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A Message from Joanna 
Poplawska, CEO at CITF
CITF’s Gender Balance, Diversity and 
Inclusion Special Interest Group (SIG) is 
an action and results orientated group of 
technologists from our member organisations 
who want to share their rich perspective and 
insights on the issue of women, diversity 
and inclusion within technology. The group 
was established in 2014 and quickly realised 
that the challenges relating to female talent 
needs to be addressed in a much wider 
context of diversity and inclusion. As part 
of its actions in 2019, the group embarked 
upon an initiative of collecting real-life stories, 
recommendations and practical guidance 
on how to challenge the status quo and 
how to improve a diverse talent pipeline. I 
am delighted to be able to present to you 
a summary of its findings and thinking, 
modestly called  “Good Practice Guide”  
The main theme which emerged from this 
work was that to build and protect the talent 
pipeline we need to align the right working 
environment, workforce planning and 
leadership behaviour.

     Recommendations resulting from this    
     work would be useful for consideration by:

     • Leadership and management teams
     • Leaders who coach and interact with staff
     • Women in technology

On behalf of CITF, I would like to express our 
gratitude and appreciation to all our contributors 
for taking the time to share tips and viewpoints 
with us. Their individual experiences are highly 
relevant and informative to any organisation’s 
need to push forward the agenda of diversity 
and inclusion. I encourage you to reflect on and 
consider their recommendations.



Introduction by Emma Feltham

Emma Feltham,  
Head of IT Delivery at 
the National Trust, who 
also leads the CITF 
Gender Balance  
& Diversity Special  
Interest Group. 

https://www.youtube.com/watch?v=0eV3zSVnHm8&feature=youtu.be


Creating the Modern Workplace
CHAPTER 02

Creating different working environments for retention and attraction of diverse talent is one 
of the most important trends in organisational practices. Through advancements with cloud 
technology and BYOD (Bring Your Own Device) policies, employees are no longer constrained 
by working hours or by place. Technology has enabled people to shape how and when they 
work. Other aspects that have changed within the workplace that will be covered in this 
chapter is society’s stigma on mental health and menopause. In a recent UK 2019 survey 
conducted by the government, mental health conditions contribute to 44% of all work-related 
ill health and 54% of working days lost, in 2018/19 (HSE England, 2019). Statistics show that 
300,000 people leave their place of work each year due to poor mental health. It is therefore, 
more important than ever for companies to look after all aspects of their employee’s health 
and fight against the stigma.

Citation: HSE England, Work-related stress, anxiety or depression statistics in Great Britain, 2019 https://www.hse.gov.uk/statistics/causdis/stress.pdf   



Flexible Working at Amey

Job Share Arrangement for Wellbeing 
Business Partner role at Amey

Has provided the business with multiple  

benefits and enabled the employees to  
continue their careers on a part time basis  
whilst navigating the new world of being a  
mother.Benefits include:

1.  Two people with different career backgrounds  
bring additional experience to one role.

2.  Where only one full-time role exists, a job  
share arrangement provides cover for  
holidays and sickness.

3.  There is an added layer of loyalty between the  
two individuals sharing the role. As a result,  
they feel accountable to each other, increasing  
drive and motivation.

4.  They provide a strong support network for  
each other, reducing stress and improving  
resilience.

One of the critical elements of 
creating inclusive workplaces is 
flexible working. It helps parents to 
return to work, careers to balance 
their work and caring responsibilities, 
as well as helping people with health 
problems stay at work and reduces 
gender pay gap.

UK Flexible Working  
Statistics

To attract the best talent employers need to 
build a flexible working strategy that makes 
it   part of their culture and opens it up to all 
employees. 84% of male full-time employees 
and 91% of women have a strong preference 
for flexible working.

92% of younger workers  
either work flexibly  
or say they want to. 

Source “Flexible working.  
A talent imperative – research”,  
timewise.co.uk



Remote and Mobile Ways of Working

“Becoming the norm that people  
just work at the times that suit them  
and the trust is encouraging more  
of that flexible working.”

There is a difference between 
remote and mobile working and 
it is important to recognise this 
distinction. Retaining remote 
workers who often have low 
employee engagement needs 
to be part of talent retention 
strategy. A strong mobility 
programme can provide a good 
solution to give employees 
flexibility and experience whilst 
improving retention.

https://www.youtube.com/watch?v=ZoYWjzIY1iE&feature=youtu.be


Why you should look after your  
Mental Health- a personal story

“I started worrying that I was becoming 
completely ineffective at my job. I felt trapped 
by ever growing piles of work that no longer 
gave me satisfaction to complete, anxious 
about all the people I was letting down 
because I couldn’t meet the demands on 
my time. I couldn’t sleep, couldn’t relax or 
sit still for more than a couple of minutes. 
The anxiety kept building and I found myself 
sinking deeper and deeper into a dark hole 
from which I couldn’t see any way out. I 
couldn’t talk about it to anyone either… 
admitting I had a problem (even to myself) 
was the last thing I wanted to do”.

Catherine Moore, Global Head of IT Governance at Mundipharma

Why is mental health in the 
workplace something that 
we should take seriously?

Our mental health can have a huge 
impact on the way we perform at work. 
Equally, the culture, working conditions 
and environment at work can have 
significant impact on our mental health. 
Figures collated by The Mental Health 
Foundation show that:

1 in 6 
People are experiencing  
mental health problems  
in the workplace.

12.7% 
of all sickness absence days in  
the UK are potentially attributable 
to mental health conditions.

£42bn 
- how much mental health  
costs UK employers per year

Women in full-time employment are nearly 
twice as likely to have a common mental 
health problem as full-time employed men 
(though this may reflect more on differing 
levels of formal diagnosis as opposed to 
more women suffering from these issues).

Does that resonate with you in any 
way? You may have experienced 
mental health issues yourself or know 
someone close to  
you who has.



Putting measures in place to support employee mental health provides financially benefits to the 
employer by cutting down absenteeism and reducing presenteeism (where employees come to work 
while struggling with illness and are therefore less productive). Last year, poor employee mental health 
issues cost UK employers up to £42bn – around £1035 per employee per year. This likely exceeds the 
costs of implementing a mental health programme, training employees and ensuring company policies 
cover mental health issues and diversity. A huge part of this is ensuring that employees feel comfortable 
talking about mental health problems.

And back to the beginning…

What I described in the first paragraph was how I felt circa 18 months ago. After a very traumatic few 
months, when I regularly worked up to 90-hour weeks (I’ll spare you the complex reasons why), my 
mental wellbeing hit rock bottom. I’ve been through quite a journey to get into a much healthier state 
of mind that has involved my GP, medication, counselling, exercise, a healthy diet and, importantly, 
support from family, friends and colleagues.

I found that one of the most effective therapies was discovering how to talk about my own mental 
health. Let’s make sure we offer a safe space to talk about mental health (and all the other hidden 
illnesses that we suffer from) and remove the attendant stigma… one conversation at a time.

“Let's make sure we offer a safe 
space to talk about mental health.”



Mental Health & Well Being Awareness 
Amey  is  a UK-based  infrastructure  
services  provider. Mental health 
is a big priority at Amey, and they 
run various programmes across the 
organisation to raise awareness of the 
issue and enact positive change to 
employee mental wellbeing.

This year Amey used Mental Health 
Awareness Week as an opportunity to 
put mental health discussions firmly 
on the agenda of everyone within the 
organisation.

Worked with charity MIND  visiting  teams 
to talk about spotting signs that someone 
you know may need mental support and 
how best to help them.

S
he

ffi
el

d
Regularly hold Walk and Talk sessions 
throughout the company to help 
promote people being active as a form 
of wellbeing and to begin sharing with 
others.
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Implemented Time to Talk sessions, 
trailing its success, inviting people to 
talk openly about their mental health 
issues in an informal setting with tea  
and cake.  
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As a working parent, with 
two autistic children, life 
can be pretty tough on 
my mental health. Amey’s 
Wellbeing ambassador 
network gives me the 
chance  to share my  
experiences and coping mechanisms, and 
support others to achieve a healthy work/life 
balance.

Helen Beeby, Amey Wellbeing Ambassador

Working in a male  
dominated sector has  
helped me recognise  
that men are concerned  
about their body image  
and associated health risks,  
but many  are often reluctant to  
share their concerns. Amey’s Mental Health 
network is a great place to encourage them to 
open up and discuss their issues, and can be 
the first step to improvement.

David Prentice, Amey Wellbeing Ambassador



Menopause in the Workplace
In a recent study on Menopause conducted by Forth of 
over 1,000 women in the UK aged 45 or over, 63% said 
that their working life has been negatively affected in some 
way. Of the women surveyed, 34% went on to develop 
depression and anxiety, with 29% facing a significant loss in 
their self-confidence at work. This has had adverse effects 
with 11% of women stating they had forgone a promotion 
because of the menopause due to symptoms such as 
lack of concentration. Shockingly 90% of women state 
their workplace offers no help for women going through 
the menopause (Forth, 2019). Hear from Debbie Hayman 
who shares her personal story at HMRC and how she has 
championed change at all levels across the organisation. 

63%
said that their working  
life has been negatively  
affected in some way

went on to develop  
depression and anxiety

of women stating they  
had forgone a promotion  
because of the  
menopause

state their workplace  
offers no help for women  
going through the  
menopause

Citation: Forth, 2019, A Study of Menopause in the Workplace  
https://www.forthwithlife.co.uk/menopause-in-the-workplace/

34% 11% 90% 

https://youtu.be/xWubZntvyfQ


“I started maternity leave in January 2017 after working 
full-time in the role of HR Business Partner for Talent 
in Amey’s Utilities division. During my maternity leave 
my employer was very supportive of me returning to 
work in a part-time capacity so that I could balance 
being a mum and still pursue my career. Adaptations 
were made to my role so that this was possible. This 
included moving some of my responsibilities to other 
roles as part of a wider restructuring whilst I maintained 
a manageable portfolio of work that still enabled me to 
progress in my field. I have always seen Amey as an 
employer that is very accepting of flexible working and 
part-time roles are very common.

Shortly before I was due to return to work I became 
ill and was having various medical investigations. I 
returned as planned in March 2018 but was diagnosed 
with ME/CFS shortly afterwards and this posed many 
challenges for my role, particularly my mobility and 
ability to travel long distances regularly. It was also quite 
hard on my mental health.

By Felicity Ball,  
HR Business Partner Amey

Chronic  
Fatigue  
Syndrome

Is a long-term illness with a 
wide range of symptoms.  
The most common is extreme 
tiredness, sleep problems 
and muscle pain.

CFS is also known as ME, 
which stands for Myalgic  
Encephalomyelitis. It can  
affect anyone but is more 
common in women and 
tends to develop between 
your mid-20s and mid-40s

Working with a  
long-term illness



My manager was very supportive during this time 
and I was able to access support through our 
EAP service and was referred to occupational 
health. My manager took the time to understand 
my condition and gave me time off to attend 
appointments. Off the back of the occupational 
health report, other adjustments were made 
in recognition of my condition, including the 
permission to work from home one or two days 
a week, and always following any travel. I was 
encouraged to use Skype and conference calls 
to avoid unnecessary travel and I never felt 
pressured at any point to do anything I wasn’t well 
enough to do.

Throughout this period I felt that my employer 
valued my contribution and wanted me to focus 
on getting well. I was, therefore, able to focus 
on my health as the priority; whilst my work gave 
me structure and security through a difficult time. 
Although I had to take a period of sick leave later 
in the year I have now returned to work and my 
health is improving. I don’t think I would have 
made this level of progress had it not been for 
the support of the Company and the ability to 
continue in meaningful work.

“I don’t think I would have made  
this level of progress had it not been  
for the support of the company.”



Unlocking the UK’s Invisible  
Talent Pool
Steve Shutts, Chairman of Astrid

“Allows people who 
have been struggling 
with an illness to return 
to work and give them 
something else to think 
about.”

“The world of health 
equality needs to be 
addressed.”

Steve Shutts shares his vision how employers 
can access the wealth of skills and experience 
from an ‘invisible talent pool’ of people 
diagnosed with critical illnesses. In the UK, 977 
people are diagnosed with cancer each day, let 
us make sure that their talents are not wasted.

https://youtu.be/USaq1p0ocog


Building Diversity Network
CHAPTER 03

Many CITF member organisations have networks supporting their diverse 
professionals. These networks offer people opportunities to connect and 
build communities with others who share gender, race, religion or sexual 
orientation. Achieving this goal is far from easy, though the following chapter 
covers a range of successful techniques that have worked.

Swindon’s Inclusion  
& Diversity Network 
Emma Feltham, Head of IT Delivery at National 
Trust explains how many employers have the 
same problem finding people with the right 
skillsets in technology roles. Check out her 
video below, where Emma explains how creating 
a local network can support everyone in their 
career progression.

https://youtu.be/r9JKBkWXq7c


Diversity Networks  
Rose Grant, DEFRA

The Department for Environment, Food & rural Affairs 
(DEFRA) caters to several network groups, entirely made 
up of volunteers, including LGBT+, ethnic minorities 
as well as the disability network. Communication tools 
such as Yammer are the primary ways the internal 
diversity groups collaborate through. The organisation 
is responsible for protecting and supporting the UK’s 
natural environment.Learn more about the success at 
DEFRA via the video below:

“Noticed an internal shift in the 
workplace,staff are bringing 
their whole self to work.”

“Through the ethnic  
network,encourage  
staff throughout  
DEFRA to improve  
awareness.” 

https://www.youtube.com/watch?v=T-UKEaJtIH8&feature=youtu.be


HMRC Women in Technology

“Our vision is for the group to be a platform to build the confidence of women in 
tech, encouraging us all to find our voice and be heard. We want to help women 
in tech to find and achieve their goals, all within a creative environment that 
connects individuals in tech, wider government and beyond.”

Dena Habashi-Ayub, Project Manager ,HMRC

Initially there was a Women in Digital group and a  
separate Women in Tech group – the two eventually 
joined forces to form the amazing WiT we have today!

We are run by an overarching steering group (run 
by 20 women).

We have local networks across HMRC in Shipley, 
Newcastle and Telford.

Further groups in Worthing and London are in the 
pipeline.

We communicate using email, Skype, Trello, Slack 
and LinkedIn.

Quick facts about the group:



HMRC Women in Technology

Here are just the highlights of what else the group has been up to recently:

1. 
Setting up local HMRC WiT 
networks and promoting 
them via social media using 
#TeamHMRC and #WiT. 2. 

Finding a common  
communication channel to  
share information, including  
setting up a database  
of members.

3. 
Arranging local WiT Coffee  
Mornings to invite colleagues  
in tech and those wishing to  
establish a career in tech and 
‘myth busting’, or just find out 
more. We have also successfully 
coached some attendees with  
applications for jobs in digital  
roles.

4. 
To understand the baseline confidence in 
general amongst women in tech, we have 
created a survey which has been circulated – 
we are awaiting results. This will be followed 
by a workshop providing a safe environment to 
discuss areas of concern and improvement.

5. 
Linking up with mental 
health and disability  
networks to help build  
confidence.

A key part of the network’s work is education about the reality of a career in tech. We run myth busting 
sessions and create real model profiles for people to understand that you do not have to be ‘techy’ to 
be in tech! Emotional intelligence, an ability and passion for solving problems, and other transferable 
skills are an equally valuable asset to yourself and the organisation.



Leadership viewpoint
CHAPTER 04

The following chapter contains a range of videos and stories from senior 
leaders across a range of industries, reflecting on the importance of Gender 
Balance and tactics to be applied to break the difficulty of women entering the 
IT industry.



A conversation with  
Mark Bramwell,  
CIO, SaÏd Business  
School

“Organisations have recognized 
over the past few years and are 
working hard to re-address the 
gender and diversity challenges.” 

Mark Bramwell has been the CIO across a range of industries 
for several years and extremely versed in the technology 
industry. He is a passionate driver of diversity and change 
across all sectors of the business. Hear how he sees Gender 
Balance & Diversity as a critical factor to the contribution of 
innovation and growth.

“Many of the benefits that  
can exist by embracing and 
welcoming gender diversity  
include innovation, participation 
and generation of new ideas.”

https://youtu.be/M1tjon5IWS0


Women in Leadership Interviews

“In the engineering world  
I quickly had to find my feet in a  
male dominated environment.”

“As I advanced through my career  
I noticed there were less and less  
women around me.”

https://youtu.be/V9JiCMT2H40
https://youtu.be/Uv510eUEjHQ


“Whilst I was taking part within 
a transformation, I realised how 
important people are. That’s 
where my career has focused 
on for the last 10 years.” 

“If you continue to perceiver and 
you follow your dream and you  
believe in what you want, you  
actually can get there.”

“I’ve always tried to get a balance of personalities, characters, sexualities,  
genders, everything, because you get more out of people and be disruptive.”

Women in Leadership Interviews

https://www.youtube.com/watch?v=88MBcGAbfcA&feature=youtu.be


Women in leadership  
Denise Dourado
An interview with Denise Dourado, Cloud  
Digital Programme Director at HMRC

Let’s start with an introduction to your career path to date. 
Have you faced any challenges as a woman in the work-
place?

My career started in financial services on the trading floor. This 
was the 1990s and there was lots of sexual harassment, some of 
it very extreme. I realized that the support was not there at the 
senior level to combat and tackle this problem, so I decided this 
sector was not for me.

As a result, I moved into IT and started work in IT programming 
project management at PWC. I supported the rollout of new 
systems there and stayed for a couple of years. In retrospect this 
decision was a pivotal moment in my career path. I responded to 
a difficult and distressing period of my working life by rethinking 
my career direction and creating a positive outcome.

Before having children, I made the decision to move into the 
public sector. I just felt that the support was not there for being 
a mother and worker in my previous roles, and I moved to NHS 
Blood and Transplants. They had a great attitude towards trans-
formational change, and over my 15 years at the organisation, 
I worked with lots of fantastic people and delivered a host of 
outcomes.

As my children grew up, I made the move to HMRC in 2017. 
Today I head up the Cloud operations team. I am responsible for 
the main IT programme within HMRC which involves moving all 
of our services out of our current data centres to Cloud, including 
delivering a Cloud Centre of Excellence. It’s a great programme, 
as it not only focuses on the tech, but also on the people/cultural 
change.

In August 2019, we sat down with Denise Dourado to talk about her career in IT, the challenges  
for women in tech, and her insights into making IT a more diverse sector in which to work.



How have you championed diversity in your  
career in technology?

I am a big believer in mentoring. I mentor lots of junior 
women, some of whom have just had children. It can 
be a daunting process to return to work and I try to 
provide lots of practical steps to help ease the tran-
sition. I also mentor some men who are starting out 
in their career, helping them to build their confidence 
and interview style. Confidence is half the battle in ca-
reer progression, and I work hard to foster it amongst 
people I mentor. My message to mentees is twofold: 
never stop learning, whether that is about a new 
technology or a new tool, and keep stretching yourself 
– you will learn so much more from a challenging role 
than a comfortable one.

Beyond mentoring, I have been involved with the 
Women in Tech forum in Leeds for around a year. I 
help with talks on topics like the benefits of cloud and 
personal branding. The group helps to demystify the 
tech world and remove barriers to access. In Ship-
ley, I assist with the Yorkshire Women in Tech hub to 
foster a community of learning in the area. Finally, I 
am involved in a cross-government scheme led by the 
Government Digital Service (GDS) to make job de-
scriptions more gender neutral.

cuses on the tech, but also on the people/cultural 
change.

What tips do you have women looking to succeed in a career in technology?

Don’t be afraid of the jargon or the experience of your colleagues.  
In technology, lots of the fields are very new ground and everyone will  
be learning alongside you.

Don’t be afraid to ask, challenge, and question. You will find that plenty  
of people are happy to share their knowledge and experience.

Always try to keep learning. This does not have to be in technology specifically. 
Many aspects of tech’s increasing role in the workplace involves supporting 
human behaviours – it is important to understand both sides of this story.

Less is more. In presentations, for example, don’t bombard someone with lots 
of fussy diagrams, and instead try to keep your message clear and succinct.

Be open-minded to new opportunities. This could be as simple as a  
networking chat over a coffee.

It’s important that you develop interests/activities outside of work.  
Try something like Pilates – it keeps you fit and healthy and is a powerful 
stress-reliever.

What motivates you to keep supporting diversity in the workplace?

IT is there to support us all in how we live our lives and the workforce should be as repre-
sentative of that world as possible. It is also vitally important to secure diversity of thinking. 
If we have lots of people who think the same way, we will never challenge ourselves, never 
innovate and just deliver the same kind of solutions to the business.

1. 

2. 

3. 

4. 

5. 

6. 



5 Top Tips on Diversity
By Stephen Timpson, VPIT Network Logistics & Transport DHL

1. 
Companies need to be 
aware of the benefits of be-
ing diverse and inclusive.

2. 
There is vast potential from 
diverse candidates, pro-
viding a pool of previously 
untapped talent to support 
the evolving demands of 
industry.

3. 
Companies need to care-
fully consider language in 
recruiting, ensuring that it is 
balanced and reflective.

4. 
Organisations should be 
aware of their statistics 
across the diversity spec-
trum and utilise them to 
identify areas for improve-
ment.

5. 
Unconscious bias training 
is essential, particularly to 
enable companies to hire 
the best people for a job in 
a fair, balanced process.

IT is, certainly, not as traditionally diverse as other organisations. But we have a great opportunity now 
to move the needle to create a more representative workforce. This change will bring improved thinking, 
greater efficiency, and overall more rounded thought-processes in the workplace.



Tackling gender imbalance in  
Cyber Security effectively 

Michele has extensive experience across a range of industries, from transport, aviation and 
publishing and has several years of experience dealing with a host of cyber security needs. Take 
a look at the below session, in how Michele has actioned change in gender imbalance within 
cyber security.

https://youtu.be/mazAjdTAJno


Gender Balance and  
why it’s important
Ian Fisher, CIO UK and Ireland,  
DHL Supply Chain*

“I have been fortunate to work in a variety of roles within IT and logistics 
over the last 15 years. Many of these years have been spent in teams that 
had a combination of women and men. In these dynamics I found the 
combined teams to be more productive, creative and rewarding.

Innovation requires new, unique ideas, and the best ideas flourish in 
a diverse environment. Whilst diversity is recognised as a benefit and 
encouraged at all levels, gender balance takes this much further. I truly 
believe that teams of 50/50 men and women are more innovative than 
male dominated teams, and it has been proven that organisations with 
three or more female board members outperform their competitors; 
women bring different skills and thinking to the table and in so doing, help 
create balanced teams that deliver better decision making and results.”

“Teams of 50/50 
men and  
women are more 
innovative than 
male dominated 
teams.”

“Organisations with 
3 or more female 
board members 
outperform their 
competitors, wom-
en bring different 
skills and thinking 
to the table.”



DHL’s story

Employee diversity is the foundation of DHL’s corporate management 
and a necessary requirement for the Group’s worldwide success. It is 
therefore critically important that women hold positions at all levels in the 
Group’s management structure. I have the opportunity to help support 
this pledge, but I know I have a lot to do; we are in early stages of the 
journey, especially within IT. Logistics is not seen as the most attractive 
industry for women and combined with IT, the challenge is doubled.

However, we are committed to developing and leveraging all available 
talent, and poor gender balance is an indication that talent potential is 
being squandered. In response, we plan to put in place a gender balance 
programme (initially UK and Ireland) with the objective of identifying 
talented women early on, to systematically support them and create the 
necessary conditions for their personal and professional growth.

Culture change

In our programme we want to demonstrate through words and actions 
that there are many opportunities for women in Logistics and IT, and that 
there are no organisational barriers to women who aspire to a career with 
us. We will propose training and development modules that will support 
an environment for females to thrive, including mentoring and coaching. 
We will also encourage a work culture that helps employees to better 
balance family and career. I believe these are important steps to help 
increase the number of women in management positions.

Long-term cultural change is only possible if we view this issue as a key 
management responsibility and actively promote it. Leaders at all levels 
within the organisation can contribute and support the personal growth of 
our female employees, whether through influence, working with networks 
such as Red Chair (set up in 2007 by DHL to support female talent) or by 
creating job descriptions that are more appealing to women.

I will certainly be directing my team to support our pledge and help 
deliver the gender balance programme within the UK and Ireland. 
Boosting the percentage of women in management positions is key to 
the future success of our Group. We want to be the Employer of Choice 
for both men and women.

*These comments were supplied by Ian Fisher during his time as CIO at 
DHL



Growing your Pipeline
CHAPTER 06

Research by CITF

In a recent report by Gartner, the number of women in key roles in the tech-
nology industry has remained roughly unchanged over the last 10 years with 
women holding the role of CIO at a largely static at 14% (since 2004).

Womens’ roles range from Project Support, technical IT roles through to COO. 
Why are there not more women in IT and what does industry need to do to 
attract them? 

Can we level the playing field?



First and foremost, this starts at home and 
in schools. In all levels of education, from 
Key Stage 2 up to degree level, girls are 
outperforming boys. Given the lingering 
stereotype that the technology world is for 
men, most girls will drop out of STEM subjects 
(Science, Technology, Engineering and Maths) 
at an early stage. The Guardian newspaper 
reported that ‘less than 4% of girls are 
choosing A Level Physics compared to 20% 
of boys, and 10% of girls who achieve an A* in 
Maths GCSE go on to study A level Maths (it’s 
25% for boys)’.

But what about after school, college or 
university? What happens then, when women 
enter the world of work? Thankfully, this is 
changing – but progress is slow.  Consider 
Julie Larson-Green (Chief Experience Officer 
at Microsoft), Christina Scott (CIO, FT Group), 
Catherine Doran (CIO, Royal Mail Group), 
Susan Cooklin (CIO, Network Rail) or Joanna 

Shields (Non-Executive Director at the London 
Stock Exchange Group and Chair of Tech City).
So how can we go about balancing the ratio 
between men and women in IT? The right tools 
are there; job description, employer brand, job 
adverts, role profiles, interview techniques, 
sector reputation and flexible working. 

Studies have shown that men and women 
respond differently to the way job adverts 
are worded. In light of this it is vital to write a 
gender neutral role description.

As time passes it becomes increasingly 
evident that IT opportunities becoming 
accessible and attractive to women is largely 
the responsibility of recruiters. Recruiters must 
ensure that methods, including language, and 
channels of attracting talent, are inclusive and 
representative of the workforce. 

“In all levels of 
education, girls 
are outperforming 
boys.”

“Less than 4% of 
girls are choosing 
A Level physics.”

“Studies have 
shown that men 
and women 
respond differently 
to the way job 
adverts are  
worded.”

“number of women in key roles in the technology  
industry has remained roughly unchanged for 10 
years”



“It’s really important to 
have the right team  
around you.”

“For me, I have to have 
a completely transparent 
recruitment process.”

“Need to make sure that  
there is a balance and a 
difference in the group of people 
that we put together will be able 
to bounce off each other and 
learn from each other.”

Quick tip on recruitment

https://youtu.be/sZmQ3CkXv7A


Research by the American Psychological 
Association (APA) showed the language often 
used in job descriptions has a direct effect on 
the gender applying for the role. 

The research suggested that bold language 
choices such as ‘ambitious, determined, active, 
analytical, competitive, dominate, challenging, 
confident, decisive’ and ‘independent’ 
appeal to men more, whereas words such 
as ‘committed, connected, co-operative, 
dependable, interpersonal, loyal, responsible’ 
and ‘supportive’ are ‘feminine-themed’. 

This research concluded that the language 
used sent a message to many women which 
suggested that they would not fit the role and 
therefore, although perfectly capable and 
qualified, they would often not apply for roles 
they would be well suited to.

Citation: The importance of languageBy Dr. 
Sharon Stephens Brehm, APA President
https://www.apa.org/monitor/may07/pc

Are your Job Descriptions  
Gender Biased?

Below is an example of role written 
that would be deemed masculine in 
it’s context:
‘My client is looking for an ambitious 
Senior Manager who is accountable 
for all IT related issues on the trade 
floor. To succeed in this role you’ll 
need to be a determined leader who 

boasts superior skills’.

The female equivalent of this  
description would be:
‘My client is looking for a committed 
Senior Manager who is responsible for 
all IT related issues on the trade floor. 
To succeed in this role you’ll need to 
be a steadfast leader with proficient 
skills’. 

Although there is nothing derogatory 
about this wording, (the ‘female ver-
sion’ sounds positive), it does lack the 
confidence and power we have come 
to associate with impressive, highly 
skilled technical jobs. Recruiters, must 
make changes by being smarter and 
understanding how to reach a gen-
der-neutral audiences. 

“Recruiters must 
work at removing 
obstacles they 
have unwittingly 
put up.”



To open doors for women put off by gendered 
wording, companies must work at removing 
obstacles they have unwittingly put up. The APA 
research discovered that not one participant in the 
study noticed the presence of gendered language. 
Instead, they assumed that their disinterest was 
down to a lack of appeal on a personal level. 

The current problem is that traditional, 
competitively worded job descriptions are 
repelling candidates that firms are trying to 
actively attract. Job listings aren’t the only thing 
keeping women out of IT. Part of the reason for an 
imbalance has historically been the lack of women 
being trained in the first place. Fixing the language 
of job listings won’t fix the problem if the culture 
doesn’t change as well!

The APA research warned that gender-themed 
words, although a powerful contributor to the 
imbalance in IT is just one of several barriers 
to women’s advancement in male-dominated 
professions, including “exclusion from informal 
networking opportunities necessary for 
advancement,” 

“unwelcome or patronising work environments,” 
“double standards for promotion and hiring,”

 and “underperformance due to stereotype threat.”



10 point technology gender  
balance action plan

1. Know, show & grow our numbers

2. Full support for flexible working policies

Ongoing support of STEM activities

Mixed gender interview panels 

More attention to job advert  
wording & style

Leadership development &  
mentoring schemes

More support for those returning  
from career breaks

Analysis of Technology Employee  
Attitude Survey (EAS) results by gender 

Influence our suppliers & partners,  
public customers

3. Alignment with Athena SWAN Charter
https://www.ecu.ac.uk/equality- 
charters/athena-swan/

4. 

5. 

6. 

7. 
8. 

9. 

10. 

CITF Member Survey on 
Gender Balance"

0 20 40 60 80 100

Review of job descriptions 
for biased language

Dedicated outreach to 
women

Clear and consistent criteria for  
evaluating candidates

Clear and consistent criteria for  
performance feedback

Third-party review (HR/Line Manager) of 
performance feedback to ensure fairness

Clear succession plans

Training for managers on gender  
diversity management

Tracking of gender metrics

46%

23%

92%

92%

30%

46%

15%

61%



Benefits of Mentoring
CHAPTER 06

Organisations looking to better unlock the potential of attracting, developing 
and retaining diverse talent should foster an environment that embraces men-
toring as a part of the corporate culture, further illustrating their commitment 
to developing their best talent.



Mentoring is a personal developmental relationship 
in which a more experienced or more knowledgeable 
person helps to guide a less experienced or less 
knowledgeable person.

To me it is more than that. It is about having someone 
to bounce ideas off, talk through challenges 
and issues, someone who can give me different 
perspectives to my own and challenge my thinking. 
Most of all it’s a relationship where I feel safe to talk 
about anything that is of concern or frustrating me 
which can help me find a solution to my problem.

A recent Computerweekly survey, where over half 
the people surveyed had a mentor, identified that 
almost everyone (96%) who had one believed it had 
improved their career prospects and would improve 
those of anyone who has one.
Those are pretty compelling statistics. I have had 
several mentors throughout my career, each with 
a different skill set and I firmly believe without their 
support and encouragement I would not have 
achieved so much in my career.

So is it for you? I would advise everyone to try it; 
but be prepared you might not find the right person 
straight away and some relationships may be 
shorter than others. Many companies offer formal 
mentoring programmes. If your organisation does 
not, be proactive and find one yourself. Identify 
someone in your workplace you respect and admire, 
approach them directly and ask them if they would 
be interested in mentoring you. Be clear why you 
think they can help you: is it because they are doing 
a role you aspire to or because you have seen how 
they interact with senior leaders? Be clear on what 
it is you think you can learn from them. Everyone is 
busy but if you put a compelling case together it’s 
unlikely they will turn you down; I have certainly felt 
flattered when approached. If there is nobody internal 
to your workplace, look outside. LinkedIn is supposed 
to be a networking tool so use it to network and 
find a mentor! Remember you are not limited to one 
mentor: if you have two different objectives you want 
help with, one person may not have the knowledge 
or skills to help you. It is vitally important to match a 
person with your objectives otherwise you won’t gain 
the full benefit.”

Sharon Jones, Head of IT Security Amey

Is mentoring for you?

“It is vitally  
important to match 
a person with your 
objectivies.”



So what makes a good mentor?  
Here is a list of some key attributes:

Encourage reflection, challenge assumptions

Give advice on career development

Provide experiences for growth

Offer encouragement to take the next step

Offer and consider different perspectives

Encourage self-directed learning by the mentee

Act as a good role model

 Be skilled in developing a rapport, listening,  
questioning and giving feedback

Be open, (but confidential), positive and trusting

Be supportive, empathetic and encouraging

Resist the temptation to tell the mentee  
what to do

Do you think you have  
some of those skills? 
There is nothing stopping a mentee also being a mentor to someone else, or any 
individual volunteering to be one. It is hugely rewarding and on average takes up a 
couple of hours a month of your time per mentee, a small price for helping someone 
navigate their way through the corporate jungle and also further developing your own 
skills and capabilities. As a mentor, what can you expect of the mentee?

A mentee should:

Take responsibility to “own” the relationship

Discuss and prioritise professional needs and 
goals

Request help in clarifying objectives, finding  
resources and identifying new directions

Respect the mentor’s time commitment by  
identifying, planning, and preparing issues for 
discussion

Strive to be a receptive and active listener,  
knowing that constructive feedback is an essential 
element to continuous professional growth

So put your name down on your own 
corporate programme or be a pioneer 
and set up a programme in your 
organisation – put the word out there 
that you are willing to mentor and see 
what happens.



Value of Mentoring in Supporting  
Diversity & Inclusion 

CITF’s research suggests that companies 
aiming to better attract, retain and 
engage diverse talent should consider a 
formal mentoring programme. Women 
and ethnic minorities may place more 
value on mentoring as they seek 
advice and counsel that will help them 
accelerate their careers.

https://youtu.be/GDrsPsUh9FM


Becoming a successful  
mentor
Skilled mentors are critical to people’s professional development 
and careers. Brinley Platts shares his views on becoming a  
successful mentor.

“Coaching and mentoring are 
key to everybody.”

“You need that person to help guide 
you in a direction, it’s like a GPS.”

Reverse mentoring

Shereen believers that there are valuable learning conversations to 
be had not only from relationships between peers but also those, 
which reverse the hierarchy of traditional mentoring. This is called 
reverse mentoring:

https://youtu.be/9lHJRX-CsNs
https://youtu.be/kdd6ZTCWOSY


About CITF
Joining our technologist membership 
organisation is a fantastic investment in your 
Technology department. CIOs and CTOs at 
our member organisations tell us it saves them 
money by providing them with a real picture on 
technology as well as diversity and inclusion 
issues through the help of the Gender Balance 
and Diversity Special Interest Group. Allowing 
them an insight into what the rest of the market 
is doing and helps them and their teams with 
decision-making.
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Be a part of the conversation  
– get in touch.

Over 

5,000  
technologists 

51 
Organisations 

28  
different  
industries across 
the globe, including 
UAE, Singapore, UK, 
Switzerland, USA, Africa

Varying  
members  
from CIO, CEO, 
and Junior 
Technologists

24 years 
of experience in 
Technology 40% of 

CITF individual 
members are women 

Cross-
organisational 
mentoring across 
CITF membership

Leadership 
access, 
 including Business  
Introductions

Contact us: http://bit.ly/2S9IASI

https://citf.tech
http://bit.ly/2S9IASI

