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Abstract  
 
Certain industries consistently attract a significantly higher number of a specific gender. The 

IT industry is one of the industries struggling to attract women. Companies in the IT industry, 

acknowledging the benefits of workforce diversity, experience the challenges of few women 

in the industry in their hiring situation.  

Increase the number of women, IT companies can either attract the existing pool of women, 

or influence the number of women choosing a career in the IT industry, which will create a 

larger pool of potential employees. The focus of this research is to explore how companies 

can actively influence the number of women choosing a career in the IT industry. By 

understanding the problematics of why so few women choose a career in IT and by 

understand how to confronts these problematics, companies get a tool to overcome the issue 

of few women in the industry. 

Prior literature and interviews with women in the IT industry provided understanding of 

women’s experience with the process of choosing a career in IT. The findings include the IT 

industries reputation for being male dominated; sociocultural gender norms; lack of 

knowledge of the educations offered, and lack of knowledge of the IT industry. 

Correspondingly the interviews provide insight on how to overcome these obstacles by 

increasing the awareness of young women to the IT industry, have successful women acting 

as role models, and making the companies communicate an openness to women in the 

workforce.   
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1.Introduction 
This section will present the background of the study, to give the reader a contextual 

understanding of the problematics in the research, why the research takes a company based 

approach, the scope and limitations of the study, and to outline the structure of the research. 

  

The following section includes:  
1.1. Women in the IT Industry 
1.2. Research question 
1.3. Origin of the study 
1.4. The purpose of the study  
1.5. Definitions of unclear terms 
1.6. Limitations  
1.7. Structure of the thesis 
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1.1. Women in the IT Industry 
In the 1950s, women's participation in the workforce started to increase; today, almost 

everywhere in the world, women are better represented in the workforce. In many developed 

countries, women represent close to half of the workforce (United States Department of 

Labour, 2016; World Bank, 2016).   

The increased number of women in the workforce has had numerous proposed explanations; 

one of them is the shift in society from manufacturing work, traditionally male-dominated 

jobs, to a society increasingly dependent on the service industry, jobs historically occupied 

by women. Through the years, the perception of traditional male and female jobs has blurred; 

it is now freer for individuals to choose a career. In many developed countries, females and 

males are now seen as equals and can pursue the same careers without their gender setting a 

barrier (The economist, 2006). 

However, there are still industries attracting a significantly higher number of a specific 

gender. IT/telecom services, energy, and aerospace and defense are industries with a history 

of low presence of women in the workforce (Catalyst, 2004). IT and the tech industry is one 

of the fastest growing industries, and forecasts predict a lack of skilled workers in this 

industry in the near future. Tapping into an underutilized pool of talent by attracting more 

women to the industry can help fill in this gap (Catalyst, 2006). 

By attracting more women, not only do IT companies get a new source of qualified 

employees, but several researchers confirm that gender diversity improves business outcome 

and competitive advantage (Padnos, 2010). Scott Page's book "The Difference: How the 

Power of Diversity Creates Better, Groups, Firms, Schools, and Societies" is a quantitative 

research on diversity’s impact on team performance. Page’s research concludes that groups 

with greater gender diversity perform significantly better than homogeneous groups. A 

snapshot of other research on the effect of gender diversity on an organization's performance 

includes MacKinsey & company's "Women Matter" series, which analyzes the state of 

gender diversity as part of a continuing research. This series shows that companies with 

women included in their top management tend to perform better than companies solely with 
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males in their top management (McKinsey & Company, 2007:2008, and 2010:2015). 

Further, an IPO performance study found that companies with greater gender diversity 

outperformed those with less, frequently by as much as 30 percent (Catalyst, 2004) and a 

four-year study of 353 Fortune 500 companies found that American companies with more 

women in senior management jobs earned a higher return on equity than those with fewer 

women (Catalyst, 2004).  

Having a diversified workforce can also be used for strategic employer branding. Employer 

branding's primary purpose is to distinguish the company as a desirable place to work and 

attract new talent.  According to Glassdoor (2014), 67 percent say a diverse workforce is an 

important factor when evaluating companies and job offers (Glassdore, 2014). Society 

shifted from individuals having limited opportunities when selecting a career, to a society 

with endless of opportunities; this shift made the industries and not least the individual 

companies competing against each other, in order to attract the brightest and most talented 

people. Companies where it is appealing to work will attract a larger pool of people, 

increasing the chance of attracting the right person; this includes men as well as women.  

Confronting the issue of increasing women's representation in IT, previous literature has 

primarily focused on how education institutions can attract and retain women, but very little 

about how individual companies can attract more women to their organization without having 

to rely on the education institutions increasing the number of women. 

1.1. Research question  
The problem area in this thesis is limited to find answers to the following research question 

and sub-questions: 

1) How can IT companies attract more women into their workforce? 

a. What factors influence women to discard a career in IT? 

b. What initiatives can companies do to affect these factors? 

In order to answer the research question, a qualitative research of women in the IT industry 

is conducted. The focus of the study puts emphasis on women who are about to, or have 

recently entered the IT industry and their experiences of this process. The aim is to study 
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women who have already been through this process to understand and explore insights 

companies can use in their strategy to attract more women. 

 
1.2. Origin of the study  

The initiative for this research originated from personal experiences. While working with 

recruiting and attracting of young talent for an IT company, I became aware of the challenges 

of recruiting young women into the company. A diversified workforce was in focus as part 

of the employer branding and talent attraction strategy, however, it was clear that attracting 

young women and women, in general, was a challenge, and the literature on the subject was 

limited. Hence, I decided to do research on the topic. In order to make the research more 

generic, I decided not to make it company specific. 

1.3. The purpose of the study  

The purpose of this study is to add knowledge to the area of gender tendencies in the IT and 

technology industry. Specifically, this thesis intends to achieve knowledge on specific 

initiatives companies can use to attracting women in the Danish IT industry. However, this 

study might also be beneficial to understanding the underrepresentation of women in other 

industries and in other geographical areas. 

1.4. Definitions of Unclear Terms  

The terms Information Technology (IT) and Technology (Tech) is used interchangeably 

throughout this thesis.  
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1.5. Limitations  

This project will not to clarify whether or not gender diversity is beneficial for the IT industry; 

but is rather a tool to help understand the problem of attracting women to the industry, 

specifically to companies in the industry.  

 
1.6. Structure of the thesis 
The thesis is structured as following, a review of the literature will be presented, hereafter, 

the methodology will form the foundation of the approach to research and the data collected. 

The analysis will present selected key findings of the data collected (in forms of interviews). 

Based on the key findings and the literature review, a discussion on how companies can use 

the results to attract more women into their workforce is presented. The conclusion will 

summarize the findings to answer the research question and in the end, ideas to future 

research will be proposed.  
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2. Literature review 
The most common theory on how to increase the number of women in the IT industries, is to 

increase the supply by getting more women into IT and technical education; this way more 

women will be available for the industry and companies. However, a few have touched upon 

the theory of the industries’ and companies’ capability and responsibility for increasing the 

number of women; making the industry an attractive place to work for women, will attract 

more women and that way increase the number. With prior literature mainly focusing on the 

explanation of why women tend to discard IT career and the explorative nature of this thesis, 

the literature reviewed is continually develop to explain and understand the findings in the 

data. However, the section of the literature review will function as a structured representation 

of the literature used.  

The literature review will start by presenting the literature on how to increase the number of 

women in the IT educations, then the literature on what the industry and companies can do 

to increase the number of women.  

  

The following section includes:  
2.1. Push or Pull? How to approach the issue of attracting women 
2.2. Sociocultural gender norms and how it affects women’s career choice 
   2.2.1. Preconceptions of women’s abilities 
   2.2.2. Stereotyping of women  
   2.2.3. Biases towards women 
2.3. How role models' influence women’s career choice 
2.4. Part conclusion 
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2.1. Push or Pull? How to approach the issue of attracting women. 

Most of the research and literature published on how to increase the number of women in the 

IT industry focus on getting women into and retaining them in the IT and technical 

universities. The basic assumption behind this approach is; if more women get educated for 

the industry, more women will have the right skills to work in the industry and will be up 

working in the IT industry. A “supply” or “push” approach to the equation. Another, less 

explored approach is the “demand” or “pull” approach, based on the assumption; if 

companies make it attractive for women to be in the industry, it will attract more women and 

create a “pull” effect and that way increase the number of women in the IT industry. 

Literature on what the industry can do to increase its female workforce is limited. However, 

Davies et al. (2005) and Mathieu et al. (2005) argues that the IT companies should not solely 

rely on the “push-factor” approach of getting more women into the universities. If the 

industry requests more women, they should be actively contributing to this mission. By 

looking inwards and analyzing how the industry can attract more women, and having a focus 

on these issues, the industry can make a pull-effect and that way increase the number of 

women in the industry.  Although not much research has yet been done on how companies 

can handle the challenge of attracting women, the challenge of attracting women to male 

dominate industries have been addressed in by Australian Human Rights (AHR) Commission 

published “Women in Male-dominated Industries: A toolkit of strategies”; addressing the 

issue of women being discouraged from participating in some of Australia’s essential 

businesses, particularly male-dominated industries. The report gives tangible suggestions for 

how companies can attract more women, this includes the suggestion that companies should 

focus on the areas: the lack of role models, stereotypes and bias starting at school, navigating 

perception, stereotypes and myths about women in the workplace (AHR, 2013).  

Inevitably, getting more women into the IT and technical universities will increase the 

number of women equipped to work in the IT industry in the future. Blum (2002) studied 

how to increase the number of women in the Computer Science Department at Carnegie 
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Mellon University (CMU), by conducting hundreds of interviews with both male and female 

Computer Science students over a four-year period. The study produced significant insights, 

in terms of bringing women into- and how to retain women in computer science educations. 

The research identified several problem areas affecting young women’s choices to study 

Computer Science: experience gaps, confidence doubts, the curriculum and pedagogy, and 

peer culture (Blum 2002). CMU managed to increase the number of female applicants from 

160 (11%) in 1995 to 435 (15%) in 2001, by introducing initiatives in areas, such as creating 

a women’s advisory council, women mentor program, consulting, changing the curriculum 

and initiating a girl outreach to engage high school girls in science and technology. The study 

concludes that the education system historically is designed for male students and needs to 

be altered in order to attract more women (Blum 2002). Champ (1997) made almost the same 

conclusions in the study on decreasing percentage of women with Computer Science degrees 

between 1984 (36%) to 1994 (29%) and the decreasing percentage of women in each of the 

educational level: high school classes (50%), bachelor's degrees (29%)  M.S level (25.8%) 

and Ph.D. (15, 4 %).  In addition, for women who become faculty members, the number 

decreases through the academic ranks: assistant professors (15.6%), associate professors 

(9.4%), and Ph.D. professors (5.7%). Arguing that the decreasing number of women through 

the ranks is caused by sociocultural factors like stereotyping, biases and unawareness of the 

career among young females (Champ, 1997).  

(Hill, et al., 2010) Why So Few? Women in Science, Technology, Engineering, and 

Mathematics is a report initiated by National Science Foundation and Published by AAUW 

(American Association of University Women). Based on literature published on the subject, 

the report identifies a number of issues of why so few women choose a career in some of the 

male-dominated industries, these issues identified include: “Beliefs about Intelligence”, 

“Self-Assessment”, “Spatial Skills”, “Industry Awareness” “Stereotypes”, “The College 

Student Experience”, “University and College Faculty ” and “Biases.”  
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2.2 Sociocultural gender norms and how it affects women’s career choice 

2.2.1 Preconceptions of women’s abilities 
As the society started to change, women, as well as men, are increasingly free to choose their 

career. However, fields of IT and technology are still underrepresented by women; some of 

the rationalization of this underrepresentation derives from preconception about women that 

dates back to the time before the liberalization of the genders. Three of the dominating 

preconceptions of women and their “natural” ability and interest to math and technical 

subjects are (1) women are “biologically inferior” to men in science and math. (2) girls are 

just not naturally interested in science. (3) parents can't do much to motivate girls into IT. 

(NSF, 2007)  

Nevertheless, researchers have challenged these preconceptions by (1) proving biology has 

very little influence on what people are good at and interested in. In fact, women perform 

just as well, if not better, in a classroom setting in math and science (Ceci, Williams, & 

Barnett, 2009). (2) Marie Klawe et.al (2002 & 1997) researched the main reasons why young 

women do not pursue careers in IT. The three main arguments are “they think it’s not 

interesting”, “they think they wouldn’t be good at it” and “they think they will be working 

with people that they just wouldn’t feel comfortable or happy working alongside”. Fieldman 

(2012) later studied these statements and argues that most young women make these 

assumptions without knowing the industry first hand, they make assumptions on based on 

rumors, stereotypes of the people in the industry, and preconceptions about themselves as 

females. Fieldman (2012) argues that young women discard a career in IT because “they 

think it’s not interesting” not because they are not interested, women who actually know the 

industry do have another perception of the industry (Fieldman 2012). Contributing to this 

argument, Corbet, Hill, and Rose (2010) studied the rates of women receiving degrees within 

the field of computer science, arguing that the lack of interest is related to how society 

stereotypes the IT industry and people working in the IT industry, leading to young women 

indirectly discarding the IT industry on behalf of its image, rather than the interest for IT. (3) 

Parents' support, as well as teachers, is crucial to a girl's interest in science, technology, 
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engineering and math. Making girls aware of the range of science and engineering careers 

available and their relevance to society works to attract more women (as well as men for that 

matter). (NSF, 2007)  

Preconceptions influences women’s self-assessment of how good they are in the IT and 

technical field. Shelley Correll, Ph.D., a sociologist at Stanford University conducted 

research on how self-assessment affects individuals’ interest in math and science. Correll 

(2006 & 2007) found that the preconception that men perform better at math and science can 

lead women to question their own abilities. Amongst students with the same previous 

achievement in math, boys evaluate their abilities more favorable than girls evaluate 

themselves. Additionally, Correll (2006 & 2007) found that women tend to hold a higher 

standard level for success in comparison to how men view success. Women view themselves 

as successful when they earn a score of at least 89 percent; men consider a score of 79 percent 

sufficient. Correll (2006 & 2007) argues that self-assessment is important, if girls do not 

believe they have the right abilities, they will more likely choose other careers.   

Pollock et. Al. (2004) studied young girls’ lacking awareness of the industry leading to 

misconceptions about the industry itself, misconceptions about working styles of people 

successful in the field, and lack of confidence in the abilities perceived, studied the effect of 

introducing girls to computer science by introducing the young girls to web-programming, 

career awareness speakers and role models, career and education awareness sessions, 

immediate hands-on experience to programming and networking opportunities. The study 

found positive impact on the participants’ perceptions of the IT industry, self-confidence in 

computer science and an increased interest in pursuing a technical career if the girls have 

been through introduction to computer science. 

The preconception of women’s abilities compared to men’s abilities might give the wrong 

picture of why women are underrepresented in the IT industry, women are not performing 

worse in IT or technical subject, neither do they lack a “natural interest” for IT, and girls can 

be motivated to catch an interest for IT; however, preconceptions does influence girls’ self-
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assessment, so they need a much better score than boys to fell successful, which influence 

girls interests and careers choices. Preconceptions are creating stereotypes and biases in the 

IT industry, which does affect women’s motivation to pursue a career in IT (Ceci, Williams, 

& Barnett, 2009; Blum, 2002).  

2.2.2. Stereotyping of women  
Stereotyping is a mechanism of the human brain to cope with new information quickly; by 

associating a specific group with particular characteristics, it allows humans to use fewer 

cognitive resources than if there had to be recruited cognitive resources to make separate 

observations each time the brain encountered something or someone new. The process of 

stereotyping is embedded in the human brain and is very influential, it is difficult to disregard 

and is constantly unconsciously used by humans (Heilman, 2012).  

From an early age, children are affected by the stereotypes presented to them. Dovidio et al 

(2003 & 2010) studied how the children change their attitude towards a subject when being 

exposed to sociocultural stereotypes linked to that subject. In elementary school, about as 

many girls as boys have positive attitudes toward science, but this changes in elementary 

school and by eighth grade, boys are twice as interested in math, science and technical careers 

as girls are. Dovidio et al (2003 & 2010) argue that this negative influence on girls’ interest 

is highly influenced by stereotyping. During the years, the children are asked to portray 

scientists, there is an overrepresentation of the male scientist in the drawings which increases 

with the age of the children. When reviewing the educational material exposed to the children 

and the gender of teachers teaching in science and math classes, children are more widely 

exposed to males in connection to science and technical topics. Through the years, the 

persistence of these stereotypes starts to turn girls off of the sciences (Dovidio et al 

2003&2010). 

Stereotyping does not only affect young women’s interests, but can also affect their 

performance. Krendl et al. (2008) studied the brain of women in stereotype threat situations, 

by studying activity in the ventral anterior cingulated cortex (vACC ): the center of the brain 
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involved in processing negative social information. Stereotype threat situations are situations 

where the general implication is that you are not superior in the testing situation. Even this 

implication will make the subject’s performance decrease. The result shows that stereotype 

threat causes increased vACC activity, making women perform worse when exposed to these 

stereotype threats (Krendl et al., 2008). Joshua Aronson, Ph.D. in Social and Educational 

Psychology at New York University, argues in a lecture at New York Universities (Aronson, 

J. Dr., 2012, and researchers: Aronson, J. Dr. 2012; Aronson, J. Dr. et. al, 2002) that 

stereotype threat can have influences beyond test performance. Constant exposure to 

stereotypes in school, the media, and at home, can have major psychological effects on young 

people. Caused by a defense mechanism to avoid the risk of being judged, (e.g. by a 

stereotype supporting the idea that males being better in IT and technology) stereotypes can 

weaken woman’s ambitions in an area of interest such as IT and technology (Aronson et al. 

2002 &2004; Good et al, 2003).  

The stereotype of a scientist being a male figure, can influence women’s interest for the 

subject from an early age and women’s performance in subjects related to the IT and technical 

industry. This has an influence on women’s interest in IT and technology (as well as other 

male-dominated subjects), and it also shows that this lack of interest among women is not 

naturally embedded in women’s nature, rather it is caused by sociocultural influences. The 

interest should, therefore, also be possible to change if these sociocultural influences are 

changed.   

2.2.3 Biases towards women  
Stereotyping can lead to biased behavior when members of a group are judged based on the 

group they are being associated with, rather than as individuals (Heilman, 2012; Dovidio et 

al 1986 & 2010; Dovidio et al, 2010). Biases can be conscious (explicit biases) or happen 

unconscious (implicit biases). While explicit gender bias is declining, implicit gender biases 

remain persistent (Nosek, Banaji et al., 2002b; Smyth, Greenwald et al., 2015).  Even 

individuals who reject conscious gender stereotypes do still frequently hold implicit gender 
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biases. Anthony Greenwald et al (1998) did research on implicit gender stereotypes in math 

and science. By developing “the implicit association test”, it was possible to measure the 

connection of two impressions to determine attitudes about particular groups. The test 

included 500,000 people worldwide, showing that regardless of the gender, more than 70 

percent associate male with science and female with arts, although they reported that they 

did not hold any gender biases. This suggests that even if people do not hold any explicit 

meaning about gender and job, they still associate gender with specific jobs (Greenwald et 

al, 1998). Altering behavior based on preconceptions happens unconsciously. Humans learn 

these implicit biases towards gender specific jobs from an early age, solely by living in a 

culture where certain jobs are occupied by a specific group of people (Cvencek, Greenwald 

et al., 2011; Cvencek & Meltzoff, 2012). 

Rowe (2008) studied what he called “micro-inequities”, he describes micro-inequalities as 

small reactions which are often unrecognized by the perpetrator; these reactions happen when 

people are perceived to be ‘different’ and include facial expressions, gestures, tone of voice, 

and subtle actions, such as assigning the role of note taker to a woman rather than a man 

(Rowe, 2008). Women in engineering and computing are likely to experience gender-biased 

behavior on many occasions and more frequently than in many other occupations. Even 

though they are small events, over time the accumulated effect on women can have 

consequence. Rowe argues that accumulated over time, these micro-inequities can affect 

women's self-concept, which may influence their choice of a career (Rowe, 1990).  Similar 

to micro-inequality, Camacho and Lord (2011) studied micro-aggressions, defined a “small 

discriminatory behaviors of mostly nonphysical aggression”. Among undergraduates, they 

found that women who studied in fields typically occupied men, frequently encounter gender-

based biased and micro-aggressions, including encountering surprise that a woman would be 

interested in engineering; having male students interrupt or speak over them; experiencing 

difficulty having their ideas heard; being exposed to sexual discussions and joking; hearing 

suggestions that women are in the department only as a result of affirmative action policies 

rather than because of their achievements and abilities; and hearing gendered statements by 
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professors during lectures (Camacho and Lord, 2011). Micro-inequities and micro-

aggressions are both examples of biased behavior towards women. It demonstrates how 

biased behavior can happen unconsciously and in small amounts; but accumulated, this 

behavior will be noticed consciously and unconsciously and may result in increased feelings 

of stress and exclusion (Camacho & Lord, 2011). 

2.4 Role models' influence on the number of women in the IT and technical 

industry.  

Role models, outcomes of role models, and female role models in organizations, are all 

widely studied concepts. According to Shapiro et al. (1978), role models are defined as 

“individuals whose behaviors, personal styles and specific attributes are imitated by others”. 

Gibson (2004) describes a role model as “a cognitive construction based on the attributes of 

people in social roles an individual perceives to be similar to himself or herself to some extent 

and desires to increase perceived similarity by emulating those attributes”. It is natural and 

instinctive for humans to seek role models in whom they can see similarities to themselves 

in and identify with. The process of mirroring one's self in a role model is essential for the 

individual's identification process, an important part of making self-assessments and is an 

inspiration for self-improvement (Lockwood and Kunda 1997; Gibson, 2003; Salvy et al, 

2009).  
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Sealy (2009) studied the literature on the effect of role models on women throughout their 

careers; based on the outcome of the study, she made a model that shows how role models 

can have an effect and create value outcomes. See figure 1.  

 

Three basic factors need to be present in order for a person to function as a role model: 

availability, attractiveness, and similarity. In the first place, the role model needs to be 

existing and visual to others. The position, qualities or abilities of the role model needs to be 

seen as attractive and desirable. Similarity is important in the way individuals can mirror 

themselves in the role model, as Lockwood and Kunda (1997) argue, individuals seek others 

with similarities for making self-assessments and can be an inspiration for self-improvement. 

Similarity can be actual, perceived, or desired similarity, and can cover a number of 

characteristics including a similar background, gender, style or demographics. 

The role model can be an influence in two dimensions, the cognitive and the structural. 

Cognitively: a role model can have a negative construction (observe how not to behave in a 

particular situation) or positive construction (observe how to behave) and they can either 

have a global construction (variety of characteristics is imitated) or specific constructions 

(distinct characteristics that can be drawn upon in a particular context) (Gibson, 2003). 

Structurally: a role model can be close or distant, meaning a role model can influence through 

Figgure	1	Figure	1	
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personal interaction, where it is possible to talk to and get advice from the role model -or the 

role model can have influence without personal interaction. In this case, the role model 

inspires others through actions, which are observed from a distance. The role model can go 

up, across or down in the structural hierarchy. The role model, in a higher hierarchy, is 

especially important, as they can have an extra pull effect on an individual as a motivation, 

encouragement and inspiration, and can function as a self-assessment tool on the journey to 

go higher in the hierarchy (Gibson 2003; Sealy; 2009). 

The effect of role models has two different value outcomes, the symbolic and behavioral. 

Symbolic outcomes refer to factors that affect thoughts, attitudes and mindsets, such as an 

increase in optimism, commitment to stay, reduced stereotyping, higher self-rating and 

higher career satisfaction (Sealy; 2009). Workplaces with women represented at top positions 

are less likely to experience negative gender bias for identification with women, are more 

likely to perceive senior women as role models with legitimate authority, and are less likely 

to perceive competition in relationships with female peers (Ely, 1994). Behavioral outcomes 

refer to provisional selves’ work ID construction. Ibarra (1999, 2000, 2003) studied the 

influence of role models  in organizational settings and in the context of pursuing a career. 

Individuals get influenced by role models who are already in positions they desired. In a 

study, 90% of participants explained how role models had an influential role in the work 

identity they were attempting to assume. By observing role models, individuals identify 

potential identities; testing with ‘provisional selves’; and evaluating experience 

(Ibarra,1999). Role models function as an inspiration of how to make the transition to the 

desired position (Sealy, 2009). 

An industry lacking female role models affect the number of role models available to start 

the process of these role models inspiring other women to get into a career in the IT industry. 

Huhman (2012) points out the dilemma of increasing the number of women in the IT industry 

“there aren’t more women computer scientists, because there aren’t more women computer 
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scientists”.  It is hard to attract women into the IT industry, when the number of female role 

models for young women is limited.  

2.4. Part conclusion 
If companies want to increase the number of women in their workforce, influence more 

women to choosing a career in the IT industry is essentials to ensure there are women to hire 

in the future. Solely relying on universities to attract women to the IT education is not 

sustainable. Companies in the IT industry should play an active role by making the industry 

appealing to the women. 

The IT companies face several challenges in attracting women, such as; preconceptions of 

women’s capabilities, stereotyping, and biases behavior and lack of role models.  
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3. Methodology 
The following section will present the applied methods and my considerations for using these 

methods. This will include thoughts and reflections on the explorative research design and 

how the hermeneutic approach influences the gathering and handling the data. How the 

abductive analysis strategy is used and the methods of data collection is presented. 

 
 

 

  

The following section includes:  
3.1. Research Design 
     3.1.1. Hermeneutic approach  
3.2. Analysis strategy – Abductive 
3.3. Data collection 
  3.3.1. Literature review 
  3.3.2. Conducting interviews 
3.4 Limitations to the data collection 
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3.1. Research Design 
The research is an exploratory research, a research design appropriate when the studied 

subject is in a preliminary stage with no or little prior literature of the subject (Sanders, 2009). 

‘How to increase the number of women in the IT industry’ has previously been researched, 

however, most previous research has focused on how to increase the number of women in 

the Universities, whereas studies taking the approach from the company’s perspective are 

limited, therefore, the research naturally took an explorative design rather than a conclusive, 

theory testing research design. According to Sanders (2009), explorative research aims to 

gain insights and familiarity of a subject, in order to study the precise nature of the problem, 

which is the main aim of this research. The research will focus on analytically disclosing in 

the opinion forming practices of humans, and aims to give a better insight to why, how, or 

by what means women get encouraged to work in the IT industry.  

3.1.1. Hermeneutic approach  
The importance of this research is the interpretation and understanding of the human in order 

to make sense of the studied object. For this, hermeneutics is a suitable approach for 

understanding humans' opinion forming (Meyers, 2009). The hermeneutics approach 

assumes the study of human activity must be based on people's self-interpretation in the 

present situation, and such studies only are as stable as these self-interpretations, since 

interpretations are a personal matter (Grondin, 1997).  

 

The individuality of interpretation applies for the researcher as well; when working with 

hermeneutics you need to recognize and acknowledge that once the data has been collected, 

it is the researcher's job to interpret the data, which will be different from researcher to 

researcher (Meyers, 2009). An essential principle in the philosophical hermeneutic approach 

is the hermeneutic circle. The hermeneutic circle stress to the understanding of the interaction 

between part and whole. 

  

“It is a circular relationship... The anticipation of meaning in which the whole is envisaged 
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becomes explicit understanding in that the parts, that are determined by the whole, 

themselves also determine this whole” - (Gadermer 1976:117) 

 
The researcher can only understand the whole of a context by understanding the parts, and 

the parts can only be understood by relating them to the context as a whole. It is in the 

relationship between part and whole where meaning is found, and it is the relationship 

between parts and whole, which makes it possible to understand and interpret (Meyers, 

2009). Hermeneutics is working with the circular motion between the interpreter and the data. 

Where interpreter hold an active part in the interpretation process, the hermeneutic circle is 

there for seen as an ontological principle, where the interpreter is involved as an active part 

in the formation of the result (Meyers, 2009).  

 

I find the hermeneutic approach to be the most suitable research design for this research, 

since it deals with the understanding of peoples’ behavior and choices. This research is based 

on hermeneutics and the hermeneutic circle; it means I see myself as an active part of the 

interpretation and the formation of the result. I used the hermeneutic circle in my research so 

my understanding will continually increase when interpreting new data. When new data is 

collected, new fragments of understanding of the whole are gained and a new interpretation 

of the whole is created. The collection of data and the understanding of the literature is a 

circular development in this research; the literature is developed and expands with the 

collection and interpreted data, while the interpretation and understanding of the data is 

developed with the new literature. The process starts with limited literature, but with 

increased data, new literature is needed to understand the data. The new literature gives new 

understanding, which is further discovered in new data collection. This is an ongoing process, 

where acquiring new knowledge, new understandings and new interpretations is a never-

ending evolvement. Hence, it is my task as a researcher to decide when I have gathered 

enough information to answer my research question in an appropriate way.  
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3.2. Analysis strategy – Abductive  
With the explorative research in mind, the aim of this research is to understand a specific 

issue. Alvesson and Sköldberg (1994) argue that the abductive, over deductive and inductive 

approaches, is of great advantage in its ability to provide understandings of researched 

phenomena. The abductive approach is also suitable if there are no or limited research on the 

topic. The data can be collected and serve as a source of evidence to an explanation of the 

phenomena; theories (or guesses) can thereafter serve as an explanation of the outcome, or 

be used as inspiration for further research (Alvesson and Sköldberg, 1994).  

The abductive method is generally accredited to Charles Sanders Peirce, who introduced the 

terms of guessing. As with the inductive approach, theories are formed based on observations 

and empirical data (Alvesson and Sköldberg, 1994). However, abduction does not create 

concrete theories, but rather “best guesses”. The term guessing is used because the researcher 

forms theories based on the given knowledge in that context, and this knowledge might 

change with time or when more knowledge is added. Hence, it is not possible to find the full 

truth and therefore, theories are seen as best guesses. Also, in abductive method 

acknowledges that humans tend to capture a single or few explanations, despite many 

possible explanations for an event. Thereby, the method also acknowledges that the 

researched issue will always be open to new or different findings (Alvesson and Sköldberg, 

1994).  

When applying the abductive method, the analysis of the data can be combined with studies 

of previous literature in the field, as a source of inspiration in uncovering patterns that provide 

understanding to the research. The researcher can move between former and new theory and 

data, whereby both are constantly reinterpreted in the light of each other (Alvesson and 

Sköldberg,1994). This abductive approach interplays perfectly with the hermeneutic circular 

research design, where the researcher constantly changes between understanding “the parts” 

and “the whole”.  

The abductive approach has had a great importance for how data is collected, treated and 

analyzed. Every time new data is collected, new parts of the analysis are formed and new 
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literature is reviewed, in an ongoing process. This approach to the research permits flexibility 

and openness to new data and theoretical directions. As noted in the section about the 

hermeneutic research design, I am conscious that I, as a researcher, come with certain 

theoretical notions, own ideas, personal observations and interests prior to starting the 

project, which has led me to unconsciously focus on certain aspects over others.  

Nevertheless, the abductive dual approach means that, analytically, I continually seek to back 

up my postulations about my observations with already existing literature and theory. Where 

I also see this research as particularly abductive, is in the fact that I realize I could have 

chosen to follow many paths, but in the final instance only the ones I see as most relevant, 

given what is known in the context, have been chosen. Thereby, I also acknowledge that 

other researchers might continue the study, and discover new or broader key findings on the 

topic. 

 

3.3 . Data collection  
According to Saunders (2009), there are three principal ways to collect data in exploratory 

research. 1) search of the literature, 2) interviewing ‘experts’ in the subjects, 3) conducting 

thematic interviews.  

Due to availability and access, in this research the following two data collection methods are 

used: searching the literature and conducting thematic interviews. The two methods of 

collecting data happened simultaneously as each methods of data collection are constantly 

influencing each other, new data from the interviews inspired the search for new literature, 

and new relevant literature inspired new themes in the interviews. The two methods and 

considerations of using these methods will be presented.  

3.3.1. The literature review 
The specific literature is presented in this section of the literature review. The literature 

includes research with scientific and social science characteristics. For research, only 

academic papers were used in order to validate an academic quality and reliability. Reports 
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were also used in the literature review; in this case, only reports where it was clearly stated 

who had produced the report and for what purpose they were produced, were used.  

3.3.2. Conduct interviews: 

In explorative studies, qualitative interviews can be conducted to gain a better and deeper 

understanding of the subject studied (Saunders, 2019). For this research, where the aim is to 

gain and explore knowledge about the studied subject, semi-structured interviews were 

conducted. Having a list of questions and topics to talk about is required, but the questions 

and their order are free to be varied and altered to the flow of the conversation. The list of 

questions and themes helped to start the conversation, keep the conversation going, and keep 

the conversation on the right track. The semi-structured approach makes it possible to ask in-

depth questions when it was necessary, and to let the interviewees talk as freely as possible 

within the scheme of the interview (Saunders, 2009). Eight thematically semi-structured 

interviews were conducted during June and July, 2016. They typically lasted between 17 

minutes and 34 minutes.  

The interviews were recorded and are submitted with the thesis. According to Raymond 

(1992), in order to analyze the data, it is necessary to store the result from the interviews in 

a relevant, usable, and accessible form. In this research, due to the number of interviews, 

coding was used. Themes in the interviews are identified and categories that emerge from 

the data is collected. The data from the interview are sorted together in themes; in this way 

the results from the interview can be analyzed without listening to the eight tapes or reading 

eight full transcripts. The coding sheets can be found in added in electronic formate (as well 

as the interviews). Only the first name of the interviewee is used.   

In order to analyze the data, the data is translated, grouped into themes. By using a pivot 

table, the answer from each theme can easily be compared. The themes with importance for 

the research is presented in the key findings of the analysis. Although processing the data has 

been done as objective as possible, it needs to be acknowledged that every time an interview 

is transcribed, translated, processed and presented, the researcher has an active role in the 

interpretation and can therefore never be fully objective (kvale et al. 2008)  
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Selecting people to the interview 

The aim of the interviews is to study women in the IT industry and their experience of the 

process of choosing a career in the IT industry. The interviewees are selected based on 

convenience sampling or selection based on availability (Bryman & Bell, 2007). The 

following criteria in of choosing interviewees were applied: 1) Must be individuals in the IT 

industry, either in their final year of their educations or recently graduated from an IT 

university, working with a technical job in the IT industry; 2) They are able to be interviewed 

for the time I have allocated to do my interviews; 3) I do not know the interviewees in 

advance. Eight interviews were conducted, including four students in their final year of their 

Masters in IT and four recently graduated women with jobs in IT. The two different types of 

interviewees are not presented separately nor are they contrasted with each other. Rather, 

patterns are attempted found that emerge in the data as a whole, letting information from 

different sources provide a larger and more in-depth understanding of the subject studied 

 

3.4 Limitations to the data collection 

In order to get the best comparable data, this study is geographically limited to Denmark; this 

removes cultural differences that might influence the subject. The focus has been on newly 

graduated women from IT or technical educations, and women in their final year of their 

master studies at an IT or technical education; this gives a current picture of the experiences 

women entering the industry are facing.  
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4 Analysis 
 
In this part of the research, the key findings from the interviews will be presented. 

The interviews have been divided in to themes, the relevant topics have been chosen for 

further deliberation to give a better understanding of the findings.  

 

 
  

The following section includes:  
4.1. Why so few women in the IT industry  
   4.1.1. Attracting women to the IT industry  
4.2. Working in the IT industry  
   4.2.1. Women represented at IT educations and in the IT industry 
   4.2.2. Women’s experiences of the IT stereotyping 
4.3. Part conclusion  
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4.1. Why so few women in the IT industry  

One of the IT companies’ biggest challenges of attracting women, is the low number of 

women in the industry. All the women were asked about their opinion of why so few women 

choose a career in the IT industry (see table 2)  

Table 2) Why women do not choose a career in IT 
Anne 

Girls think mathematics is hard and computerizing is for boys.  
Emilie 

One of the reason for few girls it the IT educations, is due to the reputation, DTU has a 
reputation for being a nerdy place, where all the hardcore typical “boys” classes are 
thought.  
 
There is a lack of knowledge of the topic, in high school and gymnasium, kids only learn 
mathematics, but not applied mathematics. If they do not know what applied mathematics 
is, the chance for them to choose it at the university level is little.  
 
She doubted herself if she was good enough at IT and mathematics to study it at a master 
level. -girls have a tendency to think that men know everything about IT, even girls who 
know a little bit about IT has the tendency to doubt if they can enough.  

Lotte 
Emphasize on gender roles – as kids, it is always the boys playing with computers, more 
natural for boys to get into IT educations.  
 
Maybe women find it easier to work with humans, from primeval- instincts. Working 
with IT you do also need to work with humans, as they are the ones using the IT 
solutions, however, this is not the reputation IT has and therefore not what people think 
about IT.   

Maria 
Women fear of Computer: “when women see computers or technical stuff, then they 
panic”   

Pernille  
Girls might discard an IT career, because of the tendency or reputation of the other people 
in the education institutes and in the industry, “it is not all the hot guys taking hardcore 
IT-education”  
 
Does not think it has anything to do with gender, but what you grow up with as a kid, 
boys are more likely to have grown up with computer games, there are games where you 
need to use coding. Whereas girls do not grow up with these games, so when they see the 
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dataflow for the first time it can look scary.  Her impression is that girls studying 
something with IT, tends to choose design or marketing. 

Signe 
Women are scared that there only are boys at the education. Also that many women are 
scared of coding because they have never tried it before and are afraid of starting because 
they think they can’t do it.  

 

Four key issues emerging from the interviewees is; the lack of knowledge about the 

educations, Women’s lack of knowledge about IT/ insecure about their own ability in IT, 

sociocultural gender norms, and reputations of the education.  

 

The lack of knowledge about IT and lack of knowledge about IT educations emerge to have 

an influence on why few women choose a career in IT. Choosing an education is an important 

choice, thus, information about the education and not least the career opportunities available 

with a degree in IT is important.  

IT and coding can appear to be difficult for a person who have never been exposed to- or 

worked with IT before. Women, who do not have any or only little prior knowledge of IT 

might questioning their own ability to learn- or be good enough at IT, if they have the 

preconception of men being better at IT. One of the women described this experience; she 

questioned her abilities within IT, because she compared herself to the “stereotype” IT 

student, which is an image she cannot not match. 

The IT educations reputation is also a discussed topic, the IT industry and the IT educations 

has the reputation of being “nerdy” and and being an environment with a lot of men. Women 

choosing a career in IT, does not only choose a career, but also a career environment mainly 

with men, which can be intimidating. Further, having a reputation for being an education and 

industry with many so called “nerds” can be overwhelming if the women who does not 

identify as one them. The women in this research repeatedly expressed a high percentage of 

what they categorize as “computer nerds”, higher than at other educations, but there are also 

many with a moderate interest for computers and IT. Another misunderstood reputation one 

of the women mentions about a career in IT, is the impression that working with IT all 
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happens behind the screen with very little human contact. However, human contact and 

understanding of human needs is an important skill; almost all IT is used by humans, 

therefore musts to be built with an understanding of the end-user. Women, not knowing the 

industry, might discard a career in IT because of a reputation. 

   

4.1.1. Attracting women to the IT industry 
The women’s thoughts on overcoming the issue of few women in the it industry have been 

reviewed (Table 3) 

Table 3) How to attract more women to the IT educations 
Anne 

Visualize the women who are studying IT are doing good and they achieve something with 
their education. 

Emilie 
Empathizes on more information, make information more available and tangible “what is 
the education about?”. Choosing an education is an important choice and people want to be 
sure that they choose the right education. The education should be better at displaying 
what they become afterwards!  
Her experience: When she explains other people what she does, they find it interesting, but 
when she just tells the title of her education (Mathematical Modeling and Computation) 
people tend to get scared away. 
Show that it is not only stereotypical (IT/nerds) but “there are so much more” to that 
education. 

Signe 
It is hard for the universities to attract women, something is “going wrong” already before 
the university level.  Something should be done in high school or latest gymnasium, girls 
should get introduced to IT earlier. Boys are a bit more minded for IT because they play 
more computer games as kids.  She thinks it’s a good idea if kids learn programming in 
high school -that way they can see IT is not “scary” as it looks like, and it is not that 
technical as it looks like, as if you don’t know anything about programming and coding. 
Girls should experience that they can do programming and coding as well as boys who 
can. Good idea if they can choose something IT minded in gymnasium. She experienced to 
choose computer science as an elective in gymnasium, but she was the only one, so the 
class wasn’t opened. She explains that this class sounded very technical and she suggest to 
make classes that are not hardcore technical, but something that is more appealing for 
women, like computer graphic or digital medias – something that is a mix of IT and “soft 
skills” then the women will be introduced to IT that way.  
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The women in this research empathizes on two factors that could attract more women to the 

IT educations: more visible information about the education and expose girls to IT in an 

earlier age.  

 

Emilie experience the title of her education “Mathematical Modeling and Computation” 

sound intimidating; people can better relate to what she does and find it interesting, when she 

explains what her education imply and how her education is practically applied in real 

situations. She argues that choosing an education is an important choice and something 

people want to be sure about. Information about the IT educations, that explains what the 

education is about and what career opportunities are available afterwards would help. 

Knowing what a job in IT imply, can make the IT educations more concrete and tangible to 

understand. She also adds, the universities should display that you do not have to be a 

stereotype “IT nerd” to study IT. IT is not only about “nerdy” things, but that is the picture 

people who are not familiar with IT thinks. Anne does also mention how visibility can attract 

more women. She emphasizes on making women who are studying IT more visible, showing 

that there are women in IT educations and women can be successful. Signe suggest to 

introducing programming and coding in high school; getting girls familiarized with IT in an 

earlier age, can teach the girls that IT is not as “scary” as some girls think it. Introducing 

programming and coding to young girls will also show the girls how IT can be used,  and 

give them a better conceptual understanding of the things they do not see but is happening 

behind the computer screen. Also suggestions to introduce subjects at the gymnasium levels 

that is a mix of IT and more “soft skills” subjects, such as design and marketing. These classes 

Has experienced herself to think if others think she is not good enough because she is a girl 
– but does also say it is only a thought, she has never experienced anyone expressing she is 
not good enough because she is a girl. 

Lotte 
Many girls are scared of the topic: they look at a computer and can’t make it work and 
think that they should never touch it. They should be better introduced to IT and 
technology.  
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do not sound so intimidating to girls, but will still have elements of programming and that 

way introduce girls to IT.  

 

Companies ability to attract more women to the IT industry is also taken into considerations 

(see table 4).  

 

Table 4) How companies can attract more women 
Lotte 

There should be focused on getting more into the IT-universities. However, companies 
can take an active part in this by showing young girls how it is to work in the industry. 
She worked at IBM where they once a year invites girls from gymnasium (who study the 
science track) to visit the office one day. They tell the girls how it is to work at IBM, what 
they do, and answer the girls’ questions. According to their internal news, some of the 
girls visiting IBM got more clarified about how it is to work in IT. She thinks it makes 
sense to make these kind of events, but for girls who already show interest for science. 
 
Also, if the companies should attract the women, they should offer something interesting. 
good working conditions (few work hours, flextime etc.) good colleagues and exciting 
work.   

Stephanie 
Make events that introduce young girls to the industry is crucial. The IT companies need 
to show the girls that it is exciting work. Don’t need to have a special focus on women in 
IT, but rather to have a focus on the IT. Explain what IT is, how can it be used, the IT 
industry is a fact  a fast developing industry, show this to the girls. Emphasize that the IT 
industry is much more, then the reputation of men sitting in front of a screen. 

Pernille  
The company she is working for is doing allot to attract women, such as participate in 
women in technology workshops and go out to the universities and try to talk to the 
women.  

Anne 
sometimes companies come to the universities and have evenings only for women, to 
show that they are not “scary” and show that they want more girls and build bridges to the 
girls at the IT educations. These girls’ night can be dinners, see “girly” movies, make the 
guys serve food for the girls. She express “It is about showing there is room for 
everybody” 

Maria 
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Maria worked for IBM and participated in girls’ night focusing on girls in high school, 
it’s once or twice a year. Eighth or ninth graders are invited to IBM because they want 
more women to work for them.  These events is to get them into the industry and show it 
is not only men who sits in a basement with their coke, who work with IT. Show them 
games or projects that teach them how to code, tell them about IBM, show them how it is 
to work at IBM and it is not so scary.  She comments that she thinks these events can help 
building bridges between the company and the girls.  
Further, she emphasizes on good colleges who do not have prejudices.  She is very 
satisfied with her job, the company does focus on women’s well-being in the company in 
their corporate culture, for her this means she knows there are no prejudices form the 
management level. 

 

Interesting work, good working conditions and corporate values representing inclusion of all 

genders are some of the foundations for a satisfying work environment.  

 

Some of the women explains how they have experienced their workplaces attract more 

women by inviting girls and young women to visit the company, showing them how it is to 

work in the IT industry, what opportunities the industry gives, answer questions and, shot 

down some of the negative reputations, and to demystify the industry for the girls. Later, 

when the girls and young women are choosing their career, IT and the IT industry might not 

seem so intimidating if they already have been presented to the industry. 

 
4.2 Working in the IT industry 
The gender ratio in the industry, how it is to be a woman in the industry, and the stereotyping 

of the industry is explored, to understand how it is to be a woman in the industry.  

4.2.1 Women represented at IT educations and in the IT industry 
The number of women represented at the IT educations and in the IT industry (table 5)(when 

the when asked about the number of women at the work, it is specifically number of women 

in IT and technical positions). The number of female professors and female managers is also 

included in the study, to see how women at a higher organizational level is represented and 

can act as role models for the students and the women newly started their career in the IT 

industry.  
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The women participating in this study represent five differed educational institutions (KEA, 

ITU, DTU, RUC and Aarhus TEC), four graduated in 2015 and four are still students in their 

final year of their master. Seven of the eight participants experienced women were 

outnumbered by males at their educations. At the bachelor level, five experienced only 16%-

25% women, while two experienced to be the only women in their class (one did not report 

on numbers of women at the bachelor level, as she were not studying IT). At the Master/Top-

up level, the number of women is even lower, four reported to be the only woman or have 

classes with one other women. Two reported there were 6% women at their master. One 

women in the research experienced a higher number of women (60%) in her master class. 

The person experienced a higher number of women in her master education, is studying IT 

mixed with design.   

All the women experienced to have female professor, three of the participants noticed they 

had chosen a female supervisor for both their bachelor and master thesis. They all reported it 

was a coincident, but one had already reflected about her choice and had come to the 

conclusion that she might have chosen a women supervisor both times, unconsciously 

because of the feeling of better understanding because they both are women. The number of 

women at the workplaces has the same tendencies as the educations; there are either no or 

few other women in IT positions. The women working fulltime, do have female managers.  

Table 5 Anne Emilie Lotte Pernille Signe Tilde Maria  Stephanie 
Women at 
Bachelor: 

22% 18-
25% 

20% 17% no other 
women 

no other 
women 

20% - 

Women at the 
Master level 

6% 6% no other 
women 

no other 
women 

no other 
women 

- no other 
women 

60% 

Women professors yes yes 2 1 a few no 2 50% 
Women coworkers mainly men, 

one other 
women  

few no other 
women 

21% few 
women  

one other 
women  

one other 
women  

"not 
enough" 

Women managers - - yes yes - yes yes yes 
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4.2.2. Women’s experiences of the IT stereotyping 
Women’s experiences of the stereotyping of the IT industry, include what reactions they 

experience about being a woman in the IT industry, experiences of preconception towards 

women, and how they experience the IT industry’s’ reputation.  

Table 6) Experiences being a woman in the industry.  
Anne 

Do not experience any expectation that men are better than women at her education  
Emilie 

Has never experiencing preconceptions about being a women at DTU. Experience it more 
from people outside DTU 
 
Later in the interview she mentions two situations where a teacher made some biases 
comments: At a class, a girl asks about how to get more information to a case study. The 
teacher response with, what she thinks is a condescending answer, that the girl could do 
the same as if she were shopping for shoes – search online. And at an oral exam, one of 
he female friends experienced the teacher said “I thought you were a blonde who don’t 
know anything about the subject, but you do actually know a lot about it” might have 
been meant as a compliment, but it ended up being condescending.  

Lotte 
Has often gotten the question about feeling lonely being the only women, but she doesn’t, 
she is fine being around men.  

Pernille  
People were sceptics about her choice, felt like she had to show she was good at IT 
development, before people stopped asking her if it wouldn’t be too hard. Also, there was 
the tendency of people asking “are you choosing that education” she got allot of questions 
about her choice, as it didn’t appear as anything you would choose as a girl. 
 
Never experienced any preconceptions towards women at her workplace, however she did 
experience going to a job interview where she got the feeling she didn’t get the job 
because af her gender. 
Maria 
Many of her friends ask if it is weird working in an industry with so many men. 

 
Often get asked “we don’t see many female technician, do you know how to do?” 
describe it as prejudice! 

Signe 
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 When she started at the university, many ask if it is weird if there are many boys. 
 
No, preconceptions of girls, if there were, in one’s own head, but had never heard anyone 
say it out loud. Think it is something the girls are afraid of themselves. Always been 
treated the same as boys at her education 

 

Frequently, if women choose a stereotypical male education, they get questioned about their 

choice of education. They express people, who are not in the industry, questions if it won’t 

be too hard, weird, or lonely studying IT for a woman, but at the universities, there are not 

any preconceptions about girls. However, one has meet questions about her abilities at work 

and one experienced episodes where a teacher expressed himself in a condescending way.   

The women represented in this research, express a misconception of how the IT industry is 

portrayed and how the industry really is (Table 7)  

Table 7) Stereotyping of people in the industry 
Emilie 
Her preconceptions of DTU before she started was that it is really nerdy, which is it. Guys 
wearing Socks in sandals, "social handicapped", to pale for August. “If you have any idea 
about  stereotypes, then you will find them at DTU” including herself, but people are 
really nice, helping each other. 
Lotte 
Cannot recognize the stereotypes of people in IT: there might be a larger percentage of 
people liking board games in IT, but it is only a stereotype. 
 
Does see the stereotypes at work, but also other types. It is hard categorize people as 
stereotypes, people are more nuanced.  
 
The general stereotyping of people working in IT is a nerd, there are some of them in the 
industry, but also many other types. – the nerdy types might be more attracted to IT. 
Pernille 
Her observation of the industry, working there: many of shy colleges, in the start though 
they were snobs, because they never wanted to talk, but when you got to know them they 
were nice guys, but the conversations were all about computer games and hard to follow 
because it was not something she grew up with. There were things the guys could 
understand much faster, such as how a computer function, Felt like she had to work 
harder because she was not such a big computer “nerd” as they were. 
Signe 
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People do have a stereotype of someone working with, including herself. This stereotype 
contains “Pale guys”. Think the stereotypes comes from TV and movies, who show it guy 
this way. 
In her class, there are some guys she would describe living up to the stereotypical IT 
student, but there are also some that doesn’t. it is often people who are interested in 
computers, computer games, and people who do not go to the gym that often. 
 
At her work, a mix of what she describes as stereotypical IT employers and not 
stereotypical IT employers. 
 

 

Some of the women did talk about the stereotyping of the industry, they are well aware that 

people have an idea of what types of people are working in the Industry, including 

themselves. Stereotypes of people in the industry are; “nerdy”, “pale guys”, “interested in 

computers and computer games”, “guys wearing socks in sandals”, and are "social 

handicapped". They reported that you will find all these stereotypes in the industry, but there 

are also many people that won’t fit into the category of being an stereotypical IT guy/ girl. 

In general, the reputation of the industry, is not the reality the women in this research 

experience. 
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4. Discussion 
Attracting women from the already existing pool in the IT industry is a challenge, as the 

number of women with an IT education is low. Several of the women participation in the 

research and the literature express; the IT companies cannot solely rely on the universities to 

attract women to the industry, if the IT companies want more women in the industry, they 

should make it attractive for them to enter the industry.  

Through the literature and interviews with women from the industry, two main factors 

contribute to alienating women from the IT industry;  

A. Sociocultural gender norms  
B. Lack of knowledge about the industry 

I have proposed four ways of dealing with the two issues, both from literature and interviews 

with the women working in IT.   

1. Introducing role models 
2. Raising awareness of the IT industry 
3. Introducing IT to girls at a young age  
4. Communicate diversity inclusion and gender equality in the corporate values 

 

The following section includes:  
5.1. The challenges and proposed solutions 
5.2. The challenges 
   5.2.1. Sociocultural gender norms 
   5.2.1. Lack of knowledge about the industry 
5.3. The proposed solutions 
   5.3.1. Introducing role models 
   5.3.2 Raising awareness of the IT industry 
   5.3.3. Introducing IT to girls at a young age 
   5.3.4. Communicate diversity inclusion and gender equality in the corporate values 
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5.1  The challenges and proposed solutions 

Through the literature and interviews with women from the industry, two main factors 

contribute to alienating women from the IT industry is identified and four ways of dealing 

with the two issues are proposed. Table 8 illustrates what initiatives will affect which of the 

challenges.   

Table 8   

             Challenges 

 

Initiatives  

Sociocultural gender norms  Lack of knowledge about the industry 

Introduce role models √ √ 

Raising awareness of 

the IT industry 

Diversity  

√ √ 

Introducing IT to girls 

at a young age  

(√) √ 

Communicate diversity 

inclusion and gender 

equality in the 

corporate values 

√  

 

“Introducing role models” and “raising awareness of the IT industry” both influence the 

sociocultural gender norms and the lack of knowledge about the industry. “Introducing IT to 

girls in a younger age” affect the lack of knowledge about the industry and indirectly the 
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sociocultural gender norms, while “communicating inclusive and gender equality in the 

corporate values” can affect sociocultural norms of genders.  

5.2 Introducing the challenges 
Through the literature and interviews with women from the industry, two main factors 

contribute to the fact that few women choose a career in IT industry: Sociocultural norms of 

genders and lack of awareness of the industry. Why and how the two challenges influence 

women’s choice of entering the industry will be further clarified.  

5.2.1. Sociocultural gender norms 
Sociocultural gender norms include: “preconceptions of women’s abilities”, and stereotyping 

and biases towards women” 

Preconceptions of women’s abilities and interest 
Preconceptions of women being “biologically inferior” to men in science and math, and 

women’s biological lack of interest in science, are preconceptions embedded in sociocultural 

beliefs from before the liberalization of the genders. Men and women do biologically have 

the same abilities and interest in science and mathematics (Ceci, Williams, & Barnett, 2009).  

However, the preconceptions affect women’s performance and interest in science and math 

negatively. During my interviews, one of the women raised concerns about how women tend 

to think about themselves inferior, and not consider themselves skilled enough to get into an 

IT university. She also emphasized her lack of confidence of studying IT, because she 

compares herself to the cultural stereotypical IT student. This correlates to the studies by 

Krendl et al. (2008) and Correll (2006 & 2007) not only do women perform worse in 

stereotyped stressed situations, but women need to achieve a higher rate of success to feel 

successful compared to the rate men need to achieved to feel successful in mathematics and 

science. Of the women I have meet through my interviews six expressed lifelong high interest 

in mathematics and IT, for these women the preconception of women not fitting into or being 

good enough for the IT industry, might have been easier to discard, because of their strong 

personal interest. These women have all been able to break the sociocultural pattern – not 

that this is how they feel about their situation. Their interest and strong will made them 
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choose the education they found most interesting. However, they are all able to pinpoint the 

problems of attracting women to IT and see the IT educations and industry as intimidating 

for women less experienced in IT, even if they are curious of the topic. 

For one of the women in the interviews not initially studying on an IT related education, the 

interest for IT started when being introduced to IT as part of the education and decided to 

focus her education on IT. The other saw a better career opportunity in IT after being a school 

teacher for several years, she initially started to study a Master in design and IT, but after her 

education she also started to focus on IT architecture because she could see the potentials 

having those skills as well. These two women chose a career in IT after being introduced to 

it. My impression of the women choosing a career in IT is; either they have always had a 

high interest in the topic, or found interest in the topic after being introduced to it. However, 

the women with a life-long high interest in IT is affected by the sociocultural norms about 

women and IT. The sociocultural norm of women not being interested to IT, might also be 

the reason why so few young girls are introduced to IT.  

 

5.2.3 Lack of awareness 
Lack of awareness include: “lack of knowledge on how it is to work in the industry and the 

career opportunities”, and “lack of familiarity with skills needed for working in the 

industry”.   

Lack of knowledge on how it is to work in the industry and the career opportunities 
Solely knowing the IT industry through society’s stereotypes of the IT industry and people 

working in the IT industry make women to think “it’s not interesting”, “they wouldn’t be 

good at it” and “they will be working with people that they just wouldn’t feel comfortable or 

happy working alongside (Marie Klawe et.al 2002 & 1997;  Corbet, et al. 2010 ) 

The IT educations and the IT industry’s reputation was a discussed topic in the interviews. 

IT has the reputation for being “nerdy” and being an environment with a lot of men. Men are 

overrepresented at both the IT educations and at the IT industry. Almost all of the women in 

the interviews did experience an education overrepresented by men, and express too few 

women at their workplace.  
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Further, the IT educations and the IT industries reputation for being “nerdy” amplify the 

challenge of attracting people not identifying themselves with this image. The reputation of 

the industry seems to have a greater impact of the image people have of the industry, than 

the actual reality. Several of the women interviewed were aware of the reputation the industry 

has and repeatedly expressed there were a high percentage of what they categorize as 

“computer nerds”, maybe higher than at other educations, but there are also many with a 

moderate interest for computers and IT. They also reported that although there are people in 

the industry, fulfilling the reputation of the industry, the image of the industry the reputation 

creates is not an image they can recognize, E.g. is the impression that working with IT all 

happens behind the screen with very little human contact. However, human contact and 

understanding of humans needs is an important skill, almost all IT is used by human, 

therefore needs to be built for humans, thus understanding humans and working with humans 

are good abilities to have in the IT industry.  

In the interviews, the importance of making young people aware of the educations and not 

least what career the educations can lead to when entering the workforce, was discussed. One 

explained how her education seems to intimidate people because they do not know what it 

is, but when she explains what her education imply and how her education can be practically 

applied in real situations, people can better relate to what she does and find it interesting.  

Young people, especially young girls, do not know the industry first hand and might therefore 

find it hard to imagine themselves working in the industry. She argues that choosing an 

education is an important choice and something people want to be sure about, more 

information about the IT educations that explains what the education is about and what career 

opportunities are available afterwards can make the IT educations more concrete and tangible 

to understand. 

Lack of familiarity with skills needed for working in the industry 

Girls lack of familiarity with skills needed for working in the industry plays a big part of 

them not being interested in the topic. Seeing the dataflow for the first time can be 

intimidating, if you are completely unfamiliar with the skills such as coding and 
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programming. This intimidation added with the reputation of the industry and the 

sociocultural norms of genders abilities can affect women to discard a career in IT. 

5.2. The proposed solutions  

Through the literature and interviews with women from the industry, four ways to deal with 

the challenge has been identified; “Introducing role models”, “Raising awareness of the IT 

industry”, “Introducing IT to girls at a young age”, and  

5.3.1. Introducing role models 

A role model is a person an individual distinguishes to be similar to him- or herself and 

desires to increase perceived similarity by imitating those qualities. Therefore, having role 

models in the industry that are not only men, can make it easier for girls to identify with the 

role model.  

Huhman (2012) explains the dilemma of women in the industry: “there aren’t more women 

computer scientists, because there aren’t more women computer scientists”. Having more 

role models in the industry can initiate a trend of more women in the industry -and more 

women will attract more women. Introducing female role models, who are successful within 

the IT industry, can affect both of the challenges identified; the sociocultural norms about 

women and make young women more aware about the IT industry.  

How introducing role models can influence the sociocultural norms about girls: 

The Ely (1994) study shows workplaces with women holding top positions, are less likely to 

experience negative gender bias for identification with women, are more likely to perceive 

senior women as role models with legitimate authority, and are less likely to perceive 

competition in relation with female peers. Outside of the company settings, role models 

visible in society, showing there are successful women within the IT industry, can affect the 
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way people perceive women in IT. Having role models setting the standard for how society 

views them, can change the preconceptions of women’s abilities and interests.  

How introducing role models can influence women’s awareness about the industry:  

In the interviews, one of the girls mentioned how having women role models, not only 

function as support for the girls, but also as an inspiration. Seeing what the other women have 

achieved before opens the awareness for future opportunities, knowing someone have done 

it before is comforting.   

For young girls, having female role models can inspire them to have interest for a career in 

the IT industry. By showing what the role model does on a day to day basis, the young girls 

will also get introduced to the industry.  

How the companies can initiate role model in their strategy: 

• Initiate role model programs in the high school and gymnasiums 

• Make workshop at the high school and gymnasiums, where successful women from 

the company participates.  

• Public branding of their successful female employers 

5.3.2 Raising awareness of the IT industry 

Raising awareness of the industry a change the sociocultural norms of women and naturally 

increase the awareness of the industry.  

How raising awareness of the industry influence the sociocultural norms about girls  

Raising awareness for both men and women of the industry, the job opportunities in the 

industry, the future of the industry, what skills are needed in the industry, and the industry 

do not only consist of the societies stereotyping of the people in the industry, will increase 
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the understanding that the IT industry is not only as its reputation, a nerdy industry. Several 

of the women in the interviews remarks that many simply do not know the industry. For girls, 

not knowing the IT industry, their only impression of the industry is the stereotyping set by 

the society. By displaying the industry is so much more than what the stereotyping and 

reputation portrays it, and by showing women are welcome and can be successful in the 

industry can change the way people think about the industry.  

How the companies can raise the awareness of the IT industry in their strategy: 

• Participate in national campaigns  

• Be present at career fairs, not only university career fairs but also for career fairs. 

• Make workshops in corporations with high schools and gymnasiums. 

• Invite students to company events to present what the company does etc.   

5.3.3 Introducing IT to girls at a young age 

Girls can feel insecure about their own abilities, both because of the sociocultural gender 

norms and because they never have been introduced to the technical skills needed for working 

in the industry, such as coding and programming. Introducing girls to IT in a young age, will 

improve their confidents of their technical skills and help them to discard the sociocultural 

gender norms. Also, introducing girls to the tools used in the IT industry, will give them a 

better comprehension of what a job in the IT industry consist of.  

How companies can introduce IT to girls at a young age: 

• Make workshops for kids, with focus on easy and fun coding and programming 

• Support initiatives introducing kids to coding and programming 

• Develop games with coding and programming learning elements, specific branded 

towards girls 
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5.3.4. Communicate diversity inclusion and gender equality in the corporate 
values 

Introducing diversity inclusion in the corporate values and focus on equality for both genders 

sends out a statement, that there is no difference on men and women at the company. This 

can affect the sociocultural norm on how the society view women in the IT industry.  

How companies can communicate diversity inclusion and gender equality in the 

corporate values: 

• Display diversity inclusion and gender equality in public branding 

• Make diversity inclusion and gender equality one of the company’s core values 
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6. Conclusion 
6.1. Conclusion 

The research was set out to construct understanding- and give companies a tool they can use 

in their corporate strategies to overcome the challenge of attracting more women to the 

workforce. The aim is to answer the research question:  

1. How can IT companies attract more women into their workforce? 

In order to answer the research question in a satisfying manner, two sub questions were 

explored:  

a. Factors influence women to discard a career in IT? 

b. What initiatives can companies do to affect these factors? 

An exploratory study was set up, by searching the prior literature on the topic and conduct 

interviews with women in the IT industry. The findings from the research provide 

understanding of the problematics the IT industry face in relation to attract women. The two 

main challenges identified is: the sociocultural gender norms and lack of knowledge about 

the IT industry. To overcome these challenges, four initiatives to influence the challenges is 

proposed: Introducing role models; Raising awareness of the IT industry; Introducing IT to 

girls at a young age; and Communicate diversity inclusion and gender equality in the 

corporate values.  

Concluding, in order to impact the factors influencing women to discard a career in IT, the 

IT companies can initiate one or several of the initiatives proposed.  

 
6.2 . Suggestions to further research   
With an exploratory nature of the research, a theory was formed based on the finding in the 

data and literature. Suggestions to introducing role models; Raising awareness of the IT 

industry; Introducing IT to girls at a young age; and Communicate diversity inclusion and 

gender equality in the corporate values, was proposed: the actual impact the proposed 

solutions can be studied.    
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