT industry. Culture, location, attitude, influence, 

maternity leave and family were not found to have any significant relationship. 

Moreover, when looking at the results found out from demographic data analysis, 

few points could be identified. When considering the age category, most were from a 

younger female crowd aged 25- 29 years. The reason for this could be because this 

crowd was more approachable during the distribution of the survey questionnaire. 

Almost half of the survey respondents are employed in software development and 

only a handful are employed in security, database, system and network 

administration. More than half of the respondents have bachelor’s degrees in their 

respective fields. It can be identified that a lot of females are well educated in IT in 
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Sri Lankan education system. The percentage of males in the respondents IT 

departments is very high. Most of the results have occurred in more than 60% male 

dominated environments. Hence, it can be concluded that there might be reasons 

behind those types of choices by the organizations. The marital status has taken a 

half–half scenario where almost half of the respondents were single while the other 

half was not. Out of the married/divorced or widowed population, more than half of 

them, do not have any children.  

5.2. Research Limitations 

The sample population was biased on gender as only females were considered, age as 

there was a higher participation from the younger crowd, field of work as most were 

from software development and marital status as most respondents were single. 

Ranges in salary or wages were not considered. The study only targeted the female 

perspective not the male perspective. Thus, there might have been different opinions. 

Only a survey questionnaire was used for the study. More accurate results could have 

been achieved if an interview + survey approach was taken.  

5.3. Future Work 

An interview approach would have given more accurate insights. Then the results 

will not be biased. An extended research could be done to identify the reasons why 

the male ratio in the IT departments of the respondents’ organizations was high. 

Also, more research could be done to find out why only fewer females are employed 

in database, network and system administration side compared to software 

development side in IT.  
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Appendix A: Output of Graduates by Higher Educational 

Institution and Major Academic Programme: 2016 – 2017 (Sri 

Lanka University Statistics, 2017) 

 

 

  

Table 0.1: Output of Graduates by Higher Educational Institution and Major Academic Programme: 2016 – 2017 
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Appendix B: Survey Questionnaire 

Survey on Factors Influencing Female Job Inequality in Sri Lankan 

IT Industry 

1. Age 

o 40 years and above 

o 35-39 years 

o 30-34 years 

o 25-29 years 

o 20-24 years 

 

2. In which of the following IT field do you work/have you worked?  

o Software Development 

o Quality Assurance 

o Business Analysis 

o Project Management 

o Network Administration 

o Systems Administration 

o Database Administration 

o Security 

o Other (Please indicate) 

 

3. How many years of experience do you have in the IT industry? 

o More than 10 years 

o 7 - 10 years 

o 5-7 years 

o 3-5 years 

o Below 3 years 
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4. Previously, at how many organizations have you worked?  

o 1  

o 2  

o 3  

o 4 or more 

o This is my first job 

 

5. What is your highest education level?  

o Diploma 

o Bachelor’s degree 

o Master’s degree 

o Doctorate 

o Professional qualifications 

 

6. What is the male to female ratio at your organization’s IT department?  

o 80% - 20% 

o 70% - 30% 

o 60% - 40% 

o 50% - 50% 

o Other (Please indicate) 

 

7. Marital Status  

o Single 

o Married 

o Widowed 

o Divorced 

 

8. If married/divorced/widowed, how many children do you have? 

o none 

o 1 

o 2 

o 3 

o 4 or above 



53 
 

How would you rate following statements 

Strongly Agree  Agree  Neutral Disagree  Strongly Disagree 

9. I have left organization/s because I faced a gender inequality situation 

10. My culture has/had an impact towards my behavior at my workplace 

11. The location of the workplace should be a convenient place for me 

12. I tend to get exhausted physically and mentally because I’m unable to have my 

work/life balance 

13. Positive and negative influences of individuals and cultures have affected my 

behavior in my career 

14. My attitude has positively helped me to work with my coworkers  

 

15. After coming back from maternity leave I was treated differently at work 

o Yes 

o No 

o Somewhat 

o Not relevant 

 

16. I have difficulties in work/life balance with the following (choose all that apply) 

 Husband 

 Parents/in-laws 

 Children 

 Other 

 None of the above 

 

How would you rate following statements 

17. When I chose my field of study, I considered about the fact that I’m a female and 

choosing a field a female can do 

18. I chose my career as per my wish 

19. My decision of career choice was affected by others (parents, friends, peers etc.) 
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How would you rate your job and organization (compared with your male 

coworkers) considering below statements 

20. I experience discrimination when working with my male coworkers 

21. I don’t experience discrimination when working with my male coworkers 

22. I am not treated equally as my male coworkers are 

23. My work is not appreciated equally as my male coworkers’ work 

24. I am well motivated to do my job as my male coworkers are 

25. I am equally and fairly mentored as my male coworkers are 

26. I have enough support from my male coworkers when doing my job 

27. I am more pressurized than my male coworkers while doing my job 

28. I have difficulty in maintaining persistence at work 

 

Rate the following factors considering your economy  

29. I am paid equally as my male coworkers in same grades having same 

designations 

30. For the same level of performance, I am equally rewarded as my male coworkers 

are 

31. I experience inequality at my workplace but I am holding on to it because I have 

economic reasons  

32. There are government policies established to eliminate gender inequality in Sri 

Lanka 

33. I am aware of the government regulations about gender inequality in Sri Lanka 

34. Political personnel/parties have shown their interest to mitigate situations of 

gender inequality in Sri Lanka 




