Women in the tech industry: Gaining
ground, but facing new headwinds
Technology companies should renew their commitment to
advancing gender diversity in tech as the pandemic recedes
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FIGURE 1

Large technology companies are making slow but steady progress in
increasing female workforce representation
Female workforce representation in large technology companies
Proportion of women in overall workforce

Proportion of women in technical roles

2019
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22.4%

32.9%

32.2%
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30.8%
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2021P

25.0%

2022P

Source: Analysis and 2021 and 2022 predictions based on published diversity reports from 20 large technology companies
(with an average workforce of more than 100,000 employees).
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While high-profile tech players will likely continue

to work around caregiving responsibilities or other

to make and report gains in gender diversity,
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FIGURE 2

During the pandemic, women in the TMT sector became much less satisﬁed
with many aspects of their life and work
Before pandemic

Today

Percentage of TMT sector women rating
each aspect of their life “good” or “extremely good”

Point change
during pandemic

Productivity at work
74%

-25

74%

-32

49%

Motivation at work
42%

Loyalty to employer
73%

-16

57%

Work-life balance

-38

70%
32%

Physical health/well-being
69%

-27

69%

-22

42%

Job satisfaction
47%

Mental well-being

-36

67%
31%

Ability to “switch oﬀ”

-19

65%
46%
Source: Analysis of TMT sector respondent data from Deloitte’s Women @ Work global study, 2021.

Note: The survey polled 500 women in the TMT workforce across 10 countries between November 2020 and March 2021.
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These pandemic-driven pressures may result in job
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But these are factors organizations can mitigate.

disconnect days, and video programs with child-
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focused educational content.15 Tech companies that

and IBM, have responded to the pandemic by
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needs with work responsibilities may be able to

flexible-work and well-being programs, such as job

avoid burnout, build greater loyalty, and retain

sharing, free mental health counseling, collective

diverse talent through the crisis and beyond.

THE BOTTOM LINE
Looking past the pandemic, organizations should consider how their future work model could help
them reach a wider and more diverse talent pool. Drawing on lessons learned during the pandemic,
several major tech companies are embracing a remote-first work model, while others are settling on
a hybrid of office- and home-based work, and some are even experimenting with smaller distributed
offices.16 Beyond increasing work/life flexibility, “work from anywhere” models expand the available
pool of exceptional, diverse talent to nationwide and even worldwide, not just within commuting
distance of the office.17
Having a larger talent pool to choose from can be especially important for an industry that doesn’t
have enough qualified women to go around. Building up the next generation of tech talent
by diversifying the STEM pipeline is a laudable goal, but one that will likely take many years of
sustained effort. In the meantime, some tech companies are aiming to attract and recruit women
from overlooked worker segments such as those returning to work or transitioning from other
industries. Some are partnering with organizations that run “returnship” programs, providing
training and mentorship to women resuming their careers after a pause.18 Others have established
apprenticeships that aim to recruit and upskill “unconventional talent” such as career-switchers who
lack a traditional tech background.
Beyond hiring more women, closing the gender gap will likely require solving challenges of retention
and equitable promotion. Research indicates that about half of the industry’s female workers drop
out of technology employment by mid-career, and women hold less than a quarter of the industry’s
senior leadership roles.19 According to a 2020 Deloitte report, gender bias is the top obstacle
preventing tech women from moving into leadership positions.20 Yet diverse leadership can be
critical for enabling more creative thinking and better business outcomes, as well as for providing
role models.21 Formal mentorship programs and development opportunities for women, along with
gender targets for promotions, could go a long way toward improving retention among women and
enabling them to progress to senior executive levels. But less than a quarter of TMT companies have
established these measures, according to Deloitte’s Women @ Work research.22
When all is said and done, improving women’s representation in technology calls for the same kind
of leadership commitment and strategic focus that underlies other critical organizational initiatives.
Companies should identify a responsible executive and commit to a holistic diversity, equity, and
inclusion strategy that cultivates an inclusive culture. Accountability and transparency—identifying
metrics, reporting results, and tracking progress—are essential. Only then can companies take stock
of what is and isn’t working, revise their approach, and improve.
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