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Executive summary 
Fewer than one in five Information Technology, Electronics and Computing 

(ITEC) professionals and managers are women and female representation in 

ITEC is decreasing. Yet, there is a strong business case for increasing the proportion of 

women employed in this sector.  By not making use of all available human capital 

resources, employers are narrowing the pool of talent they can choose from.  

Underutilising a valuable section of the labour market is ineffective, especially 

when jobs are hard to fill or during times of skills shortages.  The implications 

of this are wider if women are working in lower skilled roles and in occupations 

that do not fully use their actual or potential skills.  The effect is that the economy 

is operating below its productive potential, thus slowing its rate of growth.  

Furthermore, it is easier to understand and meet customer and client 

expectations if the people creating the products and services are as diverse as 

the people who buy or use the products and services. And, of course, 

most managers are now committed, from an ethical standpoint, to ensuring 

that women and men have the same opportunities to develop their careers.

But how can organisations attract and recruit more women into ITEC roles? Even 

with the best of intentions, this is not easy. IT can still be seen as a role for “geeks” 

and “anoraks” and many women are not attracted to training for ITEC careers. 

When managers are under pressure to recruit someone who can fit in and deliver 

immediately, it can be tempting to pick someone who is similar to the existing 

team and if the team is already mainly male this probably means another man. 

And in the fast moving environment of IT where skills may be out of date within 

months and where people work long hours to complete a project, attracting and 

recruiting women with domestic commitments is especially challenging for 

managers.   Maximising the use of women returners (especially those who are 

not returning to an organisation that they have a track record with) is similarly a 

challenge.  

This report is based on case studies in 20 organisations that are attempting to 

address this problem. The organisations range from household names including 

Microsoft, Google and Unilever to public sector organisations such as the 

London Borough (LB) of Barking and Dagenham and West Lothian Community 

Health Care Partnership (CHCP), to Small and Medium sized Enterprises (SME’s), 

Chameleon Net and TradingScreen. We report on their examples of best practice 

in recruiting women. 
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1  Aims of 
the project

Past research (DTI 2003) has recommended that employers should review their 

recruitment practices and selection criteria, as well as their cultures of 

employment to remove any potential for discrimination against women.  In 

accordance with this, the project sought to identify:

• effective methods and practices used by employers to identify skills

              gaps and their organisations

• effectiveness of different recruitment methods and practices in

             addressing skills needs

• cultures (policies and practice) of employment that positively 

              influence the recruitment of women to ITEC roles

• the role of recruitment agencies and intermediaries in helping

             companies shape their recruitment strategies and processes and

             define selection criteria. 

Effective Recruitment Strategies
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2   Methodology
We interviewed 28 people from 20 organisations.  Our sample was made up of  12 

private sector organisations (including SMEs), 6 public sector organisations and 

2 recruitment agencies.   We interviewed senior HR and IT hiring managers. 

Details of the interviewees and their positions are in Appendix I.  Interviews 

were mainly face-to-face, but some took place by telephone.  All interviews were 

transcribed and each interviewee was asked to approve any reference to their 

organisation in the report.  All but one of the organisations have agreed for their 

names to be used.

 

As one of the aims of the project was to identify examples of good practice in the 

recruitment of women into ITEC and related job roles, we approached 

organisations that have acquired the reputation of being successful recruiters 

of women in this area.  As well as our own contacts, our sample includes 

organisations with which Equalitec had worked collaboratively in the past; and 

organisations, which had received the following awards for IT and/or the 

employment of women: The Grayson Computer Services (GCS) Women in IT 

medallists in the 2006 British Computer Society (BCS) IT Professional Awards, 

and The Intellect, Society for Information Technology Management (Socitm) 

and Society of Local Authority Chief Executives and Senior Managers (Solace) 

Local Government IT Excellence Awards 2006.
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3   Women and 
the  changing 
knowledge 
economy

One of the most fundamental social changes of the last 30 or 40 years in industrialized 

societies has been the increase in women’s employment, especially mothers of 

young children.  In the UK just over half of women (52 per cent) with children 

under the age of  5 are in paid work, while 70 per cent of women with children 

aged 5–10 are employed (Equal Opportunities Commission (EOC) 2005).  Between 

10–20 per cent of all couples in Britain, (and the USA and Canada) are ‘dual career 

households’ in which both partners, often highly qualified, are pursuing full–time 

employment (Hardill and Watson 2004).  Women now perform a broader range of 

jobs than 30 or 40 years ago and in particular the proportion of women in 

professional and managerial work has increased significantly, although they are 

still under-represented at higher levels.

Social and economic conditions are changing in much of the industrialized world. 

The decline of the manufacturing base and growth of the service sector has fundamentally 

altered the business and employment context, with different skill sets required 

compared to a generation ago.  Partly caused by the decline in the birth rate over 

the last couple of decades, labour and skill shortages have occurred in many 

areas, particularly the knowledge economy.  ITEC is no exception. Added to 

this, globalization has made the business environment more competitive and the 

workforce more mobile.  Customer expectations have intensified and there is 

now a strong demand for access to goods and services 24 hours a day.  Again ITEC 

is no exception. As a consequence of the emergence of this ‘new economy’, it is argued 

that employers in industrialized countries are now competing with each other for 

the ‘best’ (meaning most talented, skilled and qualified) workers (Kandola and Fullerton 

1994).  They can no longer afford to ignore under–utilized pools of labour such as 

women. 
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ITEC is a driver of change across many sectors, leading to the emergence of new 

employment opportunities and skills needs (DTI 2006a).  There is also pressure 

on employers to accept the business case for diversity and comply with diversity 

and equality of opportunity expectations (DTI, 2005a).

Outsourcing may also have had an effect on women’s opportunities within ITEC.  

Many of our interviewees mentioned the growing need for project management 

of outsourced work, together with the perception that women tended to have 

the ‘soft’ skills that are needed for project management.  We discuss this further 

in Section 4.

Women’s representation in IT occupations
The representation of women in ITEC jobs is declining in many industrialised 

countries (Intellect 2006).  UK statistics demonstrate how under-utilised 

women are within ITEC.  As Table 1 shows, less than one in five of all ITEC 

employees (defined according to 5 job categories) is a woman.

Table 1: Women’s representation in 5 ITEC job categories
Standard Occupational Classification (SOC, see Appendix III) 

 

Occupational category       Women’s/men’s representation

IT operations technicians      24% / 76%

IT user support technicians     25% / 75%

IT strategy and planning professionals   14% / 86%

Software professionals      15% / 85%

ICT managers       20% / 80%

Total         18% / 82%

 
Source: authors’ calculations from the Annual Survey of Hours and Earnings (ASHE) 2006, 
published tabulations 1

Effective Recruitment Strategies
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By comparison with their overall representation of 18%, women are slightly 

better represented within the first two categories in the table, which are at the 

technician level and normally categorised as sub-degree level.  Here they make 

up about one in four of all employees. But, their representation is lower in the 

managerial ITEC roles – and especially in the professional positions of IT strategy 

and planning and software.

The gender pay gap in ITEC

The government’s survey on earnings (Annual Survey of Hours and Earnings 

(ASHE) 2006) shows that women’s mean full-time hourly pay in computing and 

related jobs is 79.6% of men’s.2  Thus there is a gender pay gap in this sector of just 

over 20%.  This is a larger pay gap than the overall UK one (17.2%, using the mean) 

(EOC E-news, October 2006).   

When we compare men and women’s pay within the same occupational 

categories there is less of a pay gap than is revealed in the industry analysis 

above: women are generally paid about 86-90% of what men earn.  For example 

amongst ICT managers, the gap is 14%, ie women ICT managers earn 86% of men 

ICT managers’ mean pay; amongst IT user support technicians, the gap is 10%.  

The reason for the bigger gap in the industry analysis than in the occupational 

one is that women tend to be concentrated in lower paid jobs and men in the 

higher paid jobs, as Table 1 shows.  This is ‘vertical occupational sex segregation’ 

and is the main factor in the gender pay gap of 20% in the industry analysis.

Intellect’s ‘Perceptions of Equal Pay’ survey, carried out in 2006 on 433 women 

employed in private sector ITEC gives some indication of the extent to which 

perceptions of (un)equal pay may impact upon recruitment.  A small number of 

firms had carried out an equal pay audit and of those, over half of the survey’s 

respondents working there said it improved their opinion of their company.  

Transparency about equal pay appears from the survey to be unusual, yet 72% of 

all respondents said that if a company carried out an equal pay audit, this would 

encourage them to work for the company.  
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4  Effective 
Recruitment 
and Selection 

Effective Recruitment Strategies

The effective recruitment and selection of employees is a fundamental HRM 

activity, one that if managed well can have a significant impact on organisational 

performance as well as lead to a more positive organisational image (Pilbeam 

and Corbridge, 2006). Ineffective recruitment has a number of cost implications 

for employers: low morale which can affect employee performance; lost business 

opportunities, as well as higher levels of labour turmover. Findings from the 

Chartered Institute of Personnel and Development Recruitment and Retention 

survey puts the cost of staff turnover at around £12,500 for managerial and 

professional staff (CIPD, 2006a).     

Given the relationship between effective recruitment and organisational performance, 

organisations need to adopt a more strategic approach to HR planning before 

moving on to the actual recruitment and selection process (Pilbeam and Corbridge, 

2006; Bratton and Gold, 2007). HR planning involves defining job roles and the 

associated competencies, as well as developing an understanding of the labour 

market, both internal and external, in order to match the availability of potential 

labour to organisational needs.   

Various sources indicate ongoing issues with ’hard-to-fill’ vacancies in certain 

business sectors (Labour Force Survey; WERS, 2004; CIPD, 2006). Survey findings 

from CIPD (2006a), which draws on the quarterly CIPD/KPMG Labour Market Outlook, 

indicate that 82% of organisations are experiencing difficulties in filling certain 

vacancies. A lack of specialist skills was cited as the primary cause of skills shortages 

reported by two thirds of organisations. 

Best practices drawn from the literature
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Growing emphasis on ‘soft’ skills in the 
recruitment process 

The shift from a manufacturing to a service-based economy seems to have shifted 

the debate about skills in the workplace from ‘hard’ technical skills to new ‘soft’ 

skills (Crenin, 2003 cited in Grugulis, 2007). The term ‘soft’ skills is hard to define. It 

includes references to competencies, personal attributes, individual qualities, 

transferable skills, as well as social skills. There is a danger that skills may be defined 

differently in jobs that are predominantly done by women compared with jobs 

that are predominantly done by men. For example, in one semi-privatised 

organisation that employed more male managers, managerial competencies 

included: stress tolerance, thriving on pressure, maintaining logic and persuasiveness 

of argument despite heavy opposition. In contrast managerial competencies in a 

retail environment that had a higher proportion of female managers, included: 

open door policy, taking an interest in employees’ lives, having concern for well-

being of individuals (Grugulis, 2007). 

Despite the concerns raised above about the confusion relating to the term ‘soft’ 

skills, it is clear that organisations are increasingly placing greater emphasis on ‘soft’ 

skills in the recruitment and selection process (Bunting, 2004). Hence competency 

frameworks are replacing traditional person specifications (Boam and Sparrow, 

1992 cited in Redman and Wilkinson, 2006). Eighty five per cent of organisations in 

the 2006 CIPD Recruitment and Retention Survey claim to use competency-based 

interviews in their selection process. Other writers suggest that competency 

frameworks are more prevalent in large service sector organisations (Pilbeam and 

Corbridge, 2006). However there are no large-scale survey findings to support this 

picture. 

A note of caution relating to the use of competency frameworks comes from Dick 

and Nadin (2006) who point out that competencies are not necessarily gender neutral 

and that the competencies used in judging performance often reflect the values 

and interests of majority role-holders. Drawing on a study of performance in the 

police service by Dick and Jankowicz (2002), Dick and Nadin (2006) point out how the 

behaviours associated with the competency of ‘commitment’ are often the product 

of a male dominated culture where commitment is defined behaviourally as 

“… the propensity to put work before home by being prepared to stay late at the 

end of shift if needed and being prepared to work overtime if the job demanded it.” 

(Dick and Nadin, 2006: 493). 
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A strong theme in our interviews was the view that women had skills that 

would complement and supplement technical skills, particularly in certain 

sorts of client-facing roles.  These were variously described as personal, 

communication, business and team-working skills – with an umbrella term of 

‘soft skills’.  Project management opportunities are clearly increasing, perhaps 

particularly because of out-sourcing and off-shoring – and these skills were 

seen as particularly important in such roles.  For example, in our interview with 

Unilever the point was made that women are talented in a range of skills such as 

business partnering, account management, relationship management, internal 

consulting and innovation.  These are increasingly important in the context of 

increasing outsourcing.  Where large parts of an organisation are delivered by 

a third party, then the selection of the supplier and the management of 

that work becomes crucial.  In several instances, soft skills were seen to be as 

important as the technical skills, and in some positions more so.  There were 

several instances where soft skills were listed as ‘essential’ characteristics in 

job descriptions.  This issue is covered in more detail in Section 5.

Choices in the recruitment process
Recruitment channels  

According to CIPD (2006) the key recruitment channels used to attract applicants 

include: advertisements in local newspapers; recruitment agencies/search firms; 

corporate websites; specialist journals; encouraging speculative applications; 

employee referral schemes, and national newspaper advertisements.  

With increasing diversity in the workforce a question arises as to whether different 

groups of people use different recruitment media to obtain a new job. Data from the 

Labour Force Survey (LFS) (for the period July 2005 to June 2006) suggest that there 

are no significant differences between how men and women obtain a new job. 

However the LFS does indicate that the percentage of women (25%) using private 

employment agencies is slightly greater than that of men (20.6%) and the 

percentage of men (12.5%) making direct applications is slightly higher than the 

percentage of women (8.8%).  
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Internet recruitment 

With advances in technology Internet recruitment has become a key medium for 

recruitment by employers and recruitment agencies. Since 1998 there has been a 

significant increase in the number of organisations using their corporate web-

site as a recruitment channel (Searle, 2006). It is estimated that the online recruit-

ment business has grown to around £3.8 billion in 2005 (Taylor, 2001 cited in 

Pilbeam and Corbridge, 2006). Internet recruitment is seen as an effective recruitment 

medium especially when recruiting graduates, IT and technical professionals and 

middle managers. With Internet recruitment organisations have a number of 

choices: encouraging direct applicants through their own website, setting up 

their own recruitment website, or advertising vacancies on specialist Internet 

recruitment sites such as Monster, Top Jobs, Gold Jobs and Guardian Jobs Unlimited.    

The benefits of Internet recruitment for organisations include: reduction in 

recruitment costs; reaching a wider pool of applicants; reduction in the recruitment 

cycle; technology can be used to scan CVs and match against key selection criteria; a 

reduction in the amount of paperwork associated with the recruitment process, 

as well as providing a positive corporate brand image (Pilbean and Corbridge, 

2006; Searle, 2006). Internet recruitment can provide greater flexibility for candidates, 

thus matching the job-seeking habits of the contemporary labour market. 

Organisations recruiting internationally can combine Internet technologies 

with other technologies, such as video technology, to make it easier and more 

cost-effective when recruiting in different countries (Personnel Today, 2006). 

In addition Internet recruitment can create opportunities for organisations to 

use a number of pre-selection tools and tests, thus helping to improve the likelihood of 

a match between applicants and job vacancies (Redman and Wilkinson, 2006). 

There are some concerns about the Internet as a recruitment medium.  CIPD 

(2006) survey findings indicate however that many employers are still reluctant 

to use online selection: 84% of their survey sample indicated that they do not 

offer self-selection questionnaires and 74% indicating that they prefer not to use 

online testing. One concern is that this method appears to generate increased 

interest from unsuitable candidates (Pilbeam and Corbridge, 2006; CIPD, 2006).  
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A further concern is that little is known about the participation and experience 

of people from non-traditional backgrounds, for example the extent to which 

people from different backgrounds feel included (Searle, 2006).  Internet recruitment 

seems to be more attractive to certain types of job-seekers e.g. young white men, 

more highly educated applicants, frequent job changers, as well as those already 

in employment: a situation that may affect equity of employment access and 

ultimately diversity within organisations.

Employee referral schemes 

One recruitment method that appears to be increasing in popularity, although 

not a new practice, is the use of employee referral schemes, where existing 

employees suggest potential candidates drawn from their own networks. The 

latest CIPD Recruitment and Retention survey findings indicates that the 

percentage of organisations that attract applicants by this method has 

increased from 38% in 2005 to 47% in 2006. The benefits of employee referral 

schemes include reduced recruitment costs, as well as enabling applicants to 

gain a more realistic job preview. In addition the willingness of existing 

employees to recommend their organisation to others is used as a measure of 

‘organisational commitment’ in high performing workplaces (Purcell et al, 2003).    

Companies that are involved in continuous recruitment are likely to benefit 

from employee referral schemes. The technology company Xansa, for example, 

introduced an employee referral scheme in 2004 in order to help overcome 

recruitment difficulties (CIPD, 2006). Rewards, paid out at the end of probationary 

period of the referred employee, range from £1000 to £7000 depending on the 

job band that the referred employee is recruited into. The cost savings of the 

employee referral scheme can amount to around £1500 per candidate, 

compared with the use of recruitment agencies. 

Despite the attractiveness of employee referral schemes there are concerns 

that this approach has implications from an equality and diversity perspective, 

in that it could be seen as a form of discrimination. 

Effective Recruitment Strategies
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One way of potentially minimising biases associated with employee referral 

schemes is to ensure that the scheme is supported by a fair selection process, one 

where all parties involved are fully trained for their recruitment and selection role. 

Another possibility is to set clear criteria/boundaries around participation in the 

scheme by certain groups of employees. Senior managers and HR professionals at Xansa 

for example, with primary responsibility for recruitment, are not allowed to par-

ticipate in the employee referral scheme (CIPD, 2006). 

Selection processes

Predicting future job performance is a complex process given that successful 

performance in any given job role is affected by individual and organisational 

variables. This has led some writers to argue that it is important not to isolate 

selection decisions from other Human Resource Management (HRM) practices 

that take place before and after the selection process, such as providing 

adequate information in advertisements and recruitment literature about job 

roles. This is thought to ensure a favourable employer image, as well as attending to 

the initial socialisation of new recruits (Redman and Wilkinson, 2006). Research 

by Ng and Burke (2005) suggests that diversity management practices are also an 

important factor in the decision making criteria applied by highly educated 

female and ethnic minority applicants. 

The ‘Best practice/high commitment’ approach to HRM suggests that organisations 

should use a sophisticated set of selection processes, rather than relying on a 

single source of information on which to base decisions about an applicant’s 

suitability for a specific job role. The selection approaches that organisations 

could draw on include: unstructured interviews, either face-to-face or 

conducted over the telephone; structured behavioural or situational 

interviews; competency-based interviews; psychometric testing and selection 

through assessment/development centres. 

However there has been much debate and research into how to enhance the validity 

and reliability of selection processes.  In addition, debates ensue about how to ensure 

a ‘fair’ selection process, one that addresses concerns about procedural justice (i.e. 

fairness in the processes used) and distributive justice (i.e. fairness in the outcomes). 

Effective Recruitment Strategies
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The use of psychometric testing in the selection process is perceived as a way of 

ensuring procedural justice given that tests are administered equally to all 

candidates. However it is also argued that these tests lead to distributive injustice 

given that psychometric tests are often based on an assumption that there is one 

‘best’ way to do a job (Singer, 1993 cited in Redman and Wilkinson, 2006). What is 

needed is for organisations to acknowledge that individuals can carry out a job in 

different ways and still be effective. Therefore a ‘one-size’ approach to selection 

may not be appropriate. Clearly given how complex the recruitment and selection 

process is it is crucial that organisations systematically monitor the outcomes of 

their recruitment and selection policies and practices. 

5  Recruitment practices 
adopted by participating 
organisations 
Training hiring managers 

The organisations in this study were approached because of their good reputation 

in the employment of IT professional women. Nevertheless, even in such organisations, 

there is an acceptance of the need for widespread cultural change if good practice 

in recruitment, retention and career development is not to be dependent on the 

outlook of individual hiring or line managers. 

Education of hiring managers, particularly in the harder to recruit areas, is seen as 

a crucial part of this process. The form of this training varies between the organisations but 

the importance is summed up by recruitment consultancy managing director, 

Laurie Boyall:

“training is so important because hiring organisations are most at risk in interviews 

– what could be said by mistake, what could have been thought to have been said or 

reported to have been said.  That’s where the loss of control can become dangerous 

unless the education programme is very, very strong.” 

Effective Recruitment Strategies
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Lisa Jobson at Harvey Nash PLC pointed out that hiring managers ‘have the last 

say’ when bringing an individual into the organisation and Laurie Boyall added 

that when they are under pressure, the temptation is to offer the job to a 

candidate who looks like most of your current team.  He put it as follows:

“When the going gets tough – hire the most obvious.”

Fujitsu Services and Citi are two examples of organisations that have 

established a thorough, company wide, approach to all the stages of the 

recruitment process. Hiring staff are not permitted to take part in recruitment 

until they have completed the company recruitment training. Sharon Pagram 

described the training at Citi.

“a full day training course which looks at the end to end recruitment process and 

breaks it down into six stages, from the authorisation through to the sourcing, 

selecting, interviewing, on boarding, closing. It advises them around the legisla-

tion so they are fully aware of what their legal responsibilities are, not just to the 

franchise but also making them aware of their own individual responsibilities.” 

At Chameleon Net, a company with 25 staff, Vicky Reeves, the founder and MD, 

has a strong personal commitment to diversity from a social justice point of 

view. She is proud of the mix of staff at the company and made the point that as 

the company grows and she is less involved in interviewing it has 

become necessary to have formal procedures for recruitment:
 

“What has happened over time is as we have got bigger, our policies and 

procedures are much more defined and stringent so we now have an official 

diversity and ethical policy. I used to be the person that would do all the 

interviews for the company, whereas now there are people that are recruited 

that I have never even met before because they are working for another manager 

underneath me.  So it’s important to have all our documents as we are growing 

the company.”
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Outreach and increasing the number of 
applications from female candidates

It is widely recognised that ITEC generally has a poor image among girls and young 

women. ‘Geeks’ and ‘anoraks’ were commonly used descriptions of the image of 

those who choose to work in the sector, together with a frustration that many do 

not realise what an interesting career path ITEC can provide. 

Many of the participating organisations are active supporters of sector wide 

initiatives, such as Computer Clubs for Girls, as well as doing their own outreach. At 

IBM this is seen in the long, medium and short term.  Long term work involves girls 

in primary schools and sponsorship of the Brownies IT badge.  The medium term 

approach involves secondary schools and prizes and mentoring for the girls who 

achieve the highest grades for ‘A’ level computer science. Short term outreach 

focuses on female undergraduates.  This is a group that several other organisations 

are paying particular attention to when considering the way in which they attract 

applicants. For example Deloitte is involved in gender specific outreach with Target 

Chances, (www.targetchances.co.uk) whose events are tailored to female, ethnic 

minority and lesbian, gay, bisexual and transgender (LGBT) students interested in 

careers in a wide range of business sectors including professional services, technology, 

civil service, and the public sector. 

There are examples of adapting company stands at careers fairs so that they may 

be more appealing to young women. Fujitsu Services redesigned their recruitment 

literature to be more like a glossy magazine and made a point of having women 

staffing their stands, both of which they feel contributed to a more than doubling, 

from 15% to 37%, of applications from women for their graduate training 

programme. Suzi Edwards from Thoughtworks described their approach:

“our stand is very bright and there were lots of women, around the stand and so girls 

would come over and they’d say, what do you do?  And we’d say, we’re technol-

ogy consultants, and they’d say, oh, that’s not for me and try and walk off.  

We were dragging them back and saying, no, you need to understand 

about how we build software here because we think it will change your 

opinion.”
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Some organisations are beginning to investigate outreach to mothers on a career 

break such as at Fujitsu Services’s Bracknell office, where they have discussed 

approaching mothers at local schools, and at Thoughtworks, where Jackie Kinsey 

is considering targeting members of the National Childbirth Trust (NCT). 

Nevertheless we found much more outreach for younger women than for returners.

The layout and content of Websites are being thought about as having a role to 

play in attracting female applicants to organisations. Microsoft is moving towards 

a less technically focused website for example, with diversity amalgamated into 

the whole site rather than being in a separate section. The description of technical 

roles on Unilever’s careers website emphasises the wide range of skills required in 

addition to technical knowledge (Box 1).

Box 1: Unilever Careers Webpage

Information management & technology
Information Management and Technology (IM&T) gives you the opportunity 
to improve the way we do business.

Innovative technology
As well as looking at innovative ways of using and managing information, you’ll 
explore new ways of taking us to market (such as e-commerce), improve 
business processes and use technology to find new ways of working. 
If you’re interested in working on a huge range of projects, a career in IM&T 
could be for you. You could be part of a team developing new ways for us to 
work with other organisations, exploring new marketplaces and creating 
electronic exchanges. You could be on a project team in partnership with a 
major retailer, developing a web-enabled tool for promotions planning. You 
could even be part of the teams managing our own technology infrastructure.  
Whatever your role is, we’ll ask more from you than just technical know-how. 
You'll need the communication skills to help your colleagues make the most of 
your team's innovations. And, of course, we'll continue to train and develop your 
technical and business, and competency skillsets. 
 
For information management & technology you need:
• The tenacity to use technology to create business change. 
• Excellent communication, interpersonal and influencing skills. 
• A highly logical approach to problem solving. 
• The ability to understand technology and discuss IT with non-technical
              colleagues. 
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A competency based approach

As noted earlier, the concept of competencies is fluid. Marjan Kuyken, of Fujitsu 

Services, emphasised the specific nature of a competency based approach and its 

focus on examples of past experience.

“you want people to give specific examples of where they have been in a situation, 

how they went about dealing with it and what was the end result of that situation 

rather than just stating that they have a particular knowledge or skill.”

The organisations that have moved to a more competency based approach do feel 

that this is helping to increase the number of women in the sector. Several 

interviewees referred to the common perception that women approach advertising 

and job descriptions differently from men. The view is that women will only apply 

if they are sure they can meet every criterion, while men will send in an application 

if they can match about three quarters of the criteria. The competency approach 

helps, it is thought, both by making the posts more interesting and attractive to 

women and by emphasising the ‘softer skills’ that women are considered to be 

particularly good at. Competency based interviewing, where candidates are asked 

to give examples of real life situations, rather than hypothetical ones, is also considered to 

be better for women for this reason. Men who have bluffed a proportion do not 

make such a good impression at interview.  Sej Butler of IBM summarised the views 

of many:

“I think that competency-based interviewing helps because you are looking back 

onto the real skills, and real achievements of that person as an individual.  It comes 

back to what we said about women only applying for what they know they can do; 

they can refer to all the things they've done, whereas if you're interviewing a man who 

has maybe exaggerated parts, you'll feel some woolliness.”

Specifying competencies, as part of the recently introduced Age legislation, is also 

recognised as good news for returners, as they can demonstrate transferable skills 

rather than length of service.  The case examples in Section 7 also provide examples 

of the ways in which transferable skills can be emphasised.

Some also commented that the more senior the role, the more important the ‘soft 

skills’, as people move into increasingly managerial roles.
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Box 2 shows the ‘wheel’ of competencies used by Fujitsu both to assess potential 

staff and in appraising existing employees.

Box 2: Fujitsu Services  ‘wheel’  of  Behavioural Competencies 

In addition to specifying competencies, degree classification is still used by some 

organisations. Some expect at least a 2:1 degree classification in computer science 

whilst some look at other degree subjects too. At Google the high level of computer 

science degree requirement is felt to be to be a ‘proxy’ way to measure a person’s 

cognitive ability but it is still considered to be the best way to get ‘great’ people into the 

organisation.  At Northbrook Technology there is a deliberate ‘widening of the net’ to 

all degree types, with candidates programming potential assessed by using a logic 

based aptitude test. The senior HR manager, explained:

 “you may have studied Latin or Physiology, but find that you’ve a good aptitude 

logically, which can be applied to a career in programming.”

BUSINESS
Profit through
impeccable service

TEAM FUJITSU
Enhancing our collective
capability to grow the  business

INDIVIDUAL
Making a personal difference 
to improve the business
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The company has found that the proportion of female graduates applying to 

work for them has risen to 46% since they explicitly targeted a wider range of 

degree subjects 

However some organisations feel that this approach is not appropriate for all 

posts. Thoughtworks’ graduate training scheme takes in both analysts and 

developers. They have widened their net for analysts but require developers to 

have computer science degrees. Last year’s new female analysts included a 

botany graduate and a law graduate. This year the company were only recruiting for 

developers and were disappointed to find that not one of the 500 computer 

science graduates who applied was a British woman. The new hires have 

included an Iranian woman and a South African woman as well as a number of 

men from different nationalities. 

Northbrook Technology is considering renaming graduate posts as simply 

‘entry level’ opportunities and in some organisations, particularly in the Public 

Sector, the qualification requirement has already been removed. In 

such circumstances, evidence of competencies becomes crucial. The Head of 

LB Hillingdon IT department explained:

“a fundamental difference these days is that it’s no longer one size fits all. You 

don’t go out and advertise for what maybe you would have done 15 to 20 years ago; 

an analyst-programmer with COBOL skills. What you’re looking for is a set of out-

comes and you try to be more flexible about the people who might be able to 

provide those outcomes for you. You’re much less prescriptive about the inputs.”

This approach can also be seen in the following extract from a recent advertisement 

used by LB Barking and Dagenham’s IT department (Box 3). Nowhere is a specific 

qualification talked about – the emphasis is on competencies and skills.

West Dunbartonshire Council ICT and Business Development Department on 

many occassion have turned the ‘essential’ and ‘desirable’ elements of job 

specifications on their heads and now list behavioural competencies under 

‘essential’ and qualifications under ‘desirable’. The rationale here is that 

qualifications can be trained for, as an employee, but behavioural traits cannot. 
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Box 3: LB Barking and Dagenham advertisement

Are you a positive thinker, with a can-do attitude who enjoys challenges, likes to 
do things differently and do different things, can manage a varied workload, 
work at all levels, communicate effectively, is enthusiastic, dynamic, and full of 
energy?

Then this is the opportunity you may be looking for.

A post has arisen for an exceptional Group Manager in ICT. You will be 
responsible for the strategic development, direction, efficient management 
and operation of Systems Development and Support. 

You will need experience in leading, managing and technical development of 
critical business systems in a complex organisation.

Box 4: West Dunbartonshire essential and desirable criteria

 Essential Criteria                                               Desirable Criteria

•  Good project management skills.
•  Highly motivated.
•  Good analytical skills.
•  Able to contribute to meetings.
•  Friendly.
•  Ability to work under pressure and
   under tight timescales if need arises.
•  Able to meet deadlines.
•  Of unquestionable integrity.
•  Ability to use initiative and work
   unsupervised.
•  Good decision maker.
•  Excellent team work.
•  Good interpersonal skills.
•  Pro-active
•  Enthusiastic • 

•  Computing related qualification 
and/or professional membership 
of the British Computer Society
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Job descriptions, job specifications and 
advertisements
Caroline Buckingham explained how, at Microsoft, the identification of vacancy 

stage is used as an opportunity to examine the time commitment necessary for 

the particular role. The recruitment team discusses the hiring manager’s 

requirements:

 “We’ll talk through what he or she feels the job is and then talk about the possibilities.  

So, is it a full time role?  Can we look at two job sharers?  Do you actually need someone 

with five years experience or will you take someone with three years experience 

with two years out on maternity leave?  Can this person work from home? We’ll 

absolutely pin that down right at the beginning.”

At Citi, job specifications include the competencies necessary for a particular 

role. Hiring managers have to justify each point; all educational or technical 

requirements have to be directly linked back to the job description and if they 

cannot be justified, they are removed. These job descriptions then form the basis 

of the selection process.

Much thought has been given to the wording of advertisements, as with the 

writing of person and job specifications. Suzie Edwards at Thoughtworks, referring 

to the view that women take a different approach to advertising, described the 

particular efforts that they have made to ensure that their advertising is as 

attractive and appealing to women as possible. The aim is to emphasise creativity 

and imagination, rather than specific qualifications in the text.

Placing ads 

There are mixed views on the effect of placement on the number of female 

applicants. Some target websites such as www.womenintechnology.co.uk  and 

www.wherewomenwanttowork.com. However several raised questions about 

whether or not, when looking for work, women think of themselves as women 

first or professionals first. Several female interviewees commented that they 

would not have thought of looking at such websites – rather concentrating on 

those relevant to the job they had in mind. 
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Box 5:  Thoughtworks advertisement 
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Eileen Brown asked a focus group of technical women at Microsoft about their 

views and they agreed that they do not think of themselves as ‘a piece of diversity’. 

This poses some fundamental questions for organisational policy-makers.   

“all of them said they would not have clicked on that diversity link; all the 

Technical women I spoke to just went for the job description.”

When Thoughtworks tried advertising in Marie-Claire magazine there was no 

response. 

Google uses AdWords, its own main revenue generating vehicle, to place 

targeted recruitment ads, including ones focusing on female software 

engineers. A great advantage of this technology is that it can be easily tracked 

and monitored for effectiveness, a point that we also mention in section 8.

Interviewing

Whether to deliberately include women on the interview panel was discussed 

by many interviewees. At Thoughtworks a conscious effort is made to ensure 

that female recruits have their final interview with a senior technical woman 

while other organisations have a formal policy about the mix of interviewers on 

a panel. In West Dunbartonshire for example, interview panels must have a 

‘gender balance’ with a man and a woman on each panel. All male or all female 

panels are not permitted.

Some companies conduct a competency based or behavioural interview before 

testing a candidate’s technical abilities, for others the technical testing happens 

first.

At Microsoft, the technical testing takes place first, followed by two or more 

other interviews, with score cards for each candidate. It is felt that the thorough 

approach to interviewing, which is a costly process, is very fair. Eileen Brown 

explained the process of narrowing the candidates down to one offer.
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“afterwards we have something called a ‘wash up’ that's done for every candidate. 

We need strong technical skills, good communication style and passion for 

technology in this role.  We go through each candidate and we rank them.  “Give me 

out of the seven, which is your top one.”  If everyone has different opinions we’ll talk 

through the scorecard if five out of seven say “no”, and two say “yes”, we listen to why 

those two people really believe that it's “yes”.  It might change some of the others’ 

minds.  We usually get to a shortlist of two or three.  This takes a couple of hours,  

and then we pick the candidate, and the hiring manager telephones the candidate, 

as soon as possible to say that they’ve got the job.” 

Several organisations explained that if two candidates are similarly skilled 

technically then soft skills win over. As highlighted in the case studies in section 

5 of this report, it appears that many organisations are also giving the benefit of 

the doubt to candidates if their ‘soft skills’ are good but their technical skills are a 

little weak or ‘rusty’.  Even where the technical skills are described as essential 

and the interpersonal skills as desirable, recruitment consultant Laurie Boyall 

has noticed that the interpersonal skills may win over. His view is that the 

relative value of technical skills is actually decreasing.

The role of recruitment agencies 

A key intermediary in the recruitment process is the recruitment agency, with its 

potential to influence organisational practices.

Harvey Nash PLC, specialist recruitment agency, finds that most large employers 

do have Diversity Policies. They have worked with organisations to integrate 

these policies into the recruitment process. They also give advice to about 

diversity legislation. They see their role as mirroring the organisation’s objec-

tives, although they will suggest the addition of a diversity focus where they feel 

it would help, for example by using creative wording and placement of 

advertisements, to maximise the number of suitable applications. 
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Citi is an example of an organisation that has made particular efforts to ensure 

that the agencies they use are aware of how committed they are to the recruit-

ment of a diverse range of candidates. Sharon Pagram described the relationship 

they have with the agencies on their Preferred Supplier List .

“We ran a two day diversity workshop for all of the agencies. We had some role 

playing sessions with actors around anecdotal scenarios, to challenge 

the preconceptions and stereotypes that they might have around why they 

shouldn’t supply us with diverse candidates. We gave them methods and tools to 

try and attract and recruit a wider range of candidates. It was also important for 

them to see that this is actually something very serious and something that we’re 

very committed to.”

There is the theoretical possibility that recruitment agencies send ‘safe-bet’ 

candidates to recruiting organisations.  Laurie Boyall of McGregor-Boyall argued 

that a well established recruitment consultancy is trusted by clients to send 

suitably qualified candidates even if, at first glance, they appear to be a some-

what ‘quirky’ recommendation. He added that   

“there comes a point where you’ve got to draw a line in the sand and say ‘we think 

this is the right person for the job’”
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6  Organisational 
Cultures 

Doug Fraley from Google, explains the importance of planning for diversity 

from the start:

“If you find yourself with 15 engineers, none of whom are women, you’re suddenly 

in a bad position for trying to hire your first woman. As you build up from zero, 

you’ve actually got to be especially careful in the early days. There’s something 

there about thinking early on, when we’re working in a field that by its nature is 

male heavy, to think quite carefully about those early hires.”

In this section we cover a range of diversity issues that impact upon organisational 

culture.   Whilst some emphasis is put on organisational cultures that support 

women returning to paid work after a break, we also cover other issues such as 

the role of organisational reputation as a recruitment tool, female role 

models/mentoring and flexible working.

The following case example indicates how bringing about a culture change in 

the IT function, to enhance the overall professionalism of the service offered to 

users, has had a positive experience for women and their careers.

Reputation as a recruitment tool

In addition to addressing the recruitment process itself, promoting the culture 

of an organisation can be seen to be an incentive to female applicants. Lisa 

Jobson, from Harvey Nash PLC explained;

“If a woman is applying for a job and she’s read or seen there’s some level of 

accreditation or some award that this company has underpinning its  family 

friendly policies in place then I think that this would be more attractive to them.”

Effective Recruitment Strategies
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Context
The IT and e-Government team consists of around 85 to 90 staff and services 
around 3,500 users across the council. The current head, who is female, joined 
around two years ago. Prior to this the IT function had been structured in 
more traditional ways. Many members of the IT function had been in the post 
for a long time, only a small number of these were female.  

The current head is working on changing the culture of the IT team in order to 
develop it into a more professional function. The changes that the IT and e-
Government manager has introduced has helped to attract people from 
diverse backgrounds including more women. This is an important point given 
the Council’s commitment to Equal Opportunities. 

Structural change opening up internal career paths 
One of the changes introduced by the head of IT and e-Government involved 
restructuring the teams so that these were grouped around the roles needed 
to support the business: Applications Support, Customer Relationship 
Management, Mainframe, Oracle Support and a Business team.  Within these 
teams new junior roles have been created, thus creating an internal career 
path, something that did not exist before. There are now four people in junior 
roles, one of whom is female.  

In the Business team three out of the five members are currently female. This 
team is resourced purely through internal secondments. This strategy gives 
internal staff the opportunity to test out the role and gain some valuable 
development experience before applying for a permanent move.  

Box 6: IT Services at LB Barking and Dagenham. Context for change

The public sector has long had a commitment to, and reputation for, good 

employment practice for women. Christine Peacock, now Assistant Director ICT 

in Hackney, described her personal experience twenty years ago in Local 

Authorities:
 

“extended maternity leave, full paid leave for three months, and then half pay for 

a further three months; and my kids are 18 and 20, so it was embedded that long 

ago, which may be a reason, once women come into local government, then we 

tend to stay there and not go back out.”
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The web manager at Hounslow Council, has found that women joining the IT 

department from private sector organisations describe the perception of 

greater flexibility in the Public Sector as a motivation to apply for the job. Once in 

post, they often comment on the high number of women in the department, 

particularly in managerial positions. 

Private sector companies also recognise the importance of reputation as a 

recruitment tool. Northbrook Technology promote their company as a great 

place to work, marketing themselves in terms of good training and career prospects. 

By directing all applicants to their website, where the flexible benefits are clearly 

listed, they make sure that potential applicants are aware of the company 

culture from the earliest point. They also believe that the reputation of the 

social side of their workplaces, with sports and other interest groups, is a good 

attractor for potential staff. 

For some smaller companies and for those in the Public sector, conditions other 

than pay are recognised as being particularly important in attracting applicants, as 

they are not able to offer such high rates of pay as the larger private sector companies. 

Examples that we interviewed include Chameleon Net in Smithfield, the LB of 

Hackney, bordering the City of London, and West Dunbartonshire Council, on the 

edge of Glasgow, and the Central belt of Scotland. West Dunbartonshire Council’s 

ICT and Business development department conducted research into the reasons 

why current staff applied to work for them and found that the main reason was 

the reputation the department has for career development. All staff joining the 

department are enrolled on the Skills Framework for the Information Age (SFIA) 

pathway.  If women with non-traditional IT qualifications are being recruited 

then these career development opportunities are particularly important.

The ethical reputation of an organisation can also enhance the impression for 

potential employees. Microsoft are involved in a research project, together with 

the NSPCC, which will ask women working in technology in a number of organisations 

what they feel are the barriers to women working in the field. The results will be 

presented in April 2007 in conjunction with Women in Technology. Whilst it was 

made very clear that the results of the research are considered to be more 

important than the enhancement of the Microsoft brand, it is recognised that a 

‘subliminal message’ that Microsoft is positive about family issues would be very 

welcome in addition. 
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Female role models and mentoring 

Organisations that have highly visible female managers and heads of service, point 

out the advantage of having these role models when attracting applications from 

women. The three GCS Women in IT medallists in the 2006 BCS IT professional 

awards that we interviewed - the LB Barking and Dagenham, West Dunbartonshire 

Council and Thoughtworks - all had high profile senior women and all saw them as 

an asset to the recruitment of other women. 

Many interviewees also view the mentoring of junior colleagues by senior women 

as a very important tool in developing female staff. Most of the larger organisations have 

their own mentoring and networking schemes for female employees.  Several 

interviewees mentioned the possibility of pairing with mentors online through 

sites such as www.mentornet.net and the networking opportunities in sites such 

as www.girlgeeks.org and www.digitaleve.org.  

A culture of flexible working

Webster (2006) refers to research that indicates that women are drawn towards the IT 

sector because they think it will offer flexible working arrangements. This, she believes, 

is a change from ten years ago when the IT sector was renowned for its lack of flexible 

working arrangements.  Many of the organisations that we interviewed talked about 

the flexible working arrangements that they offered.  Technology has made mobile 

and remote working possible.  There were signs that these were becoming embedded 

in the culture of the organisations that we spoke to.  

Other types of flexible working – such as term-time working or annualised hours – 

were rarely mentioned.  Job-sharing was mentioned by West Dunbartonshire ICT 

and business development department. The main kind of flexible working referred 

to was a reduction in hours (although some interviewees did not class reduced-

hours working as flexible working).

Flexible working is widely considered to be good for all staff but particularly so for 

mothers and carers. IBM intranet showcases 40 case examples of flexible packages. 

In line with current legislation, line managers who turn down a request for flexible 

working have to do so in writing, citing the business reason why they have done so.
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Laurie Boyall, of recruitment consultancy McGregor-Boyall believes that technology 

has contributed to cultural change in many organisations. For example Unilever is 

moving away from being a face to face culture. There a virtual online conference 

area has been created, which can be used for team meetings, discussion forums and 

e-conferences. The ‘Hot Chilli’ programme – so called because if you know how to eat 

a hot chilli it won’t hurt you – encourages senior executives to take an IT mentor 

from within the organisation. Typically the mentors are recent graduates and all 

are enthusiastic about the application of IT to work cultures.

Flexible working can of course mean many things, but research shows that the 

most common form is reduced hours. Many organisations admitted that reduced 

hours meant that careers were ‘put on hold’ or just ‘ticking over’, as the women 

interviewed by Rebecca George also perceived (DTI, 2005b). The interviewees’ view 

was that whilst, in reality, a reduction in hours was a possibility for existing staff, 

promotion in a part-time capacity was unlikely. And in some cases, remote working 

was also an obstacle to promotion.  Both part-time and distance working are 

widely considered to be a means of retaining known and valued staff in their 

current posts, rather than a career path option for new hires. 
 

Flexibility can present problems for organisations or services that need to operate 

a shift system.  However some organisations are prepared to work a split shift 

system for some of their staff who need to collect and care for children mid afternoon 

to early evening but who can then return to work once their partner arrives home 

and takes over the childcare.

The demands of clients for ‘presenteeism’ can also be a barrier to remote working or 

flexible hours. Some clients expect to be able to contact a consultant at almost any 

time and in many cases consultants have to work on client sites, which in some 

organisations can be overseas for several months at a time. At IBM there is a move 

towards ‘5,4,3’ arrangements with clients – the consultant does 5 days’ work for the 

client, 4 of them on the client site and spends 3 nights away from home, typically 

working from home or in a local office on Fridays. This is an improvement on 4 or 5 

nights away from home each week but is still not likely to be an option for a parent 

who is the primary carer in a family.  Sej Butler believed that changing clients’ 

expectations on their sites would involve a shift from ‘hours based’ contracts to 

‘results based’ ones.  Some other interviewees talked about the need for a cultural 

change amongst clients so that they became aware that a presence on their site 

was not always necessary.
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The size of an organisation does not have to be a barrier to flexible working practices. At 

one small company with approximately 30 employees, a woman has recently 

been offered a post as one of their first female managers; she will have flexible 

hours to fit around her nursery run. However the point was specifically made 

that this has not been seen as special or different treatment for women, as male 

employees already have a similar arrangement. Flexible working arrangements, 

practised informally, are more common in small organisations than is often 

thought; employees in SMEs with flexible working arrangements appreciated 

the flexibility and displayed loyalty and trust towards their employer (Dex and 

Scheibl: 2002).  

It was clear from some interviewees that flexible working was in operation, but 

not necessarily referred to as such, and perhaps not formalised in employees’ 

contracts.  This was particularly evident in the SMEs that we talked to.  This may 

be part of a growing culture in ITEC, mentioned by David Yeandle at the Diversity 

Forum (Equalitec 2006).  In the context of discussing the management of a flexible 

workforce, he argued that outputs (the quality of the end product) are being 

seen as more important than inputs (the number of hours that an employee 

puts in). Managing a flexible workforce has its challenges, he argues, and this:

“forces us to think much more about managing not on the basis of inputs, and 

what people are putting into the system, but what are the outputs. That is a 

completely different change of psychology in terms of management, and it is a 

much more difficult job.”

Although some organisations mentioned that men are taking up flexible working 

opportunities (but generally not reduced hours), national figures show that flexible 

working  is largely taken up by women (Glover and Kirton, 2006).  Nevertheless, 

the need to offer flexible working to both women and men was stressed by 

many of our HR interviewees.  Policies specifically aimed at women may have 

created some backlash from male employees and also from women without 

children; making flexible working open to women and men is one clear way of 

dealing with this.  Microsoft offers a ‘Flexi Policy’: every year employees can 

decide which elements they want to include in their flexible package.  This can 

include a wide range of vouchers  - such as gym, bicycle, wine, shopping, medical, 

dental and childcare.
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Also Deloitte have acted to improve work-life integration, by providing greater 

flexibility for men and women. This includes enhancements to paternity leave and 

the introduction of an emergency childcare scheme for working parents with 

children under six. And as the European Office Manager at TradingScreen said:

“We are very flexible here so we do allow for family commitments and even some of 

my male colleagues, they have family reasons, so we do understand that their wives 

may get sick, and they need to go home and look after the kids, so it is flexible.  It's 

not just for women that we allow that flexibility.  We do appreciate that the guys do 

have kids too.”

At Google, Doug Fraley explained that flexibility is emphasised but more as a 

mindset:

“If you stepped up to me and said what is the policy, I think it would depend on how well 

the person was doing and what we thought the probability of success.  It easier for 

some people to make things work on time than others.  So I come down to some 

commonsense parameters that would be taken into account.  Google is a very flexible 

place, so the underlying flexibility and mindset, wanting to be open minded about it, is 

certainly there.”

It was noticeable that flexible working measures were talked about more in the 

context of retention than of recruitment.  They were rarely obvious in organisations’ 

recruitment strategies, perhaps because of not wanting to appear to be favouring 

one group over another.  One suggestion was that these should be made more obvious 

on websites and in our Recommendations, we support this.  It might be possible to 

avoid the impression of favouring one group over another by focusing on these measures 

as promoting employee wellbeing, rather than on advantages for women.  

Reduced hours

We noted above that the most common form of flexible working is part-time working 

and that the great majority of part-time workers are women.   From an equality 

perspective the problem is that most part–time jobs are low skill, low paid and offer 

few prospects (Bleijenbergh et al 2004).  Epstein et al’s (1998) study of women in 

professional occupations casts similar doubt on flexible working in the form of 

reduced hours. 
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Part–time work, they argue, carries with it considerable stigma within organisations 

and there are major consequences for the careers of individuals who take it. 

They argue that professionals define themselves, in part, by their commitment 

to overtime.  A study of women part–timers and their managers in the UK has 

shown that many women had ‘demoted’ themselves to low–grade part–time 

jobs because of the intensity of work in senior level, full–time jobs and because of 

the absence of work–life balance policies (Grant, Yeandle and Buckner 2005). 

Once in a low–paid part–time job, they tended to lose confidence in their abilities.

The structure of the IT industry may not lend itself easily to reduced hours working 

– and particular roles within it especially so.  Consultancy-led organisations may 

have particular requirements; our interview with Thoughtworks whose business 

focuses on international clients emphasized the need for extensive travel.  

Webster’s 2005 study of the IT industry in Europe, including the UK, concluded 

that IT workers do have flexibility in their working lives in the sense that they are 

able to work from home.  But in certain roles there is the expectation of working 

on client-based projects.  Remote and mobile working whilst using the home as 

a base are not options here. The formal and informal availability of flexible working 

policies and practices operates alongside a long working hours culture and a 

strong focus on work as a priority – and the latter may undermine the former 

(Webster, 2005).  

Our interviews with recruitment agencies confirmed that someone wanting to 

work reduced hours from the start would be unlikely to find such a position.  In 

all of our interviews, reduced hours had been negotiated once an employee had 

established a track record.  There were no examples of employees being 

recruited on a reduced hours basis.  

We came across some examples of women working in senior positions on 

reduced hours, but they were rare. They had acquired a track record as full-time 

workers and when their circumstances changed they were able to reduce their 

hours.  For example, Sharon Pagram from Citi gave an example of a member of 

the senior management team who came back from maternity leave on reduced 

hours and was subsequently promoted.  Furthermore, she is working remotely.
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The concept of ‘quality part-time working’ is perhaps gaining ground.  This is defined 

as part-time working that does not carry with it the disadvantages referred to above; 

it should also be associated with senior positions.  The concept was a feature of the 

Women and Work Commission Report (DTI 2006b) and it will be interesting to assess 

the extent to which it can be identified in the evaluation of the Report’s recommendations 

that is due in 2007.  The challenge for employers will be to construct jobs as quality 

part-time working, so that people can apply for these, rather than just being able to 

move into them from a position of strength as an existing employee.

Flexibility: long-term consequences?

A distinction needs to be made between the short term and the long term.  In the 

short term, some sorts of flexible working improve women’s quality of life by enabling 

them to keep their working lives and their personal lives in some sort of viable balance.  

But this raises a question about the long term effects.  In four contrasted organisations 

studied by Crompton et al (2003), high–level ‘career’ jobs demanded long hours and 

full–time working - not the profile that may be the result of taking advantage of 

flexible working policies, especially reduced hours.  Crompton et al argue that such 

policies may be beneficial for employers in terms of recruitment and retention, but 

there is growing evidence that they may be negative for employees in terms of their 

pay and promotion opportunities.  Hard evidence of this would be very useful and 

organisations should gather longitudinal data to investigate this issue.

Organisational cultures that support 
mothers returning to the workplace

Whilst Maternity Conditions are a retention, rather than a recruitment, issue, a 

company’s attitude can be seen to be indicative of its attitude to the employment of 

women in general, and to organisational returners in particular.  We heard about a 

number of schemes designed to make the transition back into the workplace as 

smooth as possible. Retaining laptops and still being included in company mailings 

and emails helps to keep staff engaged and feeling part of the team. Some have 

particular mentoring and networking schemes for new mothers such as the IBM 

Maternity Buddy scheme, where staff are paired with another mother who has 

returned to work within the past two years. Microsoft has a ‘Bump Club’ and Citi staff 

are able to join the ‘citiparents’ group which gives information and support on parenting 

issues. 
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Some organisations show their commitment to staff who become mothers with 

generous pay awards, which are then an incentive to show commitment to 

return and stay with the organisation. At Unilever the 42 weeks on full pay has to 

be followed by 6 months back in the workplace (or else repay the salary) by which 

time Unilever feels that most women are convinced that going back to work is 

manageable and satisfying. Helen Toogood explained 

“That commitment to come back and do the six months is definitely there because 

we feel obliged to do it but also it gives you time back in the workforce to think.  Can 

I cope with both? Can I do both? How am I going to deal with it?’”

At Fujitsu Services, mothers return to work on 120% of their salary until their 

child is 15 months old. As Marjan Kuyken pointed out; the earlier that an employee 

returns, the more pay she will receive at the enhanced rate, and the more senior 

the role, the more money that extra 20% represents.  She recognises that:

“If the women are more senior it will cost the organisation more, but with that 

seniority comes more knowledge of the organisation and more expensive skills” 

Also at Fujitsu Services a number of women have been recommended for promotion 

whilst in the late stages of pregnancy moving into their new roles on return from 

maternity leave. This is seen as a good strategy for women who may find the 

period when they first come back to work to be too hectic personally to think 

about career development at that stage.

Many of the interviewees gave examples of the positive and open attitude to 

family responsibilities in their organisation. At one small business we heard that 

staff feel comfortable about putting family photographs on their desks and 

screen savers – something that had not been our interviewee’s experience at her 

previous employer. A member of staff in the West Dunbartonshire Council ICT 

and Business Development department, whose child was finding it particularly 

difficult to settle at primary school, was able to change her core hours for a few 

months while she settled the child into school. The Microsoft onsite nursery 

emails children’s ‘artwork’ to their parents and children can join parents for 

picnic lunches in the campus grounds during the summer. 
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7   Underutilised 

pools of labour

In this section we look at three identifiable pools of labour that could be used 

more extensively in terms of potential pools of labour: internal recruitment and 

returners (where we make a distinction between organisational and occupational).  

Another source of possibly underutilised labour is women without IT 

qualifications - which we discussed in Section 4 (competency based approaches 

to recruitment). 

Internal Recruitment 

Where organisations find it difficult to attract external people to come and work 

in their IT function, one solution that some organisations are adopting is to 

make more use of the internal labour market. As we saw in Section 4 there are 

many benefits of drawing on the internal labour market. Indeed this practice is 

one of the key HRM practices that fall within the ‘Best Practice/High Commit-

ment model of HRM (Pfeffer, 1998; Marchington and Wilkinson, 2005). 

The Head of IT at LB Hillingdon pointed out local government has undergone a 

major transition in recent years shifting from an internally-facing to externally 

facing operation. This seems to have opened up career paths, providing opportunities 

for individuals from non-IT backgrounds to gain entry into the sector, as well as 

progress into more senior roles.  With a changing emphasis on customer service, 

individuals from a service delivery background are able to bring these transferable 

skills into the IT function at different levels.  

The following case examples illustrate specific practices that public sector 

organisations are adopting to make more use of the internal labour market, as a 

way of addressing some of the skills shortages.   

Effective Recruitment Strategies

p 36.pdf   13/6/07   12:21:44 pmp 36.pdf   13/6/07   12:21:44 pm



37

Effective Recruitment Strategies

Box 7: IT Services at LB Hillingdon. Context for change

Case example: IT Services at LB Hillingdon 

Context for change

With technology being one of the key mediums through which local communities 

now access council services this has led to a complete restructuring of the IT 

Services function. IT Services is no longer the ‘back-office’ function that it was 

10 years ago where the focus was largely on servicing the needs of internal 

functions such as Accounts and Personnel  Services. Instead the focus is on 

“delivering transaction services, through the website, that deliver greater 

choice to the general public”. 

This change in focus has had a fundamental difference in the sort of 

capabilities that the IT function needs to attract and develop. The core 

requirement is to “take technology applications and to harness them to the 

front line service delivery needs of all communities”. The communities that 

Hillingdon Borough services are quite diverse. This has created an opportunity 

for the council to attract a more balanced workforce, one that will bring “more 

opportunity for innovation, fresh ideas and create the environment to 

challenge the status quo and the way services are delivered.” 

The technologies that the IT function now focuses on are networking, 

telephony and desktop. The Council has outsourced its major applications and 

infrastructure to external firms. In their recruitment they look for people who 

“really understand technology and service management as well.” Thus when 

recruiting what seems to work is “to talk less about the technology and more 

about the challenges of what we are trying to achieve as an authority; 

improving services to the public whilst rationalising our own internal prac-

tices and procedures. What we are trying to find is people who understand 

that as a concept, but may have transferable skills that they can bring into that 

area”. 
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Box 8: IT Services at LB Hillingdon. Case Examples

Case example: IT Services at LB Hillingdon contd.

Internal recruitment practices 

Examples of how the organisation is using internal recruitment and career develop-

ment to better utilise the skills of internal staff and grow technical skills  

Example 1: 

A woman moved into a team that was very traditional in terms of its composition 

and skills. By breaking down the jobs carried out by the team, and focusing on the 

outputs needed, this created an opportunity for a job role that had more of an 

external focus that involved “exploiting technology for the future and telephony 

applications so we have taken in somebody who has skills of business change and 

selling that to the organisation.”

Example 2: 

The Service Desk area has been working with the Information Technology 

Information Library (ITIL) standards to improve the quality of service provided to 

its customers. As a result Service Desk staff are being trained to do more first and 

second line support, thus minimising the need to forward calls to others in roles that 

have more detailed technical skills; roles that have proved difficult to recruit into. 

This change in practice has provided internal career progression for staff from call 

handler to first and second line support roles, as well as helping to increase 

the diversity of the team.  

The Head of IT pointed out “We are meeting a fair amount of success with that. At the 

moment we have got six posts in there; that includes three black women, one white 

woman and two males. This is providing an opportunity for them to find their way in 

the technical areas as well. We give them an opportunity to enhance their technical 

skills in the first and second tier support through training and access to courses and 

their own personal development programme. If they show the right aptitude, and it 

has happened, we will take people and develop them into technical roles”.  

The following case example indicates how organisations can benefit from 

encouraging internal candidates, who want to make a career change, due to the 

broader life experience that they can bring to certain roles.  
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Box 9: IT Services at West Lothian CHCP. Context for change.

Case Example: West Lothian CHCP 
Context
Whilst there is a high number of female staff working in the IT area at West Lothian, the 
organisation struggles to attract women into software development roles, as is the case with 
other organisations.   

It is felt that the public sector is seen as providing good conditions of employment and 
employment stability as the “public sector is internally more strongly regulated for their internal 
workforce”.  All of the partnership agencies in the West Lothian area have had a focus on being 
an equal opportunities employer. This focus has increased in recent years and it is felt that this 
has contributed to developing a more balanced workforce. 

Even though the focus on Equal Opportunities has created a more balanced workforce overall 
within the organisation, in the IT area there are differences in the gender composition associated 
with different roles. As the Senior Responsible Officer for Information Sharing pointed out

“We do have a fairly good balance because there are different skill sets and different skill types 

which fall within the IT area. So if we have strong candidates in the business, the administration and 

the customer facing side that are female and we have strong candidates on the technical and 

analysis side that are male then in overall terms we will have a balanced department” 

Encouraging career changers and internal job moves 
The breadth of skills sets needed within the IT area means that the organisation is able to 
open up job roles to people who do not necessarily come from an IT background. One example 
here is of an ex-teacher who wanted to make a career change in her fifties. This particular 
individual started by moving into a customer- facing role on the Help Desk: a role she moved 
into on a trial period initially. When this trial period proved successful the individual went on 
to build up her IT experience and qualifications so that she was in a position to take on a 
System Administration role. Her previous teaching experience, especially her communication 
skills, proved to be invaluable in administering IT systems in a complex cross-agency environment.   

“She worked on building up her experience on the customer help desks and customer facing 

roles.  And then built up her IT experience to the point where she is one of the best system admin-

istrators that I've ever met”.

The advantages of her previous experience are clear:

“Her experience in teaching and in communication which you would not think on the surface of 

it was particularly useful for administering an IT system, especially a complex one across agen-

cies, is absolutely key in engaging the practitioners and the users in the system.”

David Robertson explained:

“I do find that people who have had a rethink about their career and decided that they want to 

do something, especially when they have quite a bit of life experience, are often more dedicated” 
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Returners

An absence of even a short time is an issue in the ITEC world and especially in 

roles such as sales where productivity could be affected.  The reality, as Eileen 

Brown of Microsoft said is that:

”they (hiring managers) want someone to hit the ground running and to deliver 

on day two.  A return-to-work person, whether they’ve been off for six months or 

five years, needs a ramp up period.  Would managers take this person who is fully 

qualified, with the latest skills, or would they take this person who is going to take 

a nine-month ramp-up period?”

She acknowledges that a culture change is needed, since without that, technical 

skills (albeit rusty) will be lost to the industry.

A clear distinction emerged in our interviews between women who were 

returning to their organisation after a relatively short absence, having been on 

maternity leave, and those who were returning to the occupation after a longer 

period of absence, probably to an organisation that they had no previous record 

with.  We can refer to these respectively as organisational returners and 

occupational returners.  

Organisational returners

Organisational returners were seen as largely unproblematic.  They are typically 

away from the workplace for up to a year and employers see this as a manageable 

period in terms of employees finding their feet when they return. Many 

organisations have ways of keeping women on maternity leave in touch 

with the business.  The public sector organisations have a long history of catering 

for women in on maternity leave.  Fujitsu Services leaves individuals connected 

to internal networks so that they can access e-mails; they have the opportunity 

of doing small-scale projects whilst on maternity leave; they can come back on 

reduced hours and then build back to full-time.  Some organisations have 

enhanced maternity leave and pay conditions and provide help with childcare 

costs. Having a track record with an organisation gives returners a distinct edge.  

Even those who have been absent for a long time (and five years was almost 

always mentioned as the limit) are seen by some as a potential pool of labour. 
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IBM has set up an alumni group: previous employees are contacted to discuss 

their possible plans for returning to work.  Their aspirations are matched with 

the requirements of the business.  IBM's perspective is that the refresher training 

costs of a known individual are minimal to the company, compared to the cost of 

the recruitment process. In their US practice, Deloitte has instituted a system of 

a month’s placement that allows individuals on extended career breaks of up to 

five years, in order that they may reconnect with the organisation . During this 

time staff update their skills, get up to date with legislation and re-bond with 

colleagues.” 

Many organisations gave examples of the time flexibility that they provide when 

employees return (see Section 6). 

Occupational returners

Occupational returners were largely seen as a more thorny issue.  The recruitment 

agencies that we interviewed suggested that organisations in the private sector 

know that the pipeline needs occupational returners, but specific recruitment 

practice remains undeveloped for this pool of labour.  However, they believe that 

change is inevitable because of the scarcity of skills in the area.  As Lisa Jobson at 

Harvey Nash PLC said:

“We have seen a marked change over the past few years because of the scarcity of 

skill sets in the IT arena. Organisations have had to be more open-minded, and are 

more likely to consider a returner who perhaps does not have the right level of 

experience but definitely the core competencies and the ability to learn and actually 

train into a role.  So I think our clients have had to be open to perhaps not the best 

fit but the next best fit.”

The main issue, particularly for the private sector, is of course the business 

imperative.  This is summarised by Lisa Jobson: 
“

“Technology is such a cut and thrust business, it's the nature of it that candidates 

need to be continually that one step ahead.  So actually bringing people on that 

perhaps have 80% of the skill set and need additional training to get that 100% 

requirement might not fit the business requirements at that point in time.”  
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The business imperative, at least in the short run, is that new recruits need to ‘hit 

the ground running’.  Some of our organisations acknowledged that it takes 

quite a shift in organisational culture to employ someone who is going to need a 

‘ramp-up’ period of perhaps several months.  There are inevitable resource 

implications and possible burdens on team managers and on teams.   In certain 

roles this issue is seen as more problematic than in others.  For example in 

Microsoft’s ‘Developer and Platform Evangelism’ team, the feeling was that someone 

with an out of date technical qualification who had the right personality for the 

job could be given some leeway for the first few months.  However, in areas such 

as their Product Support, the technological skills and knowledge would need to 

be up to speed from the start.  

In firms that specialise in consultancy, women with children were seen as 

unsuitable because of the heavy overseas travelling.  Indeed in such firms, 

another pool of labour was proving to be fruitful – young women without 

children from outside the UK.  

Whilst organisations were able and willing in many cases to offer flexible working 

arrangements such as reduced hours to their own returners, there were almost 

no instances of organisations offering such arrangements to returners that did 

not have a track record with them.  As we showed in Section 6, reduced hours 

working was something that was typically negotiated once an employee was 

established.

But not all organisations saw these occupational returners as a problem and  

some have made efforts to tap into this potential pool of labour. IBM uses 

websites such as www.wherewomenwantowork.com in order to publicise their 

flexible working policies. It taps into the networks of women’s professional 

bodies, and it has sponsored a Europe-wide conference ‘Women’s International 

Networking’ (WIN, which seeks to attract experienced women looking for a 

career change).  

Northbrook Technology takes the attitude that occupational returners should 

get credit for their experience and join the company at a grade that reflected 

that experience.  In the public sector at the LB Barking and Dagenham, the 

attitude is that a refresher programme is the key, as long as candidates have the 

basic underlying understanding of the area that they want to work in.
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Jackie Kinsey at Thoughtworks described this pool of labour as an opportunity:

“I don't think it would necessarily be a problem. It depends what they wanted to 

come for.  If they wanted to come as a developer or an analyst, if they've got the core 

basic skills, then they're not going to go away, so it's just a matter of getting women 

into our business.  I'd welcome that.  If you find any, put them my way please.  

Because then, in that respect, if they're making a conscious decision to come back 

into the workplace, then I would see no reason not to bring them in and if any-

thing, I think you'd get a lot more loyalty and they would be a lot more motivated to 

come back, having spent five years at home with a child.”

Attitude seems to be key for this group.  As Lisa Jobson at Harvey Nash PLC said:

“being very open and enthusiastic and actually pushing yourself forward and 

sticking your hand up, getting involved and having contact with as many people 

within your chosen new field as possible in the shortest space of time is the key to 

identifying your next opportunity.  So not only are you learning and understand-

ing the dynamics of the organisation, but helping yourself to make the next step.”

Some roles may be more suitable than others for this group. The view at Trading-

Screen was that in general support roles, where relevant experience and good 

qualifications were needed, somebody who had had even five years off would be 

considered.  Whilst emphasising the need for returners to keep themselves up-

to-date, regularly retrain and take different levels of qualifications to keep them-

selves marketable, Lisa Jobson at Harvey Nash PLC suggests that employment 

chances may be greater in more project-oriented roles.  This is because these are 

drawing on core competencies that do not necessarily have a technical edge to 

them.
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8  Monitoring 
of outcomes: 
the importance 
of data

Human Resources departments routinely keep data on the 'recruitment journey' 

ie the number of women and men at application stage, interview and appointment.  

An interesting theme emerged from several organisations: women are less likely 

than men to apply for posts or to send in CVs speculatively, but those that do this 

have a high chance of being called for interview and of being appointed.  Suzie 

Edwards at Thoughtworks was able to put a figure on this: 75% of the women who 

apply get an interview, whereas only 30 to 40% of men do. Wendy Papworth at IBM 

explained this phenomenon as follows:

“I think a lot of women will deselect themselves before they even submit their CV.  

They will almost say, well, does my CV really meet the job description?  It might be 

that women are a bit more cautious, so with the CVs we see for women they've 

actually selected themselves into the role, and a lot of other women may have 

deselected themselves.”

 

However, very few organisations appeared to be carrying out research that evaluates 

the long-term effect of particular interventions – such as the outcome of a 

particular policy to encourage flexible working or a policy to attract returners.  

Effective evaluation requires a particular strategic approach, possibly involving 

significant resources. Baseline data are required before the intervention takes 

place, and then longitudinal data – where one group is followed over a sustained 

period of some years – need to be gathered.  The closest that we came to this 

model in our interviews was Citi, where they evaluated the long term career 

outcomes of women who had undertaken Citi’s ‘Coaching for Success’ scheme. 

Effective Recruitment Strategies
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9  The case 
for diversity

There are a number of reasons why managers may want to develop policy 

initiatives to attract and retain women. Some managers identify a business case 

for equality; others are worried about legal claims of discrimination; others are 

genuinely committed to social justice (Cockburn, 1989).

Most of our interviewees underlined the business case.  This can be seen in 

various ways. Firstly, there is a need to widen the pool of talented employees.  In 

the US, the now widely discussed Workforce 2000 report projected that by 2000 85 

per cent of new entrants to the workplace would be women and people from ethnic 

minorities (Johnston and Packer 1987). The report served as a warning to companies 

in the US and beyond that that they needed to develop policies to recruit and 

retain a more diverse workforce.  Additionally, it is an increasingly commonplace 

idea that a diverse workforce can be beneficial to organisations seeking to 

reach new markets and appeal to broader customer bases. Women may also 

bring to the workplace a range of skills that would supplement and complement 

the fundamental technical skills. 

A further aspect of the ‘business case’ is the view that the demographics of the 

client base should be mirrored as much as possible by those of the workforce.  In 

the private sector, there is a self-evident view that productivity is likely to be 

enhanced.  As Doug Fraley from Google said:

“Everything is driven by the end user.  Our end users are of both genders, all ethnicities, 

all these things.  So, to take it to an extreme, we can’t have a bunch of white 

Protestant men designing the products that are going to be used the world over, 

by people of a much more diverse range than those white Protestant men.”

Effective Recruitment Strategies
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A similar view was expressed by Eileen Brown of Microsoft:

”The key thing that underpins Microsoft ethos is our software is used by every type 

of person in the world, so therefore the same diverse set of people should be 

involved in the creating of our software, right from planning to manufacturing, to 

selling it, to supporting it afterwards.  And that includes women.”

As well as the business case, there is also an ethical one. Doug Fraley at Google also 

made the point that a diverse workforce creates the sort of place that people 

want to work in.

In the public sector, whilst not strictly speaking a business case, there is nevertheless 

an ‘effectiveness argument’: if the client base has particular characteristics, then 

a more effective service can be carried out if the workforce matches those 

characteristics.  This is most obvious in relation to ethnicity, but the argument 

can also be made for local authorities that are trying to increase levels of 

computer literacy/usage amongst groups such as older women that have historically 

not engaged with IT. Another outward-facing role for the public sector is to use IT 

to address service delivery in the communities that it serves; this is likely to be 

more effective if those doing the service delivery match the demographics of 

those who are at the receiving end.  This ‘mirroring’ of client and workforce was 

mentioned particularly tellingly in the London Borough of Hillingdon, where 

there are rapidly developing communities of people who have arrived through 

Heathrow Airport, significant numbers as asylum seekers. Steve Palmer 

explained:

‘I see the need not just for women, but representatives of other communities needing to 

be in these sorts of roles, because they understand far better what it would take to 

get those services more finely tuned to the needs of those communities and to see 

how we could encourage significant levels of take-up of those services, perhaps 

more than commuters from other parts of London would understand.’
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10  Recommendations
For organisations

• Consider how the role they want to fill is defined.  What level of technical skills is 

really required? Is an IT or computing degree really necessary? Are ‘soft’ 

skills desirable or essential?  Could the role be done flexibly?

• Consider how and where to advertise the role.  Consider whether the tone and style 

of the advert encourages women to apply or puts them off.

• Consider how they can offer reduced hours contracts from the outset, rather than 

seeing reduced hours as something that established employees move into.  But it is 

important that they follow the ‘quality part-time working’ model, if they are not to 

continue with the pattern of part-time working being low skill, low paid and offering 

few prospects.

• Ensure that policies put in place primarily to retain staff are made clear to 

applicants and in outreach work. 

• Share practice amongst themselves about managing a flexible workforce.

• Consider how they make best use of potential pools of labour, such as returners 

(both occupational and organisational), internal recruits and people without IT 

qualifications.

• Consider whether a competency based approach to recruitment may attract more 

women.

• Women’s ‘soft skills’: we recommend that companies make sure that an emphasis on 

women’s (apparent or real) propensity for these skills does not pigeon-hole them in 

jobs that are either lower paid or have few promotion prospects.  In order to keep 

tabs on this, we emphasise the importance of monitoring employee profiles 

through collecting longitudinal data. 

• Gather appropriate long-term data to monitor the effects of interventions 

and policies.

• Carry out pay audits, both to detect any male/female differences in pay within 

particular grades, but also to examine the average pay of women and men within 

the organisation as a whole.  This will reveal any tendency towards vertical 

occupational segregation (discussed in Section 3).
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Recommendations for FE and HE institutions

• Bearing in mind the business imperative that new recruits need to hit the 

ground running, there is an opportunity for colleges and universities to develop 

training programmes that would update existing knowledge and skills. These 

could build on the initiatives already started and documented in www.career-

space.com.  

• There is an opportunity to develop conversion courses of perhaps one or two 

years for people with degrees in other areas, possibly based on the model of law 

conversion courses.  Such programmes could be run collaboratively with firms 

and professional bodies.  

Recommendations for individuals

The following case studies from recruitment agencies guide individuals as to 

how best to place themselves when seeking to gain employment in ITEC, both as 

new recruits and as returners.

Box 10: Recruitment Consultancy Case 1 

The recruitment of a female candidate into a niche role as a Configuration Man-
agement Analyst in a Financial Services Sector company 

Background 
Configuration Management Analysis is a niche skill area where organisations find 
extremely difficult to attract top-level candidates for permanent positions.    

Given these difficulties the client (a Financial Services Company) was particularly focused 
on hiring a candidate whose skills combined strong technical configuration ability and 
Information Technology Infrastructure Library (ITIL) awareness, together with genuine 
enthusiasm and a long-term interest in joining the organisation and progressing internally.

The position was advertised on the Recruitment Agency’s website, along with 
jobserve.co.uk and Computer Weekly Jobs online.  A number of strong applicants were 
identified including that of SHN, a female candidate. 

The candidate 
SHN (the candidate) had not followed a traditional technical career. She had moved into an 
ITIL Service Management configuration position five years ago in a large technology 
company. She had a good level of experience with a variety of operating and database 
systems. Whilst the other candidates had worked in IT for longer, some having progressed 
from a support or development position, or had an IT related degree, SHN’s long term posi-
tion at her current employer indicated her commitment to developing a long term career 
with a company. The other candidates had moved companies more frequently and had 
undertaken shorter term contract positions. 
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The recruitment and selection process
SHN’s broader skills were evident from the first telephone interview conducted by the 
Recruitment Agency. She was passionate about her job; communicated clearly and 
confidently and was highly enthusiastic about the long-term opportunities being offered 
by this large financial services company.  

SHN then had a short initial interview with a line manager and team member.  The 
feedback was positive, although she had experience with different software and systems 
than those used at the client organisation, her enthusiasm, background research on the 
company, and desire to learn and develop meant that she was invited back for a final interview.

The final stage selection process involved psychometric testing and a competency-based 
interview with the Development Manager and HR manager. The psychometric test results 
provided information to support SHN’s ability to work within a team and to empathise 
with team members. Further evidence to support these ‘soft’ skills was identified in the 
competency interview. SHN’s ‘soft’ skills undoubtedly helped to strengthen her application 
and distinguish her from the competition.

The organisation was so convinced of SHN’s ability and potential that they offered her the 
position at a higher rate than she had requested.  

Case example provided by Harvey Nash PLC 

Box 11: Recruitment Consultancy Case 2 

The recruitment of a female candidate for an IT Services Relationship Manager 
role in an Oil and Gas Sector company

Background 
The Recruitment Agency was charged to deliver a shortlist of approximately 10 qualified 
candidates for this IT Services Relationship Manager role. The company had not been able 
to find anyone suitable internally and wanted to work with a single supplier to fill the 
vacancy externally.  

The commissioning manager was keen to find a candidate that possessed excellent 
relationship building/management skills developed in a large and demanding IT function. 
Ideally the candidate would have previously managed the demand for IT services within a 
high-availability environment and have a good understanding of the Oil & Gas industry. 

After two weeks of searching the Recruitment Agency delivered a shortlist of seven 
candidates that were felt suitable for the position. The actual number of responses for this 
post was much higher. 

The candidate 
LHN was the only woman put forward for this position. She had 10 years experience within 
IT, working for large Oil & Gas companies. She had started her IT career in application 
support and moved on to project/programme management. 
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There was initial concern that LHN was not a strong enough candidate for the job as it was 
felt that what the client wanted was someone who had come from more of a service 
manager role with an operations background. The Agency made these reservations clear 
to LHN. LHN was able to respond by providing strong examples of relationship management 
and performing in a demanding environment, from her previous job roles. She also 
demonstrated an enthusiasm and interest in the position that none of the other 
candidates had shown. Ultimately it was LHN’s ability to stand out from the other 
applicants that convinced the Agency that she was a good candidate to put forward.  

The recruitment and selection process 
The client carried out telephone interviews with all seven candidates. Three of 
these candidates were subsequently invited to attend a final interview with two managers 
from the client organisation.  

At final interview LHN was up against two male candidates, each with more experience 
within the industry and at a more senior level. One of the candidates was known to one of 
the interviewing managers. LHN’s enthusiasm and drive came through at the interview. 
Not only did she give strong answers but she convinced the interviewers that she had the 
ability to be proactive, to develop, and progress within the company. Although technically 
good, the other two candidates did not give this same impression. LHN also demonstrated 
her affinity for people and how to deal with them – a ‘soft’ skill that was seen as being 
invaluable in a position focused on relationship management. 

Case example provided by Harvey Nash PLC

Improving the chances of returners

We focus here on ‘occupational returners’, having argued in Section 7 that this 

group could find returning to the ITEC labour market more tricky than 

‘organisational returners’.  Our interviews provided several indications for 

occupational returners about how they could improve their chances.  The 

following list details some pointers that were mentioned by both organisations 

and recruitment agencies.

Recommendations for occupational returners 
(see also Equalitec, 2005)

The following are in no particular order of importance:

• Be realistic about the need to retrain and that you are likely to have to do this 

before you make an application – and thus pay for it yourself.  The concept of the 

‘boundaryless career’, where individuals take control of their own career 

development is on the increase, according to management literature (Ackah 

and Heaton 2004).
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• Highlight your retraining on your CV. 

• Be realistic about the possibility of taking a less senior position than the one you left.

• Re-establish yourself professionally – networks are increasingly important, 

given the fact that many organisations use a personal referral scheme when 

recruiting.

• You may stand a better chance of being reemployed at your previous place of 

work than at a place where you have no track record; re-establish former contacts.

• Establishing a track record with a company is crucial.  So take any job - contract 

or even voluntary - to get into an organisation in the first place.

• Make every effort to keep up-to-date with developments in the IT field and show 

that enthusiasm in your application and at interview.

• Transferable skills: be explicit about how you could transfer to the workplace the 

skills that you have acquired since leaving the industry – for example those 

gained as an NCT branch coordinator or treasurer of a Parent Teacher Association. 

• CV format: Expected formats vary, so ask advice from the HR department of the 

organisation that you are applying to.

• Research the company's perspective on the employment of women.  The 'Diversity' 

section of the web site is usually the place to look.

• Be realistic about the amount of flexibility that may be offered in the first 

instance; negotiation may be easier once you have a track record.

• Be aware that salaries are often not mentioned in ads in the private sector and 

don't let this put you off.

• Don’t feel that you have to tick all of the attributes mentioned in the job description.

• Understand that you need to be persistent.

• Be well prepared for the selection process. Be clear about the different stages in 

the process and who the key decision makers are.

• Selection and interviewing has moved towards a ‘competency’ approach; you 

could discuss this with HR and with a recruitment agency

• Don’t be put off if you receive initial setbacks – demonstrate your resilience by 

providing additional evidence of the core skills that the organisation is looking for. 

• Consider your career progression before beginning maternity leave. It may be 

easier in personal terms to negotiate a more senior post at this stage than in the 

period following your return to work, when you are first balancing working life 

with new home commitments
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11  Useful Contacts
www.equalitec.org.uk  Equalitec offers training and career advice for women 

seeking to re-establish their professional lives after a career break or wanting to 

advance in digital technology areas.  Services include guidance and support 

through Mentoring CirclesTM and awareness raising/networking events pro-

moting emerging technology sectors and job roles.

www.targetchances.co.uk TARGET Chances events are tailored to female, ethnic 

minority and lesbian, gay, bisexual and transgender (LGBT) students interested in 

careers in a wide range of business sectors including investment banking, profes-

sional services, City law, technology, civil service, the public sector and real estate.

www.sapphirepartners.co.uk Sapphire Partners offer opportunities for project, 

interim roles, non executive directors, permanent part time and job sharing.  They 

provides opportunities to try a new function, sector or company, and to 'test drive' 

a new employer.

www.womenlikeus.org.uk Women Like Us is an established service that helps 

women with children find part time, flexible work in north and central London.

www.digitaleve.org DigitalEve is a global, non-profit organisation for women in 

new media and digital technology.

www.workingmums.co.uk  A database of jobs, employers and business opportunities 

that offers alternatives to traditional 9-5, Monday to Friday roles
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Appendix I: The interviewees and their 
positions
Stephen Alford, HR Manager – Diversity, Fujitsu Services 

Lisa Bondesio, Head of Diversity, Deloitte 

Laurie Boyall, Managing Director, McGregor-Boyall

Eileen Brown, Manager IT Pro Evangelist Team, Microsoft 

Sarah Bryant, Head of Information Management and Technology, London Borough of Barking 
and Dagenham

Caroline Buckingham, Recruitment Team, Microsoft

Matt Buckland, Lead Recruiter, Thoughtworks 

Linda Butler, Quality Management & Training Supervisor, West Dunbartonshire Council 

Sej Butler, North East Europe HR Partner – Recruitment, IBM

Rosie Cole, Analyst, Deloitte

Suzi Edwards, Head of Recruiting, Thoughtworks

Doug Fraley, Head of People Programmes for EMEA, Google

Rebecca George, Partner, Deloitte 

Lisa Jobson, Director Corporate Accounts, Harvey Nash PLC

Jackie Kinsey, People Director, Thoughtworks

Marjan Kuyken, Practice Manager, Programme and Project Manager, Fujitsu Services

Sharon Pagram, Senior Recruiter, Citi

Steve Palmer, Head of IT, the London Borough of Hillingdon

Wendy Papworth, Gender Programme Manager, EMEA Workforce Diversity, IBM

Christine Peacock, Assistant Director ICT, the London Borough of Hackney

Vicky Reeves, Managing Director, Chameleon Net 

David Robertson, Senior Responsible Officer for Information Sharing, West Lothian Community 
Health Care Partnership

Christine Shepherd, Head of HR, at the London Borough of Barking and Dagenham

Helen Toogood, VP IT Academy, Unilever

The European Office Manager, TradingScreen

The HR Manager at Northbrook Technology

The Web Manager at the London Borough of Hounslow

The Office Manager at an SME that chose not to be named
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Appendix II. List of participating 
organisations

Chameleon Net is a growing innovative web solutions company - delivering web 

strategy, web design & development and e-marketing services to multi-nationals 

such as 3M, UNICEF, Cable & Wireless and McAfee.

Citi is a financial services company, with some 200 million customer accounts in 

more than 100 countries.

Deloitte delivers audit, tax, corporate finance and consulting services from over 

20 UK locations and in more than 140 countries worldwide. Deloitte provides 

professional services and advice to many leading businesses, government 

departments and public sector bodies. They publish studies and thought-

leadership pieces in their own right.

Fujitsu Services design, build and operate IT systems and services for customers 

in the financial services, telecom, retail, utilities and government markets. Of the 

21,000 people employed, around 12,000 are located in the UK working for a wide 

range of Public and Private sector organisations. 

Google operates web sites at many international domains, with the most 

trafficked being www.google.com. The company also serves corporate clients, 

including advertisers, content publishers and site managers with advertising and 

a range of revenue generating search services. 

Harvey Nash is a global professional recruitment consultancy and IT outsourcing 

service provider, operating from 28 offices covering the USA, Europe and Asia, and 

providing a portfolio of services: IT recruitment, executive search, interim-

management and software development.  

IBM invents, develops and manufactures information technologies, including 

computer systems, software, storage systems and microelectronics. These 

technologies are used to provide professional solutions, services and consulting 

for businesses worldwide.
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The London Borough of Barking and Dagenham were the winners of the GCS 

Women in IT Award in the 2006 BCS IT Professional Awards. The ICT and 

egovernment Department provide a range of IT services across the Borough, interpreting 

business needs into IT solutions and ensuring that IT support, systems and networks 

infrastructure and systems development meet the changing needs of the Council.

The London Borough of Hackney considers the main business of the ICT department 

to be to provide an effective and uninterrupted delivery of an ICT service to 

the stakeholders within the authority across all directorates.

The London Borough of Hounslow has a centralised ICT service brought together 

in the Chief Executive's office under the Assistant Chief Executive Customer  Services 

and Modernisation.  There are 80 posts covering infrastructure, telecommunications, 

business applications and support and helpdesk.  The service supports more than 

200 applications across the range of Local Government services and an increasing 

number of whole enterprise capabilities.

The London Borough of Hillingdon’s IT service provides a mix of externalised 

and in-house functions. 

McGregor-Boyall is a recruitment firm focusing specifically on financial services' 

clients. They partner major financial services firms in recruiting professionals in the 

areas of Technology, Finance, Operations, Compliance and Risk.

Microsoft is one of the world’s most well known software companies, employing 

more than 60,000 people globally. 

Northbrook Technology specialises in delivering technology and business 

solutions to its parent company, The Allstate Corporation.  Northbrook Technology is 

located across three sites in Northern Ireland employing over 1,500 people in the 

provision of a range of business and IT services. 

ThoughtWorks is a global IT consultancy, delivering bespoke applications, 

consulting and helping organisations become agile.

TradingScreen is a global provider of multi-broker, multi-asset class electronic trading 

solutions.
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Unilever employs 206,000 people in around 100 countries worldwide. Unilever 

are the global market-leaders in all the Food, Skin and Deodorant categories and 

have very strong positions in other major Home and Personal Care categories. 

West Dumbarton Council serve s  t h e  S co t t i s h  C o m m u n i t y o f We s t 

D u n b a r tonshire, home to 94,000 citizens.  The ICT & Business Development 

department has won several major awards.

West Lothian Community Health and Care Partnership (CHCP) were the 

winners of the Intellect, Socitm and Solace Local government IT Excellence 

Awards 2006. The CHCP brings together health and care staff from NHS Lothian, 

West Lothian Council and voluntary organisations to provide a wide range of 

community services. A network of IT information sharing systems services has 

been developed to support partnership working and also extend those services 

to associated organisations in the public and private sectors. 

A business with approximately 30 staff, providing decision support 

solutions, that has chosen not to be identified.
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Appendix III: Office for National Statistics 
Standard Occupational Classifications 
used in this report

1136 Info & communication technology managers organise, direct and coordinate 

inputs necessary to operate and provide ICT services.

2131 IT strategy and planning professionals aim to solve business problems by 

providing advice on the effective utilization of IT tools.

2132 Software professionals are responsible for the design, application, development 

and operation of software systems.

3131 IT operations technicians are responsible for the day-to-day running of 

computer systems and networks.

3132 IT user support technicians are responsible for providing technical support 

and advice.

Source: http://www.guidance-research.org/future-trends/it/occupations
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Job Category  Below 

10% 
11 –
25% 

26 – 
50% 

51% - 
75% 

76% - 
100% 

Managers - Info & 
communication technology  

     

Professionals - IT strategy 
and planning  

     

Professionals - Software       
Technicians -IT operations       
Technicians - IT user support       
 

Appendix IV: General Interview schedule

What are your observations about the proportion of women working in these 

different categories at …?

How do you think these have changed over the past five to ten years?

•  Record keeping?

Do men and women tend to take different roles within these categories? 

•  Client facing/development(software or products)/operational(e.g. applications

   support)

With these differences between men and women, is there evidence of a pay-gap 

within the organisation?

Are there differences between temporary and permanent staff?

Thinking about the recruitment of graduates into your workforce, how do you 

make … attractive to women?

•  Younger graduates/Returners – who previously worked for

   you/who are returning to the workforce generally

•  Other

Do you do anything, when defining job roles, job specifications and competencies, 

specifically to attract women? If so, what?

•  Younger graduates/Returners – who previously worked for

    you/who are returning to the workforce generally

•  Job spec – gender neutral

•  Skills required – essential/desirable technical/soft

•  Mention of salary in ad

•  Mention flexible benefits in ad

•  Other
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Do you do anything, when devising a recruitment strategy, specifically to attract 

women? If so, what?

•  Younger graduates/Returners – who previously worked for you/who are

    returning to the workforce generally 

•  Consideration of different entry points

•  Images used in ad

•  Where placed - national/local/daily/weekly/weekend

•  Informal networks

•  Formal networks

•  Use of recruitment agencies

•  e-advertisements

•  Open days 

•  Careers fairs

•  Other

Can you take us through the stages in a recent campaign – how successful was 

it?  What worked in particular?

Do you take any particular steps to retain women in your workforce? If so, what?

•  Younger graduates/Returners – who previously worked for you/who are    

    returning to the workforce generally

•  Career development training

•  Flexible benefits

•  Career breaks

•  Mentoring

•  Childcare

•  Other
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Appendix V. Acronyms
ASHE – Annual Survey of Hours and Earnings

BCS – British Computer Society

CHCP – Community Health Care Partnership

CIDP – Chartered Institute of Personnel and Development

EOC – Equal Opportunities Commission

EMEA –Europe,  the Middle East and Africa

GCS – Grayson Computer Services

HRM – Human Resource Management

ITEC – Information Technology, Electronics and Computing

ITIL – Information Technology Infrastructure Library

LFS – Labour Force Survey

LB – London Borough

LGBT – Lesbian, Gay, Bisexual or Transgender

NCT – National Childbirth Trust

ONS – Office for National Statistics

PSL – Preferred Supplier List

PTA – Parent Teacher Association

SFIA – Skills Pathway for the Information Age

SME – Small and Medium sized Enterprises

SOC – Standard Occupational Classifications

SOCITM – Society for Information Technology Management

SOLACE – Society of Local Authority Chief Executives and Senior Managers

WIN – Women’s International Network
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Notes

1   Based on the Standard Occupational classification (SOC), as follows: 3131 and 

3132 (IT operations technicians and IT user support technicians); 2131 and 2132 (IT 

strategy and planning professionals and software professionals); 1136 (ICT 

managers). The definitions are in Appendix III. SOC classifies those occupations 

with a first digit of 3 as associate professional, usually sub-degree level and those 

with a first digit of 2 as professional, usually at degree level.

2  Based on the industry category of ‘Computer and related activities’ (ASHE 

2006).  The mean is used here in preference to the median.  As EOC (2006) says, the 

mean reveals the extremes of pay that are caused by vertical sex segregation.  

The median disguises these extremes.

3   Source: authors’ calculations from ASHE 2006, published tabulations

4 This is the 'gold standard' of evaluation research; other less rigorous 

approaches are possible, including the use of quasi cohorts (see Clarke 1999).
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“ 1.3 million new jobs are likely to 
be created over the next decade, 
over one million of which are 
expected to be taken by women.  
This is in large part due to the 
changing composition of jobs, in 
particular by status, sector and 
occupation, which are expected to 
be generally more favourable to 
women’s employment than men’s”
“ A fair deal for women” ,    Women & Work Commission,  2006
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