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1 Introduction 
Women make up 48% of all international migrants (IOM 2017).  In recent years there has 

been increasing interest in female migration as this proportion increased before falling back. 

The increase was due to the growth in the number of female labour migrants especially in 

order to work in so-called ‘less skilled’ feminised sectors such as domestic work and care. 

On the other hand, highly skilled migrants (HSM) are often assumed to be men. Women also 

play an important part in skilled migration (Raghuram and Kofman 2004) although their 

presence in these streams remains less visible. Given the trend in many countries to 

privilege highly-skilled migration in order to address the needs of a knowledge economy it is 

important to focus on gendered patterns in skilled migration. Between 1990 and 2010, 

there was a 130% increase to 28 million highly skilled migrants residing in OECD countries 

(Kerr et. al. 2016), with nearly 70% located within four Anglophone countries:  US, UK, 

Canada and Australia. Interestingly, in 2010, the stock of highly skilled women migrants was 

higher than the stock of highly skilled male migrants (Kerr et. al. 2016). Migration to 

feminised sectors such as nursing (Percot and Rajan 2007; Walton-Roberts 2012) and 

teaching account for some of this rebalancing (Ghosh and Chanda 2016).  

 

One key source country for highly skilled migrant labour is India (Kerr et. al. 2016). 

Significant numbers of Indian women skilled migrants take part in a range of sectors 

including medicine, nursing and teaching. However, one of the sectors which has become 

synonymous with India, and Indian skilled migration, is the IT sector where women too are 

an important, albeit, smaller part of migrant flows.  

 

Women in the IT sector have garnered significant attention both in India and when they 

move transnationally (Amrute 2016; Kou et. al. 2017a, 2017b; Radhakrishnan 2011; 

Raghuram 2004). Very often they are seen through their class position – as those who 

reproduce class privilege and in fact, accentuate it. However, there are three specific 

aspects in which existing research can be usefully augmented.  First, there are few studies 

which compare the position of men and women within the sector. A gendered analysis has 

often remained an analysis of women (Kou et. al. 2017a; Poster 2013; Radhakrishnan 2011). 

Secondly, none of the existing studies have explored gender patterns and experiences 

through systematic quantitative data analysis (Amrute 2016; Kou et. al. 2017a, 2017b; 

Radhakrishnan 2011). Rather they have drawn primarily on ethnographic research, which 

although valuable, requires bolstering with understandings of demographic and socio-

economic patterns which quantitative data often provides. Finally, the emphasis of most 

existing research, because of the nature of the fieldwork underpinning it, remains at the 

level of individual experiences. The positive role that men and women play in the IT sector, 
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i.e. their labour market positions and how these vary by gender, are rarely explored. This 

chapter aims to address those gaps.  

 

This following discussion explores how the experiences of migrant women and men in the IT 

sector compare with regard to key indicators. The paper draws on insights from an ESRC 

funded project (2016-18) Gender and skilled migration in the IT sector: a comparative study 

of India and the UK. The rest of the chapter is organised into three further sections. The first 

contextualises the data sources available and how the data collected for this project fills a 

gap in existing datasets. The second section presents some of the findings from the study 

while the final section explores the implications of these findings for theoretical and policy 

research. 

2 Situating the data 
There is very little systematic data available on skilled migrants and that which exists have 

various limitations. One body of research draws on various global and national population 

data sources to generate estimates of stocks of highly skilled migrants (Kerr et. al. 2016). 

Such sources include databases such as the OECD International Migration Database (Ghosh 

and Chanda 2016) or SOPEMI databases (Kofman and Raghuram 2009), many of which 

collate data from individual censuses or other large data sources. They suffer from 

incompleteness of data, the differences between census years, definitions and data 

collection methods and therefore limitations to comparability. Another source is the labour 

force surveys that are more or less routinely conducted within different countries. They may 

have sampling bias and moreover, they very often focus on those who are at work. These 

too may be collated such as in the European Labour Force Survey to provide some 

information on migration patterns. A third method is more country specific but also more 

reliable. It involves entry data for countries and are therefore based on migrant flows rather 

than stocks. Where they are obtained from immigration departments they are often reliable 

but in some cases these flows may be based on sampling rather than complete data 

coverage (e.g. International Passenger Survey in the UK, whereby only 10% of the travellers 

are surveyed).  

 

While these types of data are useful, they provide an insufficient picture of HSM as 

gendered. Part of the issue is that only a handful of countries provide visa entry data 

disaggregated by gender.  Second, the data that is available, such as the OECD data that 

Ghosh and Chanda (2016) draw upon, is limited in scope of what it can tell about this 

population. Because of their breadth and coverage they do not offer the demographic 

details which can help us to understand this group. 

 

On the other hand, the ethnographic research that exists has begun with particular 

theoretical takes. One significant body of work focuses on women managers and leaders 

across industries. The emphasis here is on women from countries in the Global North in 



 

3 

 

managerial or other leadership roles moving for international assignments to countries of 

the Global North or the Global South (Adler 1997; Fischlmayr 2002; Harrison and Michailova 

2012; Napier and Taylor 2002 ). Less visible is the experience of such women moving from 

the Global South to the Global North (Pio and Essers 2014) or within the Global South (c.f. 

Simy Joy). However, research on Indian migrant women in the IT sector does exist (Amrute 

2016; Kou et. al. 2017a, 2017b; Radhakrishnan 2011; Raghuram 2004). There are several 

important ethnographic studies, many of which highlight the importance of globalisation 

and neoliberal regimes in how gender and class come together in the IT sector (Amrute 

2016; Radhakrishnan 2011). This is an important contribution but the nature of work and 

the labour market factors have not yet been fully explored. Given that the basis of these 

studies remain women’s participation in these labour market sectors this is somewhat 

surprising.  

 

The rich work on IT workers in India addresses the question of work and of women’s 

experiences in the labour market (James and Vira 2012; Poster 2005; Radhakrishnan 2011; 

Upadhya 2016). They have provided detailed analysis of how men and women come into 

and experience the labour market but these studies have not really extended to the study of 

migrants. Moreover, they begin with a gender pall - the assumption that the presence of 

women in the IT sector reflects and reproduces the rather negative gender outlooks for 

India on other indicators. This is understandable given the negativity that surrounds gender 

issues in India more generally.  

 

However, a more outward looking exploration of women in the IT sector offers a very 

different picture. India is seen as an outlier in the extent to which women participate in the 

sector, especially if IT enabled Services is included. The Indian tech sector has reached a 

critical mass with women’s participation at over 30% (Raghuram et. al. 2017). By 

comparison, the UK has only 17% women as part of its IT/Computing labour force (BCS 

2016). For migrant women therefore the world they enter is often more masculine than the 

one they inhabited at home. Given this, it is important to understand who these women are 

and where they are placed within the IT labour market. This chapter does just that.  

 

This chapter therefore breaks new ground in its presentation of data on Indian HSM men 

and women working within the tech sector in the UK. The discussion paints a broad 

demographic picture of highly skilled migrant tech workers from India in the UK, family 

social class as a factor in shaping who goes abroad, the nature of international assignments, 

and the perceived impact of undertaking international mobility on career trajectory.  In 

doing so it provides a firm basis on which to build a fuller picture of migrant Indian women 

and men in the IT sector. It makes three contributions to the current literature: it offers a 

meso level analysis, which sits between the large scale migration data sources and the 

ethnographic research. Unusually, it provides a comparative picture of both men and 

women and it also focuses on the labour market characteristics of these men and women in 
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order to situate their lives within, what is an important aspect of the lives of such workers. 

Empirically, this paper contributes to the growing body of research that makes women 

visible within the highly skilled labour migration, particularly in male dominated sectors such 

as IT.  

 

The research presented in this chapter was organised around three variables: gender (male, 

female), migration status (migrant and non-migrant), and country of fieldwork (UK and 

India). This resulted in four cohorts: non-migrant IT workers in (A) the UK and (B) India; (C) 

Indian migrant women and men in the UK and (D) UK women and men who are visiting India 

[hereafter A, B, C and D]. India and the UK have been chosen because each has distinctive 

cultures of gendered entry, participation and progression opportunities for IT workers. The 

discussion in this chapter draws on one methodology - a bespoke survey which was 

administered online, to 415 respondents. The sample comprised of the four cohorts 

identified above. The sample sizes were the following: 

 

 Group A 

(M:F) 

Group B 

(M:F) 

Group C 

(M:F) 

Group D 

(M:F) 

Total 

(M:F) 

Actual 122 (65:57) 182 (90:92) 88 (45:43) 25 (15:10) 415 (215:202) 

 

The results presented here focus on Indian men and women migrants in the UK–Group C 

(n=88) – who, at the time, were residing in the UK for work, of which 45 were men and 43 

women.   An individual survey was administered online using a proprietary platform.1 A 

migrant Indian IT worker was identified as those who completed their secondary and 

tertiary level of education in India and were living in the UK for minimum six months.  It is 

important to mention that the data collected through individual survey was done so with 

the aim to be illustrative rather than representative.  

 

In addition to the survey, the project also included in-depth interviews to contextualise and 

explain the data.  Overall 90 interviews were conducted with respondents in the UK (50 

interviews) and India (40 interviews). Of the 50 UK interviews, 20 interviews were 

conducted with Indian migrants (men and women), and 30 interviews with British workers. 

However, due to limitations of space, the analysis of the ethnographic material falls outside 

the purview of this chapter.  

3 Discussion (3000 words) 
The discussion is divided into five key sections. The first section presents the individual 

respondents’ demographic details such as age, education, marital status and children; 

followed by a review of educational and occupational background of respondents’ mother 

and father in section two. The following sections highlight how demographic characteristics, 

                                                 
1 The survey was administered through the international survey firm IMRB Kantar. Respondents were recruited 

through panels by IMRB Kantar. 
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particularly marital status and children, are crucial for understanding the gendered patterns 

across career levels in the IT sector (section three),the nature of international assignments 

(section four), and their impact on women’s career mobility (section five). 

 

3.1.1 Demographics  

Age  

India has a relatively large youthful population – nearly 2/3 of India’s population is below 

the age of 35 years. The largest group of women (in the survey sample) is aged between 31-

35 years (30%), and men is between the ages of 26-30 years (31.1%).  Usually, these tech 

workers are required to have minimum 2-3 years of experience before they can undertake 

international assignments. Hence, it is unsurprising that the 20-25 years cohort is the 

smallest age cohort in this sample. There is a clear gender difference between the 26-30 

years age cohort of men and 31-35 years cohort for women. The lower participation in 

international travel for women aged between 26-30 years could be attributed to child care 

responsibilities.  
Table 1: Age groupings of Indian migrants residing in the UK 

  M (%) F(%) 

20-25 years 13.3 11.6 

26-30 years 31.1 23.3 

31-35 years 22.2 30.2 

36-40 years 24.4 23.3 

41-45 years 6.7 11.6 

>= 46 2.2 0 

Total 100 100 

 (Source: GSM-IT survey 2017) 

Education 

The focus of this project is on high skilled tech workers. Therefore it is unsurprising to see 

that all respondents have at least a Bachelors degree, in STEM fields such as Engineering, 

computer science, IT, natural sciences, Electronics and Mathematics. Nearly 40% of the 

sample also indicated that they possess a Masters degree. There is no evident gender 

difference in this variable. Overall, this finding mirrors the existing statistics of women’s 

participation in STEM education in India. Over 40% of the STEM graduates in India are 

women. This is in contrast to the already low and diminishing numbers of women enrolled 

in STEM education in many Western countries (BCS 2016; Raghuram et. al. 2017).  

 

Marital status  

A majority of the sample is over the age of 25 years, are married and have children. A 

minority of women (20%) are single.  The number of single men is even smaller (8.9%), with 

a majority (75.6%) married, thus highlighting that there are more women than men, who 

are single, take on international assignment and mobility. We are unable to say how this 
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impacts the timeline of the single women’s lifecourse, particularly with respect to their age 

of marriage, and age they have children.  Marital status is an important indicator for women 

in India and other contexts where marriage also reflects a significant change of living 

arrangements and additions of increased participation in social reproduction such as 

managing and running of the household and care of elderly members of the household. 

Hence, women are more likely to take up international assignments outside of their 

reproductive ages, which in India is very often between 26 and 30. 
Table 2:  Marital status 

  M (%) F(%) 

Single 8.9 18.6 

Married 75.6 53.5 

Engaged 2.2 4.7 

Living with 
partner 

11.1 14 

In a relationship 2.2 4.7 

Widowed 0 2.3 

Divorced 0 2.3 

Total 100 100 
 (Source: GSM-IT survey 2017) 

Children  

55% of the men and 46.5% of the female respondents indicated they had children. 

Motherhood has been shown to have a detrimental impact on women’s careers (Adda 2017; 

Herman and Lewis 2012; Kahn et. al. 2014) in many parts of the world and India is no 

exception. Marriage and having children have implications for the ability of women to take 

on international assignments, and the length of those assignments. Some women are 

primary carers of children, as well as of other member of the family. Hence, in their decision 

to take on international assignments, several decisions need to be examined, including 

education and care of their children. Work on Indian nurses overseas has highlighted the 

burden that mothers have to manage in caring for the children transnationally (Percot and 

Rajan 2007). For professional tech workers, if there are no options for children to 

accompany parents on international assignments, then local care options need to be 

examined. For many women in India, at times, that responsibility is shared by grandparents 

of the children. In other cases, albeit a minority, where the mobility is for shorter periods 

(see section below), and the father is not travelling, the child care responsibilities are shared 

between the father and a nanny (or live-in caregiver).  If neither of those arrangements can 

be made, then women with children are unable to take on international assignments.    

 
Table 3:  Indian migrants residing in UK with children 

  M (%) F(%) 

Yes 55.6 46.5 

No 35.6 30.2 



 

7 

 

Missing 8.9 23.3 

Total 100 100 

 (Source: GSM-IT survey 2017) 

3.1.2 Social class of parents  

Support and encouragement from family is considered a key factor for the high participation 

of women and men in the tech sector in India. The passion for technology is fostered and 

maintained within this social unit.  It is therefore helpful to examine the social class of the 

respondents’ parents, through indicators such as parents’ education and occupation.  

 

Education  

A body of research on HSM and international student migration (ISM) focuses on the role 

these migrations play in securing and reproducing social class through cultural and social 

capital accumulation (Radhakrishnan 2011). However, in order to be able to commence that 

accumulation, researchers also need to be mindful of existing historical class positionalities.  

In this study, the women’s class positions are less heterogeneous than the men’s. This 

finding echoes other works, such as by Sondhi (2016), Sondhi and King (2017).  In particular, 

more of the women respondents than men, had mothers who were highly educated. 

Similarly, more women’s fathers have tertiary level education than men.  
Table 4: Parents' university educational attainment 

 M (%) F(%) 

Both parents 37.78 65.12 

Mother only 4.44 2.33 

Father only 15.56 4.65 

Neither 42.22 27.91 

Total 100 100 
Note: Pearson chi2 (3)=7.3390, P-value=0.062 

(Source:  GSM-IT survey 2017) 

 

Table 5: Mothers' university educational attainment 

 M (%) F(%) 

University-
educated 

42.22 67.44 

Not 
university-
educated 

57.78 32.56 

Total 100 100 
 Note:  Pearson chi2(1)=5.6408,  P-value = 0.018 

(Source:  GSM-IT survey 2017). 
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Occupation 

Looking at the second identifier of class – parent’s occupation, there is no significant 

correlation between parents’ occupation and gender.  40% of the men and 47% of women 

have both mothers and father working.  
Table 6:  Parents' occupation. 

Occupation M (%) F(%) 

Both parents 
working 

40 46.51 

Only father  works 35.56 34.88 

Only mother works 4.44 2.33 

Neither work 20 16.28 

Total 100 100 
 Note:  Pearson chi2(3) = 0.6757,P-value = 0.879; (Source:  GSM-IT survey 2017) 

Additionally, the data showed that more women’s than men’s fathers work in professional 
roles or own their own businesses. The fathers of men were distributed more widely across 
a range of job roles. Hence, men’s class positions are more heterogeneous than women’s.  
 

3.1.3 Career level and Motivation to work abroad 

 

Career Level 
The image of an Indian coder is often cast against that of the ‘western’ coder. Whereas the 
Indian coder undertakes the lower-level ‘drudge’ coding providing service and support for 
existing or legacy systems, the ‘western’ coder is the one who programmes the new and 
innovate applications (Amrute 2016; Radhakrishnan 2011; Upadhya 2016). An important 
finding of this survey is that the women in this survey are not the ones doing the ‘drudge, or 
lower-end’ work. The younger cohort of this sample does perform that work. However, the 
majority of the sample of this survey is in their mid-career with over 10 years of experience, 
holding managerial positions. Hence, the breakdown of this sample also highlights the 
shifting roles of women and men as the Indian tech industry matures over time. This crucial 
finding suggests the need to think differently about women’s and men’s experiences in the 
Indian tech sector.   
 
Table 7: Career level of Indian migrants residing in the UK 

  M (%) F(%) 

Entry Level 6.7 7 

Individual Contributors 22.2 32.6 

Middle Manager Level 51.1 51.2 

Senior Management 17.8 9.3 

Top Level/C-Suite 2.2 0 

Total 100 100 

 (Source:  GSM-IT survey 2017) 

Motivation to work abroad 
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The factors that influenced respondents’ decision to undertake international mobility were 

divided into two key categories:  professional and personal. The top three professional 

factors cited by both men and women were career progression, gaining and improving 

managerial skills, and improving technical skills. This lack of gender difference is reflective of 

gender equality in Indian’s women’s and men’s focus and ambition about their careers. 
Table 8:  Professional motivations to work abroad 

Professional factors M (%) F(%) 

Gain/improve managerial skills 80.00 79.07 

Career progression 73.33 76.74 

Global Exposure 66.67 67.44 

Improve technical skills 86.67 79.07 

Establish networks 62.22 72.09 

(Source:  GSM-IT survey 2017) 

Amongst the personal factors there were two key differences. Firstly, for men, 

partners/spouses were a key factor in the decision to move abroad (73% of male 

respondents strongly agreed or agreed, compared to less than 60% of the women 

respondents). The role of spouse in this decision can be read as involved in the decision to 

undertake the international opportunity either in the capacity of a potential ‘trailing 

spouse’, ‘left-behind’, or also involved in undertaking their respective international 

assignment.   This is crucial since for the majority of respondents (both men and women), 

their spouses were employed in either a different company or a different industry. The 

interviews mirrored this sentiment, in which respondents spoke of the discussions men had 

with their partners in those cases where their partner’s career might be disrupted. This 

discussion also occurred in cases where women were the primary movers. And in some 

cases, respondents shared that their husbands were happy to take leave of absence from 

work for a few months to accompany them abroad.  Undertaking a period of work abroad, 

which may impact the other partner’s career, is a key factor in the decision making.  A key 

finding is that men are also taking on the role of ‘trailing spouses’ – following their partners 

to the location of their international assignments. The IT sector provides opportunities for 

women to be the primary international movers with husbands as the followers.  
Table 9:  Personal motivations to work abroad 

Personal factors M (%) F(%) 

Partner/spouse 73.33 58.14 

Caring for elderly 
family members 

55.56 46.51 

Better Child care 53.33 58.14 

Travel/Adventure 66.67 76.74 
(Source:  GSM-IT survey 2017) 
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A noticeable gender difference in personal motivations is the opportunity to travel for 

women in their decision to take international assignment (over 75% of women respondents 

strongly agreed or agreed, compared to approximately 65% of the men). International work 

travel affords people, particularly women, with opportunities to travel and explore new 

places. International assignments mean that people can navigate the various visa and 

border control regimes through their organisations rather than individually. Getting a tourist 

permit for certain countries can be an arduous and complex undertaking, requiring a 

financial investment with no guarantee of success. Having a work permit minimizes the 

bureaucracy around receiving permission to enter a country. It also gives the individual 

more time to explore each place when compared to those who are traveling on a tourist 

visa with a time limitation.  Lastly, for women, travelling alone in European or North 

American contexts is perceived to be safer than doing so in India.  

 

3.1.4 Nature of International assignments 

 

Type of mobility 

Of this sample subset (men and women migrants working in the UK), all respondents have a 

history of undertaking prior mobility for work – either national or international. The largest 

group had undertaken international mobility previously in their role, while a minority had 

undertaken only national (within Indian) mobility for work. It is evident that there is 

experience and knowledge of how to work in different settings outside of the main office.   
Table 10:  Previous migration experience 

  M (%) F(%) 

National 22.2 16.3 

International 44.4 48.8 

Both 33.3 34.9 

Total 100 100 
(Source:  GSM-IT survey 2017) 

Job role  

As section three above hinted, the nature of work undertaken by Indian tech workers on 

international assignments is now more varied than existing research highlights (James and 

Vira 2012; Radhakrishnan 2011). The respondents indicated that their work expands across 

several of the broad categories mentioned below in Table 11. While majority of the work is 

in service and support (38.7%) of existing systems, there is also growing work in consulting 

(30.7%), in advising clients on what potential solutions exist to resolve their digital and 

technical needs. There is also an increasing group working on building new solutions – 

applications (18.2%) to meet the needs of the clients.  Hence, no longer is the Indian tech 

industry the one that a consultant outsources to. Instead, all the functions – from the 

consulting to application production, to service and support have been brought in-house 

under one umbrella of India’s major MNCs.  
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Table 11:  Job Roles on international assignment 

  M (%) F(%) 

IT Consulting 40 20.9 

Application 13.3 23.3 

Service & 
Support 

31.1 46.5 

Data Service 2.2 2.3 

Testing 11.1 7 

Sales 2.2 - 

Total 100 100 
:  (Source:  GSM-IT survey 2017) 

There is a gender difference in the type of work women and men are conducting. For 

women the most important single role is providing service and support (46.5%) while men 

were primarily involved in consulting (40.0%), which requires more client interaction roles.  

This gendered division of labour in IT mirrors other research (Patel and Parmentier 2005) 

which indicates women are more likely to be in customer service and support roles. 

However the higher percentage of women in technical roles in Table 11 (Application 

development) is surprising and bucks the trend found in most Western countries.  

 

Purpose of international assignments  

The top three types of work undertaken while on international assignments were short-

term projects, long-term projects and client meeting/business development.  Short term 

and long term projects implies either coding or support/service type work, and is dominated 

by women as indicated in the section above. Nearly 50% of women respondents reported 

that they travelled for short or long term assignments. Mirroring the gendered nature of the 

type of work revealed stated earlier, most men said that their primary reason for travel was 

short term travel and business development.  
Table 12:  Most common purpose for travel for work 

  M (%) F(%) 

Client meeting 13.3 16.3 

Business development 20 7 

Short term projects 20 25.6 

Long term projects 13.3 23.3 

Receiving training 4.4 0 

Provide training 0 9.3 

For better opportunities 0 2.3 

Missing 28.9 16.3 

Total 100 100 

(Source:  GSM-IT survey 2017) 



 

12 

 

Duration of international assignments  

Each type of work undertaken during international assignments is associated with particular 

durations of time abroad. With a few exception of men, all respondents undertook 

international mobility for duration of up to a maximum of 1 year. One reason for this is that 

the length of each project is limited; the other is limitations of period of stay as imposed by 

the visa regimes of the destination country, in this case the UK.  However, this does not 

mean that the person leaves at the end of each assignment. Some people are likely to be 

moved to a new project as one comes to completion, which may then require them to 

extend their existing permit, or apply for a new one.  However, it is unlikely that employees 

would stay for more than three years. This again is undoubtedly influenced by UK migration 

policies.  
Table 13:  Duration of international assignment for women 

 Women 
15 days to 
1 month 

>1 month 
to 3 

months 

>3 
months to 
6 months 

>6 
months to 
1 year 

Missing Total 

  % % % % % % 

Client Meeting 25.6 7 4.7 0 62.8 100 

Business 
Development 

9.3 14 2.3 2.3 72.1 100 

Short term 
projects 

14 11.6 7 7 60.5 100 

Long term 
projects 

9.3 11.6 2.3 2.3 74.4 100 

Receiving 
Training 

9.3 0 2.3 0 88.4 100 

Provide Training 14 11.6 2.3 0 72.1 100 
(Source:  GSM-IT survey 2017) 

Table 14:  Duration of international assignment for men 

 Men 
15 days 

to 1 
month 

>1 month 
to 3 

months 

>3 
months 
to 6 
months 

>6 
months 
to 1 year 

>1 year 
to 3 
years 

Missing Total 

  % % % % % % % 

Client Meeting 33.3 2.2 2.2 0 0 62.2 100 

Business 
Development 

17.8 8.9 8.9 0 2.2 62.2 100 

Short term 
projects 

15.6 13.6 6.7 4.4 0 60 100 

Long term 
projects 

8 11.1 6.3 6.7 8.9 66.7 100 

Receiving 
Training 

4.4 2.2 4.4 4.4 0 88.4 100 

Provide 
Training 

11.1 4.4 2.2 2.2 0 80 100 

(Source: GSM-IT survey 2017) 
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3.1.5 Impact of international mobility 

Given the nature of transnational IT work provided by Indian companies, there has been a 

tendency to focus on how such work benefits the client firms. There has been little 

exploration of the role that IT plays in individual careers.  

 
Table 15:  Impact of international mobility on professional and personal development 

  M (%) F (%) 

Managerial skills development 46.67 60.00 

Technical skills development 51.11 53.33 

Global exposure 44.44 46.67 

Career progression 48.89 53.33 

Establishing networks 42.22 53.33 

Maintaining relationship with 
partners 

42.22 42.22 

Caring for children 35.56 28.89 

Caring for ageing family members 37.78 40.00 
(Source:  GSM-IT survey 2017) 

This project shows that for many migrant workers, men and women, international travel 

was an important means by which to learn and expand their skills: managerial, technical and 

in helping them to build networks. Mirroring the interviews, the data also showed that 

international mobility also played a part in redefining their roles within the family which 

they found useful in navigating their life. 

 

4 Conclusion (500 words) 
This paper has drawn on questionnaire data, adding to current literature on migrant women 

in the IT sector which has primarily been based on ethnographic work. In doing so it offers 

the ability to trace patterns of gendered differences between migrant women and men in 

the IT sector for the first time. The discussion on highly skilled mobility in this chapter is 

particularly unique in three ways. Firstly, it gives meso-level insight on various components 

of the migration process that are gendered such as type of international work, motivations 

to work abroad and perceived impact on the career mobility of the respondents. Second, it 

provides a comparison between women and men to shows us where gender does not 

matter or where it is trumped by other factors. Through the meso-level comparative 

analysis, this discussion provides alternative narratives to open the discussion to more 

productive engagements within the body of work on gender and labour migration.  

 

So where does gender matter? Analysis of the data shows some important demographic 

differences between women and men. First, if class is understood as reproduction of 

educational advantage then there are clear differences between migrant women and men. 

Migrant women are more likely to have mothers who are university educated and work 
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outside of the home in professional roles. This, taken in conjunction with the spouse as a 

factor in decision to undertake international assignments, makes family, a key site for 

inherited support including in decision-making which supports migration and career 

mobility.  Employing a life-course lens, another demographic difference involves the age 

groups of migrants with women migrants more likely to be on either side of the 

reproductive age 26-30 while that is the most important age group for men. This suggests 

the importance of biological reproduction in affecting migration prospects for women, 

rather than men. 

 

A second notable difference relates to work trajectories. Here, one significant difference is 

in the job roles that women and men take up which itself influences the migration process 

and the type of work and length of assignment which migrants take up. This component is, 

however, influenced not only by the client and service provider, but also by the visa 

processes and requirements that control the length of time the work can be conducted.  

 

Lastly, the discussion also suggests the common experiences of women and men in the 

workplace, which relate to the changing nature of work conducted by Indian tech 

companies and the workers within.  Our study makes visible the career progression and the 

industry maturation that is occurring with the tech sector in India. The international 

assignments that are being undertaken are no longer focused only on ‘grunt work’ such as 

coding, but also show the shift into sectors that require greater creativity and complex 

problem solving.  In this, clear gender differences emerge.  However, the full service Indian 

tech multi-national corporations appear to allocate men to more client and business 

development activities and women to the ‘traditional’ tech work.  More work needs to be 

done to explore the gendered nature of this division of labour. 
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