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Whilst the country’s 
1.2 million IT & 
Telecoms (IT&T) 
professionals 
make up just 
4.2% of the UK’s 
total workforce, 
they are both the 

power behind the sizeable information 
economy and the backbone to every other 
sector. Could industry be doing more to 
increase its power? Is the workforce a fair 
representation of a modern day society? 

With news emerging from Silicon Valley 
that women typically comprise less than 
30% of its workforce, Spring Technology was 
keen to look at female participation in the 
UK IT & Telecoms occupations. Startlingly, 
our research found that, in 2014, women 
accounted for just 16.4% of the country’s IT 
& Telecoms professionals.*

To understand why so few women are 
entering and staying in the profession,  
our research looked into:

•	 Education: What’s being done to 
improve technical and digital skills and 
increase interest levels in working in 
the profession

•	 Early careers within IT & Telecoms, 
progression opportunities, and the 
availability of opportunities at a senior 
level

From this research — which comprised 
qualitative interviews, a survey across our 
comprehensive network, and extensive data 
analysis — we unearthed issues that not 
only impact women, but the workforce as a 
whole. 

I	hope	that	the	findings	from	our	research	
will prove useful in helping to shape the 
future of IT & Telecoms recruitment, and to 
improve the prospects of the profession at 
large.

Richard Protherough 
Managing Director Spring Technology

ForewordContents

*Those	in	main	jobs,	comprising	permanent	&	temporary	employees	and	the	self-employed	(without	employees)	working	in	11	occupational	classifications.

Thank you to the following contributors for participating 
and commenting throughout this report:
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199,300
From a total workforce of 1.2m IT 
& Telecoms professionals, women 
comprise just under 200,000 - or 
the	significant	minority	of	16.4%

85%
The majority of women are  
engaged as permanent employees

7%
Temporarily  

employed

8%
Self-employed

17.2%
Female workforce at  

IT Specialist Manager level

3.6%
Female workforce at  

a Director level

Whilst the largest 
proportion (17.2%) of the 
female workforce can 
be found at a senior IT 
specialist manager level, 
one of the smallest  
groups operates at 
Director level (3.6%). 

Startlingly, our 
research found that 
in 2014, women 
accounted for just 
16.4% of the country’s 
IT & Telecoms 
professionals*
 

4

Contingent workers

Permanently employed

IT&T female workforce

1,031,750
Permanently employed

139,300
Self-employed

45,350
Temporarily employed

Total UK’s workforce in 

main IT & Telecoms jobs:

1,216,400

*Base for data on pages 4-7: an average of Q2 & Q3 2014 data for all permanent and temporary employees and 
self-employed without employees, working alone or with partners, in main jobs. For growth trend data on page 7, 
the base is an average of Q2 & Q3 2011-2014. Source: ONS - Labour Force Survey.
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Growth in the IT & Telecoms profession
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IT PROGRAMME  
& PROjECT MANAGERS

 
IT USER SUPPORT 

TEChNICIANS

IT & TELECOMS  
DIRECTORS

 

TELECOMMUNICATIONS  
ENGINEERS

 

IT ENGINEERS
 

IT & TELECOMMUNICATIONS  
PROFESSIONALS

10.5%

IT OPERATIONS TEChNICIANS

PROGRAMME  
& SOFTWARE DEVELOPMENT  

PROFESSIONALS

IT SPECIALIST MANAGERS

17.2%
WEB DESIGNERS  
& DEVELOPMENT  
PROFESSIONALS

 

IT BUSINESS ANALySTS, 
ARChITECTS AND  

SySTEMS DESIGNERS

Areas of notable growth 
in female participation 

include business analytics, 
architect and systems 

design, and web design 
and development More female engineers 

Whilst only increasing by a few thousand, 
it is encouraging to see more female 

engineers entering the profession

IT&T Profession Growth

Number of women, men and the total workforce, by occupation  
(women as a percentage of all in main jobs)*

Female workforce Male workforce

9.1%
Increase in the female  

workforce (in main jobs)  
between 2011-2014

12.4%
Increase in the male  

workforce (in main jobs)  
between 2011-2014

 

34% growth  
in female web designers  

& development roles

1

10%

18.4%

22.6%
15.6%

12.4%

30.6%

13.9%

29.8% 16.9%

5.9% 5.7%

5 93 7 112 6 104 8

As can be seen in the chart below, there are notable exceptions to the 16.4% UK female 
participation level by occupation. Around three in ten web designers and development 
professionals and a similar proportion of IT operations technicians are women. Female 
representation amongst the engineering ranks remains low at under 6%.

1.6%

3.6%

8.0%

16.9%

8.8% 14.4%

9.9%

1.3%

7.7%

What percentage of women work in the IT & Telecoms profession by occupation? 
Based on the 16.4% (c.200,000) of women working in the IT&T profession  

*Base for data: an average of Q2 & Q3 2014 data for all permanent and temporary employees and self-employed without employees, working alone or with 
partners, in main jobs. For growth trend data, the base is an average of Q2 & Q3 2011-2014. Source: ONS - Labour Force Survey.

11.8%

Women in 
main jobs

Men in  
main jobs

All in  
main jobs

1. IT & Telecoms Directors 
2. IT Specialist Managers 
3. IT Programme & Project Managers 
4. IT Business Analysts, Architects  
 and Systems designers 
5. Programme & Software Development Professionals 
6. Web Designers & Development Professionals 
7. IT & Telecommunications Professionals 
8. IT Operations Technicians 
9. IT User Support Technicians 
10. Telecommunications Engineers 
11. IT Engineers



 Women in Technology: Exploring the Gender Imbalance #womenintech8 9

Insight from techUK
There is 
currently a 
significant	gap	in	
the UK between 
industry demand 
for employees 
with digital 
skills and the 

available supply of talent with these 
skills. Research conducted by O2, 
showed that an additional 745,000 
workers with digital skills would be 
needed to meet growing employer 
demand over the period 2013-2017 
and that these skills are vital to the 
continued health and growth of  
the UK economy. 

Given the digital skills shortage, 
it is increasingly important for 
organisations to attract candidates 
from as broad a demographic as 
possible. And yet women are still 
severely under-represented in the 
technology industry. Part of the 
issue lies in the talent pipeline; 
statistics published in 2014 showed 
a worrying 70% fall in the number 
of girls taking A-level computing in 
comparison to 2004. Finding ways 

to engage girls in tech from an early 
age and encouraging them to see the 
opportunities that a career in tech can 
bring is therefore vital to building a 
strong talent pipeline for the future. 

But that’s only part of the solution. As 
an industry, we need to work together 
to consider what we can do to attract 
and retain more women, recognising 
that	there	is	no	‘one	size	fits	all’	
solution; which is why at techUK, 
we have an established Women in 
Tech programme that aims to tackle 
the gender imbalance in the sector, 
such that tech becomes not only a 
feasible but desirable career choice 
for women. 

Girls	and	women	can	play	a	significant	
role in solving the UK digital skills gap. 
A gender-balanced workforce makes 
sense not just for the women, but is 
also vital in ensuring the continued 
growth and success of the tech sector 
and the UK economy as a whole. It’s a 
no-brainer isn’t it?

Sharon Clews 
Director - People and Talent Management

In the next section of the 
report, we will examine 
factors	that	influence	entry	
into the profession

745,000
additional workers with  

digital skills would be needed to 
meet growing employer demand 

over the period 2013-2017

Girls and women 
can play a 

significant	role	
in solving the UK 
digital skills gap



The journey 
towards a career in  

IT & Telecoms 



Female graduates in IT&T 
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The increasing value 
of digital and technical 
literacy
Outside of the classroom, today’s 
children are immersed in a digital world; 
within the space of just a few years, 
their self-taught digital and technical 
knowledge has progressed to a level that 
previously would have required  
in-depth teaching. 

Change also continues within the 
classroom itself. The legacy ICT 
curriculum was overhauled by Education 
Minister, Michael Gove, in 2013, and 
replaced with computing across all 
levels of education from September 
2014: “Instead of just learning to use 
programmes created by others, it is vital 

that children learn to create their own 
programmes.” 1 

By design or default, a larger pool of 
talent	has	significant	potential	for	UK	
plc, if harnessed correctly. As digital and 
technical literacy becomes essential in 
all future forms of work, the younger 
generations should emerge with the 
required capability. Additionally, by 
increasing the generic pool of people 
with ‘technical skills’, rather than relying 
on a niche pool of people with ‘technical 
qualifications’,	we	may	create	a	wider,	
more balanced pool of people who could 
enter the IT & Telecoms profession.

“There is, however, a worldwide 
disconnect between schools and the 
work environment,” believes Dr. Maria 
Angelica Perez, Global head of Diversity 
and Inclusion at Ericsson. “Whilst we 

— and many other large and smaller 
employers are increasingly partnering 
with schools to raise skills and awareness 
of	opportunities,	we	face	some	significant	
hurdles.” 

Teaching skills, equipment and facilities

Many employers raise concerns over 
the ability of schools to keep pace with 
the evolving curriculum. Whilst coding 
became a teaching requirement in UK 
schools in September 2014, it remains 
questionable as to whether every 
school has the competency to deliver 
the curriculum. Employers are however 
increasingly working in partnership with 
schools to lend support through such 
initiatives as the Tech Partnership — 
the government recognised industrial 
partnership for the Information Economy 
— eSkills and techUK.

The schools’ challenge 

1. Tech Week Europe - New National Curriculum to Teach Five year Olds Computer Programming, july 8th 2013: 
http://www.techweekeurope.co.uk/workspace/national-curriculum-ict-education-computing-121214

Parent and pupil attitudes

For Dr. Angelica Perez at Ericsson, “the 
challenge is often not only in raising the 
interest	of	the	child,	but	in	influencing	the	
parents. We can see that girls are very 
interested but many parents don’t see it as a 
career for their young daughters.” Additionally, 
as girls look to further their studies within 
technical disciplines, perceptions remain 
problematic. “At university, all of the tech 
courses	were	filled	with	geeky	guys	and	
blokes. I wouldn’t have associated myself 
with pursuing IT as an option at the time,” 
observes Ethline Samuels who took a degree 
in American Politics prior to entering the IT 
profession. Specialist enterprises, such as 
Little	Miss	Geek,	seek	to	influence	this	agenda.	

The accountability of schools

The accountability of schools starts and 
ends in the measurement of their academic 
achievements. Changing this to relate to what 
happens to pupils after they leave school — 
either academically or from an employment 
perspective — may help to create a positive 
shift in focus and priorities. 

Furthering our technical 
education
Increasing STEM graduate numbers in the UK

The higher Education Funding Council for 
England (hEFCE) reported an increase in 
applications for full-time STEM university 
undergraduate courses in 2013-14, resulting 
in nearly 98,000 acceptances. Further, 
hEFCE stated that this high level of increased 
take-up of STEM subjects at A-level “suggests 
there is scope for further growth.” 2 

When looking at the graduate class of 
2012/13, 128,030 students studied a 
science-related subject at degree level; of 
this	figure,	11,900	graduated	with	a	computer	
science degree, and 15,620 with the 
equivalent in engineering and technology.3 
Of these, 16.3% (1,935) of computer science 
graduates were female, with women 
comprising 14.3% (2,355) of engineering and 
technology graduates. 

2. hEFCE — higher Education in 2014: an analysis of latest shifts and trends, April 2014 
3.	HESA	—	Destinations	of	full-time	first	degree	leavers	by	sex,	activity	and	subject	area	(#1)	2011/12	and	2012/13

Computer 
Science

1,935
16.3%

Engineering  
and Technology

2,355
14.3%

“Inspiring our young women is crucial.  
We need to show girls that technology is the 
most creative career you can have. We need 

to tell our girls that if they want to change the 
world, technology is best way to do it!”

Belinda Parmar OBE 
CEO of Lady Geek and an advisory board member  

to the government your Life campaign
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Facing reality: entry-level 
demand waning
In terms of how successful the class of 2012/13 
were	in	finding	work,	57%	of	all	computer	science	
graduates (6,800) and 56% of engineering and 
technology graduates (8,800) had been hired within 
6 months. As to where they started work, however, 
relatively few joined the Information and Technology 
industry.

Whilst 38% of the computer science graduates 
who found work did so within the industry, it was 
the destination for just 7.6% of engineering and 
technology graduate hires. For those who found work 
in the industry from some less obviously related 
subjects (e.g. languages), the proportions that they 
represent of all who found work (by degree subject) 
are notably higher (see page 15).

Whilst the industry hired 3,240 graduates from these 
two subject areas, it also recruited 8,290 graduates 
from other areas. When widening this out to the 
graduate IT & Telecoms skills across all industries: 

The 15,600 computer science, engineering and 
IT graduates hired by UK plc in 2012/13 still 
constituted approximately only 1% of the IT & 
Telecoms occupations workforce. 

These statistics raise two interesting questions. Firstly, 
does the UK have an issue of low entry-level demand, 
and secondly, is the value of the specialist degree 
waning in the eyes of the employer?

Entry-level demand lower than supply potential

Research by eSkills found that the proportion 
of under 24 year-olds working as IT & Telecoms 
specialists in 2012 had halved since 2001 to 6%.4 

Commenting	on	the	findings,	Karen	Price,	CEO	of	
eSkills, stated that “for the last 10 years we’ve been 
outsourcing	and	offshoring	entry	level	roles;	we’ve	
almost exported them.” 

Many UK-based employers share eSkills’ concerns, 
notably in that most of the work that has gone 
overseas — the contact centre, support functions, 
programming and developer roles — is all work that 
people in the UK would be happy to take on. But 
these people would also have career aspirations and 
want to see a plan for their personal progression 
which, as evidenced later in this report, the majority 
of employers don’t seem to want to commit to 
anymore — particularly when there are alternatives 
that come without that responsibility. 

For Nick Capell, a CIO with legacy experience in City 
Link, Royal Mail, ParcelForce, homeserve and Nestor 
healthcare: “It was a ridiculously short term strategy 
that the IT industry — as followers of fashion — slept 
walked into. I’m sure that many have realised it is 
an issue, but it is harder to restore than it was to 
undo.” 

eSkills’ Price believes that, having realised the issue 
it has created, the industry is now addressing the 
job shortfall by bringing roles suited to new starters 
back to the UK: “The tide is turning and people are 
desperately trying to bring jobs back onshore.” 

  
 
 
 
 
“I think that the UK has a very serious issue 
in	that	it	has	off-shored	a	whole	layer	of	work	
that was the training ground for its future IT 
workforce.	By	outsourcing	and	offshoring	the	
basics, the UK has lost the place where people 
used to learn the ropes.”  
 
Andy Petty 
Operations Manager, Silversands

4.	Tech	Republic	-	UK	stuck	with	ageing	IT	workforce	as	offshoring	squeezes	out	starter	jobs,	November	19th	2013:	 
http://www.techrepublic.com/blog/european-technology/offshoring-helped-lumber-uk-with-ageing-it-workforce/
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In the next section of the 
report we look at residual 
and future issues for those in 
their early careers

Engineering 
& Technology7.6%

Percentage of all 2012/13 graduates  
employed within 6 months, by degree 
subject, in the Information and 
Communication industry*

Mass 
Communications  
& Documentation

Languages

Creative Arts  
& Design

21.4%

10.0%

8.8%

Computer  
Science38%

*HESA	-	Destinations	of	full-time	first	degree	leavers	by	sex,	activity	and	subject	area	(#1)	2011/12	and	2012/13



Early days 
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Route 4
From Further or higher 
Education and chose an 
IT related subject

Careers by default  
or design? 
From a survey conducted in january 
2015, Spring Technology discovered that 
whilst a third (32%) of IT & Telecoms 
professionals took a planned academic 
route into the industry, the majority 
did	not.	A	significant	number	(18%)	
entered straight from school, college 
or university without having studied 
‘relevant courses’, and over four in 
ten	(41%)	moved	from	a	different	
occupation.

Whilst the approach of all men and 
women	varies	very	little,	differences	
emerge when looking at age groups. 

Of those moving in from another career, 
this practice is much higher in the over 
40s: 55% of women and 49% of men in 
this age bracket admit to this entry 
route whilst just 28% of women and 18% 
of men up to 40 admit the same.

Compared to the all average of 12% 
of workers who entering straight from 
school, having studied relevant IT courses, 
27% of women up to the age of 40 took 
this route. Additionally, when compared 
to the all average of 20% of workers who 
entering via college or university with a 
relevant IT course, 32% of women up to 
the age of 40 and 12% of women over the 
age of 40 took this route. 

Route 3
Straight from Further or 
higher Education having a 
non IT orientated subject

Route 1 
Straight from school 
without studying IT 
related subjects

The routes into 
a career in IT 
& Telecoms 
occupations*

Route 2
Straight from school  
and chose IT related 
subjects

Route 5
Transferred into IT from 
another job or career

  
 
 
 
 
“The biggest challenge in male 
dominated worlds is when you 
are earning your stripes. Once at 
managerial level and above, the 
challenges diminish. As such, it is 
in	the	early	stages	where	the	effort	
needs to go in if you want to retain 
what you have and encourage  
others in.” 
 
Fran Galbraith 
Group head of Resourcing, SIG plc

All Women Men

14% 13% 15%

A	significant	
proportion of 
those in IT & 
Telecoms  
‘fell into IT’

4% 3% 4%

19%21%20%

16%10%12%

38%43%41%

*Data source: a survey of Spring Technology clients and candidates (during 19th — 30th january 2015), for which 574 responses were received.
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A planned academic 
route
The minority of graduates that have 
entered the industry have a ‘relevant’ 
qualification

Employers in the information and 
communications industry are taking far 
more graduates without a ‘relevant’ 
qualification.	

For many employers, attitude, life or 
work experience and complementary 
skills can be as appealing as ‘relevant’ 
academic studies — seeking to hire 
the ‘right person’ and train in the 
necessary skills. 

The	unfulfilled	potential	of	the	
industry’s apprenticeship programme 
was also raised by many employers 
noting	that,	with	most	schemes	offering	
a one year programme, much that was 
learned	in	that	first	year	would	be	
largely irrelevant by the next.

Employers suggested that the 
apprenticeship programme should 
be	re-evaluated	to	reflect	the	needs	
of IT & Telecoms occupations - with, 
potentially, a minimum of two to three 
years of training. 

The minority of graduates that 
have entered the industry have  

a ‘relevant’ qualification



m: 36% | f: 24% m: 73% | f: 79% m: 53% | f: 66% m: 71% | f: 71%
Across all industries and sectors: Across all industries and sectors: Across all industries and sectors: Across all industries and sectors:
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The dangers of ‘recruiting to type’
With a diverse range of academic backgrounds, 
and the broader reality of people moving into IT & 
Telecoms from other occupations, many question the 
industry’s	ability	to	effectively	accommodate	and	
engage such a diverse mix. 

The	behavioural	profile	of	the	UK	technology	industry

In assessing the behavioural preferences of close to 
100,000 people per year, Thomas International uses 
the	DISC	theory	within	its	Personal	Profile	Analysis	
(PPA) tool. This theory works on the assumption 
that human behaviour can be categorised into four 
broad	factors	(Dominance,	Influence,	Steadiness	and	
Compliance)	that	each	relate	to	specific	behavioural	
characteristics. Through their collaboration with 
Spring Technology, Thomas International extracted 
all their behavioural data for the UK working 
population, allowing them to compare various 
industries to the UK workforce.

As a predominantly male populated industry (84%), 
it is unsurprising that the characteristics of the male 
technology industry workforce are broadly similar to 
the UK’s generic male working population. however, 
when comparing females working in the industry to 
the UK’s generic female working population, there is a 
higher	frequency	of	Influence-associated	characteristics	
amongst women in technology (84% versus 79%). It is 
also	significant	that	their	level	of	Influence-associated	
characteristics is notably higher (at 84%) than the UK 
males across all-industries (73%) and males working 
within the Technology industry (77%).

Whilst the majority of candidates interviewed spoke 
of the need that they had experienced to be ‘tough’ 
in order to progress within their careers, there is no 
difference	in	the	frequency	of	Dominance-associated	
characteristics amongst females working in the 
technology industry (24%) compared to the general 
female working population. Within other industries, 
however, women show notably higher (sales 
professions 42%) or lower (healthcare 18%)  
levels of Dominance.* 

The concluding comparisons of the behavioural 
profile	of	men	and	women	within	the	industry	show	
notable	gender	differences	in	their	behavioural	
characteristics; Dominance and Compliance-
associated characteristics are more prevalent in 
males,	while	Influence	and	Steadiness-associated	
characteristics are more prevalent in females.

If organisations increasingly seek to hire to 
‘successful	types’,	the	behavioural	profile	will,	by	
virtue of the gender mix of the existing workforce, 
be male. As such, employers may continue to hire 
for Dominance and Compliance (male), rather than 
explore	the	potential	of	higher	levels	of	Influencing	
and Steadiness-associated (female) characteristics.

One employer, Computacenter, is currently revisiting 
all of its company-wide communications, as part of 
its ‘Plain English’ campaign, with a view to “taking 
any ambiguity out of what we say or how we say 
it.” According to Klaer Brooker, Group head of hR 
Transformation, this is key to Computacenter’s drive 
to promote inclusion over diversity: “We seek to 
foster an environment where you can be yourself 
— to enable all people to bring their whole self to 
work. As such, it becomes less about numbers and 
more	about	enabling	every	person	to	fulfil	their	
potential and be rewarded for their true capability 
and subsequent performance.”

For Isabel McCabe, MD of Voiteq — a global leader 
in voice directed work solutions — this type of 
communication initiative may also help more women 
to	have	the	confidence	to	apply	for	roles.	

“I know that when we advertise a role, women really 
scrutinise what we are asking for — and if they don’t 
feel that they have at least an 80% match for our 
needs, they won’t apply.” McCabe also notes that 
“men will apply with just a 40-50% match and will 
then sell themselves and push for what they want at 
interview.” 

As	such,	Voiteq	makes	a	conscious	effort	to	think	
through exactly what they will actually require 
of a new individual rather than listing ‘the usual’ 
prerequisites. “The phrase ‘extensive travel’ is an 
example of this,” McCabe comments “Whilst some in 
the team may be doing this, is this really going to be 
a requirement of the new recruit?” 

Dominance and  
Compliance-associated 
characteristics are more 
prevalent in males

This is a bespoke analysis for Spring Technology 
by Thomas International, comparing worker and 
candidate behavioural preferences in 2014 using 
the	Personal	Profile	Analysis	(PPA)

Total base: m: 3,655 | f: 1,640

Dominance characteristic amongst women across other industries:Source:

Influence and  
Steadiness-associated 

characteristics are more 
prevalent in females

BEhAVIOURAL PROFILES
within the UK Technology Industry

Thomas	International	uses	the	DISC	theory	within	its	Personal	Profile	Analysis	(PPA)	tool.	 
This theory works on the assumption that human behaviour can be categorised into four broad factors 

(Dominance,	Influence,	Steadiness	and	Compliance)	that	each	relate	to	specific	behavioural	characteristics.

InfluenceDominance Steadiness Compliance

34%

77%

53%

69%

24%

84%

61% 66%

*962	Thomas	International	profiles	of	women	in	Healthcare	and	1956	profiles	of	women	in	Sales,	2014

24%42% 18%
Technology Sales healthcare
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The importance of 
mentoring 
Our research uncovered a widely held 
belief that mentors and role models play 
a vital part in the career progression and 
development of women in IT & Telecoms. 
In fact, just 13% of respondents thought 
the support of mentors and role models 
had	little	influence.	

A	significant	proportion	(46%)	believes	
that having both mentors and role 
models	offers	the	greatest	support.	
Formal or structured mentoring is of 
less interest to women (9%) than men 
(16%) and, whilst 13% of all respondents 
believe	that	informal	mentoring	offers	
the greatest support to women in their 
career progression and development, 22% 
of men up to the age of 40 believe this to 
be the case. 

“I do believe that there is a shortfall 
in the development of women in IT in 
their early careers,” commented janice 
Mulholland, head of Application Support 
at the British Library. From a personal 
perspective, she referenced that she 
had been fortunate in having an informal 
sponsor or coach in a number of the roles 
in which she operated. “They happened 
to be all males, and they advised me 
on essential skills and behaviours to 
develop, what to focus on if you wanted 
to progress in your career in the reality 

of what was — and still remains — a 
predominantly male environment. That 
advice was a turning point for me.” 

Many others, like Nisha Manaktala, head 
of Technology at Autoprotect, who 
consider themselves ‘lucky’ to have 
received such support early in their 
careers, now appear very keen to now 
offer	similar	support	to	others: “I don’t 
think they really know the impact that 
they had on my career — having someone 
guiding and supporting you is invaluable. 
I’m	now	keen	to	offer	the	same	
opportunity that others gave me.” 

For Arminder Chohan, currently a PMO 
manager, those who mentored her across 
various roles and companies have all 
now become part of her ongoing support 
network: “They continue to counsel me 
and	offer	advice	around	career	options.”	

IT analyst, Ethline Samuels’ career 
experience involved encouragement 
for her to become more involved in 
the	configuration	of	new	systems:	“As 
a result, I became the ongoing ‘go to’ 
person for future upgrades. I felt quite 
proud of myself — that I was able to 
manage a system that handled millions 
of records, and was used on daily 
basis.” Samuels also noted that seeing 
a woman as head of IT, leading very 
male-dominated teams, was inspiring. 

Within the next section, we 
consider how organisations — 
and, increasingly, individuals 
themselves — are dealing 
with the needs of ongoing 
skills development in context 
of their career progression Informal 

mentoring

Relative levels of importance 
of mentors and role models 
in the career progression and 
development of women* 

Formal/
structured 
mentoring 
programme

Senior level role 
models (internal 
and external) of 
women in the  

IT sector

Both mentors 
and role 

models in the 
IT sector

Mentors & role 
models have 
very little 
influence

None  
of these

13% 12%
8%

46%

13%
8%

*Data source: a survey of Spring Technology clients and candidates (during 19th — 30th january 2015),  
for which 574 responses were received.



 Ericsson is approaching the agenda from three perspectives

Keeping up and moving up 
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hiring the best person  
for the job 
For organisations like Microsoft Partner, 
Silversands, skills needs are accelerating 
so fast that they are increasingly 
competing for the best, readily-available 
talent. “The biggest barrier we have is 
that we need experienced people — we 
can’t just recruit trainees or apprentices 
as the gap between doing basics and 
what we need is huge,” notes Andy 
Petty, Operations Manager. As such, 
when hiring, he is constrained to select 
from a pool of available talent with the 

immediate capability: “The proportional 
lack of CV’s and the absolute need to hire 
the very best person for the job” means 
that Petty is reluctantly running a team 
with	a	significant	gender	imbalance.

Nisha Manaktala, now with a team 
of 16 people, is faced with the same 
predicament: “As with all situations in life, 
a more balanced composition of people 
makes for a closer state of reality. Within 
work, however, it has to be about bringing 
together the very best people — from 
those that are available — to do the work.”

The majority of employers told of an 
increasing need to hire and maintain the 
very best ‘ready-made skills’ available, 
mainly due to the pace of technical 
advancements, and the continuing volatility 
of the economic climate. From both a 
prospective and an existing worker’s 
perspective, this presents some new and 
interesting challenges.

  
 
 
 
 
“you have to take responsibility 
for self-development — planning 
your own career, seizing 
opportunities to promote and 
push yourself and making the 
most	of	the	influence	of	people	
who choose to nurture you. These 
skills are as important as the 
technical ones that you need in 
IT.” 
 
Nisha Manaktala 

head of IT, Autoprotect

  
 
 
 
 
“My security in the future will 
come from my own endeavours, 
rather than by being beholden 
to an employer. As such, I will 
ensure that I have the necessary 
skills required to perform any role 
that I seek to hold. As and when 
my children are old enough, and 
are a little more independent, I’ll 
determine what I need to do to 
move up to the next level.” 
 
Lindsay Brown 
IT Project Manager

But many female candidates would not 
want it any other way. janice Mulholland, 
head of Application Support at the British 
Library states that she would “never want 
to get a job because an organisation had 
a quota for hiring women. Neither would I 
want now, as a manager of a team, to be 
constrained on who I hired because of a 
quota system. Now I’m hiring, I want the 
very best person for the job.” 

At	Ericsson,	however	—	the	first	Silicon	
Valley ICT company to both state the 
proportion of women in its global 
workforce in 2014 (22%) and set itself a 
target (30%) by 2020 — goals have been 
introduced into some of its processes. 

“For	Ericsson,	the	diversification	of	
our workforce has become a business 
imperative,” states Dr. Maria Angelica 

Perez, Global head of Diversity and 
Inclusion, “but the imperative is to 
change both the culture and processes 
of the organisation — hence the focus 
on diversity and inclusion.” Dr. Angelica 
Perez said that in organisations where 
there was no parallel strategy for 
changing the internal culture gender 
quotas will not impact long term change.

Placing the ownership 
of the diversity strategy 

with operations 

It is business rather  
than hR driven

Generating ongoing 
constructive dialogue about 
diversity and inclusion from 
an operational perspective 

to change the culture within  
 

Dr. Angelica Perez observes that “you 
can change a policy or a process, 
but it is what happens thereafter 
that is important. Without regular 

open dialogue around the reasons for 
procedural change, people will revert 

back to old habits.”

Integration of diversity 
into all processes

The focus is on what needs 
to change to widen the range 
of diverse candidates coming 

through. This includes ensuring 
that a minimum of 30% of 

female candidates need to come 
through from providers and that 

a minimum of one female is 
shortlisted for each role

For Dr. Angelica Perez, the immediate result of this strategy  
“is a cultural change process that has buy-in and is driven by the business, an increased number of female  

candidates being put forward for roles and diversity and inclusion embedded in the Ericsson DNA.”
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The demographics of ‘the best 
person for the job’
The increasing use of contractors to access 
immediate capability 

From a contingent IT & Telecoms labour perspective 
(self-employed workers, with or without partners 
but without employees, and temporary employees), 
UK plc has moved from an 11.3% dependency in 2008 
to 15.1% in 2014. In terms of the additional volume 
of contingent workers, the UK added c.63,500 to its 
average	workforce	profile	over	this	period	(of	which	
c.13,800 or 22% were women). 

The volume of contingent male workers has 
increased in IT engineering, programme and software 
development and IT specialist management. For 
women, the increase is concentrated in web design 
and development. 

As	all	of	these	areas	suggest	a	significant	degree	of	
technical competency, it could imply that contractors 
are	increasingly	being	used	to	fulfil	immediate	skills	
gaps. Whilst this undoubtedly meets an urgent need, 
Interim Analyst, Ethline Samuels, a long-term server 
of the NhS, is concerned that “contractors can 
decide	to	leave	tomorrow	if	they	get	a	better	offer	
— that leaves the organisation extremely vulnerable. 
Organisations like the NhS should be investing in 
bringing in the right people with the right motives — 
or invest in people who aren’t deemed to have what 
is perceived as a ‘contractor’s mentality’.”

International workers have valuable experience 

Owing to the connections that have been made with 
other countries through the UK’s increased use of IT 
outsourcing — and the need to source the very best 
skills available — IT & Telecoms occupations are also 
diversifying from a cultural perspective. In 2012, 
16.7% of all those working in professional occupations 
in the UK were immigrants.5 

For Bill Wilson — Director, IT & Property Services 
at ICAEW —it is not just the technical expertise of 
overseas workers that he believes to be at a high 
level, but the experience that many have gained 
through legacy Business Process Outsourcing (BPO) 
association: “When geographies like the UK moved 
work	offshore,	there	was	an	inward	transfer	of	
knowledge and skills as well to help handle the 
complexities of the outsourcing initiatives. Now 
with multi-country and major project experience, 
many of those who entered work in the UK through 
BPO projects are now moving out into the general 
commercial world.”

Despite their exemplary knowledge, expertise and 
work output rate, Wilson acknowledges that there 
is a known certainty that organisations may only 
be able to secure their skills for two to three years 
at most, after which they will move again for new 
experiences and learning themselves. “This is an 
interesting dynamic to add into the total workforce 
mix — one which is making us think about jobs, 
roles and how we generically progress the skills 
development of the composite workforce.”  

Whilst the contribution of international workers to 
the UK’s IT & Telecoms gender diversity agenda is 
unknown, the cultural diversity that their inclusion 
brings to UK plc is gratefully acknowledged.

The unintended consequences of 
the need for ‘the best person’ 
Stifling	career	progression

Many respondents suggested that there is a danger 
of the existing workforce being passed over for skills 
development or career progression, as employers 
look to hire those with immediately available skills. 
This situation will be being compounded by the 
downscaling of organisational training constructs 
that went hand in hand with outsourcing, which 
enabled companies to cut out expenditure on 
training historically associated with nurturing its own 
workforce.

As to whether there is any gender bias towards 
those who receive skills development or career 
progression, sentiment from survey respondents 
suggests that there is. 

Whilst 53% of men believe that both genders have 
equal opportunities within the profession, just 23% 
of women think this is the case. The only notable 
generational	difference	of	opinion	is	amongst	
men: 43% of those up to the age of 40 believe that 
there are equal opportunities for men and women 
versus 56% of those over 40. To further illustrate 
the point, over a third of women (37%) believe that 
they have been passed over for promotion due to 
gender, compared to 8% of males. A further 20% of 
women don’t know whether they have missed out on 
promotion.

The shifting responsibility for skills development

Nick Capell, a CIO with legacy experience in City 
Link, Royal Mail, ParcelForce, homeserve and 
Nestor healthcare, observes that during his working 
life:	“There	has	been	a	definite	shift	towards	the	
worker taking on responsibility for their own career 
progression and skills development. Employers 
historically took a much more paternalistic view 
towards their workforce than I see them doing now. 
The onus is much more on the individual now to put 
their hand up, to state their ambitions, and steer 
their own course towards it.”

Whilst	it	is	extremely	encouraging	to	see	that	a	fifth	
of UK employers are increasingly investing in skills 
training for their entire workforce, just 11% of male 
contractors and 14% of their female counterparts see 
evidence of this. This also means that the majority 
of	employers	are	taking	a	different	approach.

My organisation is increasingly investing 
in skills development to advance the 

capability of its entire workforce (permanent 
employees	and	temporary	staff)

The impact of the rapid speed of 
technological change on approaches 
to skills development amongst IT & 

Telecoms professionals 

All contingent 2008 2011 2014

Male 104,000 124,800 153,700

Female 12,000 19,300 25,800

Total 116,000 144,100 179,500

Total contingent 
workforce % 11.3% 13.2% 15.1%

Contingent IT & Telecoms workers* 

5. Centre for Economic Performance - Immigration and the UK Labour Market: The latest evidence from economic research, july 2012 
*Base: Self-employed without employees, working alone or with partners, and temporary employees in Q2 2008, 2011 and 2014. Source: ONS 
– Labour Force Survey.

*Data source: a survey of Spring Technology clients and candidates  
(during 19th — 30th january 2015), for which 574 responses were received.

13,800
female contingent  

IT & Telecoms workers  
between Q2 2008 to 2014

My organisation usually adds skills into the 
permanent workforce as they become vital and 
believes candidates should upskill themselves to 

maintain employability

My organisation usually acquires skill sets as 
necessary on a short term basis and believes 

candidates should upskill themselves to 
maintain employability

None of these situations

Observation around 
attitude towards skills 

development*

20%

31%

34%

15%

An increase of
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A third (34%) of employers are recruiting skilled 
professionals as they need them — observed by 43% 
of female and 50% of male contractors — and believe  
that candidates should upskill themselves to remain 
employable. While three in ten (31%) think that employers 
will invest in the skills of the permanent workforce, they 
still believe that there is an onus on personal upskilling. 

This ‘signposting’ is something that janice Mulholland 
believes to be essential. At the British Library, this is 
actioned by line management as well as the individuals 
themselves: “A good manager can spot behaviours in 
people, needs of the job, people strengths, etc. that 
individuals may not be able to see themselves. It’s about 
helping to recognise what they need and creating the 
environment for them to realise their full potential.”

Most agree that it is becoming a joint responsibility. 
That said, with the proportion of contingent workers 
increasing, and currently standing at 15% of the UK’s IT & 
Telecoms	professionals,	there	is	a	significant	component	
of the workforce which is largely responsible for its own 
development initiatives.

The dangers of over reliance on portal training

With personal development increasingly down to the 
individual, as we evidence later in the report, employers 
have helped to facilitate this, in part, through portal 
learning. But many employers acknowledge that the 
learning that people need is more around the service 
aspects of the role, how to speak and communicate 
at all levels, how to articulate a solution without using 
technical jargon. This requires interaction with peers — 
not just on-line learning. The ability to communicate is a 
life skill that people require human interaction to achieve.  
Returning to Bill Wilson’s earlier comments on the 
competencies of the international workforce, these are 
undoubtedly skills that will be picked up on their travels.

Finding the time to learn

Additionally, employers are becoming increasingly 
conscious that people don’t necessarily have the time 
to learn and work — and take care of their life outside. 
Whilst this may have always been the case, the demand 
for up-to-date technical skills is likely to bring to the 
fore the need to self-educate as well as deliver against 
today’s requirements. 

The partnership relationship that Silversands has with 
Microsoft illustrates a case in point: “In this industry,” 
notes Andy Petty, “there is an expectation that people 
will keep their skills up to date and be well read.” To 
support and encourage workers to do what Silversands 
is acutely aware is a key operational need, it pays 
a bonus for those who do their exams (which the 
company also pays for). 

Employers are becoming increasingly 
conscious that people don’t necessarily  

have the time to learn and work —  
and take care of their life outside
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Accommodating the 
evolving needs of life 
outside work
The need and potential for IT & Telecoms 
professionals to work from home

The	flexibility	to	work	from	home	when	
needed is increasingly viewed as a 
pre-requisite by those in the profession — 
afforded	to	IT	&	Telecoms	professionals	in	
the majority of occupations.

Beyond an ad hoc need to work from home 
however, many employers are reluctant to 
make the arrangement a permanent one. 

There are some notable occupations where 
women, in more instances than for men, 
are	being	given	the	flexibility	to	work	

from home most or all of the time, but 
employers are missing a trick.

Four in ten of those surveyed (44% of 
women and 36% of men) felt that extending 
the option for full-time home working 
to all IT & Telecoms professionals would 
significantly	increase	the	potential	for	
women to accommodate non work-related 
demands — meaning an increase of skilled 
women in the industry, and a larger talent 
pool from which to draw. 

Also	significant	is	the	belief	by	another	40%	
of respondents that allowing women to 
cut down their hours or move to part-time 
working will better enable them to stay 
in roles and accommodate outside needs. 
Whilst popular in continental Europe, 
this is not something that has become 
commonplace yet in the UK.

The drivers and barriers to  
flexible	working	

From an employer’s perspective, there 
are key drivers for considering more 
flexible	working.	Computacenter	—	
which currently operates a traditional, 
office	based	workforce	(on	client	sites	
and	in	service	centres	offering	first	line	
support) — foresees a customer driven 
change. Klaer Brooker, Group head 
of hR Transformation, notes that the 
organisation is acutely conscious of the 
need to support clients with mobile 
working capabilities: “In reviewing 
practices to help them realise this 
potential, we are likely to adapt our 
working practices as a consequence.  
A	far	more	flexible	and	agile	workforce	is	
likely to be the result in future.”

Additionally, Nick Capell believes that: 
“Some	obstacles	to	more	flexible	working	
are currently being overcome due to the 
phase of economic growth that we are 
currently in. In order to recruit the best 
people, employers are adopting practices 
to attract those very best people — 
and	that	includes	being	flexible	to	their	
demands.” 

The	need	for	this	flexibility	to	also	
extend to the rising proportion of 
contingent workers creates an interesting 
dilemma. For Arminder Chohan, 
“flexibility	in	a	working	environment	
is very important for a work-life 
balance and improves an organisation’s 
performance as it boosts employees’ 
morale. As a contractor, however, you’re 
hired for a reason - as a subject matter 
expert - and there is an expectation that 
you will just get on and do what you 
need to do and work the hours that are 
needed to achieve it. With contractors 
that I’ve hired that have children, I’ve 
been	flexible	and	enabled	them	to	work	
from home, when needed. They’re 
human beings. That’s my attitude as a 
manager. As long as the trust is there, 
and the job is done to the highest 
standard, that is all that matters.” 

Beyond childcare — new drivers  
for change

In terms of worker demands for 
change, far from the need or desire 
being driven solely from a female 
parents’ perspective, there is a 
much wider flexible working agenda 
emerging in the UK — from a host of 
different drivers. 

For Dr. Angelica Perez at Ericsson, “the 
fact that our people will increasingly 
have elderly caring responsibility will 
be a notable change. Organisations are 
going to have to very quickly consider 
how they are going to have to manage 
their working populations in this 
context in coming years.”

Brooker at Computacenter additionally 
notes that “you have a generation of 
people entering the workforce that 
expect flexibility. They want to work 
but don’t necessarily want a job - to 
the point that we have even wondered 
if the term ‘careers site’ is appropriate 
anymore.” Brooker is also anticipating 
“a number of policy decisions that 
will further support the concept of 
flexible working to come into effect 
in the near-term. The recent moved 
to shared maternity/paternity is an 
example of this. These will all have 
a fairly complex set of implications 
that employers will need to get to 
grips with from a workforce planning 
perspective.” 

  

“Men are now taking much more of a 
role in childcare/parenting. It will be 
as important for men in the future as 
to women.” 
 
Nisha Manaktala 
head of IT, Autoprotect

  
 

“Employers aren’t open or listening to 
what the person doing the childcare 
does or needs. Organisations get 
far more out of people when they 
accommodate personal agendas.” 
 
Lindsay Brown 
IT Project Manager

  

“Some companies (agencies) 
don’t like that ‘she’s got kids’ 
conversation as they think it 
sends a signal that they’re not 
going to get commitment. Some 
recruiters didn’t even come back 
to me when I asked them to have 
the conversation up-front. The 
issue is not about being female, 
however, but about the realities 
and practicalities of childcare, 
which can equally apply to men 
and women.”  
 
Lindsay Brown 
IT Project Manager

Perception around actions that 
organisations could take to better 
enable women in IT & Telecoms 
to accommodate non-work 
demands (e.g. childcare, caring 
for others, etc.)*

39.6% 40.1%

5.3% 14.9%

Increasing the 
potential for 
full-time home/
mobile working

None/other

Increasing the 
potential for people to 
pursue existing roles 
on a part-time/reduced 
capacity basis

Making changes in 
government policy

0% 5% 10% 15% 20% 25%

IT & Telecoms Directors

IT Specialist Managers

IT Programme & Project Managers

IT Business Analysis, Architects and Systems

Programme & Software Development

Web designers & Developments Professionals

IT & Telecommunications Professionals

IT Operations Technicians 

IT User Support Technicians 

Telecommunications Engineers

IT Engineers

Male employees Female employees

All those in main jobs who work at least  
50% within the grounds of their homes rather  

than the engager’s premises*:

*Base: all in main jobs in Q2 2014. Source: ONS – Labour Force Survey. *Data source: a survey of Spring Technology clients and candidates (during 19th — 30th january 2015), for which 574 responses were received.
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Legislating for change

Additionally, there is a general consensus that, 
regardless of any legislative agenda, men are taking 
an increasing interest in being actively involved in 
parenting. For Nick Capell, he believes that this, in 
part, may be due to the fact that, amongst younger 
generations, there is a shift towards women earning 
more than men. “As such, it will be interesting, as 
rights increasingly become equal, to see who takes up 
the	option	to	exercise	those	rights	-	and	if	the	profile	
of the breadwinner is changing, how much that will 
influence	the	outcome.”	Andy	Petty	from	Silversands	
agrees: “If it’s about securing work and an income, 
it’s about who is best placed to do so.” In terms of the 
impact that the UK’s move to Shared Parental Leave 
may have, Fran Galbraith, Group head of Resourcing 
at SIG plc, believes that “it is too early to tell, but 
some male dominated professions may be in for a 
surprise at how many men positively embrace the 
shared leave.” 

The view from Brooker at Computacenter is similar: 
“It could have potentially huge implications. We have 
many employees with partners elsewhere in the 

business. Where once you could be relatively certain 
of the impact, you now have a greater degree of 
uncertainty.”

Whilst three in ten (29%) of the people that we 
surveyed believe that the impact of the change 
in regulations will be minimal, the majority (56%) 
foresee men increasingly or immediately taking 
extended paid parental leave. The sentiment of men 
and women on the subject is markedly similar.

In	offering	a	longer	term	perspective,	Capell	notes	
that “in an employees’ market, which it currently 
is, there will be a general acceptance of legislative 
change geared towards greater accommodation of 
needs	through	greater	flexibility.	If	that	situation	
were reversed, however, employers may not be so 
accepting of workers’ demands and/or changes to 
employment legislation.”

In Sweden, 25% of all paid leave is now being taken 
by men, and in Germany, 20% of men opted for paid 
paternity leave within two years of the change in 
regulations.6 

The evolving need to 
support employees after 
a career break
The need to keep skills current is also 
likely to increase pressure on those taking 
career breaks, and amongst employers 
who will need to support their return to 
work. 

For Dr. Angelica Perez at Ericsson, the 
support for returners is a complex issue 
for employers and workers alike in IT 
& Telecoms occupations: “On the one 
hand, if you take a complete career 
break, the onus is on the individual to 
make themselves the best person for 
the job again. In these instances, it is 
the individual’s responsibility, not an 
employer’s, to retrain these individuals.” 

“From a parental leave perspective — notably 
those of a year plus — there is a question 
around how much responsibility for retraining 
should fall on the employer,” Dr. Angelica 
Perez continues. She notes that the current 
requirements are to keep the role open, 
to fund and accommodate a competent 
replacement and to reintegrate the individual 
upon their return. “With no guaranteed 
certainty that the individual will return, 
employers need to think about the challenges 
of maintaining and upgrading skills during this 
time as this is a complex challenge.” 

So,	what	happens	whilst	they’re	off,	 
and what can be done to support  
their return?

Keeping in contact

A number of employers felt it would be 
in everyone’s interest to increase contact 
between the two parties during paid 
leave. Petty at Silversands believes that 
employers and employees should make 
more of the principle of ‘staying in touch 
days.’ Whilst not explicitly aimed at any 
particular type of career break, Wilson 
at ICAEW senses that, due to the ever 
changing nature of work, subtle changes 
are also heading into this area:

The evolution of a supported  
return to work  

All employers spoke of the evolving 
requirements	of	the	support	they	offer	 
at the point of return. At Computacenter, 
Brooker is conscious of the need to 
overcome	worker	confidence	issues:	
“Creating the internal environment in 
which people can have a phased return 
to work, for example through part-time 
working, is a focus for us.” Others are 
considering what greater training support 
they	can	offer	to	accelerate	the	speed	
that a returner can be restored to the 
level they operated at previously. For 
Wilson at ICAEW, this means taking a more 
individualistic approach to the process than 
employers would previously have done. 

For Mulholland at the British Library, 
there is another consideration in terms 
of	the	benefits	to	employers	that	could	
be achieved through harnessing the 
experience gained whilst away from the 
work environment. “The type of contact 
you have with people whilst on a career 
break	is	usually	very	different	to	that	in	
the workplace. It is not necessary to be 
assertive in the same way that you may 
do in a management position. you learn 
ways of getting things done, however, 
that are more constructive. Fear or direct 
instruction may sometimes get a job done 
within the corporate environment, but that 
sort of approach isn’t sustainable. The life 
skills you obtain from being outside that 
environment for a while — notably how to 
bring people along with you through other 
means — would be invaluable skills for 
organisations to harness.” 

6.The Economist: Why Swedish men take so much paternity leave, jul 22nd 014: http://www.economist.com/blogs/economist-explains/2014/07/
economist-explains-15 
*Data source: a survey of Spring Technology clients and candidates (during 19th — 30th january 2015), for which 574 responses were received. 

  
 

“Adding to the challenge, the loss 
or corporate knowledge for anyone 
taking a career break is as potentially 
damaging as lagging behind in terms 
of skills capabilities.” 
 
Nick Capell 
CIO with legacy experience in City Link,  
Royal Mail, ParcelForce, homeserve  
and Nestor healthcare

  
 

“It will become increasingly 
important, and feasible, for 
individuals to keep themselves 
aware of what is going on in their 
absence. I would just call it taking 
responsibility for your career.” 
 
Bill Wilson,  

Director, IT & Property Services, ICAEW

Within the next section, we 
consider new initiatives with 
potential to make more room 
for women in senior positions

29% 

The impact will  
be negligible: 
very few men will  
take up the option

The impact will 
become more 

significant over 
time: 

men will increasingly 
take up the option

52% 

The impact will 
be instantly 
significant: 

men will embrace 
the option from  

the outset

4% 
I don’t know

15% 

The perceived impact of the Shared Parental Leave 
Regulations (2014) on the IT & Telecoms profession*
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The current state of play in IT & 
Telecoms professions is that there 
are relatively few females in senior 
IT posts; the fact that many female 
professionals with responsibility for 
childcare temporarily take their foot 
off	the	career	pedal	is	seen	as	 
key to this. 

Employees and workers alike believe 
that, by the time women return to full 
throttle, they are several years behind 
their male counterparts. And whilst 
we may legislate for change with new 
paternity laws, that change is likely to 
be unpredictable and slow.

Room at the top

  
 
 
 
 
“The IT sector could do well to 
look to other industries to identify 
women with transferable skills, 
should it want to address its gender 
imbalance.” 
 
Natalie Richards 

SAP Business Change Analyst

  
 

“They tended to pin me into that 
finance	hole,	but	the	turnaround	
work that I performed meant I had 
broader industry experience than 
the ‘banking’ tag denoted.” 
 
Natalie Richards 

SAP Business Change Analyst

  
 
 
 
 
Pulling from industries that are 
more equally balanced will help to 
address the gender balance within 
our industry.”  
 
Fran Galbraith 
Group head of Resourcing, SIG plc

The potential of 
horizontal career 
acceleration
 
One initiative that has the potential to 
affect	more	change	at	the	top	than	any	
legislated course of action is a move by 
a growing number of organisations to 
recruit at a senior level through sector 
skills transference: “At SIG plc, we’re 
looking to strengthen our teams in best 
practice and key skills — particularly in 
areas where we need to change (e.g. 
eCommerce),” notes Fran Galbraith, 
Group head of Resourcing. 

Beyond being just a progressive 
resourcing strategy, there is a clear 
diversity agenda. “Through our 
approach, we are attracting people 
from areas that are less stereotypically 
male and shifting our culture and 
balance as a consequence. Pulling 
from industries that are more equally 
balanced will help to address the 
gender balance within our industry.”

 
From a candidate’s perspective, the 
higher up the skills spectrum you are 
operating at, the more feasible and 
logical the transfer of skills between 
sectors becomes. Natalie Richards 
had worked in corporate banking for 
seventeen years before the need for an 
abundance of skills like hers became 
redundant from the sector during the 
downturn: “At that point, you have to 
recognise what skills you have which 
are transferable to another industry.” 
For Richards, the decision was not 

just to change industries but to change 
occupation as well — from banking 
operations to IT business change. 

“There was a bit of a tendency, initially, 
for decision makers to be slightly 
apprehensive when they looked at my 
background,” Richards observed. The 
subsequent ease of transfer for someone 
at the level she was operating at was, 
however, understandable. Additionally, it 
is at these levels where she believes that 
gender is less of an issue.

From the perspective of personal 
constraints, for Richards it just 
currently relates to a self-opting to 
work domestically. “I worked in an 
international capacity whilst at the bank, 
which I pulled away from because of 
having a family. I do want that again, 
but can’t have it now.” From a personal 
reward perspective, transference 
between sectors can be immensely 
fulfilling.	Richards	feels	that	she	has	
real potential in the work she is doing 
now to help the individuals and the end 
customer whereas, in corporate life, she 
now recognises that she was “just there 
to help the bank.” 

Galbraith at SIG agrees with and actively 
promotes the lure of cross sector 
moves: “We know that the modernising 
technological innovations that are coming 
to the construction sector (e.g. BIM) will 
make it an interesting place for people 
with these key skills to be. They will be 
developing new skills and capabilities on 
the job as a consequence, which will be 
an exciting prospect for them.”
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Creating culture to 
make room at the top
At SIG, Galbraith feels that the 
cultural change came from “having a 
CEO that wanted to embrace change 
and sending out the message we 
want to bring in people from areas 
of best practice in other industries 
to drive and support that change.” 
For Galbraith, the CEO is also fully 
aware that sectoral diversity will bring 
gender diversity with it. 

At the level below that — the level at 
which	there	is	significant	potential	for	
horizontal transfers from more gender 
balanced sectors — she observes that: 
“There is still a mixture of attitudes 
however, that’s understandable 
as many have grown up with the 
business, or sector.” For Richards, this 
acts as no barrier:

“That said, senior individuals will 
always weigh up which organisations 
you can really impact change upon, 
which guides your decision on where 
you ultimately choose to work. For 
smaller organisations (£50-£100m), an 
IT installation is a major expenditure 
from which they have to get a return 
on	what	is	a	significant	level	of	
investment. This is where you can 
make	a	real	impact	for	staff.	In	larger	
organisations, they just want to get 
it in and are less interested in what it 
can really achieve.” 

There will undoubtedly be winners 
and losers amongst organisations that 
recognise the potential of impacting 
change at the top through being more 
open minded — to backgrounds, to 
experience, to gender, to age, to what 
skills are transferable and which are 
not. But Richards’ observation around 
worker choice — particularly at a senior 
level - cannot be overemphasised. 
If you apply her statement about 
organisational approaches to 
technology adoption to their potential 
approach to talent — notably that 
some ‘just want to get it in and are 
less interested in what it can achieve’ 
— you may have an early indication of 
who these organisational winners and 
losers may be likely to be. 

  
 
 
 
 
“You	find	‘No-Nos’	-	stubborn	individuals	who	don’t	want	to	change	-	in	all	
work situations. If you want gender to be an issue in that, it can be, but 
we’re all there to do a job at the end of the day. As long as you have the skill 
set,	confidence	and	knowledge	about	your	subject	area,	there	should	be	no	
issues.”  
 
Natalie Richards 

SAP Business Change Analyst

Within the next section we 
provide a snapshot on how 
employers, workers and 
legislators can help shape the 
future of the IT & Telecoms 
sector



A Future View



#womenintech

Spring	Technology	offer	you	exclusive	access	to	 
industry-recognised online courses, across a variety 

of key disciplines and technical skills. For further 
information email technology@spring.com
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A future view for 
employers, workers  
and legislators 

The generic IT talent pool in the UK 
will grow as digital and technical 
literacy increases through default 
and design (curriculum learning). This 
has real potential to broaden the 
pool of available females to work in 
the profession, but: 

•	 The volume of entry level roles 
needs to dramatically increase. 
Re-building the UK’s IT ‘career 
training ground’ will swiftly stem 
current talent shortage 

•	 There is a danger in continuing 
to ‘hire to successful type’ in a 
male dominated industry

Accommodating a wider generic pool 
of IT talent will generate the need 
for greater support (notably, informal 
mentoring) for those in the early 
stages of their careers 

Greater	flexibility	around	how,	when	
and from where to work will become 
a standard for the whole workforce, 
notably those at mid to senior level:

•	 Greater shared responsibility 
for parenting and caring for 
an ageing population will 
make	flexible	working	a	whole	
workforce consideration

The need to hire or retain ‘the best 
person for the job’ will require 
organisations to reconsider how they 
nurture skills across their whole 
workforce:

•	 Organisations will need 
to consider the evolving 
requirements of nurturing those 
on career breaks back into work 

There	is	significant	potential	for	
broadening the skills, capabilities and 
diversity of senior professionals in the 
industry, by attracting talent from 
other sectors

Technical and digital literacy 
are fast becoming a standard 
requirement for all work:

•	 The generic pool of workers — 
and the proportion of women 
— with the base level of skills 
required for the IT & Telecoms 
profession will rise dramatically, 
due to generational and 
educational change 

The scale of entry-level opportunity 
will increase within IT & Telecoms 
occupations as employers exploit 
the potential: 

•	 A greater structure of early 
career support (notably 
informal mentoring) will be put 
in place to retain and develop 
workers 

Individuals will increasingly become 
responsible for their own skills 
development:

•	 This requirement should 
accelerate worker demands to 
work	(and	learn)	more	flexibly

The (paid) career break returner 
needs to be more swiftly restored to 
being ‘the very best person for the 
job.’ 

•	 Employers are viewing this as 
a shared responsibility rather 
than theirs alone

The industry’s employers will 
increasingly look to other (and more 
gender balanced) sectors to transfer 
in senior level capability

The change of emphasis (towards 
computing) in schools curriculums 
needs to be supported with a series 
of other measures to realise its 
potential: 

•	 This includes a strategy 
for upskilling the academic 
workforce to teach computing 
and	provide	an	effective	
careers guidance infrastructure

•	 The outcomes measures of 
schools’ achievement should 
be extended to work-based 
outcomes

The government should recognise 
the	need	and	offer	support	for	
the restoration of early career 
opportunities (our training ground) 
in IT & Telecoms occupations

The government should re-evaluate 
the apprenticeships programme to 
reflect	industry	needs	—	a	minimum	
of 2/3 years training is required for 
IT & Telecoms occupations 

The government should work 
with employers to understand the 
change implications of a move to 
flexible	working	e.g.	infrastructural	
requirements, employment 
legislation and equal rights

Breaking traditions Supporting progression Legislating for change

</>



#womenintech

Research methodology

The underpinning research for Women 
in Technology: Exploring the Gender 
Imbalance comprised the following 
elements:

•	 Commissioned analysis and 
interpretation of publicly available 
data, notably the ONS Labour Force 
Survey, conducted in january 2015

•	 Interviews with eleven employing 
organisations and six female 
candidates in IT & Telecoms 
occupations, conducted in 
December 2014 and january 2015

•	 A bespoke analysis for Spring 
Technology by Thomas 
International, comparing worker and 
candidate behavioural preferences 
in	2014	using	the	Personal	Profile	
Analysis (PPA) 

•	 A survey of Spring Technology 
clients and candidates (during 19th 
— 30th january 2015), for which 574 
responses were received

•	 Additional desk research
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T: +44 (0)113 218 6830
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Sheffield 
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Campo Lane,
hartshead
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If you'd like to discuss any of 
these	findings	in	more	depth,	
we'd welcome the opportunity 
to share further insights and 
approaches, simply get in touch.

Visit our website:  
www.spring-technology.com

Email us:  
technology@spring.com


