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5.1 Conclusion and implications

The purpose of this research was to study the factors that motivate 1T professionals in Sri
Lanka, under consideration of individual characteristics. In this research Herzberg’s two-
factor theory and Hackman-Oldman job characteristics model were used to evaluate research
objectives. In addition to that this study provided an opportunity to study and understand the -
factors that motivate IT professionals in the software development company in Sri Lanka.
This study aims to provide IT managers in Sri Lanka with current view of the motivational
needs of their IT professional, and with some recommendations for satisfying those needs in

order to increase productivity.

This study confirmed that most of the hygiene factors which were defined by Herzberg’s
theory, moved towards the motivation direction while most of the motivation factors which
were defined by Herz__berg’s theory-become less important. motivation-factors. This situation
implied that order of finding of this study was not equivalent with order of finding of initial
Herzberg’s theory. ln‘ovcrall, the achievement was the highest ranked factor in current study
and advancement was the lowest ranked factor. According to the groupings, the achievement
was the highest ranked factor across most of groupings. Meanwhile advancement was
consistently lower ranked factor across all groupings except managers. That means regardless
demographic grouping and number of employees in the company, higher ranking factors and
lower ranking factors in the Herzberg’s theory were ranked same in the current study with
little variation pattern. It implied that importances of IT professional’s needs are similar
irrespectively of demographic groupings and number of employees in the company in Sri
Lanka. IT managers/employers need to pay special attention with factors ranked higher and

lower when designing jobs and motivating IT professionals.

In overall results of the study confirmed that task significance factor has contributed for the
most preferred job characteristics factor meanwhile feedback has contributed for the less
preferred job characteristics factor according to factors in Hackman-Oldman job

characteristics model. In addition to that skill variety was ranked as second lower factor.
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According to the groupings, similar pattern exist with little variation. Especially when
number of employees in the company becomes larger with respect to the number of
employecs; task significance was ranked as the lowest factor even though it was ranked &;s
the most preferred job characteristics in overall ranking and most of the other groups.
Therefore when company becomes larger with respect to the number of employees,
managers/employers need to critically evaluate this factor as well. Apart from that outcome
of this study indicated that feedbacks and skill variety are very little in the software company
but giving special attention to those arcas, work motivation can be improved significantly in

IT professional’s since they prefer continuous feedback and skill variety in their job.

When comparing motivational potential scores of two-factor theory and job characteristics
model with demographics grouping and number of employees in the company, variation
patterns were almost similar. This study confirmed that most effective work motivation
method for IT professionals in Sri Lanka was job characteristics rather than their personal

needs.

5.2 Further research areas

Motivation is a continual process and needs to be sustained and developed as individual and
organizational factors change over time. It may be of interest to have a continuous view of
what motivates the IT professionals and provides them with satisfaction. Furthermore, it may
be interesting to compare the received results with similar surveys done in the same industry.
Unfortunatcly, such data is not accessible in Sri Lanka, therefore, it may be rccomnw_ndcd to
do a new survey within the reasonable time frame in order to determine the degree of job
satisfaction and to figure out the factors, which are valued and lacked by the respective
subgroups towards their work motivation. A comparison of the surveys may provide the IT
Company with useful information about the success or failure of changes .regarding the work

and the development in the job satisfaction of the IT professionals.

This study is an attempt to understand profile of motivation factors of IT professionals.
However the study scope could be broadened to include larger number of softwarc

companics and IT professionals with different demographics profiles.
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Appendix Ay

Questionnaire for MBA Research
Study of factors that motivate IT professionals in Sri Lanka

Dear Sir/Madam,

I am a postgraduate student of Moratuwa University, engaged in a research study on the
“Study of factors that motivate IT professionals in Sri Lanka” as a partial fulfillment of the
Master of Business Administration (MBA in IT) degree program.

This questionnaire is a part of the research study. I would appreciate if you could spare 10
minutes of your precious time to fill the questionnaire.

Information contained in this questionnaire will remain completely confidential and be used
solely for the academic purposes. Further, I am not requesting you to provide your name,
company name cte, as [ want to assure your anonymity.

Thank you.
K.M.1.M. Kumara (manoj kumara@hotmail.com)

Please indicate following experience with respect to the current employer by answering the questions.

, Questionl
In this part you arélasked (o describe actusl situation at work incolumn (a) considering
under mentioned personal needs, whereas-in column (b) you are asked to indicate how
satisfied/dissatisfied you are with the respective personal needs.

Please mark the appropriate box, which is the most accurate description of actual situation
at work and your level of satisfaction/dissatisfaction with the respective personal needs
considering current job in the current company by answering following questions.

Please note the followings:

4 — Very high 3 - High 2 - Low 1 - Very low

A — Very satisfied B - Satisfied C- Dissatisfied D - Very dissatisfied
(a) Describe actual (b) Your satisfaction. ‘

To what extent do you feel that situation at work . '
Very Very Very Very
high low satisfied dissatisfied
4 1 A D

1.1 you can successfully complete the
assigned tasks of the job?

B C
1.2 you have been recognized by
peers/supervisors for your D D D E]
performance and competence that
you have been put to use on the
job?

O |
.
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To what extent do you feel that

(a) Describe actual
situntion at work

(b) Your satisfaction

Very Very Very Very
high low satisfied dissatisfied
4 3 2 1 A B C D
1.3 work related tasks are challenging? D D [_—_] D D D [:] D
1.4 work related tasks are interesting? D D D D D D D
1.5 work related tasks are meaningful? D D D [:] D D D D
1.6 | work related tasks are creative? L__l [] D D D D D L__]
1.7 | you are able to make job related
dedications with minimum D D D D I:l D D D
supervision?
1.8 you get promotion in the
hierarchy/improvement in the D D D D D D D D
professional status?
1.9 you get opportunities to develop
your competence? D D D D D D D D
1.10 | you are comfortable with company
procedures and rules of doing D D D D D D I:l D
things? : ,
1.11 | you get guidangefsupport from your
supervisor to petform the tasks of D D D D [:] D D D
the job? e
1.12 | you are comfortable with 'your
interpersonal relationship with L_—] D D D D D [:] D
supervisor?
1.13 | you are comfortable with your
interpersonal relationship with your D [:] D D D D D D
peers?
1.14 | you are comfortable with your
interpersonal relationship with your D D D D D D D D
subordinates?
1.15 | you are provided with necessary
_physical working conditions such as D D D D D D [:I . D
light, temperature, furniture, space, '
tools to perform your job
successfully?
1.16 | you are remunerated fairly? D D D D D D D ' D
1.17 | your work life make you feel more ‘
comfortable in your personal life? D D D D D D D D
1.18 | you are comfortable as a person
being an IT professional? D D D D D D D D
1.19 | you are comfortable in your current '
position in the society? D D l:] D D D D D
1.20 | secure in your position in your D [:] l:] D EI D D D

company in terms of layoff?
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Question 2

In this part you are asked to describe actual situation at work in column (a) considering
under mentioned_job features, whereas in column (b) you are asked to indicate how

satisfied/dissatisfied you ure with the respective job features.

Please mark the appropriate box, which is the most accurate description of actual situation
at work and your level of satisfaction/dissatisfaction with the respective_job features
considering current job in the current company by answering following questions.

Please note the followings:

5 - Very high 4 — High
A = Very satisfied B - Satisfied
E - Very dissatisfied

3 — Moderate

C - Moderate

2 - Low

l - Very low

D - Dissatisficd

To what extent does your job

(a) Describe actual
situation at work

(b) Your satisfaction

Very Very
high low

S 4 3 2 1

Very Very
satisfiod dissatisfiod
A

D E

2.1 | require you to use-several skills
and abilities that you have?

Lid Eedel &IDk

2.2 | allow you to complete an entire
piece of work from beginning to
end?

0O O

2.3 | interest for you?

ODoOooOgo

2.4 | has a meaning or importance in
the company with respect to the
task that you perform?

oooog

2.5 | give you freedom /independence
to decide (on your own) how and
when the work is done?

Oooodn

2.6 | itself provide you information

about your work performance/
effectiveness

Oooof

2.7 | has a built-in mechanism for you
to receive information about your
work performance from
peers/superiors?

Oooogd

Ol ol ol olgl oo
ol ool ool oo -
0 oo oo oo-
0 ol ol ool oo
o ol o ool oo
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Question 3
General Information
3.1) Your age: | [J28orbelow []29-32  []33-36 (] More than 36
3.2) Your gender: [_] Male [] Female
3.3) Your civil status: [ ] Single [] Married [ ] Divorced [_] Widowed

3.4) Your highest educational qualification: [_] Graduate (] Post Graduate
[] Other (Please specify) = oo,
3.5) Your highest professional qualification:
Please specify (BCS, ACS, IESL, IEE €1C.) i~ oo,
[] Fully Qualified ] Partially Qualified [_] Other (Please specify) S

3.6) Your designation in the company: [_] Manager ] Programmer
[[] Technical [] Consultant [ ] Other (Please Specity) i- co..covrrrrrrerrrerenss

3.7) Years of service".you have ifithecurrentl CE Com pany:
[J Less than2 24 [l 5-7 ] More than 7

3.8) Years of total service you have in the IT field:
[] Less than 4 []4-7 []8-11 ] More than 11

3.9) No of employees in your company:
[] Less than 50 [} s0-100 [CJ101-200 [] 201 -500

(] 501-1000 (] More than 1000

I am most grateful for your contribution to my research.
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Table B.1 Sample profile without combining small number of observation

Demographics factors Count
ge 28 or below 77
29-32 51
33-36 24
More than 36 7
Gender Male 118
Female 41
Civil status Single 88
Married 71
Divorced 0
Widowed 0
Educational qualification Graduate 142
Post Graduate 17
Others 0
Designation Manager 15
Programmer 124
Technical 8
Consultant 12
Others 0
Sepvite in current-company Less than'2 60
2-4 44
5-7 42
More than 7 13
Total service in IT field Less than 4 76
4-7 62
8-11 20
More than 11 1
No of employees Less than 50 26
50-100 9
101-200 17
201-500 95
501-1000 0
More than 1000 12
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Table B.2 Overall ranking of Herzberg’s factors according to descending order of motivation

Rank Herzberg's factors Motivator (%) Hygiene (%) | Neutral (%)
1 Achievement 95.6 1.9 2.5
2 Relationship with peers %49 | 1.3 38
3 Relationship with supervisor 93.0 5.7 1.3
4 Relationship with subordinates 91.6 3.5 4.9
5 Status 90.5 1.3 8.2
6 Responsibility 85.6 11.3 3.1
T Working condition 84.3 11.3 4.4
8 Supervision 81.7 14.5 38
9 Recognition 76.6 16.4 7.0
10 Company policy & administration 73.6 21.4 5.0
11 Work itself 72.9 17.0 10.1
12 Security 71.8 15.4 12.8
13 Personal life 64.3 25.5 10.2
14 Salary 60.7 34.2 5.1
15 Growth 60.2 35.4 4.4
16 Advancement 30.2 55.3 14.5

University of Moratuwa, Sri Lanka.
Electronic Theses & Dissertations
www.lib.mrt.ac 1k
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Table B.3 Percentage value of Herzberg’s factors with respect to age and gender

Age Gend
28 or below 29-32 33 or more Male Female
Neutral Neutral Neutral Neutral Neutral
Herzberg's factors | Motivator (%) | Hygiene (%) (%) Motivator (%) | Hygiene (%) (%) Motivator (%) | Hygiene (%) (%) Motivator (%) | Hygiene (%) (%) Motivator (%) | Hygiene (%) (%)
Achievement 96.1% 2.6% 1.3% 94.1% 2.0% 3.9% 96.8% 0.0% 32% 94.1% 2.5% 3.4% 100.0% 0.0% 0.0%
Recognition 81.6% 13.1% 5.3% 74.5% 13.7% 11.8% 67.8% 29.0% 3.2% 76.9% 15.4% 7.7% 76.0% 19.5% 4.5%
\Work itself 75.3% 14.3% 10.4% 74.3% 19.8% 5.9% 64.5% 19.4% 16.1% 70.3% 19.5% 10.2% 80.4% 9.8% 9.8%
Responsibility 84.4% 13.0% 26% 84.3% 11.8% 3.9% 90.3% 6.5% 3.2% 83.1% 12.7% 4.2% 92.7% 7.3% 0.0%
vancement 38.9% 48.6% 12.5% 20.4% 63.3% 16.3% 25.8% 58.1% 16.1% 25.2% 59.1% 15.7% 46.0% 43.2% 10.8%
Growth 67.1% 26.3% 6.6% 62.8% 33.3% 3.9% 38.7% 61.3% 0.0% 56.8% 38.1% 51% 70.0% 27.5% 25%
ICompany policy &
ladministration 81.8% 14.3% 3.9% 58.8% 35.3% 5.9% 77.4% 16.1% 6.5% 67.8% 27.1% 5.1% 90.2% 4.9% 4.9%
Supervision 89.6% 6.5% 39% 74 0% 19.6% 6.4% 74.2% 258% 0.0% 78.9% 16.9% 42% 90.3% 7.3% 24%
Relationship with {
supervisor 94.8% 5.2% 90.0% 8.0% 2.0% 93.6% 3.2% 3.2% 92.3% 6.0% 17% 95.1% 4.9% 0.0%
% 5 S
Relationship with psers 98.7% 1.3% 90 z;{ T ]ugp]“t:ﬁ@}u 3 NTSYFLTYV S .‘\N OI 114868} 42% 95.2% 2.4% 24%
R l . hipwith o EOERTTY W B A R L gy N W Wy W oo L wp BROETTE BN = )
subordinates 95.5% 3.0% 89.4% 2.1% 8.5% rh85.8% T4  yie 7.1% 90.5% 38% | 57% 94.6% 27% 27%
Working condition 88.3% 7.6% a0 JCGHOTHEL | BSGSCS &L IISSCTLAMIONS | sin | sson | 1w | 24%
Salary 67.5% 27.3% 46.0%_ 1 _ 48 0% 1 :1.6.0% 67.5%. 11.29.0% 3.5% 58.1% 368% | 51% 68.3% 26.8% 45%
Personal life 67.4% 20.8% 50 o“M 40.5% 11 L‘!o J«:!L Laﬂ*" hﬁa 3% 6.7% 62.1% 27.6% 10.3% 70.7% 19.5% 8 8%
|
Status 90.9% 3.9% 5.2% 84.1% | 59% 10.0% 803% | 68% 12.8% 83.0% 68% | 10.2% 97.6% 0.0% | 24%
T 1 |
Security 81.8% 7.8% 10.4% 60.4% i 25.0% 14.6% 641% | 19.4% | 16.5% 67.6% 17.9% | 145% 84.6% 77% | 17%
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Table B.4 Percentage value of Herzberg’s factors with respect to civil status and designation
Civil status Designation
Single Married Manager Programmer Technical Consultant
Motivator | Hygiene | Neutral | Motivator | Hygiene | Neutral | Motivator | Hygiene | Neutral | Motivator | Hygiene | Neutral | Motivator | Hygiene | Neutral | Motivator | Hygiene | Neutral
Herzberg’s factors (%) (%) (%) (%) (%) (%) (%) (%) (%) (%) (%) (%) (%) (%) (%) (%) (%) (%)
Achi t 955% | 34% | 1.1% | 958% | 00% | 42% | 933% | 00% | 67% | 952% | 24% | 24% | 100.0% | 0.0% | 0.0% | 1000% | 00% | 00%
Recognition 828% | 126% | 46% | 69.0% | 21.1% | 99% | 866% | 67% | 67% | 748% | 187% | 65% | 62.5% | 125% | 25.0% | 917% | 83% | 0.0%
Work itself 76.1% | 15.9% | 8.0% | 68.8% | 18.3% | 12.9% | 800% | 200% | 00% | 71.0% | 18.5% | 10.5% | 87.5% | 0.0% | 125% | 750% | 83% | 16.7%
Responsibility 875% | 91% | 34% | 83.1% | 14.1% | 28% | 867% | 133% | 00% | 847% | 12.9% | 24% | 87.5% | 00% |125% | 917% | 00% | 83%
|Advancement 349% | 494% | 157% | 24.7% | 62.3% | 13.0% | 64.3% | 286% | 7.1% | 26.7% | 58.3% | 15.0% | 429% |[57.1% | 00% | 182% | 54.5% | 27.3%
Growth 644% | 276% | 8.0% | 54.9% |451% | 00% | 533% | 467% | 00% | 602% | 341% | 57% | 625% |37.5% | 00% | 667% | 333% | 00%
Company policy & administration | 72.7% | 19.3% | 8.0% | 747% | 23.9% | 1.4% | 53.4% | 33.3% |13.3% | 76.6% | 194% | 40% | 625% |375% | 00% | 750% | 167% | 83%
Supervision 841% | 11.4% | 45% | 78.9% | 18.3% | 2.8% | 796% | 135% | 6.9% | 83.1% | 13.7% | 32% | 87.5% | 0.0% | 125% | 66.7% | 333% | 0.0%
Relationship with supervisor 920% | 80% | 00% | 944% | 28% | 28% | 100.0% | 00% | 00% | 935% | 57% | 08% | 100.0% | 00% | 0.0% | 750% | 167% | 8.3%
Relationship with peers 94.4% | 11 45% | 95%r| 14% | 29%.4 86.5% fn Q% | 68% | 960% | 08% I 32% | 109.0% | 00% | 00% | 91.7% | 00% | 83%
Relationship with subordinates 937% | 2. % | 88 M mﬁf ezrssll—}s AQ 4 /el rﬂtuﬁyﬂ 2@1 1 51«% 18! 34 00% | 00% | 875% | 125% | 0.0%
Working condition 84.0% | fi o) | se ] oo la2 s A5 AL 1A% A 10901 BBWE | 12 1%.4 £9% L 100Q% | 00% | 0.0% | 834% | 83% | 83%
Salary 66.0% se 3% 1 Yo Ao 1Nt ool 1) N e I [ s00% [ oo% | 750 | 167% 8.3%
Personal life 62.1% | 2 % | 6T AR rRRETAr 13 1@ 65.8% | 23.6% | 10.6% | 500% | 37.5% | 12.5% | 83.¢% | 83% | 83%
Status 90.9% | 34% [57% | 81.7% | 70% | i1 139; “Faak T 67% 1200% | ee7% | 40% | 73% | 100.0% | 00% | 00% | 750% | 167% | 8.3%
Security 77.9% L_@%J 9.3% | 643% |- 17.1% | 60.0% | 133% | 26.7% | 736% | 157% | 10.7% | 87.5% | o 125% | S83% | 250% | 16.7%
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Table B.5 Percentage value of Herzberg’s factors with respect to current service and total service
Service in current pany Total service in IT field
Less than 2 24 § or more Less than 4 4-7 8 or more
Motivator | Hygiene | Neutral | Motivator | Hygiene | Neutral | Motivator | Hygiene | Neutral | Motivator [Hygiene | Neutral | Motivator | Hygiene |Neutral| Motvator |Hygiene| Neutral
Herzberg's factors (%) (%) (%) (%) (%) (%) (%) (%) (%) (%) (%) | (%) (%) (%) | (%) (%) (%) (%)
Achievement 95.0% 5.0% 00% | 97.7% | 00% | 23% | 94.5% 55% | 00% | 96.1% | 26% | 13% | 952% | 16% |32% | 952% | 00% | 4.8%
Recognition 833% | 150% | 17% | 814% | 93% | 93% | 655% | 236% | 109% | 88.2% | 92% | 26% | 622% | 23.0% |148%| 762% | 23.8% | 0.0%
Work itself 81.7% 50% | 13.3% | 81.8% | 159% | 23% | 564% | 30.8% |12.7% | 842% | 7.9% | 7.9% | 56.5% | 27.4% |16.1%| 810% | 19.0% | 0.0%
Responsibility 850% | 11.7% | 33% | 864% | 9.1% | 45% | 855% | 127% | 1.8% | 87.9% | 7.9% | 42% | 807% | 16.1% |32% | 905% | 9.5% | 0.0%
vancement 322% | 482% | 196% | 37.2% | 44.2% | 186% | 226% | 71.7% | 57% | 324% | 46.5% [21.1% | 284% | 63.3% | 83% | 286% |61.9% | 9.5%
Growth 729% | 186% | 85% | 66.0% | 295% | 45% | 418% | 58.2% | 0.0% | 733% | 20.0% | 67% | 50.0% | 46.8% | 32% | 428% | 57.1% | 0.0%
Company policy & administration | 83.3% | 11.7% | 50% | 614% | 34.1% | 45% | 727% | 218% | 55% | 803% | 158% | 39% | 645% | 290% | 65% | 76.1% | 19.0% | 49%
Supervision 88.3% 6.7% 50% | 77.2% | 205% | 23% | 782% | 182% | 3.6% | 84.0% | 10.7% | 53% | 79.1% | 17.7% | 3.2% | 808% | 19.2% | 0.0%
Relationship with supervisor 94.9% 3.4% 17% | 886% | 91% | 23% | 94.4% 56% | 00% | 933% | 40% | 27% | 903% | 9.7% | 00% | 1000% | 00% | 0.0%
Relationship with peers 96.6% 976% b 00% | 24% | 909% o #8% | 73% | 97.4% [ 43% |13% | 919% | 00% [81% | 950% | 50% | 0.0%
Relationship with subordinates 92.4% 59‘!)‘11 lec Sl.];)T QJ/O ng amWZQ@ bl;;l 15-4 a ,a.aa 34% | 6.9% .7% 0.0% | 5.3%
Working condition 88.4% % %5 A 235 A TFHL A A83%. | 8% e ) 5.3% I 3.9% 75,8% | 177% | 6.5% | 857% | 14.3% | 0.0%
satary 71.6% LACGILOTIG | NOSCS Oy IR SSCTLATIONS 1 o Too | 1o |00 | oon
Personal life 71.7% w0y rensv] ideanie e nlso A 19% | es4% | 211% | 105% | 557% | 328% |11.5%| 750% | 20.0% | 5.0%
Status 90.0% 865.3% || 23% | 114% | 836% | S5% ]109% | 86.8% | 53% | 7.9% | 87.1% | 32% |o71% | sss% | 9% | 49%
Security 80.0% 74.4% | 16.3% | 9.3% | 52.3% | 18.5% | 26.8% | 78.9% | 13.2% | 79% | 61.1% | 203% |186%| 755% | 96% | 14.6%




Table B.6 Percentage value of Herzberg’s factors with respect to number of employees

No of employees
Less than 50 50-200 201-500 501 or more
Motivator | Hygiene | Neutral | Motivator | Hygiene| Neutral | Motivator | Hygiene | Neutral | Motivator | Hygiene | Neutral
Herzberg's factors (%) (%) (%) (%) (%) (%) (%) (%) (%) (%) (%) (%)

\Achievement 96.2% 3.8% 0.0% 100.0% | 0.0% 0.0% 94.7% 1.1% 4.2% 100.0% | 0.0% 0.0%
Recognition 72.0% 20.0% 8.0% 97.9% 2.1% 0.0% 73.5% 18.1% 8.4% 66.7% | 25.0% 8.3%
\Work itself 91.1% 7.7% 1.2% 92.3% 0.0% 7.7% 59.4% 28.0% 12.6% 65.8% 25.9% 8.3%
Responsibility 73.1% 26.9% 0.0% 88.5% | 11.5% |* 0.0% 88.4% 7.4% 42% 83.4% 8.3% 8.3%
\Advancement 20.9% 58.3% | 208% | 61.5% | 30.8% | 7.7% 24.2% 60.4% | 15.4% 216% | 69.3% 9.1%
\Growth 56.0% | 40.0% 4.0% 77.0% | 192% | 3.8% 56.8% 37.9% 53% 58.3% | 41.7% 0.0%
ICompany policy & administration | 50.0% | 46.2% 3.8% 84.7% | 11.5% | 3.8% 82.1% 13.7% 4.2% 333% | 50.0% | 16.7%
Supervision 77.0% 19.2% 3.8% 80.8% | 11.5% | 7.7% 85.5% 11.6% 2.9% 65.2% | 26.5% 8.3%
Relationship with supervisor 88.0% 12.0% 0.0% 96.5% 3.5% 0.0% 92.6% 5.3% 21% 91.7% 8.3% 0.0%

Relationship with peers

94 0% _38% *ly 924% I3R%A|_ 937% %% 4 2% | 989% | 1.1% | 0.0%

<D TVELSTY, Of Vioatuywa, Sri Lankd . T...

= l 2 a

Yoo s st e T hise pes s ¥ ¢ asrtadfnapess | 8% | 83%
; AN LTI UGS AL L0, 0 % 1 LLELL L

42 3% 50.0% 7.7% 73.1% 26.9% 0.0% 69.6% 26.1% 4 3% 32.3% 51.0% 16.7%

L4 T3 [ T F S rm = o —anr = =9

¥ | | |
30.7%%) ;‘W& i 2] ¥ > ]kﬂ% 720% | 183% | 9.7% 31.3% | 68.7% | 0.0%
T r
| 22% | 333%

Status 84.7% 3.8% | 11.5% 91.2% 1.1% 7.7% 87 4% |‘ 8.4% 4.2% 64.5%
|
|

Security 69.3% | 269% | 38% | 840% | 40% | 120% | 709% | 151% | 140% | 58.1% | 169% | 250%




Table B.7 Categorization of demographics factors with the job characteristics

Skill Variety | Task identity | Task significance | Autonomy | Feedback
Demographics
Age 28 or below 3.49 3.51 3.82 3.78 3.44
29-32 3.52 3.45 3.54 3.61 3.24
33 or more 3.42 3.61 3.69 3.65 3.26
Gender Male 3.46 3.45 3.69 3.72 3.29
Female 3.56 3.67 3.74 3.60 3.48
Civil status Single 3.53 3.60 3.78 3.77 3.41
Married 3.43 3.39 3.61 3.58 3.26
Designation Manager 3:57 3.27 3.53 3.50 3.35
Programmer 3.44 3.48 3.68 3.67 332
Technical 3.63 3.69 3.75 3.74 3.38
Consultant 3.71 4.04 4.15 4.08 3.56
IService in current|Less than 2 3.63 3.61 3.93 3.78 3.47
[company 2-4 3.39 3.55 3.62 3.60 3.26
5 or more 3.40 3.37 3.53 3.66 3.27
'Total service in IT|Less than 4 3.58 3.60 3.83 3.69 3.50
field 4-7 3.40 3.41 3.55 3.65 3.17
8 or more 3.40 3.50 3.71 3.79 3.25
No of employees [Less than 50 3.75 _> 60 . 37_7' »w ‘A3 56 3.01
oL - Ungiggrsrty’oﬁ“]ggioratirwa,ﬁgr Lanka.; 352
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Table B.8 Variation of MPSy; and MPS;y with demographics factors

MPSte1% | MPS,cm%

Demographics Mean Mean
Age 28 or below 45.61 38.63
29-32 3156 | 3451
33ormore | 3561 36.05
Gender Male 36.65 36.30
Female 46.37 38.24
Civil status Single 42.80 38.94
Married 34.63 34.15
Designation Manager 39.35 34.18

Programmer 3872 | 3599
Technical 40.43 39.32
Consultant 42.58 46.85
Service in current company Less than 2 46.58 40.64
2-4 39.15 34.10
5 or more 3106 | 3479

otal service in IT field Less than 4 45.27 _‘__35,4—9_‘*

4-7 3122 | 3365

8 or more 40.46 36.41
No of employees Less than 50 32.23 33.73
50-200 53.65 42.32
_ 201-500 [ 3896 | 3652
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