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The DTI drives our ambition of
‘prosperity for all’ by working to
create the best environment for
business success in the UK.  We
help people and companies become
more productive by promoting
enterprise, innovation and creativity. 

We champion UK business at home
and abroad.  We invest heavily in
world-class science and technology.
We protect the rights of working
people and consumers.  And we
stand up for fair and open markets
in the UK, Europe and the world.



Individual Evidence can be found in
Appendix 44.

4.4.7 Build a Culture of Inclusion

Seven women (17%) believed that
companies should build a culture of
inclusion.  Suggestions included:

• Increase diversity training and
implement diversity strategies. 

• Mentoring up, where young women
are assigned to senior executives to
inform them about the challenges they
face (e.g. lack of inclusion). 

• Ensuring that young children are
taught and understand that gender is
irrelevant to being equal. 

• For managers to be aware that not all
people can, or want to, take part in
informal networking (e.g. going down
the pub).

Individual Evidence can be found in
Appendix 45.

4.4.8 Promote Industry Awareness

Six women (14%) talked of the need to
inform and enthuse young girls about
the IT industry and it’s many
opportunities.

Individual Evidence can be found in
Appendix 46.

4.4.9 Increased Visibility of Role

Models

Five women (12%) believed that there
should be more female role models –
those that have managed to balance
work and home as well as the high-
flyers.  A couple of senior women are
convinced of this due to the number of
positive comments they have received
from women working for them.

Individual Evidence can be found in
Appendix 47.

4.4.10 Encourage More Mentoring

Four women (9.5%) attached importance
to mentoring.  Suggestions included:

• Senior women mentoring junior
women.

• Senior women coaching other women
at senior levels.

Individual Evidence can be found in
Appendix 48.

4.4.11 Improve Training Support

Four women (9.5%) believed improved
support for training would make a
difference.  Their suggestions included:

• To provide an environment where
learning is encouraged and valued.

• To provide training to enable individual
to move around within a company.
This would stop people who want to
retrain from having to look for another
company to train them.

• To provide more retraining
opportunities for less stressful roles
whilst recognising the contribution of
longevity and experience within the
company.  

• Increase the support available to
women during career breaks so their
skills can remain up-to-date.  This
could be through distance learning.

Individual Evidence can be found in
Appendix 49.
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4.4.12 Monitor and Measure

Three women (7%) believed that there
should be more monitoring and
measuring - An Equality Impact
Assessment.  Suggestions included: 

• Measuring and seeking results on the
number of women in the company
and their progress within the
company.

• There should be targets for retention
and motivation of staff, placing value
on the softer people management
skills.

Individual Evidence can be found in
Appendix 50.

4.4.13 Change Male Attitudes

Three women (7%) talked of the need
to change male attitudes - for them to
treat women as equals and not
discriminate against them.

Individual Evidence can be found in
Appendix 51.

4.4.14 Build Women’s Confidence 

If in doubt over their ability, women are
more likely to voice this uncertainty,
whilst men are more likely to appear
confident, irrespective of whether they
know the answer or not.  As a result,
two women (5%) believed that women’s
confidence and self-esteem should be
developed from an early age.  

Individual Evidence can be found in
Appendix 52.

4.4.15 Encourage More Networking 

Two women (5%) suggested more
female networking opportunities, to
enable them to meet other women,
share ideas and understand challenges.

Individual Evidence can be found in
Appendix 53. 

4.4.16 Collaborative Approach from

Companies

Two women (5%) believed that
companies should have a more
collaborative approach - for there to be
more emphasis on working together
rather than working in a competitive and
sometimes aggressive environment.

Individual Evidence can be found in
Appendix 54.

4.4.17 Other Suggestions Or Actions 

Some of the other suggestions made
were either very unique to the individual
or did not specifically correspond to any
of the above categories.  They included;

• The need for the industry to focus on
innovation as opposed to cost-cutting
and short-term financial targets.

• A more structured approach to
employee development, use of career
development plans.

• Increased Government support for
childcare.

Individual Evidence can be found in
Appendix 55.
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5.1 Evidence of Women having
to behave more like men

During the course of the research four
women referred to the fact that, if
women want to succeed, it is
sometimes necessary for them to
emulate male behaviour.

Individual Evidence can be found in
Appendix 56.

5.2 Evidence that Men also want
to leave the industry

A number of women believe that some
of their male colleagues are also
dissatisfied with the industry for various
reasons (including lack of company
values) but that many have family
responsibilities and therefore need to
keep their jobs.  

Individual Evidence can be found in
Appendix 57.

5.3 Successful company
initiatives that have been
introduced to retain women

During the course of this research a
number of women highlighted
successful company initiatives that have
been introduced to retain women.  

• One woman who worked for an
Educational Establishment states,
“IBM has a brilliant scheme.  While a
woman takes a career break she is
[assigned] a buddy - someone that’s
already gone through a career break
and has come back.  Their buddy links
them in with what’s going on in the
company so they don’t feel isolated …
and they’re encouraged to come
back.” She believes that the scheme
is successful and more women are
returning as a result.

5. Further interesting
points drawn from the
research



• Another company runs diversity clubs
/ workshops including one for women.
It specifically targets women, who
have just become Assistant Vice
Presidents.  As a result women have
become more confident to apply for
other jobs within the company and
have managed to get more
promotions.  There has also been a
decrease in the number of leavers.

It was also drawn to our attention that
IBM and Pfizer both work with schools
and colleges, seeking to encourage
more girls to go into the IT industry.  
An article in the Financial Times Women
in IT: Why Girls Don't Have to be
Geeks” 3 November 2004 reports on a
workshop run by Pfizer and E-Skills,
challenging the view that IT is for geeks.
When girls were polled after the
workshop they found that 75% wanted
to take IT at GCSE and that 95% would
consider a job in IT.
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The research contained within this
document is purely a reflection of views
of the women that participated.  It has
identified a number of reasons why
women are leaving the IT industry and
offers suggestions on what they believe
would encourage women to stay.  The
majority of reasons fell into three main
categories; Work-life Balance; Male
Dominated Industry and; Industry Culture
/ Company Values and Practices.  

Work-Life Balance – Many women are
frustrated with the long hours culture, in
particular the pressure that this places on
home life and the fact that their
commitment is questioned if they don’t
partake.  Whilst The Working Time
Directive is meant to minimise this,
employees may feel pressurized to opt
out.  They are also disappointed that there
are very few opportunities for part-time
work within the industry, especially for
those in more senior roles.  Additionally,
there is the belief that part-time working
can be detrimental to your career and can
be viewed unfavourably by managers and
colleagues.  

The research identified that many women
would be more inclined to stay if there
wasn’t such pressure to work the long

hours or if they were offered part-time
work.  Hence there is a need for the
acceptance of the standard forty-hour
week and for part-time work to be more
available and taken more seriously.

Male Dominated Industry – This section
highlighted various inequalities due to the
male / female ratio.  Women felt that they
were not always included in this industry.
This included the social aspect, where
informal networking took place in the pub
and this could be a difficult environment
for women to be comfortable.  Women
also felt that the culture could be macho,
aggressive and bullying and, at times,
‘anti-women’ and did not feel comfortable
working in such an environment.  They
also felt that, as women, they had to go
that bit further to prove themselves and
believed that often it is only those that
shout about their successes that get
noticed.  They believe it should be what
you do, not what you say, that matters.

The research identified that there needs
to be a culture of inclusion which could
involve diversity training, mentoring
upwards (young women assigned to
senior executives), and making sure that
management understand that not all
people can take part in informal

6. Conclusions
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networking (‘down the pub’).  The lack of
inclusion could also be resolved if there
were more women in the industry and
therefore it is necessary to promote the
industry and it’s many opportunities to
young girls.   Additionally there needs to
be increased visibility of role models,
more mentoring, and more networking
opportunities.

The research also identified that women
may be more inclined to stay within the
industry if they were treated equally.  This
concerned pay, distribution of project
work and promotions.  Additionally a
number of women felt that the requests
for flexible working should be treated on
an equal basis, rather than on the
preferences of a line manager.  The need
for men to understand that women are
equals and for this to be learnt at an early
age was also highlighted, as was the
need to build women’s confidence.
Suggestions to tackle the equality issue
included measuring and monitoring the
number of women in companies and their
progress and addressing any problems
found.

Finally a couple of participants suggested
that women work better in a co-operative
environment and therefore there is a need
for companies to encourage this kind of
working environment, as opposed to one
that is more aggressive and competitive.

Industry Culture / Company Values and

Practices – Many women felt
undervalued, with little appreciation
shown for their commitment and the long
hours that they contribute.  They also felt
that there was much less value placed on
the ‘softer’ management skills (often
possessed by women) than on delivery
and that they had many skills that could
be useful to the company which were not
being used.   Unsupportive management
was another factor, where managers
failed to control discriminatory behaviour,

were aggressive or were unsupportive of
employees’ family commitments.   Others
were disappointed with the lack of
company values.  Issues included lack of
customer care, exploitation of staff and
companies only being driven by short-
term profit.  A few had issues with
training – either lack of support from the
company or simply because the training
was relentless.  Smaller numbers of
women cited frustration due to lack of
control after company mergers or
reorganisation, lack of job security, lack of
creativity within the company and age
discrimination.

The research identified that women may
be more inclined to stay in the industry if
management understanding of family
commitments was improved and as a
result people were not discriminated
against.  The women also believed that
more value should be placed on the softer
management skills and that retention and
motivation could be in their individual
targets, as well as delivery.  They also felt
it was important for performance to be
recognised and valued without individuals
having to shout about it and irrespective
of age.  Participants also believed that
there should be more effort placed on
developing career paths and more support
for training.

The research has found a number of
reasons as to why women are leaving or
thinking of leaving the IT industry and
suggestions from them as to what they
believe would encourage them to stay.
Whilst many women are leaving out of
choice, the research also identified four
women who were made redundant and
sadly three of these were deemed to be
unfair, with two cases being settled out of
court and one winning a court case.
Perhaps this indicates the true extent of
work that is needed to improve the
situation for women in IT.
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Appendix 1: Questionnaire

Women in the IT Industry
Why Women are leaving the IT Industry

Your Details

Your position in company:

Job description:

On a scale of 1 to 5 (1 being the least senior position and 5 being the most senior
position) how would you rank your position?  

Least Senior Most Senior 
1 2 3 4 5

(Please mark with an ‘X’)

Length of time with your current / most recent employer: Yrs

Length of time in the IT Industry: Yrs

Age:  

18-24 yrs 25-34 yrs 35-44 yrs 45-54 yrs 55+ yrs

(Please mark with an ‘X’)

Highest education level:
Brief summary of career history to date (include any career breaks):
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Career Aspirations

When you initially embarked on a career in the IT Industry what were your
aspirations?

Do you feel that these aspirations have been met?

(Please mark with an ‘X’) ❏ Yes ❏ No

Please give details: 

Company Profile

Company name (optional):
(If you have already left the industry 
please provide details of the last 
company you worked for.)
Company activity:

Total numbers employed:

Does / did the company have any processes in place to encourage retention of
women employees?

(Please mark with an ‘X’) ❏ Yes ❏ No

If ‘yes’ please provide details: 
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Reasons for Leaving

What is the main reason why you are thinking of leaving / have left the IT Industry?
(Notes for Interviewer - Industry wide or company specific?)

Are there any other factors which have had an impact on your decision?

(Please mark with an ‘X’) ❏ Yes ❏ No

If ‘yes’ please provide details: 

Reflecting back on your career to date, have you left any of your previous jobs in the
IT sector for similar or even different reasons?

(Please mark with an ‘X’) ❏ Yes ❏ No ❏ Not applicable
(no previous jobs in the IT sector)

If ‘yes’, can you provide some brief details (e.g., nature of the problem, size of the
company / organisation that you worked for…)
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If you could change the situation …

What, if anything, could (could have) change(d) your mind and persuade(d) you to
stay?

In your view, what are the three most important actions required to encourage
women employees to stay in the IT industry?

i) 

ii) 

iii) 

Thank you for your cooperation.



Female?  Working in the IT industry?

If so then we would like to talk to you.  

Women are vital to the success of the
UK economy.  However, research
shows that the number of women in
the UK IT industry is steadily declining.  

We are conducting important research
for the DTI into why women are
leaving the IT industry and what can
be done to encourage them to stay. 
It is only then that measures can be
put in place to address this issue.

So, whether you have ever thought of
leaving the IT industry or have recently
left a large IT company to set up your
own business, we would like to talk to
you

We are particularly interested in
talking to women aged over 45 or
women who have been in senior roles
within the industry.  

We will only take 15 minutes of your
time and we will ensure that the
research is conducted at a time
convenient to you.

As an incentive, for every completed
interview we will make a donation of
£15 to Breakthrough Breast Cancer.

If you are interested in taking part in
this important research please contact
Amanda Stack or Katherine Teal at
Exemplas, on 01727 813747 or email
amandas@exemplas.com.

The number of women within each rank
was as follows: 

• Rank 1: 3
• Rank 2: 5
• Rank 2-3: 2
• Rank 3: 11
• Rank 3-4: 2
• Rank 4: 16
• Rank 4–5: 1
• Rank 5: 2
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The number of women within each of
the age groups was as follows: 

18-24 years old: 1 
25-34 years old: 1
35-44 years old: 16
45-54 years old: 18
55+ years old: 6

Length of time the Women had worked
for their current or most recent company

0.5
1
1

1.5
1.5
2
2

2.5
3
3
3

3.5
4

4.5
4.5
4.5
5
5
6
7
8
10
10

11.5
12
12
12
13
13
15
15
15
16
16
17
18
19
20
20
23
24
26

410.5
Average = 9.77 years
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40 Length of time the women had worked
in the IT industry

1
5
6
7

8.5
9
11
11
12
13
15
15
15
16
16
16
17
18
18
19
19
19
20
20
20
21
22
22
23
24
24
24
25
25
25
25
25
26
26

31.5
33
40
788

Average = 18.76 years

Highest Educational Level

A’ Levels
B.Tech Electrical Engineering
Chartered Engineer
Degree
Degree
Degree
Degree
Degree in Agriculture
Degree in Business Administration and
Computer Science
Degree in Computation
Degree in Computer Science
Degree in Computer Science
Degree in Computer Science
Degree in Electronics and Electrical Engineering
Degree in English Language and Literature
Degree in German
Degree in Management
Degree in Maths
Degree in Maths and Computer Science
Degree in Physics and Electronics + Degree in
Psychology
Fellow of British Computer Society
HNC in Microbiology
HND in Business Management
HND in Medical Physics Physiological
Measurements
Honorary Doctorate in Computing
Masters
Masters
Masters in Applied Maths
Masters in Business Information Technology
Masters in Computer Science
Masters in Computer Science
Masters in German
MBA (current)
Member of British Computer Society
O’Levels
PhD. History
PhD. in Organic Spectroscopic Chemistry
PhD. Psychology
Post Grad. Diploma in IT
Post Grad. Diploma in Marketing
Post Grad. Diploma in Marketing
Post Grad. In Management
Post Grad. in Marketing

Appendix 6: Length of time
the Women had worked in
the IT Industry

Appendix 7: Highest
Educational Level



• Five of these referred to personal
reasons (including health).

• Two stated that they were in a
position where they could afford
financially to leave.

• One woman was bored of doing very
specialised work.

• One woman referred to the
outsourcing trend in the industry.

• One woman would like to live and
work in London and states that her
role belongs at a Head Quarters and
nowadays there aren’t big enough IT
companies with Head Quarters in
London. 

• Two women referred to inequality
issues, including pay and terms of
work, resulting from mergers / take-
overs.  One of these women was
certain that the discrimination was not
gender related.

• One left because the company, after
the merger, would have been too
small to offer her the job of System
Manager that she would have wanted.

Whilst reading these it is important to
bear in mind that they date back from a
couple of years ago to twenty years ago.

• “Again, you felt that if you were
female you weren’t really in the right
role.” One engineering company that
she worked for used to have meetings
at 10pm in the pub.  She was the only
woman in that environment and felt
very uncomfortable.  “You just got the
impression that it was being organised
to exclude you.  They (her male
colleagues) were quite hopeful that I
didn’t attend but they were meetings
at which decisions were made …
therefore I would have missed out on
information if I hadn’t attended.”

• One woman left a previous company
because it was unsupportive of its
staff.   The majority of staff was
female but the management was
heavily male. “The management did
not place as much importance on the
‘girls’ as they did on the sales guys
out on the road.”

• One woman had experienced a couple
of sexist situations from a previous
employer.  Once she was told that she
hadn’t been considered for much of a
pay review because she wasn’t the
main wage earner of the family (this
was 10 years ago).  Another time (in
1997) she’d discovered that she was
earning about 15 – 20% less than her
male colleagues who were doing the
same job.  When she raised this with
her manager he told her that she was
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doing very well for a woman and she
was earning more than his wife (who
was a teacher, not a chartered
engineer).

• One participant was promoted from
Shift Leader to Shift Manager and
then promoted to run a small data
centre with a male colleague.  “He
fooled around” and she ran the data
centre.  The data centre was then
broken up and she assumed that she
would get a good job, but in fact the
male colleague did and she didn’t.
She has also experienced extreme
sexist behaviour from a male
colleague, which involved verbal
abuse.  She complained but nothing
was ever done.  Please note that this
experience happened twenty years
ago.

• “The pay was not in line with my
responsibilities.  I had a senior role but
a junior salary.”

• When one woman was planning a
family, she decided to leave
multinational organisation to work for
the Civil Service, as she knew they
would be more sympathetic to part-
time work.

• In a previous job a woman was called
into her senior managers office and
told that she was not professional
enough because she was only doing
her contractual working hours, even
though she was up to date with her
work.  She had children at home that
she needed to get back home to.
They ended up giving her harder
targets (for which she required training
which they would not provide) and
then told her they had to terminate
her contract because she was not
fulfilling obligations.

• “Having to be available for work
outside normal office hours.”

• One participant, who left her last
company due the pressure of going
into management when she wanted
to remain in a technical role, left a
previous company for the same
reason.

• “The company would make a short-
term decision regardless of what they
had promised you.”

• One participant has changed jobs in
the past due to the general ethos,
mainly around “pressures to do with
the client and also pressures from
internal politics which are very
wasteful and those are enhanced by
the testosterone fuelled there is a
sense of there being an old boy
network in some of the organisations I
worked for and cliques associated
with that.”

• “They had pay freezes, so we didn’t
get a pay rise for a number of years,
but then when they wanted to expand
the group they were bringing in
people with, what we considered to
be, less experience than us and
certainly no proven track record within
the company … and paying them a lot
more money and yet they were
refusing to give us pay rises when
we’d been delivering for a number of
years.  Again, it just felt that you
weren’t valued.”

• One woman accepted a redundancy
offer (10 years ago) from previous
employer because she felt that she
had hit a glass ceiling within that job
role (programmer) and believed that
she was not going to go into
management.  “The group that I
worked with was very much an ‘old
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boys’ network and although I was on
good terms with all of the group I
didn’t want to play the games that I
would have had to play, in terms of
being part of that network.” She talks
of there being a very aggressive and
competitive element among the
managers.  “Men have a particular
way of working that tends to squeeze
out women.  Women don’t get
noticed in those … male networks.
All management were male and all
favours tended to be given out to
young men.  I got to the point where I
didn’t want to work in that
environment.”

• Left a large company due to re-
organisation, which resulted in a lot of
uncertainty.  When the situation had
settled down she returned to work for
them.

• Unwilling to relocate.

• It was a time in her life when she
wanted to spend more time with her
children, and would have welcomed
the chance to consider flexible work
or home- working options.

• One woman had been persuaded to
stay because they reduced her hours.
She currently does an average of 4
days a week.  She would like to
reduce the hours further but does not
believe this would be possible.

• “I think the company could offer me
[consultancy or part-time work] but I
think it would take a lobotomy on their
part.” Although she would also
personally find it difficult to keep to
fewer hours as she gets so
enthusiastic about a project.

• “Something more flexible in terms of
working hours.” 

• “An offer of part-time work would
have been helpful, but I knew this
would be impossible.”

• “To have been offered part-time
hours.”

• One woman may have stayed if she’d
been allowed to work from a closer
office or from home or offered part-
time work.  These discussions were
never had, however, as it would have
been impossible to have worked part-
time at that level of job.
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• One woman would like the IT industry
and other industries, to be more
flexible in their thinking and to
recognise that if someone is talented
they should support them as much as
you can irrespective of the hours they
work.  “When you look at the very
very senior positions how many … are
full-time?  Very often these people are
off doing other things (on other
boards, etc).  So at the highest level it
is acknowledged that these functions
are part-time.” That to her is the
glass ceiling, because there is a block
at a certain level where there are no
senior part-time opportunities.

• “The company policy has to come
from the top.”  Management have to
be aware of problems (particularly
those that are gender related) and deal
with situations appropriately.  “You
need to be valued and respected for
your ability, but this takes longer for a
woman.”

• If the company had kept its promise
after the merger concerning ‘Terms of
Work’.

• “If I felt that I could talk to senior
management within [the company]
and that went up to the … President
that ran Europe and the Executive
Board.  If I felt that when I talked to
people at that level, they actually
could do something about it – if they
listened and implemented.  There’s a
lot of intelligence within the company
[concerning] what needs to be done to
improve things but there’s just no way
of getting people to listen and do it.
About two months before she left she
was advised to ‘“bite her tongue’ for
the next six to twelve months and go
with the flow … nobody’s going to
listen to anything.”

• “Having the full knowledge that the
grand words that were actually talked
about – what one was able to do –
were actually delivered.  But there
was too much history on non-delivery
of promises e.g. commitment to
budget to get new people,
commitment to new business (to
make the business work without
responding to monthly figures).  If
you’re developing a new business
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Evidence - Confidence in
Management



you’ve got to put more into it and your
return takes longer to come through.
That’s not how [the company] thinks,
it’s driven solely by it’s share price.”
Would also have been more inclined
to stay had the company not lost it’s
creativity and flexibility. 

• A capable manager who has the
potential to be a senior manager might
not feel that the way is completely
barred.  “I’ve got all these incredible
skills and if nobody recognises them
in here then I might as well … use
them for myself and build a
business.”

• “Active, positive support from senior
management.”

• “It would have been difficult because
they promised a number of things that
they didn’t do.  They promised that
although they couldn’t promote me
they would pay me a particularly good
bonus, which they didn’t do and they
… promised a different role, which
didn’t come up.  Once you’ve lost
trust in your managers then it’s quite
difficult for them to do anything or say
anything to then convince you that it’ll
be better next time around.”

• If the company had valued her and
allowed her to continue as a senior
Analyst / Programmer rather than
pushing her into management.  If she
had been rewarded for good
performances in this role instead of
being rewarded, by progressing up the
management ladder.   

• Having the support to continue in this
role because the organisation valued
and respected the contribution that
the role made at that time. 

• “More confidence in the culture – that
if I have value today I will also have
value tomorrow.  Sadly I have seen
too many people (male and female)
losing their jobs suddenly when they
appear to have been performing well.”

• If she had been happy with her career
path and had seen mechanisms in
place to promote people and if pay
and conditions hadn't continually been
eroded.
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Evidence - Feeling Valued



• “If the industry wasn’t so male
dominated.” She finds the men very
short sighted about personal
circumstances such as home and
family situations and how this can
impact upon people and business.

• One woman believes the culture of
the industry needs to be changed.
She believes that it has become even
more male dominated and therefore
the position for women is worse.

• “More females – especially at senior
levels.” Out of her team of 22 only 2
are women.  She states that it’s even
difficult to get women applicants for
the jobs.

• “If [the company] actually stated that
their policies would be applied equally
to all.” When she went on maternity
she was told that she would have to
return full-time after 12 weeks,
otherwise they would give her another
job.  However, a colleague who went
on maternity leave at the same time
was able to come back part-time.  She
ended up leaving after one year, but
would have stayed had she been
allowed to work part-time for a short
while after returning from maternity.
“Just knowing that there’s
consistency and fairness in the
system – that it’s a corporate policy –
not up to individual managers…”

• Fairness concerning salaries.  For
companies to be open where salaries
are concerned.  “This would drive the
competition within the organisation
itself.  This would force equality and
fairness. Women don’t ask for pay
rises but men do.  I had a female
employee … who was the best in the
team and was getting paid the least,
when I entered the team.”

• “If I felt that they were serious about
encouraging women in the
organisation and if there was parity in
pay.  If there was less of the ‘old boys
club’, that would have encouraged me
to stay.  Pay is easy to fix but the ‘old
boys club’ isn’t.”
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Appendix 35: Individual
Evidence - Improve the
Male / Female Ratio 

Appendix 36: Individual
Evidence - Equality



• “It’s about role models and supporters.
Not necessarily mentors as you need
someone that will actively support you
not just give you advice.  Somebody
that will help champion you, if you are
not very good at it yourself.  You need
supporters who will give you a job, take
you with them, help you find the next
move.”

• To have an effective Women’s
Network within the company, which
would provide an alternative to the
male culture.  She would then be able
to tap into other women’s experiences
and get support from other women.  

• “I’d like [the industry] to focus more
on delivery.  There’s a lot of gloss, a
lot of promoting oneself, but there
isn’t necessarily a concentrating on
getting the job done.  I think we’ve
gone PR mad as an industry.  Cut out
the networking and let’s just see
management by results.”

• Another woman felt that she would be
more encouraged to stay if her
company provided her with more
support for training.

• One woman, who was frustrated with
the way all the important decisions
where being made by the Head Office
in the US, may have stayed if she’d
been offered a role that would have
been slightly more independent to the
core of the company.  

• One of the women who wasn’t
actually thinking of leaving had the
following comments to make

concerning her company.  “If you
want to work part-time that’s too bad
… it’s full time or nothing.  Pay
incentives have to be better.” Within
the company that she has worked for
there has not been much scope for
promotion therefore the only incentive
has been financial.

• “Work culture – away from the macho
drinking and golf course politics.”

• “Better recognition (and this isn’t
money!)”

• “More provision to make life easier.  I
understand some companies do more
to help with your domestic life e.g.
sort our car servicing, etc.  Leaving
you less to worry about during your
own time.”

• One of the women who had been
made redundant wishes that she’d
fought harder to keep her job.  “I would
have fought harder and dirtier to keep
my job.  I would have probably been a
lot more assertive, put a lot more things
in writing and journalised everything
that happened.  I would have
questioned decisions taken regarding
people that had been appointed … have
made a bit more noise.  I would have
fought harder to get training and
experience before the redundancy.”

• One woman who took an offer of
voluntary redundancy believed that
she might have stayed had she been
given the opportunity to work in
another part of the organisation.
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Evidence - Other reasons why
women may have stayed  / be
encouraged to stay



• “Nothing, because I don’t want to
work for … lining the coffers of an
American multinational anymore.  I
would rather put my skills to good use
in the service of the public or
community in some form or other.”

• It got to a stage where she thought
she knew how things ought to be run
and she wanted to do it that way.  She
therefore decided to become self-
employed and nothing would have
persuaded her to stay as an employee
within the industry.  “I’ve stayed in
the industry because I love it, but
working as an employee kept holding
me back.  It was stopping me from
doing as good a job as I knew I could
do.”

• Two women believe that the industry
would have had to have been more
stable at the time.

• “To introduce more flexible working
and I mean that for men.  If you make
it all right for men to do four days a
week or three days a week, then the
stigma that is attached to women who
do that would not be there.  Plus, men
would love to do it but they feel
shackled by the label of ‘that’s not
what men do’”.  There were
examples in her company of men
working three or four days per week.
These were senior men, one
particularly senior.  “This is particularly
important as you are heading towards
retirement.  It’s win win for
everybody.” [We need to] change the
conditions for men and the sense of
choice that men feel they’ve got.
Women … at least feel they have a
choice, even though it’s hard to
exercise it, whereas men don’t,
they’re just programmed to go along
this one path. If equal then they will
understand more and it will become
acceptable.”

• “A long term view of the business and
of your relationships with your key
members of staff.  [There is] so much
experience over so many years – it’s a
huge waste for that to walk away.  If
you had a long term view, people
should be able to cut down to two or
three days or working from home, just
to get through the years that are more
difficult for them.  In the end it’s
better to keep that experience and
those relationships in the business
than not …”
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Appendix 38: Individual
Evidence - Nothing could
have persuaded them to
stay

Appendix 39: Individual
Evidence - Increase Flexible
/ Part-time Working 



• “Being more accommodating about
non-standard patterns of employment
(part-time, job share).  If not, you’ll
lose the skills.”

• “Flexibility – focus on the output.  It
doesn’t actually matter when you do
your work or where you do it.  It’s
about getting it done at the end of the
day.”

• “Need to implement flexible working
practices including working from
home.”

• “Availability of flexible working for all –
not just dependent on your line
managers preference.”

• “More ability to work flexibly, mobile,
where and when we chose.  Women
are perfectly happy to put the hours in
but we need to chose when we do
them, which might be, for example, in
the evenings.”

• “You should be allowed to try different
hours, etc, that don’t fit in with the
norm.”

• “Flexible hours – women need to be
able to work part-time but not viewed
as lazy.”

• “Greater flexibility of hours and roles
but without prejudicing our own
position.  So if you could have part-
time or reduced number of days
without immediately treating you as
though suddenly you’ve become a
secretary.”

• Acceptance of flexible working hours –
should not be penalised for working
part-time.

• “Flexible working e.g. hot office space
near your home or the ability to work
from home.  More flexible and shorter
hours.”

• “Build in flexibility into all
conversations and as much as
possible into people’s work schedules
– make it acceptable.

• “More active marketing of the existing
non-standard work schemes like job
share.  There tends to be an
emphasis, I think in all industries,
where the employee has to drive such
things and find people to work with
them on job shares and that means
that sometimes it’s just easier to
leave.” She believes employers
should be more proactive in these
areas.

• “More flexible working for non-
parents as well as people with
dependents would be very valuable.
I’m not a parent but I know a couple
of friends of mine who are ex. IT and
has reasonably significant roles within
their companies and they’d both gone
on to have families and they just didn’t
feel they could juggle it and, in my
case, I would prefer more flexible
working hours.”

• One woman talks of the need for
more creativity in adopting flexible and
part-time working.   Nevertheless, she
feels it would be difficult to manage
as those doing a 30 hour week would
do this and get paid for this, however
those doing a normal ’40 hour week’
and who have signed out of the
Working Time Directive, would be
being paid for this but might be doing
a 50 or 60 hour week.  This would
lead to resentment.
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• One of the women who is not actually
thinking of leaving the industry felt
that the company was more
sympathetic towards women than
men, where caring for children is
concerned.  “We actually find that
women are given a much better deal
as parents than men.  Until the
company is sympathetic to men also
being involved and having time off
with family responsibilities [the
stereotype will remain].” She also
states that in her earlier career days
with the company, they were very
sympathetic as she was in a job
where they could be more flexible.
However she doesn’t believe that her
current role would have the same
flexibility.  She ranked her current
position as a 4 on a scale of 1 to 5 of
which 1 is the least senior position
and 5 being the most senior.

• Two women believe that salary
information should be available to
employees as this would create
competitiveness and force fairness.
One states, “Government should
mandate that companies are not
allowed to keep salaries secret.  
This is certainly discouraged in big
organisations.  If people knew, they
would understand where they were in
the hierarchy and would understand
what they needed to do.”

• Fairness over the availability of flexible
working conditions.  If it is company
policy then all cases should be treated
fairly and not based on the
preferences of a Line Manager.  

• Fairness over project work.
Distribution of project work should not
depend on being one of the lads and
your presence at the pub

• Fairness over promotions.  Women
need to be recognised more and get
the promotions they deserve.  One
woman feels that “Men are promoted
more as their managers are ‘one of
the boys’.”

• “Equal pay for equal work.  Equal
status for equal ability.”

• One participant talks of discrimination
being buried very deep and gave
examples of inequalities in pay.  She
interrogated pay data in the company
and found that women were being
discriminated against.  Men were
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Evidence - Equality



being given pay rises but not women,
even though they had the same
performance.  But the male
management didn’t actually realise
they were doing this.  It was being
done in a ‘blind prejudice’ sort of way.

• “There needs to be more
understanding from the industry that
[people have] family commitments.
Men don’t understand that women
have priorities other than work.”

• “Improve management – they need to
realise [that people have] family
commitments.”

• “Much more understanding of family
situations is definitely needed.  It’s
about time the industry got real about
what goes on around them rather than
just … having such tunnel vision.
Most men who have wives at home
or wives working …  don’t actually
see a lot of the stuff that goes on at
home that the women do.”

• “An understanding that women have
families and that’s a priority in the life
as well.  Not instead of and not over
and above work, but it is a priority.”

• “It’s quite normal for people to end up
working late … particularly if there are
any problems.  It is expected that you
do it.  This causes problems if they’ve
got children / families.  If [they have
families] they usually have to make a
decision – am I going to continue to
take more responsibility, in which case
I’d be expected to do these hours …
or am I going to stay where I am and
not go for promotion?  There needs to
be more understanding from
management about family
commitments.”

76

Appendix 41: Individual
Evidence - Improve
Management Understanding
of Family Commitments



• “Management have to understand
about home commitments.”

• “An understanding that women’s
priorities are not always the same as
the companies.”

• One woman talking from a manager’s
perspective believes that the situation
has improved a little, but there is still a
long way to go.  She states the need to
look at the “logistical childcare issues
and the perception that people still have
about the acceptability of going home
on time to pick up your children, or of
taking a day off when they’re sick.”

• “Changing that macho culture.  I know
on IT projects you’re always going to
get squeezed where something needs
to be done at a particular point in time
… but there’s never really any push
back from the senior managers to say
‘Well, you can’t keep pushing people
to do these hours’.  They don’t
understand that people have family
and home commitments.  They need
to recognise that because … with
women we feel it more because you
have the pressure of actually running
the home as well as running the job
and if … one is very stressful … you
just have no time to do the other and
that makes … it even more stressful.
Additionally, “They have to change the
macho culture so people are more
supportive when there are problems
and issues … less of a blame culture.”

• “Better management – management
which understand the business
imperative of this.”

• In one company one woman noticed
that many women left just before the
senior levels / becoming a partner as it
is very difficult to work at this level
and manage childcare.  “Work-life
balance is a very important issue.  
I know of a number of women who
decided not to take certain jobs or
were rejected from certain jobs
because they wouldn’t commit to
working really extended hours.”

• “I do think that a lot of IT is macho
and very … long hours culture, which
isn’t necessarily productive. You can
work smarter not longer.” However
she believes this will only change
when there are more women in the
industry.

• “It is difficult to work part-time.  Even
if you are fortunate enough to get a
part-time job, the demands placed on
you and the long hours that you’re
expected to do would make it very
difficult.” She suggests that there
should be more structure in terms of
hours.

• “Acceptance of a more balanced
workload.”

• “Make it easier for women to keep
the work-life balance that they want.”

• One woman states that people should
be rewarded for achievement rather
than working long hours.  “Rewarding
people for achievement – a job well
done rather than a job done using the
long hours culture.  You do get the
feeling that you are competing against

77

Appendix 42: Individual
Evidence - Acceptance of
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people who are staying late every
night, when you can’t, you may have
to pick up children.  Even if you get
the same results.”

• “There is an assumption that you have
to be available 24/7 and this is partly
driven by the many contract staff who
are getting paid by the hour and are
therefore happy to be in the office all
the time.”

• “When you move up an organisation
so many of these IT [companies] are
head quartered in London and around
it and so much of the culture of doing
business in IT is … very long hours,
breakfast meetings, evening meetings
… and if you’re a woman with
children, if you’re not prepared to say
‘well, I’m not going to see my children
from Sunday evening to Saturday
morning’ … you can’t work for a lot of
these companies.  It is especially hard
if you live outside London.”

• One woman particularly stressed the
importance of men working more
sensible hours, as only then will it
become more acceptable.  “Persuade
men to work more sensible hours –
most women tend more towards this
but it can count against them in some
companies.”

• “Women tend to be better at the
softer skills, whether it’s resourcing,
sales, marketing.   Women need to be
valued and recognised for these roles,
which are often thought of as ‘admin’
roles.”

• Similarly another strongly believes that
there needs to be value and
recognition placed on the people
management skills, not just delivery.
She states that you may get ‘brownie
points’ for being a good manager but
it is not formally recognised or
rewarded.

• “Need to address the culture issues
and I do think the IT industry is quite a
male culture from two angles – it is
highly competitive and a bit ’geeky’.
Both of these play very much to the
male qualities.  There needs to be
more of a balance and a higher value
placed on some unidentified female
qualities.  The women that do well at
[her company] and in the IT industry
do adopt the male qualities.”

• “Putting your money where your
mouth is on the people programmes.
Need to find a way that compensation
or recognition truly reflects those
values as well as delivery values.
You’re only compensated on delivery,
[you] may get ‘brownie points’ for
being a good manager but you’re not
actually compensated or recognised
[for it].”
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• “Need to make people feel valued.
It’s not just monetary things.  They
need to put more time and effort into
career paths and planning….  I’ve
noticed … that most women I know
… start off maybe programming but
you very quickly end up as an analyst
or manager.  So making sure that
those skills are recognised as much …
as some of the purely technical ones.”

• “Feeling that they and their
contribution is valued, and there is
some consistency to that value over
time.”

• “Generating a feeling of genuine
contribution” (recognised for what
women do without them having to
promote it).

• “Provide stimulating opportunities
without believing that the age of the
individual necessarily precludes
continual creativity and valued
contribution.”

• “Women promotions – need to ensure
these take place.”

• “[There needs to be] more women at
higher levels so there is a balanced
view on the problems women face.”

• Need more women to graduate in IT
related subjects.  “The number of
women in IT has to reflect the number
of women graduating in technical
professions … when I did engineering
there were 2 women and 350 guys.
So the figures look awful but it’s partly
because there aren’t the women
graduates.”

• One woman left to go on maternity
leave and her team was then
managed by a male boss.  When she
returned 3 months later to visit she
found out that out of her team of 24,
only 2 of the 6 women remained.  She
doesn’t know exactly why they left
however when they had had
discussions in the past she’d been
told that “Having a [female] boss
made it easier for [women] because
they didn’t have anything to prove
because I was proving it.  So they
could just … concentrate on being
good engineers.”

• “To encourage more senior women to
stay and keep moving them up the
organisation.”

• “It is ridiculous the few number of
women colleagues that I have.   I’m
the only woman in the UK” (at her
level).  There are 10 people doing the
same job as her and she is the only
woman.
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• “Build a culture of inclusion.  [This
could be done by] mentoring up,
where young women are assigned to
senior executives who need to be
more open to feedback about things
that don’t feel inclusive.  We could
have a low tolerance of that kind of
behaviour (exclusion) – this would
make it easier for younger women
that are coming through.”

• One woman had worked for a
company where every single person
had been put through diversity training
and it made them aware of all the
challenges that their colleagues face.
She states that as a result people did
treat each other better.   This training
took place 8 years ago.  “There has
been no training since and things are
worse since the merger, especially
around how people treat each other
and respect for your colleagues.”

• “More awareness from a managers
perspective … of the place of informal
networking and establishing working
relationships.  This isn’t really just
about men and women, there are
quite a few people, men as well, who
aren’t in a position to perhaps spend
time out of hours ‘going down the pub
to watch football’.  There needs to be
an awareness of the different layers
that make up the whole.”

• “I don’t think, in a lot of companies,
they really understand the benefits of
having a diverse workforce.  They say
they do but they don’t really get it and
I think a lot of senior male managers
sometimes feel a bit threatened by it

because let’s say their usual night out
for the team … if they want to get
them motivated, is to take them to a
club or lap dancing bar … and get
them absolutely legless.  You bring
some women into the team and that
upsets it because suddenly you can’t
keep doing the same things they used
to do and then you add that to some
of the accountancy issues (mentioned
in Appendix 12) if you want to work
part-time, it aggravates it.  So I think
men have got to really understand
why … there is a benefit of having a
mixed environment.  There should be
a number of carrot and stick methods
within a company to encourage people
[to understand / implement diversity
strategies, etc].”

• “The men need to be conditioned
from a really really early age (before
age 10) that gender is irrelevant to
being equal.” The best company she
ever worked for had the following
motto – ‘Value the differences’.  “The
law should be structured so that we
value the difference for gender, for
age, for race, etc.”

• “Promoting the acceptance of
genders and the importance of
genders in public life.”

• “There’s a lot of sexism in the IT
industry, I guess it … depends on
whether you let it all bounce off you
or not.  [There should be a] policy that
you make everybody aware of.”
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• “Need to get to girls at an early age (9
- 12) to inform them about the IT
industry, it’s opportunities and it’s
range of jobs.”  

• “There needs to be more information
about the impact that electronics have
in society.” A couple of her jobs have
been fun, exciting and innovative.
This message needs to be conveyed
to schoolgirls.

• “Need to get to girls at a young age to
get them to enthuse about and see
how exciting IT is.  Then once we
have more women in the industry
things may change.”

• “Need to visit GCSE students to help
them understand more about IT – that
it’s exciting and innovative not
nerdish.”

• “There needs to be a lot more
information whilst children are at
school.  Everybody expects that the
boys will be the ones involved in
computer games … and that’s where
it all stems.  Women are very adept at
playing different kinds of games.
That’s where the interest comes and
the knowledge of what’s possible with
IT skills.” Additionally, “More
companies should offer work
placements to show how much fun it
can be.”

• “We need to invest in girls coming
through the colleges, especially in IT.
You have to get to them at 11-13
years of age.”

• There need to be more role models.
“When I joined the board as a Non-
Executive Director the number of
women who came up to be and said
“I’m so pleased to see a woman on
the board.”  So I do think women role
models (at every level) make a big
difference.  I must say I’ve become
much more convinced of that in the
last few years because of the number
of comments I’ve received.”

• Similarly when one senior woman left
an IT company in Germany many of
the women came to her to thank her
saying that they never knew a woman
could be so powerful and that they
really appreciated her for giving them
encouragement, knowing that they
could aspire to something more.

• “More visibility of role models. Those
women who have achieved senior
positions in the sector need to put
their heads above the parapet.”

• “The industry needs to make more of
the women in it.  Not necessarily the
high-flyers, I just mean the ordinary
[women] who have managed to juggle
work and home.”
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Evidence - Promote Industry
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Appendix 47:  Individual
Evidence - Increased
Visibility of Role Models



• Senior women need to mentor the
junior women.

• One mentioned that she was a
mentee and she has found having a
mentor helpful.

• Senior women to coach other women
at senior levels.

• To encourage training and cross
training which enables individuals to
move around within a company more.
One woman has found that if you
want to train in something else you
tend to actually have to leave and find
another company who will train you.

• “More retraining opportunities for less
stressful roles, whilst recognising the
contribution of longevity and
experience within [the company] …
without demeaning the employee.”
Due to personal domestic
circumstances people may have the
need to work in a less stressful role.

• “Encouragement to learn more.  A lot
of the time they’re not encouraged to
do that, they’re encouraged to come
in and do the job that needs doing.
They’re not as nurtured as they could
be.” She believes that companies
should provide more training and
encouragement about self-
development.

• “There should be much more support
for women during their career breaks.
In the computing industry they’re
probably out for 3 or 4 years … they
need … more opportunity and
assistance to help with distance
learning … a way of gaining
qualifications while they are on their
break, [so they’re not behind when
they return].”
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Appendix 48: Individual
Evidence - Encourage More
Mentoring 

Appendix 49: Individual
Evidence - Training



• “Measure and seek results from
leaders concerning the number of
women they have and how quickly
they are moving up.”

• One woman who believes that the
people management skills are not
valued suggests that the “retention
and motivation should be made a
target”.

• “We need a proper Equal
Opportunities policy with targets –
race, gender, disability, etc.” She
believes it would then be possible to
monitor if and why women are stuck
at a particular level and then
implement strategies to address this
problem.

• “Need to change male attitudes
towards women in technology.  Need
to change male attitudes towards
women in power.”

• “Attitudes have got to change.  It’s a
pity that the attitudes aren’t just
amongst the older colleagues.  I get
as much grief from the male
undergraduate apprentices as I do
from the middle aged ones.”  She
cites examples of recently being
asked by a male colleague to clean his
desk, to make coffee, etc. Whilst
these comments were said as a joke,
she knows that they would never be
said to male colleagues.  “Some of
the young men … seem to think that
it’s ok to assume you don’t know as
much as they do and yes, this is the
arrogance of youth but they don’t do it
to blokes.” Also, “You ring up
suppliers and after the introductory
pre-amble they say ‘Wouldn’t it be
better if I actually spoke to the
technical person who actually had the
requirement’.  They automatically
assume you are a clerk.”

• “For better of worse, all of the anti
gender discrimination in the US has
really conditioned the men and … at
least they are thinking twice.  I’m not
saying that they don’t discriminate
because I think they probably do, but
they’re much more careful about it.
It’s unfortunate that you are to resort
to legislation and lawsuits.”
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Appendix 51: Individual
Evidence - Change Male
Attitudes



• “I do think there’s a confidence issue.
Women are much more likely to say
I’m not sure I can do that.” She has
interviewed graduates and noticed
different answers according to gender.
When interviewees were asked the
same set of questions the men said “I
can do that” and the women said,
“Well, I’ve never done that but I think
I might be able to.” “As an
interviewer you tend to respond to the
confidence the men have.  I think
women are more honest and more
hesitant.  So I do think this level of
confidence and building confidence in
women ... teaching them the role of
confidence ... needs addressing,
especially at a young age.” 

• “Right from a young age we need to
build up the confidence of girls and
their self-esteem.” She gives an
example she knows of a woman who
is 26 years old, who has a very good
job in a multinational company and is
thinking of leaving after just 3 years.
“She finds it a very scary environment
and is expected to do lots of work
untrained.  She is a perfectionist and
is scared that she won’t be able to
deliver…”

• More networking opportunities for
women are needed.  Some of the big
companies offer this but more needs
to be done.

• “Encouragement of women’s
networking, women’s forums, for
women to share ideas.” Just before
she left the company she ran a
women’s forum.  “There was
definitely a desire to informally meet
other women, understand the
challenges, ask silly questions, etc.”
They thought that it would be a good
idea for men to sit in, to see the
challenges faced by women.
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Appendix 52: Individual
Evidence - Build Women’s
Confidence 

Appendix 53: Individual
Evidence - Encourage More
Networking 



• “Women are much more inclined to
do something that fits with their value
set.  [Companies] have to treat people
well.  They have to have values that
women can buy into.  Women are
about co-operation and … mutual
support and the corporate world is
traditionally about people positioning
and competing with each other.  So
there would have to be more
opportunities for people to work
together, teams co-operating, a more
co-operative spirit.” As an example,
she had set up a practice, whereby
you work in teams with your
customers.  “You co-operate together
as a team and both your companies
measure you as a co-operative team.”

• “A more collaborative approach, more
emphasis on networks, relationships,
and teaming to get things done rather
than aggression, intimidation and old
boy network tactics.

• One woman believes that that the
industry should focus on innovation
and new growth markets, in addition
to cost-cutting and short-term financial
targets. “The market is not really
growing at the same rate it used to
be, it’s flattening and so all the
companies are moving into cost-
cutting mode rather than innovation
mode … and by and large women just
don’t want to keep working in that
sort of environment.  It’s hitting
women first but I think it’s going to
start affecting men as well.  Rather
than just focus on cost-cutting and
short-term issues, like the monthly
forecast and bringing in business,
they’ve got to step out of that and
back into innovation … new growth
markets and solving customers
business problems, as opposed to fire
fighting all the time and just trying to
cut costs.  I found that most women
get frustrated … it’s not that you can’t
do the cost-cutting, making people
redundant … but when … every three
months you’re taking out 10% of your
organisation and you know that you’re
not solving the fundamental problem,
it’s just a very negative environment
to work in and it’s soul destroying.”

• “Accreditation should not just be
based on commercial market leaders,
there needs to be something else to
prove you have the basics.”

• Removal of the glass ceiling.  “The IT
senior management is still very much
male and white.”
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Appendix 54: Individual
Evidence - Collaborative
Approach from Companies

Appendix 55: Individual
Evidence - Other actions



• “System Manager role needs to be
recognised as fundamental to the
business.”

• There needs to be “A better approach
to ladies coming back after a career
break, so they’re not penalised forever
for the flexibility they have had for just
a few years.”

• “Good maternity policy.”

• “It’s an industry where I don’t think
you get on unless you go into
management and to get into
management in the IT industry
requires incredibly long hours, so
that’s the choice a lot of women have
to make.  “There should be more
opportunities for people to achieve
without having to climb … the
management ladder.”

• “Interesting and rewarding career
opportunities.”

• Career development plans. A
structured approach to developing
employees including training.

• “Money – the level of remuneration
has to be make it worthwhile with
regards to childcare.”

• “The IT industry with C+ Java, etc,
has become a bit of boys and their
toys [industry].  Women aren’t actively
discouraged but can be put of going
into that kind of boy racer
environment.”

• “More [IT] taster courses, which are
understandable to a lay person, so
that women can see what they’re
getting into.”

• “Childcare issue – needs to become
more acceptable.”

• Two women believed that there
should be more Government support
around childcare and childcare costs.
One stated, “I fundamentally believe
that if you pay for a nanny or childcare
it should come out of your pre-tax
earnings.” Another suggested more
opportunity and assistance to help
with distance learning, whilst women
are on career breaks.
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• “One thing I’ve learned over time,
whether or not it’s right, you have to
say ‘how is this game being played’
and you have to take those rules and
do whatever you need to do to win.
You have to change yourself more
than you should have to because of
this industry being a ‘males world’.”
When asked what her success was
down to she replied “being a real
bitch, just being really tough.” She
has accepted coaching from men and
she tries never to compromise her
personal values, so she will leave a
company before she does things that
she cannot live with.

• “I tend to find that the women I’ve
worked with, the more senior you
go… .are much harder. …..and are
more used to juggling.”

• “I feel that it was a constant battle to
have the female qualities and values
recognised.  You did have to emulate
the male ones.  It became more
competitive / aggressive, that sort of
style of culture, the higher you went
up the company …”

• With regards to feelings of exclusion,
one woman states that,  “You have to
do a lot of things in spite of it or you
have to modify your style.  You have
to have a thick skin or at least let
them not see you cry … it hurts.”

• “I coach guys that want to come out
of corporate life for that reason
(companies’ lack of values) but
women are much more prepared to
vote with their feet, even if it means
losing that income and that car.
Whereas the guys are more prepared
to stick it out and say ‘Ok, well I’ll just
hack it out until I retire.  [Women]
realise there’s more to life than having
a career.  I think at the moment
women don’t stay because they don’t
want to.  It’s not because they can’t
break the glass ceiling, they just don’t
want to do what it takes.  I’ve
imposed the glass ceiling on myself
and actually said no I don’t want that
promotion because … of what is
involved.”

• It became apparent that there were
pay inequalities after a take-over and
as a result male colleagues also felt
aggrieved but many had families and
felt that they could not afford to ‘rock
the boat’.
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Appendix 56 – Individual
Evidence – Evidence of
women having to behave
more like men.

Appendix 57: Individual
Evidence – Evidence that
men also want to leave the
industry
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