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Abstract. Studies related to communal support, work attitude, stress and job outcome have
been done individually in the past. But very less rather no attention was given to study the
interrelation between them specially with reference to gender. The Purpose of the study is to
explore the difference between male and female IT employees on four variables i.e., communal
support, work attitude, stress and job outcome. These four variables were further divided into sub
variables. communal support (supervisory support and team support), work attitude (organization
commitment and job satisfaction), stress (role ambiguity, role conflict and work overload) and job
outcome (turnover intention). Methodology: For the study, 138 IT employees were the participants
for the study. The survey data was analyzed using SPSS software to draw a meaningful conclusion.
4 Hypotheses were framed. These hypotheses were partially accepted and rejected. The findings
include that female enjoy a higher degree of supervisory support and role ambiguity. On the other
hand, team support, organizational commitment, job satisfaction, role conflict, work overload and
turnover intention were found to have no significant difference in gender.

Keywords: supervisory support, team support, organization commitment, job satisfaction,
role ambiguity, role conflict, work overload and turnover intention.
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INTRODUCTION

A report published in “The Economic Times” Feb 01 (2020), reveals that the Indian nation
has become $3 trillion economy in 2019. The report also highlighted that the per capital income of
Indians is expected to rise by 2025, as India will be one of the biggest and largest consumer markets
by the mid-21" century. In the list provided for fastest growing companies, apart from financial
services, Transport, Ecommerce, Technology, Agriculture, Energy, Health, Construction, etc. many
IT/IT enabled companies and BPO were also listed. This clearly indicates that India’s IT sector will
grow very fast.

India is always a hotspot for outsourcing because it offers ample advantage to the
companies. These advantages include cost effective, quality of work, technological efficiency, huge
amount of workforce, good communication skills, low labor cost and time zone advantage. More
than 80% of the US and European companies prefer the Indian market for outsourcing (Sarkar and
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Reddy, 2006). According to CBRE survey in 2017, over 75% of MNC'’s give preference to India for
outsourcing. The survey also revealed that, Banglore, Mumbai and Delhi NCR are the preferred
destination for outsourcing. Since the IT sector will further grow in the years to come, IT employees
will have extra burden of work which may lead to stress and other job issues.

According to NASSCOM report (2018) cited by Raghuram P. et. al., (2018)., direct
employees working in IT-BPM industry rose to 3.97 million. It was also revealed that there are a
greater number of female employees then men specially at the entry level. Also, they are more
qualified as compared to male employees.

India is a country wherein, mostly jobs are dominated by male. Most societies are run by
male and major role is also played by male only. Sectors like Steel, textile, and other manufacturing
units, jobs are occupied by men. This could be due to more physical work involved. However, when
it comes to service industries, again it is mostly occupied by men. When it specifically comes to IT
industry, men in not far behind. However, report from NASSCOM (2018) reveals to occupy more
job by female then male. The second reason for male to occupy more jobs is the gender gap. On
every 100 boys there are only 93 girls. Women include 48% of the total population in India. This
indicates a gap between male and female.

Therefore, it would be interesting to know that is there any favorable attitude for the
recruiting person towards the female. Do they get any hiring support? What will be the difference of
work attitude between a male and female employee? How these female employees deal with the
stress as compared to their male counterparts. Lastly it will be interesting to know the work
outcome of male and female employees.

LITERATURE REVIEW

Zainul et. al., (2020) conducted a survey on 250 employees working in service sector in
Malaysia. They concluded that social and communal support specially from supervisor and family
members significantly affect the outcome of the job. Narayan (2014) wanted to know the
organizational role stress in relationship with social support of industrial employees. Researcher
collected a sample from 100 employees from Tamil Nadu and concluded that a positive and
significant correlation exists between organizational role stress and social support. Hindes and
Andrews (2011) investigated the influence of gender on the supervisory relationship and found that
male supervisor show less relationship focus than the female supervisors. They also opined that
gender impacts the transparency and association one encounters in supervision. And also, male
supervisors rate speculative supervisees all the more contrarily when the supervisee is portrayed as
female than when the supervisee is male. Sell, Griffith and Wilson (1998) concluded that there is no
difference between gender and support from team. Both men and women get equal support from
their team irrespective of the gender of the immediate boss.

Gibbons, Wilson and Rufener (2006) investigated on gender role attitudes which includes
machismo and attitudes towards work adaptation. They opined that obviously men show more
machismo but they lack in attitude towards adaptation. Female have better attitude towards
adaptation. Sabastian (2013), interviewed 45 female and 45 male students to know the gender
difference in the attitude towards their work and found no significant difference between the gender
and work attitude. Kokubun and Yasui (2021), opined that male employee have higher organization
commitment then the female employees, this may be because male employees prefer to work with
higher autonomy and well-defined roles than co-worker’s support. Many studies related to Job
satisfaction has been done previously. Studies related to Job Satisfaction and gender were also
carried in past. The results were mixed in nature. Few studies show male have higher JS than
female and vice versa. There were studies which also concluded that there exists no significant
difference in gender and JS (Andrade, Westover and Peterson, 2019).

Dhanalakshmi, Kathiravan and Muthukumar (2019) conducted a study to know the impact
of work stress on employee performance in BPO sector. Their examination has shown high attrition
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rates, reduction in efficiency, incapacitated leaves, low satisfaction, bad quality services and
products, low communication and clashes are the vital results in work stress. Some of the outcomes
of work stress while nature of work, the work environment, work schedules & resources and
equipment have been found as major factors contributing to work stress. Prathyusha, Durgaprasad
and Reddy (2015) found that there exist moderate to high level of professional life stress among the
IT professional in Hydrabad. They interviewed 80 male and 70 female IT employees in the age
range of 22 to 42 years. However, stress between male and female employees, they do not find and
significant difference. Thomas, Krishna and Kumar (2019), conducted a cross sectional study in
Madhapur area of Hydrabad among IT professional. In their survey, 286 were males and 114 were
female employees. They concluded that females were more stressed than male colleagues. They
further concluded that out of 400 employees, 181 employees were having low stress, 134 employees
have moderate stress and 85 were having high level of stress. Role ambiguity and Role conflict
have a direct relation on gender (Boles, Wood and Johnson, 2003). Anitei, Chraif and lonita,
(2015), conducted a survey on 40 employees of a multinational company in Bucharest. The result
proves to have a positive relation between workload and burnout. There is likewise huge contrast
among male and female in workload and burnout, which implies females are portrayed by
essentially higher level of workload and burnout than male.

Khalid et. al (2009) tried to examine the relation between OCBs and turnover intention. 557
responddent were selected for the study. They revealed that gender moderates the relationship
between turnover intention and helping behavior and this relationship was stronger for female
employees as compared to male employees. Huwang and Kim (2017), found a significant negative
correlation between male gender role conflict and job satisfaction. Further, a positive correlation
was also found between male gender role conflict and turnover intention. They concluded that to
build work fulfillment and reduction the turnover goal of men in nursing, measures to lessen sexual
gender job struggle are required.

Hi: There is a significant difference between male and female employees of IT sector on communal
support i.e., supervisory support and team support.

H,: Work attitude i.e., organizational commitment and job satisfaction of male is higher than the
female IT employees.

Hs: There is a significant difference between male and female employees of IT sector on stress i.e.,
role ambiguity, role conflict and work overload.

Hj: Job outcome i.e., turnover intention of female is higher than the male IT employees.

PAPER OBJECTIVE

To explore the difference between male and female IT employees on communal support,
work attitude, stress and job outcome. In the light of above discussed literature, four hypotheses
were framed.

METHODOLOGY

For the present study primary data was collected from IT employees of Nagpur Region
(Maharashtra), India. Secondary information was collected from journals, books, website etc. For
this study data was collected using structured questionnaire. A total of 138 employees were selected
randomly. Four variables were used for this study. These four variables are communal support,
work attitude, stress and job outcome. These four variables were further having sub variables. These
sub variables were actually used for the study. The two communal support variables (supervisory
support and team support), two variables for work attitude (Organizational commitment and job
satisfaction), three stress variables (role ambiguity, role conflict and work overload) and one
variable of job outcome (turnover intention). Data was collected in April 2021. This data was
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converted into useful information using SPSS (version 23). Data was analyzed Reliability test and
correlation to draw useful conclusion.

RESULT AND DISCUSSION

In this section, the researcher will be discussing about the information collected. This
section will through light on all the four variables and its sub variable. Objective of the research and
hypothesis will also be discussed in this section. Conclusion will be draw based on the results.

Table 1

Gender of the respondents

Sr. No. Gender Frequency Percentage Cumulative Percentage
1 Male 62 44.93 44.93
2 Female 76 55.07 100.00

Source: Survey Result

Table above describes about the gender of the respondents. Majority of the respondents were
female (55.07%). It was observed that the IT sector is having more female employees than the male.
The reason can be female employees are more sincere, hardworking and well qualified.

Table 2

Reliability Test

Sr. Instrument No. of Cronbanch Alpha
No. Items

1. Supervisory Support 3 0.829

2. Team Support 4 0.681

3. Organizational Commitment 4 0.723

4. Job Satisfaction 26 0.891

5. Role Ambiguity 4 0.621

6. Role Conflict 3 0.733

7. Work Overload 3 0.934

8. Turnover Intention 3 0.859

Source: Outcome of Analysis of Data

Table 2 is of Reliability test. Reliability of data indicates the consistency with which
identical data can be generated by controlling the questionnaire repeatedly. Reliability is measured
through Cronbach's alpha. This value should exceed 0.6. Table above is evident that all the values
are well above 0.6, suggesting that the data collected is very much reliable and all the statements
used to measure the opinion of respondents about the respective constructs well explain these
constructs with the excellent degree of internal consistency.
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Table 3

Matrix of Correlation of Variables

e = . S > - kel
S | 2 | BB B S| & | 8| &5
) = 20 o = E N = = ) S=
Variables 3 2 2 g z SE 2 = S 3 Esg
> %5 = S E & < g X~ - =
7] & (=) o <2 o S
[ o © = & o =
SUpErvisory | 3 9815 | 2.8091 1
Support
Team Support | 4.0601 | 2.9812 | 0.113 1
Organizational | , 5145 | 56991 | 0.377%* | 0.362%* 1
Commitment
Job Satisfaction | 3.4508 | 5.0891 | 0.458** | 0.387** | 0.431** 1
Role Ambiguity | 5.6727 | 2.6578 | 0.351** | -0.349 | 0.211** | 0.301** 1
. i - ~ Kk - *x R
Role Conflict | 2.8795 | 3.1897 | -0.061 | o cce, | -0.177 0.167 0,021 %% 1
Work Overload | 3.1952 | 3.4679 | -0.189** | 0.109 | -0.166** | -0,093 0029 [ 0473 | 1
Turnover ) x - ) x ) ox - ) -
Intention 2.4761 | 3.5634 | -0.355 0360+ | "0-356 0.521 0159+ | 0000 | a0 1
**p,0.01 and *p,0.05

Source: Outcome of Analysis of Data using SPSS

Table 3 presents the result of correlation of Matrix. Above table reflects the correlation
among the variables. It was quite surprising to find that role ambiguity and is positively and
significantly related to organizational commitment and job satisfaction, and is negatively and
significantly related to turnover intention. Other relations are very normal can be found in many
literatures.

Table 4
T — Test

Variable Female Male
Mean SD Mean SD T value
Communal Supervisory 12.9712 2.0612 11.5698 2.7801 -3.713**
Support  Support

Team Support 16.9482 2.6185 16.1610 3.0891 -0.399

Work Organizational ~ 17.0459 2.6512 16.0681 2.8115 -1.167

Attitude  Commitment

Job 119.0729 3.6501 118.6916 3.3781 -0.659
Satisfaction

Stress Role 18.0141 2.1314 16.5642 2.8720 -2.341*
Ambiguity
Role Conflict 8.3109 3.0715 8.7979 3.0557 1.175
Work 8.9859 3.9156 8.8744 3.4237 1.241
Overload

Job Turnover 6.7891 3.3945 7.8857 3.6726 1.569

Outcome Intention

**p,0.01 and *p,0.05
Source: Outcome of Analysis of Data using SPSS
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Above table depicts the t- test to find the significance difference between the gender groups
in terms of variables of communal support, work attitude, stress and job outcome. Table is evident
that supervisory support is higher in case of female then male. As far as team support,
organizational commitment, job satisfaction and turnover intention is concerned, it was found no
significant difference between female and male groups. Role ambiguity was found to be higher in
female group. No significant difference was found between female and male groups in case of role
conflict and work overload.

Based on above discussion, researcher partial accept the H; hypothesis as supervisory
support is higher for females than male and no significant difference was found between gender and
team support. H, is rejected as no significant difference was found between male and female
employees for work attitude. Hs is partially accepted. Role ambiguity is higher for females and no
gender difference was found in case of role conflict and work overload. H4 is rejected as job
outcome is same for male and female.

Male and female are two different assets to the organization. There is a possibility that some
jobs are done well by male and some tasks are executed perfectly by females. Each gender has its
own style of performing his duty. Hence an interesting work was executed in a female dominant
service sector to understand gender difference on four selected variables. Based on the objective
hypothesis were also discussed.

This research tried to explore the gender difference on 4 selected variables i.e., communal
support, work attitude, stress and job outcome across gender. To arrive to a conclusion, researcher
has first done reliability test to check the reliability of the variable. All variables have passed a
minimum value of 0.6 (Nannally, 1978). Correlation of variables was done and finally T test was
conducted. Based on the results conclusions were drawn.

CONCLUSION

The researcher has carried out this research to know the difference between female and male
employees working in IT sector. The variables used for this study are communal support, work
attitude, stress and job outcome. Past studies have concluded that support from the team, work
attitude and job outcome have difference with respect to gender. However, the result of this study
contradicts it and concludes that, there is no gender difference in terms on team support, work
attitudes, and job outcome. It is also concluded that equal opportunities (as no significant manual
work in involved for both, men and women) are provided for men and women in the information
technology industry. This also depends on a person's cognitive abilities, and there is no cognitive
gender difference among IT professionals. Organizational attitudes are hospitable to professional
women in terms of rewards and recognition, allocation of resource, and quality of work life. This is
reflected in women’s experience of getting more communal support. The discovery of differences in
explanatory variables, such as role ambiguity between surveyed men and women, confirms early
research on gender differences. It is because women need to work hard and repeatedly perform
better than others to demonstrate their credibility, so it is higher in case of female employees. This
research contradicts previous researches on gender differences in supervisor support. It was found
that female get good supervisory support than male. As far as variables of stress (role conflict and
work-overload) is concerned, researcher did find any significant difference between male and
female.
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BIUVIMB I'EHAEPY HA KOJIEKTUBHY IHNIATPUMKY, BIIHOIIEHHA 10
POBOTH, CTPECHU TA PE3YJIBTATHU POBOTH

Sohail Imran Khan
Lebanese French University,
Erbil - Iraq

Metoro AOCHIDKEHHS € BHBUEHHS pO30DKHOCTEH MK dYonoBikamMu Ta >kiHkamu IT -
CIy’)KOOBIIIMH 32 YOTHpMa TlapaMeTpaMH, a caMe. KOJUIEKTMBHA IIJITPUMKA, BiIHOMIECHHS [0
poboTH, cTpec Ta pe3yabTar podoTu. Lli yoTupH BapiaHTH OyIu MOJIEHI JOCTIJKEHI 3 TOUKH 30py
HACTYITHUX CKJIQJOBHUX: KOJCKTHBHA MIITPUMKa (CYIEepBi3is Ta KOMaHIHA MiJTPHUMKA), BiTHOIICHHS
1o poboru (mpuBineiioBaHa opradizaimis Ta 3aJ0BOJCHHS poOouYoi pobOTH), CTpech
(HeBM3HAYCHICTD POJICH, KOHQIIIKTHI poJii Ta pododa meperpyska) ta pe3ylibTatd podoTu (Hamip
3MiHH Ka/IpiB). Y MUHYIHUX JOCHIPKCHHSX, TOB'SI3aHUX 3 CYCMUIBHOIO IiITPHUMKOI0, CTABICHHSIM 10
po0oTH, cTpecoM Ta pe3yiabTaTaMH POOOTH, AOCIIKEHHS HPOBOAMIINCS I1HAUBIAYaIbHO, aje
NPAaKTUYHO HE TMPOBOAMUIOCH BHMBUEHHS B3a€MOBIJTHOCHH, OCOOJIMBO Yy BIJHOUIEHHI Mmoiusd. Y
JOCTIKEHHAX NpuiHAM ydacth 138 IT-cniBpobiTHHKIB. JaHi mporno3ulii Oynu npoaHaiizoBaHi 3a
JONIOMOT 010 TporpaMHoro 3abesneueHHs SPSS, mo6 3pobutu BucHOBok. bymu cdopmosani 4
rinoresu, Aeski Oyau 4acTKOBO MPHUHMHATI Ta MOTPeOYIOTh MOJANBIIOTO TOCTiIKEeHHSA. BUCHOBKU
MoKa3aJy, 110 JKIHKK MaroTh OLJIbII BUCOKY CTEIiHb CYIMEpBi3ii Ta HEOJHO3HAYHY POJIb. 3 1HIIOIO
00Ky, TATPUMKa KOMaH/I, OpraHiaiiiiHa MpUBLUICHOBAHICTh, 3aJ0BOJIEHICTh POOOTOI0, POJILOBHIA
KOHQUIIKT, poboya neperpyska He iCTOTHO BUPI3HSAIOTHCS BUXOISYH 3 MOTTY.

KarouoBi cioBa: cycrnijgpbHa HiATPUMKA, MIATPUMKAa KOMaHAM, MPUXWIBHICTh OpraHizarii,

3aJI0BOJICHICTh POOOTOIO, JABO3HAYHICTH PO, KOHQIIKT pOJEH, MepeBaHTaXEHHS POOOTOIO,
TTUHHICTD.
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BJMUSHUE 'EHJIEPA HA KOJUIEKTUBHOM NMOJJEPXKKY, OTHOIEHHUE K
PABOTE, CTPECCBI U PE3YJIBTATBI PABOTbI

Sohail Imran Khan
Lebanese French University,
Erbil — Iraq

Lenp uccnenoBaHus - U3yYUTh PA3HUILY MEXKAY MyKUWHAMU U keHmHamMu U T-cnyxammumu
[0 YeThIpEM IapaMeTpaM, a UMEHHO: KOJUJICKTUBHAs MOJJEPKKA, OTHOLIEHHE K paboTe, cTpecc u
pe3yabTaT paboThl. DTH YETHIpe MEpeMEHHbIE OBLIM Janee paslesieHbl Ha COCTaBIIAIONIUE:
KOJUIEKTUBHAsI TOJJIEp)KKa (CymepBU3Ms W KOMaHJIHAas MOJAJEP)KKa), OTHOIIEHHEe K paboTte
(MIpUBEPKEHHOCTh OpPraHM3alUU M YIOBJIETBOPEHHOCTh pPabOTOI), cTpecc (HEOmpeaeneHHOCTb
poJieid, KOHGIUKT posiei U paboyas rmeperpyska) u pe3ynbTaT paboThl (HaMEpEeHHE CMEHBI KaJIpOB).
B mponuibix mccienoBaHUsAX, CBSI3aHHBIX C OOIIECTBEHHOW MOJICPIKKOM, OTHOIIEHUEM K paboTe,
CTpeccoM M pe3yiabTaTaMH pPaldOThl, MPOBOAMIUCH WHIAMBUAYAIbHO, MPAKTUYECKU HE YAENSIOCH
BHUMaHHE M3yYCHHUIO B3aMMOOTHOIICHUH MEXIy COTPYAHUKAMH, OCOOCHHO B OTHOIICHWH Moja. B
uccinenoBanuu npuHsum ydactue 138 UT-corpynuukos. JlanHble onpoca ObUTH TPOaHAIU3UPOBAHBI
C TOMOIIBI MporpaMMHoOro obecnedeHuss SPSS, 4roObl clienaTh HWTOTOBBIM BBIBOA. bbuin
chopMynupoBaHbI 4 TUNIOTE3bI, HEKOTOPBIE OBLITU YACTUYHO MPUHATH U HYKJAIOTCS B JaibHeHIIeM
UCCIIeIOBAaHUH. BBIBOJBI 3aKITIOYAIOTCS B TOM, YTO JKEHIIMHBI MMEIOT 0OJiee BBICOKYIO CTETCHb
CYNEpBU3UM U HEOJHO3HAYHOCThIO pojeil. C [pyrod CTOpPOHBI, NOJACPKKAa KOMaHJBbI,
OpraHM3alOHHAsl MPUBEPKEHHOCTh, YIOBIETBOPEHHOCTh pabOTOM, pojieBOM KOH(MIUKT, paboyas
neperpyska U HaMepeHHe CMEHBI MEepCOHala HE MMENH CYIIECTBEHHBIX PazIU4Mil MO MPHU3HAKY
noJia.

KuroueBble cjioBa: oOuIeCTBEHHas NOJJEPXKKA, MOJAEPKKA KOMAH[bI, IPUBEPKEHHOCTh

OpTraHU3alliH, YIOBIECTBOPEHHOCTh pabOTOH, JBYCMBICICHHOCTh pPOJH, KOH(IUKT pPOJIEH,
neperpys3ku paboToH, TeKy4ecTb
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