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Overview 
Talking about women in technology 
is not a new thing. However, the fact 
the gender disparity between men 
and women is still being discussed 
shows that while we may have 
travelled some distance to bridge 
this gap, the issue still exists today. 

While women are more likely than 
men to be enrolled in college, the 
proportion of women studying 
IT subjects in higher education 
appears to be shrinking. Take 
computer science as an example: 
in the mid-1980s, 37% of computer 
science majors were women - now 
it’s just 18%1. 

Few people would deny positive 
change has been taking place in 
the industry, but are organizations 
doing enough, and are they doing 
it fast enough to address gender 
inequality in IT?

That’s the big question we set out 
to address in “Achieving gender 
balance: Views from across the 
IT industry”, which collected the 
thoughts and experiences of more 
than 2,000 women around the 
world. 

The prevailing view is the industry 
not only needs to question 
education, organizational 
development and leadership, but 

also cultural pressures that still 
exist in the USA today. Attracting 
women into the IT industry takes 
more than just the convergence of 
education, training and company 
culture, there are societal issues and 
gender stereotypes that impact on 
women’s ability to make informed 
career choices. 

Gender parity is not just a moral 
issue though. Indeed, it has far-
reaching implications for the success 
and profitability of IT organizations 
too. McKinsey2  found that $12 
trillion could be added to global 
GDP by 2025 by advancing women’s 
equality, so the advancement of 
women in the IT industry has the 
potential to positively affect all 
parties.

So, it’s in the industry’s best 
interests to analyze and evaluate 
whether their targets and initiatives 
are having the desired impact and 
to take the necessary actions in 
the areas where they need to focus 
more.

This white paper explores the 
perceptions of women who 
are impacted by the perceived 
inequality and asks what needs to 
change if we are to make them feel 
more included and deliver a more 
gender-balanced workforce. 

1  https://www.dreamhost.com/blog/state-of-women-in-tech/
2  https://www.mckinsey.com/featured-insights/employment-and-growth/how-advancing-womens-equality-can-add-
12-trillion-to-global-growth

 https://www.dreamhost.com/blog/state-of-women-in-tech/
 https://www.mckinsey.com/featured-insights/employment-and-growth/how-advancing-womens-equality-can-
 https://www.mckinsey.com/featured-insights/employment-and-growth/how-advancing-womens-equality-can-


Education
Education is crucial when it comes 
to creating a pipeline of female 
talent that is ready and able to 
take up roles within the IT industry. 
Fewer young women study STEM-
related courses than young men 
and, although these numbers 
are slowly changing, the gap still 
remains significant. IT careers 
start with education and enabling 
access to courses, and encouraging 
women to pursue STEM subjects 
is of the utmost importance if 
we want to address the gender 
balance and create a diverse IT 
industry for the here and now, and 
the future.  

You can attribute the disparity 
to a number of different factors, 
including social and cultural 
reflection, lack of opportunities and 
stereotypical behavior patterns. 
However, our survey found that 
90% of women felt schools were 
not doing enough to encourage 
young women to study IT-related 
subjects. This gives the impression 
that schools in the U.S. still have a 
long way to go if they are to create 
an environment that promotes 
inclusion and prepares young 

women for a career in the IT 
industry, and timing is crucial if the 
industry wants change.

Rosalie Campbell, VP of Global 
telecommunications company PGI, 
said the education system needs 
to spark girls’ interest in IT at the 
earliest possible opportunity.

“I think the key [to 
driving interest in 
STEM subjects] lies in 
when we engage girls. 
That process needs to 
start in elementary 
school.”  
Rosalie Campbell, 
VP, PGI

“If you’re waiting until high school 
or college to drive them into that, 
you’re too late – they’ve already 
started to form their interests by 
then. We need to spark interest 
really early on.”



To achieve that, Jamie Brown, 
Campus Director, Colorado 
Technical University, suggests 
schools should take students on 
field trips so they can see first-hand 
what the IT industry is all about.

She pointed to the good work 
carried out by the Space 
Foundation3, based in Colorado 
Springs, in “inspiring the next 
generation of space leaders”

by improving the quality of space-
related education, and suggested 
that IT industries could follow their 
lead and have the same sort of 
impact on girls in the IT industry. 

As well as schools being asked to do more, 83% 
of respondents felt universities, too, should be 
proactively targeting women to study IT and 
tech-related courses.
Professor Nancy Meiklejohn, Chair of Computer 
Information Systems Faculty, Pikes Peak 
Community College, highlighted how higher 
education is doing its bit to inspire the younger 
generation to study IT.

She explained: “One of the things we did last 
summer – and we’ll do again this summer – 
is called ‘Teen Camp’. Students come to our 
campus in June and there are all sorts of 
workshops like programming, app development 
and virtual reality. 

“We’re really trying to drive 
interest at middle-school age 
to get students interested.”
Professor Nancy Meiklejohn, 
Chair of Computer 
Information Systems Faculty, 
Pikes Peak Community 
College

As part of the camp, the Pikes Peak Community 
College reaches out to female IT leaders, 
providing a platform for them to pass on their 
advice and experience to students. However, 
Professor Meiklejohn said it’s a “struggle” to find 
those female role models. 

“I do feel we’re making progress,” she 
acknowledged. 

believe 
governments 
should 
introduce 
incentives to 
recruit women 
for IT subjects

72%

said 
universities 
should 
proactively 
target women 
to study IT 
degrees 

83%

believe 
schools should 
encourage 
young women 
to pursue IT 
courses

90%

90%

83%

72%

 “I think more and 
more schools should 
take students to 
different companies. 
They could explore 
some shadowing 
and then meet with 
professionals to ask 
questions.”
Jamie Brown, 
Campus Director, 
Colorado Technical 
University

3   https://www.spacefoundation.org/ 

https://www.spacefoundation.org/


Education 
highlights:

Schools should encourage and support 
girls to study STEM subjects sooner and 
be ready to promote the benefits of 
doing so.

IT companies should ensure they’re 
providing enough information, 
inspiration and training to both school 
and university-age students.

Business and education need to continue 
to work together to expose more girls to 
female success in the IT industry to show 
they can succeed, too.

“But I’d like to see 
women in IT interact 
with the education 
system, showing the 
different sides of the 
industry. I feel like 
we’d appeal more to 
girls if they knew the 
variety of careers 
available to them.” 
Professor Nancy 
Meiklejohn,           
Chair of Computer 
Information Systems 
Faculty, Pikes Peak 
Community College

According to the survey 
respondents, having successful 
female mentors and role models 
in the industry would also go some 
way to encouraging more young 
women into the IT industry at 
school level. The majority (67%) 
believe stronger connections 
between female role models 
and education would make a 
big difference to how a career 
in IT would be perceived by 
girls. Creating inspirational and 
successful role models can spark 
interest from a young age. Without 
positive stories from women 
thriving in the industry, girls will not 
be able to build a picture of what 
it’s like to forge a career in IT.

It’s up to IT companies to ensure 
they’re providing enough 
information, inspiration and 
training to both school and 
university-age students, an effort 
for which they’ll be rewarded in 
the future. Almost all (95%) of 
the respondents agreed building 
stronger connections between role 
models and educational institutes 
would attract more women into 
tech. 

“Many organizations 
are working on 
initiatives to 
encourage women 
into the industry.” 
Zhenya Fileva-
Dobriyanova, 
COO, Tek Experts

As large corporations support 
young women to move from 
education to industry, this not 
only creates a more diverse 
talent pool but also helps them to 
develop their own talent pipeline, 
which, in turn, makes their own 
organizations more gender diverse.



Recruitment

As students come to the end of their 
studies, this is a prime opportunity 
for companies to make a case not 
only for their individual organization, 
but also for the IT industry as a 
whole. 

Prospective employees will be 
listening and observing intently, sizing 
a company’s culture and assessing 
whether they can see themselves 
reflected in its future. For some 
female students, it’s at this point that 
they decide the field is not for them. 

Of men with science, technology, 
engineering, or math (STEM) degrees, 
40% work in IT as opposed to only 
26% of women with a similar STEM 
degree 4. 

So, what exactly is discouraging 
women in these preliminary 
recruiting sessions? Research from 
Stanford Graduate School of 
Business suggests men lead job 
information sessions, while female 
representatives are restricted to 
more soft skills-based roles5.

A lack of female presence in 
recruitment efforts was also noted 

4  https://www.wired.com/story/why-are-there-few-women-in-tech-watch-a-recruiting-session/
5  https://journals.sagepub.com/doi/abs/10.1177/0306312718756766

by the women we spoke to in the 
survey, with respondents suggesting 
a more even split of representatives 
could have a profound effect on 
young women’s impressions of the 
industry.

“From the early days 
of Tek Experts, we 
took it as our mission 
to be a diverse 
company and that 
we would specifically 
give women fair 
opportunities.“ 
Naama Saar,  
CEO, Tek Experts

More than two-thirds (69%) felt 
that having more women on 
interview panels would encourage 
the recruitment of more women 
into the IT industry. Respondents 
said women “bring a different 
perspective to the hiring process” 
and their increased presence would 
make female candidates feel more 
“confident and comfortable.”  

https://www.wired.com/story/why-are-there-few-women-in-tech-watch-a-recruiting-session/
https://journals.sagepub.com/doi/abs/10.1177/0306312718756766


This was echoed by in our survey when a 
respondent said the male hiring manager was 
concerned about how well she’d fit in with the 
male-only team. “I [was] denied an IT job due to 
the fact that I would be ‘the only female’ in the 
IT department according to the hiring manager,” 
she said.

Recruitments efforts don’t just need to be 
more accommodating to women, they need to 
be built around them, according to 71% of our 
survey. With such a clear disparity between 
the numbers of men and women in the IT 
industry, it’s not enough to just commit to equal 
opportunities; recruitment drives should be 
female focused, supporting them through the 
entire process. 

Having more women present in the 
recruitment process and giving them a strong 
role in decision making will help employers 
position their offering more effectively to 
female candidates. Creating gender-specific 
benefits and policies can come from a place 
of experience and understanding, with 
femaleleaders in place to implement them. Over 
half (56%) of the women we spoke to suggested 
if companies were to offer gender-specific 
benefits, they would likely see a greater number 
of female applicants. 

Our respondents suggested the current benefits 
being offered by employers were “stereotypical 
‘women things’” that had little bearing on their 
decision to work for the company. There was 
also a feeling companies “fail to understand 
that work-life balance has a higher impact on 
women,” with one respondent calling for more 
part-time and flexible opportunities “in all areas 
of the company.” 

Rosalie Campbell, VP, PGI made the point that having male-only recruitment 
panels only serves to dissuade women. 

“If you’re just sitting in front of a male 
panel, [as a woman] you’re not going to be 
as confident working for that company. But, 
if you see other women on the panel in the 
interview, it’s easier to think ‘I have a place in 
this organization’.” 
Rosalie Campbell, VP, PGI

believe IT companies should take 
measures to recruit more women 
through targeted activity 

Sixty 
nine percent 
believe having women on interview 
panels would increase numbers of 
women in the IT industry

71%



Recruitment 
highlights:

Organizations need to increase female 
presence in the recruitment process 
and ensure they are given a prominent, 
decision-making role.

Companies need to work harder to provide 
a culture and a set of benefits that appeal 
to women and make them feel more 
comfortable in their working environment. 

Supporting female applicants through the 
recruitment process should be a priority.

Companies should consider women-only 
recruitment activity to target them more 
effectively.

So, it’s not just about offering the right benefits, 
it’s also about communicating them in a way 
which sounds genuinely appealing, rather 
than just reflecting a token effort made by the 
employer.

Asha Kurian, Team Manager, Tek Experts, noted the 
company does have a diversity & inclusion program, 
but she feels companies must make sure they’re 
talking about them confidently and loudly enough.  

“We have to talk about it 
more and put it out there 
that we’re a company that 
respects every type of person, 
regardless of who you are.” 
Asha Kurian, Team Manager, 
Tek Experts

 



Industry

The IT industry doesn’t just have 
an attraction challenge when it 
comes to women; it has a retention 
challenge, too. Women in US tech 
continue to experience bias, to the 
extent that they leave the tech field 
at a 45% higher rate than men6. In 
one survey, only 27% cited family 
as a primary reason for leaving the 
industry7. 

Identifying exactly what’s driving 
women out of the field, then, is 
every bit as important as ensuring 
it is making itself appealing in 
the first place. After all, those 
women who want to enter the 
sector are immediately going to 
be discouraged if they see and 
hear experiences of women who 
are on the way out. Creating an 
industry-wide narrative which 
deals with some of the perceptions 
surrounding the industry will go 
some way to improving its appeal. 

More than half (51%) of the women 
we spoke to felt strongly that the 
industry’s perception as being male 
dominated was putting women off 
from applying for a job in IT, which 

could go some way to explaining 
why women tend to be exiting the 
industry at a higher rate than men? 

“For decades, we 
have focused on 
encouraging girls 
to go into STEM 
and hiring more 
women,but we are 
placing them into 
environments that 
aren’t welcoming and 
they are chased out of 
the company.”
Jennifer Berdahl, 
professor of gender 
and diversity, 
University of British 
Columbia8 

6  http://www.talentinnovation.org/publication.cfm?publication=1420
7 https://anitab.org/resources/
8  https://www.ft.com/content/5dd12c50-dd41-11e8-b173-ebef6ab1374a

http://www.talentinnovation.org/publication.cfm?publication=1420
https://anitab.org/resources/
https://www.ft.com/content/5dd12c50-dd41-11e8-b173-ebef6ab1374a


This macho culture results in 
women often having to live in 
their male counterparts’ shadow, 
regardless of their qualifications, 
which can prove frustrating and 
damaging.

One of our respondents reflected 
this by stating that she was not able 
to exhibit her technical skills. She 
said: “My current company hires 
women for sales and non-technical 
roles, but all of the engineers and 
technical people are men. It’s very 
disturbing and I will leave this 
company soon to take a technical 
job.”

Another respondent confirmed 
this when she said: “I worked at 
a company where I was clearly a 

leader in the IT department. But 
when it came to applying for a 
promotion, the hiring manager 
kept going on about how I would 
be better in a sales-related or non-
technical role. I kept emphasizing 
that I am a highly certified technical 
professional but he completely 
ignored it.”

The panel of experts at the round 
table called for companies to 
do more to ensure women are 
getting the varied and rewarding 
experiences they crave from the 
industry, and are being paid the 
same as their male counterparts as 
they go.

have considered leaving the IT industry 
due to disparity between male and 
female salaries

have considered leaving the industry 
due to lack of growth opportunities

out of3 10
35

Bonnie Goertzen, CLO, Tek Experts, 
suggested a rotation program 
whereby employees spend time in 
a number of different roles across 
the company. 

“When I did my MBA, 
another IT company 
did a rotation 
program. It wasn’t 
necessarily targeted 
at women, but it 
was targeted at a 
diverse group. You’d 
spend 6-12 months 
in one role, then 
switch, then switch 
again. I thought it 
was a brilliant way of 
showing women the 
different sides of the 
industry.” 
Bonnie Goertzen, 
CLO, Tek Experts

Meanwhile, Professor Nancy 
Meiklejohn, Chair of Computer 
Information Systems Faculty, 
Pikes Peak Community College 
said employers should be on the 
lookout for those women who 
are unhappy in their current non-
technical roles and who have the 
transferable to be a success in IT. 

“Could companies help redirect 
those women who want to build 
a career in IT but are currently 
working in another department?” 
she asked. “I know someone who is 
working in HR and would really like 
to move into IT. She’s having to do 
it all off her own back. But wouldn’t 
it be great if her company helped 
her and other women to change 
careers by providing training 
materials, on-the-job experience 
and so on.”

Not only are women having to 
work harder than men to drive 
change, they’re getting paid less 
for doing so. Nearly a third (31%) of 
the women we spoke to admitted 
they’ve considered leaving the IT 
industry due to salary differences 
between men and women doing 
the same job. Meanwhile, a national 
report by recruitment firm Hired 
found that more than half (60%) 
of women in the US tech sector 
are being paid less than their male 
counterparts9.

Again, this drives women to look to 
other industries for pay parity – but 
organizations simply can’t afford to 
lose their female employees. 

Research has shown time and 
again that diversity of thought 
and different perspectives 
leads to better ROI, improved 
business strategies and stronger 
organizations as a whole. A report 
by Cambridge Associates found 
companies with at least 50% 

9  https://hired.com/page/wage-inequality-report/ https://hired.com/page/wage-inequality-report/

https://hired.com/page/wage-inequality-report/ https://hired.com/page/wage-inequality-report/


Industry 
highlights:

Greater emphasis should be put on 
retaining women in the industry by 
creating an inclusive, gender-neutral 
culture that doesn’t discriminate. 

Companies need to ensure women 
are getting the varied and rewarding 
experiences they crave and giving them 
salaries on par with male counterparts.

Diversity of thought and different 
perspectives can have a positive impact 
on an organization’s bottom line.

women in leadership positions tend to see higher 
sales growth, improved earnings per share and a 
higher return on investment10.

Our findings also suggest it’s well within the 
industry’s interests to ensure it’s doing all it can 
to retain and attract more women. 67% of our 
respondents said women bring a different style 
of problem solving to business, while 62% said 
they offer a different approach to creativity.

“As women move higher up 
in their careers, some tend to 
lose their identity and start 
acting more like men but I 
think they’re doing themselves 
an injustice“
Zhenya Fileva-Dobriyanova, 
COO, Tek Experts

10  https://www.cambridgeassociates.com/press-releases/adopting-a-
gender-lens-perspective-may-help-institutional-investors-not-only-make-a-
social-impact-but-also-reap-strong-returns/ 

https://www.cambridgeassociates.com/press-releases/adopting-a-gender-lens-perspective-may-help-institutional-investors-not-only-make-a-social-impact-but-also-reap-strong-returns/ 
https://www.cambridgeassociates.com/press-releases/adopting-a-gender-lens-perspective-may-help-institutional-investors-not-only-make-a-social-impact-but-also-reap-strong-returns/ 
https://www.cambridgeassociates.com/press-releases/adopting-a-gender-lens-perspective-may-help-institutional-investors-not-only-make-a-social-impact-but-also-reap-strong-returns/ 


Opportunity

One of the issues relating to IT 
being a male-dominated industry 
is it often means women’s career 
opportunities invariably fall into the 
hands of men, and studies show 
men are more likely to be promoted 
by men, and women are more likely 
to be promoted by women. What’s 
more, even though men and women 
can work at similar job levels, over 
the course of their career men move 
into higher-level roles at significantly 
higher rates than women.

Creating opportunities for women 
to progress is important to ensure 
talent development and employee 
retention. More than two-thirds 
(68%) of the respondents believe 
they are less likely to be promoted 
than their male counterparts, while 
nearly three-quarters (74%) said 
there aren’t any initiatives in their 
current company to support women 
to be more successful. 

Companies that demonstrate access 
to opportunity, without excluding 
individuals from progression, 
will likely create better teams. In 
facilitating communication with 
women and providing resources 

and initiatives to grow within an 
organization, women feel they have 
equality of opportunity. 

“The IT industry’s 
customer base is 
diverse, so I think 
this is something that 
should be reflected 
within companies 
themselves. Women 
definitely have a place 
and a value in this 
industry and there is 
a lot of added value to 
be gained by having 
women on your team.“ 
Zhenya Fileva-
Dobriyanova, 
COO, Tek Experts

Our respondents highlighted how 
they have to constantly prove 
they’re worthy and capable of 
taking on extra responsibility but 
men aren’t judged in the same way. 



“In my last position, women were 
judged by their accomplishments 
while men were judged by their 
potential,” one of the survey 
participants said. 

Our respondents suggest this 
could have something to do with 
the prospect of women taking 
maternity leave, which might 
cause employers to give their 
male counterparts the extra 
responsibility instead. 

“Women, who have babies and 
need to be away from work, are not 
given the same work opportunities 
because bosses worry about 
project timing around the time a 
baby is born,” one respondent told 
us. “I started working at the same 
time as a male co-worker, but I 
went on maternity leave. At this 
point, he was much more involved 
in high-profile projects than I was 
because my manager gave him the 
important work while I was out on 
leave.”

However, women potentially taking 
some time out of the workplace 
to start a family is not something 
businesses should factor in when 
making a call on whether to 
provide growth opportunities - in 
fact, it is prohibited by The Equality 
Act - and there’s a strong argument 
for organizations to go out of their 
way to help women upskill and be 
successful. Three-quarters (75%) 
of the women we spoke to think 
companies should do more to help

felt discriminated against 
because of their gender

think women are less likely 
to be promoted than men

think gender diversity 
should be a board level issue

68%

29% 

    

67%

 women get promotions, which is just as much 
about providing the right support as it is about 
offering opportunities to grow.  

A lot of women feel guilty 
about leaving their babies and 
they just need some extra 
help and understanding at 
this critical time. If companies 
can help make the transition 
back into professional life as 
smooth as possible, they will 
be rewarded.
Zhenya Fileva-Dobriyanova, 
COO, Tek Experts

Studies show that when women believe 
themselves to be under-qualified for a role, 
they are reluctant to apply for it, which is 
different to how men approach the same role. 
A Hewlett-Packard study into why more women 
weren’t in top management positions revealed 
women applied for a promotion only when they 
believed they met 100% of the qualifications 
necessary for the job, whereas men were happy 
to apply when they thought they could meet 
60% of the job requirements11. Maybe this is a 
perception and confidence issue but one that 
could go some way to answering the question 
as to why women don’t appear to get the same 
opportunities as men.

11  https://hbr.org/2014/08/why-women-dont-apply-for-jobs-unless-theyre-
100-qualified

https://hbr.org/2014/08/why-women-dont-apply-for-jobs-unless-theyre-100-qualified
https://hbr.org/2014/08/why-women-dont-apply-for-jobs-unless-theyre-100-qualified


Opportunity 
highlights:

Women constantly have to prove they’re 
worthy and capable of taking on extra 
responsibility, but men aren’t judged in 
the same way.

Businesses need to do more so women 
can be promoted, which is as much 
about providing the right support as it is 
about offering enough opportunities to 
grow.

Businesses need to ensure they’re giving 
men and women the same growth 
opportunities and not let maternity leave 
become a factor.

“I feel like a 
mentorship program 
would really help 
women with any 
confidence issues. 
Being with someone 
who is more 
experienced is a 
great opportunity 
for women trying 
to establish an IT 
career.” 
Kristi Ryder, Technical 
Engineer, Tek Experts.

Bonnie Goertzen, CLO, Tek Experts 
explained that in her company, 
when there’s found to be an 
imbalance in favor of men, they 
bring all the women together for a 
Q&A. 

“It’s an opportunity 
for women to air 
any questions or 
frustrations. It 
opens the dialogue. 
It’s a simple thing, 
but it makes a big 
difference.” 
Bonnie Goertzen, 
CLO, Tek Experts



Leadership

With women accounting for less 
than half the jobs in the IT sector, 
it’s perhaps unsurprising they 
occupy only a small percentage of 
senior roles. Research suggests 
women hold somewhere in 
the region of 5-10% of senior IT 
leadership positions, with little 
progress being made in this area 
according to research from 201712. 
The figures are even starker in 
the startup world, where half of IT 
businesses have no women at all in 
their leadership teams.

An overwhelming 91% of our 
survey respondents agreed it was 
important to have visible leaders 
with an organization, while 67% felt 
the issue of gender diversity in the 
IT industry should be an executive 
level or board-level issue.

When executives take on the 
responsibility for ensuring their 
organization is working to promote 
gender diversity and inclusion, it 
demonstrates understanding from 
leaders that it’s a matter being 
taken seriously. It’s even more 
effective when women are well 
represented on the board. 

The importance of having female 
business leaders in the IT industry 
is clear: they are great role models 
for the girls in education; their 
presence shows female candidates/
employees the employer values 
women; they provide invaluable 
mentoring and support for women 
who are looking to make their way 
in the industry.

A Pew Research survey suggested 
that female leaders are more 
effective at mentoring and guiding 
junior employees than their male 
counterparts13. When asked who 
was better at providing guidance or 
mentorship to young employees, 
33% of Pew’s respondents said 
women, compared to only 9% who 
said the same of men. 

But women have to wait a long 
time until they find themselves in a 
position to lead and guide others. 
A study from HackerRank showed 
that 20% of female developers 
over the age of 35 were still in 
junior positions, compared with 
only 6% of men14. Women in that 
age bracket were about 3.5 times 
more likely to be in junior positions 

12  https://www.pwc.co.uk/who-we-are/women-in-technology/time-to-close-the-gender-gap.html
13  https://www.pewsocialtrends.org/2018/09/20/2-views-on-leadership-traits-and-competencies-and-how-they-
intersect-with-gender/
14  https://research.hackerrank.com/women-in-tech/2018/
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https://www.pewsocialtrends.org/2018/09/20/2-views-on-leadership-traits-and-competencies-and-how-they-intersect-with-gender/
https://www.pewsocialtrends.org/2018/09/20/2-views-on-leadership-traits-and-competencies-and-how-they-intersect-with-gender/
https://research.hackerrank.com/women-in-tech/2018/


than male counterparts, the report 
found. This tallies with our findings, 
with 88% of survey respondents 
reporting that women are most 
represented at entry level in their 
organization. 

Bonnie Goertzen, CLO, Tek 
Experts, brings it back to the 
‘baby conundrum’ many women 
are faced with: whether to go off 
and start a family or take on a 
leadership/management role. 

“One of the challenges 
I’ve seen frequently 
is you’ve been in the 
job a little while and 
you’re ready to make 
your next step but are 
then faced with the 
question of becoming 
a manager or having a 
baby. It shouldn’t have 
to be a trade-off.” 
Bonnie Goertzen, CLO, 
Tek Experts

She’s right, of course, but while 
pockets of companies are doing 
a great job of promoting their 
talented women into management, 
our results show others are less 
supportive of women who hold 
leadership ambitions. 

Leadership 
highlights

Women in positions of leadership can 
provide encouragement and support for 
women to be part of the IT industry.

Creating these discussions with leaders 
at board level creates a top-down 
approach to diversity and demonstrates 
understanding from leaders on how their 
organizations are looking to promote 
inclusion for women in technology.

Female leaders should not only make 
themselves visible but accessible, so that 
other women can learn from them as 
well as be inspired by their progression.

believe it is important 
to have visible 
female leaders 

say their current 
employer  
doesn’t help 
women to succeed

believe women are 
poorly represented 
at executive level

91%



Conclusion 

Insight from the survey and the round table discussion in the USA found 
that attracting and retaining more women in tech is still a prevalent issue 
today as opposed to a resolved one.

Implementing change across an 
entire industry is not an easy 
task. However, our findings have 
identified that to create widespread 
change, it is not about focusing on 
one area alone.

At each level, from education right 
the way through to leadership, 
concerted and joined-up efforts are 
needed in order to bring about true 
gender parity.

Creating a pipeline of female talent 
that is ready and able to take up 
roles within the IT industry can 
effectively start as young as school 
age. But to retain those women 
already working in the industry, we 
must look to create environments 
that cater for them in the right way 
and allow equal opportunity for 
advancement.

Highlighting success stories and 
role models, which women of 
different ages can aspire to, is 

critical to providing a pathway 
into and throughout the industry. 
Demonstrating how it can be done 
can encourage others to see how 
rewarding a role in IT can be.

While technology continues to 
grow and develop, we must make 
sure that the industry grows and 
develops with it. That comes from 
diversification and adding and 
creating more opportunity, which 
can only ever be good for the 
industry.



A word from  
Tek Experts
We undertook this research because we believe the IT industry should be 
gender neutral, offering the same opportunities to people, regardless of 
their background. As a company, we hire people for the skills they bring 
and not for their gender, and it’s important that we understand how we 
can continue to do that. 

share one voice and committing 
to collaborate to address some of 
the challenges raised in this white 
paper, and we hope that this will 
continue to happen in the weeks, 
months and years to come.

This white paper was not 
intended to be prescriptive but 
to understand what the people 
affected by this issue think we 
need to do to affect real change. 
We hope that it will go some way to 
making a difference.

The industry has made some 
significant progress in this area 
over recent years, but we still 
have some way to go if we want to 
encourage gender parity. There are 
many factors at work that could 
make this happen, be it education, 
recruitment, government 
intervention or the industry itself, 
and listening to the thousands of 
women during this process, each of 
those elements have the potential 
to affect the industry we feel 
passionate about.

That’s why we wanted to bring this 
issue to the table again. It’s not a 
new topic; indeed, as an industry 
we’ve been talking about it for 
some time but change still needs to 
happen. 

Producing this white paper involved 
many hours of discussions and 
those discussions are already 
having an impact. We’ve seen 
groups coming to together to 

The content provided in this White 
Paper is intended solely for general 
information purposes and is provided 
with the understanding that the authors 
and publishers are not herein engaged 
in rendering professional advice or other 
services  and you should consult your own 
professional adviser(s) before engaging 
in any activity in connection herewith. 
The information herein below may not be 
exhaustive and does not imply any elements 
of a contractual relationship. There is no 
assurance as to the accuracy or completeness 
of such information and no representation, 
warranty or undertaking is or purported to be 
provided as to the accuracy or completeness 
of such information. Where this White Paper 
includes information that has been obtained 
from third party sources, Tek Experts have 
not independently verified the accuracy or 
completion of such information. Tek Experts 
is under no obligation to update or correct 
this document in case circumstances change 
and this White Paper becomes outdated 
as a result. TEK EXPERTS DO NOT ACCEPT 
LIABILITY FOR DIRECT OR INDIRECT DAMAGES 
OR LOSSES WHATSOEVER RESULTING 
FROM USING, RELYING OR ACTING UPON 
INFORMATION IN THIS WHITE PAPER.
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