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There are myriad opinions around the corporate gender divide. There is no doubt that 
there are more male executives, especially in the technology Sector, holding top 
positions with fat salaries than the women doing the same A recent Harvard study of 
workplace ambitions showed fewer women aspire to top positions than men. 
Childcare and family responsibilities, both of which women have been criticised for 
prioritising over their work lives – are basic realities that do exist and even may lead 
to the conclusion that men will be more dedicated to the professional demands of a 
company in comparison to women who have a home to run. Also the maternity leave 
periods often become gaps in women’s career roadmaps. As long as there are biases 
& stereotypes that women will always prioritise family life over their jobs, women 
gaining positions of real power on the corporate ladder is going to be slow. The Study 
attempts to reveal Gender barriers as a major challenge faced by the women 
technocrats and also to enlighten the differences.. This is an effort to align the career 
trajectory of women against the stereotypical, imaginative conclusions of the society. 

KEY WORDS:Gender Barriers, Career, Problems of Women 

Introduction 
India has more working women than does any other country in the world. Of the 
entire workforce of 400 million, 30-35 per cent are female, and of these women, only 
20 per cent work in urban India. This figure can largely be attributed to the growth of 
the IT industry, which is one of the largest recruiters of a qualified workforce in 
recent times. While this industry itself has been a beacon in championing diversity 
and gender initiatives, few companies have taken stock of how successful these 
programmes have been and what the road ahead should look like. Despite the number 
of political and industrial forums, mandated Government policies, and widespread 
discussion in the media, the issue of gender bias continues to remain largely 
unresolved. Often regarded as a woman’s problem, this issue will remain unresolved 
if we as individuals, society and the nation as a whole do not acknowledge that this is 
everyone’s problem. We must change our perception if we are to truly integrate 
women into the workforce in India. And to be able to do so, we need a deeper 
understanding of the gender barrier issues linked to their causality.  

During this century women have been entering the labour force in large numbers. The 
percentage of married women in the labour force increased from almost 31% to 59%. 
More married women are now in the labour force and the face of the South Indian 
family has changed. The number of traditional families with the husband as sole 
provider is decreasing. Very few women quit their job either during or after 
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pregnancy. It has been estimated that around $100 billion dollars are lost annually 
because of trained and experienced women workers being absent from work on 
personal grounds.  

 Studies found men had an average of 34 hours free time per week, women in 
full time house-hold had 32.6, and employed women had 14.5 hours per week, Many 
Indian women feel the concept of leisure time is irrelevant in the existing 
circumstances. 

  The change in the pattern of work and the concept of the workplace 
after the industrial revolution in the second half of the 18th century, gave a new 
dimension to the concept of Work-life balance. As time progressed, nuclear families 
increased. A later change was the fading away of the "ideal home" in which the 
earning member's spouse took care of the home. With improved education and 
employment opportunities today, most homes are the ones in which both parents 
work, because of necessity and the desire to augment incomes. 

 Various studies reveal that in a woman’s life the crucial phase is 23 years to 
38 years. The demand for time is such that if women cannot prioritize between family 
and work, drop-out is sure to happen. From the term “Life cycle Diamond” one can 
infer that when born, male and female child are equal & similarly they are equal at 
end of the life. However, the most divergent part is the age between 23 Years to35 
Years. This crucial phase is where men concentrate on career while women are drawn 
into marriage-child-family web. Working through this phase with better support from 
family and society, will make women more energetic. Beyond 35 years, they will 
have time and effort to be spared for work and contribute to Nation’s economy. 

Review of Literature: 

Schwartz (1989) in his article, ‘Management, Women and the New Facts of Life’ in 
the Harvard Business Review says, "Male executives place every working woman on 
a continuum that runs from total dedication at one end to a balance between career 
and family at the other. What women discover is that the male corporate culture sees 
both extremes as unacceptable. Women who want the flexibility to balance their 
family and careers are not adequately committed to the organization. Women who 
perform as aggressively and competitively as men are abrasive and unfeminine. Not 
to mention bad mothers!" 

Ochse (1991) in his article on "Why there are relatively few eminent women creators', 
when it comes to high-quality professional work there is often a direct conflict 
between maternity and career in those years (25 to 40) when creativity tends to peak 
in many fields which might reflect in their performance and advancement. 

Grant.N.B.,(1998) in his paper on the Woman Soldier – Manager citing a 
management study (reference not mentioned) found that women do a better job than 
men in 28 of the 31 key management categories, including keeping productivity high 
and generating ideas, but they do poorly in handling their frustrations. The thirty-one 
areas of management ability surveyed were broken down into seven categories, 
problem-solving, planning, controlling, managing self, managing relationships, 
leading and communicating. While women did better than men in 25 out of the 31 and 
excelled by a wide margin 25, they were behind in key area, namely, self-promotion. 
The study concluded that women need to be more assertive in demanding recognition 
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for their efforts. Men will not give them this on a platter whether in the service on in 
industry. 

Fountain (2000) of Harvard University, conducted a study on “Constructing the 
information society: women, information technology, and design” in which the 
following points are discussed. Women have traditionally managed well under 
working conditions. Women are the predominant users of information technology in 
the workplace. In 1997, 56.5% of women and 44.1% of men used computers at work. 
While the timing for increasing women’s participation in information technology 
fields appears propitious, the brief survey of participation rates presented in this paper 
makes clear that the current supply of women as potential designers of IT is 
alarmingly low. Further, although women have made significant strides in several 
fields — notably in the natural sciences — their participation in engineering, 
mathematics, and computer science remains persistently low. Any attempt to 
strengthen the representation of women in design requires increasing the numbers of 
women in these educational pipelines. Based on the unanticipated and strong societal 
impact women have had on other disciplines, it seems reasonable to hypothesize that 
stronger representation of women in information technology will have a deep 
influence on technology outcomes and processes. 

Research Questions: 

Gender Barriers still exists in the Information Technology Sector or not? 

Pay packages differ with Gender-Is that true? 

Gender barriers play a significant role in career development-Is that true? 

Research Design: Qualitative Research methodology is used for the study. A Semi-
structured Interview and focussed group discussions are used to collect data as it 
allows for rich data, thorough responses and analysis of ground realities. 

Sample Populations:  Sample size was 60 from 5 IT companies chosen by Random 
Sampling Method.  

Participants Profile: All the participants were married, in the Age group of 28-42 
years, working in the mid -career stages.  

Data Analysis and Results:  

Gender Barriers still exists in the Information Technology Sector or not? 

Out of 60 participants 49 respondents (81.6%) of them felt that gender barriers still 
exists in the IT Sector while the remaining 10 respondents(16.6%) felt that it is not so 
and one of them expressed that they are not sure about the statements.  
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Pay packages differ with gender 

It is understood from all 
no difference in pay with regard to gender. But the structural barriers prevent the 
women in Information Technology Sector 
assignments which will help them to earn extra income (bonus)
case for men. Sabatical leave issues were discussed as part of the FGD’s.

Gender barriers play a significant role in career development

Out of 60 respondents 53 (88.3%
role in career development. Major bar

Uninformed/unplanned extended work hours, Competing with the unmarried and the 
younger colleagues in the no. of hours spent in the off
of commitment by the authorities, emotional acceptance of an younger less 
experienced male colleagues being over projected
balance issues etc. This
discrimination towards pregnant female workers, female employees are passed over 
for promotion in favour of more junior, less
Hence it is interpreted that gender barriers play a significant role in career 
development. 

Conclusion: 

Encouraging gender sensitive leadership, due recognition, Scaling up with due credits 
in appraisals will bring more confidence to the women in overcoming gen
and hold a rightful position in the society. Married women with children really face a 
difficulty in their career trajectory due to the dual responsibilities, which does not 
mean that they strike a compromise in
in leadership positions /Management Positions will solve this issue to a greater extent. 
Work Culture and responsibilities should be mutually supportive to each other so that 
employee satisfaction will result in the best performance irrespecti
the duty of the management Authority to deal with the issues of gender barriers with 
sensitivity and understanding.
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employee satisfaction will result in the best performance irrespective of Gender. It is 
the duty of the management Authority to deal with the issues of gender barriers with 
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